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Small rural school districts are often at a disadvarntage when
trying to develop long term staff development programs. Lack of
money, limited personnel time, and difficulty in obtaining training
are all inhibiting fartors. But I think the most critical factor
for any size district is having a plan. Without a plan, vou have
no way to coordinate the resources you do bhave or to attack the
problem of how to get more.

This presentation poses a project desigrn that has been developed
thrc .gh work with several small rural school districts. This 15 &
story of trial and error with the message that you really don't
have to reinvent the wheel but you do have to maka your own wheel.

(H1) The project design synthesizes a riumber of the currently
popular focuses of gtaff development. It provides a continuum for
development of teaching skills that goes beyond "Effective
Teaching"” and into "Models of Teaching"”. It Hevelops oeer coaching
relationships as part »f a larger picture. It fosters building
level staff developmen' support teams. It links staff development
to changes in teachers, students, and schools.

As I present this plan, I hope you will think about your own
school district staff development goals and how these ideas might
fit your vision of success.

THE PLAN

(T1) Futurists such as Naisbitt (1982) tell us that organizations
such as schools will have to change in a number of ways related to
their use of human resources. (T2) Smart school districts are
preparing now for the inevitable. They are building participatory
structures for implementing inncvation so that productivity and
quality are increased. This project design helps small rural
schoc¢l districts do just that. (H2) It =starts with a vision of
successful change.

(T3) The Irmovatic  can be teachiny skills. curriculum or other
issues of concern to a district. This plan focuses on Teaching
Skills becaus< they are generic processes that apply to teaching at
most levels and in most areas. Right now, in most states, the
emphasis is developing tmaching skills for direct instruction of
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student basic skills. But we need to expand the vision with
teaching skills for tre information age such as cnllaboration,
thinking and problem solving, and personal development.

(T4) Partic patory Structures means Peer Cocaching and Trainer Team
Building. These are ways to involve teachers and administrators
together at building and district levels to take part in and to
lead their own development. This project design focuses on Peer
Coaching because it gives a way to promote one-on-one staff
development relationships. The emphasis in most states now is or
fostering teachers' basic teaching skills. In our state,

it appears in the Beginning Teacher Internship Program and in the
widespread inservice focus on Effective Teaching. But we need to
extend this vision to include ideas such as collaborative work
groups that make the work place more enjoyable and productive;
thinking teachers who teach thinking; self esteem that breeds a
climate of success.

Another part of this project design is developing trainer teams and
networking them among schools. Across many states, much money is
spent on hiring -cutside experts to deliver training. But a more
productive idea is to create an organizational philosophy that
enpowers the employees of the organization to be part of their own
staff development and then to use the outside experts to develop
local resource people.

(T6) Productivity and auality may be new words on educators
tongques. But they simply mean we must see the effect of the time
and money spent or staff development. Now, in many states, the
impact of staff development is measured in hours spent and
indirectly in the test scores of students. We need more meaningful
and more immediate ways to link staff development to changes

in teachers, in students and in schools. In this project design,

a variety of options are available for measuring impact.

(T7) The goal of this project design is to build participatory
structures for implementing innovation so that productivity and
quality are increased. We have learned that making those words come
alive is not simple and quick. It requires translation into a
strategic action plan that is multiyear and multi level, that is
developed by and is supportad by the main players in the plan, and
that is known %to the recipients of all this effort.

The rest of this paper describes the details of the project design.

It also mentions how several different school districts are
beginning to implement components of this plan.

TERCHING SKILLS

¢




(T8) At the heart of this plan is the idea of "teacher 4s decision
maker". American education values flexibility in meeting individual
learning needs of studernts. We believe there is no one best way to
teach but rather that teachers must make conscious decisions to
select and combine components that are likely to be effective 1n a
given situation. However, research on teaching indicates that mast
teachers teach in about the same way and that many lack knowledge
of or proficiency in using other approaches.

Beginning teachers can be expected to be recipe followers bu:
skilled professional teachers should have developed the expertise
to vary from the pattern. Teacher decision making about teaching
process (s a high level skill based on knowledge of many facts,
concepts, principles and procedures and on proficiency in many
skilled behaviors. Training on teaching skills is for the purpose
of helping more teachers become expert decision makers by adding
more options tec their teaching repertoires.

(T9) The Teaching Skills may be thought of as a continuum of
Teaching Models to which components of Effective Teaching

are applied. None of these Teaching Skills are new. We first found
them in Models of Teaching (Joyce & Weil, 1986). Now, they are the
currant topics of the popular confererces, workshops and journal
articles. This means they are very available to anyone who wants o
take the time to be trained upon them. We have tried to put them
into a f-~amework and to show how they are related to and build upor
one another.

(T10) The set of Teaching Skills starts with Effective Teaching.
Madeline Hunter and others have identified these basic skills of
teaching. They include components of lesson design and principles
of learning. Effective Teaching components are not tied to any one
way of teaching or to any particular learning outcomes. They

are the basic parts we mix and match to construct lesson designs
for all sorts of learning. The way these parts are applied depends
on the goals to be accomplished by the instruction. Many school
districts have provided training on Effective Teaching but have

not considered the next step. In our opinion, they have just begurn
and to stop tnere is a real disservice to those professional
teachers and administrators who are ready to grow beyond the basic
skille,

Models of Teaching, the classic text by Joyce and Wei1l (1986),
provides a continuum of teaching strategies derived from studies of
curriculum and irnstruction. The Behavioral Systems Family is the
most teacher directed set of strategies. From this family, we
selected the Basic Practice Model, a direct instruction strategy
whose lesson design gives a familiar context for applying the parts




of Effective Teaching. (H3) When mcost of us think of the
application of Effective Teaching i1n a lesson, we are thinking of a
Basic Practice Model lesson. This is the way most teachers teach.
It 1s an important strategy for its purpose but 1t is not
necessarily more effective than other strategies (Joyce & Shawers,
1988).

With the Basic Practice Model under their belts, teachers can swing
right into the Social or Cooperative Learning Family. Student Team
wearning (Slavin, 1987) starts with a direct instruction lesson and
adds cooperative, structured groups to accomplish the functions of
guided and independent practice. Cooperative interactions are
expanded through the work of Johnson and Johnson (1987). Strategies
for effective group work are added and participants are involved in
problem solving and reflection about experiential activities.

Having focused on thinking and problem solving, a natural extension
is into the Information Processing family. We selected from

many options, five models that made sense to our teachers.

These were taken from Tactics for Teaching Thinking (Marzanno &
Arredondo, 1986) and from Models of Teaching. We decided not to try
strategies in the Personal family for the time being although

Joyce and Showers recommend Synectics.

With each of the selected teaching models, Effectivi Teaching parts
are applied as lessons are designed. But the learning processes
and the teacher-student relationships are very different for the
various Families. For all models, we emphasize the linkage of
observable teacher behaviors with the behavior labels and with the
reasons the model parts are effective in helping students learn.

We want teachers to be able to describe what they are doing and
why. (H4)

(T11) Part of the Strategic Action Plan concerns how to provide
training on these teaching models. One aspect we conaidered was
how much trairning it would take to get the participants to the
desired level of proficiency. The modified chart from Joyce and
Showars (1987) indicates that different outcomes for

training on content require different levels of intensity and
duration of training. For most of the outcomes we are after, ore
workshop will not produce the desired impact. This situation builds
& rationale for Peer Coaching and for School Based Trainer Teams.

The districts using this project design have i1dentified Teaching
Skills they will develop over a five year period. They have
allowwd more time for the more complex and new models and are
planning to reach transfer.

PEER COACHING




(T12) Peer LCoaching is another Joyce and Showers invention though
others have also described it and related strategies under a
variety of labels. Peer Coaching programs are organized and
inplemented at the school level. The focus is an individual's
application and generalizatior of new skills learned in a training
program. (Ti3) But, the major purpose of peer coaching is
implementation of innovaticons to the extent that determination of
effects on students is possible. This means, the individual's
application and generalization of a teaching skill should result in
measurable impact on students.

Other purposes are met through Peer Coaching programs as well.
They build communities of teachers who continuously engage in the
study of their craftj teachers develop shared language arnd common
understandings necessary for the collegial study of new knowledge
and skills; they provide a structure for follow up of training
that is essential for acquiring new teaching skills and
strategies.

We perceive Peer Coaching to be a fairly informal relationship
between and among coaching partners. The major interaction 1s
giving positive and direct technical feedback and analysis about
use of a teaching model. This is not a Clinical Supervision
type of relationship in that the balance of power is very equal
and long term problem solving relationships are being built.

(T1S5) There are steps that structure the coaching interactior.
These steps are planning, observation, and feedback. Planning
includes three parts: preobservation conference, goal setting and
technique selection. Preobservation conference is a large phrase
that merely means having a chat about what will be observed.
Usually, the objective of the lesson is stated and any
characteristics of the learners or the setting that have a bearing
on the teaching segment are shared.

Gozl setting means that a focus of observation is seiected which is
usually some aspect of using the model that the

teacher wishes the coach to particularly pay attention to. It 1s
best to limit the things looked at during any one observation.
Given the type of model and a focus for the observation, an
appropriate technique is then selected. A

Coaching Guide specially designed for that teaching model is used
to collect data about the teacher's use of the parts of the
strategy. (HS)

Observation may be done in the classroom or using video taped
segments. We have found video tape to be most satisfactory because
it reduces tne teacher’'s stress level and lets the teacher select
the segment to be shared with others. When video tapes are shared,




each teacher gets feedback on how s/he is applying the model and
gets to see another teacher dealing with the same applicatior.. The
Coaching Guide is used to record verbatim commerts and actions
related to the various parts of the model being observed.

Feadback Conference is an opportunity to chat about what happened.
The coach uses the Coaching Guide and the notes taken to provide
objective feedback using a specified format. This format provides a
Jumping off point for discussing application of the parts of the
teaching strategy and the next steps.

(T16) The format is this: "Y»u said/did....", "That's called
csessse’"y "It's effective in helping students learn because....."”
This format links teacher bzhavior with the label and with the
reason for using it to increase student learning. The teacher and
coach may then analyze the application together. The emphasis is or
positive feedback on behaviors consistent with the model. As the
coaching relationship develops, the partners may work on deeper
analysis and on Joirit lesson planning. Confererces may take

as little as five minutes or may be longer especially at the
beginning.

The impact of the coaching process con use of the teaching models
should be:

1. increased skillful use of the teaching mcdel,

2. moving toward consistent use

3. and then appropriate use in a variety of types of lessons.

We have found that the structured observation form helps the
coaches give appropriate feedback. The teachers value such
specific feedback and the opportunity to analyze their

performance with a colleague. The level of professiorally oriented
conversation really does increase. As one teacher observed, "Look
at us, we're all talking about teaching.®

The major problem i1s where to find the time to do Peer Coaching.
Joyce and Showers (1988) offer some suggestions, but the real
answer is that it is not easy and/or it is not cheap. Even wher
time is bought with substitute teachers, participants become
anxious about the amount of time spent out of the classroom.

The Strategic Plan needs to carefully address the time available
as well as the other time commitments of the participants.

The districts using this project design are developing the peer
coaching relationships along with the Effective Teaching Training.
As they add other models they will extend the sophistocation of
the coaching interactions by incorporating group communication
skills and cognitive coaching ideas.




TRAINER TEAM BUILDING

(T17) The purposes of this phase are to empower teachers to own
their own professional development and to use experts to develop
the local resource people. There are five major activities in
development of Trainer Teams.

(T18) Team building and networking is the first. The role
definition of a team member is flexible at this point and

varies by uistrict. We began by selecting a small group and
sending them in subgroups to national level training sessions
conducted by experts. We reialized that it makes a differerice when
you hear it from the horses mouth. Participants wee charged to
share their learnings with the whole trainer group arnd to discuss
ways tc use the new strategies. One of the needs of the
participants of such a project is to rietwork with others who are
trying new teaching models and coahcing strategies. Opportunities
for team building and networking let them share insights, fears and
frustrations. The district began to collect resources to support
use of the models. A team spirit developed that became energy for
driving and expanding this core group.

(T19) Each trained person was asked to practice the new teaching
model in their classroom with the help of their ccach, to become
"expert"” on it, and to offer their classroom as a Demonstration
Classroom for that model. These people may also observe and do
demonstration teaching of the model in other classrooms. These
teachers are accountable for becoming skillful and for transferring
the model into their repertoire so that they car share it with
cthers.

(T20) As the "expert" teachers become skillful and consistent in
their use of the teaching model, they are asked to write a lesson
and video tape it. A Coaching Guide is also prepared. This
critiqued material becowes part of the staff development resource
collection for use in training others on the maodel. This is
further accountability and alsc visibility for the effort and
expertise of the "expert".

(T21) For those who wish to become trainers on a model, a workshop
on adult training design will be offered. Modules will be
developed and practiced. Several participants are eager to share
their expertise with teachers in other districts. We envision a
future trainers network that links and supports "experts" ard
training materials across districts.

(T22) Another skill we plan to develop with the Trainer Team is how
t0o measure and affect change. Whether thay demonstrate teaching
models, develop model lessons or teach workshops, the team members
are in positions to discuss problems and advise on solutions with

8




other teachers who are learnrning. They can be more e“fective 1f
they understand adult growth and change and how to fa. ilitate it.
Concerns Based Adoption Model 1s very helpful here (Hord,
Rutherford, Huling-RAustin, Hall, 1987).

The last phase of the project addresses that topic. The district’s
strategic plan must expecially address how to handle Trainer Team
Building. This part particularly can be incorporated into a
district career ladder.

The districts using this project des:gn have begun to develop a
Trainer Team. The levels of participation vary from merely
being trained to training others.

IMPACT

If staff development enhances the procductivity and quality of a
districts efforts, we want to demonstrate it. In this plan, we are
looking at impact on teachers, on students, and on districts.

(T23) Impact of staff development on teachers can be measured ir
several areas. Knowledge can be assessed by content post tests
during trairing sessions. Teachers are generally unused to being
evaluated on their learning in inservice sessions and may be
threatened by this. Use of self checking tests may be the way tc
start. ©6Skill can be assessed during and after training sessions
through use of coaching guides and self evaluations.

Data on the transfer of training to routine and consistent use can
be gathered via Innmovation Configuration as an observer’'s opinion,
(H6) participant Action Plans that predict transfer, Teaching and
Coaching Logs kept by participants to document transfer attempts,
Coaching Guides as in—-process data, Levels of Use Interviews as a
way to interpret comments of users or nonuseras (H7). RAttitude
about the changes indicates progress through a charnge process and
is asgsessed via Stages of Concerns Questionnaire.

(T24) Student impact data can be collected in the classroom by the
teachers as they use the models. Content post tast merely
documents how well students learned the subject matter taught while
teacher was using the teaching model. Research studies document
sometimes large differences in the learning effects for different
models. Teachers can work at recreating these effect levels

Students can also provide fesdback on the teacher's use of the
teaching process. (H8) Alerting students to the steps of the model
has two benefits. It identifies a learning strategy appropriate
for use with this content and one the students may use again. It




also lets the students give feedback on how the teacher used the
steps. Many teachers play back their video taped lessons for the
students and they critique them together. The students are often
interested in seeing how they responded.

By tabulating the data on teacher and student change, district
profiles can be developed. Such profiles are good feedback to the
Strategic Action Plan.

The danger, ~* course, is that teachers will see this as evaluation
rather than ollection of data on the impact of the staff
development activities. The astrategic plan must relate this data
in a way that suggests further opportunities for participants.

The districts using this project design have experimented with
measurement of impact but are not collecting data 1n a
systematic way.

SUMMARY

Our purpose in this project design is to build participatory
structures for implementing innovation so that productivity and
quality are increased. The innovation is teaching skills. The
participatory structure includes peer coaching and trainer team
building. Productivity and quality are implied by measures of the’
impact of staff development activities on teachers, students and
schools. We found that having a project design that synthesizes the
parts of our vision was critical. Then molding that design to the
individuality of a school district was essential. They have to
design their own wheel or Strategic Rction Plan.

Now I'd like you to think about your districts staff drvelopment
program g ls and expected outcomes.

Is there - irnovation you are attempting to implement?

Is there a .ogical sequential approach to the inmovation?

Do participatory structures exist that empower teachers and
administrators to become involved in their own professional
development?

Are there opportuintities for one on one support in implementing
new skills?

Are there opportunities for further, more sophistocated
involvement of groups of participants?

How do you measure the impact of staff cavelopment?

Is the impact of staff developement related to changes in teachers,
students, schools

How does all this fit into an caverall long term school improvement
plan?
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need -collaborative work groups
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- thinking teachers
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MAJOR PURPOSE: impiementation of
innovation to the extent that
determination of effects on students

is possible
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TRAINER TEAM BUILDING

team building & networking
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eexpert models

«adult training design

«measuring and affecting change
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IMPACT:
TEACHER IMPACT

KNOWLEDGE - content post test

SKILL - coaching guide, self evaluation

TRANSFER—configuration, action plan,
logs, guide,use

ATTITUDE-stages of concern
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BASIC PRACTICE MODEL - STEPS

I. SET. Establish framework for lesson, orient students to
materials and expectations.

i. state the purpose/procedure of the lessor:
2. review and relate to previous learning
3. establish lesson objectives and performance level

4. establish expected outccomes/behaviors during the lesson,
as they use materials/activities

II. INSTRUCTION. ThorounHly explain and demonstrate new learning.
S. give clear, explicit presentation of concept/skill
6. demonstrate or give examples of concept/skill
7. provide visual representation of task (VRT)
8. check for understanding (sample, signal, private)

III. STRUCT!IRED PRACTICE. Recitation to check student
understanding

9. leud group through practice examples in lock step, using
questioning strategies

310, elicit student res. ._es to questions, achieving 90%
accuracy

i1. provide corrective academic feedback for errors and
reinforce correct practice

i2. refer tc VRT as cue, prompt to aid correct response
TV. GUIDEN PRACTICE. Active engagement in seatwork/activity.

13. students practice semiindepencently, achieving 85% to 90%
accuravy

14, circulate and monitor student practice

15. provide corrective feedback for errors and reinforce
correct practice - "praise, prompt, leave'

16. refar student to VRT as cue/prompt to aid correct
response

25




V. CLOSURE. Group review of learning.
17. Review objective and elicit student comments

VI. INDEPENDENT PRACTICE. Mastery level performance of skill with
minimal error (homework).

18. students praciice independently at home or in class
(start when 835 ~ 90% mastery)

19. give delayed feedback

20. provide periodic independent practice five or six times
over a month

(BPM)




BASIC PRACTICE MODEL LESSON PLAN

Obgjective_

I. Set

II. Instruction
Input Model /VRT

TA

IIl. Structured Practice

IV. Guided Practice

V. Closure

VIi. Independent Practice

(BPMLESS)




EFFECTIVE TEACHING - LESSON DESIGN
SELF EVALUATION DATE

DIRECTINNS: Evaluate your understanding and applicaticn of the
following principles of Effective Teaching. This self assessment

should help you identify areas your peer coach could help you
develop.

CODE U = you IDENTIFY & UNDERSTAND the prirciple
A = you RAPPLY the principle routinely and consistently
C = your COACH could help you transfer to routine &
consistent use

INSTRUCTIONAL OBJECTIVE - avert behavior matches learning.

1. Lessons are based on an instructional objective UAC
2. With a specific learning UAC
3. And an overt behavior UAcC

TASK ANALYSIS - objective is broken into substeps of learning.
4. Use to smlect objective for lesscon UAcC

S. Use to structure input
6. Use to diagnose level

cCc

ANTICIPATORY SET - gets students ready for the learning.
7. Label learning (Learning)
8. Establish purpose (Purpose)
9. Relate to past learning (Transfer)
10. Involve ALL learners (Motivation)

cccec
DDDD
o000

INPUT - tells information cr steps of learning
11. Clearly identify and label information
12. Relevant to ob,zctive

ccCc
DD
on

MODEL - shows example / demonstration of the learning.
13. Clear and correc* demcnstration u
14. Relevant to objective u

DD
oo

CHECK FOR UNDERSTANDING - pravides data to evaluate
next step in lesson csequernce.

15. Check with ALL students UAC
16. Elicit overt response (writtern/oral) UuAcCc
17. Check throughout lesscon UuAaAcC
18. Adjust when needed UAC

GUIDED PRACTICE - seatwork 1s performed at 85% -~ 90% accuracy

19. Practice is monitored by teacher UuAC
20. Specific feedback giver tc correct mistakes I3 AC
2i. Biven before homework UACLC
28. Relevant to objective UAC

CLOSURE -~ suwmary and last check of learning

23. Students summarize learning
24. Everyorne performs skill orie more time

9]

UaA
UaA

-

.
e

INDEPENDENT PRACTICE - homework 1s performed at 8S% - 30% accuracy
25. New and old learnings are practrced UAC

o SPONGE / DIAGNOSE / TEST - provides data to evaluate rext step
]ERJ(:ES. Level of previous learning is checked UAC

IText Provided by ERIC
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CNACHING GUIDE - LESSON DESIGN
EFFECTIVE TEACHING

Objective

Focus of Observation

STEPS

Instructional Objectaive
1. specafic learning
2. overt behavior which gives
eviderce of learrang
Sharing the objective establishes
ari aim for learner by which s/he
cCan measure@ SucCcess.

Task Analysis

1. select objective

2. structure input

3. diagnose level
T.A. helps teacher identify the
correct learning at the correct
level of difficulty for the
students.

Anticipatory Set

i, involve all learners
2. label learning

3. establish purpose

“. relste to past learning
Sev opens the mind of the student
to new learning built on prior

knowledge.

NOTES (USE TEACHER WORDS/ACTIONS

Input

1. clearly identify / label
information
relevant to objective
The information or steps of
the learning give the instruction
needed by all students,
particularly the left brained.

- - - - > e e e -




UL

COACHING GUIDE - LESSON DESIGN (&)
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Model

{. clear / correct demonstration
2. relevant to objective
Examples, demonstrations, visual
images give a picture of the
learning needed by all students,
particularly the right brained.

Check

1. check with all students

2. elicit overt response

(written /7 oral)

3. check throughout lesscn

4. adjust when needed
Lets student and teacher know
whether the instruction has been
successful so far.

Guided Practice
1. practice is monitored by teacher
2. specific feedback given to
correct mistakes / correct
response is modeled
3. given before homewcrk
4. relevant to objective /
meaningful
It solidifies the learning and
gives opportunity to practice
while immediate feedback is
available.

Closure
1. students summarize learning
2. everyone performs skill one
more time if applicable
Gives teacher and student opportunity]|
to check success of instruction
before they try it on their own.

- — ———— ) - —

Independent Practice

i. distributes practice on
old and new learnings.

Promotes student mastery by
reinforcing learning that is
already at a high Jdegree of
success.

COMMENTS s




EVNNATION Ga% Hi ‘

Ti VST Al astICIFATORY SET
L]
. (2.“ @) ¥ )
Teschor typisally wees  Teacher typically uses  Teache 3
s eaticipatery set 1o~  en sacicipetsry :" :' m:e:u’:::.u’ Uses  Tescher seliom uses  Tescher never uees
tluding the aleasace that tacludes 1-2 chat “-m.':.:::’ 60 anticipecory set  on encictpatory ser
::muuuz‘". :‘m‘ . ™ repriats elements of fecusing ettencion
(review)
T WY AN TR T
Tescher :y:::lur ues Teaches s o ) o)
11
sn ehjettive that e - “’“:z:“m: ::“ ::::::'o:’:“.u’ Teacher seldom uses  Tescher rever uses
relevant ts etudests rel P hot et nat uJ‘ :“:.' an objective an opjiceive
and stetea it 1a but seldem etetes it teras cudene
studest terms
*3i T A ol i T
Teacher :y:::cuy & 3) ) R
explatas end aedels poarrrillyqprind v e pically Tepcher cypically
se that estidents students waderetand ::::.o::':::.::m o e igmmante
s0e and wnde vich no
. rotand but dees ast medel the etudent’s level tien or .‘.ml;::;
Teacher ‘m(l) ly Teacher & o w ®
shechs for wader- checks !:muu.“:::::d- :;::::'!‘!' hiiad faache foccanionally  Teacher eypically
po ond gives tog ond gives feedbect tend 0T under~ checks for umder~ aseigna work wich-
.“:u t . o .:l. b:‘ the standing ot end of ouwt chetking for
efter eseh gectisn and 20 Lasson lesson uaderscanding
of the 1 sives feeddb ck
n 11V AMD " 3k
(1) (2)
Teacher typicall Tescher occas 2 @ ®
uete Wunytm 14 tenally Tescher typically Teacher asks Teacher does noc
to ask questicns thet m‘mrt:g ulul::nt‘t::c ot questions but eoss use questioning °
extond knovledge fot
student m ad sxtends thinking Comprehensios levels '“‘Iu eppropriate otretegics
1 PROwIRIm eAL
“:.u'l ) 3 ) (%)
Teacher typically Teasher eccastonally Teachrr dees aot Tescher typically
mesiters werk as ssaitere werk as sonitor work se does tée
studests practice otudents practice studeute 1 2t for
T practice prectice for students
-y
($}] ) 3)
Teacher typically Teschs “w @
208108 Lladependent lntn: :z:::luu’nt ::::h::g‘::::ﬁ:yhr
prectice that 1a practice that 1a independent prectice
appropr- sts for ell agpropriats for ansc
otudents 1ia length, otudents, "ut
Cype.difticulty inapprepriste for ¢ few
n —_—
(1 (¢
Teacher trutisely Teacher nu)‘uuly Teacher 2;«- “w @
uses vait time and 50e active reepond- uses techniques
active respendiag ing techaiques but to iavolve 41}
techaiques te ot wait time students
1avelve g11 etudeste
ia learning
¥ 713+ WTLIVATION
(1) @) ($)] &
:uelor mﬂ-l: l::- Tescher routinely in~ Teacher seldon “ @
corporetes 1-3 incorporetes
m& %% apprepriets vertadles sppropriste
v of vesuits, verisbles
lovel of ooncarn
10: UsSING RETENTION
(1) (¢}] (3) ) (3)
Teacher rovtinsly ic~ Tessher trewtisely Tescher seléem
corpereces varishles insorperates 1-3 iocorporetes
of dogres of oviginal _ appeePriate variables sppropriete
lecratag, mseaing, veriables
fesling tems,
praceine, tressfer
I IR R
1) (2) (3) (O} 3
Teacher routintly vses Tescher semstiose uses Tescher selden
ead/oe schodules re- refaforcomsnt te uses retaforcement
forcomsut ts changs change behavier to change behavior
bohavier
ram . 3.7 .3
| w @ ) “) 5
‘ Toacher rentissly Teasher semstimes uses Teacher sslden
| Ueatitise transfer to asetat uses tramsfer to
| sintlaritiss and lsarning esstet learning
| d1flevonsns 1a
present sad past
lesrniog to gpetst
ceanster
*Denctes critical componeat
Q

ERIC

Aruitoxt provided by Eic:




Concens Wﬂn
Trnovatven : E€fechive Teaching Program

Name
n erder 09 idantly hese dote, ploase ghve ue he last i dighs of yeur Social Security numbes’

Thio stmtoment 8 very bus of mo &t s ¥me o 1 2 3 s o (0
This statoment (s somevhat buo of me now o 1 2 3 é s ¢ 7
This statoment (s net 31 off bue of of Mo of this time 2 3 &4 5 & 7
Tius statoment guams inslovant o me. 1 2 3 4 8§ o
Please mepond to S . Concems, o how you (el about yeur invohemment or
potontied mehaoment {(pioase specily he innowation. We do not hold ©© any

one deliniion ¢! Sis program, 00 please Bink of i in Senrg of pour cwn percepdions of whal # imohves
Mbm.mmnmdmmmﬂ:n ahow, your involverment or potentel
wwohement with $he shove named innsvetion.

Thank you for tahing ime 0 compiete this task.

[ ] ] 2 3 4 [} [ ] 7
vslovant Nt bwe Somewhat bwe Very ve
of me now of me now

2 lmﬁdm“mmm
work befiee

3 | don oven dmew what he inavation is

4 | om eonsemed Ghont Aot having enough e ©©
onpganiss mysell each duy

S { would Bie 00 holp ather luclly in ik uee of e
npwation.

-
~
[~
o
L
®
e W

-

7 weud Bie 0o lnow the sfiest of resvpanization en
my peslossions) stehup.
6 | om congaomed shot conflist betwoon my interests
. '-lqw
on eoresrd thod [ ]
oviaing my use of

10 | would Bie ¢ dovalep werling sslaliorahipe
t‘nhﬁ““hﬁd‘ﬂn
novalion.

11 | aon congamed shout how the innsvation afidcts e ¢+ 2 3 & 5 ¢ 7
otudonty.

12 | am not conoemed sbowt thie innovetion o 1 2 3 ¢ S5 ¢ 7

0
0
0
(]
0
.0-."*““””3 1 2 3 4 5 ¢
0
0
0

33

19 lwoudiiv,ioknowwhowillmehe Medecisios@ 0 1 2 3 ¢ 5 ¢ 7
9o now 2yetem

14 | would e 10 discuss the posebility of using the 0 ] 2 3 4 5 ¢ 7
innovetion

15 incuidBeDinowwhsiesowcss s aclisbed 0 1 2 3 ¢ S ¢ 7
we decide © adopt this innovation

10 1 am concermad shout my inabilly 10 manege sl the 0 1 2 3 4 5 8§ 7
Enovelion egquines.

17 | would the (9 bnow how my teeching o " 1+ 2 3 &« 8 ¢ 7
adwinisiration b supposed 10 change

16 | would e 9 lexcdlieries 0iher dupariments of 1] ] 2 3 ¢4 & O 7
porsons with the progees of this new approsech

19 | om concemad about evaluaiing my impact on o 1+ 2 3 4 5 ¢ 7
chudovis.

20. { would the 10 revies the innowvelions instructionsl 1] ] 2 3 4 [} [ ] 7
approach

21 | am comgletsly ocoupied with aiher things o t+ 2 3 4 5 & 7

22 | would e 10 modily 0w wee of the mnovation o 1t 2 3 ¢ S5 & 7
based on the enpeviences of ow students

23 momwmmunm.ln 1] ] 2 3 4 [} [ ] 7
concemed about things » e ane

24 1 would (he 00 ancite my shudents sbout thek partin 0 ] 2 3 4 S5 ¢ 7
this gppreach

25 | em concemad shot me spent working with o 1 2 3 4 S5 o 7
nonacedemic probls e misted 1 this innowalion

2 isuiditeDinowehaifhowsolfoinnovetion 0 1 2 3 4 S5 6 7
will oquine in Do immediate v

27 ¢ would he 1 cosndingte my effors with cthers © 0 1 2 3 4 5 o 7
manimize B0 novationd eflects.

28. § would 1he w heve Mo informetion en Sme end o 1+ 2 3 4 S5 & 7
engrgy commiments equirad by this innovalion

20 IvnidBeDnowehaiotherfaculiyaseingin 0 1 2 3 ¢ S5 8 7
this aee.

30. AMthisime, lamnsl intessied inloamingsbouitis 9 1+ 2 3 4 S5 6 7
newtion.

31 1 wauld Bhe 1 determing how 1 augplement, 0o 1+ 2 3 4 5 ¢ 7
onhance, or mplace he innovetion

2 ivnddBousisedachk ometdeisdchangs © 1 2 3 4 5 6 7
o pragram.

2 iwnddBeDinowhowmyciowlichengswhens ¢ 1 2 3 4 § 6 7
oM ysing e innovation.

3. Confinslion ol ashe ondpecploistlingtoomuch 0 t 2 3 4 S5 & 7
of my me.

38 | wauld he 1 hnsw how $is innowation is betier o 1 2 3 &4 5 & 7
han what we heve now

Capyigt 1974 Prosstuwes ko Adopting Educshons! IMowlone/CBAM Propect ASD Conter &x Toacher Education,
Unharatly

o Tres 8 Ausn

s
-




1.
E.
3.
4,

Se
6.

7.

8.
9.

10.

1i.

« =
it

LESSON DESIGN
TEACHING PROCESS QUESTIONNAIRE

Did I tell you the objective for today's lesscn?®

Was i1t at the correct level of difficulty for you?

Did I tell you wty the learning was important ?

Did I i1dentify what you already knew that would
he)> you learn 1t?

Did 1 prepare you to participate 1n the lesson?

Did I tell you clearly the information or steps
of the learning?

Did I show you a demonstration or steps of the
learning?

Did I check youlunderstanding of each step”

Did I adjust the lesson when you didn't
understand?

Did I give practice activities that let you
try out the learning”

Did I ask for a summary of learning in your
own words?

Did I give homework that helped you master
the learning?

yes
yes
yes

yes
yes

yes

yes
yes

yes

yes

yes

yes

no
no
no

no
ne

nc

nc
no

no

no

no

ne




