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INTRODUCTION

In 1986 the CEA published Marketing the School System : Building Public Confidence in Schools, This
report offered tips on what positive measures school boards could take to enhance their image with the general public
and with the media. It emphasized what school boards were doing to help the community feel positive about the
educational system. Now, in 1988, school boards have launched many marketing programs and are focusing greater
attention on one of their greatest assets — their staff. This report can be seen as acomplement to Marketing the School
System, since giving recognition to staff goes hand in hand with aa effective marketing campaign. Enthusiastic
employees convey to others, both in and outside the educational system, their positive feelings about working for a
particular school board. They carry a message that money can’t buy.

Asthis report describes, recognizing staff can be done by a variety of methods siich as honouring periodically
a few employces through formal awards, recognizing them publicly and regularly at board of trustee meetings or in
the school board newsletter, as well as informally and privately through letters and cards, One slogan that appears
ina Hamilton Board of Education staff newsletter Hamilton Public Schools— We're Proud of the People Who Make
Them Great! apily captures the feeling that people make the difference. School boards and their schools must show
leadership in giving recognition to employecs for noteworthy achiecvements as well as fostering through their actions
and attitudes a climate that enhances human relations among school board staff. Making employees fecl valued,
making them feel that what they do and think is important, increases staff morale and goodwill and creates more open
communication that zan only help to benefit the school system.

In October 1987, the Canadian Education Association sent out 224 questionnaires to find out how school
boards give recognition to staff and how they foster a climate which enhances human relations within the school
system. All CEA Information Service Boards received a questionnaire as well as randomly selected school boards
in each province and the Northwest Territories. The survey consisted of four parts : 1) what measures the school board
undertakes to give staff members recognition; 2) what kind of recoguition it provides for employees who are retiring;
3) how it fosters a climate that increases staff morale and goodwill; and 4) what measures in these three areas are
currently being considered by school boards for implementation. A total of 103 school boards responded to our
survey (45%).

Questionnaires sent Replies returned
Northwest Territories 3 0
British Columbia 30 14
Alberta 30 17
Saskatchewan 19 6
Manitoba 20 12
Ontario 40 24
Quebec 31 8
New Brunswick 15 14
Nova Scotia 16 3
Prince Edward Island 5 2
Newfoundland 15 3
Total 224 103
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looked forward to our findings. This report is based on the 103 questionnaires we received. Many measures are
commonly used by most school systems, but a number are unique and should interestall educators who strive to create
in the school system & climate in which efforts and accomplishments are recognized and measures are taken to create
in staff a feeling of pride, enthusiasm and a knowledge that they are valued.

Suzanne Tanguay
Information Officer
Canadian Education Association




HOW DO SCHOOL BOARDS RECOGNIZE STAFF?

In the past few years, school boards are placing greaier emphasis 0.1 undertaking measures which give
recognition to their staff. Recognition may be given to individual employees for a variety of reasons, whether for
achievement, effort, innovative ideas, initiative, or to employees, who, because of the way they carry out their jobs,
enrich the leaming and working environment for other staff and students. Building on the successes of staff and
disseminating news of their accomplishments serves not only to increase that particular individual’s morale but also
projects a positive message to staff, students, and the community that good things are happening in this school system.
As this type of good news increases, the teachers and students feel that they are truly part of a “winning team.”

In the past, most of the attention given torecognizing staff has been for teacher excellence. Generally, formal
ways of rewarding exccllence were proposed such as awards for “teacher of the year” or monetary incentives such
as merit pay. These paricular methods have been a source of controversy. Singling out one individual from among
hundreds for special recognition is sometimes seen as having a more negative impact than positive. Fur example, at
Lakeland Public School District No. 5460 (Bonnyville, Alberta) an attempt to implement an outstanding employee
of the year award has been abandoned. The presentation of a disirict award of excellence to two employees (one
teacher, one custodian) in September 1986 created considerable staff dissatisfaction. The board determined that the
recognition was anti-productive.

Of course, recognizing some individuals has the potential of creating negative reaction — this occurs when
the individual is perceived by others 1o be not worthy of the recognition or when the process by which individuals are
selected for special recognition is not deemed to be fair. However, such situations are not common and measures
from school systems to honour employees and students have been increasing. These measures recognize the
lcadership of the individuals honoured and have a positive effect on staff, students and the community. In some ways,
this recognition becomes a compliment to the employer as well since it focuses on the many positive things
happening in the school system and serves to improve the morale of staff.

The Calgary Catholic Board of Education published in 1985 a report on Recognition of Teacher Excellence.
The board had conducted a Canada-wide survey of one hundred of the largest school boards in Canada to find out
to what extent they were involved in recognizing teacher excellence. The results of the 65 responding boards indicated
that no board granted monetary rewards for teacher excellence and few Canadian school districts used non-monetary
awards as a means of recognizing teacher excellence. Motivation and recognition for performance could be achieved
without spending large amounts of money and without additional responsibilities or organizational changes.

This report’s objective is not to describe solely what school boards do to recognize excellence since that term
is 100 often associated with very formal methods of recognition and is often restricted to only a few staff members.
Many of the measures described do apply to outstanding employees who have demonstrated excellence in their work.
We also present ways ir which school boards recognize any employee who has done or is doing something of value,
something to be proud of.

Popular Ways of Recognizing Staff

According to our 103 questionnaire respondents, the most frequently mentioned methods used for
recognizing stzff are, in order of importance :
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1) Recognition of long service

2) Letters and cards of commendation

3) Media publicity and school system publications

4) Awards/Gifts

S) Recognition at school board meetings

6) Centificates

)] Recognition events

8) Professional development opportunitics/Speakers’ Bureau
9) Leave policies

Recognition of Long Service

The most common way school boards recognize their staff is by holding aspecial ceremony to honour retiring
and long-service employees. A section on recognizing long service and retiring employees is found in this report.

Letters and Cards of Commendation

An inexpensive but much appreciated way of recognizing staff is personal notes or cards sent by the director
of education, chairman of the board of trustees, supervisors, or principals. Letters of commendation are usually sent
for academic, professional, athletic or cultural achievement, community involvement, success and leadership. The
River East School Division No. 9 in Winnipeg sends a letter of appreciation to any employee who provides
outstanding community service beyond his or her normal division responsibilities. At Foothills School Division No.
38 (High River, Alberta) a special letter is sent to each employee being recognized for providing meritorious service
to the division, community or province. As well,a photograph and appropriate description is printed in the annual
report to the ratepayers.

Regina School Division No. 4 sends personal thank you notes with the board logo to individuals for a
variety of contributions. The Hamilton Board of Education has created its own personal “A Compliment for You”
and “Congratulations” cards which are sent to deserving individuals by the board chairperson, the directorand other
officials, In addition, Christmas cards are sent from the dircctor and board chairperson to recognize various
employee groups (i.e., caretakers, cleaners, educational assistants, efc.).

All teachers who receive a good or excellent teaching evaluation receive a personal letter from the
superintendent of schools at Terrace School District No. 88 in British Columbia. Several school boards aiso
mentioned that the superintendents write letters of acknowledgement 1o teachers who have received acomplimentary
performance assessment. As well, some school boards place letters of commendation to staff members in the
employee’s records.

Saskatchewan Valley School Divsion No. 49 (Warman) implemented a program two years ago designed
specifically to recognize school staff. A central office employee sclects a contact person in each school to act
anonymously and submit information on staff who deserve recognition. Then, a handwritten card of thanks called an
“orchid” is prepared and sent to the individual. The reason for sending the card may be that a staff member did a good
job of coaching an extra-curricular activity or helped someone else in planning a project, a caretaker tended to some
small job above the call of duty or a bus driver shared supervisory responsibilities on a field trip. The objective of
the program is that every employee receive at least one orchid cach year.

Media Publicity and School System Publications

The third most popular way 1o recognize staff ‘~ by writing about them in school system publications.
System-wide recognition is made primarily through newsletters, director’s bulletins, annual reports, press releases,
newspaper ads and articles.




Annual Reports

Articles on exceptional achievement may be added to the annual report which is circulated to schools and
ratepayers. In some school districts the annual report is distributed 1o all homes in the city. Regina School Division
No.4's annual report contains articles about staff and staff groups whoare developing or implementing new programs.
It also highlights the programs currently offered and credits teachers for their contributions. The annual report of the
Commission scolaire Baldwin-Cartier (Montreal) contains a section that lists the names of employees and students
who have distinguished themselves in an activity in education or related to it. The names of those who are retiring and
those who have completed 25 years of service are also included.

Media Publicity and Ads

Local ncwspapers have long been an excellent source of publicity for the school system. In most
communities, the local press will react enthusiastically about articles describing the outstanding achievements of
school board personnel. Fostering a mutually beneficial relationship with your local media should certainly be a
communications priority with your school board. Regular contact with the media, either by telephone, through press
releases, press conferences or personal visits keeps them informed of the latest happenings. Giving the media leads
for feature stories, inviting them to special occasions and providing them with the information they need encourages
them to write articles or produce radio or television scgments on your school system.

Although school boards are more aggresive today in seeking publicity from the local media, they are also
increasingly ready to pay for media coverage by buying space or air time in newspapers, radio or television to get
the message they want across to the public. For example, the Hamilton Board of Education places newspaper tributes
inthe local paper to recognize at least one outstanding member from various employee groups each year. A newspaper
ad which includes a picture of the individual is purchased by the board. The ad is reproduced from the staff publication
School Team Newsletter. The cight employees so honoured each year have been nominated by principals and
sclected by a subcommittee of the board’s public relations committee from each cf the eight employee categorics.

Staff members of the Ottawa Board of Education are periodically featured in advertisements placed in local
papers. For example, two different principals recent);; appeared in ads entitled "What Makes Public Schools Great,”
“Wecare” and "We listen.” Employce comments often appear in advertiscments and public service announcements
regarding the city-wide professional development day. In the past, school secretaries were highlighted during
Education Week. Schools encourage their neighbourhood newspapers to profile staff members, who often live in the
immediate community, and the major daily newspapers aiso occasionally do feature articles.

As well as placing ads in newspapers, once a year many school boards pay to have a flyer or newsletter insert
placed in the local newspaper. Through these annual newspaper supplements, boards endeavour, in addition to
providing basic information about the upcoming school year, to give recognition to staff, award recipients, and
commend unique programs, and special events.

School System Publications

School board and staff newsletters are emphasizing the fine achicvements of employees and students. Staff
newsletters are an ideal vehicle to recognize the accomplishments of staff. They foster in staff a sense that good things
are happening in their school system, that achievements and dedication are noticed and appreciated. In some school
districts, the superintendentor director issucs a bulletin in which he or she compliments staff; for example, a monthly
feature in the superintendent’s Bulletin in Nanaimo School District No. 68 is 3 “CONGRATULATIONS!” column
where significant employee contributions are applauded. The Edmonton School Board publishes Good Things Are
Happening in Edmo.ton Public Schools and this publication is distributed to the local media and to schools.

The Ottawa Board of Education publishes both a French and English four-page monthly employce
newsletter which looks at board news, personnel changes and opportunities, workshops, seminars and career
opportunities and contains mini-profiles of employees and public relations tips. It is targeted 1o the needs and interests
of all employees, be they teaching or non-teaching. Employce achicvements, such as project initiatives, promotions,
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appointments, retirements, and extra-curricular activities are continuously highlighted at the discretion of the edito:
and public relations officer.

In the staff newsletter of St. James-Assiniboia School Division No. 2 (Winnipeg) recognition is given to staff
accomplishments from news items submiticd by school principals (five to ten photographs and 20-30 names in each
monthly issue). North York Board of Education has an in-house publication for all staff, Board’ s Eye View , primarily
to reinforce and share all the good things that are happening across the system and to raise staff morale. Staff are
regularly profiled and it is well received and considered a valuable publication by employees. The staff newsletier,
published twice a month at the Lambton Board of Education (Samia), features staff achievements; the monthly report
from the director to the board is entitled Achievements of Staff and Students. A monthly district bulletin at District
No. 10 in Chatham, New Brunswick, has feature articles on new teachers with photos and detailed interviews as well
as special notes by cach district school.

News Releases

Usually, when an employee distinguishes himself or herself, it is brought to the attention of the local media
through a news release. News releases publicly recognize outstanding accomplishments and high level appoiniments
and are widely distributed to media as well as other community organizations. Care should be given to making them
as visually appealing and interesting o read as possible.

Awards and Gifts

Awards have traditionally been a way 1o recognize outstanding employees. Our survey revealed, however,
that there are mixed feelings about awards. School boards that have recently implemented awards have shicd away
from presenting only one or two awards. Rather, they have a number of categories in which several winners may be
selected in each category.

Fort McMurrary Catholic School Board’s Excellence in Education Awards

One of the most innovative awards System that we leamned about through our questionnaire was implemenid
by Fort McMurrary Catholic Schools. In 1987, the board began its first annual “Excellence in Education Awards™
reccption dedicated to bringing recognition to staff, students and community members who have made an outstanding
contribution to excellence in education within the city, The awards are presented during a gala evening in June and
all staff are invited to attend. The program begins with a wine and cheese reception followed by remarks and
presentation of awards, plaques and certificates. The purposes of the awards are:

1) To recognize the important role that our schools play in the life of the community and the importance of local
citizen interest in and support of education

2) An occasion for public recognition of outstanding academic and teaching performance in the classroom

3) To honour students and educators who represent the call to excellence

4) To continue and expand a climate in schools that focuscs on excellence

5) To serve as an incentive for others in the schools to continue their professional development with emphasis
on excellence in teaching

6) To enhance the community image of, and respect for, educators

D To create a positive fecling and a sense of accomplishment for the contributions of individuals who work
within the field of education

8) To recognize publicly cducators, support staff, vo.unteers and local businesses for their professional excel-
lence as well as their interest in and support of educational excellence in the Fort McMurray Catholic
School Board.

A total of 14 individual awards and nine team awards are presented. Twelve of the 14 individual awards may
be won by school board staff. The program booklet for the Excellence in Education Awards reception contains the
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name of each award, its purposc, all nominces and the winners. tiure, bricfly described, arc the awards that staff are
eligible to receive.

The Educational Leadership Award recognizes an administrator who has a clear, integrated philosophy of
Catholic education and demonstrates effective educational leadership. The Champion of Learning Award identifies
excellence in teaching and recognizes outstanding teachers who deserve peerand community recognition for showing
initiative, creativity and an exceptional degree of professionalism. The Venture Award recognizes and acknowledges
an individual who best supports or assists the goal of eduational excellence in Catholic schools. The Educational
Office Employee of the Year Award recognizes outstanding effort by an office employee in a secretarial position. The
Helping Hands Award recognizus school and district support staff who play an important role within their facility
and demonstrate effort beyond what is deemed satisfactory. The Intrapreneurship Award recognizes an individual
or a team of not greater than five individuals who has created, designed, developed, enriched or revised a special
program which has enhanced and improved the educational process within the district. The Most Promising First Year
Teacher Award recognizes the Catholic school district’s most outstanding novice teacher. The Meritwrious
Attendance Awncrd recognizes any staff member for perfect attendance. The Ambussador Award recognizes
individuals whoare involved in and effectively and enthusiastically represent Catholic schools in the community. The
Christian Values Award recognizes a staff member who is most outstanding in his ur her support of the boards’s
values; in particular that essential valuc thatevery child is a gift of God. The Tree of Life Award provides recognition
10 staff, trustees, and/or community members who have provided distinguished service by making an extraordinary
contribution to excellence in education in the school district. Finally, The Extra Miler Award recognizes staff
members who put in extra unsolicited time; who are devoted to the cause of excellence in education.

In addition to these many awards, two other unique awards were presenied by the Fort McMurray Catholic
School Board in 1987. The board belicves that one of the key contemporary management styles involves visible
management. This can come in two forms:
= Management by Wandering About which entails a dedication by senior and central personnel to have frequent
informal sessions with employees at all levels of the organization.

« Management by Walking About is known as the one-minute management approach. Essenually this involves a
visit by a manager to each of his or her employees normally cach day for a brief period of time, to confer, 1o give
feedback and provide explanation or assistance.

It takes considerable effort to become people-oniented rather than desk-oriented, to unscat oneself from the
office and wander around the organization or within the school building. The best run organizations sccm to exemplify
this trait. The superintendent of schools at Fort McMurray Catholic Schools belicves that both these styles need to
be promoted. Therefore, two awards to different individuals who exemplified the characteristics of these two types
of managem 2nt, onc at the central level and one at the school ievel, were made available during 1986-87.

Lakeshore School Board Award of Merit

In order to provide a measure of official recognition W its employeces, the trustees at Lakeshore School Board
(Montreal) established the “Lakeshore School Board Award of Merit” which is granted annually 10 no more than five
employecs who have demonstrated outstanding performance in the service of students. There are no fixed categories.
however, the nominaied individuals must have provided outstanding performance which, in the school counail’s
opinion, is deserving of this nighest form of recognition. A Lakeshore School Board Award of Ment information kit
is distributed 1o all schools and board offices. It contains:

- The Chairman’s memorandum to the chairperson of the School Council

- Guidelines for the Award of Merit, suitable for reproducing as a handout to staff

- An enlargeme~s of the guidclines for the Award of Merit, suitable for posting on a staff notice board

- One set of nomination papers ( three pages)

- One envelope addressed to the Chairman, Award of Merit Commiltee, for retuming nomination papers.

Anv employee may be nominated by peers for activities or contributions decmed responsible for the
betterment of students. A panel selects the recipients who are honoured widh a plaque at a public dinner. Five awards
of merit are given each year, Criteria for selection include contribuiton to the education of students, contribution w
the community of the school board, and representing the goals of the schoul board in an exemplary fashion.
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Peel’s Showcase of Excellence

A new program “Showcase of Excellence” at the Peel Board of Eduw tion (Mississauga, Ontario) honours
staff, students and members of the community for their contribution to public education. The Showcase of Excellenc.
evening kicks off Education Week in the region and therefore receives the benefit of not ouily internal publicity, since
all schocls are geared up for that week, but also extemal publicity as well. Three types of awards are givenout to a
number of recipients. The Community Service Award is forexcellence in community service and is given to students
or staff members who not only demonstrate excellence in the school but make exemplary contributions to the
comn.unity through extra-curricular activities or volunteer work. The School Life Award is for excellence in school
life and is given to students or staff members who contribute to the overall well being of the school. The purpose
of this award is to recognize individuals or groups who contribute in ways that are beyond ordinary expectations. The
Special Service Award is given at the discretion of the selection committee to individuals or groups from within the
school or the school community who have made a unique contribution to public ecucation in the Region of Peel.

Each superintendent in a field office plus special units may submit confidentially a maximum of six names
for each of the awards and the Awards Committee chooses one representative in each category to receive an award.
The criteria for selection help to achicve a cross-section of representation from the board: male/female; elementary/
secondary; multicultural; grade/level; student/icacher/other employees, etc. The award isa plaque, whichis presented
at the Showcase of Excellence evening in April. Each superintendent submits a brief description of the award winners
from his or her area for inclusion in the program.

Sesquicentennial Awanrds

The Toronto Board of Education’s Sesquicentennial Awards were established in 1986 to recognize the
distinguished contribution which the staff of the Toronto Board of Education have made to the quality of life in that
city since its incorporation in 1834. Light recipients arc choscn annually: two (one teaching and one non-teaching
staff) from each of the board's four administrative areas.

Candidates are nominated by students or parents of the Toronto Board of Education on a nomination form
made available annually to school communitics. The selection is made by Sesquicentennial Award Committees in
cachof the board’s four administrative areas. A framed certificate signed by the chairperson of the board and by the
director of education, and featuring the board’s Sesquicentennial logo and the criteria for the award are presenied to
the recipients either at the inaugural board meeting or at the last board meeting in June. The event is publicized board-
wide and community-wide through both internal and extemnal publications as well as community newspapers.

Other Achievement Awards

Every year the Commission scolairc du Sault-Saint-Louis (Montreal) organizes for students and staff an
evening to celebrate exceptional achievements on the academic, athletic, and administrative level. The main purpose
is to encourage excellence and the achievements of about 100 persons are honoured cach year. Plaques or trophics
are presented to recipients who are selected according to the recommendations of teachers, principals, and
superintendents. Recipients, accompanied by members of their family and their ‘mmediate superior, are hosted at the
board office for a meal. The entire event is publicized by the local newspaper and the media coverage has a very
positive impact on students, staff and the community.

The Scarborough Board of Education’s A.S. Taylor Award, in recognition and honour of Anson §. Taylor,
director and secretary-treasurer of the Scarborough Board of Education from 1961-77, is presented to individuals who
have made outstanding contributions to cducation in Scarborough. The contributions may have becn made on asingle
occasion or spanned many years. Those nominated for the award are considered in three categories: 1. teaching and/
or non-teaching employees of the Scarborough Board of Education, 2. students enrolled in any school under the
board’s jurisdiction, and 3. residents of the Scarborough community not employed by or enrolled with the board.

The award may be made annually at the final board meeting of the school year or in conjunction with some
other function such as the 25-Year Club Dinner or the Retirement Reception. The award consists of a special medal,
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ora scroll, or both. A distinctive painting, sculpture or other personal gift may be used as an alternative or additional
awarl. The total cost of each award is about $300.

The Commission scolaire de Chicoutimi highlights in a tangible way the effort at excellence fumished by
students and staff by awarding two prizes called Supra and Méritas, The Supra is given annually to a staff member
or to a group of employees and to one stident or group of students, and the Méritas is given to groups of students.
Supra recipients receive a $300 cheque that is presented by the board chairperson and vice-chairperson on the
recommendation ¢f the selection committee during a special event organized by the board. The selection commiitee
consists of one representative from the board of trustees, one student, one representative from each personnel
category, and the secretary general who acts as chairperson.

It chooses the finalists based on criteria that assess the quality of the contribution in work or in paraprofes-
sional activities that took place during the school year, The contribution may be recognized for the following reasons:
* Highlighting ons - rea of work by one's involvement in an activity
* An active particii. .. ~n in an innovative activity or project
* A noteworthy contribution to a particular event or to program development
* A sustained effort towsds the altainment of a personal or communal objective
* A distinction or recognition obtained as a result of participating in an academic, athletic, cultural, religious or

community +2nt
* An cxemplary conduct or action.

The principal method of recognition at the Commission scolairc régionale de la Chauditre (Ville St-
Georges) is the annual presentation to one employee of an excellence award by “La Fondation du mérite scolaire de
la Régionale Chauditre Inc.,” a foundation created by the school board. The award underlines a particular
accomplishment during the year or a carecr accomplishment by a member of the school board staff that has significant
implications for the entirc community. The recipient will have either demonstrated creativity in his or her work, taken
interesting initiatives in education, or demonstrated excellent work during scveral years. A gift and a cheque for
between $200 to $500 is presented at a gala evening attended by employees, students and members of the community
as well as the media.The purpose is not to reward the “besi” school board employee but to underline the merit of a
person who has distinguished himself o7 herself by creativity, initiative or excellent work. A committee formed of
representatives from union or employee associations and from school administrators selects the recipient.

The St. Boniface School Division No. 4 policy manual states * The board appreciates the diligent effort made
by its employees in achieving school division goals and objectives. The board is aware that there are exceptional
achievements and contributions made by persons representing our schools, which favourably reflect on the whole
character of the division. The board further recognizes the loyalty and long-time service of its employees.” To give
official recognition to outstanding achie vements, the board has established regulations for giving awards and adinner
in their honour. Awards are given to employees and community members in two categories: awards for professional
staff {teachers, in-school administrators, and central office pedagogical staff) and support staff (clerical, janitorial,
transportation maintenance, instructional aides, teacher aides and mid-management employees). Recipients will have
made an exceptional contribution in more than one of the following areas: professional competence, program
innovation, volunteer work (commitiees), extra-curricular activities and community service. The awards, consisting
of engraved plaques, are presented annually and there are not more than three awards in cach of the two categories
inany year. A sclection commitice consisting of board members, administrators, non-teaching and teaching staff and
a parent, circulates copies of the nomination forms to all school and board offices and makes the final selection.
Each year, members of the Executive Council at the Carleton Board of Education may nominate a single candidate
from acade ..c, administrative or support staff for the Director’s Citation. A plaque is awarded for outstanding
significant contribution, probably over an extended period of time, showing a level of imagination, enthusiasm and
professionalism that constitutes a worthy inodel for others. The plague is presented annually by the director of
education.

The Dryden Board of Education in Ontario has a policy that recognizes outstanding achievement of staff
members and students in the field of cducation as well as for special services performed by parents and community
volunteers. All board employees, trustees, and members of the educational community arc invited to submit names
and supporting information on outstanding achievements or special services to the office of the director of education.
The board Recognition Committee reviews the applications and makes recommendations for awards to the board of
trustees, The awards are presented annually at a June reception.
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The York Region Board of Education gives two major awards out each year. The Outstanding Service Award
established in 1981, and the Excellence in Education Award, established in 1984, are presented to individuals in the
board and in the community who have furthered the board's goal of excellence in education, Usually four awards are
given in each of the board’s six arcas. The names and letters of nominees are submitted to the Excellence in Education
Committee, the body responsible for deciding the recipients. Committee members include trustees, arca representa-
tives and the board’s information officer. Those eligible are from any one of the following categories: secretarial/
custodial; teaching; support staff; school liaison, such as teacher aides, bus drivers, crossing guards; parents; and
business groups. These awards arc given once a year at a board meeting and recipients receive a plaque with the board
crest and their name on it.

Where applicable, the London Board of Education nominates superintendents, principals, teachers and
support staff for provincial and private awards. Nominees' names are sent to the Administrative Council, composed
of senior staff, who decide which names will be forwarded to the appropriate award commitiees.

All employees at the Frontier School Division No. 48 (Winnipeg) may be nominated for the Award for
Outstanding Contribution and selection is done by a committee of the board and the chief superintendent. Awards ar
made once a year in a local ceremony and presentations are made by senior staff and/or board members.

The Ottawa Board of Education's General Level Excellence Awards began in 1986 and are designed to
recognize and reward professional growth that has benefited students in gencral level courses. There are two sets of
General Excellence Awards — pins and certificates at the school or administrative ke . ¢l, and a limited number of
system-wide awards. School nominations are made by principals, vice-principals, or dcpariments heads on the basis
of attitude toward the students, mastery of subject matter, links with community development, etc. The General Level
Steering Committee can also suggest deserving individuals from various departments. All nominces receive a special
pin and Certificate of Merit. A limited number of syster: -wide awards, chosen by the General Excellence Award
Committee chaired by the director of education, are also awarded. The pins, certificates and awards are presented
to recipicnts during a special reception.

Educator Awards

At Peterborough County Board of Education, an Educator of the Year Award has been well received by
the schools and the community. The award is presented 10 a member of the tcaching profession (teacher, co-ordinator,
administrator, instructor) in Peterborough County who:

- has exemplified a high degree of competency, professionalism and leadership

- has made a significant contribution 10 education in the past year or over a period of time

- may have made his or her contribution to education through a recognized organization which supports the
education system

may have initiated or was involved in an educational project that has considerable impact on the county.

The board also presents an Award of Merit 10 recognize a citizen (outside the teaching profession) who
through his or her involvement has made a significant contribution to the educational system in Peterborough County
in the past year or over & period of time. The nominee may be involved in aneducational project that hasa considerable
impact on the county, with a recognized county organization which supports education, or in organizational aspects
of school activitics. These awards are advertised community-wide and the two recipients arc honoured at the
Education Week opening breakfast. All those nominated receive wide recognition as well.

At the Windsor Roman Cathoii~ Separate School Board, the J.F.J. Award (named after the first director of
educatior.), administered by the Principals’ Association, is presented annually to an educator nominated by his or her
peers as outstanding in the school system. The Hastings-Prince Edward County Roman Catholic Separate School
Board (Belleville) participates in an Educator of the Year Award in which nominations are receivzd from all parts of
the community served by the public and separate school boards. Any employee or any citizen who has madc a
noteworthy contribution to cducation may be nominated and one recipient is selected annually by a committee. A
Teacher of the Year Award, sponsored by the Etobicoke Board of Education in conjunction witha local service club,
usually alternates between elementary and secondary teachers. Nominations are made by principals.

County of Newell No. 4 (Brooks, Alberta) presents an award for Qutstanding First Year Teacher to an
clementary and secondary teacher in its division that meets the criteria. A plaque is presented by the superintendent
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of schools at the annual Alberta Teachers’ Association retirement ceremony in September. The recipients are selec-
tcd by the superintendent and the deputy superimendent.

The annual Claude Watson Award is given to amember of the North York Board of Education teaching staff
who, in the view of the Election Committee, best exhibits the professional qualities and characteristics personified
by the late assistant director of education. By recognizing the uniqueness of each individual recipient, the award
commemorates the insights and convictions held by this outstanding, innovative educator. The recipient must meet
the criteria in a most positive manner, and his or her contribution to education both in the city and beyond must be
noteworthy.

In Barrie, the Simcoe County Board of Education’s Curriculum Award is presented annually in conjunction
with the County Curriculum Development Conference to one teacher who is making an outstanding contribution to
curriculum development. A plaque is presented to the recipient who is selected by a committee of teachers. The
“Honoured Educator Award” at Medicine Hat School District No. 76 in Alberta is presented annually 1o educators
who have retired from active, full-time service. Trustees or educators may nominate ed:cators with 15 years of
superior teaching performance or district leadership as a school administrator; special service to education; and
service 1o the community beyond the walls of the school, such as work in service clubs, youth groups, and community
organizations. Up to three nominees may be selected for this honour by the board’s Public Relations Commitiee.
Picturcs of the educators are added to the Honoured Educators’ wall in the school district's administration office.

The R.T. Macaulay Award is presented annually to a classroom tecacher at the London Board of Education
in recognition of excellence in teaching to the needs of individual students. The award includes particination in a field
trip. As well, the H.G. McTaggard Award, first introduced in 1988, is presented annually to a school principal for
consistent excellence in leadership. To be considered for the award, a principal must have been at least five years in
the position. A panel of area superintendents and presidents of elementary and secondary principals’ associations
make the selection from nominations by the area superintendents. The annual Townshend Award for Teacher
Excellence is co-sponsored by the Ontario Sccondary School Teachers’ Federation District 4 and the Anglican
Diocese of Huron. The award was instituted in 1978 and is presented 10 a secondary school teacher or administrator
who best exemplifies the philosophy of education of retired Bishop W.A. Townshend. The seiection is made by a
committee of federation and diocese representatives from a list composed of one nomination from each secondary
school.

Recognition at School Board Meetings

The fifth most popular method of recogizing employees is at board meetings. The North York Board of
Education policy to recognize outstanding achicvements states:

Whenever a North York student or staff member realizes a high degree of success or an owstanding
achievement in some endeavour related to athletics. the arts or in an academic discipline which brings honour and
acclaim 1o the student and to the educational system of which he or she is a member, acknowledgement of such an
achievement shall be made, e.g., though a reception and the awarding of commendation to the student/siaff
(accompanied by immediate family members, if possible) at a meeting of the board of education, or by other
appropriate means.

At School District No. 38 (Richmond, B.C.) it is a regular board agenda item to verbally recognize the
outstanding achicvements of one 1o six students or staff, In addition, a letter of commendation is sent to each individual
so honoured. Nominations may be made by anyone and they are screened by a board committee.  Individuals whose
achicvements have been acknowledged by other groups are often presented to the board at a public mecting of the
Regina Board of Education to familiarize trustees and others present with their achievements and to receive thanks
for their efforts.

Trustees at the Edmonton Public Schoo! Board recognize at board meetings significant promotions,
retirements, exchange tcachers, and staff who have made outstanding contributions and have already been recognized
at district, city, provincial, national or international levels. Past examples include coaches who staged a particularly
successful basketball tournament in the district, teachers and students who helped convince city council to reinstate
a popular and effective program run co-operatively by the police department and the school district, employees who
gain national and international acclaim and teachers who have been runners-up for the Edwin Parr Award. (The
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Alberta School Trustees' Association's Edwin Parr Teacher Award recognizes exemplary first-year teaching in
Alberta while also contributing to employee morale and commitment.) During board meetings, trustecs also draw
public attention to important events and activities. For instance, ata May 1987 meeting, the trustees acknowledged
Canada Fitweek by having students and staff make a presentation that involved a physical activity. It was dramatic,
interesting and it served to recognize the efforts of staff and students.

Photo displays of award recipients being recognized for outstanding achievement in the York Region Board
of Education (Aurora,Ontario) are often set up at board meetings. A special pin is presented at 2 board meeting to
individuals who are being recognized for exceptional service at the Board of Education for the City of York, S.aff
members at the St. James-Assiniboia School Division (Winnipeg) who report on an educational item at 8 board
meeting receive special pens to show appreciation for the report as well as for the educational effort being undenaken;
these pens are not available in any other way.

Over the past few years, the Peel Board of Education has attempted to highlight the good work that goes on
inits schools. Students and staff are regularly invited to aboard meeting toreceive a special certificate and aPeel Board
of Education baseball cap. Because the press regularly covers board meetings and the public gallery is usually filled,
there is a heightencd level of awareness of the kinds of activitics the board engages in. It also allows trustees to
comment in a positive way on events in the schools and it sets a good tone for the regular business that follows.

Once each month at the regular meeting of the board at School District No. 47 (Powell River, B.C.), the
procecdings are prefaced by a good news presentation by a school. It provides an opportunity, on a rotating basis, for
each school 10 show and tell good things that are happening to employces or students.

Certificates

Presenting certificates of recognition and involvement to staff, students, volunteers and community
members is another popular way school boards recognize achicvement. During the 1985-86, School District No. 26
(Fredericton) inaugurated a Certificate of Merit program to recognize outstanding achievement in the performance
of duties by both professional and support staff. Nominations are reviewed by the office of the superintendent and
the Public Relations Committee of the board. Ratification is made by a vote of the full board of school trustecs.
Successful candidates are formally reco ynized by the board and superintendent in aceremony attended by senior staff,
board members, ¢>lleagues and the media.

Since 1987, the Commission scolaire Baldwin-Cartier (Montreal) has awarded honour certificates 10
personnel and students whose achievements have been highlighted by the media, conferences, and other public
forums outside the board as well as outside the city. Those honoured are invited by official letter to attend a public
board reunion in the company of their parents and friends. The chairperson presents them with certificates; their
names are recorded in the minutes of the meeting.

According to the Carleton Board of Education’s Policy on Centificates of Recognition, a Certificate of
Recognition may be presented to any person, whether or not employed by the board, who is considered to have made
a substantial contribution to achieving the board's aims and objectives. Nominations may be made by trustces or
the director of education to the Personnel Committee and they should include biographical data and information to
substantiaie the nomination. The Personnel Commitiee assesses nominations, and recommends to the board those
whom it considers should be honoured. The framed Carleton Board of Educaticn certificate is presented annually in
May or June by the chairperson of the board. Certificates for Dedicated Effort are awarded to staff members whohave
demonstrated a sincere dedication to duty. The Best Suggestion Certificates are awarded when suggestions from staff
are implemented and result in significant identified improvement. A Cost-saving Certificate is awarded for the best
suggestion as judged by the finance department. All these cestificates are presented semi-annually by the supervisor
or superintendent. Upon the recommendation of a principal, each term a certificate and letter of thanks may be
presented to parents aor adult volunteers by that principal or by the superintendent of schools.

AnEmployee Suggestion Award given at the Dartmouth District School Board is open to all employees for
1) a cost-saving suggestion, 2) a suggestion for the development of a more efficient, effective procedure or operation,
3) an innovation in equipment design, 4) or a change in service delivery methods resulting in more effective service.
The award, determined by a committee, cc - sists of $50 accompanied by a certificate that is presented by the
chairperson of the school board. .




Recognition Events

School boards may hold sociai events which serve 10 recognize the contribution of individuals to the
system. These events range from formal and expensive (banquets) to informal and inexpensive ( thank you teas).
Boards who limited the number of staff who could attend such recognition suppers or receptions in the past are now
favouring establishing a nominal charge in order to invite all staff who wish to atiend. The; %ave found this to be a
positive gesture for staff morale. In 1986, the North York Board of Education adopted a new iogo and slogan
“Champions in Education.” They now have a “Champion Day,” an end-of-year celebration to hcnour staff and
students generally but particularly to pay special tribute to those who have in some way excelled or been honoured
over the year. The “champions” receive special individualized invitations and wear a champion name tag and ribbon
at the celebration. In 1987, 1,500 participants attended a barbecue at Forest Valley Outdoor Education Centre. Music
was provided by staff and students, and there was a photo display of the year's achievements.

An annual banquet for all high school staff involved in organizing athletic events, including coaches,
principals, and all building supervisors, has been held at the Otawa Board of Education for over 15 years. In 1987
almost 300 people attended the event at a local golf club. Convenors of sporting events are also recognized at a small
dinner at another time of the year.

Principals, consultants and supervisory staff at Regina School Division No. 4 are invited to an annual dinner
hosted by the board where the achievements of staff are highlighted. The board also hosts a “Good Neighbour Dinner”
for staff members and businesses that participate in the “outdoor schools” program which involves transporting
students to community and rural sites for leaming experience. As well, the achievements of central office staff are
acknowledged at an informal staff coffee party once a month at which treats are served. Curriculum and program
groups such as those involved in gifted education hold appreciation lunches to recognize *he individuals involved with
their specific programs. These are relatively informal get-togethers and are usually held at the board office. As tokens
of thanks for special efforts, the board gives lapel pins, a book on the history of Regina Public Schools, brass school
bells and engraved brass apples. Peace River School Division No. 10 in Alberta holds thank you teas for deserving
individuals.

At Nanaimo School District No. 68, a superintendent’s pin featuring the district logo has been devised and
prescnted to a few individuals in recognition of their meritorious service to the district. To provide the widest possible
audience for these awards, pins have been presented at public events s. A staff recognition evening with food, drinks
and addresses by board members and officials is held at the Hamilton Board of Education to give outstanding teachers
recognition. Individualssingled out by principals for their dedication 1o students beyond thecall of duty are honoured.

An Employee Recognition Commitiee is in charge of developing ways of recognizing contributions by
individuals or staff at the Board of Education for the City of York. As well, it plans special functions - annual picnics,
employee dances, hot dog days, and baseball tournaments - to foster good relations among staff.

Support Staff Recognition

Fort McMurray Catholic School Board holds a Support Staff Day during Catholic Schools Week 10
recognize |- - v important all suppon staff are to the efficiency and effectiveness of school district operations. All
support staff - custodians, aides, secretaries, maintenance staff, clerical staff, bus co-ordinators, eic., are honoured.
The purpose is to reaffirm how valuable the support staff is 1o the school district team; to show appreciation 10 the
support staff for their contributions towards the achievement of district goals; and to provide them formal recognition
. The board sclects a day for recognition and provides a catered lunch for support staff,

School bus drivers at Willow Creek School District No. 28 (Claresholm, Alberta)are given a school division
jacket when they complete five years of safe driving. Yearly awards for safe driving are presented by board members
associated with transportation to accident-free drivers at a year-end barbecue. Seven Oaks School Division No. 10
(Winnipeg) has established a Safe Driver Safety Award to recognize the safe driving practices of its bus drivers.
Annually, the board provides a $25 cash award to each driver who has had an accident-free year. When a driver has
an accident-frec period of five or more consecutive years, further cash awards are presenied as follows : five years-
$50; ten years - $100; 15 years - $150; 20 years - $200; and 25 years - $250. The awards are presented at a luncheon
attended by all non-tcaching staff.
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At an annual conference, bus drivers at school District No. 20 (Saint John, N.B.) who have met the
established criteria are awarded safe driving certificates in the presence of their working peers. Regina School
Division No. 4 acknowledges the taxi drivers who work with special education students at an evening get-together
where they receive board mementos and a light lunch, They also share some of their solutions regarding working with
special needs children.

The Chairman’s Award began at the London Board of Education in 1982 and is presented annually at a
Scptember meeting of the board to the custodians of the elementary and secondary schools who are in charge of the
buildings and grounds considered to be in the best condition for September school opening. The selection is made
by a commiitee of four plant staff members. Runners-up for the award are also recognized.

Professional Development

A popular way school boards use to give recognition to outstanding employees is by providing them with
opportunities for professionat developme.ai, a measure that provides anumber of benefits to the school system. In 1984
the Calgary Catholic Board of Trustees formed a task force to review ways and means of recognizing teacher
excellence. The committee reviewed merit pay, career ladders, master teacher and teacher recognition and published
a report Recognition of Teacher Excellence. Several of its recommendations, in modified form, were implemented
by the board in the 1985-86 school year.

Promotion and Advancement — A number of assistant principal positions were created.

Differentiated Staffing — The board employed lunchroom aides and increased secretarial allocation in an attempt
to free teachers from “non-teaching” activities.

Feedback — The board embarked on an extensive upgrading program in supervision and evaluation of teachers and
administrators, As a result, principals’ evaluation remarks and teachers’ “growth plans” have provided staff with
positive feedback.

Non-monetary Recognition — The Centennial Ball, Education Week, District Newsletter, e:<., are examples of the
board’s attempts to recognize teachers.

Improved Working Conditions — The board employed additional corrective learning tcachers in its elementary
schools. Additional teachers were also employed to lower pupil-teacher ratios in grades 1 to 3. Principals will
continually be encouraged to involve teachers in planning, purchasing school materials and supplies and in overall
decision-making.

Teacher Plus Program (TPP)

Another facet of the Calgary Catholic Board of Education’s task force recommendation was approved in
1986. This component provides teachers who perform meritoriously with an opportunity to pursue educational travel,
research, or upgrading. The recognition of teacher excellence should consider cach teachers as unique and different.
In short, the TPP contains a degree of job description differentiation which recognizes that teacher performance, like
student performance, varies. The Teacher Plus Program :
1) demonstrates respect for teachers and teaching by identifying teachers who are considered by a commitiee
of peers as performing in an €xemplary manner;

2) provides financial rewards and incentives - up to ten days of release time with a travel grant of up t0 $1,500,
thus allowing teachers to spend time on a sclf-selected professional activity;
£)] furnishes additional release time, allowing teachers to assist the district in its pursuit of academic excellence.

The TPP assumes that improvement of the individual implies improvement of the district. It provides distin-
guished teachers with professional development opportunities that are self-di. scied and system-approved. The com-
pletion of a specified plan of professional development activities will - it in improved skills and increased
knowledge and, therefore, in improved educational opportunities for students.

The TPP focuses on two concepts derived from the recommendation made by the task force: personal
opportunities for professional development and duty assignments which recognize the professional competence of
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the teacher. Its purpose isto 1) recognize distinguished teacher performance; 2) retain and attract outstanding teachers;

3) improve teacher skills and knowiedge and, thereby, improve the quality of education available to students. Teachers

eligible for this program must teach more than 70% of the time in the classroom and may receive a TPP award once

every three years. About 100 awards of up to $1,500 for study and trave! plus release time are - ailable to teachers.

A selection committee evaluates the applications and prepares a list of those to be recommended for consideration

as distinguished tcachers, The following criteria are used by the committee:

Overall excelience and outstanding performance by a teacher in the following areas:

1 Effective pedagogy; effectiveness in teacher/student interactions; effectiveness in relationships with collea-
gues; effectiveness in contacts with parents, the community and the parish; effectiveness in contributions to
the total school program; effectiveness in curriculum developments and professional improvements;

2) Establishment and achievement of annual goals and objectives;

3) Other factors relating to overall outstanding teacher performance including attendance and voluntary
participation in non-mandated school activities and programs.

Once the committee has recommended the teacher for the award, the associate superintendent of personnel
reviews and approves in co-operation with the teacher’s principal, a personai professional development plan for the
teacher. -

Professional development activities provide a stimulating way to enhance the personal growth of employees,
give employees the opportunity to meet with others inside and outside their school system, to share idcas, to learn
from cach other and 1o bring back a new perspective into the school system. Outstanding teachers at Green Bay
Integrated School District (Springdale, Newfoundland) are invited to assist with in-service in their areas of expertise.
They arc also given opportunities to attend conferences or other in-service activities outside the distnict. At the
Hamilton Board of Education, all staff are invited to serve as part of a Speakers’ Bureau whose members address
community groups. These groups complete an assessment form, which is nearly always extremely complimentary
about the staff. This information goes to the dircctor, who, in tum, sends a personal letter recognizing the speaker’s
contribution on behalf of the school system.

The board of trustees of the St. Vital School Division No. 6 (Winnipeg) recognizes the importance of
developing leaders and leadership skills in staff. This development enhances the personal growth of teachers and
benefits the system. To achieve this goal the board offers professional development opportunities, such as a seminar
series, for those interested in acquiring and refining leadership skills.

Staff members whodisplay leadership qualities in curriculum or program developmentare given recognition
in four ways at Powell River (B.C.) School District No. 47:

1) through funding support directly from the board or via the board to other agencies 1o support innovative
practices;

2) through direct board funding to allow individuals to attend major educational workshop conferences or
study tours to other school jurisdictions;

3) through the provision of release time from normal educational dutics;

4) through invitations to make presentations to the board at public meetings. As well, a professional develop-
ment fund also supports innovative practices or individuals who show lcadership in the professional
development arca.

Educational or Personal Leave

Onc way school boards recognize staff is by providing educational leave for conferences, educational
sessions and study groups. Personal leave is another way of rewarding staff. For example, at St. Vital School Division
No. 6 (Winnipeg), one day of personal lcave is granted to junior ard senior high school basketball and volleybali
coaches. One half-day of personal leave is granted to junior and senior high school cross-country coaches, track
coaches, badminton, elementary basketball, and high school soccer, fastball, field hockey and team handball coachzes.
Recommendation for this leave is considered during the term in which the coaching obligation is fulfilled. This policy
is being studied to include anyone who deserves to be recognized.
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Osher Methods

In addition to these usual popular methods of recognizing staff, there are, of course, many others. Regina

School Division No. 4, for example, has a policy for naming of educational facilities, which was approved in
November 1987. It states:
The board will rame schools, special areas within schools, board office building(s) and other beard-owned facilities
inrecognition of contributions to education of individuals associated with this community, special events of historical
significance, and geographical features in the Regina area. Members of the board, the board' s staff and the general
public are encouraged to add names i0 the board’ s list of people who may be considered worthy of recognition. The
final decision in each case shall rest with the board.

Each year the chairperson names a standing commitiee of board members to receive requests for naming
school facilities, special areas within schools, or other board-owned facilities. From time to time the director informs
the staff and general public that they may submit names for consideration. Each staff member or citizen who submits
a name is asked to provide a short biographical sketch of the nominee.

In preparing its recommendations, the committee is guided by the criteria set out below:

1. In general, schools should be named for persons whose major contribution has been in the field of education.
Consideration may be givento: a)pupils; b) teachers, administrators, and other board employees; ) board members;
d) parent volunteers; e) department of education officials; f) university staff; and g) officials of organizations that
work in close co-operation with the board (e.g., Public Health, Parks and Recreation, City police, YMCA, YWCA,
Red Cross).

2. The following factors are assesscd when an individual is being considered for recognition: a) length of
service; b) nature of service; c) personal qualities;  d) unique contributions t the board’s instructional program;
e) unique contributions in a certain arca of the city; and  f) outstanding service at pivotal points in the history of the
school system.

3. In order to ensure opportunities for many people to be honoured, the committee shall also consider other
types of recognition that an individual has received, such as the naming of a street, park or other city facility.

4, All things being equal, there is merit in naming a school for a person who is still living in the community
since he or she would be in a position to visit the school and relate directly to pupils.

To extend the opportunities to recognize outstanding individuals, consideration may be given to naming
gymnasiums, resource centres, auditoriums, cafeterias, athletic and outdoor education facilitics, for individuals
specifically associated with the plannning, development or use of particular facilities. The gencral criteria to be
applied include length of service, natuse of service, unique contribution, and personality. The board will normally
consult with the principal an staff of the school concerned, before making a decision. School staff are encouraged
to take the initiative in submitting proposals for recognition of present or former staff members.

4!
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RECOGNIZING LONG SERVICE
AND RETIRING EMPLOYEES

Recognizing long service is the most common way school boards recognize their staff. Every board
acknowledges in one way or another retiring employees and most have established official ways of celebrating long
service; in fact, the manner in which most school boards do so is quite similar, The most popular way of recognizing
retiring employees is holding a dinner ora reception - an annual retirement banquet - in their honour. The honoured
guests, their spouses, trustees and senior school board staff usuaily attend. Retiring employees are honoured
individually with presentations that highlight their career with the board, and each employee is presented with a gift
by senior administrators or trustees and given the opportunity to say a few wards. Some school boards may incorporate
this event into a bigger recognition night for other staff as well. For example, the dinner is combined to also honour
long-service employees and those who will be presented with awards for outstanding achievements. Retiring
employecs may also be invited to all future receptions for retiring employees.

The earliest at which the majority of boards begin to recognize long service is after ten years of employment,
although one board in our survey did recognize employees after seven years. Usually service is recognized in fiveyear
increments: 10 years, 15 years, 20 years, 25 years and 30 years. The biggest celebration is almost always reserved for
employees with 25 years’ service, these employees are honoured officially at a dinner, those with fewer years may
be recognized at another time in 8 more informal manner.

Gifts

In practically every case, the board gives retiring employces one or more gifts. Most often, a gift is selected
personally for the individual in consultation with family, friends, or collcagues. However, a number of boards have
decided 1o present the same gift to all employees. As well, some boards choose to present a personally selected gift
as well as a board centificate, pin or plaque. The most common gifts arc: 1) personal gift, 2) engraved plaque, 3)
certificate, 4) silver tray, 5) cash gift, 6) watch, 7) pin, 8) engraved bell, 9) clock and 10) art.

In some boards, the value of the gift provided to a retiring employee is based on the years of service with
the board. The Commission scolaire de I'Industrie (Joliette), for example, offers retiring employees who have 15
or more years of service a gift whose value is determined according to the following nle: 15-19 years of service -
3100;20-24 years - $150,and 25-30 years - $200. The value of the gift for employees with 30 years or more of service
is at the discretion of the school board.

Peace River School District No. 10 (Alberta) provides reticing employees with the greater of the value of their
service award or retirement gift. Generally, the value of the gift would be in excess of $10 per year of service (for
example, those with 30 years service would receive a gift v-in a value of about $300). Gifts are selected in consultation
with the employee's family, friends o= colleagues. Mest employees are also honoured at a tea.,

At Red Deer Public School Disirict ivu. 104 (Alberta) retiring employees are recognized by the following
cash gifts as well as a plaque : 15-20 years of service with district — $200; 21-25 years of service — $400 ; 26-30
years of service — $600 ; 31-34 years of service — $800 ; 35 plus years of service — $1,000. The board honours
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most retired teachers at the ATA Retirement Banquet held in June and the chairperson of the board presents the cheque
and the plaque. Support staff receive the board's recognition at their individual school or at the central office. The
Dryden (Ontario) Board of Education’s policy stipulates that all staff members who retire be mcognized with a gift
not to exceed $50.

The New Brunswick Department of Education issues a certificate of merit to all retiring employees in the
province’s sehool boarus as well as to all employees who have 25 and 35 years of service.

Peel Board of Education (Mississauga) presents retining employees with a silver tray engraved with their
name and the date of their retirement. In addition to a major board-sponsored function, individual schools and
departments may host celebrations for retiring staff by holding coffee parties, wine and cheese receptions, or dinners.
As well, organized staff groups such as unions, hold annual retirement dinners for theirmembers. Atthe Halton Board
of Education (Burlington), a formal dinner is held for all retiring employees and they are recognized with a slide
presentation, remarks by the director and a gift. During the retirement dinner, the Simcoc County Board of Education
(Barrie) has a slide presentation that encompasses a short biography of each retiring employee. At St. James-
Assiniboia School Division No. 2 (Winnipeg), a photograph is taken of each retiring employee with his or her spousc,
the director of education and a trustee. This photograph and a special dinner program are given !0 the retirec as
keepsakes. Usually at the dinner a bouquet of flowers or a specially decorated cake that the retiree can take homeis
alos provided.

Retiring employees at Regional Administrative Unit No. 2 (Summerside, PEI) are given aretirementdinner
an presented with a hand-crafted clock of bind’s eye maple — teachers receive a “school” clock; other employees
receive a mantel clock. Lakeshore School Board (Montreal) presents a soapstone carving or figurine to their retiring
employees at a dinner. The Strathcona County (Sherwood Park, Alberta) Board of Education’s Honowrs, Awards,
Special Recognition Policy stipulates that those retiring receive a plaque or suitable memento; a written message from
the reeve or school board chairperson; and the retirement and service are recognized in the local media or staff bulletin.
Awards are presented formally at a reception held for all employees in June.

When a teacher or an administrator at SchoolDistrict No. 20 (Saint John) submits a letter of retirement, the
assistant superintendent of schools and personnel takes a few minutes to highlight this person’s contribution in
education at the public school board meeting. In addition, the secretary of the school board writes an expression of
appreciation on behalf of the school board and an assistant superintendent prepares a personal note in which he or she
explicitly mentions some contributions that have been realized in the school system due to the efforts of the retiring
staff member. These letters are warmly appreciated. In addition, the board holds a evening celebration in honour of
retiring employees.

At the Commission scolaire Baldwin-Cartier (Montreal), employees who are retiring and those with 25 years
of service are invited, along with their spouses, to the board office for 5 p.m. the first Monday in June. Each retiring
employee is introduced by his or her immediate superior who briefly describes the person’s career. The chairperson
of the board then presents a souvenir sculpture (usually inuit art) to each retiree and a photo is taken. After this,
employees with 25 years of service are honoured with a brief speech by the communications director and a a trustee
presents a framed certificate as well as a child’s drawing done especially for them. The event lasts about one hour
and a half; afterwards a hot and cold buffet and wine are served.

At the Scarborough Board of Education, aretirement reception is held at the Education Centre in late spring.
Retiring employces cach receive a brass school bell with a board crest on it, a plaque inscribed with their name and
years of service, and a picture of themselves with the board chairperson.

Not all boards hust a dinner or banquet. At School District No. 25 in Oromocto, N.B., for example, a
prescntation 1o retiring teachers is made at a school board meeting. The board presents employees with a framed
certificate of appreciation individually lettered with the teacher’s name and years of service, date and signed by the
board chairperson and the superintendent. At Qualicam School District No. 69 (Parksville, B.C.), a silver tray is
presented to a retiring employee at a special board meeting. Employees with 20 years® service have lunch with the
superintendent and chairperson of the board. Winnipeg School Division No. 1 invites retiring employees and their
familics 10 a reception hosted by the trustecs. Guests are served tea and dainties by the trustees and senior
administrators and are entertained by a senior high school choral group. Each retiring employee is acknowledged and
presented with a certificate of service by a trustee,

At St. Albert School District No. 3 in Alberta, a wine and cheese social is held at 3 p.m. early in the school
ycar. Retiring employees receive a gift and a certificate of recognition and a board member gives a speech. Terrace
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School District No. 88 in British Columbia gives official recognition to retiring employees at a board meeting and
a #ift up to a value of $250 is made in the employec’s school or at a party with peers.

Retirement teas are regularly held at the Regina Board of Education. Often there are two, three or four
scparate events put on by different groups with open invitations. At these events there are gift presentations and
entertainment often in the form of a skit that deals with the employee’s wotk experience. The board also has a
Retirement Gratuity Policy which stipulates that an employee is eligible for a retircment gratuity equal to 10% of the
regular annual salary, plus onc-half day’s wages for cach additional year, or part thereof, of employment, in excess
of ten years, based on the salary rate in effect at the time of retirement, providing that the last ten years of service have
been with the Regina Board of Education; that the retiring employee has reached a minimum age of 50 years; and that
service with the Regina School Division No. 4 (and the former Regina Public School District No. 4 and Regina
Collegiate Institute) only will be considered when calculating the gratuity. In the event of death after the age of 50,
a gratuity, based on these same retirement criteria, is paid to the estate of the deceased.

The Hamilton Board of Education hosts a retirement reception where the guests of honour receive flowers
and enjoy hors d’oeuvres and dessert. Their outstanding contributions are recognized by the board chairperson, the
director of education and superintendents. At Powell River (B.C.) School District No. 47, the board gives a gratuity
to retiring employees equal 10 one-third of unsused sick days to a maximum of 100 days. Retirees are honoured at a
dinner hosted by the board each Junc. In addition to the retirement gratuity, each retiree is given an engraved silver
tray to mark the occasion.

The North York Board of Education honours each of its reti-ees at an outdoor garden reception in June. On
this occasion, those retiring, along with their family and friends, jcome together for an afternoon of recognition,
entertainment and refreshments, Each retiree is acknowledged publicly and presented with a commemorative gift by
the chairperson of the board and the director. This event occurs in a beautiful outdoor setting and is a much looked-
forward-to event,

Long Service Awards

Our respondents indicated that long-service employees are most ofien honoured after 25 years of service,
followed by those with ten years of service. Most boards that honour employees after ten years do soevery five years
thereafter. The most common gifts offered to long-service employees are, in the order most often mentioned by our
respondents: a pin, a centificate, a plaque, a watch, a pen, atray, a school board seal, aring, art, and cash.

In many cases, long-service awards are presenied at the same time as retirement awards, that is, during a
special dinner, reception or wine and cheese party. For example, Lethbridge Catholic School District No. 9 has an
annual banquet for all staff where pins are given to those employees with ten years’ service, pens for those with 15
years and watches for those with 25 years. The Windsor Roman Catholic School Board honours employees with 25
years of service and trustees with ten years of service — they receive a pin and a scroll, The Commission scolaire
de I'Industric (Joliette) honours those with 25 years service with a gift valued at $150.

Winnipeg School Division No. 1 gives a one-month-long service leave over and above the annual vacation
for all non-teaching cmployees with 25 years' service. There is a trustees’ reception for all retiring employees and
their families where thosc honoured are presented with acoppertray; employecs with 40 years’ servicereceiveasilver
tray. Bumaby School Board hosts a long-service award dinner and reception for all 25-year staff where eachemployee
is presented with a gold district pin and a certificate. The reception is attended by trustees, senior staff and the
employee’s immediate supervisor and is usually held in January each year. The names of the 25-year employecs arc
circulated throughout the schoo! district in board publications and in community ncwspapers.

Nipawin School District No. 61 (Saskaichewan) holds an annual appreciation banquct for all employees in
November, The Nipawin Teachers’ Association helps organize the event and sponsors a dance following a formal
meal. Awards are presented to employces with ten years and 15 years (pin), 20 years /pen and pencil set), 25 years
(silver tray), 30 years (gold watch), and 35 years (bronze plaque) of service. Letters arc sent to all employees inviting
them and their spouse. An invitation is also extended to all district trustces and members of the board and the press.

At Central Okanagan Schoo! District No. 23 (Kelowna, B.C.), certificates of appreciation are presented 1o
staff (both teaching and non-teaching) with ten or 20 years’ service in the district. The ten-year certificales are
presented to recipients at their school or office, those with 20 years’ service receive their certificates at a public board
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meeting. The Leedsand Grenville School Board (Brockville, Ontario) presents specially minted silver (15 years) and
gold (25 years) pins. The awards are made at alarge annual banquet scheduled specifically for that purpose and hosted
bymedirecuxofeducaﬁonmdmemmﬁmployewwimzsyearsofse:vicem?embmmghCmmtyBoardof
Education are presented with a Quarter Century Club wristwatch.

At the Garden Valley School Division No. 26 (Winkler, Manitoba), all employees in the division participate
in the annual awards banquet, hosted jointly by the board, the Garden Valley Teachers’ Association and a support
staff employee group. The following awards are presented to trustees and staff:

Trustees Gift Board Employees
3 years' service certificate and plaque 10 years® service
6 years’® service seal, pen and pencil set 15 years' service
9 years’ service seal and ring 20 years' service
12 years' service seal and gold watch 25 years’ service

Long service at the Calgary Board of Education is recognized by a cash bonus each December — $300 is
awarded to employees with 15 years of service and over. A reception and presentation of a gold board pin is held
annually, in May, for employees who have served for 25 years.

Each December or January, County of Newell No. 4 (Brooks, Alberta), presents its staff with long-service
awards. After ten years a special commemorative pin is given, after each succeeding five years a bar recognizing
service, and after 25 years, a watch. Regardless of the length of service, any teacher retiring while in the employ of
the board is presented with an engraved bell. The dance and banquet are free for honourees while there is a minimal
cover charge for the others.

Since 1971 the Ottawa Board of Education has given an annual reception at a local country club for
employees with service of 25 years or more. These employees are welcomed into the 25 year club with a silver logo
pin; employecs with 40 years of service receive a gold pin.
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FOSTERING A CLIMATE THAT ENHANCES HUMAN
RELATIONS AND STAFF MORALE

This part of the report looks at how school boards foster a climate that enhances human relations among
school board staff. This genexally refers to activities, attitudes, behaviour, objectives and methods of operation that
make employees feel valued, increase staff morale and tend to benefit staff in general. These may encompass a wide
variety of techniques and ultimately they tend to increase communication and a feeling of goodwill between staff
members. Our survey respondents indicated that the following activities, in order of priority, are the methods they use:

1. Social and educational events

2 Disseminating information — good communication both writtcn and wai with staff as well as positive
information about staff and the school system

3. Listening to and consulting with staff: being receptive to suggestions; open door policy; meetings with
staff to discuss issues; forming committees to discuss policies; negotiating in good faith; mechanisms for
airing grievances and resolving disputes

Personnel policies ; open competition for jobs; humane addressing of declining enrolment
0. Surveys, evaluations and assessments

4, Staff develor...ent programs

S. Visits by administrators and trustees to schools and board offices and their participation in school functions
6. Acknowledging the achievements of staff / acknowledging birthdays, sickness, deaths, births

7. Evaluation of employees

8. Employee Assistance Programs

9.

1

Social and Educational Events

Bringing staff together to celebrate holidays and special events so they can get bette acquainted and have
an enjoyable time is the most popular way to foster a climate that enhances human relations. Such cvents provide a
scnse that everyone is part of the system, foster a team spirit and have a positive effect on morale.
As expected, many boards reported that they hold staff get-togethers at Christmas time and in June. As well,
a number host special celebrations at the beginning of the school year. At School District No. 10 (Chatham, N.B)
a welcoming fall tea is held by the school board for all new employees, and local businesses sponsor ads in the
newspaper welcoming new teachers. Several hold a wine and cheese reception to welcome new employees every fall.
For example, Port aux Basques Integrated School Board in Newfoundland has a wine and cheese social to which all
employees of the board are invited at the beginning of the year. New employees working in schools or the board office
are introduced to the group either by their school principal or their district superintendent. Another social event is held
in June to review the highlights of the year. The board finds that these measures have had an extremely positive effect
on the morale and outlook of staff. Employces have been more open when it comes to identifying and discussing
problems that directly concern them.
Simcoe County Board of Education (Barrie) sponsors a new teacher orientation each September. This is
ar, informal gathering where information about the system is given by senior administrators and principals introduce
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their new teachers to other board personnel. St. James-Assiniboia School Division No. 2 (Winnipeg) holdsa staff
meeting on the first day of classes in the fall 10 give a positive tone to the day and to permit \2achers to socialize with
friends from other buildings. The gathering also recognizes personnel through a large screen multi-image
presentation of staff in action.

Fort McMurrary Catholic School Board has an annual staff barbecuc in September as a kick off 10 the new
school year. Sturgeon School District No. 24 has an annual pancake breakfast for staff and their familics at the
beginning of the sci ool year sponsored by trustees and senior administrators. In Winnipeg, the Teachers’ Society and
the St. Vital School Division's “Punch In" welcomes new teachers. There is an orientation session held for new
teachers in August .t which ihey are given an overview of the school system, During August there is a substitute
teacher orientation as well.

At the beginning of each school year, the teaching and consultative staff of Regina School Division No. 4
are brought together to hear an address by the director which describes the long-range goals of the school division.
A pres: “ation by a motivational speaker who has expertise in education is also given. Staff members who have
changed schools appreciate this opportunity to maintain their contacts with colleagues and to compare summer
activities, Thisevent is planned to encourage informal discussion and has been very successful in developing a sense
of community among instructional staff,

The Joint Public Relations Commitiee of the Ottawa Board of Education organized, in February 1987, for
the first time, an event for all OBE employees at the Civic Centre to recognize their achievement and dedication. The
~inner and social evening provided an opportunity for staff to renew acquaintances and to make new ones. It also
launched the new corporate signature, song and mascot. Tickets were a nominal $3, and corporate sponsors
contributed significantly to the event. The evening was limited to employees and was attended by over 1,300. The
event was repeated in 1988. At the Calgary Board of Education, a special breakfast is held in the summer during
the Calgary Stampede. All board employees are invited to dress up “western style” to attend this outdoor breakfast
where entertainment is also provided.

Like many other school boards, the Commission scolaire régionale de la Chaudidre {Ville St-Georges)
organizes activities to highlight the literary and artistic achievements of its staff members through exhibits or during
open houses in the schools. Every two years the board organizes an outdoor day to enhance relationships between
staff of different schools, offices and positions. All staff and their spouses are invited to participate in many activities
suchas golf, fishing, hiking, cycling, eic. Atthe York Region Board of Education (Aurora), the annual staff art show
encourages all staff members with an artistic bent to display their work in the board office for three weeks in J anuary
and February.

The Commission scolairc de Chicoutimi encourages the activities of the employees’ social club by
providing funding. It also organizes conferences for staff and an annual get together. Nanaimo School District No.
68 hosts an afternoon reception for all employees to meet the trustees and other staff informally.

Leeds and Grenvills Boaid of Education (Brockville) sponsors employee social events throughout the year
for various sections of the system. It also encourages system-wide~jon and employee social events - Valentine
Dance, summer barbecues, and Christmas parties. Dufferin-Peel R . Catholic Separate School Board (Missis-
sauga) holds a golf tournament for the administrative staff as well as cne for principals and vice-principals.

The Toronto Board of Education holds a reception for active participants in Education Week activitics, an
annual Christmas reception for non-teaching staff, an annual Remembrance Day ceremony and a Christmas walk
through the administrative cenire by the director and associate directors of education. Once a year, the last Thursday
of June, the English Scctor of the Commission scolaire Baldwin-Carticr (Montreal) has a Thanksgiving mass
followed by a Communion breakfast for 325 people including teachers, professionals and administrators. At the
administrative centr.  mall parties are organized by the intemnal social club during such holidays as Halloween,
Christmas, and St. Patrick’s Day. The celebrations last about an hour and are very much appreciated.

Disseminating Information and Communicating

Crucial to good staff morale is open and frank internal communication among the school board administra-
tion, trustees and employees. Keeping staff well informed and providing them with ways of communicating their
thoughts and idcas to the administration is a sure way to build confidence and pride in the school system.




The manner in which trustees and administrators speak of board employees in public and private is also an
important factor in increasing staff morale. A board that is very supportive of staff and that openly respects and
appreciates the serious and caring effort of teachers provides a strong base for good morale.

One way many school boards keep staff abreast of the latest news and decisions is by providing all staff with
a summary of school board meetings. They should also ensure that staff members receive materials and information
prior 1o their distribution to the community. School boards that have clear gouls established for the district and that
are “‘up front” about potential changes also make staff fecl that they are informed about the direction the school board
is taking. Changes in procedurcs should be supplied with detailed explanutions so that staff can better understand the
rcasons for the changes and the new practices.

St. Vital School Division No. 6 (Winnipeg) believes that the release of pertinent information regarding its
philosophies, policies and operation is an important vehicle by which its employecs and the public may become better
informed about educational matters. Its Public Information Program Policy (sec appendix) was impiemented to
inform, enlighten and educate the public about the direction education is taking in the division and in so doing to
increase public awareness and understanding.

As mentioned previously, a board newletter or staff bulletin are great ways to recognize employees. Positive
articles about the school system and employces make staff feel that they are valued. Let us stress that these news-
letters highlight staff for a variety of human interest reasons, not just for outstanding academic achievement. For
cxample, in the first edition of the Windsor Board of Education’s staff ncwsletter, the Hats Off column highlighted
a 20-year cmployee of the board who, each Christmas scason, treated employees and guests of the administration
office to her special talent and flair for Yuletide decorating.

Anne places over 420 lights, seven dozen ornaments and 50 feet of garlandon a 12 foot highree. She graces
our entrance with magnificent creations of her own making... For a three-week period, Anne' s works of art bring
pleasure to the eye and the spirit of the season to the heart. When the new year is rung in and the time comes 1o
pack it all away, Anne does that too.

The thoughi, time and dedication devoted to this labour of love makes Anne MacNeil an individual to
be admired.
Let's hear it for the lady who decks our halls !

Trustecs at Saskatchewan Valley School District No. 49 (Warman) wrae articles for the monthly newsletter
and for the local newspaper supporting the schools. Care is given to maintaining good relations with the local media
and keeping staff moralc high by ensuring that teachers and the public are kept informed about what is happening in
the school system through niewsletters and through open board meetings.

For the last three years, school district employces at Burnaby School District No. 41 have been featured on
posters and in newspaper advertisements as part of the district’s public awareness program. Employees are sclected
after consultation with school principals, employee group presidents and the school board. This has provenextremely
popular; staff developa sense of pride in representing the district. Members of the community identify with them, and
the overall impact has been a strong feeling of team work.

“While the increase in staff morale that is directly atiributable to board initiatives is difficult to measure,”
says Surrey School District No. 36, “it is clear that the board has established a number of system and program goals
that provide a scnse of genuine purpose and direction. Not coincidentally, the first of these says “The board valucs
people whe ‘vork and participate in the system.” It supports that commitment with the following goals:

1) To maintain effective personnel relations and pride in the school district through good communications,
consultation with employee groups and a climate of trust

2) To achieve an effective broad-based community relations program, and to encourage community involve-
ment in the system

3) To ensure sound systems of health and safety practices are in place throughout the district

“The board is open to a highly consuitative approach with all constitutent groups. A strong public
endorscment of the work and cfforts of staff has increased morale and understanding of board expectations.”
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Listening and Consultation

School boards should encourage an openness in communication through meetings with staft regarding
school and board priorities. They must be perceived as being open to listening and to change. Regular meetings at
various levels of the school system can be held to keep employees informed about not only what is current or planned
for their department or school, but on what is happening in the entire system. The board of trustees, for example, may
meet with the executives of the teachers’ association and principals’ / vice-principals’ association to discuss matters
of mutual concern. The board may also hold annual small group informal sessions between staff and the director and
associate directors. As well, presentations on educaiion programs by staff at board meetings increase trustees’
knowledge of what is happening in the schools.

At Regina School Division No. 4 personal and professional development consuliations are an expected
part of administrative responsibilities. Administrators meet with staff individually in order to discuss personal goals
and system goals. The administration endeavours to maintain open lines of communication with staff members,
respecting their expertise as professionals. Complaints from parents are channelled through the teacher and then the
principal before a superinteadent becomes involved. Each month the representatives of the teachers’ local meet with
members of the administration to discuss items of mutual interest and concern.

School District No. 20 (Saint John, N.B.) has an open door policy with regard to discussing issucs and it is
a common to have people appear unannounced at the dist. “t office for a personal conference. The board reports that
“In order to foster a climate that promotes good human relations and staff morale, the school board and district
administrative staff belicve that good communication is the essential ingredient. When employeesin the system make
a positive contribution, they are racognized for their personal dedication. When people have problems or concerns,
they are encouraged to discuss these issues with their immediate supervisors... We tell our employees what we expect
of them, offer any assistance that we can when needed, get out of their way and let them do the job. However, there
is the right degree of supervision involved. People like to have their superiors observe what is being accomplished
both on the instructional and non-instructional planes.”

At River East School Divison No. 9 (Winnipeg) the board allows and encourages teachers to be involved
in needs assessment and planning for change. The board has given a high degree of autonomy in decision-making to
local schools — few directives are sent to them. The board fosters a climate of openness and honesty among all staff
groups. A combination of measures promoted by the board has provided a very positive working climate for division
employecs.

The administration at Powell River School District No. 47 in British Columbia mieets with school principals
annually in a two-day retreat 10 set goals. Green Bay Integrated School Foard ( Springdale, Nfld.) writes, “Personnel
have input into the development of all board policies that affect them. We provide a great deal of professional
autonomy and board policics emphasize this. Morale is generally high and incidents of low morale are quickly
addressed.”

Lunch with the Director

An innovative measure to foster better communication between the director of education and board
employees has becn implemented at the North York Board of Education. At regular intervals throughout the vear,
twelve employees are randomly selected from the board's computerized personnel list and invited to have lunch with
the director, Vice-principals through to superintendents are excluded from the list. The guests are generally quite
overwhelmed at this invitation and arc usually quite shy at the beginning, but they quickly warm up and some very
good discussion and feedback ensucs. The impact is great and spreads to their particular workplace. They enjoy being
able 1o tell their colleagues *“Please take my calls (or look aftcr my class), I'm off to lunch with the director,” and
afterwards “When I was lunching with the director the other day...” It has become a very positive morale booster as
well as an excellent opportunity for grassroots feedback.

At St. Boniface School Division No. 4, the superintendent regularly supplies the sandwiches and meets
with staff at lunch time just to chat.

Time is provided at Grande Prairie School District No. 2357 at every board meeting for reports from the
teachers’ association, CUPE and parent groups. Also lahour management meetings are regularly held to head off any
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problems. “Events b>yond the jurisdiction of the school district (government legislation) have had sucha negative
impact, however, that district activities to offset this impact on employee morale secm ineffectual and futile at times.”

Regional Administrative School Unit No. 3 (Charlottetown) holds meetings Setween trustees and principals,
and trustees and teacher representatives that are mainly social events. Other measures that have enhanced staff morale
arc the development of a logo that is used on all stationery; the production of a lapel pin with the logo that is presented
10 all trustees and personnel in the system; input from staff in the policy development process; and support for in-
service activities such as conferences.

During the past two years, the Conseil scolaire de I'ile de Montréal has as one of its management objectives
holding meetings with its employees on subjects that preoccupy them. During these meetings with the director or the
chairperson of the Council, employecs receive information and exchange ideas.

In order to create a relaxed working environment, the director at Conseil scolaire District No. 1 (Saint-
Quentin, N.B.) has an open door policy so that staff may discuss any aspect of work lifc that might affect their morale.
Aswell, school principals are invited to participate in school board meetings to be abreast of the decisions taken. These
measures help to improve relations at work. St. Albert School District No. 3 says “Our board makes itsclf available
to staff, staff fecl very comfortable in talking to trustees and open communication exists. Our district administration
fecls that it is listened to at the board level. Much input is accepted by our trustees who attend a lot of school-based
events and are always available. These measures arc well received by staff who will formally and informally laud
the efforts of our trustees. There is no real adversarial climate during salary or contract negotiations.™

Seine River School Division No. 14 (Ste-Anne, Manitoba) holds supper meetings with principals and union
executives. Staff members seem to appreciate the gesture by the board and the unions always reciprocate and share
supper meetings with school trusiees and division administrators. A dinner is held at Red Deer Public School District
No. 104 each year for members of the high school staff and the district’s executive council.

Commission scolaire Baldwin-Cartier (Montreal) organizes a business dinner the second Thursday in
September to enable the trustees, principals and top administrators to become acquainted or re-acquainted. The
director introduces the new employees or trustees and mentions changes in positions and the chairperson of the board
highlights the priorities of the coming year. This business dinner has replaced a dinner and dance evening where the
spouscs were invited. After 15 years this particular event had become out of date and, on the advice of the majority,
the new activity is preferred.

Windsor Roman Catholic Scparate School Board has meetings between trustees, staff and teachers during
which various topics ranging from school supplies o supervision are discussed. Meetings are usuaily held with a
maximum of about five or six schools and it takes about six or seven mectings to cover thewhole system. Since
trustees are in cach discussion group, staff feel that they have an opportunity to express their opinions directly to the
board.

Easy access 10 senior staff and a concerted effort in creating open communication among staff throughout
the regionthe help increase staff moral at the York Region Board of Education (Aurora). Also principal and vice-
principal committees organize and operate three-day retreat conferences yearly .

The Simcoe County Board of Education (Barrie) encourages its principals and superintendents to give
informal oral recognition to deserving employces and teachers. Staff morale is enhanced when individual groups are
invited to make presentations to administrators and the director when the board’s long-range plans are being
formulated.

Committees

Staff members like to being involved in decisions that may affect their work and like to participate in the
development of policies that concern them. This type of interaction generates aclimate of confidence that is beneficial
at all levels of the school system. When decisions arc made that do not involve staff input, there can be a backlash.
School District No. 20 in Saint John writes “Two Labour-Management Committees have produced many mutual
benefits in our school district due to these consultative processes. These forums allow for meaningful dialogue and
are excellent avenues for promoting good relations between the Jocal unions and the employer. The local teachers’
association has a liaison committce that meets periodicaily with the school board’s Public Relations Committee 1o
discuss topics of mutual concem. Evidence abounds which shows what can be accomplished when the true art of
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communication is fostered. .. The Joint Health and Safety Committee is another vehirle through which immense good
is realized. Mindful that the main thrust of this committee is to promote the concept of safety measures in all working
locations, the fact that members from the union and management sit at the same table to promote what is best for our
employees 1as proven to be a positive enterprise. This committee affords an excellent meeting ground for good
positive communication,”

AtRed Deer Public School District No. 104 there are committees involving representatives from all staff 1o
assist in the development of district policies and regulations. A co-ordinating committec consisting of tcachers, senior
administration and school board members meet to discuss most policies and regulations prior to a final vote and
implementation. One of the main commitices at the Regina Board of Education, the Staff Relations Commitice, meets
once a month 1o discuss staff interests. Frequeatly staff members from all areas of the board are invited to this
committee to present education, travel or philosophical papers on such things as sccondments to the Department of
Education, a year's leave of absence, educational leaves and exchanges. This is one more opportunity for further
recognition of staff accomplishments and a unique way to foster a closer working relationship among trustees, senior
administration and staff. The unions, federations and teacher associations are all members of this committee.
Discussion of staff problems is on-going. This committee provides the opportunity for good communications at all
levels and fosters good morale and human relations.

A Board Administration Leadership Committee at the St. Vital School Division No. 6 (Winnipeg) was
created because:

The Board of Trustees of the St. Vital School Division recognizes the need and benefit of meeting from time
to time with the administrative personnel of the school system during the course of the school year to confer
collectively on educational problems and concerns, desired directions in which the system should be moving and 10
review and recognize the attainment of desired objectives and philosophies.

The membership of the committee is composed of trustees, principals, vice principals, the Senior Executive
Council, assistant secretary-treasurer, deputy assistant superintendents, supervisars, and the child guidance clinic
arca service director. A minimum of three¢ meetings are normally called during the school year. The board of trustees
provides an annual sum of moncy in the budget 10 cover the operating costs of the commitice,

Howe Sound School District No. 48 (Squamish, British Columbia) writes that because the school district
is small, there are many opportunities through more informal meetings to foster a climate that increascs good will.
Relationships between board and teachers are more personal and several advisory committees with joint trustee-
teacher participation have been created that increase employee involvement in decision-making. Powell River School
District No. 47 (British Columbia) creates policies that involve staff input via ad hoc committees set up by the board
or through the board’s Education Commitice. Supporting an open door policy and involving teachers and
administrators in the decision-making process has done a lot 10 enhance morale. It has established through its
committee structure mechanisms for airing grievances and resolving disputes. By planning for the future, a lot of
uncertainty is removed and this has a very positive effect on morale.

An Employee Recognition Commitiee at The Board of Education for the City of York was established a few
years ago to implement a recognition ceremony for employees with 12 years of service. Until then, only new
employees and 25-year employees were officially recognized and the board felt that personnel with service
somewhere in between should be recognized. Now that 2 wvine and chegse ceremony at a country club for employees
with 12 years of service is well-established, the committec concentrates on activities that serve 10 foster better morale
at the board such as organizing employee groups to go to Blue Jay baschall games, a family day at Canada’s
Wonderland, and dances.

At School District No. 38 (Campbeliton, N. B.), * to encourage an enthusiastic climate of co-operative
enterprise,” teachers are given an opportunity to participate in decision-making through curriculum committecs and
a very active school-based program. Grande Prairie School District No. 2357 has a trustee-teacher liaison commitice
where representatives from schools meet with trustees monthly to discuss staff concems. This board encourages a
high degree of employee participation on various board committees. Before major policy changes are made, various
employee groups are consulted.

Prince Albert Comprehensive High School Board (Saskatchewan) has formed a liaison committee with
trustees, the board staff and student body. The committee’s purpose is to act as a liaison between students, staff and
the board and bring forth recommendation to improve programs, public relations and property.
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School Unit No. 2's Quality of Working Life Committee

In January 1984, Regional Administrative School Unit No. 2 (Summerside, PEI) sent its Student Services

Consultant, Basil Haire, to participate in the “Work Improvement Training Program” at the Institute of Public Affairs
at Dalhousie University. The program consisted of a one-week introductory course and seventeen two-day seminars
spaced over twenty months. Its objective was to provide individuals in the private and public sectors with the insights
and skills necessary to develop programs of worker participation in the process of change and growthin  the work-
place. According to the report Quality of Working Life : Implications in Education by Mr. Haire, the Quality of
Working Life concept is:
1.... a broad concept that relates to both the intrinsic and extrinsic aspects of work. Intrinsic in that QWL refers to
the extent to which work provides an opportunity for an individual to satisfy a variety of personal needs — the need
for a sense of personal worth, the need to interact with others, the need to be recognized for achievement and contri-
bution, the need for personal and professional growth. Extrinsic in that the organization attempts to activate the
creativity and enhance the efficiency of its members by involving them in the decisions that affect them directly and
have an impact on their work lives.

2.... astyle of organizational management that has a humanistic framework recognizing the positive characteristics
of people (e.g8., pride, growth, autonomy), as well asa recognition of the essential clements necessary for organizations
10 be effective (e.g., planning, flexibility, competent work force, productivity.)

3.... concerned with organizational change and growth as well as the personal development of individual members.
4... a process that promotes a long-term commitment from participants to exert influence in their work eavironment
by active involvement in decision-making and willing contribution in problem analysis activities.

5.... a philosophy that mutual benefit will be realized when genuine co-operation between management and staff
reflects the “style of management” of an organization.

This leads to the development of a “corporate culture,” a climatc designed to enhance efficiency of the
system and to improve the ansluy of life of its participants.

Formal presentations were made during the term of the program to the school trustees, the office staff, school
principals and staff of elementary schools outlining the major components of QWL anc its implicationst for the
various levels of the school sysiem. Several activitics served as “demonstration projects™ to show how the principles
of QWL were incorporated into the process, allowing for a high degree of participation and constructive feedback.
Among the activities were 1) two “School Looks at Itself” seminars where teachers and administrators focused on
the theme “Quality of Instruction,” and wrote individual and group goals for defined elements that they identified
asessential to the theme ; 2) a Quality of Work Life survey conducted among the teaching staff assessing perceptions
in the level of involvement in decision making in 12 areas of the system organization, the level of communication
that exists between them and various significant others in the educational network, and existing involvement options.
Respondents were asked to identify the processes that exist in their particular situation, assess their attitude towards
these processes, and present alternatives for improvement.

It was recommended that a committee be established to develop both a philosophical position and policy
statement on adapting a management style encompassing the principles of QWL.. These documents are found in the
appendices of this report.

It was also recommended that the unit developa leadership program and make it available to board members,
board office administrative personnel, principals, vice-principals, department heads and designated staff from all
sectors of the system. Such exposurc for a large group of people would serve not only to set the tone for the unit but
would also facilitate the process of involvement in all areas of the system by providing leadership training. It was also
recommended that individual schools develop an extended program of self-analysis, goal identification and
“priorization” and objective statements to enhance the effectiveness of the school.

Another recommendation was that the unit invite represcntative groups of non-instructional staff to form
committees to deal with common concerns and the needs of the people represented.!  Since September 1987 the
school unit has had a four-member Quality of Working Life Committee 10 encourage staff 1o develop projects or
committees that would improve the quality of their working life ( in safety and environm-nt, extra-curricular

1 Basil Haire, Quality of Working Life: Implications in Education (Summerside: Regional Administrative School Unit
No. 2, 1986), pp. 1-6, 19-23.
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activities, employee recognition, in-service programs, employee assistance program, ¢tc.) In this way the school
system hopes to improve the quality of work life for staff and enhance the overall efficiency of the system through
co-operative involvement.

Ottawa Board of Educations’s Two-year Strategic Plan

The most important step that the Ottawa Board of Education has taken recently to foster a climate that
increases staff morale and goodwill was the formation of the Joint Public Relations Committee in Septen.” er 1986.
This committee, which mects twice monthly, is composed of designated representatives from all local federations
and union executives, representatives from non-affiliated staff, continuing education, trustees and parents. Iis
mandate is to promote a spirit of co-operation between various employee groups; to promote the Ottawa Board of
Education through a common approach, both internally and externally; and to provide input and feedback to the
Public Relations Office.

From the outset emphasis was placedon internal efforts to improve staff morale, promote team-building
among board employees, and 10 develop a sense of pride in the sysiem. Employees were asked through a short written
questionnairefor ideas for improvement and publicizing strengths. Respondents overwhelmingy cited the profession-
alism, experience, and extraordinary dedication of staff as one of the board’s assets. At the same time, almost one-
third felt that internal communication between individual schools, administration and trustees, and between French
and English sectoss should be improved, that employees need to be recognized and supported, morally and financially,
that increased professional development should be provided, particularly when new teaching methods are introduced,
and that everyone needed to work more as a tcam.

The Joint Public Relations Committee responded by organizing Celebration '87 for over 1,300 employees
at the Civic Centre in Februrary 1987, and successfully applied for Ontario Public School Teachers’ Federation
funding for a workshop on “The Total Team Approach,” given by Dr. Bill Banach of the Macomb County
Intermediate School District in Michigan. As a result of the workshop and the feedback from the employee “mini-
survey,” the Joint Public Relations Committee established system-wide goals to improve the OBE’s public relations.

In September 1987, a two-year strategic plan intended to achicve these goals was approved by the board.
It is bascd on the marketing process of analysis of the market place, development of marketing strategies, implem-
entation of strategics, and evaluation. To achieve goal # 1, "To develop in all staff: a feeling of pride in our sysiem;
a feeling of self-est-em; a sense of each individual’s value to the board; mutual respect,” the following strategics,
listed by priority, are being undertaken:

1. P.R. Sparkplug Network. To promote and be an advocate of OBE public rclations activitics, a P.R. Sparkplug
in each school and board department is being identificd. This individual could be from any staff group, or perhaps
the chairperson of the school P.R. Commitiee. This “network” of advocates receives P.R. lraining in promoting their
school or unit, has periodic meetings, and undertakes liaison with the Public Relations Office.

2.P. R. Professional Developmeni. To work in co-operation with the Training and Development Officer 1o increase
the number of professional development sessions on public relations for all OBE staff so that all employees have a
sense of their public relations responsibilities and training in dealing with the public.

3. Staff Orientation Program. To support the initiatives of the Personnel Department in establishing a Staff
Orientation Program and receptions for new employces, to acquaint them with the organization, programs and
employee benefits of the OBE,

4. Staff Recognition Program. To develop a staff recognition program so that outstanding achievement at all levels
can be acknowledged and pride developed.

5. Employee Recreation Association. To initiate an “OBE Recreation Association” which would have the support

and mandate to organize sports, recreational and special events for all employecs, so that they may have greater
opportunity for interaction.
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6. Landscape Beautification Program. Toinitiatc an “OBE Landscape Beautification Program” in conjunction with
ths Plant Department to enhance the appearance of OBE facilities in concert with the community, and todevelop pride
in these facilities.

7. Building Signs. To implement the new corporate identity program of building signs, so that employees (and the
community) can readily associate buildings with the OBE.

8. OBE Flag. Tointroduce an OBE flag to be 'own as identification at all OBE sites, to increase pride in the system.

9. OBE Lapel Pin. To produce an OBE lapel pin, available to all OBE employees, in order to increase pride and
ownership in the system. Pins would be available at cost for use at conferences, special events, etc.,

10. Staff Exchanges. To encourage staff exchanges to other cities and countries to promote pride in the system and
foster growth and development of staff members as “‘educational ambassadors.” This would include promoting the
advantages of leave programs.

11. P. R. Suggestion Box. To initiate a P.R. suggestion box and contests for the best P.R. projects.
Goal#2 To improve internal and exsernal communications

1. Welcome Posters. To introduce welcome posters and door stickers in all OBE schools and facilities to make them
more welcoming to the community and to direct visitors to the office in a pleasant manner. This would supplement
current signs required by law.

2. Communications Evaluation. To examine all forms of intemal and extecrnal communication, asscss their
cffectiveness and investigate alternative means of communication in concert with the Office Automation Committee
e. g., electronic mail, notice boards, etc.

Goal#3 To determine and respond to the needs of our public

1. Surveys. To conduct regular and periodic surveys of the community, staff and students o assess perceptions of
the OBE and respond more effectively to the public’s needs.

2. Communications Plan. Employees will be made aware of these initiatives through the employees’ newsletter and
threugh their federation representatives on the Joint Public Relations Committce.

Since the plan was approved, the employee newsletter has been revamped. The “P.R. Sparkplug” netwark
has been cstablished, and the first workshop was held on “developing a communications plan.” The evaluations of
this workshop were excellent, and the “sparkplugs” are anxious for more training. Plans are also underway to set up
a recreation association in conjunction with the civil service recreation group. Employees seem to be more conscious
of the need for team-building and of the positive effects of publicizing their work in terms of building morale. ?

Staff Development Programs and In-service

One way school boards increase morale and goodwill is by a staff development program for all employees.
In-service is a good way for sc hool boards to recognize outstanding employecs. In other fields, promotion and career
advancement arc the usual way to reward outstanding employees. In education, however, there arc no promotional

2 Two-Year Strategic Plan of the Joint Public Relations Commiliee (Ottawa : Ottawa Board of Education, September
1987) pp.1-5.
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opportunities for employees who wish to remain classroom teachers. Promoting programs like Affirmative Action,
job sharing, job shadowing, offering professional development activities that respond to employee needs, and
allowing time with pay to participate in community or professional organizations, all create a sense that the personal
and professional growth of employces concern the board and that staff will be given the opportunities to improve
themselves, learn and grow. As well, advocating change and endorsing a school board policy that encourages
administrators to move around the school system will enable them to benefit from meeting new personnel, taking
on new challenges and coming into contact with new idcas.

St. Boniface School Division has a personal and professional development fund paid for by the board but
administered by teachers. As well, release time is given for in-service with the expectation that some in-service will
occur after school hours. At Powell River School District No. 47, the professional development money is administered
by a joint management committee controlled by teachers. Fort McMurrary Catholic School Board has a Professional
Development Day for all staff — teachers, sceretaries, maintenance workers and caretakers.

Allindividuals and schools at the Halton Board of Education (Burlington) have growth plansand the system
provides leadership and development opportunities. Secondments for special projects, deferred leave plan, exchanges
and internal mobility are all encouraged. Co-operative supervision and cvaluation procedures have been developed
to focus on professional growth and there are clearly articulated performance criteria for all employee groups. The
benefits of such opportunities are a high level of involvement on committces, a high level of leadership expertise and
strong interest in professional development. Staff demonstrate pride, loyalty and commitment to the goals of the
system.

At Nanaimo School District No. 68 workshops in interpersonal relations and supervisory skills are a
continuing part of the professional development program and the Commission scolaire Ancienne-Lorette holds an

anual workshop on a theme that is selected in co-operation with the different employee groups. Individually
onalized centificates, signed by the director of Saskatoon School Division No. 13, are presented to employees
w 0 they complete each in-service activity.

During the past cight years, the Hamilton Board of Education’s Staff Development Program has provided
numerous professional development activitics that have resulted in the acquisition of leadership skills by employees
and greater job satisfaction. Employees increasingly place a high value on this program. Very few difficulties or
negative reactions have been encountered. At York Region Board of Education (Aurora), leadership seminars are
open to all staff, both teaching and non-tcaching. Both the caretakers and the secretarics have a regional professional
activity day organized by their committees to meet and deal with their needs. The board believes it is important to
offer these opportunitics to all staff members on an equal basis; people’s feclings of importance are thus raised. When
cnrolment in seminars on leadership is restricted, obviously there is some discontent.

River East School Division No. 9 in Winnipeg actively promotes staff development with adequate fundsand,
which is possibly more important, by its participation in annual staff projects, such as a teacher-board seminar on a
Saturday, a multicultural event, a three-day principals’ and vice-principals’ conference, a division one-day staff
conferenc, a dinner to recognize all volunteer staff coaches in sports, a student writers’ anthology ¢vening, cic.

The Leadership Project Policy at St. Vital School Division No. 6 (Winnipeg) recognizes the importance
of developing leaders and leadership skills in its professional personnel. The clerical, secretarial and non-teaching
library staff receive professional development when schools are closed. These sessions usually cover hands-on
training in first aid or computers to time management, motivational topics like self-development, how to motivate,
communicate and succeed. These PD activitics are planned and organized by acommittee of secretarial, clerical and
library staff. Besides the common planned professional development seminars, each clerical/ secretarial employee
can tap the PD fund for additional support to attend workshops or seminars outside the division. Fach employce may
make one request per year 1o a maximum of $50.

Scarborough Board of Educa..on has an extensive professional development in-service program for teaching
and non-teaching staff in public relations, leadership skills, career and personal life planning, winning in retirement,
secretanial skills, computer training and in subjects such as science, values education and computers in education.

Employee Assistance Programs

Staff wellness programs, where people make choices about their hifestyles that help them look and fecl better,
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increase their productivity and generally improve their health, are beginning to crop up in a few school boards. There
are five major components to wellness programs: personal safety, microenvironmental protection, nutrition, fitness
and physical education, and mental well-being. Personal safety encourages regular seat belt use and automobile
safety, home and family safety, and accident prevention measures. The goal of microenvironmental protection is
reducing or eliminating cigaretic smoking, alcohol intake, and drug and chemical abuse. Nutrition awareness
cxamines the importance of proper eating habits - balanced diets, sensible calorie counting, and reduced intake of
salt, sugar, and fats. Since regular exercise strengthens the body and reduces the risk of heart discase and contributes
1 mental well-being, the fitness and physical education component emphasizes exercises that improve flexibility,
mustle strength and cardiorespiratory endurance, Finally, stress, tension and depression can contribute to declining
productivity, increased absentecism and a number of phy .+ al illnesses. Mental well-being includes stress manage-
ment, goal-setting, forming and maintaining quality relationships, effective communication, and valucs.

Implementing a wellness program brings savings in health carc benefits since such programs can result in
savings on insurance rates.

In August 1985, the Edmonton Public Schools' Employce Assistance Program, a free counselling service
for staff and their families, added a component which emphasized staff weliness. By providing counselling,
consulting, referrals and opportunitics for education and co-ordinating health-promoting activities for all staff, the
EAP assists staff in developing self-responsibility in fecling better about themselves, their families and colleagues,
and place of work. District-wide activities arc held and include a slow pitch tournament, volieyball tournaments,
curling bonspiels, and a Christmas party for employces’ children. School activities include social events, fitness
activities, and professional and personal development seminars for staff. EAP staff and other consuliants frequently
encourage staff to promote and maintain collegiality through improved communication skills, involvement in
decision-making and increased interaction of staff at all levels. The impact of many of these initiatives is evaluated
annually by the administration of the Staff Satisfaction Survey. In 1987 almost 94% of staff reported that the
Edmonton Public School Board is a good place to work.

The Employce Assistance Program at the Board of Education for the City of York is acounselling and referral
service for employees and their families offered at no charge. This service has been established to help alleviate
personal problems, tensions and stress before they lead to more serious difficulties. The program complements the
board’s medical plan benefits by responding to the emotional, social and psychological health of employees. The EAP
consultation service covers personal and work-related issucs which an employee ora member of his or her family feels
might adversely affect his or her well-being. These can include alcohol or drug abuse, carcer counselling, family and
marital relationships, personal and emotional crisis, interpersonal relations, job-related stress, and financial concerns.
As well, the board offers employees a "Preparing Your Retirement™ workshop through a consultant. It is open to
teaching and support staff and their spouses.

Visits by Administrators and Trustees to Schools and Board Offices
and their Participation in School Functions

Scveral school boards mentioned that onc way they increase staff morale is by showing that the
administrators and the trustees are interested and concerned about what gocs on in the schools. This is done by having
trustces and administrators attend a great number of school cvents (plays, concerts, gatherings 1o honour those
retiring, parents’ night, school openings, etc.) to show their support and appreciation for staff and student efforts.
In one school board, each trustec is assigned as a liaison member to schools. They readily acceptinvitations to school
and teacher-initiated events. Trusices and administrators who are accessible and who take the time 1o visit schools,
various departments and attend their local school activities regularly come to know staff well and this onc-to-one
contact is invaluable. Supzrintendents and trustees who make a concernted and planned effort to visit schools for short
drop-in visits show the central office staff’s interest and concem for all individuals. However, onc school board
mentioned that an overabundance of trustee visits to schools can cause some anxiety among staff.

The Ligtle Touches that Make a Difference

It goes without saying that recognizing the achicvements of individual staff members through oral or written
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measures as outlined in part onc has a direct effect on enhancing human relations and increasing staff morale. In
addition to this, acknowledging staff in a more general way also fosters good morale.

For example, Peterborough County Board of Education sends recognition cards to schools to give positive
feedback on items of interest appearing in the press. A card signed by the director and all superintendents is sent to
the school with a copy of the newspaper item. In the past several years, the board has found that the number of school-
related items in the newspapers seems to have increased. Principals now tend to consider arranging press coverage
for special cvents at their schools and reaction to this procedure has been positive. The cards are also used by senior
administrators to send notes for special achievements. Supervisory staff are very mindful of the necd for positive
feedback through letters of recognition and they are written frequently.

The Commission scolaire régionale de 1a Chauditre (Ville St-Georges) subscribes to a press clipping service
and, based on these articles, sends a note of congratulations to all employees whose noteworthy personal, social,
professional or cultural achievements are reported in the local paper. The Wellington County Board of Education in
Guelph recently instituted an employee recognition system whereby every employee received alapel pin in the shape
of the board logo. ,

Another way school boards can make employees feel valued is to acknowledge special events in their lives.
For example, they can send notes and cards and perhaps flowers to recognize significant family cvents such as
illnesses, births and deaths. At the board office and in several schools of the Commission scolaire de Chicoutimi,
birthdays are highlighted by a sign board expressing best wishes. Lakeland Public School District No. 5460
(Bonnyville, Alberta) sends Christmas cards and disirict pins to all employees. At Regina School Division No. 4,
birthdays, anniversarics and similar special events are acknowledged at coffee parties and meetings.

At Bumaby School District No. 41, each year for the last three, school district cmployees have been featured
on posters and in newspaper advertisements as part of the district’s public awareness program. Employees are selected
after consultation with school principals, employee group presidents and the school board. Staff develop a sense of
pride in representing the district. Members of the community identify with them and overall impact has been one of
tcam work. St. Albert School District No. 3 sends Christmas stockings o each school staff as well as fruit baskets
atthe end of the school year as a thank vou for a job well done. These gestures set a good climate in the school board,
The board and staff are scen more as a team, working together for the benefit of students and families.

Personnel Policies

Work policies, working conditions and the manner in which they handle probiems all contribute a greatdeal
to increasing staff morale. For example, competitive wages, good working conditions, and continual efforts to
improve employee benefits are all considered positive measures for staff. Another area where boards feel they
contribute 10 enhancing staff morale is through their humane and compassionate personnel policies and practices. This
is demonstrated by the flexible manner in which they handle requests for educational, personal or sick leave, and
the opportunities teaching and non-teachiny staff have for sabbatical leaves. Furthermore, they believe the following
hiring and work policics contribute to a positive climate : open competitions at all levels, making sure that all jobs
are posted so that employees are aware of new employment opportunitics, promotion policies that arc perceived as
fair (often incorporatating staff involvement), the use of hiring pancls, Affirmative Action policies, and a concerted
effort to promote employees from within, and providing staff with the opportunities to upgrade their qualifications.
Many spoke about the spririt of goodwill that existed on both sides during the collective bargaining process and felt
that employees had excellent contracts. They believe the board treats its employces in a fair and reasonable manner.

In addition, building flexibility into jobs through such measures as part-time employment and job sharing
ensures that employees who would like to combine work witih their family or other responsibilities have the
opportunity todo so. Thus, the board demonstrates that it values such employees and bencfits by keeping them on staff.

St. James- Assiniboia School Division No. 2 (Winnipeg) feels thatit has increased staff morale and goodwill
by its humane addressing of declining enrolment. The division’s enrolment declined from 21,000in 1979 toits current
11,500. During all this time, staff layoffs have been required only one year since natural attrition has been able to
account for the rest of the staff reduction. In large part, this has been possible only because of the various actions taken
by trustees and senior administrators in making staffing allocations to the various school buildings. Strathcona
County Board of Education in Sherwood Park, Alberta, has experienced enrolment drops and staff reductions that
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have created difficult times. The reaction to this situation has been tempercd by the caning attitude f board personnel
but morale has been affected.

Surveys, Evaluations and Assessments

The Commission scolaire régionale de la Chauditre (Ville St-Georges) considers that its most positive
program is on¢ which enables superiors to discuss and follow the work and satisfaction level of their employees. This
program is in three stages. During the first stage, from the beginning of September to the cnd of October, school
principals and board superintendents meet with each of their employees 1o 1) become aware of the work satisfaction
level of the cmployee, 2) express to the employee the administration's expectations of him or her, 3) permit the
cmployee to express his or her expectations, 4) attempt to harmonize the expectation of both sides, 5) identify with
the emplcyee some work objectives (one or two) which, when realized, will be a source of motivation for the
employce. At the end of October the board’s personnel director phones cach principal or superintendent to ask at what
stage these employer-cmployee meetings are.

During the second stage, from the beginning of January to the end of March, principals and superintendents
meet, if possible, cach of their employecs, particularly those who necd support to deal with some issues previously
raised. The meetings are meant 1) to determine to what extent the objectives established at the first meeting have been
achieved and the satisfaction and motivation level of the employce towards the achievement of these objectives; 2)
to pi+sue unfinished objectives, 3) if the objectives have been achieved to the satisfaction of the employee and his
or her superior, to establish new ones for the second part of the year. Again the personnel director contacts the
principals or superintendents at the end of March to sec how thesc discussions have progressed.

The third stage is conducted at the end of the school year, during June, when the employer meets personally
with, or sends a letter 1o, if necessary, all his or her employees to let them know how appreciated their work has
been throughout the year and to comment on the objectives established. Throughout the year and each time the
opportunity presents itself, the director or his designate, underlines to employees his or her satisfaction and
congratulates them for a job well done. The board feels that this program has produced very positive results.

More and more school boards are using surveys to obtain valuable information on staff perceptions of the
cducational system. Edmonton Public School Board conducts an annual student and staff attitude survey. Maple
Ridge-Pitt Meadows School District No. 42 in British Columbia has regular extensive surveys of students, teachers,
board employees, parcats and non-parents to find out their attitudes on a wide variety of public education issuex and
priorities. St. James-Assiniboia School Division No. 2 (Winnipeg) has bi-annual surveys 10 assess the moraie of the
division staff. The results cnable the board to determine if its activities have been effective and to make the necessary
changes.

At the Saskatoon Board of Education, formal surveys of employee perceptions of the school division, the
workplace, the communications structure, the programs, are conducted by an outside agency. The results are
communicated to each employce group by the director of education.
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MEASURES UNDER CONSIDERATION

We asked school boards if there were any measures currently being considered which they felt would be
worthwhile in either giving recognition to staff or enhancing human relations and increasing staff morale. The
responses indicated that school boards would like to have at least one social even ta year in which all school board
cmployees, without distinction of function, can participate. Unfortunately, the large size of some school boards makes
such events rather difficult to ovganize and, traditionally, staff have been divided by employment — teachers,
administrators, and support staff. However, today school boards such as the Ottawa Board ¢ Education have seen
the benefits of hosting these larger events and making every employee feel that they arc all part of the same team,
thereby fostering a feeling of belonging and pride. Willow Creek School Division No. 28 (Claresholm, Alberta) is
discussing the possibility of a once-a-year meal — probably a barbecue — for all staff (except bus drivers who already
have a separate year-end function). Games such as baseball would be featured. The board members and central office
administrators would serve the teachers and support staff.

Several boards expressed the need for a staff newsletter that would describe the latest happenings across
the board and the positive accomplishments of staff. At the Timmins Board of Education, a new format for the
employee newsletter will be implemented — part of the marketing thrust is to develop employee self-esteem and
recognize exemplary practices. With a new staff member focusing on this area, improvements are expected. Other
boards mentioned that they also are reviewing intemal publications to see how they can improve communications.

Other measures under consideration are those that will enhance communications and consultation between
staff. Many expressed the need for increased ways to permit staff input and communication in board decisions and
policies. Red Deer Public School District No. 104 in Alberta is looking at annual meetings with the various employee
groups to discuss concems. It also would like senior administration and local co-ordinators to be more visible at the
school level. In 1988, the assistant superintendent will meet individually with 70 teachers sclected at random o discuss
the current status of job satisfaction.

At Regina Roman Catholic Separate School Division, communication and the role of staff in decision-
making and in the dissemination of information is under review. The development of a board communications
commmitice at Sturgeon School Division No, 24 (Morinville, Alberta) is an attempt to improve the communication
between the board and stakeholders. Since January 1988 the Peterborough County Board of Education has been
expanding the role of the community liaison officer. A staff newsletter was created and an increased emphasis on
communicating staff and student achievemenis to the public was undertaken. In Sepiember 1987, the position of staff
development officer was created and this was the first time an individual was responsible for training and developing
academic and non-academic staff. This is also perceived as a step which will not only increase the skills of employees
but enhance communication and human relations within the board.

Developing a board policy to recognize the significant achievements of staff is a concem at the Simcoe
County Board of Education (Barri¢). Consideration is also being given to providing in-service for people in
supervisory positions on how they might recognize individual achievements and what they might look for.

A joint committee of trustees and teachers is investigating other ways of providing public recognition at
Lakeland Public School District (Bonnyville, Alberta). Measures under consideration in Nanaimo School District
No. 68 include the development of a policy on recognition and appreciation activities, a long service pin recognition
program, and more frequent visits to board meetings from employees who deserve special recognition. As well, a
special recognition and appreciation commiitee with representation from various groups will develop a plan for the
district. A teacher recognition plan for outstanding performance is being considered at the Halton Board of Education,
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Peace River School District No. 10 in Alberta is looking at a “Teacher of the Year” and “Employee of the Year”
Award. Winners would receive an all expenses paid trip to the conference/seminar of their choice. School District
No. 10 {Chatham, New Brunswick) has considered a “Teacher of the 1.’onth™ and *“Teacher of the Year” Award but
the reaction has been negative — there is fear of creating jealousy or animosity. St, Albert School District No. 3 is
considering holding awards for the best caretaking tcam of the year and the Golden Apple Awards - for significant
achievement by staff.

The Lambton Board of Education (Samia, Ontario) has thought of printing commemorative certificates for
those who now receive congratulatory letters from the chairperson or the director.

The Calgary Board of Education does not have a formal program to give recognition 1o staff members.
However, in October 1985, the board established 11 school district goals. Goal # 10 is “to strengthen positive
relationships and communications with students, parents, employees, the public, Alberta Education, educational
institutions and the media.” As part of the work of *he Goal # 10 Committee, an employee recognition program will
be developed and action on this matter is under consideration,

Some initiatives of the Hamiiton Board of Education’s System Public Relations Committee include staff
recognition of various employee groups, a Staff Recognition Evening held annually for teachers, school board teams
participating in charity events, employce surveys and school-level public relations committees and projects. Seven
Oaks School Division No. 10 in Winnipeg recently organized an Employee Recognition Comnittee. At the Board
of Education for the City of York, the committee charged with long-service recognition is working with all employee
groups to develop an on-going series of activities that will foster improved staff morale such as an annual picnic,
employee dance, hot dog days, bascball tounament, etc.

The Commission scolaire de Chicoutimi is examining the idea of a public survey to see what services are
expected from the school. St. James-Assiniboia Schrol Division No. 2 in Winnipeg is studyinga “wellness” program
which would address the well-being, both in physical health and work satisfaction, of all staff. Pursuing its initiatives
with an open door policy with all employees is a goal with the Commission scolaire du Sault-St. Louis. “Even if we
have taken a giant step in this area, there remains much to do.”
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CONCLUSION

As we have seen in this report, school boards have, in the past few years, given more attention to measures
which give recognition to their staff and improve the quality of theiremployees’ working life. Although some methods
of recognizing staff, such as honouring “ong service employees, have been long practised in many boars, we se¢ in
the late 1980s efforts to focus on the special contributions of staff, students aind members of the community. Boards
want to recognize all deserving staff. At the same time, employee federations have expressed serious reservations
about singling out individuals for recognition. School boards like the Ottawa Board of Education are trying to
reconcile these differences into a more broadly-based staff recognition program.

Pride in staff is manifested by boards such as the Hamilton Board of Education and the Bumaby School
District by placing ads in local newspaper in tributes to recognize outstanding personnel. There isalso an effort being
made to share the good things that staff are doing through staff bulletins.

Awards and certificates are another way staff are recognized—we have scen that there is a move towards
honouring many employees — the emphasis has shifted from focusing mostly on teachers to encompassing all
staff, The Excellence in Education Awards at Fort McMurray Catholic Board of Education illustrates perfectly this
movement to honour injtiative and dedication of exceptional individuals. Awards and certificates create a positive
fecling and a scnse of accomplishment. They also recognize publicly those persons whose performance is
outstanding. As well, boards are organizing events to recognize in 8 more general way the accomplishments of a
number of people (e.g., the Champion Day at the North York Board of Education). Many school boards mentioned
that providing exceptional employees with professional development opportunities (educational leaves, conferences,
leadership skills, etc. ) is also an excellent way to let staff know they are valued.

This report also looked at the various ways school boards foster a climate that enhances human relations and
staff morale. Holding social and cultural events that bring staff together were the number one method used. This was
followed by open and frank internal communication among the school board administrators, trustees, and employeces.
This communication in enhanced by distributing summaries of school board meetings, clearly established school
board goals and policies, and board newsletters or staff bulletins that highlight the many positive events, actions and
accomplishments of staff. As well, a number of measures that involved listening and consulting with staff
(committees, lunches, open door policies, regular meetings, etc.) are noted by boards as greatly contributing to a
positive climate, Flexible personnel policies, staff development programs, and employee assistance programs all help
make a particular school system a good place to work.

Finally, in measures under consideration, many boards said they would like 1o organize a social event that
brings together all board staff. Mcasures that enhance communication, such as newsletters, meetings to discuss
concerns and to get staff input, are also high priorities. Boards that have not established ways of recognizing staff
would like to implement them.

Many of the measures listed in this report can be undertaken by any school district in the country — they
are not expensive, all they require is the desire to give importance to recognizing staff and enhancing the working
climate. Policies and practices are necessary, but it is important to establish the proper mentality in senior
administrators so that the value of recognition measures is appreciated. Recognizing staff and enhancing employee
morale is not 8 once-a-year formal endeavour. It is a continual day-to-day way of working — a reflection of the
principals’. the administrators’ and the board's attitudes and values. These individuals must be made aware of and
agree on the importance of efforts to enhance human relations. They must make these efforts, both formal and
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infor.. al, sincere and meaningful. Of course, there are obstacles to confront. St. Boniface School Division No. 4
reports, * With tight budgets, low salary i'creases and the pressure to do more with less, it is difficult to keep good
morale. We are not without our cynics who sce our cfforts 1o recognize and support employees as meaningless
gestures. They will always be with school boards. We become concerned, though, when positive teachers express
their frustration at not being able to accomplish all that is expected. Morale, budgets, and workloads do have
something in common. Too little budget and too much work, regardless of efforts to foster good relations, wreak
havoc.”

Itis a challenge in education today to find the time to observe what is going on and to give credit to deserving
individuals. It is, furthermore, often difficult to measure the benefits of measures to recognize staff and enhance
employee morale since the cffects are usually intangible. “Research suggests that the climate of a school and staff
morale can have a more profound effect on student attitndes and leaming than such factors as class size and support
services.” * The pay-off to students is quality teaching while the pay-off to staff is improved job satisfaction — staff
demonstrate pride, loyalty and commitment to the goals of the system. Job satisfaction is heightencd and stafT tumover
is reduced. By offering opportunities 1o all staff members on an equal basis, employees’ feelings of importance are
raised. Thesc motivational measures promote a sense of togetherness among all staff and increase communication
and understanding in the school system.

SJudith Fris, “Improve the Internal Climate and Exter,  'mage of a School,” The Canadian School Executive,
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SCHOOL BOARDS PARTICIPATING IN THE SURVEY

*RITISH COLUMBIA

Bumaby School District No. 41

Campbell River School District No. 72

Central Okanagan School District No. 23 (Kelowna)
Cowichan School District No. 65 (Duncan)
Howe Sound School District No. 48 (Squamish)
Nanaimo School District No. 68

North Vancouver School District No. 44

Powell River School District No. 47

Prince Rupert School District No. 52

Qualicum School District No. 69 (Parksville)
Richmond School District No. 38

Surrey School District No. 36

Terrace School District No. 88

ALBERTA

Calgary Board of Education

County of Newell No. 4 (Brooks)

Edmonton Public School Board

Edmonton Roman Catholic Separate School Division
No. 7

Foothills School District No. 38 (High River)

Fort McMurmay Catholic Board of Education

Grande Prairie School District No. 2357

Lakeland Public School District No. 5460 (Bonnyville)
Lethbridge Catholic Scparate School District No. 9
Medicine Hat School District No. 76

Peace River School Division No. 10

Red Deer Public School District No. 104

Rocky Mountain School Division No. 15 (Rocky
w10 Housce)

Suathcouz Lo nty Board of Education (Sherwood

y Y

St. Aib.  ©onool District No. 3

Sturgeon School Division No. 24 (Morinville)
Willow Creek School Divsion No. 28 (Claresholm)

SASKAT(HEWAN

Nipawin School Division No. 61

Prince Albert Comprehensive High School Board
Regina School Division No. 4

Regina Roman Catholic Separate School Division No.
81

Saskaichewan Valley School Division No. 49 (War-
man)

Saskatoon School Division No. 13

MANITOBA

Brandon School Division No. 40

Division scolaire de 1a Rividre Seing/Seine River
Schoo! Division No. 14 (Ste-Anne)

Frontier School Division No. 48 (Winnipeg)
Garden Valley School Division No. 26 (Winkler)
River East School Division No. 9 (Winnipeg)
Seven Oaks School Division No. 10 (Winnipeg)
St. Boniface School Division No. 4

St. James-Assiniboia School Division No. 2 (Win-
nipeg)

St. Vital School Division No. 6 (Winnipeg)
School Disrict of Mystery Lake No. 2355 (Thompson)
Tiger Hills School Division No. 29 (Glenboro)
Winnipeg School Division No. 1

ONTARIO

Carleton Board of Education

Dryden Board of Education

Dufferin-Peel Roman Catholic Separate School Board
(Mississauga)

Etobicoke Board of Education

Frontenac-Lennox and Addington County Roman
Catholic Scparate School Board (Kingston)

Halton Board of Education (Burlington)

Hamilton Board of Education
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Hastings-Prince Edward County Roman Catholic
Separate School Board (Belleville)

Lambton County Board of Education (Samia)
Leeds and Grenville County Board of Education
(Brockville)

London Board of Education

Nipissing Board of Education (North Bay)

North York Board of Education

Ouawa Board of Education

Pect Board of Education (Mississauga)
Peterborough County Board of Education
Scarborough Board of Education

Simcoe County Board of Education (Barrie)

The Board of Education for the City of York
Timmins Board of Educatiin

Toronto Board of Education

Wellington County Board of Education (Guelph)
Windsor Roman Catholic Separate School Board
York Region Board of Education (Aurora)

QUEBEC

Commission scolaire Ancienne-Lorette
Commission scolaire Baldwin-Cartier (Montreal)
Commission scolaire de Chicoutimi

Commission scolaire de 1”Industrie (Jolictte)

Commission scolaire du Sault-Saint-Louis (Montreal)

Conseil scolaire de 1'ile de Moniréal

Commission scolaire régionale de 1a Chauditre (Ville

Saint-Georges)
Lakeshore Sciwol Board (Montreal)

NEW BRUNSWICK

Commission scolaire Jérdme-Boudreau (Bathurst)

District scolaire n° 1 (Saint-Quentin)
District scolaire n° 6 (Shippagan)
District scolaire n° 32 (Grand-Sault)
District scolaire n° 33 (Edmunston)
School District No. 10 (Chatham)
School District No. 14 (Moncton)
School District No. 15 (Moncton)
School District No. 18 (Sussex)
School District No. 20 (Saint John)
School District No. 25 (Oromocto)
School District No. 26 (Fredericton)
School District No. 36 (Dalhousie)

NOVA SCOTIA

Cumberland District School Board (Springhill)
Shelburne County District School Board (Barrington

Passage)
Dartmouth District School Board

PRINCE EDWARD ISLAND

Regional Administrative School Unit No. 2 (Summer-
side)

Regional Administrative School Unit No. 3 (Charlot
tetown)

NEWFOUNDLAND
Green Bay Integrated School Board (Springdale)

Labrador East Integrated School Board (Goose Bay)
Port aux Basques Integrated School Board
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THE BOARD OF EDUCATION FOR THE CITY OF HAMILTON

We’re Proud of

Now teaching at Westdale Secondary School,
Wayne Hager, has been coaching high school
basketball, football and cross-country running
for 20 years. He has also served as Program Di-
ractor of the Ontario Athletic Leadership Camp.
Wayne fesls coaching creates a “second family”
for his students: “In cross-country, sveryone of
my 86 kids is impontant, from an Ontario finalist,
1o the runner who finishes last.” We're proud of
Wayne Hager, and all the nearly 400 Secondary
School Coaches in the Hamiion System.

Hamilton Public Schools--
We're Proud

of the People

Who Make

Them Great !

The We're Proud Staff Tribute appears on the
second Thursday of each month, in the Hamilton

Spectator, Hamilton Mountain News, and Hamilton
Journal. l

Thesch()o,‘re

fssue No 1.
Introducing The School Tam | New year gets rousing send-off
Newsletter... More than 200 Hamslton Pri Vice-Pi Soper-
visors, Oificiate, Federatics Execusives and Boand Members
o ey aoex 1 came togesher af the Conveasion Centrs on Scpmmber 3

lesar. {1 Ay been compiad by mambers
W Fudlic Relations Commnisse.

Recause our school sym is XY, o
worad shroughous saarly 100 lesidings, Lt
13 0 SITSCNS 4o Regp SOv 4l of AT~
accomplishmony of collanguss, special
cvanis- sind 10 share maching idsss
nonghons e rusiam. We Aoy ihas e
The Schenl Teom will becoms o vaiued
ConpmiaicanoRs fiak

Those responsidle have promeised o do
Aair best a0 mnks each itos deeh eaiipte

————
I I

HPA Presidest, Bob McPherson. in s inimicable, humor-
ous style, introcduced his fellow head table guests, They
were:
Rath Vaa Horse, Board Chairmus; Ars Krever, Director of
Edocation 2nd Sacretary of the Boand; Kaith Rielly, Agsoci-
ste. Director; Clare McKagus, Supsrinmadeat, Cusriculun
aad Spacial Services; Johs Peanar, Business Adminisorssorf
Treasurer; Gary Sirckall, represescing Supervisors; snd As-
drea Rodertson, Socondary S hool Council.
Comiaued on Page 14

—-

A STAYT NEWBLETTER PAEMAAED SY THE SYSTRM PUBSLIC RELATIONS COMMITTES
The Sennt of Scucation for the City of Nomiierx, 150 Maln Srost Winet, Hasalllon, Ontarie LN B¢
Tolephone (£18) STA02 — “Sarving Tty — Susking Rrmrow ™

HAMI TON
S HOWN
CYSTIMS

A Compliment for You!
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Es

3

Y
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SCHOOL DISTRICT NO. 41

[ MNAKI NOW  Swse 1O

Ralph “Gramps " Coilins has worked as a custadian in Burnaby schools fof 19
years — the last seven at Bantord Elementary.

I think we are doing a pretry good b educanng the kids dday. Sure. were not
perfece but neither s the world, One thing | know for sure. people at our schood

vare.
-‘xmmgmmmmm,rmmlmmmmumm

‘ ‘ammygtpudtwmmf

Ralph Collins is one of the people who make
Bunuﬂnﬂspubucswhnousgam{puumgfolamm»

Rt pr 00

SCHOOL
DISIRICT 41
#) BURNABY

On the
occasion of
your retirement {rom
School District No. 31. Burnaby,
we wish to thank you on behalf of
the students and residents of Bumnaby
for your contribudon of

vears of faithful service
and extend to you
their best wishes.

(Burnaby, British Columbia)

R \

$

¥ ) , - t & = -
N N N N N AN N e
2ecyMcaiearicyriearicyniondteaiisgiiog?

Schoo! Disirict No. 41 - Burnaby

in recognition
of your 25 years of service fo
School District No. 41, Burnaby,
we wish fo thank you on behalf of
the studants and residents of Burnaby
for your contribution fo
public educotion.

U SRS A e Ik C
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Meet 41

of the people

who help make
Burnaby's Public Schools

good places to learn

SCHOOL DISTRICT 41
BURNABY



REGINA ROMAN CATHOLIC SEPARATE
SCHOOL DIVISION NO. 81

Regina Catholic Schools

From the DIRECTOR'S DESK...

Voluse 1 Nusber )} - Novesber 27, 1987

An Invitatioa...

in keeping with my commit-
mant to meat with the stalfs
(teaching, secretarial and
carataking} of ail achools,
we have devaloped a schadule
that affords me the oppor-
tunity to mset this obdjec-~
tive prior to the Christmas
recess. The mastings, five
in total, will cosmenca at
4:00 p.m. sharp and will ad-
journ no later than 5:30 p.n.
It is my intastion to digcuss
a numdar of topics of current
interest in an cpen, frank
and informative manser. I
axtend an invitation to the
statfs in all schools to
attand ths mesting in your
ares in accordancs with the
schedule that follows., A
meeting with Ceatral Office
and Maintenance staffs wvill
also be scheduled in the
near future to discuss thess
SEMR COPICS,

ﬂﬂﬂl{, Decamber §
Michael A. Riffal Nigh School

St. Angels, St. Bernadetta,
St. Jexrome, St. Joan of Are,
St. Josaphat and Michasl A.
Riffel High School.

Nednesday, December 9
?'soxxx High School
134 Argvie Streat

Sacred Rsart, St. Franeis,
S5t. Margy, St. Patrick,

St. Peter, 5t. Timothy,

CORE and O'Neill High School.

Tharsday, December 10
Sister NeGuigan High Scheol
£202 - Oth Avenye North

St. Aane, St, Catherine,

St. Gregosy, St. RNark, St.
Michsel, §t. Faul, St. Thazesa,
and Sr. NoGuigen High School.

Tuesday, December 15
Niller High School
1027 Collsge Avenss

Boly Rosacry, Jean Vanier,
Nsgr. de Laval, St., Andraw,
St. Augustine, §t. Dominic,
gt. Joseph, St. Marguerite,
and Niller High School.

Wednesday, December 1§
Dr. Nartin LeScldus Kigh Schoal

Deshays, 8:t. John, St. leo,
$t. Matthew, St, Plus X, and
Marisn and Leloldus Righ

Sasscas &w.lc

W4ith the Christaas ssason upon
uii ADd A8 we swwh forwasd to
celabrating the birth of Christ,
may I extend to you and your
fanilies a vary varm snd Daart-
fealt expression of joy and

goodwill for a happy, holy
Christaas...Nay the Nev Year
hring you continoed good
haalth, Mappiness and succeas
{n ail your sadeavors.

REGINA SCHOOL DIVISION NO. 4

Elsic Mironuck joined the Regina Public School staff in 1948.
She was appointed primary consultant in 1962 and principal in
1968. For fifteen years prior to her retirement in 1987, she

served as principal of Sherwood School.

Miss Mironuck was noted as 1 gifted educator with boundless
encrgy and enthusiasm. Through her dedication and pleasant
disposition, she gained the respect and admiration of colleagues,
students and parents. Elsie Mironuck’s outstanding service 1o
children was acknowledged by renaming Sherwood School in
her honour..
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BOARD OF SCHOOL TRUSTEES
SCHOOL DISTRICT

hil

To . __ .. oo Im recognition

of outstanding performance In U

5& (us '”?{‘

0 ‘\ )’ g ‘\ . N N

BOARD OF SCHOOL TRUSTEES SCHOOL DISTRICT NO. 26
(Fredericton)

SCHOOL DISTRICT NO. 72 (CAMPBELL RIVER)
This is to certify that

has completed the

CARE KIT TEACHER TRAINING WORKSHOP

FEBRUARY 1986

and is therefore eligible to teach the CARE Program.

Facilitasar :

District Adminisirator:

SCHOOL DISTRICT NO. 72 (Campbell River, B.C.)
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ST. VITAL SCHOOL DIVISION NO. 6 (Winnipeg, Manitoba)

e

E.P.S. File: BG and{GBD /
ST. VITAL SCROOL DIVISION NO. 6 — o
POLICIES-GUIDELINES~PROCEDURES Reference: Minute #838/86

and 839/86
Regulaticn #

EFFECTIVE: December 11, 1986 PSA ¢
AMENDED:
Subject : BOARD STAFF COMMUNICATIONS

BOARD ADMINISTRATION LEADERSHIP COMMITTEE

I. POLICY

The Board of Trustees of the St. Vvital School Division recognizes
the need and benefit of meeting from time to time with the
administrative oversonnel of the school system duri: 1 the course
of the school year to confer collectively on educational problems
and concerns, desired directions in which the system should be
moving and to review and recognize the attainment of Jdesired
objectives and philosophies.

P e o e e —— e

II. GUIDELINES

A. The membership of the Board -~ Administration Leadership
Committee shall be composed of the following:

Trustees

Principals

Vice Princinals

Senior Executive Council

Assistant Secretary-Treasurer

Deputy Assistant Superintendents
Supervisors

Child Guidance Clinic Area Service Nirector

3. The Committee shall be chaired by the Superintendent of
Schools or his/her designate.

C. Meetings may be called Adurina the school day at the
discretion of the Superintendent. Meetings will normally be
called a minimum of 3 times durina the school vear.

Y. The Board of Trustees will orovide for an annual sum of money
to be included in the budget to cover the operating costs oOf
the committee,

e |
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E.P.S. File: KB and BDDA
ST. VITAL SCHOOL DIVISION NO. 6

POLICIES-GUIDBLINES-PROCEDURRES Reference: Minute % 768/86
Regulation &

EFFECTIVE: October 16, 1986 PSA #

AMENDED:

Subject: PUBLIC INFORMATION PROGRAM

I. POLICY

The Board of Trustees of the St. Vital School Division believes
that the release of pertinent information regarding its
philosophies, policies and operation is an important vehicle by
which its employees and the public may become better informed
about educational matters. The purpoce therefore, is to inform,
enlighten, and educate with regard to the direction education is
taking in this Division and in so doing to increase public
awareness and understanding.

I1. PROCEDURES

A. Copies of Zoard Meeting Agenda will be made available in
advance of regular meetings of the Board to schools, media
and Chairpersons of recognized parent groups.

B. Copies of unapproved Board minutes will be made available to
local media outlets, Division schools, President, M.T.S.
Local, and Home and School/Parent Advisory Committees as soon
as possible after a regular Board meeting.

C. Media releases designed to amplify or explain certain items
from the minutes which are deemed to be in the public
interest, may be issued after meetings of the Board by the
Superintendent of Schools.

D. Information items from schools which enhance the educational
climate of that school in the community or Division may be
released to the media by the Principal or Senior Executive
Council.,

E. All prepared news releases issued to the media from Central
Office shall be approved by the Superintendent of Schools.
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E.P.S. File: BF
ST. VITAL SCHOOL DIVISION NO. 6

POLICIES~-GUIDELINES~PROCEDURES Reference: Minute ¢ A75/86
233/87
Regulation &
EFFECTIVE: September 11, 1986 PSA #
AMENDED: March 26, 1987

Subject: BOARD POLICY DEVELOPMENT

I. POLICY

The Board of Trustees of the St. vital Shool Division has the
authority and responsibilitv to provide leadership and direction
on all matters pertaining to the school system. It is through
Board developed policy that the Board fulfills these
responsibilities and governs the School Division. The Board
recogqnizes that contribution and reaction from those people
affected by oolicy plays an important role in policy development,
but assumes ultimate responsibility for all policy development in
the Division.

Policies of the St. Vital School Division shall consist of a
policy statement, guidelines, and procedures.

II. GUIDELINES

A. The Board shall establish a Policy Committee of three (3)
trustees to co-ordinate all policy development. The
Superintendent or designate shall be an ex~officio member of
the Committee. The Committee shall be annually appointed.

B. Parent groups, teachers, administrators, student council,
trustees, and residents in the Division, are encouraged to
submit suggestions or recommendations in writing to new or
existing policies to the Policy Committee at any time.

C. Normally, requests for new policies or amendments to existing
policies originating from the schools will be directed
through the orincipal to the Superintendent, who will forward
them to the Policy Committee with a reccmmendation.

D, Policy proposals shall be approved in principle by the BRoard
before being circulated for reaction.

E. The Policy Committee shall receive all reactions and comments
to proposals for <consideration and ©oossible proposal
revisions.

F. Proposed policies, or revisions to existing policies, shall
be forwarded to the Board with a recommendation from the
Policy Committee.

52
1 of 2



E.P.S. Pile: BF
ST. VITAL SCHOOL DIVISION NO. 6

POLICIES~GUIDELINES~PROCEDURES Reference: Minute # 575/86
233/87
Regulation ¢
EFFECTIVE: September 11, 1986 PSA &
AMENDED: March 26, 1987

Subject: BOARD POLICY DEVELOPMENT

III. PROCEDURES

In the development of policy proposals for the Board of Trustees,
the Policy Committee shall ensure that the following structure is
utilized:

Policy Statement

A policy statement is a ohilosophically-based statement which
is goal-oriented and establishes the direction for future
action.

Guidelines

A gquideline defines the framework within which the
oraganization can discharge the pclicy with Dpositive
direction. It tells what is wanted. It may also indicate
why and how.

Procedures

A procedure is a statement of who does what, how and in what
sequence.
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REGIONAL ADMINISTRATIVE SCHOOL UNIT NO. 2
Summerside, Prince Edward Island

Source: Board Formulated Effective Date: April 7, 1987
Minute No.: 87-014

GOALS FOR ESTABLISHING PERSONNEL POLICIES

A dynamic and efficient staff dedicated to education is necessary to maintain
a constantly improving educational program. To this end, the development of
personnel policies is an essential component of the program of public education
in the Unit. The philosophy of the Unit and the community generally will be
reflected in these policies.

Through its personnel policies, the Unit Board will establish an environment
that will attract and maintain the best-qualified persons whose mission will be
to provide the best possible learning opportunities for the students enrolled in
Regional Administrative Unit No. Two.

The long-range goals on which these policies will be based are:
1. To recruit, select, and employ the best qualified personnel.

2. To honor negotiated (employee) Collective Agreements and to administer the
Unit in a manner conducive to good employer/employee relations.

3. To provide opportunities for inservice training programs for all employees
to enhance professizual growth.

L. To conduct an employee evaluation process that will serve to obtain
maximum staff performance.

5. To assign personnel in a manner which ensures that they are employed as
effectively as possible.

6. To develop the quality of human relationships necessary to obtain high
levels of staff performance and job satisfaction.

Policy development will be approached with attitudes of mutual trust and
respect. Cooperation and participation of the Unii's employees, the administra-
tion, and the Board are essential in the formulation of personnel policies.

Implementation of personnel policies will include procedures for the handling
of professional and ethical concerns through which all persons or groups
affected may freely express their views.




Code: GAB
UNIT TWO SCHOOL BOARD
POLICY
Source: Board Formulated Effective Date: Qct. 6, 1987

Minute No.: 87-49 Supersedes: N/A

QUALITY OF WORKING LIFE

The quality of working life of Unit Two personnel is enhanced
when a style of organizational management exists that attends to
the intrinsic needs of people (e.g. the need for a sense of
personal worth; the need to interact with others; the need for
involvement in decision making; the need to be recognized for
achievement and contribution; the need to experience personal and
professional growth) -- and to their extrinsic needs (the need to
realize fullest potential through a work situation that
challenges, is conducive to creativity and promotes efficiency).

To this end, Regional Administrative Unit Two will promote,
establish, and support a Quality cf Working Life Program.




REGIONAL ADMINISTRATIVE SCHOOL UNIT NO. 2

REGULATION

QWL PROGRAM

This section of the regulation outlines procedures to be followed
in activating the program in Regional Administrative Unit No. 2.

1. Establish a QWL Steering Committee composed of representatives
of all sectors of the Unit work force whose function will be
to promote, support, monitor, and evaluate programs pertinent
to the concepts of QWL.

2. Provide the services of a resource person whose function will
be: 1) to present orientation programs to employees 2) to
provide consultative service to employee groups re the develop-
ment and implementation of a QWL Program 3) to provide training
in leadership to participating employees.

3. Promote programs re the emotional well-being of personnel.
4. Develcp programs of employee recognition.

This section of the regulation describes the prcccdure to be
followed in accessing the services of the Unit resource person
and the resources of the Unit QWL Steering Committee.

1. Any group of employees interested in developing a QWL Program
asks to discuss such an interest with the Unit resource person.

2. The Unit resource person assists the group in the clarification
and organization of its intent and in the preparation of a
submission to the QWL Steering Committee.

3. The Steering Committee evaluates the proposal and if approved,
assigns resources to support the program.

4. The programs will be reviewed periodically.

This section of the regulation describes the procedures to be
followed by the QWL Steering Committee in accessing Unit funds
for planned QWL projects.

The QWL Committee will be responsible to submit to the Business
Superintendent by March 31 of each year a budget detailing the
nature and estimated cost of QWL projects planned the next
school fiscal year.

Following normal budget considerations the Business Superintendent
shall advise the Committee of the total budget allocation approved
for use by the Committee. Such approval will normally be provided
by June .30th.
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