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5\‘ , \ ) Introduction

e The overall objective of the prototype program. has been to provide
P a 24 hour a day learning environment for deaf children in residential
! schools in order to enhance their academic. progress and social deve10p-
RPN mént. ‘The method has been to train cadres of trainers who would then
. provide a comprehensive schoolwide approach to staff development and 4
2 inservice training of afterclass staff iu. their own schools. o

The results of .the before and: after «evaluation of the project
indicate that the ‘comprehensive schoolwide ‘apptoach to sfaff deve-

) 10pmenL and inservice trairing made a difference in the participating
schools, ‘Changes occurred in the desired: direction in children and
in all levels. of afterc1ass staff, The d¢hanges were not spectacular
but they indicated that ‘progress, had been made and that good things
were happening to- «children- and staff, - o

) . Since the ultimate .measure of tlis success -of a program is positive

. change in children, it is important that the'éevaluation .data indicates

: ' ‘changes  in the childien in the four specific dreas ‘that -were emphasized
in the program, Childfen: in the-six: schools that participated in the

z prototype program

5 (1) mrticipated in a greater number and variety of afterclass'

T . experiences

SO : (2) made -a ‘greater ‘number -and- range-of decigions and- took res-

P ponsibility‘for ‘more independent activities. ,

3) .demonstrated improved interpersonal: -and social skills

(4) showed increased use of communication and language.

It seems likely that changes in the children .are re1ated +0. changes-
in the staff. By the: end: of. theé: second’ institute. the trainers'ir :each
school hdd developed' an inservice training and staff development pro=
gram-that met thé criteria established by the project staff and parti-
G cipants., Eachwcadre\ went on. to implement. the inservicestraining and
I staff. development plan in its own. school; The 'end of the year evaluation
N of inservice training activities indicated that all of the -schools had .mae
' an: increase in the types -of train1ng activities offered to- afterclass staff and
Iy in the nnmber of times ‘training: activities were provided Schools
- :ialso indicated -that the number of people involved: in planning and

~imp1ementation of inservice training activities had increased to
include a broader~representation of the, entire schoo1 _staff,
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Contact and cooperation, between inclass and afterclaés staff
increased during the project year. There was an increase in the
number of both strictured task-oriented contacts betweén: inclass
and afterclass staff members and the numbe: of informal contacts.

‘ Attitudes .between the two staffs improved.

Afterclass staff in a11 8ix schools demonstrated a positive

change in. .the following areas:

(1) ‘increased satisfaction in job and feeling of worth.

(2) increased ability to communicate with deai children.

(3) increased knowledge of child deve10pment and the needs of
children, and .increased 84111 in dealing with specific
‘behavior problems,

(4) increased knowledge of the educational process for deaf
childrehq and increased ongoing help to children in de-
veloping. and using language and communication.

(5) increased knowledge of group dynamlcs and competency in

) helping c¢hildren develop interpersonal skills.

(6) increase in number 2and variety of afterclass experiences
provided.

(7) increase in number and variety of afterclass opportunities
provided children for independent activities and decision.

The prototype training program has- been disseminated widely
in national conferences held in the Western and Eastern parts of
the country. Participants have included residentidl schools and
nearby training institutions interested in cooperating with:-the .schoois
to provide inservi.e training of afterclass -staff, The procedures,
" publications, and aud:Lo visual materials have been put together into
a training package that is being distributedsto all residential schools
and to training institutions.
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I. Ihe Problem

Educators have long recognized that for deaf children to achieve
good academic progress and psychosocial development they must have
a 24 hour a day learning environment. They: rieed continuing opportun-
ities for learning about the world and interpersonal relations, and for
developing and using language and communication in a wide range of
natural daily life situations. The deaf child who is: deprived of the
incidental learning provided by audition must be specifically taught
not only facts, concepts, and academic skills, but attitudes, values,
social behaviors, and knowledge of self and othérs.

To provide a rich learning environment for the children who live
in residential schools, :the afterclass hours staff members (henceforth
designated as afterclass staff) need knowledge and skills and need to
cooperate closély with the inclass staff. Superintendents of residen-
tial schools for deaf:  children recognize this need and are concerned
about the problem of providing the necessary training for the afterclass
staff, especially dormitory counselors.

In an attempt to meet the need, the Conference of Exécutives of
American Schools for the Deaf, in 1960, set up a training committee,
"Dormitory Counselors, Training and Certification'", to make a survey
of existing conditions and to set up a plan for raising the level and

status of the afterclass staff. In 1962, the Conference issued the
followirg statement,

A good dormitory program in a.residential school
for the Deaf is of extreme importance. The children
are under ‘the guidance more hours a week of the dcrmi-
tOfy counseldr than £ny other staff member, ‘The
Conference of: Exezutives of American Schools for the
Deaf wishes ty recognize the importance of these
positions and desires to improve the standards: for
these positions. To do this ‘the Conference is.
offering a certification plan for dormitory counselors.
Report of the Committée on Certification of ‘House-
parents. Washington, D.C,: <Conference of Executives
of ‘American Schois ‘for the Deaf. April 2, 1962.

Superintendents were asked to provide opportunities for counselors
to .take courses required to raise their level and to look upon the position
of counselor #s a professional position. In 1968 the Conference sponsored.
an investigation to determine if the certification plan was succeeding .or
if a need still existed for more systematic professional preparation of
dormitorv -counselors. The: results of the survey indicate that chief
current prshlems in this area are still limited .professional competency
of dormitory personnel and low professional status. The conclusion in'
the report is,-"The;need*fg: specialized instructional programs for
‘dormitory counselors in schools for the deaf appears to be well re-
cognized", (William N; Craig, The Professional Preparation of Dormitory
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Counseélors for Schools for the Deaf’. Ay

ican Annals of the Deaf, Sept.,

1969, 14 No. 4 pp: 7)4 -756):

Thus for some time there has been a
personnel responsible for .the children's ,
knowledge, skills, and or1entation neceiiyy
total educational endeavor. There is alyg
between the afterclass and inglass stafr,

widely recognized need thit .the

fterclass. hours have the
ry for full contribution to the
need for close cooperation
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I1. -Objectives .

A, Objectives for the .total project period
B. Specific objectives for prototype program, 1972-3
c. Specific objectives for dissemination, 1973-4

A, 'Objectives.for the tctal'project period

‘The ultimate objective of the, prototype program is to create
a 24 hour a day learning environment for deaf children in residential
schoois that will enhange their academic progress and social develop-
ment, An effective way of achieving the goal of preparing -staff to
provide a round the clock environment fostering max1mum educational .
and: psychosocial growth. would be to train professionar afterschool s 2
staff who then would be able to train the afterschool staff in their B
own schools for effective participation in. the overall educational
program. Recognizing this, the staff .established the follow1ng
objectives for the three-year project period:

1; To develop and implement in six residential schools for deaf
children in the northeast area a régional prototype for
inservice training- -of proféssional afterclass staff., The
goal is to develop within each school a training cadre ‘com-
posed of both afterclass\and 1nclass Houts. superv1sing staff
which will provide. afterclass staff -with :the :knowledge, 8kills,,
and attitudes needed for increased contributions to the total .
deve10pment of deaf children. The ultimate goal, :and hence: .
the final test of the program's effecriveness, is dbservable i
change 4in the children's behayior, indicating growth in inter-
personal skills, decision making ability, participation in a

broad: range of experiences, and us.- of communication and
language. )

2. To provide seven East coast and seven West consy residential ‘ ',E
schools with a tr aining sequence' that will enable them to k!
use the regionai prototype model to establish: comprehensive o

programs of insérvice training for afterclass staff in their )
own- schools.

E——

3. To provideé a’ group of East coast and West ‘coast community
colleges and’ training institutions with a training sequence
that will enable them to use-the regional prototype model
to assist residential schools in their own areas with inser-

. vice training of afterclass staff,

4., .To produce a: complete package incorporating the fieldtested
and revised prototype training program including content,
educational technologies, ard special materials developed
for ‘its use, This will ‘be disseminated nationally both for
-use in residential schools for deaf children and for
‘adaptation in residential schools for other types. of child- ]
ren requiring special education.. . Ff




5. To disseminate ihfo:mation about the training model. at ‘both
the national and local levels through 'lectures, articles,
papers: and participation in meetings by mémbers of. project -

) staff. '
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B. Specific Objectives for Prototype Program, 1972-1973

In the evaluation plan (pp. 52-56 ), all project objectives are
expressed in terms of specific” behavioral goals, indicating both measurement
procedures ‘and criteria: standards. Specific objectives of the prototype
program are expressed as interim objectives for each stage of the process

.planned to achieve the changes in the children's behavior. First are

specific objectives for training of the cadre of trainers; second are
specific objectives for the inservice training program for afterclass
staff in each school; and finally are specific objectives for changes
in the .children. : '

1.. For cadres of trainers

1.1 To increase contact and cooperation between inclass and
afterclass- staff.

Inclass and afterclass supervisory staff will work
together on special assignments at training institutes
and at own schools between institutes.

Each cadre of trainees will arrange for increased
opportunities ‘for contact, communication, and cooperation
between inclass and afterclass staff in its own school.

1.2 To-have each cadre develép for its.own school, by the end

‘ of the second institute, an inservice training and staff

development plan that meéts -criteria established by the

project staff and participants.

1.3 To have each cadre implement in its owr school its inservice
training and $taff development plan.

1.4 To demonstrate increased ‘knowledge and skills in the
competencies needed to implemgntAtraining“programs in their.
schools. Needed competencies ‘include; '

Supérvisory principles and skills.

Group dynamics and processes.

Management of specific behavior -problems.

Use of special educational techniques, aids, and training
strategies, oo

Use of local resources in’dtéff‘tf@iﬁipg.

For afterclass staff,iﬁ,ééch«schoql

Y
.,

2.1 'To demonstrate inc:gased sat1sfécgiqp in job and feéling of
worth as having an important role in the total schodrsprogram.

2.2 _To demonstrate increased ability to communicate with deaf

children,

-,2,3 To demonstrate incréased knowledge of child development and
the needs of children and increased skill in dealing with
spécifig'behaVibral.problems,
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To demonstrate increased knowledge of the educational
process for deaf children and to provide ongoing informal
help to children in developing and using languagé and.
communication,

To éemonstrate increased knowledge of groﬁp dynamics and
competency in helping children develop interpersonal- skills.

To provide a broadercxperiential base for. the ch.ldren -- a
-greater variety of learning experiences.

To provide children with increased opportunities for in-
dependent action and decision maklng choices.

chlldrenwin.each schodl

To partic1pate in a greater number and variety of afterclass
experiences.

To make a greater number and range of decisions and choices
and take re3pons1bil1ty for more independent activities.,

Tg,deménstrate improved interpersonal and social-skilis(

To demonstrate increased use of communication and language.

*
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«Cé §gegific10bject1ve§ for Dissemination, 1973-1974.

1. For résidential schools for deaf children---Intensive'disseminatioh

To provide fourteen residential schools from different areas of ,
\ ur ] the United

States with a training sequence that will assist them in establishing compre~
hensive programs of inservice training for afterclass staff in their own:
‘schools. and enable them to cooperate with the training institution in thei. area
-to set up a regional program, ‘ -

The ultimate ¢riterion of success, as with th \ rogr

‘ m : ess, . the prototype program

will be observable changes in the behavior of the children in the schoéls.

A short term evaluation of the program's effectiveness will be made in

. April 1974 on the basis of the plans for inservice training .submitted by

the schools and by an..assessment, through questionnaire ‘and interview, of
the pargicipants',subjective.judgmenté of the value of the program in
helping them develop training activities, o

2, For training institutionse===Intensive Diséeminagion
To provide training institutions from different areas  of the United States

with a training sequence that will enable thein to use '
] a ‘ 340 : ) 1em the regional prototype
mqggk for traiging.afterclass staff in residential schools in their own azgas.

€t e e e

" ‘The long term evaluation of the effectiveriess of this aspect of the
dissemination program will be an assessment of the extent to which the
institutions carry on the trainip~ mode! by providing future training for

the afterclass staff in residgptiéi‘Schools.in their regions.

A short term evaluation of the program's effectiveness will be made in
April 1974 on the basis of the regional plans. submittéd by the institutions
and by an assessment through questionnaire and interview, of the .participants’.
subjective judgments of the value of the program in helping them develop
training activities, ' o

3, For training institutions and residential schopidri-Exﬁensiﬁe,digsemination

To send to all training .institutions and ;es;dent;alksqhoolg for deaf
children in the United ‘States a training package containing procedures,.
‘curricula, .guides and training materials to aid them in establishing '
comprehensive inservice training. programs for afterclass staff in residential
schools and to provide ggidanpexahd‘épnsulrggion to training institutions and
schools requesting assistance in developing training programs suited to their

‘own particular situations, -

? -
4, For all intérested persons
" To disseminate information about the training model at both the national
and local levels through lectures, articles, papers and participation in
meetings by membérs of the project staff.

a
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Pre-project activities

‘Phase I, Planning

‘Planning schedule; ‘Year I

.PERT diagram of 1971-72 planning schedule

Key-to PERT diagram of 1971-72 planning schedule (calendar)
Phase 1I, Regional prototype

Major course sequence ‘for prototype sessions
Training strategies

Training institutes

Between institute ass ignments —
Exchange of dormitory -counselors:

Newsletter

Follow-up progress. reports from training cadres.
1972-1973 calendar

‘,‘

Phase III Dissemination of prototype to other areas

Procedures for dissemination of prototype,. 1973 1974

Calendar for dissemination year, 1973- 1974

Materials deve10ped for ‘prototype

Training kit for staff devélopment in residential schools
Adapted training kit for staff development in day school programs




III. Proceedures

fa ' A. -Pre-project activities

X ;. The proposed model was the result of two years of planning

- activities by the New York University Deafness Research & Training

P - Center. The need for such a program had been assessed by a survey
and study of residential schools for deaf children throughout the
country, by comminication with:.che Conference of Executives

of American.Schools for the Deaf,. and by Several workshops sponsored
by the Center.. Following is an outliné of background activities that

" -

culminated in a tentative plan for the prototype program.

RGP
- N

1. Basic data gathering,

?\ ’ ==-A survey and study of existing inservice training programs
- in schools for deaf children. ’ :

'=--A sufvey and. study of inservice training programs for child
care workers ‘in other fields. -Consultative help was obtained

‘ from the Child Welfare League of America and from the Institute

. of Research and Training in Child Mental Heaith. The director

o of training attended a one-week training seminar sponsored by

the institute.

L --~Communication with -all superinténdents of %esidential.sghqolg

L 5 for -deaf children. IﬂwDecembet;,19695'eyery'supétihtépdent was

‘ , ' sent a letter informing him ‘of the proposed project and asking

IR for reactions. Superintendents throughout thé country expressed

) the need for, providing ihéervice~spécialized~inst:uctiohai programs
for dormitory counselors. . a

2. 'Research Conférénce of Behavioral Scientists and Educators, - v
February, 1969,

] é‘ﬁqu;ng,conférence.mgt for two days ‘to- consider "Environmental
Dynamics in the Béhavioral»DeVelqpment of Deaf Children",
Participants identified factors involved in providing an

environment to foster optimu eéducational arnd psychosociai

s developmént..in..deaf .children, eéspecially in Fesidential schools.

v Recommendations were made regarding providing after-school

i hours personnél with the knowledge and skills needed for this. >
. See-appendix, page A3; for list of ‘participants. o

3. :ﬁétionaliPlaﬁniﬁg‘dbnférence at. Gallaudet College, October, 1969,

O Participants facluded superintendents of residential schoole,
special educators, experts in the field of residential care for

‘children, psychologists, -and deans'.of students. The group

‘suggested general guidelines and- agreed to select one region

53' ) tofbg-gsed.as a pilot region. for the develqpmentrqf~activities
; ‘ . and programs. See appendix, pagé A4, for list of participants,
by g : . . L. R




5.

‘Conference withlSuperintendents - January, 1970.

A one day conference. was held with superintendents of
residential schools- in the northeast region. The participants

.ncluded eight superintendents, staff from the Deafness

Center and experts in the field of residential care for
children. This initial involvement of administrators is
essential for the success of any inservice training program
implementation. The needs, as perceived by the 'superintendents
for their staff, must be given serious hearing before new

_ ‘training programs can be introduced ‘in their respective
facilities.

The superintendents identified .and. developed their
perceptions of inservicé training needs of child care
staff, the administrative aspects of achieving various
degrees of training goals, and the possibilities of
projected modification in child care programs. A superintendents
committee serving as a liaison between the Center's activities

int raining and the residential schools" programs was -also -

established,. See page A5 for a list of participating super-
intendents ‘and conference program,

Workshop with Afterschool Staff - May, 1970

The Deafness Center sponsored a one' day workshop for
representatives of wvarious child cire worker levels from
the residential schools for deaf -childrer in- ‘Region I.
Fourteen dormitory: counselors and supervisors met with
Center Staff and consultants in: the field of deafness and of
residential care.. Participants identified specific educational
and training needs of after school hours staff. These needs
were considered in- planning the tentative prototype training

‘model, ‘See page A6 for listing of participants.

Conference.gn~§valuation - April, 1971

14

A conference was helo with Augustine Gentile to.discuss
cooperation with the Annuar Survey of Hearing Impaired Children
in obtaining baseline :and- evaluation data. The ‘Survey will
assist in providing data to help in selecting control schools
.and*in comparing ‘the academic ‘progress' of children in theé
participating schools with children in all other schools,
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- B, Phase,I. Planning

The planning year, September 1971 - August 1972 was used to develop
materials and specify in detail full plans for the model training program,
to be inLtiated in September 1972 in the Northeast region. Following is
an outline of planning activities.

1. Development in detail of content of prototype training program:

Selection of topics to be included, specifying‘for;each~topic:

The objéctives

Behavioral goals

Specific :materials to be covered

Criteria,Eor evaluating the achievement of the objectives.

Planning of training strategies to be utilized in each .aspect
of the program. The methods and techniques used in the prototype
program - will be adapted by the participants and tried out in
inservice training of staff in their own schools. Approaches
considered included: '

Learning by doing: Taiks as curriculum content

Didactic teaching: fecturettes followed by discussion

Establishment of a' positive training climate in a setting

that .gives opportunities for informal exchang . Cracker

barrel sessions.

Problem solving' groups

Role playing ‘

Audio-visual aids

---Utilization of videotape systems, tape recorders,. movie
cameras, etc. in ongoing staff development program,

--~Utilization of prepared materidls such as movies and tapes
on problems of residential living and child development.

Report writing :

-~-As. part. of thé process of obtaining information

~=--As a tool for learning to sharpen observations and to
encourage search for further understanding of the
behavior reported.

Sensitivity training

To help participants increase their understanding of their

own feelings and attitudes in rélation ‘to job .performance:

Seminar on ‘selected readings

‘To broaden horizons -and to’ stimulaté disc¢ussion on the

relation between theory and. practice

3. Special field projects o be conducted by -each training
.cadre in its -own school,

Planning of_Sequence—of prototype program:

13

‘a.” 'Institutes dates, specific topics to be covered, time to be
alloted to each




b. Projects..and assigned activities in schools between institutec.
¢. Scheduling of site visits -to participating schools
d. Scheduling of research evaluations.

4. Development of a prototype staff training manual and resource packet:

These are to be used at the training seminars and by the training
cadres in their work in their .own schools. The prototype staff
training packet. weuld thus be field tested- when the model project
is implemented, and would be available for subsequent wide
dissemination and use,

a. Planning of contént of training manual and resource packet
b. Assembling and developing necessary materials

c. Exploratory training activities to field testxmaterials
d. Final compilation.

5. Exploratory training sessions:

These would be conducted in individual schools, They would be:
evaluated by participants and projéct staff iu. regard to content
and effectiveness of technique. They would also provide empirical
‘experience with items for .the proposed ‘manual and resource packet.

6. Planning evaluation of prototype; !

-a. Development of ‘a rationale and ‘procedures. for observing and
evaluating. actual effectiveness of program. Observe and.
document the following:

---Change in the school's inservice educational activities,
nature and quantity of the sessions, 'the number of
participants, and their subjective assessment of (the
program.

-~-In¢reased cooperation between. educational and afterclass
staff as. measured by chdnge in- number\of contact hours
between the two groups and by changes in their attitudes
toward each other.

---Greater desire on the part of school administration ‘to
expand scope -of the program and. to ask for more -consultation
in the area-of training.

--=Greater job satisfaction of afterclass. staff as
indicated by ‘decrease in turnover and by their résponses
to: attitude surveys.,

-~=-An evaluation by a committee 6f experts- from both the
fields of deafness .and of residential 1iving.

-~-Changes in academic achievement of ‘students in participating

- -gschools as compared with non-partitipating :schools. (The °
Annual ‘Survey of Hearing Impaired Youth cooperated in pro-

‘viding baseline and evaluation data. There was a. pre-program
evaluation in May;. 1972 and a post-evaluation in May, 1973.)
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b. Deévelopment of instruments for measuring changes in
participants and in various aspects of the schools.

c¢. Design and scheduling of evaluative research study with
participating schools and control schools.

d. Pre-project baselire evaluation’ of participating and control’
schools,

e. Using the evaluational data as a basis for modifying and
refining the prototype.

Pre-project contact with participating schools:

a. Conferences with superintendents

‘0: Selection.o” trainees

c. Pre-project preparation of trainees

d. Arrangements with participating schools to take turns serving
as hosts for the seminars.

' Completed arrarigements for a four-day institute to be held the
first ‘week in Septembér, 1972, before the opening of schools:

a, Selection and notification of participants
b. Arrangements for site and all facilities
c. Detailed planning ‘of objectives, content, methods, and structure
d. Selection and securing of instructors,, discussion leaders
-and- consultants.
Planning for facilitating thé utilization of the prototype training
program.by other groups:
a, Videotapes of sessions
b. Development of training manual and packet of materials
d. Consideration of other types of dissemination, as research
utilization conferences.

24
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Planning Schedules Year I

.
-

. " Sept,Oct ,Nov Dec,Jan,Feb  Mar ,Apr,May Jun,Jul ;Aug
Development in detail )
of content ’

Plonning of training
strategies

Planning of sequences

Development of
training manual and
resource packet

Exploratory training
ses§ions

~Planning evaluétiqn
Obtaining baseline .
data

Contact with
participatory - .
schools

~ Arrangements for first
5-day institute )

Plapniné for
utilization .and
dissemination.
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Key to PERT Diagfam,of 1971 - 72 Planning Schedule

Activity

Number g Event . : Begin Complete
1.0 Specify project objectives 9-1-71 10-1-71

Evaluation Activities “
2.0 Specify evaluation objectives 16-1-71 11-1-71 °

2.1 Specify evaluation procedures for 10-15-71 12-;5-71:
each. objective :

2.2 List specific¢ evaluation tasks 12-15-71 . 1=7-72
2.3 Develqp_evaluétion instruments ) 1-7-72 ’3-25-72“-
For baseline data on characteristics 1-7-72 - 1-22-72

and present activities of participa-
ting schools

For evaluating specific objectives for 1-22-72
cadres of trainers ’

; . ’ For evaluating sPecific obJectives for . 1-22-72
‘ afterclass staff

- -

For evaluating sPecific objectives for 2-1-72
children:

s For«ongbing process evaluation of 3-20-72-
: activities

g‘ ) For evaluation of materials 1-15-72

' ) 2.4 Consult with specialists re: evaluation  1-22-72
- instruments & curriculum

A 2.5 Conduct pilot exploratory training 2-1-72;
5 session evaluations .

; 2»6,' Revise evaluation instruments and 3-1-72
v : materials /{hxwh
3 . 2.7 . Obtain baseline data . ‘ 4=1-72

” Training Program Planning Activities

3.0 | Specify contents of training program 9-1-71

3.1 - Determiné training stratcgies for each . 12-8=-71
objective




Activity , : . : .
QEE&SE . . Ejggg ’ Begin ~thEIétg a
3.2 Plan sequence of each training strategy 2-1-72 . 2:8-72 ’
S~ '.3.§ Plan audio-visual méteri;ls ’ 2:1-72 | 5-5-72
3,4"’ _ ' " Develop audio-visual materials 2-§972 6-1-72
- 3.5 Develop spe¢ific details for each of 2-8-72 7-6-72
. five institutes: oanctlves, ‘content
training, strategies & materlals
t; ’ . * First Institute ‘ .A2-8-72 5;20e72 »
| Second -Institute 3-;-72 456772
Third Institute | _ ' 4o6-72 5-6=72
' Fourth Institute ' . ‘ 5-6«‘22 “‘6":-’6,-72‘ |
Fifth Institute © 6-6-72 7-6-72 . o
Development éf Handbook .and Materials: ‘ ‘ (
4.0 | <§pécify=progrém'materialé to be develoéed 10-5-71 10612ﬂ21 1(?

4.1 . Détermine specific content' of hardbook  10-12-71 11-6-71
« and other materials : ‘

4.2 Assign develoPment of specific handbook 11-6-71 lvﬁ-ii
sections to-consultants N : -

\4,3 . . Develop v1deotapes in participating 1é§é7i - 4-15-72
. ( schools

4.4 Write sectioés of haﬁdbook not -assigned’ 1=6<72 ’5b3lé7g?i :
4.5 . bﬂﬁégmbie handbook 1 591é7é*_ .56-15i72 "$§
4.6 DeVéquvﬁprksheétvma;e;ials’fgr institute '6-1-72 ~69156?i
4.7 _ Edit. handbook - ' 6:15-72 715-72
u@;%f | Arrange for‘handbookqpfintingi ‘ 7-1=72 AL]-}S@???;'%E

4.9 Collect .other material for rescurce . v 1-1=72. (-‘8;1$v72’
) packet. ’

* 4,10 Complete assembling of print:ed handbook  8-1-72 o geis-72.
L, _and’ matcrials v, e




:Activity
Number

“

Event

‘Pre-institute Contact with Participating Schools

5:0

5.1

Hold planning meeting with super1ntendents

of participat1ng schools

Secure commitnents of schools for institute

‘dates and locations and part1c1pation in the

training program

Obtain from participating schools behavioral
observation case material for curriculum
development

Develop in cooperation with participating
schools videotapes for use in institute

~traln1ng SGSSIQnS

" Field test portions of the handbook

curriculum in non-participating schools

Obtain names and background data for each
training program participant

.

"First Institute

'6;0

Conduct First Institute

12-15-71

Complete

12-6-71

12-20-71
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C. Phase II, Regional Prototype

Six residential schools for deaf children in the northeast region
participated in the pilot training project. The school superintendents,
who participated in several planning conterences and agreed to have their
‘staff take part in the project, participated themselves in an advisory
capacity. The schools were the Governor Baxter School in Falmouth, Maine;
the New York School in White Plains; the New York State School in Rome;
‘the American School in West Hartford, Connecticut; the Rhode Island
School in Providence; and St. Mary's Schooi in Buffalo, New York. Three
trainees represented each ‘ot the participating schools: a supervisory
teacher, the dean of students, and a supervisory dormitory counselor,

The same three staff members from each school came back to each insti-

tute session, and formed the cadres of trainers who pa ticipated in the training
program and. are serving as trainers in their own schools. The participants

were staff members who. indicated interest and competency in training

other members of the staff, They were selected by the administrators

of the schools,

The rationale for having the statt members from both afterclass and
inclass departments of each school train together was that the group
had an opportunity to practice cooperation and to find realistic ways
of working togethér at the training. seminars, and was then ablé to con=-
tinue this cooperative effort in its own school.

There were five training institutes in all, The first was for four
days and was held before the opening of school in September 1972 at the
Governor Baxter School in Falmouth, Maine. The: subsequent institutes .
vere for thre¢ days each, in October 1972 at the New York School in p
White Plains, in November at the New York State School in Rome, in January g
1973 at the:American School in West Hartrord, Connecticut, and in April
at the Rhodé Island School in Providence. The schedule was 'as follows:

First Instifute August 29,30,31,September 1, 1972
Governor Baxter State School tor the Deaf, Falmouth, Maine

Second Institute October 10,11,12, 1972
New York School tor the Deat, White Plains, New York

Third Institute November 13,14,15, 1972
New. York State School tor the Deat, Rome, New York

Fourth Institute January 8,9,10, 1973
Américan School tor the Deat, West Hartford, Connecticut

Fitth Institute April 10,11,12, 1973
Rhode Island School tor the Deat, Providence, Rhode Island
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Major Course Sequence .for Prototype Sessions

A

[ NI o e e s -

¢ 1. A comprehensive program for a residential school for deaf children

objective .,

To describe the current model in -each school

---Administrative structure - relation of residential staff h
to administration, 1nstruct10na1 staff and other services.. . :

---Job déscription-of various levels of residential staff . g

---Intra-department structure of residential staff )

Lo . To develop an ideal model :

N ---Identification of needs of deaf children in a residential v
setting :

---Roles: of reéidential’staff in meeting these needs.

To adapt the ideal model to each local setting - As trainees
) of each cadre develop.adaptations of model for ‘their own i o
A‘ . school they will attempt to implement it and evaluaté it in i

A4 their school, Problems will be brought to later seminars.

j‘ 2. Developing a pfdgram of ineerViqe training and staff development ’ B

g ObjectiveS° “ . . _ . - :

To: identify factors .to be considered in planning, i.e., ; -
policies of administration, program need, training needs.. L

EL / To’identify the stages of the planning process. . :

; To develop a model for a ‘Training Director,, including ©oL
L ’ attributes and responsibilities.’ T

S S To. develop. a design for an inservice training program.
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3. Supervision

Objectives:

To convey the basic principles of supervi91on as' an educational
method as distinguished from supervision as an administrative
Gisciplinary tool.

’ To elicit diffetent types of supervisory techniques.
To explore how superv1sion is operationally related to other
training goals.

'To sharpen superv1sory skills as related to. practical day-to- 4
day prob : ) a8

N»

Group dynamics and group procésses

) . objectives: - :
To convey concepts of group interactional processes,

To- dggpnstrate group dynamics with combined didactic; film,
recording, and role playing methods.

To apply these concepts in a project based on trainees'
particular responsibilities in their schools.

5. Specific-behav1op;problems and their nianagement

Objectives:

To. identify pragmatically and practically, by means of role
play and lecturette, frequent specific behavior .problems
(aggression, with@rawal -sexual ‘acting out, temper out-
‘bursts, -bed wetting).

To inéreasé understanding of these problems as to their '
causation, ‘management; and: importance in the child's ‘ 3
education. and deve10pment. i

6. ‘Edncationél'methodplogies,

Objeétives;

To explore by demonstration and participation the relative .
merits of an.array of educational methods: role playing, ;
films, tape recording, small group .discussions, videotapes, e
lectures, brain trust sessions, etc.

To- identify sPecific ways in which they could be used in
.conveying educational concepts to the staff and students
in the school.




7. General, background subjects

Objectives;

To identify subjects that need to bé covered in inservice

training programs for afterschool hours staff in the schools.

These might include developméntal psychology and adaptationai

factors in behavior; language development; hearing loss, audio-

logy; and speech therapy; group identity among deaf people;

integration of deaf and hearing students; problems of alcohol, -
glue sniffing and addictive - -agents., ;

To ‘explore 1oca11resourées‘whieh may be of help in staff
training, i.e., other staff members, professional consultants
in special fields, and representatives of community agencies. , "
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Iraining Strategie

A variety of methods and ‘techniques were employed in the prototype program
institutes, The -participants addpted them for use in inservice

training in their own schools, 1In each training institute approaches
were usually used in this sequence;

‘Orientation: . This initial large group meeting of ‘the project
staff, consultants and participants was intended to provide an
early opportunity for the participants to become familiar with
the training program plans, expectations, and objectives. The =~
style of the institutes, some of the scheduled content, the
facilities and questions of general interest were discussed

Lecturette; Information relevant to the tasks assigned to the
trainers ‘was presented in a manner as brief and pragmatic as
possible. The presentation was intended to stimulate consideration.
and exchange of ideas and to present various training models and
‘techniques for possible modification and use in individual training
‘programs. Project staff and consultants present selected aspéects
of thé program as models for discussion and modification for
individual schools.

to -facilitate the building of a conference community and an un-
derstanding of the need for and development of a comprehensive
-program. by providing an opportunity for the participants to. explore: 5
the ideas advanced in the lécturettes. Through discussion of the i
presentations participants ‘began to relate to each other and acquired
a sense .of a common goal. They had opportunities to share knowledge
gained, air genéral problems encountered and raise questions arising
from small group sessions and individual interchange,

Large group interchange~ The large gK;up discussion was intended

Small groiip practicum: Theseé sessions involved groups. of 6-9
participaan who worked on a problem or set of tasks requiring
& group effort or solution. These tasks were based on material
developed in @ formal presentation -or sémindr and weré intended
to. provide an opportunity for the ‘participants to-'develop plans,
processes, and approaches for presentation to the larger group:

R L

¢Sma11 group discussion' .These sessions focused on presentations
and -discussion .of approaches and problems d1scovered ‘by the
participants while in practicums, individuai consultations, -or
~other sessions., Emphasis was on an -exchange of information and
ideas. for practical application.

'Crackerbarrel session: Each evening was devoted to informal
Mrap" sessions which- provided -opportunities for participant-
staff interaction in an unstructured setting conducive to free
exchange of feelings, ideas;, ‘goals, etc. All project staff
and consultants were present, .and -there were no: time or topic
limitations.

-~

Individual consultation- The staff .and ¢onsultants were available . ch
for individudal and group consultation upon request or contact .
throughout the Institute,
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Simulations .and Exercises: Topic-related activities which combine

the challenge and pleasure of ‘physical-activity and/or games with

an opportunity to‘exPlore, at little risk, a variety of personal
responses and styles under speciric condltions were offered at
appropriate times during the Institute. Each was designed to promote
the occurrence and utilization of 1n<ights of use in daily interaction
within the school setting. Some of the approaches used included:

1. Role playing.:

2. Learning by doing tasks as curriculum content.

3. Audio-visual methods: videotap1ng institute sessions for
subsequent replay and discussion, utilization of prepared
materials (videotapes; movies, etc.) tape record1ng.

4} Recreat1on-part1cipat1on in presentations for different
age levels of children as :a learning task.

Communication exercises-<-to improve effective communication
skills and .learn to recognize common d1sturbances which
oceur.
Report writing
a) As.part of thé process of obtaining information
b) As a tool for learning to sharpen observations and to
encourage the search for further understanding of the
‘behavior reported,
Problem solving groups-,
Sensitivity training---To help: participants increase theéir
understanding of.their own feelings and attjtudes in relation
to job performance,
Ass1gnme9t of special field projects ito be conducted by each
cadre in its own school




Training Institutes

Discussions and activity at the traininé institutes focused around
four major subjéct areas: 1) the process of developing and implementing a
program of inservice training and staff development; 2) supervision as
an educational tool; 3) child development; 4) group dynamics. Conference
proceedings were recorded on videotape, and selected excerpts have been *
preserved for reference. (A set of tapes accompanies this report.)

Project statf included Doris Naiman, Ph.D., Director ot Training of New
. York University Deatness Center; Judith Clifford, M.A. Project Coordin-
ator, New York University Deafness Center; and Dr. H. Mashikian, M.D.,
Director oi Rockland Children's Psychiatric Hospital. Consultants were

Victor Galloway, Ph.D., Director of Puril Personnel Services, Model
Secondary ‘School for the Deaf; and McCay Vernon, Ph.D., Professor of
Psychology at Western Maryland College.

Participants representing a range of educational and employment
éxperience made up the conference group. In addition, schools, set-
tings and populations differedi greatly from each other. The Rhode
Island School,with an enrollmeit of 160, accommodates only 7
rgsidential'studgnts, mainly from broken or unfavorable home situations.
The American School, on the other hand, houses 342 residential students
out of an enrollment of 464 children.

Institute I

Objectives, Activity of the first institute (at the Governor Baxter

School, August 29, 30, 31, September 1, 1972) involved beginning the process of
building a comprehensive inservice training and staff development program

for each ot thé participating schools, Specific objectives tor the parti-
cipants were:

1. To:develop an-understénding of the need for a comﬁrehensive pro-
gram for children in a residential setting involving inclass and
atterclass -statf, )

2. To describe the current program of -each school, \

a) Administrative structure---decision-making authority/policy-

" making persons; stupervisory persons; relation ot residential
start to administration, instructional statt, and other
services,

b) Job desériptions ot wvarious levels of residential staff,

c) Intra-department Structure of residential staff.

d) Services provided. for children:

e) In-service training :provided for staff.

3. To develop a model for a comprehensive program tor each residential
school, 4
a) Identification of needs of deaf children in a residential setting,
b) Roles of residential staff in meeting these needs,
2). Need for cooperation between inclass and afterclass -staff,
d) Need for a comprehensive inservice training program,

4, To specify thé objectives for the school inservice training program,
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5. To develop a program ot inservice training and staff development
e for each school,
‘ a) Identity factors to be considered in planning, (i.e. administra-

tion policies, program need, training needs).,

b) Identify the stages ot the planning process,

: c) Identify the stages ot -the implementation process.

o d) Develop a job description tor a Training Director, including

L attributes and responsibilities,

e) Develop a plan tor an inservice training program,

R T ey Ty o ey Sy T

Process. At an orientation session the first evening, participants began to
N get acquainted and become familiar with training program plans, expecta-
; tions and objectives. The style of the institutes, some of the scheduled
: content, the facilities, and questions of general interest were discussed.
: (See Appendix, page A7, for sample institute scheduie, and page AS,,
e e — _for list of participants.)

The task of breaking the ice and drawing the group together was made
easier by the conference setiing. Participants lived together on thé
Governor Baxter School campus for the four-day period, taking meals
together, and spending free timé in casual discussions and becgming
further acquainted. An outdoor New England clambake the first evening
got things off to an agreeablé start, and the host school superintendent,
Mr,. Joseph P, Youngs, welcomed participants during the first evening
session, putting everyone at ease.

: ‘ Each. participant received. a packet on arrival, containing institute
agenda, lists of staff and participants, name tag, table card, tablet,
. pencil, and reading list from the 'Child Welfare League -of America. In
: addition, each participant received a copy of the newly completed project
‘ publication, Inservice Training For Afterclass Staff in Residential
Schools. (See discussion of training materials, pp. 44-47 ).~

‘Content. fThe need for a comprehensive 24 'hour a day program for children
in residential settings and the cont¥ibutions which an inservice training
and staff development program can make to such a program were. présented at
the first conference session.,The presentation also stressed:.cooperation
between inclass and afterclass. staff, The group discussion that followed
served to begin the building of ‘a conference commmity and am understanding
of the need for a comprehensive program, Through discussion -of the presenw
tation, participants began to relate to each other and acquire a sense ot
a cormon goal,

The second day the staff presénted an .outlineé. of the content of the
Insexvice Training Program and ‘means of mplementing it in a residential
school setting, On. the third day, participants divided into four small dis=
N cussion- groups, each focused on one of the following topics:

i . 1. Developing further the content of the Inservice Training Program;
£ 2. How to go about setting up an inseryice training program in the

' :school-

3. How to implement an inserv1ce training. progran;

4, Difficulties one.may anticipate -and how to- s6lve them.

L ‘ Each: group. was asked :to choose a leader and .a recorder, and
S to present a written report to the large -group session.
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Institutes II-V

Participants in the regional program felt they were helped a great
deal in developing programs in their own schools by- the process of sharing
their experiences with other schools, and by meeting together with the
same group in separate conferences over a period of time. The trainers'
ability to discuss freely issues and problems grew as they got to know
each other. At the first institute they were somewhat cautious with
each other, but by the second institute (at the New York School in
White Plains, October 10-12, 1972) there was a big difference in the
way they could express views openly and thus work together in a meaning-
ful way. The trainers also valued the opportunity to visit each host
school and see their programs in action.

The institute held at the New York School focused on these areas:

1. The problems encountered 'in implementing training programs for
afterclass staff in individual schools

2. Supervision. To convey the basic principles of supervision
as an educational method as distinguished from supervision as
an administrative disciplinary tool.
To elicit different types of supervisory techniques.
To explore how supervision is operationally related to other
training goals.
To sharpen supervisory skills as related to practical day-to-day
problems, . .
Specific Behavior Problems and ‘Their Management. To identify

. pragmatically and practically, by means of role play and

lecturette, frequent specific belavior problems (aggression,
withdrawal, sexual acting out, temper outbursts, bed wetting),
To increase understanding of these problems as to their causation,
management, and importance in the child's education and development.

Discussion at the third institute (at the New York State School in
Rome, November 13-15, 1972) dealt further with the issues of supervision
and with management of behavior problems. The question of confidentiality
was raised and discussed dt some length. ' .

A special feature of the fourth institute (at the American School,
West Hartford, Connecticut, January 8-10, 1973) was the brainstorming
sessions, where participants were divided into \two groups and asked
to come up with ways dorm counselors can provide a broader range of
experiences for their children .and allow them widér opportunities for
choice. .Group leaders were prepared -beforehand; and helped their groups
to ‘deal with both long range solutions such as group homes, and shorter
_range answers utilizing the present school set up. The immediate goal
* of the brainstorming sessions was to .prepare the participants to go
home and' try ‘the techniques with their own dorm counselors, in two
“sessions held three weeks apart, allowing time for houseparents to try
ideas from first session before holdi@g another., A second session
fér-inStitute<participants,was_planned for the fifth institute in April,




The longer range objectives of holding the brainstorming sessions
were both to try the technique with participants and to effect changes
in school progyamming that would lead to changes in the children,

An important featuré of the fifth and final institute (at the Rhode
Island School, Providence, April 10-12, 1973) was the review of training
techniques, including discussion and viewing of training materials pre-
pared by project staff at the Deafness Center and by participants at
their own .schools. Following are notes on r.view of training techniques,

1. Trainers should be aware that participants bring their
anxieties to,-group sessions---how will this affect their

jobs, etc.

2. Use variaus techniques at different times, changing as group
needs dictate.
3. How to cultivate a sense¢ of self-awareness in trainees,

a., take time to get acquainted.

b. force self-awareness by taking advantage -of a certain
situation, by developing a sense of anxiety and then
taking advantage of the situation..

C. learn to notice and analyze real things taking place
among trainees,"

d. in large group interaction employ ongoing clarification
and reamplification of different points during course of
discussion, '
arrangé for small group interaction---both to draw out
those who hold back in larger group, and to allow for mere
individual input. :

Use supervisory process as growth-producing experience

with trainees. .

Be aware of trainees' needs. Sometimes have to handle

everyday realities before can go on to larger issues.

Be close to work situation of the individual dormitory

counselor, i.e. by visiting night counselor on duty.

Lecturettes effective, with group discussion following.

Role playing.

Brainstorming---future oriented ‘discussions will be appreciated

by the child care worker.

Have a clearly outlined frame of reference:

---children are members of various groups, including family,
school, world, etc. |

---keep in mind the goal of a well-adapted citizen

---trainees will be worried about daily distractions, but
don't let it detract from larger issues.

---group decisions are superior to individual decisions---i.e.
when children participate in a group decision activity, it is
more successful than imposing individual decision.

Use techniques ‘that suit you best. May tvy video playback.

In getting trainees together, make it clear that job is not at

stake---that they will be free to express their feelings.




_ After introductory remarks and discussion, participants at the fifth _
institute divided into four small groups for an exercise in group coopera-
tion and decision making. On .completion of the exercise, participants reported
back to large group sessions on dynamics of selecting a leader and of decision
making process,

During informal evening Cracker Barrel sessions in Providence, partici-
Ppants viewed and discussed videotapes prepared at individual participating
schools for use in inservice training with their own staff, Trainers discussed
the possible use of the tapes in staff development programs and the value
of schools making their own tapes for such use, Tapes presented showed role
‘played supervisory and‘ behavior management incidents. (See discussidn of
training materials, page 45, for description of individual tapes prepared),




Between Institute Assignments

. Since it is not feasible for key .personnel to be away from the school
for long periods of time, part of the training activities were directed
by the project staff bétween institutes. Trainées were given special
assignments in their own schools to work out and thus explore realistically
the concepts discussed in the institutes. The project staff provided
a variety of materials to 'be used in inservice training in the schools
and were available for ongoing help. Assignments  given to trainers over
the nine month period were: .

1. a) To meet with school superintendent -and discuss concept of
a planned school-wide staff development program and ways to
work toward this at their own .schools.
b) To consult line staff at all levels in school to help
with planning and implementation process.
c) To describe progress at next training institute, including -
obstacles encountered and how they were being handled, (See page 32,
for Assignment guidelines; and see Appendix, page A9, for re-
ports-trom schools,) : .

2, To write up a complete supérvisory incident based on their own
experience, and ba prepared to discuss it at the next institute,

3. a) To hold a brainstorming session with a group of their
dormitory courniselors as soon as possible following institute,
to come up with ways they 'can (i) provide a broader range of

. experiences for children (ii) allow the children wider

opportunities ‘for choice,
b) To hold:a second brainstorming session after one month
with the same group of counselors, Find out which ideas
they tried, which ones worked, which ones didn't work, and
learn what actually happened as a result,
c) Make a specific report at next' institute. List ideas
tried and give anecdotal account of how they were received,
(See Appendix, page A24, tor reports trom schools,)

4. a) To choose at least one selection from book of ‘readings
and curricula, Inservice Training for.-Afterclass Staff. in
Residential Schools, ‘and use it in some way with. some of K
their staff, as for example, presenting lessons from the )
curriculum on recreation. ’ U
b) To read and discuss-with some of their staff at.least
one article or sélection from the book. )
c) To report on réesults of each seléction used -on related
evaluation sheet '(See Appendix, page A4, for reports from.
‘schools.)

5. To produce one or more ten minute videotapes of role playing
incidents involving children in the actual school situation, .
choosing incidents which could be used by trainers with staff ‘
at various. levels: i.e. incidents-involving child management :
and specific behavior problems, supervisory incidents, and case
conferences,
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(Final assignment) To prepare a written progress report

on inservice training activities for afterclass staff at
their schools. Thé report is to include description of the
specific training activities that took place and results,
as well as any problems encountered and how they were han-
dled, using anecdotal material wherever possible. (See
Appendix, page A59, for reports from schools.)
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Guidelines for Assignment

A Long Range Plan for Staff Development and Inservice Training In Your School

‘ Since every school situation is different, the following questions and
: suggestions are intended only as an'.aid in planning. Be only as detailed as
is useful to'you. Enclosed in your packet of materials is a list of specific
"objectives for afterclass staff, The 1ist way be of help in choosing your own
R objectives.,

1. Describe the current program in your school,. To identify needs and plan
comprehensively, it is necessary to have a clear overview of the structure
of the school staff, the people who make decisions, and the present on-
going activities,

; ’ 8, Administrative structure =-- decisioni and policy-making persons;
. relation of afterclass staff to administration, instructional staff,
and other services, - :
b. Job déscriptions of varicus levels of afterclass staff,
c. ‘Intra-départment structure of residential staff.

. ' ~d, Inservice training provided for staff.

2, Identify training needs. Consider especially:

a, Orientation of new staff
b. Provision for supervision of afterclass staff,
c. Skills, knowlédge, and attitudes needed by dormitory counselors, ‘ f
d. Skills needed by supervisors.
'é. _The need for a Training Director and the process for appointing one,
*£,” The relation of aféerciass and inclass staff,
" 8o, Possibility of upward mobility of afterclass staff.

3. Specify specific objectives for the training, program in your school.

4. Specify the next stages of .the planning and implementation process.,

‘Who else should be included?
When will the participants meet?
Who .can make decisions?

Make a time schedule,




Exchange of Dormitory Counselors

A direct outcome of the inservice training institutes was. the

-growth of interest among the participants in each other's school

programs. Several participants traveled on their own. to visit some

of the other schools involved, and as a result an exchange of dormitory
counselors was inaugurated as a means of wroadening their perspective
and exchanging ideas.

Those participating gave their subjective evaluation of the
experience. They felt its most positive aspect was the sense of self-
respect it gave to the dormitory staff involved. It showed an int-
erest on the part of the school in giving thé afterclass staff an
opportunity to glean new ideas, observe child care practices and
training programs, and discuss issues pertinent to residential life
and mental health.

On the basis cf the exchange experience, participating schools
established the'following guidelines:

1. Orient entire hbuseparent’staff to the purpose of the
program,

a, Orient participants to the exchange school.

b. Orient participants to the role the exchanges
are to play at the participating sc¢hool. It
is important that if the exchange covers a
rather short -time span exchangers should not
be expected to "fill the shoes" of a regular
houseparent. Rather; they should be observers
and. integrate into the program with a member
of the host staff, ’

2. Orient residential students to the fact that visitors
will be in tHe‘residence,prdgr?m-——’why they are here,
how long, etc.

3. Orient the exchange group to the whole campus---
introduction to school officials, staff, etc.

4. Provide time to observe the 'entire program, residential
and academic.

5. Set up an informal social time whereby .the entire
houseparent staff will be able to meet with the ex-
changers for -open discussion and free exchange of
ideas, . .

6. Evaluate experience at the conclusion of the exchange
, at input sessicn with administrative and supervisory
staff,

fgrticipating schools enjoyed having the guest exchangers and felt
their staff benefited from the experience. .One natural factor that
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surfaced was an attitude of "my school is better than the "other,"

- —and--participants: suggésted it would be interesting to approach

-child care agencies outside the field of deaf education, in order to
help focus on child caré practices more than a comparisor of deaf
school programs, ’

Newsletter ‘

At the final conference session participants decided tc prepare a news-
letter to report on progress: of inservice training and. stafi development
programs at their schools. The participants themselves preparéd and compiled
notes for the first newsletter, which was distributed to all participants in
June 1973, See Appendix, page A73, for copy of newsletter.

'Follow-up Progress Reports from Traiﬁing Cadres

‘ In addition to the newsletter, individual schools reported to project
staff on progress of training programs. See Appendix, pageA77, for reports
from schools.
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1972 - 1973 CALENDAR

Project staff -members are available for site visits and individual consul~
tation througheut the yecar. Thcsearcbe1ugarrangcd on an ong soing basis between
Institutes. .

_Event . . Start Stop

First Institute:

‘Hold -pre-institute planning neeting '
with project staif & consultants . . " 8~15-72 8-15-72

Check with hqsp school on arran ements 8~16-72 8-16-72

Prepare materials and audio-visual equipment : '
for institute 8-16-72 8-16~72

Conduct First Iastitute at the Governor Saxter State :

. School for the Deaf in Falrmouth, Maine 8-29-72~ 9-1-72

Hold post-institute évaluation meeting with . .
project staif & consultants 9-2-72 9-2-72 . ;
Collect inter-institute assignments 9-8-72 9-20-72 :
Peruse assignments and evaluation data. : . 9-20-72 9-23-72

Second Tnstitute:

Hold pre-institute -evaluation, revision, and ) ‘ )
planning meeting with project staff and consultants 9-23-72 9-23-72 S

Check host school arrangements 9-27-72 9-27-72

JPrepare materlals and audio-visual equipment for . S
- institute : ) 9-27-72 10-9-72

Conduct Second. Institute at the New York School for
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the Deaf in Wnite Plains 16610-72 10-12-72
Hold post~-institute evaluation neet1ng with project to . f
staff and consultants ) ) 10-13-72 10-13-72

; Collect inter-institute assignments 10-20-72 11-3-72

i ‘Peruse aSsignments_ahd evaluation data ~ 11-3-72 11-6-72

Thifd Tnsbitutei

Hold pre-institute evaluation, revision, -and .Planning
mecting with project staff and consuitants 11-7-72 11-7-72
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1972 - 1973 .CALENDAR
(page 2)

¥ .
Event ' Start Stop
Check host school arrangemcnts ' 11-8-72 11-8-72 ’

Prepare:. materials: and audio-visual equipment for .
institute . 11-9-72 11-10-72

1

Conduct Third Institute at the New York State School 11-13-72 11-15-72
for the Deaf at Rome :

Hold post-institute evaluation meeting with project

staff & consultants n 11-16-72 11-16-72

Collect -inter-institute assignments ' . 11-23-72 | 12-12-72

. eSS . ° ¥
Peruse assignments and evaluation data 12-12-72 12-12-72

Fourth Institute:

" Check host school arrangements . ’
~ ' 12-18-72 12-18-72
- Hold. pré=institute evaluation, revision, and planning )
_ with project staff and consultants ‘ ' 12-15-72 12-15-72

' Ptepafevmétériais and audio-visual equipment for’ ’ )
institute . - -12-19-72 12-22-72

Conduct Fourth Institute at the American School for ‘
‘the Deaf at Hartford, Connecticut ) s 1-8-73 . 1-10-73

Hbld‘bds%-institute evaluation meeting with project

staff & consultants. 1-11-73 1-11-73

Collect inter-institute assignments ‘ i 1-18-73 1-25-73

’ﬁcruseiassignmgﬁts and evaluation data ‘ . . 1-25-73.. . 1-27-73.

?ifth»IhstiEute:
Hold :pre-institute évaluating, revision, and planning
project staff and consultants

Check host school arrangements

‘Préha;gam&heiials and audio-visual equipment for
"4gstjtu;q » : .

Q:’l—‘c‘oriilufgt l'-“i?‘th: Institute .at thé Rhode "Island ‘Scticol
ﬂ;fb:—ﬁhcjpeéfygt»I&bVid@née )




1972 + 1973 CALENDAR .

(page 3)
Hold post-institute evaluation meeting with froject ‘
staff.& consultants 2-15-73 2-15-73
Collect Fifth Institute assignments 2-22-73 . 3-1-73
Peruse assignments and evaluation data ’ “‘ . 3=-1-73 . . 3-4-73

ﬁold post-instjtutes evaluation meeting with prdject .
staff and consultants ' ] . 3~5-73 3-5-73

Fvaluate Results and Assemble Project Packdge:

Collect final data . 4-1-73. - 5-1-73 j
Conduct ;n snalysis of the data | ‘ 5-1-73 6-1*73- ‘
Interpret data results ana training program reports 6*1-75 1 7-1-73

Revise project procedures and materials 7-1-73 8-i-75 ‘ ;

Assemble coimplete package of pro}ect procedures, -
materials and instructions for dissemination. 8-1-73 8-31-73
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D, Phase III, Dissemination of Prototype to Other Areas

Procedures for Dissemination of Prototype, 1973-1974

1, Training_xnstitutions and Residential Schools-~-Intensive Dissemination

Participant

Fourteen residential schools for deaf children from different areas of
the United States took part in a training sequence, to enable them to es-
tablish comprehensive programs of inservice training for afterclass staff
in their own schools and to assist the training institute in their area
in setting up a regional training program.

The residential schools involved were selected on the basis of their
interest in establishing training programs in their own schools and in
a331sting the training institutes in setting up regional programs. School
superintendents chose one inclass and one afterclass representative to
participate in the training sequence, on the basis of their interest and
compéetency in establishing future training programs in their schools.

Nine training institutions took part in the training sequence, to

. enable them to use the regional prototype model in providing inservice
training for afterclass staff in residential schools for deaf children
within their own regions. The training institutions involved were se-
lected from among those expressing a strong interest in the program and

in carrying on the model with residential schools in their regions.

One representative from each training institution took part in the trainlng
sequence. Each training institution had a residential schdéol from its area
participating in the same training sequence. -

See Appendix, page 83, for list of_representatives from
participating schools and training institutions.

The fourteen Western and Eastern area residential schools par-
ticipating were Arizona State School for the Deaf .and Blind, California
Schools for the Deaf at Berkeley and R1verside Colorado School for the
Deaf and Blind, New Mexico School for the Deaf, Oregon State School for
the Deaf, Washington State School for' the Deaf, Maryland School for the
Deaf, Marie H, Katzenbach School for the Deaf (West Trenton, New Jersey),
North Carolina School for the Deaf, Pennsylvania School for the Deaf,
Margaret S, Sterck School for the Hearing Impaired (Newark, Delaware),
Virginia Schools for the Deaf at Hampton and Staunton,

The nine community colleges and tra1n1ng institutions represented
were; Clark College, Vancouver, Washington; E1 Paso Community College,
Colorado Springs, Colorado; Riverside City College, Riverside, ‘California;
Oregon College of Education, Monmouth California State Univer31ty, San
Francisco; Norfolk State .College, No r‘ol., Virginia; Western Piedmont
Community College, Morganton, North Carolina; Gloucester County College,
Sewell, New Jersey.




National Conferences

The participants from each school and training institution attended
one of two three day national training conferences held during the project
period. One conference took place on November 13-16, 1973, in the Western
region of the United States, at the California School for the Deaf in
Berkeley. The other conference was held in the Eastern region, at the
Maryland School for the Deaf in Frederick, on February 26-28, 1974,

Two representatives from each residential school attended the same
conference as the representative from the training institution from their
area. Each conference was held at one of the participating residential
schools, as experience with the prototype program had demonstrated that
this setting enhanced the training experiénce of the conference participants
and that school staff members gained valuable insights from visiting other
schools.

All aspects of the prototype program were presented during the
conference sessions. Special attention was given to the importance of
involving school superintendents in the program and to the problems
iqxglved in setting up training programs in individual schools. Special
small group sessions were organizeéd to discuss ways to improve the status
of afterclass staff. Project staff was available for individual con-

sultation during the conference peériod,

See Appendix, page 90 for conference agendas and reports from small
group sessions, and see page 110 for write up on Western area.
Conference, published in California School News.

Pre-Conference Activities .
Each conference participant received the training manual, Handbook

for Staff Development in Residential Schools for Deaf Children, containing

procedutres, curricula, and ‘guides establishing comprehensive inservice

training programs for afterclass staff in resideritial schools. In addition

each received the book of readings and curricula, Inservice Training for

Afterclass Staff in Residential Schools, - S ‘

Using the training manual as a basis, each training institute
was asked (1) to make a tentative plan for providing training activities,
for residential schools in its own area, and (2) to 1list questions related
to possible problems anticipated in establishing regional training programs
for the schools in its area. At the same time the participants from each
school ywere asked (1) to make a tentative plan for providing training
activities for afterclass staff in- their own schools, and (2) to list
questions related to possible problems anticipated in establishing in-
service training programs for afterclass staff in their schools. See Appendix
for reports from schools.

In addition, each school participant was asked to bring to the
conference examples of supervisory incidents and of specific behavior
problems for discussion in general seminar séssions.,

- Post-Conference Activities

~ 'On the ‘basis’ of the conference, participants: from each training
institution .were asked to revise their tentative plans for providing
training activities for residential schools in their areas. 1In this
connection they were asked to arrange a meeting with the cooperating
residential school in their area to obtain their help with the design
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and implementation of the plan. Since the conferences, the schoolé and
community colleges have worked together to plan and implement cooperative
inservice training programs. See pages 65-71 for reports from
schools and colleges on progress in this area. In addition some of the on-
ference participants have written articles on their progress for the project
publication, Residential School and Comnmunity College Cooperation for Staff
Development. A copy of the publication accompanies this report. See page’
44 for a description of its contents.

Project staff have been available to the training institutions during
the post conference period for consultation and guidance in developing
regional training programs. On April 13, 1974, Dr, Naiman visited the
Virginia School for the Deaf in Hampton, to meet with school staff and
administrators and assist in the organization of their staff development
program. Dr, Helen Bessant from the Department of Special Education at
nearby Norfolk State College was also present to assist in the program
and determine ways the college could help in training of afterclass staff
at the Virginia School. Dr. Bessant had represented Norfolk State College
at the project training conference at the Maryland School in February.
As a follow up to Dr. Naiman's visit, Dr. Bessant and Ms. Catherine McMillian,
Dormitory Supervisor at the Virginia School, spent a day at the Deafness
Center, on May 31, 1974. Dr. Bessant and Ms. McMillian discussed with
Dr. Naiman the progress of the Virginia School's staff development pro-
gram, and developed further plans for cooperation between the school and
Norfolk State College, .
2. To Training Institutions and Residential Schools---Extensive Dissemination

Residential schools and day programs for deaf children in the United
States were sent a training package containing procedures, curricula,
guides and training materials to aid them in establishing comprehensive
inservice training programs for afterclass staff. The project staff pro-
vided guidance and. consultation to training institutions and schools
requesting assistance in developing training programs suited to their
own particular situations. ‘

See section on Materials Developed Around Prototype Program, page

44, for description of materials included in training kits.

3. To All Interested Persons. ,

The project‘director disseminated information about the. training
model at both the national and local levels through lécturés, articles,
papers, and participation in meetings. .

Lectures

"A Training Program for Afterclass Staff in Residential Schools"
Conference of American Instructors of the Deaf. Indianapolis, Indiana.

June 26, 1973,

"The Houseparent and the Teacher." New York State Association of
Educators. of the Deaf. Grossinger, New York. October 5, 1972.

T




"staff Development and Inservice Training of Afterclass :Staff

in Residential Schools." New York State Association of Educators
of ‘the Deaf. Rochester, New York. October 17, 1973. Dr. Naiman
was assisted in this presentation by three of 1972-73 prototype
institute participants: -Mr, Gordon Baker, Dean of Students,

New. York State School; Ms. Mary Burke, Pre-primary Teacher, St. .
Mary's School; and Mr., Kendall Litchfield, Principal, New York
School.

"Inservice Training of Afterclass Staff in Residential Schools,™
California School for the Deaf, Berkeley, California. November
6, 1973,

"Materials for Staff Development." Meeting of New York City
Schools for Deaf Children. New York City. April 23, 1974,

"Staff Development in Residential Schools." " Maryland School
for the Deaf, Frederick, Maryland. February 14, 1974,

"Establishing a Comprehens ive Staff Development Program,"
Virginia School for the Deaf, Hampton, Virginia. April 13, 1974.

1

‘Publications

Naiman, Doris W., Innovation in Dormitory Programs; A Comprehensive

Approach. American Annals of the Deaf, Vol. 119, No. 4, August
1974. (See Tection V for reprint.y) -

Naiman, Doris W., and Mashikian, Hagop S., Handbook for Staff De-

velopment in Residential Schools for Deaf Children, New York;

Deafness Research & Training Cénter, 1973. (Copy accompanies report.,
See also Section V.) '

Naiman, Doris, A .Model for Inservice Training of Afterclass Personnel.

American Annals of the Deaf, Vol. 117, No. 4, August, 1972. (See Section V
for reprint,) .

Ndiman, Doris- (Ed.), Inservice Training for Afterclass Staff in
Residential Schools. New York: Deafness Research & Training.
Center, 1972.. '(Copy accompanies report.).

Naiman, Doris (Ed.), Community College Cooperation for Development
of Staff to Work With Deaf Children. New York: Deafness Research
& Training Center, 1974, (Copy accompanies report, See also Section v.)

Naiipan, Doris W., A Prototype Training Program for Professional
Afterclass ‘Staff in Residential Schools for Deaf Children. Report
of the Proceedings- of the Forty-Sixth Meeting of the Convention

of American Instructors of the Deaf, U.S, Government Printing

Office;. 1974, '

The California School for the Deaf at Berkeley published
an illuétrated‘rqpqrt on the Wéstern area conference in the January
1974 1issue of its California News. (See Section 'V for reprint.,)

‘The Social and Rehabilitation Servicé publication, the Informer ,
carried a short report of the California: conference---vol. 4, no. 2,

5 g y R

. May 1974, . , e
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Calendar. for Dissemination Year, 1973-1974

Project staff members will be available for guidance and individual con-

sultation throughout the year.:

Activity

Select training institutions to take part in training
sequence

Coordinate seléction by training institutions of resi-
dential schools to take part in training sequence, and
select cche particular schools at which the two confer=-
ences will be held

Send out training handbook to all residential schools
in the United States, and to selected training insti-
tutions,

Send out description of pre-conference assignments to
all participants from training institutions aud resi-
dential schools involved in training sequence

Collect and acknowledge pre-conference assignments

. (from Western group)
Peruse assignments

"Hold pre-conference planning meeting with project

staff and consultants

Check with host school on arrangements, and send notice
of final plans to all participants

Prepare materials and audiovisual equipment for confer-
ence

Conduct national training conference for participants
from Western United States at a participating residential
school in the region '
Collect and acknowledge post-conference assignments

Peruse assignments

Hold post-conference evaluation meeting with project
staff and consultants

Collect and acknowledge pre-conference assignments
. (from Eastern group)
Peruse assignments

Hold pre-conference planning meeting with projcct staff
and consultaints

Start

3-1-73

4-1-73

9-1-73

9-1-73
10-1-73

10-8-73
10-15-73
10-16-73
10-17-73
11-13-73

12-3-73
12-10-73

12-17-73
1-7-74
1-14-74

1-21-74

42

5-1-73

9-1-73

9-1-73
10-5-73
10-12-73

10-15-73
10-16-73 +

10-26-73
11-16-73
12-7-73

12-14-73

12-17-73
1-11-74
1-18-74

1-21-74




Calendar for Dissemination Year, 1973-1974

Page 2

Activity

Check with host school on arrangements, and send notice
of final plauns to all participants

Prepare materials and audiovisual equipment for confer-
ence

Conduct national training conference for participants
from Eastern United States at a participating residential
school in the region

Collect and acknowledge post-conference assignuents

Peruse assignments

Hold post-conference evaluation meeting with project
staff and ccnsultants .

Collect final data

Interpret data results and training program reports

Write final report, journal articles; give lectures

2-26-74
3-11-74
3-18-74

3-25-74
4-1-74
5=1-74

6=1-74

N
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E. Materials Developed for:Prototype

A variety of materials were developed for 'use at the tréining
institutes and by the cadres of trainers in their work at their own
schools. These were fieldtested by the trainers and revised when
indicated. Materials develdped were:

1. Inservice Training for Afterclass Staff in Residential Schools
(218 pp.)

A book of readings and curricula was completed in August. 1972 prior
to the beginning of .the first institute. Tt presents the concept of the
afterclass program as part of the 24 hour a day learning environment
needed by deaf children in residential schools., Specialists from
related areas, including residential .school superintendents and pro-
fessional staff members, psychiatrists, psychologists, guidance couns=
elors, interpreters, and members of the deaf community, were commissioned
to develop and wxrite sections of the handbook. The book comprises 218
pages and includes 25 original illustrations. Section I contains 10
articles concerning ways to errich and integrate afterclass life,

Section II gives 4 complete curricula for inservice training of after-
‘class staff: Education arnd Language Development of Deaf Children,
Guidelines for Communicating With Deaf Children, Recreation for Deaf
Children, Child Development ard Management of Specific Behavior Problems,
Section III contains & reprints of articles by experts in the field

of child care.

2, Handbook for Staff Development in Residential Schools for Deaf
Children (80 pp.) '

A guidebook to aid individual schools in déveloping a comprehensive
staff development program. Includes a description of a pilot regional
training program and notes from actual experiences of the participating

. schools.  The Handbook was prepared as an outgrowth of the ptototype train-

ing institutes. o
3. Community College Cooperation for Development of Staff to Work
With Deaf Children (59 pp.) ' i ) ‘

A book of readings on the ways residential schools and community
colleges can work together on staff devélopment and inservice training
programs' in the schools. Includes articles by college faculty aiid
resideptial School staff on their experiences in setting up cooperative
prggr‘-ﬂ-hgﬁ they got together, the problems involved 'a'gpd how they
Werekgq ved, ‘and the resulting programs, -

eI

4. 24 Hours a Day. (Slide-cassette program, 14 minutes)

gt A slide-sound presentation of the idea of the 24 hour a day learning
environment for deaf children in residential schools.

. 5. It's More Than Child's Play (Slide-cassette program, 15 minutes)

iA‘slide-sound presentation on recreation programs for deaf children

N
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in residential schools,

6. Problems of Behavior Management (1/2 inch videotape, 15 minutes)

Five role played incidents showing typical problems in behavior
management and how they were actually handled by the dormitory counselor
involved, To be used by trainers to initiate discussion of behavior man-
agement problems among trainees,

7.  Communicating Effectively With Deaf Children (1/2 inch videotape,
20 minutes) ’ ’

A series or role played incidents illustrating do's and don't's of
communicating with deat children, as seen through the experiences ot a
new dormitory counselor,

8. 'Reading a Story To A Deaf Child (1/2 inch videotape, 20 minutes)

Shows reading a story as a pleasurable shared experience as well as
an ettective way to aid language development.

9. What Makes Danny Run? (1/2 inch videotape, 10 minutes)

Role played incident involving teen age boy who leaves school
campus without permission, and how his case was handled by the dormitory
counselor involved. To be used by trainers to initiate discussion of
this and related behavior management problems among trainees, This tape
was prepared by staff at the New York School in White Plains. (See
10 below). :

10. Videotapes prepared at patticipgﬁigg scﬁools:

In response to an assignment given at the fourth.prototype insti-
tute, participating schools prepared videotapes ot role played incidents
involving children in the actual school situation. The tapés were pre-
pared for use in various phases ot training and included incidents
which could be used by trainers to start ott discussion with dorm coun=
selors  on child management and specitic behavior ‘problems, and sample
supervisory sessions and case conterences, The New York School, -Governer
. Baxter ‘School, the Rhodé Island School, St. Mary's Schéol, The Model
Secondary School, the American ‘School and the New York State School
prepared tapés of role played incidents.

Individual ‘tapes were prepared as follows:

a. One Behavior management incident involving a teenage boy,
and related counselor-child~conference. Another incident
involving behavior problems of an adolescent boy. St, Mary's
School,

‘Behavior management incident involving temper tantrum of
young girl in- group activity situation. Includes case
conference following incident. Rhode Island School,
‘Behavior management incident involving teenage girl,
Governor Baxter School, )

Case conference involving behavior problems with an
adolescént girl. Model Secondary School,




e. A supervisory session between dormitory counselor and

his supervisor. Two behavior mariagement incidents, New

N ‘ York State School, Rome.

T . f. Behavior management incident involving bedtime problems,

I American School,, Hartford.

o 8. Role played incident involving teenage boy who leaves school
campus without permission, and how his case was handled by
the dormitory counselor involved. New York School, White
Plains, .

11, Vvideotapes of Institute Sessions

: ’ Videotapes were made of the sessions at each prototype training
institute, Selected segments have Leen edited and organized according s
to the following general topics;

iy a., The process ot developing and implementing a staff development
. N program, ‘

b, ‘Supervision

c¢. Child Development

d. Group Dynamics

The selected segments will remain in the project library tor refer- ;
énce and use by schools on request. A set ot the selected segments
accompanies this report, :

: - 12, Resource packet

L -Supplementary materials were made available to participants at

i ' each training institute, including the Child. Welfare League ot America's
. Reading List tor Child Care Workers and Houseparents and a selection ot
k‘ ] relevant -books for examination,

Copies ot materials noted above jin 1-9 accompany this report.
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Training Kit for Staff Development In Residential Schools.

As an outgrowth of the prototype program, a kit was developed,

. containing training materials for staff development. The full kit

includes copies of the three project publications, two slide-sound
-shows and four of the videotapes. Copies of training kit materials
accompany this report. A list of kit materials follows:

1. Inservice Training for Afterclass Staff in Residential Schools.
2, ‘Handbook for Staff Development in Residential Schools for
Deaf Children.

3. Community College Cooperation for Development of Staff to
Work With Deaf Children

. 24 Hours A Day. ‘

. It's More Than Child's Play.

< Problems of Behaviox::Management. ‘

. -Communicating Effectively With Deaf Children.

. Reading A Story to A Deaf Child

. ‘What Makes Danny Run?

, ‘The Bureau of Education of the Handicapped is funding the
distribution of the training package to 75 residential schools
throughout the :country-during the coming year.

Adapted Training Kit for Staff Development in Day School Programs.

Support 1is being sought to put a smiller version of the kit
in:day school programs dnd the femaining smallexr residential .school
programs. -Day program representatives previewing kit materials
indicated they would be useful with parent groups and. community

agencies, . }




IV. Evaluation

A, Overview of evaluation
B, Summary of evaluation data
1. Summative evaluation of specific objectives

2. Evaluation of dissemination program

f, : 3. Superintendents' evaluations .of prototype
‘ program

4. Schools’ and community colleges' evaluations
of ‘national conferences

5. Formative evaluation of training activities
and materials

C. Description of evaluation plan

D, Evaluation instruments
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1v. ;__,‘luat ion

A. Overview of evaluation .

Evaluation data 1nd1cates that the comprehensive schoolwide
approach to staff development and inservice training made a
positive difference in the participating schools. Changes
occurred in the desired direction in children and in all.
levels of afterclass staff. The changes are evidenced both
in before and after evaluations. in the schools and in ‘reports
from superintendents,

Changes in children

* Children in the six schools that participated in the
prototype program showed positive changes in the four specific
‘areas that were emphasized. Evaluation data indicates that
the children

(1) participated in a greater number and variety of
experiences )
(2) made a greater number a:.d range of decisions and
took responsibility for more independent activities
(3) demonstrated improved interpersonal and social skills
(4) showed increased use of communication and language,

Changes in dormitory.counselors

It seems likely that changes in children are related to
changes. in the staff. Afterclass staff in all six schools
demoristrated a positive change in the following areas;

(1) increased satisfaction in job and feeling of worth

(2) increased ability to communicate with deaf children

(3) increased knowledge of child development and the neecds .
of ch11dren, and increased skill in dea11ng with
Spec1f1c behavior problems
deaf children and 1ncreased ongoing help to child-
ren in _developing-and using language. and communi-
cation

(5) increased knowledge of group dynamics -and ¢ompetency
in helplng children develop interpersonal skills

.(6), increase in number and variety of afterclass experiences
provided

(7) increase in.number and varlety of afterclass opportuni-
ties provided .children for 1ndependent activities and
decision, .

Changes«in admihistrative and supervisory staff

Training, cadre members from each .participating school
. demonstrated increased knowledge and skills needed to im-
plement programs in their schools. Trainers showed improve-
ment in each of the f1ve areas evaluated;

o




(1) supervisory principles and skills

(2) group dynamics and processes

(3) management of specific behavior problems

(4) use of local resources in staff training

‘(5). use of special educational techniques, aids,
and training strategies.

* Changes in school programs

The end of the year evaluation of inservice training
activities indicated that .all of the schools had made
positive changes in their programs in all of the areas
evaluated:

(1) increased contact and cooperation

(2) increased number of structured, task-oriented
contacts between inclass and afterclass staff

(3) increased number of informal contacts between
inclass and afterclass staff

(4) improvement in attitudes between inclass' and
afterclass staff

(5) increased variety of training activities offered

(6) increased number of training activities provided

(7) increased number of people involved in planning
and implementation of inservice training
activities. to include a. broader representation
of the entire school staff.

Inservice training materials developed and evaluated

A training package ‘of materials has been developed
and evaluated for use in the training program. Training
materials include t

(1) three publications
(2) two audio-slide shows
(3) four videotapes.

The materials are now being distributed throughout the
country to schools for use in their future staff development
and inservice training programs,

Increase in community coliege involvement in staff development

Twelve community colleges initiated or increased their
cooperative 4gvoivement in staff development as a result of
the program, Community colleges have. cooperated with schools
to provide-training on different levels, for

(1) preparation of new. personnel who wish to work as
dormitory counselors in the school
(2) inservice training of current dormitory counselors




B R T R ETE

o »\ - ;!‘

(3) inservice training of supervisory staff who will
serve as trainers in their own school programs.

Some community colleges also arrange for dormitory
counselors to receive credit for supervised work on. the
job. The programs are being used to provide inservice
traininyg for teacher aides and other child carée workers
as well as dormitory counselors,

Specific findings of evaluation are given in the :
following pages of this section.
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3. Superintendents' evaluations of prototype program

After the third prototype institute the superintendents were asked to express
their impressions of the effect of the training programs in their schools.
All six superintendents indicated that the planned comprchensive approach
to staff development had alrerdy made a difference in their schools. They
commented on the expanded inservice training activities and the increased
awareness on the part of the school personnel at all levels, of the dormi-
tory counselors' need for professional training and the ultimate value of
such a program to the school amd the child, The following observation from
one superintendent identifies changes which the superintendents felt were
happening in their schools: :

I would make the folloring comments regarding progress which is

already obviou- *o'us;

1. The project. .as exy.lored areas that are often overlooked =--
sexual behavior, .upervisor-suparvisee relationships, and
analysis of case véports.

2. The project has created a po:itive ‘image to the houseparents in

: texms of a concern for their own professional growth and deve-
lopment in the area of ‘child care.

3. The project has developed a greater sensitivity on the part of
administrators toward the needs of the residence staff and
residential 1living in general.

4. The project has opened lines of communication between various

. schools for the deaf, which has enabled a much broader perspective
on residential problems,

5. The project has helped create an awareness on the part of the -
instructional staff (teachers) to problems encountered in resi-
dential 1iving, and has encouraged an exchange of information
with houseparents, which has brought about a better and more
total underiitanding of individual children.

Following are letters from the six superintendents, expressing their
subjective evaluation of the effect of the prototype program in their schools
to date, ;
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- ' 139 North Main Street
West Hartford, Connecticut 06107

November 13, 1972

Dr. Doris V. Naiman

«Direc or of Training

Deafness Research & mra*ninv Center
80 Washington Square East

New York, New York 10003

Dear Doctor Naiman:

I want to take this opportunity to express ‘my
appreciation for thé Inservice Training Provram
for Afterclass Staf? This seems to. be a for-

'gotten group,. and one that has more influerice

-on. deaf children than the actual classroom
teachers, and the least available opportunity
for training Our attention for yéars has been
devoted to,‘training teachersvand very little
effort has beéen made to help the afterclass
staff to meet their needs in the total tratning.
of deaf children.

The program as. designed is giving our staff
1dentification. They are being stimulated by .
‘They

are asking for professional trainino, and. in

our case, they are getting it. My evaluation

of the program is that the program is meeting

4 neglected need in the residential schools fgr

the deaf and we .are most enthusiastic about

I sincerely hope other areas will have this same
enriching experience.

\ -~ Sincerely,

.y
IV é— nﬂ T e L;JA/

Beri E; Hoffmeyer Y
:Executive Director

R R A TP
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Joseph:P, Youngs, Jr., Superintendent
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Gov. Baxter State-School for tize Deaf
P. 0. Box 799
Portland, Maine 04104

November 30, 1972

Dr. Doris W. Naiman

Diréctor of Training

Deafness Research & Training Center
New York University

School of Education

80 Washington ‘Square East

‘New York, NY' 10003

Dear Dr. Naiman;

. The Inservice Training Program for Afterclass Staff
for .Schools in which our school is involved is. proving to
‘be extremely worthwhile. Our staff is looking forward to
the remaining -sessions .and ‘to your findings.

o As»gﬁ'adm;nisﬁrath of a residential school for the
‘deaf T can thirk o7 -no. area that needs:‘reinforcement -and
‘professional gugdéngg»thah~tbat of the -aftérclass staff,
Their personal involvement. in the social, emotional and
-educational development of children-is. frequently over-
‘looked ; They: .are..an untapped résource. in any ‘residential
school;, They can provide valuable assistance if only they
‘have qﬁé.ghaﬁﬁe,tgufecei€e~ggiégncé,ahd\inseivice training,

- 1.4m. 88 convinced of the importance -of thé program that
"I would sincerely hope that & comtinuation grant to- expand
‘the progtam:to schools in other areas of the United States
‘Wil be forthcomifig: You have my.personal endorsement as

vell as that of my staff.

Since;elyﬂ§9ﬁrs,

‘Jajépth. Xfings; Jr,
Superintendent;

e

. JP¥iph

,'¢ci. ntés CTifford.
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ST.MARY'S SCHOOL FOR THE DEAF
2%53 MAIN STREET
"BUFFALO,N.Y. 14214

\ ' November 27, 1972

.

. Dr, Doris Nalr'an, Director of Training

Deafness Research and Training Center

New York Universit;- School of E Education

80 Washington Sguare East _

New York, Mew York 10003 ' : .

Dear Dr. Naiman: : .

The Inservice Tra1n1n~f Program for Afterclass Staff initiated
by the Deafness Research and Training Center has ‘been very veneficial
to-:our program. Even though the progrem has jusi Tinished its third
worksnop session for the .school teams, tne feed-in and enthusiasm of
our  team has begun to. break dowm some ¢7 the feallng ‘©of isolation of
afterclass personne We have & comrittee working on the particular
implementaulon of our 1_nservmfa progra: and we have had a visit from
Dr. Mashikian and -another ore from two of the afterclass staff on the
New York School« for the Dea.f in White rlains.

One of the big pluses for the program is this kind of sharing
and mutual support and constructive criticism., I would like to see
this kind of" procram continue and -expand t6 other schools..

Thanhk you for all of the reports from your workshop. Your
staff 1s domg a flne Sob.

;§incerély» youi's,

. ; Z y
e 4.{' 14 2. < .c‘.;l-u.'.«.v.v

Sistér Nora Letourneau ”*“* )
_ Superintendent :

SNL:ml . s




"'SCHOOL FOR THE DEAF .
520 Hope Street :
Provndcnce, R.L 02906

November 21, 1972

Dr. Doris W. Naiman

Director of Training

Deafness, Research and Training Center
New York University School of Education:
'80. Washington Square: East

New York, iiew York 10003

‘Dear Dr. Naiman:

Several of my staff have ‘been involved in the Inservice Training
xProgram for Afterclass ‘Staff throughout this ‘past year. The
benefit to these people and therefore to our program has been
considerable, not. only as they have the opportunity to share
mutual problens with people in conparable p051tions in other
schools, but in the new interest in findlng solutions to the
problems of the Afterclass personnel.

"This type of traininq ‘has beén meeded for some time and I sincerely
hope ‘that it will continue in the future,. '

Yours faithfully,.

-"

Pet er M, Blackwell
' ‘ Principal

N .
R R L




ROY 'M. STELLE
urumruornr

’

'NEW YORK SCHOOL FOR THE DEAF

$55 KNOLLWOOD 'ROAD, WHITE PLAINS. N. Y. 10603
“TELEPHONE: WHITE PLAINS 9-7310

November 30, 1972

‘Dr. Doris W. Naiman

Director of Training
Deafness Research & Training Center

New York University School of Education

Dear Doris: L -

Three staff members from the New York School for the Deaf;
the Principal, the Deaf of Students, and a cottage parent

have -participatéd in the Interservice Training. Program for.
Afterclags Staff,. The response of -each has been favorable.

.~

The meetings have provided key staff members from seven

.schools for the deaf, the opportunity to get acquainted
‘with each other and te interact in depth., Thc format of
;holding these mectinos at di‘ferent schools for the deaf
‘hag -‘meant an exposure to different programs, different

physical plants and philosonhies. In addition, the parti-
¢ipants in the: progrzn ‘have an opportunity to visit classes

" and..see other schools in session. This is good..

" ‘The material ¢overéd in the meetings is pertinent, relevant,
practical and important. Good ideas have already ‘been brought
‘back 'to this school and are curreéntly ‘being oracticed. The.

leadership is éxcéllent .aid the practice of video-taping the

“aessiona promises ‘new dimensions for ‘the program.

>The ‘staff at the New York S¢hool for the Deaf is enthusiastic
,about this training program-: -and’ wish to see it broadened -and.

SIEWARD

continued. This scens to be a viable approach to. improving after-

school services t0’ deaf children.

Vbry sincerely yours,

/(,4 LA A

ROY ‘M, STELLE
RMS $ ke \ Superintendent

" DONALD 0. Z0TTOLA |




. THE UNIVERSITY OF THE LTATE OF NEW YORK
. THE STATE EDUCAT.ON DEPARTMENT

J.JAY FARMAN NEW YORK §‘|;A'rs SCHOOL FOR THE DEAF JosePH E, Lo, .

SUPERINT . >
INTENDONT AT 4'“)’4& . FINANCIAL CECyy TARY .
: . 713 NORTH MADISON STREEY * b
. ROME, NEW \ZIRK - 13440

December 4, 19y,

Dr. Doris Naiman, Director of Training
Deafness Research and Training Céenter
New York University ‘School of Education
* 80 Washington Square East

New York, New York 10003

)

Dear Doris: E ) .

At this point in time I would like to make just a couple of
comments regarding the NYU sponsored Inservice Training Program for
After-Class Staff (Schcols for the Deaf). We are very pleased that w.
have had the opportunity to participaté in this program. Over the
years we have conducted inservice training for our residential staff
on something less than a consistent basis. The upgrading of basically
non-professional staff who work with the cnildren during out of clasy
3 hours is a matter that has long been of concern, and we are delighteud
' ‘ that an organized approach, through your program, is now available to
N us. T ) :

I would make the following commeﬁtSvregarding progress which is
‘already obvious to us:

1. The‘broject has explored areas that are often overlooked -—-—
sexual behavior, Supervisor-supervisee relationships, and
analysis of case reports-

" 2. The project has created a positive image to the houséparents
) in terms: of a -concern for their own professional growth and

o .devélopmént in the area of child éare..

?i 3. 'The project has developed a greater sensitivity on the part k
i - . of administrators toward the needs of the residence staff R
SO -and residential living in general.

?‘C k. The project has gpened"1ines3of~communigation between various
P schools for the deaf, which ‘has enabled a much broader
- perspective on_néSIdential-prqblems.

5. The project has helped create an awareness on the part of the
instructional stdff (teachers) to problems encountered in
residential iIiving, and ‘has -encouraged an exchange of informa-

tion with houséparents, which has brought about a better and

more total understanding of individual c¢hildren.




‘ Dr. Doris Naiman -2~ ‘ December 4, 1972

»

o As the project continues, I am sure there will be areas of dis-

i cussion that have not as yet been approached. We are making a

P concerted effort to support this particular training activity with

H others on our staff, such as the audiologist and psychologist, who can
“ bring to the residéntial staff much essential information about deaf-
ness and deaf children, and child caring techniques.

o I think .that too often there has been a complete lack of under-
%;“ standing on the part of houseparents about the children themselves°
thé ramifications of being deafl; the importance of language develop—
ment and how this problen pervades the entire existence of the deaf
child; and the sequence of nornal childhood déevelopment. It is fine
for houseparents to be atle to organize activities for thé children

» during their leisure time, and they should, but unless.‘they can even
o then. apply- sowme real understanding of deaf children to their task,

o the effectiveness of the effort is negligiole.

. It was a pleasure for us to recently host the Training Workshop;

- I regret that I had to be out of town and could not spend the entire

s ‘time with you. I want to thank you and your staff for establishing
this project, .and sincerély hope that additional schools for the deaf

- will be able to profit from it. It would be an opportunity that I'm

5 . sure many. residéntial schools for deaf youngsters would take advantage

55.?“ of.

: With kindést pegards, I am .
? Vergftruly yours,

;{Ei | J. 'G;y Fg;nan

f;' : ) Superintendent
JIF:Jmy
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4. Schools' and community colleges' evaluations of national. conferences

At the close of each of the two national conferences, participants
were asked to respond to a questionnaire on the value of the training
sequence. A compilation of the responses at each conference appears
on pages 73-74 .

Two participants at the California conferénce, Mr. B,J. Peck,
Director of the Oregon State ‘School for the Deaf and Ms. Marian Peck
from the Oregon College of Education wrote the following as part of
a8 report on residential school-community college cooperation for staff
development : ’

Staff development has long been an item for discussion at

the Oregon School for the Deaf, but little was done in a
systematic manner, Following the Staff Development Workshop
sponsored by New York University and held on the Berkeley
School for the Deaf campus in November; 1973, a different
approach began to emerge concerning staff development. That
workshop was very informative and highly motivating, unlike
some workshops previously.attended. The free and open dis-
cussions which were encouraged during the entire workshop
produced a number of new concepts and changed attitudes
concerning the overall staff development process. The sharing
of ideas and past experiences by those who were in attendance
and the leadership from those conducting the workshop were
extremely beneficial. We came away. from the workshop with a i
much broader' picture of staff needs and the developmental
process by which -those needs should be met.

(from Peck, ﬁ. and Peck, B.J,, Staff Deve10pmént at the Oregon School for
the Deaf. Community College Cosperation for Development of Staff to

Work With Deaf Children, page 5 « Copy of publication accompanies this
report,) = : '

In addition schools participating in the Western area conference
‘submitted follow-up reports of activities implemented or planned for
inservice training of afterclass staff, Following are létters regbrting
progress in four schools where community college cooperation is being
initiated or further developed as a result of the conference,

=




serving the unitied schoo! dlafllc!; of ALYORD s JURUPA + MORENO VALLEY's RIVERSIDE
4300 MAGANOLIVA AVENUE / RIVERSIDE, CALIFORNIA 92508 / (714) 634.3240

1916
CITY COLLEGE

3AISYIAI

February 8, 1974

Dr. Doris W. Naiman

Director of Training

Deafness Rgsearch & Training Center
New York University

80 Washington Square East

New York, . Y. 10003

Dear Dorig:

'Very glad to hear from you and to learn that things are moving
along toward another staff development conference,

Things have been very: busy here, but we have managed to squeeze
in plans for a program :at Riverside City College to train
‘afterclass staff, I have been working in conjuiction with

Dr. Brill at california School for the Deaf, Riverside, and
hopefully we will have this program implemented by Fall,1974.

We would expect to initially have a program to train staff to
work in schools for the deaf, but then. hope to develop it into
a program for training afterclass staff in all areas affecting

the handicapped.

I hope everything iS»going'well for you and that your conference
is a success!

Best regards,

Wit X

William E. May, Coorfinator ~ =
Program for the Deaf

77
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WILSON RILES
“Superintendant of Public Instruction LESLIE BRINEGAR

4nd Diractor of Education STATE OF CALIFORNIA Associate Superintendent of Public Instruction

DEPARTMENT OF EDUCATION

and Chlef, Divisien of Special Education

CALIFORNIA SCHOOL FOR THE DEAF

3044 Horace Street .

RIVERSIDE, CALIFORNIA 92506
Telophene 714 4430140

RICHARD G. BRILL
JAMES A, HOXIE Supecintendent EUGENE LUTES
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Dr. Doris W. Naiman

Director of Training

New York University School of Education
80 Washington Square East

New York, New- York 10003

Dear‘Dr. Naiman,

A committee from the California School for the Deaf at Riverside met with a
representative from Riverside City College since the November conference in
Berkeley. A two-year plan of courses to prepare for work as a teaching aide
or’ as a member of residence hall staff in schools for the deaf and culminating
in an A.A. degree was presented for the consideration of the college. In all
honesty, this action was initiated before that November conference, but I .
think having a representative from R.C.C. at the conference might have given
it a bit of a boost along the way. Dr. Brill is éxpecting to hear from the
college yet this month concerning its decision.. We are hopeful that the
program will be offered next fall.

Mr. Massey has made some use of the books for inservice training of afterclass
staff. We'll probably bé making more use of them.in the future.

We've had all kinds of winter weather, but the lower smog levels is one of our
biggest blessings of the season. You should visit Riverside during one of its
-cooler seasons.

Sincerely,

‘13&&’;} 7 C%évn//xw

Betty P. Ohlinger, Supervisor
Staff Development and Training

YpTet LI R Ll A i o Tty i Sy gt S s i easr e
w0 e " Ysea s - ¢

' I,




OREGON COLLEGE OF EDUCATION
MONMOUTH, OREGON 97381

February 7, 1974

3

Dr. Doris Naiman A

Deafness Research and Training Center
New York University School of Education
80 ¥ashington Square East

New York, New York 10003

Dear Dr. Naiman:

In response to your recent letter of inquiry, I -am -pleased to
be able to inform you that we are presently planning a- summer project -
in coordination with Oregon State School ‘for the Deaf. This project

will primarily include the dormitory staff and any other after-class
employees who are interested.

Preliminary plans include summer workshops in the areas of
child growth and development, orientation to deafness, utilization
of leisure time, and communication with the deaf. It is our desire
that these areas of staff development will be continued after the
summer workshops on into thé school vear as ongoing staff development
activities. This training will probably include 35-40 staff members.
Participants will have the option of taking the course for credit
through the Division of Continuing Education.

At this tfme, the Oregon State School for the .Deaf is the only
school with which we are working.

I hope this information will be of some benefit to you, and  hope
your February Conference in Maryland will be a’ success.

Sincerely,

‘Marian Peck
‘Department of Special Education
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February 15! 1974

Ms. Doris W. Naiman, Ph.D.

Director of Training

New-York University School of Education
80 Washington Square East

New York, New York 10003

Dear Ms. Naiman:

At the present time we are implementing a teacher training program with
one of the universities in the area of Colorado Springs. This program

is in it's initial stage of development, however, we have many new ideas
- for it. One of the key aspects of this prigram would be to have a direct
: ‘ connection bétween students, teachers, ‘and the dormitory setting. Student
teachers would be on campus for :the better part of two years, spending a
large percentage of time working and staying in the dorms. They would

be doubling as student teachers during the day and houseparents at night.
We are trying to design a program that will enable us to have collegé
courses taught here on campus; Most of the courses would be geared
‘toward the student teacher, however, we would like to establish as part
.of their program In-Service training for after school staff. This would
enable us to prepare people already in our program, as well. as new .comers

to ‘the program.

Mr. Teubner and myself have kept in .contact with Mr. Godshall and have
attempted to train some of his students at our school. I firmly believe

that at the beginning of next year we will be able to establish .close
contact with Mr. Godshall,.

We are very -excited -about deviloping a new program at the Colorado School
for the Deaf and the Blind and hope that we will have .a great deal of

¢ success. Many of the :ideas that we have for the program stemmed from

: the Staff Development Conference at Berkeley.




Ms. Doris W. Naiman, Ph.D.
February 15, 1974
Page 2

/

I want to wish you the best of luck with your program at the Maryland
School for the Deaf and would like to thank you again for allowing us
to participate in your program at California.

Sincerely yours,

8.

Denis P. Fallon
Principal, Deaf School

DPF/kl




EDOWARD W. TULLINGHAST A3t y , P.O. Box 5545
Suparinlendent Sk TUGSON, ARIZONA
85703

y January 30, 1974

{

Dr. Doris W. Naiman

Deafness Research & Training Center

Neit York University School of Education
" 80.:Washington Square East

Nei7 York, New York 10003

Deir Dr. Naiman:

In reply to your letter of January 23 regarding new developmeints
in our school, we are offering through Pima Colliege two courges
for our housgparents. These are Psychological Aspects and Orien-
t:ation-Mobility (for visually handicapped).

Also, teachers in the primary departments are working on the
‘Weekends in the dormitories ©of younger students teaching motor
skills and working on language outside of the classroom. Some
of our older :girls are helping with this, under the direction
.of the teachers.

Sincerely yours

Higgyy Hobloeppes

Margaret P. Gillespie
Supv., Secondary /Educ.
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5. Formative evaluation of training activities and materials. )

Participants' Evaluations of Prototype Inst “utes

At the final session of each institute participants were. asked :to
respond to a questionnaire and to give their subjective .opinions on
the value of specific aspects ‘of their experience. at the institute.
Results of this evaluation showed that the most valuable parts of the
training institutes for the participants wer~:

---informal exchange with participants from other schools
---individual consultations with project staff

~=-=-small group discussion. ,
Participants also found role playing exercises and ‘the 'informal evening
cracker barrel sessions very valuable. They felt the large group dis-
cussion and between institute assignments were of least value.

Participants were asked .about the most positive aspects of the
‘program. for -them personally. All participants expressed their appreciation
for' the oppox ity .the program gave them to- meet people from other schools
with whom they ¢ould..discuss common problems and exchange ideas.. ‘In addition
they noted thac they had gained a better understanding of the ultimate
importance to the chiidren of communication between school :administration
and staff members and dmong staff at all-levels; and that they had .hecome
more aware of the need and function of staff devel opment ‘and inservice
training in the schools.

Participants noted: the stimulating leadership of workshop sessions
and felt they had felt they had received thought~provoking redirection
o of ideas. They éspecially valued discussions of -content of inservice
training programs anfghe attention given to the needs of the children,
as well as sessions dealing with specific practical problems -such as.
supervisory incidents and problems of behavior management,

Ak - as

One“participant commented, "If the participants can convey even
.'partial enthusiasm for what they have shared here, the future of our

institutions and the éppbrtunipiés for the children we serve look . A
‘bright, promising and' hopeful "

:; I - " i . A 532}
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‘6. What suggestions do you have for future conferences?

Hold moré such conferénces:

Involve both houseparents and superintendents in conferences.

More 'small groups with specific tasks.,

More informal evening sessiowus.,

"More time devoted to educational materials and visuals.

5
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Evaluation of Training Materials T
" The two project publications, Inservice Training fof Afterclass

Staff in Résidential Schools and Handbook for Staff Development in
Residential S¢hools for.Deaf Children were mailed to schools ‘and- programs
for deaf children throughout the United States and, on request, to a few
schools in other countries. Schools responded positively and requested
additional copies. A representative sample of letters from the schools
appears in the Appendix on pages A111-A131,

Evaluation sheets were enclosed with books, so that schools could
report on the way they used the material and on the results. Institute
participants were asked to choose portions from the book of readings and

" curriciila and fieldtest them with groups of dormitory counselors in their
own schools.. (Seé Appendix, pages A41-A58 for a representative sample of
fieldtest results from schools.)

Training materials were previewed by several groups, including
participants at the two national conferences, representatives from the
_Northeast Regional Média Center and from New Yori City .area day school -
‘programs. Viewers were asked to'evaluate each item. seen, for its use-
fulness in staff development programs. Representatives from residential
schools and from the Northeast Regional Media Center saw the material -as-
meaningful for both teachers and ancillary personnel. The day program
representatives indicated the material would be useful with parent groups-
and community agencies, the book of readings and the slide shows in partic-

.ular being good for use in orientation .to deafness programs.

I
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C. Description of Evaluation plan

Summative evaluation of the totdl prototype

To assess in May, 1972 -and again in May, 1973, the children, after-
class staff, cadres of trainers, and staff development programs in each
of the participating schools in crder to measure changes and determine
the extent to which the prototype training program has succeeded: in

. méeting its specific objectives. Program efficiency-will be determined

through evidence gathered relative .to the observed attainment of the
specific project behavioral goals. See pp, 56 for specific objec-
tives of prototype year, and see page 7 © for objectives of
dissemination year. )

Formative ongoing evaluation of training activities and materials

To fieldtest the prototype program with a continuous ongoing evalua-
tion.of all aspects of -the process, including content, training strategies,
and the materials that have been developed for use in the model program,
This continuous feedback wili.serve both to monitor the ongoing program

‘and make modifications where'indicatéd, and to refine -the prototype for
future use, .

These evaluation activities will closely parallel activities of

‘the prototype program, Specific components of ‘the training program,

tsuqhwégwthg'gndche-SPOt*déﬁbnétrétiﬁﬁstof child managemént, problem

solving groups, and use of video tapes, can be evaluatéd by trainees
in terms of their subjective reactions to the experiences and the compara-
tive value of each, : : -

i »

RatingEformg are being developed to evaluate what is gained from
each aspect of the program and will be used before and after each phase,
The forms contain both check lists and open-ended’-questions which allow

for personal reactions, suggestions .and criticisms; (See~page‘94 for

sample rating torm and page 72 for compilation of results,)

The total désign for the year includes a process for flexible ad-

Justing of plans in résponse to ongoing feedback and evaluation. The-

project staff and consultants will hold an evaluation meeting on the -day

£ollowing each-institute. Between institutes, ‘the staff will collect

and ‘study reports: on thé'special‘asélgﬁmghts\and aq;iyigies in the partics
ipating schools, The staff will meet again one week before each ‘institute

to conmsider xeports and évialuation and make suitable: revisions in pro-

gram plans. (See pages 80-91 . ‘tor questionnaires used in gathering
baseline and tinal -data), |

. ) \;z.
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Key to PERT Diagram for Evaluation Plan

. 0.0 _ Specify project objectives 9-1-71 10-1-71
Summstion Evaluation .of Project Objectives .
1.0 . Spec1fy, for each project objective, 10-1-71 12-15-71

evaluation objective in behavioral terms
with performanée criteria

1.1 Specify evaluation techniques and instru- 12-15-71 1-7-72
ments
) ’“A’
1.2 Sélect statistical tests ' 12-15-71. 1-7-72 °
1.3 Design instruments ‘ 1-7-72 3-25-72
1.4 ' Submit instruments fb,experts in relevant 1-22-72 3-25-72

-areas. for judgments of (a) validity of
response and. (b) importance of items to
the specialist

1.5 ' Revise instruments where.indicated A. - 3=1-72 o 4e1-72
1.6 Collect baseline data ‘ . 561-72 , T 5-1-72
1.7 - - Collect final data . 4=1-73 5-1-73

Continuing Process Evaluation of Institute and. Activities

“«

2.0 "'Specify components of -program ‘to evaluate 10-1-71 - 12-1-71
2.1 o Specify‘evaluation‘prqcedu;es»an& instru- 12-1-71 '3720-72;~“;
ments: T
2.2 . Design instruments . ’ 3-20-72 4318972“';
<2f3‘ Collect ongoing data on. ‘nstitutes and 8=30-72 : 2122:22*
: activities and revise procedures as ‘ i
indicated ' -

_Eiéldtest-Evaluatiqn of-Ma;é;iéls

3.0 Specify procedures. .and instruments for ' 11-6~71 S 1215-72
evaluating in: behaV1ora1 terms the
effect1veness ‘of ‘each material ) Vi

3.1 . Develop instruments. : 1-15~72 f3-1-72
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3.3
3.4

3.5

Event
Fieldtest ' sections of curricula in
pilot training sessions

‘Revise materials where indicated

.

Collect ongoing data evaluating
effectlveness of materials

Evaluate data and rev1se materials as:
indlcated

Start

2-1-72

3-1-72
8-30-72

6-1-73




D, Evaluation Instruments

T Before-After Evaluation
School Staff Information

Please complete the following for Afterclass Staff members:
1.) EducétiOnal Background . ' :

Numbér of present dormitory counselors withs , .

BN

N

.. a -Bachelor's degrce a high school diploma

. 2 years of college . no specific requirements.
Number of present suuerv%sors with:-
a Master's dégree’ _ a high school diploma
a Bachelor's degree . no specific requifemé;fs

a

2 years of college

-

2.) “Experience with Deaf Pééple

- T4

Please give number .of present afterclass staff members who belong in
each category (include this: year's experience):

1 year of experience.
2 = & years of experience:
5 or more years of experience

Number of present afterclass, staff members not. returning
*  next year. :

39
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Evaluation Instrumént g,

Before-After Evaluation
Present Ins crvicn Trainin“ Program Infomation TForm

Please check the appropriate responses for each item.

At present do you offer in-service ‘training for afterclass staff?
For new staff only
For all afterclass staff members
' For supervisors of afterclass staff speciflcally

How much training is provided?

" During, vacation: 1 week 2-5. weeks _ %  6-12 wecks . Other
Throughout the, year: Weekly Honthly Irregularly (Specify)

CI1f there is a spec1f1c person who acts as Director of Tra1n1ng for the school,
what are this’ person's job title and job description?

Who participates in the planning and implementation of the in-service training
activities?

Superintendent, Assistant Superintendent Inclass non-supervisory staff-
Principal, Educational Director Inclass staff supervisors .
Afterclass staff supervisors Dean of Students

Afterclass non-supervisory staff " Others:

11
[]]

How often do the afterclass non-supervisory staff meet as a group with their
. supervisors? .

¢

Weekly Bi-weekly Monthly Irregularly or when necessary

How. often do the afterclass non-supervisory staff meet individually with their
supervisor?

e Weekly ___ Bi-weekly ____ Monthly . Irregularly or when necessary

xWhiCh of these courses and activities are offered to afterclass staff in the

in—serv1ce training program?
’inedtatipnuté*the school and 'specific duties Communication with deaf people
Orientation to deaf children s Child Growth and development
Activities and recreation for deaf children Education of deaf children
Management of Spec1f1c behavidr problems Group dynamics
Supervisory pr1nc1p1es and skills

Are outside community resources used in in-serv1ce training for afterclass staff?

" Are there aspects of the in-serv1ce training program for afterclass
staff not covered herein about which you would like ‘to comment?

[N
€
1
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Before-After Evaluation

[}

: Trainer Infornution Form
: (For 3 Institute Participants) -

‘Name

.. Evaluation Instrument’

PRIty

8

e Summer Address '

Job Title « .

Job Responsibilities

.

. Check any of the following in which you have had experience:

Dormitory counselor? Yes How long
o . Dormitory supervisor? ® Yes _. How long

Teacher? , Yes How long
; ‘ ‘Education

" '(Check level attained)

High $éhool

‘ ,,,;_, College
. Bachelor's degréeé
Master's degree
— . Other » » . t

R
h v

* 12
- 3

Nimber 65 years of professional experience with.deaf people

-




Evaluation Instrument 83

‘ Before-After Eyaiuation

Trainer Evaluation Form ,
(For 3 Institute Participants)

Ve would like the folloving in order to evaluate, rnonitor, and improve
the effectiveness of our traini ny progrant, he purpose is not to measure
abilitios and ¥novledyge ajainst ad arvitrary standard, but rather to give
fnformation on progsress in increasing the coloetoncies of the participants,
Please *“ec” the response which most nearly corresponds with your perception
of your knovledge and skills in each of these areas:

*Needu
Competeéent Improvement
Supervisory principles and skills | ' 1 l .

Group. dymanics and processes l I‘ l l

Mahagement of specific behavior ptbblems , | ' t

s

Use of local resources in staff training | ‘_°' ' l L

Use of special educational techniques, ;r
aids, and ttaininb strategies : ' ' l




PLEASE DO NOT SIGN YOUR NAIGR,
ranner designed to insure anonynity,

e

Before-kfter Evaluation

Questionnaire

for Dormitory Counselors

3

Evaluation Instrument
have requcatcd tLat these scales be collected in a

‘Please check each of the following according to your own perception,

1. I am consulted often when staff decisions are being made about the children.
. t l .
{ . -2 3 I 4 5
Strongly Agree Agree Undecided » Disagree 'Strongly Disagree
2, My opinion in matters pertaining to the children is not considered to be as
important as the opinions of teaching staff members,
} |
] I‘ S 3 4 5
Strongly Agreé Agree Undecided Disagree Strongly Disagree
3. Ieachere and administrators do not understand my job as a dormitory counselor.,
. | . ) .
! ‘ : e 3 | o >
Strongly Agree Agree Undecided Disagree Strongly Disagree
4., A dormitory counselor makes an important contribution to the growth and
development of the children, "
evCe ) I '
; ! 2 I 3 l 4 s
- ‘ Strongly Agrec ' Agree " Undecided Disagree Strongly Disagree
5.. Dormitory counselors have too many children and too little time to meét the
-needs of each child ina groupq\ |
1 ‘ .
/ 2 3 N 5
Strongly- Agree Agree Undecided Disagree Strongly Disagree
6. My chief function is to discipline the children and enforce the rules,
DR 2 3 7 Co
Strongly Agree Agree Undecided Disagree Strongly bisagree
7+ Other staff members respect the;wofk that dormitory counselors .do.
— ‘ . > _ L - . 4 = .
‘Strongly Agree ' Agree Undecided Disagree Strongly Disagree
‘8. Other staff members. do not understand the problems that ‘dormitory
counselors .face..
e 1 : |
: S , z l 3 ES 5 .
Strongly Agree . Agree Undecided Disagree Strongly Disagree

_RJ!:trongly Agree

¥

A

9, The training the school offers dormitory counselors .does not really help
. much, . - :
; = S . e e -
ST l; o 3 4 T8 .
Y Agree ‘Undecided - Disagree Strongly Disagree

PN

T — _



. ' . ‘Evaluation Instrument 85

Before-After Evaluation

Questionnaire for Dormitory Counsclors

“

N

Pleasc respond to the following statements for each child in your group,
Decide which chi’ld is to be Child 1, Child 2, ctec,, and then choose the number
of the response (1 through 5 .given below) which you feel expresses the child's
skill in that area, 1If you have more than 10 children add another sheet.

. Responses

Almost always
' Usually
Sometimes
Seldom
Almost never

Ut B> W =

Child 1
Child 2
Child 3
Child 4
Child 5
Child 6
Child 7
Child 8
Child 9
Child 10

Understands the meaning of the messages ‘that others
communicate to him/her.

Communicates effectively in one way or another so
that others know what ‘he/she wants, needs, and feels,

Is able to make a choice between two or more things ' ‘
or activities. ’

Can'completg’an activity independently.

Accepts responsibility' for own ‘actions, a

‘Participates in new aétivities and situations wiihe
out apparent fear or hesitancy.

Initiates own activities.

+ Takes responsibilities for performing the requiremerts - : '_ 1
. -of daily activities. :

Participates in group activities.

Contributes to group decisions. 11 .

Responds to.others,

‘23 o ‘ ‘l\ * . “ > F
- Initiates activities iwith others;

iakés*thé feelings: of others iato consideration
‘before: acting. '

‘Eficourage-others to join group .activities, IR NEERE

B e ISR




23,
2%,

‘trips.

‘friends (e.g. shoppinb, ‘to a park, restaurant,
.store, etc,).

Evaluation Instrument

Page 2 Questionnaire for Dormitory Gounseclovs
‘ Responses '
" 1 Almost always
) 2 VUsually )
5 Almost never' 23 223 =2=2z=23223
ver e B R IR IR RS S S S ar A
A N - Y = < B - R = e - =
0,0, 0 Vv, B;8,0,C,0,0
Iii. Can work with cthers to satisfy a common need.
16. shows an understandinn that his/her own actions
influences the way that others act t- ard him/her.
17, shows an uncerstanding of the consequences of ? )
violating rules.
13. Cooperates with others in shared activities,
19. Adjusts behavior to the existing situation,
20, Interacts well with others of own age.
i 21. Interacts well with .adults,
3 « ‘Shous tolerance of differences of opinion, feeling, |
. @ physical characteristics, abilities, etc, ;
< . . _y ;-'

For cach child please give the approximate -number of

times the child participated in these activities: in the
twvo weeks between May 1 and May 15, If not at all,
place a 0 for that activity,

Interacted with children of other age groups.,

Participated in school sponsored and supervised

Participated in informal gatherings of the
community (e.g. sports, picnics, particsa play
activities),

<

Participated in community clubs (e.g. Scouts,
YW-YHMCA) .

Went into-the community independently or with-




- * : Evaluation Instrument - 87

N PLEASE DO NOT SIGN YOUR NAME. We Have requested that this information be collected in a

" mannér designed to insurc anonynity., Information will be used as an aid in planning the
training program activities, rather than as_an evaluation of individual performance.

.

‘Before-After Evaluation

Questionnaire for Dormitorv Counselors

) Pleasc answer the following quest@bns based upon activities which took
place during the two week period bgtweeh Hay 1 and May 15.
H

. : . . e

1. Number of structured task oriented contacts you had with teachers
(e.g. joint child conferences,committee meetings, school meetings, . N
téachzr-counselor child progress discussions, etc.).

2, Number of informal contacts you had with teachers (e.g. participating in
inclass/afterclass activities, social functions, casual encounters, etc.).
3. Check the items for vhich you provided opportunities for your group of children
in this-gwo veek .period (if you check an’item please give the approximate number
of times the opportunities were provided):

Were opporturnities provided for: .-

" No. of .
Times

Individual children to &éhoose their own activities,

Individual children to decide whether or not to participate in
) a planned activity. ~ : '
- )

-

Fal : ~

Individual children to take responsibilﬁty,fp;;their own activities,

H

inﬂividual‘children to decide when to do a required task,

RS

Individual children to decide vhere to do an aéti§it§ (e.g: doing
'homewogk‘in;che;library vs. the -study roém vs.. own room or
playing in the playroom vs, the hallway Vs, outside.)

Individ&ai children tc assume responsibility for resolving a problenm.

The children to decide activities as a}group.

The yroup to assume responsibility for its activities.

The‘group to take responsibility for resolving a problem,




Evaluation Instrument

- . Before-After Evaluation )
. Page 2 Questionnaire for Dormitory pounselors

. o . .

%

o - .. Interaction with.children of othe. age groups,

B Paftigipatign‘inﬂschool sponsored and supervised field trips,

" ‘ Participation in informal gatherings with members of the community, - ;

Participation in comrnunity clubs or gqoﬁps such as Scouts,
Yi'-YMCA, etc. :

of
4sking people from other schools or the community to take part
in the children's residential program.activities.

Children to go into the community independently or with friends
for leisure -activities (e.g. to a store, restaurant, movie,
library, playground).

é.‘ 4, Please chéck a response for each item according to: your: perception of how well =
- . you communicate with deaf children.

@, I am able to communicate information, diréctions,-and feelings to the
children so that they understand the meaning of the messages,

P 1 S NI

Tk

‘ T - 2 3 - % - 5
2 .~ Almost ‘usually Sometimes Seldom Almost ,
i always. ~ | ’ never

-’be I am able to understand the meaning of the messages the children communicate

?1\ to me., : . B
:?T o — g R
Ll ’ Almost -usually . Sometimes Seldcm Almost

always ) ) never




L ‘ 2: Undérstands -correctly:the meaning of thé messages the ‘

Evaluation Tistrunent ~ 89: °

Before-After Evaluation

v - Questjonnaire .for Supervisors of
o ‘Dorizitory Counsclocs

Please respond to the following statements for each dormitory counselor vhom you
supervise, Choose the number of the res ponse wvhich most closely agrees with your
pexcnption of the counsélor's demoustrated skill in that -arca, Please do not glve
your name or the names of the counselors If you supérvise mofe than eight coun-
selors, use another shect for the add1tiona1 colu“ns. Infotnation wiil e used as an
aid in plamaii-, the trainin: pro,raa activities, =atler than as -an evaluatica of
individual pcrforrmnce,

Responses
- - N ¢ 3 n o~
1 Alwost always Mo B oW ououoH
2 U.,ually I S B -3 - o
o setden IEE R EEE
- © 000 o0 0 © ©o o
5 0, 0,070,0, O OO

Alrost never

l. Communicates information, directions; and feOIinbs to the

children so that they understand what is expected or -desired
»of then,

children communicate ‘to him/her,

3. Has -control of his/her group of children.

4. 1s accepted by the children. in his/her -group,

Se Helps individual children develop interpersonal skills,

5, Indicates kriowledge of” child development and behavior: by
applying it ‘to speclrlc benavxor man>yement situations,

7. Indicates knowledge of languaze developuent and education.
of deaf children by applying it to. daily activitxes with | .

the childreny
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AP ; Evaluation: Instiutent’
. *fLEASE:bofﬁbT”SICN»YOGR NAME. ‘We ‘have requested that these scales bé collected in. a
’ ﬁgttdésigngﬁ to insure anonymity. Information vill be used as an aid. in planning
the training brogka@-q;gi@icieéi.iaéhet than asz an -evaluation -6f individual performance,

Beforé-After Evaluation ,

‘QuéStionﬁd{reufof'Teachers

Please answer the“fqllqyihg-qqgﬁpionsfbased‘uppn activities whicﬁ tovk place
‘during the two ‘week period betwéen May 1 and May 15.

3

1.). . ... Number of structured task oriented cqﬁtacts you had with dermitory
- counselor(s), (e.g. joint child conférences, committee meetings,

school meetings, teachér-counselor child progress discussions, -etc.).

2.) .~ Number of informil contacts you .had :with dormitory counselors
o (e.g: participating in inclass/sfterclass activitieés, social

functions, casual encounters, .ccé.j.

‘Pleaseé check each of the following according to: joui own: perception.

1.) 1In génefal, dormitqry'coﬁQSeiors do their jobs. well.

:l . PR pes : g Pya— 5 EPy " N m 9 ] - 15 — A .‘ ‘ ‘
" Strongly Agree ’2 Agree © ‘Undecided: f‘fpigagrgé 1 :Strongly Disagree

i.) A teacher's job: is fore dc@énéihg:bhan a dormitory, counseior's job.

- . .
N . . S O < r-o

' - - ~ I ; .".: :'r > s .. ‘:' (»7,7 ] :-. B ’:“J-".v,: 'e" v6>("A,< ‘_A’
Strongly Agree -l€%Agﬁee' 3 Undécided l” Disagree -Strongly Disagreé

3.) The fuhétioﬁg‘qi‘5‘dofmitory.céqnselor requiré few skills pfher than
patienceé and .a- liking for children.

- R A/"' R -
- v
. | : S !

!§cr9ngly Agféé’ la Agfée. 2 Undébidéd l“pisagréé fgé:bngly biéégfee

4.) ‘Dormitory counselors shoild be inthded‘iﬁ-&qgisibd-m&kiug\about the needs
of the children. ”

| . |\ ' »«.,u,el -

l? Agree 1z Undecided ! Disagree J Strongly Disagree

'Sfrongly Agree
5.) A dormitory counselor can make an important contribution to- the growth:
and development of the children..

| ] : | . |

- VY . 1 I : , .
-Strongly ‘Agree le/Agreé 3 Undecided lH Disagree: 1’épropg1yADisagnee

'6.) ‘School social functions should include both dozmitory counselors and
teachers.
| e

T i VN ' S ‘
Strongly Agree I‘ Agree l Undecided JL’Disagree ,| Strongly Disagree
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. - - ) ‘ ﬁvaluation Instrument 91 -
Page. 2 ‘
Questionnaire for Teachers ' )

7. Domitory counselors seem td be more concerneo with discipline and enforcinn

) ‘the rules than with ind1v1dual child development. IS

. L B . _ { . - | . L

;T - I » g.l3~ 1 l:./. Ir .

‘Strongly Agree Agree Undecided Disagree Strongly Disagree 3

8.) Trcquent meetings detween the teacher and the dormitory counselor would *

enhance a child's growth and oevelopmcnt. . ) T

] - R ;I 2 ) lj . l o l‘f— s .

Strongly Agrée Agree. Undecided Disagree Strongly Disagree "

9.) Doriiitory counselors should be consulted in.matters pértaining to the S
children. . . i :

S N R R | R

/ |r2 |3 T | 7 ]5— ‘ T .

Strongly ‘Agree Agree Undecided Disagree Strongly Disagree:

‘.3:
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Evaluation ‘Instrument

1972-197% EVALUATION OF TRAINING MATERIALS FOR STAFF DEVELOPMENT
IN SCHOOLS FOR DEAF .CHILDREN

Type of affiliation

f73?iﬁ;”ﬂow valuable do you feel the materials will be in staff development
! programs? Please place an X at the position closest to expressing
.. *'your answers. s ~

! Very" o '”;soﬁéwhat not
‘ valuable|valuable|valuable|valuablg

;éfTﬁSéﬁVJce Training for Afterclass
| «*taff in Residential Schools. (Book -
| of readings)

Iy

IR

Handbook for Staff Develof)ment |n : , :
~} Residential Schools for Deaf Children | 1 N L

[#5-00urs-a-Day (srdemsaund show

N .

| rtis ‘Moré Than. Child's Play (slide- A Y e B p

ﬁ‘gygﬁQ‘show on recréation) ~1 :
1i§f651éﬁ§ of;BéhaVior Management (videdeb 75
1. tape) | n :
- | Comniinicating Effectively With Deaf = | ; :
|. Chi'ldren (videotape) - , - ;
ééwﬁﬁﬁjﬂékgs Danny -Run? -(videotape) / § =
2. For what groups do you think the matérials would be particuiarly . ;
useful? S , S :
‘Teachers ‘ Paraprofessionals__._ Parents, o
Othé(’(explain);. . . _ o

3. Please suggest ways in which you think any of the materials might

“be used, ?pSe~Other side of page if needed) :

e . | s




i ' Evaluation Instrument 93

‘ PLEASE COMPLETE ONE SHEET FOR EACH SECTION OF HANDBOOK USED. 1/19/73

Evaluation of training manual, Inservice Training for»’A‘ftgrclass Staff in
‘ Residential Schools, Doris W. Naiman, Ph.D.’, ed., New York University School
. ‘ ,0f Education, Deafness Research and Training Center, July 1972,

‘SECTION USED
NUMBER OF PARTICIPANTS

. POSITIONS OF ‘PARTICIPANTS

HOW DID YOU USE THE SECTION?

. HOW WELL DID IT WORKR?

Lo 1o
‘;‘w"‘A "%

SPECIFIC REACTIONS OF PARTICIPANTS:

¥

-

ANY SUGGESTIONS ON .HOW THIS SECTION COULD BE USED WITH OTHER SCHOOLS?

]




Evaluation Instrument

Participant Evalualion of Prototype Regional Conferencgé

Lnseggice Training ProSrdm for Afterclass Staff, 1972-73

Please answer each of the following items. Do not sign your name, .

Please ?ate the value to you very not

- of each of the following: walable valinible

. 1 2 3 4
P - 1. Large group discussion ‘ ‘

2, small group discussion

3, lecturette

P 4, Role playing , I I - c

5. Videotapes

6.. Between-institute assignménts ‘ . : ‘ \

7. Book df‘readiﬂgé

o . 8. The evening cracker barrel sessions

9, ;ndividgallcohsultatipns with project staff

10.ziﬁ§§fmal exchange with ﬁgrticipants frqmlothef schools

R

Y1, What, for you, was the most positive aspect of the Training Program?

N 12, What suggestions could you make for future Training Programa?




Evaluation Instrument 95

Participant Evaluatiqn of National Conference..

N

We are interested in having your honést reactions to this conference.

Please place an X at the position that is closest to expressing your answer
on each question.

S

Please do not sign your natne,

How much did your experience at the conference help you in the following areas:

"1, Identifying major considerations in planning a comprehensive staff
development program and steps in implementation.

A great deal Some A little Almost none Not at all

2. Identifying problems of implementation and possiblé solutions.

A gréat\deal Some- A litile ‘ Almost none Not at all

3. 1Identifying ways in-which training institutions can assist in
afterclass staff development.

Afifeéévdeai Some A little Almost none Not at all

4. Knowing methods. and materials. for inservice training activities.

A gféat de#i Some \A little . Almost none Not at all

How valuable do you feel the Staff Development Materials will be in
your program?
Pleasé place an X at the position closest to expressing your answers.

. very ‘not
‘Valuable Valuable

5}.‘Han§bookhfor Staff Deve.iopment -

N "6. InSéfVice Training 'for Afterclass Staff
- (book of readings):

24-Hours-A-Day (slide Show)

\\\\\\\
‘‘‘‘‘‘‘‘‘‘‘
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' Evaluation Instrument 96
»Report‘from Residential Schools Spring 1974
NEW YORK UNIVERSITY DEAFNESS RESEARCH & TRAINING CENTER

~ ' STAFF DEVELOPMENT IN RESIDENTIAL SCHOOLS

1. Please attach a brief report of activities planned or implemented for inservice
training of afterclass staff and improving afterclass 1life of the children.

2. In what ways have area training institutions helped with your inservice

training activities?
---Provided resource material for use in inservice training.

---Présented objectives and goals for staff development.
---Strengthened affiliation with. community colleges.
---Gave guidelines for communication among administration, afterclass staff, teachers and

3. How much did the training sequence help you in planning and developing the  Students.
. ttainiﬁg?activit;es? , )

4. Please indicate which of the following aspects of the training sequence have
proved most helpful in planning and implementing your staff development program,
large group sessions
small group discussions
':\ lectures. by project .stéff and guest speakers

role playing exercises ~~

viewing and\d;scussing»training materials:
Handbook for Staff Development in Residential Schools

Inservice Training for Afterclass Staff in Residential Schools (Book
of Readings and Curricula)

_ Problems of Behavior Management (videotape)
éu ) ‘Communicating Effectively With Deaf Children (videotape)

& "24 Hours A Day (slide-sound show)

. informal exchange with participants from other schools and training
institutions

;;v ‘ " .. other (Please explain.)

.
Sy




Evaluation Instrument 97
Report from Community Colleges Spring 1974

NEW YORK UNIVERSITY DEAFNESS RESEARCH & TRAINING CENTER
STAFF DEVELOPMENT IN RESIDENTIAL SCHOOLS

‘l 1. Please attach a brief report of activities planned or implemented for
working with residential schools on inservice training of afterclass staff.

A

N\

2. How much did the training sequence help you in your work with the schools?
A great deal Some A little Almost none Not at all

3. Please indicate which of the following aspects of the training sequence have
proved most helpful in 'your work with the schools.

large group sessions

s

small grouQMdiscussiohs
. Li
lectures by project staff and guest speakers

role playing exercises
viewing and discussing training materials W

Handbook for Staff Development in Residential Schools

. Inservice Training for Afterclass Staff in Residential Schools
‘ o (Book of Readings and Curricula)

Problems of Behavior Management (videotape)
Communicating Effectively With Deaf Children (videotape)
24 Hours A Day (slide-sound show)

informal exchange with participants from other schools and community
colleges ’ :

\

other (Please explain.)

5

4
“

i




V. Selected Reprints Describing Outcomes and Conclusions

Following are selected éeprints of material published in connection
with the project.

Innovation in Dormitory Programs: A Comprehensive Approach, published
in the American Annals of the Deaf, is a report of the experiences of the
six schools that participated in the Northeast regional pilot project to
develop an inservice training program for dormitory counselors. The model
for ‘the training project is described in A Model for Inservice Training uf
Afterclass Personnel, published in an earlier issue of the American Annals
of -the Deaf.

The California School for the Deaf in Berkeley published.an illustrated
report on the Westérn area- national conference in its California News.,

The @o@ograpb Community College Cooperation for Development of Staff
to Work With Deaf Children grew out of the two national conferences,
'Included are reports on the experiences of seven residential schools in
developing cooperative programs with community colleges, A copy of the
publication accompanies this report. The preface is included in this section,

*

A surmary of .the prototype training program is contained in the
Handbook for Staff Development in Residential Schools for Deaf Children.
‘The Handbook is an outgrowth of the program, and includes notes on the
experiences of six schools, and a ‘guide to planning and implementing a
comprehensive staff development program. A copy of the publication accom~
panies this report. Irncluded here are Section II, Experiences of Six
Schools; and Section III, A Guide to Staff Development,




All déaf children rieed a 24-hour-a-day learning,
environment.  New York Univarsity's Deaines,
Research' & Training. Center is -focusing on the
‘process-of. involving 2 -whole school—-administra-

together to provide a comprehensive staff develop-
ment program and:an integratzd round-the-clock
leaming environment for deaf children. Six schools
participated in a regional pilot program using this

The partmpanls worked, with the Deaf-
ness Cenler to devélog'in each school a cadre of

stalf who became lesponscble for staff dévelopment
and - inservice training: in - their- cwn: schools. The
trainers from each school found it helpful to share
with: eich cther their perceptions of central issues
s LT and ‘their ptoblems in_planning and implementa-
T tion, Notes on their experiences may be helpiul to
7 .7 7L other schools ard to training institutes involved in
T the same process.: .

~
Wt

“

RIS

=N

TRRIARNe

fors, teachers, dormilory counselors—in worki=g:

trainers from both inclass and afterclass supervisory:

University.

. S Dr. Naaman is Dnector of. Trammg at xhe Deafness
) - Research .and Training Center of the Néw York

Dormiiory Programs

‘Innovation in Dormitory Prbgrams:‘
A Comprehensive Approach - =

by.Doris W. Naiman, Ph.D.

© . Tyl L
Recently there -has been .an- upsurge “of
activity throughout :the country t¢ give in-
service training to the dormitory-counselors
who are responsible for a large portiofi of the
hours of deaf children’s lives. This report is to
sharé. the experiences of six schoals that
pamcnpaled in a regional pilot project: .ising
an‘innovative, comprehensive approach., The
.project: was sponsored by the New York
University Deafnéss Research. Traumng
Center.

The schools were different in size and ‘in
p_halosophy Their enroliment ranged frgm
148-to 501 students. Some were'in large urban
centers and some in ‘sparsely settied areas.
Yet the schools found it helpful to share with
€ach other their:perceptions of cenire! issués
and their problems in-planning and imple-
mentation. Notes on their experiences may be:

! ‘helpful to 6ther. schools-involved in the samg
- process and also-to training institutions that
. are interested in assisting. residential-schools.
“in thefr. regions. The schools participating .in
the project were American School, Governor
Bixter School, New York School, New York
State. School, St.- Mary's Schoo! and Rhode
lsland schiool.

The modél for the training, project-was de-
scribed -in an earli »r issue .of the American
Annals of the Deaf (Naiman), Briefly,-in the-
pilot- project, three -participants from each
‘school worked. togelher witht the Deafness
Center to develop:in éach- school a-cadre: of
trainers from both inclass. and aftetclass super-
visory- staff. They attended five institutes and
.workéd’on special’ assngnmems between insti-
tutes. Project<staff ‘included experts in deaf-
ness and in inservice training of -residential
staff. The, cadres of trainers' became respon-
sible -for staff development' and inservice
training in their.own schools.

AA.D/August 1974 -
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:Some of the institute- pamcupants at the Rhode lsland School: front, L to r., Mr. Robert Jose s, New York
State School;. Mr. Kendall Litchfield, New York School; Dr. Hagop Mashikian, Rockland Children’s Psychlamc
Hosplul, institute leader; Mr. Richard Fendrich, Deainess Center staff; Dr. Doris Naiman; Mr. Michael Nelson,
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Deainess Center staif; - middle, L_to r.; M. Patricia Potwine, American School; Ms. Mary Burke, St. Mary’s

Sdlool° Dr. Victor Galloway, Model Secondary School; Ms. Carol Smith, American School; Ms. Judith Ciif:

‘ford, . Deafnces Conter staff; Mr. Joseph’Sacco, New:York State School; rear,’L. 1o r., Sister Michael Scahili,

St Mary’s Sctoe. Mr, Gordon Baker, New: York State'School;” Mr. Jan Repass, Governor Baxter School; Ms.

Eva Cutier, Ge wsrior Baxter School; Sisier Mary Patrick Murphy, St Mary’s School.

Needs of Deaf Chiidien in a Residential
School

Staff development-for.what? Inservice train-
ing to.learn what?-What are the ultimate goals
for-all of the planfiing and all-of the strategies
‘for implementing?’

These were the questions the participants
talked about a lot at the first institute and then
back at their own ‘schools. They: recognized
that when they were developing a staff devel-
opment.program and inservice training, they
had.to keep in-mind always that the ultimate
goil.of all efforts must be.the children’s emo-
tional and intellectual growth.

The starting point was to identify the needs
‘of deaf children in-a residential school. Plan-
ning for changes and action followed from
there. Participants agreed that deaf children,
in addition to. havmg the same needs as all
children, also-had some specual needs, and it
must be the goal of the schools to provide an
environment that met these «eeds. The

A.A.D./August 1974 )

special needs were related to development of

commumcauoo, language and independence, -

The staff development program was a planned
way -9'involve the eritire.school in. providing
an environment that gave the children full
ooportunmes for, informal learning, for rich
and ‘broad’ experience, -for making decisions
and having" responsibilities. When the partici--
pants discussed theése issues with the stiff
members in their schools, there was some dif-
ference in priorities, but the general focus on
needs was similar in.the six schools.

First Steps in the Schools

After the first-institute, the -participants be-

gan to work as cadres of trainers.in their own
schools. Each cadre of trainers started by
meeting with the superintendent. They dis-
cussed the whole concept of a planned
schoolwide staff development program, and
they discussed ways to work toward this at
their own school. They then brought in others

Dormitory Programs : 399
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 {Zi A R o ) e el ,,m%mm Participants from another school reported
’ 5 ST . on the results of an initial -discussion with :
| . 3 their superintendent of the ideas on staff ;
' ’ L development and inservice training they had 1

brought with them from the first institute.
They reported that they were given full sup-
port by the superintendent and he suggested
ideas: for-a questionnaire to be submitted to
all staff members. They then met with, indi-
viduals, and there were as many ideas for pro-
gramming as there were staff-members. It was
apparent that three areas were of vital impor-

TRV

v
o
.

R AT A

Project staff members, were always available ~ior tance according to the individuals working
umual consultation: ‘Dr. Don: ‘Naiman talks  Within their program: 1) communication with
T with: Mr. Jan Repass from -the Governor gm,, the students; 2) an understanding of deafness;
- School. ) .. +. . . .3)an understanding of the total school pro-

gram and the importance of afterschool per-

in the school to help with the Ianmn and -
P P g sonnel. These areas of consideration-were the

.....'~vu~5~s~¢-:‘-uq-.~q‘,_——-,“_._~ [P PR e

Lo implementation process. : h ) -
N The cadres of trairiers retumed to the foc_us for the inservice program. Other areas
e e e o -second institute and described their progress of mgerest_to !he admnnsstratnoq of the school,
2" 7.1 .up to thit time, the obstacles they encoun- 3% the philosophy of the schaol and report {
e tered, and what they-were trying to do about  Witing. were added to the training program. L
T them. - ' - Notations were made of random requests, so $ ',
ST Each -school is unique, and the- initial ex- t!m all areas could.‘b.e touched upon at some i .
L. T - periences, as well- as subsequent ones, were  ''M€ during thg training program. k7
PR . different in each school. But there were many ‘.
S * similarities, and the traners found it produc- .
. tive to discuss these with each other. The first Fe
, ' step in each school was to meét with the /
w - superintendent., The participants from one i
". . school reported 6n ‘their first meeting with ,’ )
e the superintendent and principal ‘to discuss |
. . tentative plins made as a result of the first .
0D institute. The meeting opened with the com-
o ment that it was vital to have the support of i
LT he -administrators ‘behind -the proposed edu- ¥
3 . cation program for: afterclass staif. The first & ;
point discussed was- the need for a director of : 5
) . training. These -goais-for- the education pro; Y
s gram were suggested: 1). the phllosophy of ¢ P
. theé .school. should: be known; '2) meeting the | 8
- . child’s needs should be the.'specific object, H ! -
‘and a_prime néed is to promote independ- { ;
\ ence in the child; 3) the afterclass program i ;
S should be coordinated with the academic Yo
: . prograim. A schoolwide committee was { ! T
formed to assist the director. of training in the ! P
: planmng of the proposed program. First steps  :
: in spreading word of the program to the * .
school were:"1) a genéral report at orientation ,!~ . ORI o i
T day to the entire staff, both academic and . W« “"2.‘.4{. : ]
: B - afterclass; 2) a meeting with - houseparent Hagop Mashikian, Director of Rockland Chil- '
: . heads o discuss a more detailed account of  dren’s Psychiatric Hospital, leads an institute ses- !
) : what was proposed. sion. . {
< 400 ) Dormitory Programs A.A.D./August 1974 ‘
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‘Resistance to Change

The cadres of trainers from all of the sctiools
found .that the process of change is difficult.
They made progress, but they met with many
kinds of resrstancec/

A special source of- rasistance frequently
was thé dormitory counselor who had worked
in the school for many years. There were
many exceptions, but a question that came up
often was: What do you do-about so called
old-timers who do not want to- follow any
changes that are being introduced in a situa:
tion?. These people balk at anything the
schoo!,program is going to do. Their defense
s, "Well, we tried it before. It didn’t work.”

Other sources of resistance to change were
avid -proponents of the athletic program.
Several schools that were- trying to broaden
the experiences of their students grappled
with the:problem as expressed by one partici-
pant,.”The athletic program usually has had
the say and priority for use of facilities and
cvershadows other programs:”

Another-impediment to change was the dif-

ficulty schools had in arranging for- salary in-

-creases and a career ladder to serve as an: in’

centive for dormitory counsélors to upgiade
their skills. One -dean. of students explamed
‘that the:original .intent of offering -a ‘com-
murication course was to-meet CED certifica-
tion requirements. But, presently, since meet-
{ing such criteria would only lead to a piece.of.
paper on:the wall and.no, extra money in the

.pocket, this did not sound too:interesting to

most staff members. To date, he had been un-
able to locate a. college that was interested in
accrediting the-course. The school’s plan, in
accordance with CED; calléd for two other
courses:nex year in the area of child develop-
ment and- recreatlonal activities. In the area of
financial upgradmg of staff, work was. bemg
done on a career‘ladder that wouid recognize

.education-and’experience in terms of respon-

sibility and pay:
The schools reported that-it took time to

.open up communication among their staff-

members. One trainer. described-a newly es-
tablished. weekly meeting._of "houseparents:
"We were :uneasy and-cautious at first and
hesnated to spe.k ‘out. But as the meetings
went along, we felt more ‘at ease and ex-
pressed’ our opinions. " Another trainer de-
scribed a .meeting: of -the dean of sludents,
supervisiig house father, and houseparents.

The group had just: ‘read"th‘e section, “QOrien-
tation of New Houseparenrs" in Inservice
Training for Afterclass Staff. in Residential
Schools2. Using thrs reading as a starting
point, they dlscussed ‘the relationships be-
tween supervisors :nd houseparents. The
trainer reported: “Because ofithé uniqueness
of the situation to the particigants, they were
slow to respond at first. Once they became
more aware of:ilié purpose of the-discuss;on
they took moére part. But it drdarake time. To a
certain degree the dlscussmn dld bring things
out in the open, and by domg so, relieved
some of the anxieties:that hiding feelings can
cause.”

From their experiences witk: the process of
effecting change, tha. tramers;found that they
needed t6-oe patieit and learned to avoid
letting the initial upheaval l)e a barrier to
their continuing effort. They *Iso learnéd.that
it was good to beginiwith.an .1ctrvny in which
they were likely to meet: success. Several
schools that mmated a communication skills
course found that it |mmedrately was enjoyed
by. all -and; as one trainer sald “was instru-
mental in improving very qu:cr(ly relationships
and’interaction between staff-znd students "

InvolvingIndividual Coimselors in
‘Providing Broadened Expériences and
Opportumhes for Independence

The cadres of trainers worked toward com.
prehensive schoolwide plannmg to:help the
staff provide.a broad | range of experiences for
the childfen and mariy-opportunities to.make
decisions and. -take on responsrbllmes. But

they also- found" ‘that- the .noré individual

-dormitory- counselors were mvolved in the

planping..process, the -richer, would: be the
program and the greater would be. the suc-

‘cessin |mplementatron

The trainérs tried. a techriique that they

) found to be effecuve. Each of ihie schools held

a bramstormrng session ‘with- a. group-of its
dormitory counselors. The ob)ectlve was 10
come. up -with ways that-they Could (1) pro-
vrde a- broader range of experiences for
children mthelr own.group and (2) allow the
childrén in their own group more opportuni-
tiesfor making choices. The counselors were
told ihat they.would meet back together again
in-one month to report, on which ideas:they
had -tried, which ones ‘worked, which ones
did not.work, and to tell what had happened.

Dorrrytory Programs . 401




The schools found the results gratifying. The
senior department staff from one school held
a brainstorming session to try to think of
ways to help 'seniors develop- leadership
responsibilities. The staff-members then tried
some of itheir ideas with the students. As a
result the girls accepted responsibility to
organize, plan and carry out a weekly get-
together of zll the resident girls in the senior
girls deparfment. A popcorn party was the
first social planned by the girls. Games and
refreshments were provided by the senior

class, who also appointed clead-up commit-
tees. They also.arranged a-Mardi Gras and a
St. Patrick’s Cay party. The senior boys staff
agreed to alloiv more leniency in actual time
for retiring for boys .eighteen years old and
up. The boys were required to go to the
dormitory at 11:30 p.m. but could hold bull
sessions in the .adjoining washroom area as
long as they wished if they: 1) did not bother
any boy who had retired; 2) kept the noise
down; 3) got up the next morning in time for
‘classes; 4) received: no adverse comments

from teachers concerning functioning in:

class; and if the. night supervisor was in the
general vicinity. The counselors reported that,
on the-whole, the boys respondéd well to the
plan..

The report from angther school showed.the
dorraitory counselors’ ingenuity in finding
possibilities for flexibility and individual
choices in the daily routines of primary de-
partment children. One of the houseparents
decided to have more “doing’” activities, such
as cooking, baking, making popcorn, etc.
These .activities afforded the children an op-
portumty to make something...mixing,
takmg turns, sharmg, having fun, as well as
reviewing vocabulary in a different environ-

ment with. different people. Parties followed, -

with the. children preparing and setting. up
and cleaning .up. The dormitory counselors
felt that many problems of the older. children
stem back to the lack of responslblllty initiated
.at the early levels. They investigated possibili-
ties and. decided to -try these ideas: 1) have
some choices in-what they wear; 2) let the
older children in the group help the younger
children where possible; 3} vary unstructured

activities and .encourage a choice on the:part.

of the child; 4) tune in to any-activity that the
child can-dothimself and allow time to do'it—
_ for example, dressing himself; 5_) let the chil-
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dren set up and dispense snacks at snack
time. Another school’s primary-’deparmient
reported many changes resulting from brain-

t -storming sessions. Reading centers were; es-

tablished in the primary area of both thegirls’
and. boys’ dormitories. Houseparents and
primary children alike spent time decorating
these centers with wall hangings, school'work
and art designs. Each center had high interest,
low vocabulary readlng matenal: available
that covered a wide variety of subject matter.
The centers were equipped witly small tables
and chairs but also had open areas where chil-
dien could sit on the floors or cushions. The
centers were located near the bedding area
and consequently affarded usage in the
morning before school or just prior to bed
time, besrdes the regular out-ef-class activity
hours. The houseparents indicated that the
centers had been favorably received by the
kids. and had real potential for story telling,
leisure reading, and sacial interaction. Also,
materials were. ordered for an arts and crafts
room. Various activities such--as basketball,
tumbling, trampoline, etc., were run in dif-
ferent parts of -the -gym and each child chose
what he wished to do. ‘Houseparents were

:generally pleased with the overall progression
.of these programs. The dormitory counselors

were the major ingredient in:their deévelop-
ment..Many have commented that these pro-
grams have enhanced their relatxonshlp with
the children.

Increasing-and Improving Relationship
Between Inclass and Afterclass Staff.

All of the schools had problems in this area
and felt that progress would take time and
that a great deal of p!anned effort in- several
directions at once was necessary. There is a
jarge difference between teachers'and dormi-
tory. qounseiors as-to gequured qualifications
and also salary received. Along with this there
is a large difference between the-status of the,

two' groups. Frequently teachers do not have

high regard: for dormitory counselors. And
sometimes dormitory' counselors themselves
have a low feeling about-their own seli-worth
and are insécure and diffident with teachers.
The.cadres of trainers planned intefvention
in a number of -diffeféit ways. One, they
started on a-long-fange plan-to ‘upgrade the
qualifications of the afterclass staff. Two, they
tried "to find ways to maké-possible-a career
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ladder that would result in increases in salary
and in status, Working this out was difficult
and thus far only a start has been made.

Three, they arranged ways to increa\se contact

and working cooperation between inclass
and afterclass staff.

Progress was rade, especially on the super-
visory level. Some schools were able -to ar-
range for overlap in scheduling, but other
schools found-it difficult to arrange schedules
that would allow for frequent.regular contact,
both formal and informal. The'trainers found
that increased contact.did make communica-
tion easier. &

In évery-case, the representatives of inclass
and afterclass ‘departments from .the same
school who participated in. the regional train-
ing project indicated’ that' there was a big
différence in their communication with each
other. They considered this a result of their
working togéther at the institutes and in their
schools.

Planning for Multiply. Handicapped:
: ‘Children

Trainers found that working with the muilti-

ply “handicapped- children in- their schocls

presented many problems, and-they:félt:that
comprehensive. planning was-needed.tr ro-

vide adequately for thesé children. School.
policy was sometimes not cléar in .regard- to

the admission -of multiply handicapped -chil-
dren. There was a conflict betweér the desire
to accept.and educate children with alf kinds
of other developmental difficulties and. the
desire not'to admit children: with: any secorid-
ary problems that'wouldnihterfeég with-learn-
ing-of cause behavior management problenis.

In view-of the Tact that at-the presenttime
‘there are few facilities: for- multiply handi-

capped :deaf children, the trainers felt. it
would be-good:if their schools could accept
‘the, children .whenever possible: and- do. the
following: (1) have caréful and thorough ad-
mission procedures so that both afterclass and
inclass staff ‘will have' needed".information;
(2) provide inservicé- training to give the 'staff
special helpin dealing with these children.
‘One school was espécially -aware of ‘the
needs of these;children and was trying to find

ways of meeting thém within the existing

framework. A-trainer.reported that the sénior
girls department staff saw. a. need to provide
vecreational skills to girls with additional
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handicags—individual instruction. required for’
them to;play cards, for instance. Primary. per~
sonne! volunteered to do this while waiting
for babies to fall asleep.

Including Deaf Adults in Inservice
Training

Schools-found that including deaf adults in
the planning and implementation of -their
staff:development programs was an effective
way to increase the staff’s general understand-
ing of deaf people. One member of the staff
of the regional training-program was deaf and
two.-of .the participants selectéd by their
superintendents to represent their school
were deaf. 'One -of them was an academic
“teacher-and the other a supérvisor of dormi-
tory .counselors. Other participants expressed-
many times.the powerful contribution of the

deaf participants to increasing their insight.
Schools found a.number of ways that deaf
adults could help in their staff development
programs. One school included two.deaf staff
members of their own school in its general

orientation. program. These staff members

gave:their.impressions of life in.a residential
school-ard made insightful suggestions.
Articles written by deaf adults were found
*2 be. especially useful. Trainers reported that
-examples-taken‘from true life situations often
clarified»pointrs in discussions with teachers,
parents, houseparents. -

Schools Helping Eachi Other

The trainers in the regional project félt that
they were helped a great.deal in developing a
‘program in their own school by the process of
sharing -their experiences with other schools.

. The ability to. discuss freely:issues and prob-

‘lems grew as the trainers got-to-khow each
-other., At-the first institute they were soffie-
what:cautious with each 6ther. At the second.
institute- they were aware of a'big difference
in the way in'which they could expréss views
copenly and hence work -together in a mean-
ingful.way. i

The:schools took ‘turns.acting as hosts for
the five institutes. The- trainers found this pian
a'good one and expressed appreciation of the
value of having an opportunity.to spend time
dt-other schools and to see othé+programs in
action.

Because they felt.that. they had gained so
much from this .experience, the trainers ar-
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Dr. Victor Galloway, Model Secondary School; Ms.+Patricia Potwine, American School; Ms. Mary Burke, St

Mary’s School..

‘ranged to have a dormltory counselor ex-
change program among the schools. One
dean described the exchange.program: “The
dormitory counselors felt faiily confident - -in

- exchanging 'ideas and appeared very-excited

on the exchange. of persorirel between
schools. for three-day. periods. The schools
-arfanged the- .opportunity for us to sit down
and exchange ‘ideas with the entire afterclass
-départment and we feel there was a good deal
of information exchanged at this time.” In the
first exchange -program some of the visiting
dormitory counselors took over the responsi-
bilities of ‘the.exchange counselors from that
schqol. But the staff felt this did not work well
for two reasons.”One was that it was difficult
to take over a-strange group of children. The

-other was'that this arrangement. did not:allow
for enough time for the counselor to visit

around the school 2nd talk with many differ-
ent people.

Another dean of students described the
exchange program as offering their dormitory
counselors a chance -to get new ideas,
broaden their perspectives in the area of

" 404 Dormitory Programs

child development and. enrich their.own self-
images in terms. of their importance to our

:program. They found that the exchange had

best results when the participants filled:an

observer role.

The .participants dlso "began to serve- as
visiting 'discussion:leaders -and resource peo-
ple.at each athei's schools. One school spon-
sored a workshop for- theur dormltory coun-
selofs -and- niursing staff, and staff ‘members

-from three other-schools came to{ead lecture-

dnscussmns. Both .the hostmg school and
visitors reportéd that they felt shy. at first, but
in a short time-all- realized: that they had a

.greatdeal -in-common :and -felt enriched-by

the sharmg of expenence.
Evaluation
In o}der to evaluate the extent-to which the
training program was- making adifference in
the schools, a ‘broad assessment was made in
May 1972 and again in -‘May 1973 Data was
collected: from .administrators, ‘teachers, and

dormitory counselors to measure changes in
children and staff. Evaluation was made of the

A.K.DJAugust 1974
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training program’s success in meeting each of
its spécific objectives for changes in children,
dormitory counselors, and cadres of trainers.

The overall results of the before and after
evaluation support the conclusion that
changes were happening in the desired direc-
tion. The changes were not spectacular, but
they indicated that progress had been made
and that good things were happening to chil-
dren and staff. X

The ultimate measure of the success of a
program is positive -change in children. The
evaluation data indicates changes in the
children in the four specific areas that were
emphasized in the program. Four schools
indicate that the children participated in a
greater number and varjety of afterclass ex-
periences. Two schools indicate an increase
in children’s number and range of decisions
and occasions for taking responsibility for
independent activities. Two schools indicate
an increase in children’s interpersonal and
social skills. Three schoolsiindicate an increase
in children’s use of communication and
language.

It seems likely that changes in the children
‘are related to changes in the staff. By the end
of the second institute the trainers in each
school had developed an inservice training
.and staff-development-program.that met the

criteria established by the project staff and.

participants. Each cadre went on to imple-
ment at least some aspects of jts inservice
training-and staff development plan in its own
school. The content of each school’s inservice
training activities was assessed by a question-
naire administered to afterclass staff. Four of
the six schools reported an increase in the
types of train‘ng activities offered to afterclass
staff, and four schools showed an increase .in
the number of times training activities were
provided. Five schools noted that the number
of people involved in planning and imple-
mentation of inservice training activities in-
‘creased to include a broader representation
of the entire school staff.

Questionnaires administered to dormitory
counselors.and teachers showed that contact
and cooperation between inclass and after-
class staff increased during the intervening
year. The number of structured task-oriented
contacts increased in four schools, and the
number of informal contacts increased in five
'schools. Improvement ‘in attitudes toward

“other staff has developed more slowly with

observable gains in only three s¢hoals.

Job turnover of dormitofy counselors in

each s<chool at the end of the 1973 school
year was less than in the previous year. But
afterclass staff members did noi-demenstrate
an observable increase in satisfaction with job
or feeling of worth as having an important
role in the total school program. In :four

schools the majority of afterclass staff they had"

increased: their ability to communicate mes-
sages to their children, although the staff in
only two schools felt they had improved their
understanding of -the children's messages.
Supervisors reported.no observable change in
afterclass staff in the areas of knowledge of
child development and language develop-
ment or:skills-in applying their knowledge to
daily activities with the children. A question-
naire administered to dormitory ¢ounselors
showed that. counselors in all of the schools
providéd their.children with increased oppor-
tunities for independent activities _and
decisions, .

After the third institute the superintendents
were asked to express their impressions of the
effect, of the training programs in their

schools. All six superinténdents indicated that .

the planned comprehensive. approach to staff
development had already miade a difference in
their schools. They commented on the exs

‘panded inservice training activities and" tHe

increased .awareness, on the part of the
school. personnel at.all-levels, of the:.dormi-
tory counselors’ need for professional train-
ing and the ultimate value of such a program
to the schodl and the child. The following
observation-from-one superintendent identi-

‘fies--changes- which- the -superintendents felt.

were hapgéning in their schools:

I would make the following .comments
regarding progress which is already
obvious-to-us: * .

" 1. The project has explored areas that are
often  overlooked—sexual  behavior,
supervisor-supervisee relationships, and

~ analysis of case reports.
2. The project has created a positive
image to the houseparents in terms of a
concern for their own professional
growth and development in the area of
child care.
3. The project has developed a greater
sensitivity on- the part of .administrators
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toward :the needs of the- residence staf
and residential living.in general.

4. The project has opened lines of. com-
munication between various schools for
the deaf, which has enabled a much

broader perspective on residential

_ .probléms,
Lt . * 5. The projecc has helped create an
TR awareness -on the- part of the instruc-

tional staff (teachers) to problems en-
countered in residential living, and has
encouraged an exchange of information
with houseparents, which has brought
about a -better: and more total under-
standing of individual children.

LA Dissemination
LR The Deafness Center is sponsoring two con-
SEAOE ferences’in other areas.of the Unitéd States to
%+, . broaden the sharing of experiences in &
S, schoolwide apprcach to comprehensive- staff
e . development and.inservice training. One con-
P e ference was held at the California‘School for
< the Deaf, Berkeley, and was attended by the

cel e of seven residential schools in_the western
 .area-of-tlie country. Representatives of train-
ing institutions that are interested: in assisting
the school in their areas in staff development
programs also attended. A similar conference

+ will be held at the Maryland School for the

deans of students dnd the deans of instruction:

Deaf and .will be attended by.schools and
training institutions in the Middle Atlantic
states.

Also the Deafness Center has develaped
materials to assist residential schools in plan-
ning staff development programs. Available
materials include a book-of readings, Inservice

Training for Afterclass Staff in Residential

Schools, and an accompanying guidebook,
Handbook for Staff Development in Residen-
tial Schools for Deaf Children, as well as a
number of videotapes and filmstrips on vari-
ous aspects of staff development. Further

information-on-the-materials may be obtained .

from the 'Deafnass Center. s

- - cw Aty .
- .
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A Model for Inservice Training
of Afterclass Personnel

by Doris W. Naiman, Ph.D.

This project was supported during the first two
years by Social and Rehabilitation Sewvice, U.S. De-
partment ol Health, Education, and Welfare, . I? is
now being’ supported by-Olffice of Education, U.S
Department of Health, Education, and Wellare.

.he New York'University. Deafness Research

.& Training Center and seven residential
schools for deaf .children are trying a new ap-
proach to meeting the widely recognized
need‘of providing a rich afterclass hours learn-
environment that will foster social and educa-
tional growth in the children. Since 1960, the
Conference of.Executives of American Schools
for the Deaf has given special recognition to
the importance of thé dormitory counselor:to
the total. educatronal offort. It has concentrat-
ed on raising their level and status, has initiat-
ed.a certification program, and has guppqrted
many efforts to improve their qualifications.
The regronal training program for professional
supervisory staff provides- another way to'work
toward this end.

The -training program-attempts to meetithe
need in a way that will help each participating
school make the afterclass staff an integral
part of a comprehensive school‘program. The
goal is'not dnly to increase the competencies
of the -afterclass staff, but to raise their statiss
in the school and to increase the cooperation
between inclass and afterclass staff.

The training program, rather than directly
instructing dormitory. counselors .and recrea-
tion workers, is designed: for supervisory staff
from both -the .inclass and afterclass depart-
ments: Each school will be helped to develop
a cadre of trainers who will then be responsi-
ble for implemeiiting a staff development and
‘inservice training program:that fits the situa-
tion in its own school; Each cadre will work in
its own school to increase the working coop-
eratron between afterclass .and inclass staff

and to--provide afterclass staff with needed.

knowledge, skills,.and attitudes. See Diagram
of Struc(ure of Trammg Program

Dr Nalman*rs Diiécior of Traming, Deafness Re-
search & Trarnrng Center, New York University:

fr;iniﬁg of Afterclass Personnel’

The cadre of three trainers from each
school includes the dean of students, a supér-
visory teacher, and a supervisory dormitory
counselor. THé three staff members from each
school will participate together in all of. the
training -activities. They will have an oppor-
tunity to find realistic ways of working to-
gether-at the training institutes and then to
continue this cooperative effort in their own
schéol:

There will be five training institutes. The

" first will be for three days and will be before
the opening of school in September. Gov-

ernor Baxter School will. act as host for the
first-institute and the participants will have an
opportunity to get to know each other and
explore .problems in-an informal setting that
is conducive to opeén exchange. The next-four
institutes will be two days each and will ‘be
held at New York Schoo! at White Plains, New
York State School at Rome, Ametican School,
and Mystic Oral ‘School. Rhode island School.
and St. Mary’s School are also participating

in the.program. Experts from-both the general .

field of residential living and Chlld care work
and -the field of educatron and development
of deaf chrldren will serve as staff. members.
Since it is not feasible for key personnel to
be away from:the school for long periods of
time, the project-director and coordi~ator will
direct major aspects.of the .training activities
between seminars. They will give special as-
signments of-projects to be tried in the school
settings, .will- provide a variety of materials,
and will be-available for-ongoing help in spe-

.cial correréncesand site visits.
At te firstintitute, the first major topic will-

be, A \‘ompre‘renslve Program for a Residen-

-tial- Scheol foereaf Children."”’ Parncrpants

will first desc'.oe the currentmodel in eéach
school,\m’rudmg administrative structure; i.e.,
relatica’ of resrdennal staff to- admrmstratron,
mstru‘honal staff and other services, job de«
scrrption of-various levels'of residential staff,
and intra-department structure .of resrdenual
staff. Then, they will develop a model of a

i
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STRUCTURE OF TRAINING PROGRAM FOR PROFESSIONAL

Vo e AFTER-CLASS STAFF IN RESIDENTIAL SCHOOLS FOR DEAF CHILDREN
RO ——
1y A . CADRES AFTER- B
§ PROJECT |iistirures| CADRTS .| DEVELOPMENT & Class |TOTALLEARNING |
(o STAFF = TRAINEES | IN-SERVICE STAFES | ENVIRONMENT
; ‘ ON-GOING TRAINING ,
ACTIVITIES L

o 4

Eo‘mprehensive program by identifying the
needs of deaf children in a residential setting
and -the roles of residential staff in ‘meeting
these needs. ‘Finally each cadre will adopt
the model to itsilocal setting.

The second. raajor topic will be "Develop-
ing A FullsProgramm of Insésvice Training and
. Staff Developiiént.” Participants will identify

factors to be considered in planning, i.e., poli--
«cies~of administration, program needs, plan-
§ ning ne¢ds. They will identify the stages of the
planning process, develop a model for a Train:
‘ing Director; including attributes and respon-

.. sibilities, and develop a model for an inservice
;. training program. Each cadre will then adapt
: the ‘rodel to- its own schaol. The-cadre will

{ consider the inservice training activities now
i+, provided by its school and deterimine what
L " other activities are desirable.and feasible:
» . Each cadre will begin. its own plan for steps
" inimplementation and-submit this to the.proj-
ect staff one week before the sécond institute.
The.project staff, including a specialist in in-
mrvice ‘training. of--child care ‘workérs, will
Peet at that time to consider problems and-
‘needs. of each'school’ andto "provide .assis-
* \tance at.the school i desired or at the next
institute, ' .
The training :institutes- will- provide partici-
‘i, .pative ‘type experiences to' help the “trainers
-devélop the skills.they néed to implement the
inservice training: programs in. their schools.
""Supervision” will-bé 4-major topic, and will
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. beiconsideréd as-an- educational’ method as
&, distinguished: from. an administrative' discip-
wlinary ftbblpPa'ni&:ipamsp«will'é)ép,lo’re how su-
__pénvision. is ‘operationally .related t6 other
~training goals,. and will have-an opportunity
‘to:tiy out different types of supedvisory tech-
* niqués and to. sharpen supervisory skills asre-
 ..lated"to,practical day-to-day problems. *
;- "Specific ‘Behavior Problems and Their
Management™ will identify pragmatically and.
- practically, by .means of role, play. and lec-
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turette, frequent specific behavior problems
(aggression, withdrawal, sexual acting out,
temper outbursts, bed wetting). The objective
i$'to increase understanding of these prob-
lems as to their causation, management, and
importance in the child’s education anc! de-
velopment..

“Group Dynamics and Group Processes”
will be domonstrated with combined.didactic,
film, recording, and role playing methods.
Participants will develop concepts of group

interactional processes and then apply these:

concepts in-projects based on their particular
responsibilities in their schools,

A variety of educational methodologies will
be demonstrated and used at the institutes.
‘fhe participants will have an opportunity to
‘explore their relative mérits andto identify
specific ways in which-they could be used-in
inservice training in their own schools.

. Materials are now. being.developed for use
at the training ‘institutes and by the cadre of
trainers in-.their own: schdois. Participating
schools are, making videotapes to be,used in
the training activities: Specialists have-been
eommissioned to write sections of a Staff
Training Handbook and Three Complete Cur-
-ricula for Inservice Training of Afterclass Staff.
These are: . :
~Child Development and Manageniént.
of Specific Behaviér Problems
>-Educating.and’ Language Developmient
of Deaf Children ‘

—Recreation and Providing a Broad Expe-

rimeéntal Base - )

At the-conclusion of the project, the Deaf-
ness Center will .produce .a-complete -pack-
age incorporating the fieldtested. and revised
Prototype ‘training program, including con-
tent, -educational technologies, .and. special

‘materials developed for-its use. This 'will be

distributed-fo all residential- schools for-deaf
children.

Training of Afterclass Personnel® 439
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_Siaff Development in Residentiai Schools

Q@ i
) Dr. Doris W. Naiman (center) !
s WW R conducting the workshop for .
R o R S six western state schools.
et b Head table, L to R: Judith
Clifford, coordinator; Don ' i
Rerzulli, interpreter; Dr. ‘
f Naiman; Dr. Hagop Mashikian, H :
T N “‘":é““";\* ! workshop leader; Don Westmore- . _
IR IV B CRL f Rr s B land, group leader. In the - .
o gt ST -a\“,,;- h foreground L to R: Dr. Roger 8 o
Ay ;x‘;‘.,'*,,__. .3 SRR et Monroe, California Training SRR
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TSRIPIN ] ’ N ) .
) Participants, front to resar: Lo
. Don Westmoreland; Ray Ayala,
. Washingtos, Mary Russel, Arizo- .
ha; Margarel Gillespie, Arizona; !,. _...ssiasl
Keith ‘Godshall, Colorado; Wil- L‘“Z: Y .o

. liam May, Rivérside City College; i"”.:." v
‘ Ralph Neesam, Berkeléy; Jacob
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Western States Involved in National
After Class Traininte Program at CSD

THE NEW Yorx University Deafness Re-
search and Training Center held a Training
Institute at the California School for the
Deaf, Berkeley, for Afterclass Sujervisory
Staff in Residential Schools. Representatives
from six Western Area residential schools
and from several training..institutions and
community:college were ifivited.

Dr. Doris W. Naiman, Director of Training
at N.Y.U, Deafness Research & Training,
arranged the institute as part of a project
sponsored by the Ofice of Education, U.S.
Department 6f Health, Education and Wel-
fare. Training ussions were conducted by
Hagop S. Mashikian, M.D. and.Director of
Rockland Children’s Psychiatric Hospital.

The training program, rather than directly
imtructlng dormitory counselors and recre-
ation workers, was designed for supervisory
staff from both- the inclass and afterclass
departments. Bolh the Dnn ‘of Instruction

and Dean of Students of Aftorclau Life wer®®

invited to.attend the meeting. Two texts,
"developed at the New York Umvemty Deaf-
ness Research & Training Center were used.
They are Inservice Training for Afterclass
..Staff and Handbook for Staff Development
in ‘Residential Schools, The program was
designed. to meet the need in a way that will
help each participating school make the
afterclass staff an integral part of a com-
prehensive school program.

Representatives from Six
Western Residential Schools

Arizona State School for the Deaf and Blind
anaret Gllles ie, Director of
Secondary ‘Education
Mary Scott Russel, Student Director

California School for the Deaf, Berkeley

Jacob Arcanin, Assistant. -Superintendent
Ralph Neesam, Supervnsor of
Staff Development
Paul -Small, Dean of Students
Oveta Smith, Assistant Dean

California School:for the Deaf, Riverside

Don Massey, Supervising Instructional
Counselor

Be'ty Ohlinger, Director of Staff
Development-
Colorado School for the Deaf and Blind
Dennis Fallon, Prlnclpal
Ronald Teubner, Dean of Students

JANUARY, 1974

New Mexico School for the Deaf
'‘Thomas J. Dillon

* H. James Schroeder

Oregon State School for the Deaf
B..J. Peck, Acting Director
Olaf Tollefson, Dean of Students

‘Washington State School for the Deaf

Ray Ayala
Ylin{ Harper

Repreventatives from Training
Institutions and Community Colleges
Clark College, Vancouver, Washington
Ress Brewer, Director of Evomn:
Instruction
El Paso -Commurity College, Colorado
Springs, Colorado
‘Keith Godshall, Child Developiient
Department ‘
Riverside City College, Riverside, California
William E. May,-Coordinator, Program
for the Deaf
Orezon Collogo of Education,
Monmouth, Oregon
Marian Peck, Dept. of Special Education

California State fJniv.rsity at San Francisco
Arthurlene. Towner, Teacher Education

.Speakers Included

Holly Elliot and Dr. Kay Meadows, Langley
Porter Neuropsychatric Institute,
San Francisco

Dr. Roger-Monroe, Director of Staft
Dev 0 n‘ent State of California
pocu hools

Dr. Hugo °chunhoﬂ', Superintendent -
Cxliforria School for-the Deaf, ﬂorkeley

Don Wrstmoreland, Dean of Students,
North Carolina School for the Deaf
Interpreters
‘Don Renzulli
Mildred Stansfield h
Earl Walpole
Topics under Consideration

“Major Considerations in. Planning a
School-Wide Staff Development Program,
and Steps in Implementing It!"

“Problems Erncountered i in Developing and
Implementing a Program”

“Components of a Comprehenswe Staff De-
velopment: The Key Role of the Supervisor”

““Ways Training Institutions Can Assist in
Afierclass Stafl bevelopment

“Methods and Materials For Inserwich
Training Activities”
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From 'Community College Cooperation foir. Development of Staff to.Work with
Deaf Children, Doris Naiman (Ed,) Deafness Research & Training Center,

New York University School of Education, 1974, '

a3
s

Pre face

Despite the general recognition of the importance of
dormitory counselors in the social and academic growth of
-deaf children, widespread improvement in the competencies of
these staff members has been difficult to attain. A major
part of the problefi has been that changés need to occur along
several dimensions at once. Dormitory counselors need to
increase their knowledge and skills. And at the same time
they need to be recognized for their increased competence,
both by increased financial remuneration and by increased
status. . .o

Several schools have found that an effective way to work
toward this goal is to enlist the cooperation of: community
colleges in their training process. In this way a career
ladder kind of development is made possible. Dormitory coun-
selors take courses taught by résidential school staff members.
who are skilled in deafness. related areas and by community’
collége instructors who are specialists in such areas as .
child developmént and recreation.

- At the same time the dormitory counselors accumulate
credits toward an Associate Degree. Along with working toward -
a degree dormitory counselors usually have .an increased feel-
ing of self worth and have more status in the school. And
finally,; as dormitory counselors present recognized college
credits, it becomes less difficult to obtain greater finan-
cial reimbursement for them.

Mest comimunity colleges are flexible in arranging
programs to meet local needs. They have cooperated with
schools to provide training on different levels, for (1) pre-

. paration: of new personnel who wish to work as dormitory
counselors in the ‘school, (2) inservice training of current
dormitory counselors, (3) inservice training of supervisory
staff who will serve as trainers. in their own School programs.
Some community colleges also arrange for dormitory counselors
to receive credit for supervised work on the job. Tihe pro-
grams are being used to provide inservice training for teacher
aides and other child care workers, as well as dormitory
‘counselors. ‘

This monograph gréw out -0f two conferences at which
representatives from residential schools for deaf children
met with representatives from community colléges to explore
ways in which they could work together to provide inservice
training for afterclass staff in the residential schools.
The. conferences were sponsored by the New York University

-
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Deafness Research § Training Center as part of a project to
help residential schools develop comprehensive programs for
staff development. and inservice training of afterclass staff.
The project was supported by the Office of Education, Bureau

of Education -of the Handicapped.

Included are reports_on the .experiences of seven resi-
dential schools in developing such cooperative programs. One
school has had a number of years of successful experience
working with a nearby community college. The other schools
have just begun Cooperative activities. -

Also included are descriptions of joint programs of
community colléges with other types of residential schools.
At this time community colleges offer the most promising edu-
cational facility far meeting the training needs of residen-
tial programs. Hence training programs for child care workers
within the community colleges are growing throughout the.
country. .
.. In planning.and implementing comprehensive programs for
afterclass staff development, schools need to use ‘all -of
their own resdurces ‘and those of ‘the community. This mono-
graph, it is hoped, will encourage schools to seek and
utilize the assistance of local .community colleges and other
local training institutions in meeting their own special
training needs.
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From Handbook for Staff Development in Residential Schools for Deaf 115
children, Doris W, Naiman and H,S, iashikian, Deafness Research & ’
.Training Center, New York University School of Education, 1973,

‘EXPERIENCES OF SIX SCHOOLS <

Six residential schools for deaf children participated in the
regional pilot project sponsored by the New York University Deafness
Research & Training Center. The schools were different in size
and in philosophy. Some were in large urban centers and some in
sparsely settled areas. Yet the schools found it helpful to -share
with each other their perceptions of central issues and .their
problems in planning and implementation. Notes on their experiences
are presented here to help other schools with the same process and
also to help training institutions that are interested in assisting
residential schools in their regions,

¢

Needs- of Deaf Children in.a Residential School. >

Staff Development for what?

Inservice Training to learn what? )

What are the ultimate goals for all of the planning,and all
of the srategies for implementing?

These were the questions the participants talked about a lot at
" the first Institute and then back .at their own schools. They recognized
that when they were developing a staff development program and inservice
training, they had to keep in mind always that the ultimate goal of all
-efforts must be the children's émptional and intellectual growth.

: . _ The starting point was to-identify the _needs of deaf children in a
’ residential school. Planning for changes and action followed from there.
‘Participants agreed that the children, in addition to Waving the same
needs as all .childre¢n, also had some special needs, and it must be the
2 goal of the schools to provide an environment that met these needs.
: The special needs were related to development of communication, language
. and independence. The staff development program was a planned way .to
. involve the entire school in providing'anaenvitdnﬁeqt that-gave the
children full opportunities for informal learning, for rich and broad
experience, for making decisions and having responsibilities. When the .
participants discussed these issues with thé staff members in their schools, .
there was some difference in priorities, but the general focus on reeds
was similar in the six schools. '




First Steps in the Schoql§.

After the first Institute, the participants began to work as
cadres of trainers in their own schools. Each cadre of trainers
started by meeting with the Superintendent. They discussed the whole
concept of a planned school-wide staff development program., And they
discussed ways to work toward this at their own school. They then
brought in others in ithe school to help with. the planiing and imple-
mentation process. '

The cadres of trainers returned to the second Institute and
described their progress up to ‘that time, the obstacles they en-
countered, and what they were trying to do about them.

Each school is unique, and the initial experiences, as well as
subsequent ones, were different in each school. But there were many
similarities, and the trainers found it productive to discuss these
with each other. The following are descriptions of the first steps-
in two different schools. ,

First Report from One School

The Institute parcicipahts met with the Superintendent and .
Principal to discuss what had taken place at the first Institute.
The meeting was opened with the comment that it was vital to have

the support of the administrators behind the proposed education
program for afterclass staff.

The first point discussed was that of the need for a Director
of Training. This person's job description was detailed.
This. person would direct the Education-Program for Afterclass
Staff. Some of the possibilities and needs in the Education
Program were suggested.

1. Philosophy of the’'school should be known

2. The child should be the spécific object and a prime
need is to promote independence and -decision ---the
proof would be in. the adult we turn out

3. Coordination of the academic program with the
afterclass program

A committee should be formed to assist the Director in
" the planning.of the proposed program. Possible participants
were listed apropos to our specific program.

Key people - 3 Institute Members acting as Director tempora-
rily
Social worker
Psychologist
Academic Supervisors (Primary, Intermediate, and Senior)
Houseparent Heads (Intermediate girls, Intermediate boys,
Senior girls, Senior boys)
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_First Report from One School, contlnued

Recreation: Superv1sor

Administration - Principal =
1 Teacher ‘f

1 Student §

What Would Be The First Step.To .3presd The Word .Of
What We Are Proposing To Do? -
1. General report of Institute to be given to
entire staff ---academic and afterclass -at
Orientation Program September 6th. 1:30-2:00 p.m.
2. Houseparent heads will meet with cadre to receive
a more detailed account of what is .proposed.and
an opportunity given for questions and discussion ’
September 7 10:00-11:00 a. .m. S S >

Possibilities within the cadre's schedules were dis-
cussed to determine the feasibility of keeping oper
! communication with ‘houseparent ‘staff.

Possible Content Of Program

1. Problems of deafness.

2.. Language development ~-=better communication with
academic staff.to continue the child's education

3. Child development ---needs of the child ---ordinary -
growth .patterns

4. Reporting and observations ---what’ how? why?
Positive rather than negative réporting
Examples and -ariecdotes from the ‘Institute were
shared.

After two hours the meeting came to a close with two
definite moves planned for 0rientation Day.

First Report from Another School

We met with the Superintendent and discuseed the first

_-Institute and our outline -of what we wanted to begin to
-do in staff development and inservice training. We

" were given full support by the Superintendent, He.

asked two of us to head the program. He suggested

ideas for a questionnairé to be submitted to all

staff members. and suggested that we meet again in

two weeks.,. After discussing ideas with the Superin-

intendent we met .with individuals and discussed

the need for inservice programming at our- school. It

was evident that there were as miny ideas for program-

ming as there were staff members.




First Report from Another School, continued

a

1 A questionnaire was devised to attempt to give

indication of how afterclass personnel and fa-
culty felt about inservice training..

It was from this questionnaire together with- ideas
from discussions and interviews with staff that the
outline was ‘prepared.

It was apparent that three areas were .of vital im~
portance according to the individuajls working with-
in our program:
first: communication with the students
second: an understanding of deafness:
third: an understanding of the total school
program-and the importance -of after-
echooI personnel

5_These areas of consideration were ‘the basis for the

format of the inservice program.

Other areas which were .0f interest to the alministra-
tion of the school ---the Philosophy of ‘the ischool and

- Report-writing ---were added to the -training program.

Other .areas of demand that showed up in the tiuestion-

~naire, though not -as widely requested as the'above,

were selected; Recréation and Safety. Notations

were made of random requests with intention c¢f adding
them to the existing framework so that all areas could
be touched upon at some time during, the one jyrear train-.
ing program. '

Attitudes and behavioral problems regarding specific
incidents or children were not ineluded but we hoped-

. that these would be resolved in the general discussions

during the training program. It was felt by giving pos-

itive support and helping the dormitory staff understand
some of -the problems of deafness, that attitudes toward

and about deaf children would improve.

The program was shared with, selected individuals in
addition. to those who would teach or moderate the

* discussions. Some minor refinements were made.

The proot of its value will only be known after it is
used.-and evaluated within our school.




Resistance to Change.

The cadres of trainers from all of the schools found that the
process of change is difficult. They made progress, but they met
with many kinds of reésistance. '

A special source of resistance was frequently the dormitory
counselor who had worked in the school for many vears. There were
many exceptions, but a question that came up often was; "What do
you do about so called old-timers who do not want to follow any
changes ‘that are being introduced in a situation? These people
balk at anything the school program is going to do." Their answer
is, "well we tried it before. It didn't work."”

Other siurces of resistance to changeswere avid. proponents
of the ‘Athletic Program. Several schools that. were tryiong to
broader) the experiences of'ther students grappled with the problem
as expriessed by one participant, "The: Athletic ‘Program usually has
had -the: say and priority for use of facilities and overshadowsother
program3. We are looking at values. What is important? Some
averiues: have been neglected. Maybe we should lock into this and
make changes to even the situation." -

Another 1mpediment to change was the.difficulty schools had

.in .arranging for salary increase and a- career ladder type of ad-

vancement toserve as an incentive for dormitory counselors to up~

-grade their skills. One dean of students described the situation

this way;

The original intert of the three hours per week, fifteen
week course, was -to meet - CED certification requirements,
Presently, such criteria would only lead to a piece of
paper on the wall and no extra money in the pocket. In

" the long run this doesn't sound too intéresting to most
staffAmembers. The time element was also significant
in terms of .possible college credits. To date, we
Ahave been unable to locate a college that is interested
in accrediting the course and chances.appear slim. Our
plan, in-accordance with-CED, called for two other cour-
ses -next year in the area of child development. and res
-creational activities. At this point our evaluation
suggests that perhaps training of this nature could be
included next year but not structured in college credit
requirements. In. the area of finané¢ial upgrading of
staff, work is being done on a career ladder: that: would
recognize education and experience in terms of - respon31-
bility and pay.

The schools reported that it took time to open up. communication
among 'their staff members. One trainer described a newly established
~ weekly meeting of houseparents-




3

We were uneasy and cautious at first -and
hesitated to.speak out. But as the meetings ‘went
along, we felt more at ease and expressed our opin- .-
ions.

Another trainer described a neeting of the dean of students,
senior supervising house father, and houseparents. The group had
Just read the section, "Orientation of New Houseparentsﬂ in.lgggrvice
Training for Afterclass Staff In Residential Schools. - Using this
reading as a starting<off point, they discussed the relationships .
between -supervisors and houseparents. The trainer reported: /

Because of the uniqueness of the Eituétion to . \

the. participants, they were sloyw to réspond at
first. Once they became more aware of' the purpose
of. the discussion they took more part. But it did
‘take time. .To a certain degree the discussion
did bring things out in the open, and by doing
S0, relieved some of the anxieties that hiding
h feelings can cause. .

From their experiences with the process of effecting change, .

the trainers found that they needed to be patient and learned to avoid let-
. ting the initial upheaval be a barriér to their continuing effort. They

also learned that it was good to begin with an activity in which they
were likely to meet success. Several schools that initiated a commun-
ication skills course found that it‘immediately was enjoyed by all an
as one; trainer said, "was“instrumentd; in improving very quickly rela-
tionships and interaction between staff and students." ’

Involving Individual Counselors In Providin
and Opportunities for Independence,.

Broadened Experiences

"’*.

The cadres of trainers worked toward comprehensive .school-wide
planning to help the staff provide a wide range of experiences for the
children and mary opportunities to make decisions and take on responsi-
bilities. But théy also found that the more individual dormitory
counselors were involved in the planning process, the richer would be
the program and the greater would .be the Success in implementation.

The trainers tried a technique ‘that they found to be effective.

Each of the schools held a brainstorming session with a group of its
dormitory. counselors, The objective was to come up with ways that they
could (1) provide a ‘broader range of experiences for children in theitr

- own group and (2) allow the .children in their own group more opportuni-
ties for making choices. The counselors were told that they would meet
back together again in one -month to report on which. ideas they had tried,
which onesworked, which ones didn't work, and to tell what had liappened.

oz
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The schools found the results gratifying. Excerpts from
some of the reports are included here:
Brainstorming Session Report from a Senior Depart;ént -—
Senior Girls Staff noted the lack of responsibility on
the part of the leaders (Senior Class) to promote ma-

ture choices and actions on their own part and in
younger children. ‘

The staff met with the "Seniors" to discuss the
constant bickering and quarreling among themselves,
and to discover means to help the "Seniors'" assume

] the responsibility of leadership which should be

. theirs.

‘ L]

i

" As a result of the meeting, the girls accepted res-
ponsibility to organize, plan and carry out a weekly
get together of all the resident girls in the Senior
Girls Department.

A Popcorn Party was the first social planned by the
girls. Games and réfreshments were provided by the
senior class,who also appointed clean-up committees.
A Mardi Grasand a St. Patrick's party are coming.

Senior Boys staff agreed to allow more leniency in
actual time for retiring for boys eighteen years
old and up. These boys required to go to the Dorm

" area at 11:30 p.m. but could hold bull séssion in
the adjoining washroom area as -long as they wished
if they:

1. Didn't bother any boy who had retired

2. Kept the noise down ‘

3. Got up next morning in time for classes

4. No adverse comments from teachers concerning
functioning in class

5. The night supervisor was in the general vicinity

Individual boys have disregarded the rule to keep the

sessions quiet (wrestling, hiding other boys clothes)

and were not allowed to participate for a week at a

_time. On the whole the boys have responded well to the
plan.

. Discussion of the whole matter of allowing senior
boys (18. and older) to determine for themselves

when they wished to go to bed with the Committee of
Afterclass Staff, including the Superintendent, brought
about a recommendation to write to pa—ents of all boys
over eighteen years of age asking thew to give permis-
sion in writing for their son to participate in a plan

s
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Brainstorming Session Report from a Senior Department,
continued

aliowing the.boys to remain unsupervised in the living
- room area from 11:3C p.m. until they decided to go to
bed. '

The plén will be initiated on a trial basis and its
continuance will be governed by:

. Letter from parents

Boys remain in building

Act responsibly while in living area

4. Go to bed without disturbing others

Be on time for class -next ‘morning

No complaints from teachers about "tiredit
boys ) A
Maintain good standing in all areas .of
school life.

5

¥
Y

Combined staff of Senior Boys and Girls thought it might
be worthwhile to offer the facilities of the Senior

Boys lounge for an hour after supper to those boys and
girls now spending this time at the corner hamburger
stand, R :

Another option opened to small segment of senior boys
(those ineligible to participate in varsity sports)
to join the ‘alumni basketball squad on the condition

. that school activities take priority. ‘Three boys now
practicing and playing games with Alumni.

Staff offering monthly get-togethers to boys and girls.
A Valentine party and a swimming party held so far.
Very successful.,

Another report shows the dormitory counselors' ingenuity in
finding possibilities for flexibility and individual choices in the
daily routines of primary children.

Brainstorming Session Report from a Primary Department

In discussion the point of different activities came
up. It is very difficult not to repeat activities
that take place in the school departments. This
brought up the.point.of communication betwéen the de-
partments. If the houseparents knew more of what is
going on in school and ‘the children's various study
experiences they could supplement them after $chool.
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i . . Brainstorming Report from a Primary Department, continued

1 One of the houseparents decided to have more

;"doing" activities such as cooking, baking, making

‘ popcorn, etc. This would ‘take place after school

7‘ on days that the, children couldn't play outside or

for a change in the routine. There are five girls

and one boy in this group and the time is usually

3:30 - 5:00. These activities afforded the children

an opportunity to make something - go through the

process - mixing, taking turns, sharing - having

i fun as well as réviewing vocabulary in a different

§oo environment with. different people, broadening their

' contact with people and of course en)oying the end

results, Partied could follow with the children

| preparing and setiting up and cleaning up -~ all
every day happenings. ‘

>
i
1

These activities were tried periodically and
the. children enjoyed them. The sense of responsi-
4 bility was again a major area. Many problems of
. . the: older children steni back to the lack of res-
. | ponsibility initiated at the early levels, The
: posdibilities were investigated and some ideas
| were as follows: (1) Have some -choice 'in what
they wear the following day. (2) Utilize the older
; children where possible - within the group - 8 yr,
X ‘ ' | old :with 5 yr. old. (3) Vary unstructured activi-
£ ties and encourage a choice on the part of the child.
3 ‘ (4) Tuneinto situations that the child can.do him-
34

self and allow time to do it - Ex. v dressing them-
selves., Sometimes: scheduling ;prevents you from f
;taking time. This will ‘meéan a change in. scheduling . .

.. . for the benefit of the child not you. (5) Snack
P time - children can set up and dispense snack =

' _again this takes -time and supervisjon and a sense
"of fairness rotating the jobs so that eaéh gets a
. r*"' ke

2o vt Tk

The head houseparent came up with a good idea \
- that ‘has just evolved and is an excellent opportus : ) )
>nity to further reSpon51bility as well as cut down '
on the regimentation of institutional living. This
_houseparent "sleeps in" and is responsible for the

:Ichildren at night and in the morning. There are

. 20 children, two rooms, and her bedroom adjoins both
.rooms, In the morning some of the children awaken

> : earlier than the others. Instead of waking all at "
i . once or trying -to get the early risers .to stay in :
7 bed she ‘has been taking the few that awaken to. the
i living .quarters. two floors below. These children

K | then proceed to get ready for :the day. When it is
i ~'regu1ar rising time one of the children goes up- ) .
' “stairs and awakens ‘the rest -of the children and '

5 ’ '
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Brainstorming Report from a Primary Department, continued

they tip-toe downstai:s., This gives more attention
-to individuals, résponsibility to whomever's turn
it is to wake the children and an allowance to
individual needs and differences. The children who
wake early are not always the same ones and it is
cute to see who is awake; of course the early
rising is only about a 15 minute difference.

The next report is from a dean of students on the brainstorming
session of six primary houseparents, .

Brainstorming Session Report from Another School's Primary
~Department . va

I suggested that we try to implement these ideas as the
| staff felt ready and that it would be up to the senior
~houseparents to supervise the overall implementation of
the program. .About six weeks later we met to evaluate
and discuss the programs.

1. Reading Centers. Centers have been established in
the primary area of both the girls and boys dormitories.
Houseparents and .primary children alike have spent
time- decorating these centers with.wall hangings,
school work and art designs. The areas have been
‘ pretty much separated from the television lounges
by using bookcases as dividers. The backs of the
| cases are used to display the children's drawings,
‘etc.. Each center has high interest, low vocabu-
lary reading materials available that cover a

wide variety of subject matter. The centers are
equipped with small tables and chairs but do have
open areas where ‘children can sit on the floors

or cushions. The centers are located near the
bedding area and consequently afford -usage in

| the morning before. school or just prior to bed
-time, besides the regular out-of-class activity
hours. The staff has ordered multi-colored floor
cushions, globes; and wall maps to round out the
decor. The houseparents have indicated that the

| centers have been favorably received by the kids
and have real potent1a1 for story telling, leis-
.ure reading, social interaction, etc.

2. Arts and Crafts Room. Subdividé room and
make use of such materials as paints, clay,
-crayons, wood, yarns, needlepoint. The staff

is excited about this idea. Materials have been
.ordered, a room has been selected and general
guidelines formulated. The staff had decided

to start simple ~-- only painting with liquid
tempera and modeling clay will be allowed at first.
Some materials have arrived and they hope to

"have the program running in three or four weeks.
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Brainstorming Session Report From Another School's Primary
Department, continued !

3. Gym. Run various activities at same time, B

‘ allowing selaction of one in which to participate,
During the winter months we set the .gym aside

every other Monday nijght for primavy children only.

As the attached sheet indicates, various activi-
ties such as basketball, tumbling, trampoline,
etc., were run in different parts of the gvm and
-each child would choose what he wished to do.
It worked well but having it at night usually
caused problems trying to getthe kids settled
for bed. With warmer weather here, the kids

are outdoors most of the time and the need for
such a weekly program is somewhat diminished. ‘ \

4. Open Dorm Recreation Areas. Divide areas
with portable dividers - checkers on floor -
shuffle board =~ -building materials.

5. Off Campus Programs. Schedule programs

: by the week with checklist sheets.. Areas:
Ice skating, roller skating, library, walk,
ice cream store, etc. Currently these things
are happening on an incidental basis. We are
interested in "perfecting" the aforementioned . !
activities and probably will.not get into these
. \ areas on a formal basis' for quite awhile,

Houseparents are generally pleased with the
overall progression of these programs. The
staff has been the major ingredient in its
development. They have indicated that they
feel comfortable with the ideas and not over-
loaded. Many have commented that these pro-
grams have enhanced their relationship with
the children. Hopefully they will continue
to enhance our overall educational program
and stimulate self expression.

Increasing and Improving Relationship Between Inclass and
Afterclass Staff.

All of the schools had problems in this area and felt that progress
would take time and that a great deal of planned effort in several direc-
tions at once was necessary. There is a large difference between teachers
and'dormitory counselors as to required qualifications and also salary
. received. Along with this there is a large differcuce between the status
of the “wo groups. Frequently teachers do not have high regard for dor-
mitory counselors. And sometimes dormitory counselors themselves have
a low feeling about their own self worth and are insecure aad diffident

with teachers.




The cadres of trainers planned intervention in a number

of different ways. One, they started on a long-range plan to
upgrade the qualifications of the afterclass staff, Two,:they

. tried to find ways to make possible a career ladder that would
make possible increases in salary and in status. Working this
out was difficult and thus far only a start has been made. Three,
they arranged ways to increase contact and working cooperation
between -inclass and afterclass staff.

Progress was made, especially on the supervisory luvel. Some
schools were able to arrange for. overlap in scheduling, but other
schools found it difficult to arrange schedules that would allow for
frequent regular contact, both formal and informal. The trainers found
that increased contact did make communication.easier.

In every case, the representatives of inclass and afterclass de~
partments from the same school who participated in .the regional training
Project indicated that there was a big difference in their communicatica
with each other. They considered this a result of their working together
at the Institutes and in their schools. ‘ : <.

Planning for Multiply Handicapped Children. . L

Trainers found that working with the multiply handicapped children in
their schools presented many problems, and they felt that comprehensive
planning was needed to provide adequately for these children. School

" policy was sometimes not clear in regard’ to the admission of multiply
handicapped children. There was a conflict between the desire to accept
and educaté children with all kinds of other developmental difficulties
and the desire not to admit children with any secondary problems that would
interfere with learning or cause behavior management problems. ‘In view of
the fact that at thé present time there are few facilities for multiply
handicapped deaf children, the trainers felt it would be good if their
schools could accept the children whenever possible and do the following:

1. Have careful and thorough admission procedures so that both
afterclass and inclass staff will have needed information.
. 2. Provide inservice training to give the staff special help in
- dealing with these children. '

One school was especially aware of the needs of these children and was
trying to find ways of meeting them within the existing framework. . A trainer
reported; .

The Senior Girls department staff saw a need’ to provide .
recreational skills to girls with additional handicaps
~=-individual instruction required for them to play
cards for instance. Primary personnel volunteered to

do this while waiting for babies to fall asleep,




g Including Deaf Adults in Inservice Training.
. Schools found that including deaf adults in the planning and imple- .
nientation of their staff development programs was an effective way to in-

crease the staff's general understanding of deaf people. One member of
the staff of the regional training program was deaf and two of the parti-
cipants selected by their superintende‘ts to represent their school were
deaf. ‘One of them was an academic teacher and the other a supervisor of
dormitory counselers. Other participants expressed many times the power-
ful contribution of the deaf participants to increasing their insight.

Schools found a number of ways that deaf adults could help in their
staff development programs. One school included two deaf staff memhers
of their own school in its general orientation program. These staff members
gave their impressions of life in a residential school and made.insightful
suggestions.

Articles written by deaf adults were found to be especially useful.
Several schools reported their effective use cf the articles by Victor
_ Galloway and William Tipton in the book of readings Inservice Training
of Afterclass Staff In Residential Schools. One trainer reported:

I have used ‘this section throughout the year as a reference
and resource. Mzny times the examples taken from the true
life situations have clarified points in discussions with
teachers, parents, houseparenté; Reference to these exam-
ples seems to bring the 1ssue at hand to a point with. '

: ‘ clearness. - .

Schools'Helping‘Each Other.

The trainers in the regional project felt that they were helped

a great deal in developing a program in their own school by the process
of sharing their experiences with other schools. The ability to discuss
freely issues and problems grew as the trainers got to know each other.
At the first Institute they were somewhat cautious with each other. At
the second Institute they were aware of a big difference in the way in
-which they could express views openly and hence work together in a mean-
ingful way.

The schools took turns acting as hosts for the five Instltutes.
The trainers found this plan a -good one and expressed appreciation
of the value in having an opportunity to spend time at other .schools
and to see other programs in action,

‘Because they felt that they Had gained so much from this experience,
‘the trainers arranged to have a dormitory counselor exchange program among.
the schools. One dean described the exchange program:

The dormitory counselors felt fairly confident in
exchanging ideas and appeared véry excited on the
exchange of personnel between schools for three
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day periods. The schools arranged the opportunity
for us to sit down and exchange ideas with the entire
afterclass department and we feel there was a good
deal of information exchanged at this time.

Inthe first exchange program some of the visiting
dormitory. counselors took over the responsibili-
ties of the exchange counselors from that school.
But the staff felt this did not work well for two
reasons. One was that it was difficult to take

over a strange group of children. The .other was
that this arrangement did not allow for. enough

time for the counselor to visit -around the school .
and talk with many different pedple.

Another deaﬁ of students deﬁgriﬁed the program thus:

The exchange offered our dormitory counselors-a chance
to get new ideas, broaden their perspective 'in. the area
of child develophent'an&‘enrich.their~own,gelf#image
in terms of their importance to .our program. It should
be mentioned that-the exchange had bést results when

v

the participants filled an observer role,

The participants also began to serve as visiting dis-
cussion leaders and resource people at each other's schools.
Oné school sponsored a workshop for their dormitiry counselors
and nursing staff, and staff members from three /other schools
came to lead 'lecture-discussions. Both- the hosting school
and visitors reported that they felt shy at first, but in a
_ short time .all realized that they had a great deal in' common
“and felt enriched by the sharing of experience,
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From Handbook for Staff Development in Residential Schools for Deaf 129
children, Doris W, Naiman and H,S, Mashikian, Deafness Research &
Training Center, New York University School of Education, 1973,

A GUIDE TO STAFF DEVELOPMENT

Introduction . , ’ ,

A. Definition : S ' ]

Staff developmwent is &onceived here as a planned process through
which the skills of individual staff members are improved and the
:Residential School, as an organization, is inwlved and affected. Staff develop~
‘ment is a planned intervention in the ongoing management process with -
the explicit intent of applying new knowledge, new resources, new tech-
nologies and new individual and total school commitment to the achieve-

i
ment of the school's goals.. o

{

The ultimate outcome of staff development in Residential Schools
should be the ability of staff at all levels to provide an -environment
where individual children's potentials are realized while the school
expands its sphere of influence in promoting effective opportunities
for the deaf population. A :

et 4t

It is hoped that through the staff development process, the Res-
idential School will be able to integrate all the working systems,
programs, activities and resources into-a unified effort to optimize; -
the effort of all staff and clients (students, parents and related
organizations). ‘ : '

B. Bésic.Assumptioﬁs

1, ,Degf children, likg all children, need adults who care for
thém, who love theim and who can: teach them skills that will-
enable them to master the vicissitudes of a hearing world.

i
2. The performance of Residential Schools depends on the E
-quality of performance .of all staff. )

3. Evolutionary and passive development of Residential Schools ;
is- neither adequate nor efficient. Its present resources may i
not be adequate for the increasing complexities of present and R
_future challenges. ‘

2
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4. A Residential School can change, even within its
existing resources.

04

5. While resistance to change is natural, staff and échool
need to change.

6. Groups of staff and pupils are the basic unit for change.

]
7. Improved performance réquires ad justments,. accommodations
and changes in the milieu of the School based on: .

a. flexibility

b.. openness,

¢. mutual trust ‘

d. cooperation, collaboration and" support -

e.. interdependence of relationships

f. awareness of one's needs and that of others

g. commitment to objectives and goals

h. willingness to provide feed-back

i. willingness to accept criticism without striking back

j. willingness to take risks, experiment and be evaluated
by superiors, peers and subordinates.

9. It is the Schopl's'resPdhsibjli;y to provide for growth

" opportunity to all its staff. Staff generally wants to do a
good job. . i

10. It is the School's responsibility to reconcile and integrate
individual staff membexr's needs and goals with those ‘of the School.

11. Collgboration‘and éOOperatién come less naturally than
competition. . One can learn to collaborate and cooperate.

12. The growth and: success potential of the School depends on
its assertive ability .in-influencing its environment, rather than
on its ability to react to préssures around and within it.

Stéff‘develoPmept in a Resiidential Schooi for deaf children, ) 2
therefore, will not be ciccessfil if it does not have an impact, as a :

consequence’, on the total Schooﬁ;4 its chgtacter,_per§6naligy-and
even changes in its organizationil structure, at least to-the extent

-of changing the roles and functions of its members, departments and
units vis-3-vis the students, .patents, and community that

make up the broader avenue of the School.

Rési&ential Schools for deaf ichildren. should not be looked upon
as stereotypes. Each' school is- different from another. Schools vary
in size, in student body, in geogiiaphy, facilities, resources, philosophy,

-
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goals and in many other ways. This does not, however, mean .

that one cannot discern common and universal needs for all., For
exqgﬁle, they all deal with a student body that is hearing impaired.
Most ischools have a.student body that encompasses different age
children, They all have professional educators (teachers) in their
academic programs and child care staff (afterclass staff). They
all have clinicians and specialists working in various aspects of
‘their programs, either as full-time or part-time staff, or as
consultants. All schools relate to the children's parents and
family members more or less intensively. All schools have. some .
involvement with vocational ‘concérns for their students and they
have all, at one time or another, been confronted with deviant
behavior -among their students. All schools have the challenges
of managing a numbet of personnel of different background,,
competence, skills and commitment on their staff. They all have
probléms of supervision, finances, repprting, accountability, etc.,
to one -organization, group: or board. ’

Planning.

Planning and organizing for a staff development.program are
p:obabli,thé most tedious parts of the total project. It is at
this point that the School's commitment for a staff development
is really best tested. Without good planning and without an
organizational structure- to support-it, staff development will
at best be a tenuous exercise in good will for a passing fad
in insetvice<training. Planning and organizing for staff
development is so sericus a step that, without the full involve-
ment of the School Superintendeénts, along with the full backing
of the Board. of Directors, it will not bear fruit, As noted. in
the: introductory statement, through the staff.development the
managément of the school is approving not only some sporadic
activities aimed at improving skills among staff but also is
taking -a risk and making a commitment that the total
;profile of the School may undergo a change. This statement-is-
not intended to discourage or frighten involvement,. ‘but to
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underscore the seriousness of the commitment. Too often lip
service is given to training and staff development pragrams
without the needed structural and financial support to-implement
the objectives of such programs. 1t is suggested that one re-
member that staff development and organization change is a
graduated, incremental process. Its ultimate objectives are
the implementation of the goals of the School. These, there-
fore, need not be rejected. What in the process will cause
anxiety, apprehension and distress will derive from the fact
that the Residential School will gradually become a more open
community, staff and students will be more expressive and even
demanding, the past modus operandi may be challenged and even
replaced with a totally néw model as a result of total staff
and student collaboration -toward .a higher- level of performance.
Blind authoritarianism may be seriously questioned, paternal-
istic attitudes gradually replaced by a dynamic, cooperative,
consensus-based leadership where premium is placed on the
fulfillment of needs of students and staff rather than the
comfort of traditional custodial practices, Security of the
known and the predictabie will make room for the dynamics and
the stresses of the new and the uncertain., But with all
this, the Residential School with its staff, student body

and other constituency will enjoy the pleasures and pains,

the fulfillment and disappointments of .a growing organism,

who adds to his bruises, as he adds to his fund of knowledge, mas-
tering skills on his way toward independent self-sufficieéncy.

-With the above caution, the following points mdy be
considered in planning such a program,

A. Goals and Specific Objectives of the School.,

Objectives must be stated in terms of results desired and
specific methodology for achieving them. Objectives should be
redefined in the light of changées which take place: Such defi=
nition of goals should be the basis for measuring and evaluat- .
ing individual and group behavior. There should be a hierarchy
and a timing of objectives .and goals to be met in phases. 0Ob-
vibusly,vthe school. operates in a dynamic environment and so
its aims-should be analyzed periodically and modified as changes
appear desirable. The more detailed the objectives are, the
better will be the success of the staff developmént program.
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The statement of objectives may encompass the school's aims
regarding the quality of life it wishes to provide to its students;
. the nature, scope and quality of education, including commaication
skills, vocational counseling, work with parents and provision of
‘ specialized clinical services for those students who may need them;
the school's position regarding the field of education for the
deaf population outside its irmediate student body; the quality
and caliber of its professional and non-professional staff; its
personnel practices and policies for recruiting qualified workers
and provisions it intends to make for assuring professional growth.
and career advancement for its employees; types of research and
evaluations it plans to use to assure acceptable and improved
standards of practices; the management style it intends to foster,
etc., etc. :

B. Organizational Structure of the School,

After objectives are clearly stated, build an organization
structure in which form follows functions. Within this structure
divisions, departments and individuals should have clearly des-
cribed, specific tasks so that, on the one hand, all important
responsibilities are met and on the other hand the needs and the
rights of the students are safeguarded and promoted.

C. Policies of the School.

The function of policy is to insure consistency of action
taken at -different times and by different people, within the
. context of important issues. Policies of the school, along with
the organizational structure (the table of organization), must
enable staff at different levels to make decisions regarding prac-
i tices, without having to refer to the "highér-ups" for action.
; Care must be taken not to.have too broad a policy statement, as
R - this may have little value in intelligent decision making. The
: School Superintendent and the Director of Staff Development must
: remember that stated policy often di’ffers from actual policy. The
» former is prescribed by top administrators,.but is not necessarily
: followed under a given set of conditions by the line staff, lower
level supervisors and professionals. The informal or the actual
policy consists of the course of action actually followed under a
given set of circumstances.

) The policy manual should cover approved methods of formulating
policy and an inventory of precisely written, well-established practices
or policies. This manual should be periodically reviewed and revised,

-
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so that experiences gathered from practices be incorporated
in this updated policy manual. Where a policy does not help
guide staff effectively in their work and where it does not
enhance the programs then it is time to revise it.

D. Choosing a Director of Staff Development (D,S,D.)

There canriot be serious staff development in any ‘school
without the appointment of a person who has responsibility for
the program. The director of this program must not have direct
service-related responsibilities such as directing the academic
program, the business management, the administration of the
afterclass staff, the, guidance department, or deputy directorship
of the Residential School. 1In the npinion of this writer it is
preferable to have a part-time director of staff development, rather
than a full time, say, Dean of Students of Assistant Superintendent
in charge, .also, of the staff development. The reason for this
recommendation is borne from extensive experience in consultation
with dozens of Residential facilities for children. It is a common
tendency, perhaps even intrinsic, on the part of all administrators
to give priority to service activities, rather than invest time in
staff development. We all know how great the demands for direct
services are even in the best-staffed of schools. Any additional
service needs will always be at the expense of training and staff
development programs. If the director of such a program has other
direct service-related responsibilities, it. is the training meeting
that will be cancelled to counsel a student, an afterclass staff member,
or even work with a visitor or a parent. Without further belaboring
this point, let's look into some of the characteristics of the person
who should optimally be in charge of such a program. 1In considering
the profile of the D.S.D. we are in effect dealing with four sets of
considerations:

a. knowledge
b. skills
c. personality traits
d." attitudes
Whatever the professional training of the D.S.D., he should
possess a working knowledge derived from the contributions of the
social sciences, behavioral sciences, organization theory, mana-

gement theory and the theory of systems change and intervention,
often referred to as organization development.
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He should be bupportive, kindly and humane. He should not be
egocentric or selfish, overly sensitive to criticism, or overly
sensitive to the ways in which he may be viewed by others. He
should be empathic, sympathetic, open to suggestions, tolerant
and understanding without, however, allowing himself the appearance
of being condescending or paternalistic. He should be positive
and constructive in his approval, He should be inclined toward
gradualism and a process of incremental change as opposed to
radical and extreme experiments.

Though. a "gradualist" the D,S.D. should not be afraid of
taking risks. He should be creative, innovative and pro-active,
He needs a vision of where he wants to go, of the programs ‘he
seeks to shape, and of purposes, goals, objectives, strategies
and tactics. He should, however, possess a clear perception of
the scope and limitations of his own skills and abilities., He
should be analytically inclined in order to diagnose the problems and
dissect the issues into understandable and manageable units. He
should be able to pierce through to the core of a problem,
comprehend its essential ndture, and perceive its complexity in
its many dimensions. He should be able to argue and defend his
position, however controversial or unpopular such position may
be. His own need to be popular and right must rank very low on
the scale of traits sne seeks in a good D.S.D.

He should be able to work with individuals and small groups,
diagnose problems and begin programs for planned change. He
should be able to report knowledge, develop skills and change
attitudes. He should be able to call on proper consultants from
within ard -outside of the Residential School to implement some
aspects of the program that others can best deliver., He is thus
an integrator of inputs from various sources’ for the achievement
of the School's goals, thus staff development.

It is useful here to distinguish the general or “holistic! role
of a.D.S.D, from that of a "trainer" or that of a "teacher", A
teacher is concerned with individual growth and development of
individuals. per se. A trainer by contrast must always bear in mind
the objectives and needs of the individual-in-the-school for which
he works. Training's major purpose is achieved in the measure that
it helps resolve: the problems of individuals-in-schools and to
promote their (school and staff) mutual goals. Thus, staff devel-
opment, using a holistic and systemic framework, includes teaching,
training, structural re-design and attempts te fuse the growth of
the school and individual staff into a cohesive whole,

If we focus on the "education" and "training" aspects of staff
development, we see that close correlation between training ob-
jectives, on the one hand, and Residential School's goals, on the
other, is one of the specific characteristics of training as
distinct from education. The role of an educator is to impart




knowledge without necessary regard to any specific role, function,
organization or system. In education, imparting krowledge, or
better yet, providing the opportunity for the learner to "“find
knowledge" could be considered an end in itself. This is

certainly not the ultimate end of training. In training, knowledge,
skills and attitudes imparted or developed through training, must,
in the ultimate, be subjected to the acid test of whether they
promote directly or indirectly the School's goals. Training
objectives accordingly must be directly related to the goals of the )
School and this, in turn, to the specific needs which have become
apparent within the School as perceived by the Superintendent

and his staff. . ,

In the process of setting training objectives consonant with
the School's goals, conflicts may arise between the needs of the
School and the individual staff member's need for his own growth
and self-improvement. D.S.D. has a duty both to the individual
and to the School. 1In such instances, the D,S.D.'s awareness of
his own limitations as to-what he can, and cannot, achieve cannot
be overemphasized.

E. Further Planning Activities

Now that the School has appointed a D.S.D., the detailed planning
preparations will begin. The following activities are suggestions
to the new D.S.D. !

1. Have extensive meetings with the Superintendent of the School.
Understand his philosophy and the essence of his thinking.
He kncws a great deal, he has dreams and visions that cannot
be clearly committed to writing. Get to know him. Ask him
questions, anecdotal illustrations of his concepts. Be sure
that you don't abuse his generosity. _He is busy. Use
your time economically and effectively. Read the School's
manuals, annual reports, etc. and familiarize yourself tho~
roughly with all facets of its operations. Remember that the
-past is going to serve as the foundation of the new,  even
though: it may not be the model for the future.

Meet individually with each and every department head; see
how ‘they perceive the School and its operations. What are the
main problems as they perceive them, within their own depart-
ment and other departments and what suggestions they have to
improve the programs, eliminate the source of the problems

and find solutions to the various conflicts that may exist
among  staff, between departments, etc. Be sure to make an
effort and in this process to get a clear inventory from your
contacts both for assets, strength and liabilities. Avoid




"~ focusing on the negative alone. Be sure you make no

commitment for major changes or find solutions to every
thing. The temptations will be too great at this phase
of your participation to alloy anxieties by premature
promises and quicky juagements.

Meet with administrative staff at all levels; business
officers, personnel, dietician, public relations, dean of
students, etc., and get their perspectives on the School
---its assets and liabilities. Remember you will be
depending heavily on them in your activities. See to what
extent they feel the staffing is adequate or not; both as

. to quality and quantity. See how they perceive your- role,

what are some of their specific expectations. Remember

that staff in most Residential Schools are hungry for both
communication and information. A great deal of false and
distorted information floats through the informal organi~
zation or the grapevine. Acquire as much information as
possible but be prudent as to what you do with this informa-
tion. Confidentiality is essential ---you are going to
serve as a link between many sub-systeéms of the School. You
must be trusted and your integrity must be respected by all
concerned. ~ ’

Get to know all facets of the School's operation; the class=
rooms, the kitchens, the living rooms, the dorms, the
recreation halls, the -grounds, the maintenance shops, the
switchboard, the security officers, the staff quarters,.

the infirmary, the clinical areas, the community facilities
(hospitals, audiology clinic or centers, etc.), with whom
the school may have contracts, etc. You must acquire first-
hand knowledge and a great deal of information if you are
to be prudent, judicious and effective in your decisions and
programs,

Be visible. Introduce yourself to the members of the School's
community., Meet the students, get their report about the:
school and its operations. Become,a familiar figure around. )
Join various' groups for meals, coffee or tea. It is important
for you to get reports in informal and casual situations. It

is ‘always advisable that you meet with the School's staff in
their own office or places of work rather than in your own
office in this phase of your planning and information gathering.
Observe students, teachers, afterclass staff, child care workers
and counselors as they are performing their jobs. Be sure you
do not interfere with their work. Be unobstrusive.

If the School has a formal alumni association, try to meet
with some of the officers and alumni. Do the same with parents'
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organizations if the school has any. Remember that your
authority and responsibility derive from the Superintendent.
Be guided by his experience. Show sensitivity, awareness
and empathy.

Once you feel comfortable with your general grasﬁ of
the policies, structure, practices, general programs and
activities of the School, then, with the guidance and support
of your Superintendent, continue with the following:

7. Visit other schools, see what they are doing, how they are
coping with the various challenges they face.. Make sure to
visit some experimental Residential programs, not only in the
field of deafness but also in other~programs for children
with handicaps: emotional illness, juvenile delinquency,
physical and intellectual disabilities. One car learn a great
deal through such visitations. .

8. Visit other Directors of Staff Development. Visiting
training institutes organized by State and Federal
Government such as the Federal Executive Institute
at Charlottesville, Va. can be useful: Their years
of experience in special techniques geared to pro=-
fessionals from various disciplines could be of va-
lue to the D,S.D.

»
/

9. Summarize in a written report your assessment ot your survey
of the activities, training programs and additional training
needs for your Residential School, aloug with your pre-
liminary recommendations. Review your findings and plans
‘with the Superintendent, incorpcsrate his comments and

suggestions into a final initial place.

10. A last step in the planning will entail the securing of an
office, classrooms, conference rooms, basic equipment, supplies
and’ a training library before you move on to the implementation
of the staff development program.

F. Components of a Comprehensive Staff Development Program

The importance of the process through which components of a
training program are identified cannot be overemphasized. No Residential.
School is akin to another. Schools differ in resources, needs and readi-
ness for change. Wnile an attempt will be made here to identify many
specific areas, the ultimate components will be up to each individual
school to -determine.
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In view of the fact that the main thrust of staff development is
addressed to the afterclass staff, the active participation of this
group in the identification of their needs for training for .better
performance is essential. Without their full involvement, the end-
result of training efforts, no matter how intensive, will be disap-
pointing in terms of improved performance and a better climate for
growth and learning for the students.

No effort should be spared by the D.S.D, and/or the Superintendent
in engaging the input of the afterclass staff, individually and in
group. This should encompass all shifts. This should be done formally
and informally: at the worker's job station and in conference rooms.

A concerted effort must be made in eliciting candidly the afterclass
staff's perception of their difficulties in performing their duties,
their perception of their supervision and administration and their
suggestions for interventive efforts aimed at improving their skills
in an improved climate of Residential Community.

It may become. apparent, during this process, that certain schools
have, within a given age group of children, children suffg;ing different
degrees of disabilities (emotional, social and intellectual) over and
beyond their hearing impairments. Their needs ought to be specifically
identified and specific training programs will then have to be developed
to provide the workers with appropriate skills to cope with these
children. Many Residential Schools for the deaf have a larger pro-
portion of multiply handicapped students than comparable size schools,
since there rarely are »ther facilities provided for them,

Staff development aud training must address itself, therefore,
to the expected functions of -the afterclass staff. These functions will
bring the child care staff in contact with the various interlocking
facets of the total school program. The afterclass staff must,
therefore, have some knowledge, skills and appropriate attitudes to
adequately discharge these functions. During the planning phase, the
D.S.D. ought to have a clear appreciation of these functions.

1.  Afterclass staff have custodial duties:

a. Must see that the students are appropriately clothed,
fed, sheltered and protected.

b. Must know where and how to seek assistance when needed
to perform these functions ----what are the school'g
policies, what forms are required for ma king requisitions,
what is the time lag between requesting and obtaining
the needed items or assistance?

¢. What aspects of these custodial responsibilities are
considered emergencies? How emergency requisitions
and assistance are obtained. Do these vary from the
routine?

d. What administrative responsibilities do the afterclass
workers have regarding this area: inventory, recording,
passing on of information to whom and how often, what are
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the areas where he can use his own judgement and in what
-specific areas is he to be guided by set policy. If the
food appears to be inadequate in quantity or quality is

he to report this? If so, to whom and how soon?

These are often a serious source of confusion for the afterclass
staff and sometimes neglected by management because they seem trivial
compared to major programs. B

2.

5.

Afterclass staff have to teach the Art of Living.

8. Getting up in the morning and going to bed.

b. Personal hygiene.

¢. Elementary first-aid principles and age-relevant health
principles, .

d. Sharing in group and dormitory "chores'.

e. Preparing for meals, sharing in the social amenities
around food. The meaning of food.

f. Preparing for school and helping with home work.

8. Planning for leisure time andléisure activities.

h. Communicating with peers, adults, family and siblings.

i. Maintaining contact through letter writing, cards,
gifts, etc, ’

Jj. Managing patty cash and personal allowances ~--earning

* money, presenting one's seélf for "job interview".

k. Relating to boys and girls.

1. Relating to the hearing world.

®m. Relating to people of different creed, color and ethnic
background,

Afterclass staff have to relate to groups.

a. How groups differ from individuals,

b. How group ngeds of different age students Vary -«-are
there any specific expectations from staff to '"do things"
with groups? Are the expectations and the size of
groups reasonably compatible?

Afterclass staff have to meet specific emotional needs of
¢hildren.

" a. trust and understanding

b. 1love

€. emotional security

d, availability

e. structure and opportunity
f. discipline

Afterclass staff and the living environment.

The staff must have a clear appreciation that the dormitories,
bedrooms, lounges and activity areas are an integral part of

2




the growing student's world. This environment must be
conducive to learning, comfort and interaction. It must
provide the child an opportunity so that he learns. to-
identify for himself what is "his', where he can relate
to his property, where he can have privacy and learn to
manage his '"little world" within the broader context of
the school community.

The afterclass staff and other disciplines.

a. He is a member of a community of professionals and
paraprofessionals in the service of the students.

b. Who z2z¢ the others?

c. How the child care worker's responsibilities are
different from the other members of the team. Where
do they overlap and who integrates their inputs and
how?
Specific' responsibility of the afterclass staff differs
from that of. the classroom teacher, the recreationist,etc.

 afterclass staff and thé student's family
afterclass staff and the clinical staff,

- speech and hearing
.audiology
psychology
guidance counseling
social worker
nurses, physicians, etc.

afterclass staff and the volunteers.

afterclass staff and administration,

‘What' are his channels of communication’

Who is “administration™,

The role of the afterclass worker vis-3-vis the
Community of the School. What specific constraints
are there and what leeways does he have?

'What specific administrative 'skills are expected from
him?

e afterclass staff as supervisor and supervisee.

When he functions in each of these capacities.

Extent. of expected skills,:

What are the career opportunities and -the requirements
for promotion, -

Are there or should there -be differential expectal ions
from. afterclass staff when several havé same title and
salaries,
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‘€. Should one person be effectively responsible for the
integration of the total 24 hours, 3 shift staff and
: activities, and what supportive assistance and resources
’ ‘ ) are provided for staff to carry on these responsibilities?

12, The afterclass staff as a model.
‘Through his example in dealing with peers, children, superiors.
situations, etc,, the child ¢are worker must teach, through
attitude and skills, the art of mastering one's eavironment. His
respect for others, and particularly for the dignity, privacy aund
uniqueness of the student, must be reflected iam his prudent and
judicious manner of handling confidential information.

Doy
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Implementation

It must be said from the offset of this section of the‘handbook
that the various divisions, i1.e., planning, organizing and implemen-
tation are not, in reality, as discreet as they are presented. Usually,
during the planning and organizing phase, 'some implementation of the
training program has already started. It is also true that, when a
training program is being implemented, no matter how carefully various
sequences have been prepared, it may be necessary to alter some of
the sequences, the techniques used and even the objectives for a
given period. It must be remembered that staff development programs
are delivered in a service organization, the School, that has a
dynamic life and unanticipated needs; all of which will have to be
taken care of and adjusted to in the course of implementing a train-
iang program. ‘

A, Training a Core Team of Trainers

Under the educational and administrative leadership of the D.S.D.
a Team of Trainers should be appointed by the Superintendent of the
Residential School. ’ ‘

1. " Composition of the team.
The -team should have representation from all departments of
the School. They need not be full time trainers. But the
team must have adequate supportive staff (secretarial and
clerical help). It is desirable that this group have at
least one deaf member and .there should be expert representa-
tion from each department of the School. The members must be
selected on the basis of ability in their field and should
command respect. On an ad hoc basis, it will be desirable to
have representation from parents, alumni and students,

2. Sharing the objectives.

The Director of Staff Development must .share with the team.
members the written document he has developed for the training
program. The team must have ‘an opportunity to study and re-
act, ultimately in writing, to the Proposed training program.
D.S.D, must use these early meetings as a forum for the various
members to know each other as individuals, as professionals and
as trainers. Great effort must be invested in forging the

many members into an effective team: people who share some
objectives, enthusiasms and compatible philosophy.
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Refining the objectives and defining the tasks.

During this phase, D.S.D. must obtain written redctions to

the overall plan. Individual team members should begin to

refine and expound on specific areas that are tco ‘generally
stated in the planning section. For example, under‘YAfter-

class staff have to teach the Art of Living", personal ihy-

giene is noted as an area of responsibility. During this

phase, one team member, for example the school nurse, ‘iay want to’
take the responsibility for this section and subdivide it

- into: washing, brushing teeth, cleanliness, toilet training,

sexual hygiene, etc. The teacher may want to expand on the
section of "Communication and homework", etc. During this
phase also, D,S.D., in consultation with his trainers, be-
gins to assign specific areas that will be the primary
responsibility of one member but then assisted by others.

The person with primary responsibility must also be asked

to develop some relevant training material for the: subject
matter, the technique best suited to get across information
and impart skills., In addition to this,” any available read-

"irg materials should be made available to staff to further

their knowledge and .skills;, outside the training session.,
Settling priorities.

The team must begin to set what must be the priorities. Do
you begin with -supervisory skills, the art of living, inter-
departmental communications, etc? Schools will differ in
needs -and, therefore, priorities in oné may not be the same
as in anéthér school. )

Make final the training program and tasks.

Now that you have revised the plan, set the priorities and
the tasks, meet with the Superintendent to make sure that

the final details are in agreement with his direction for the
School, that you have the necessary administrative support
and the needed supplies, equipment and staff time. At this
point it is most desiravle to have an outside consultant work

with the team. The desirability of a compétent consultant

at this stage cannot be overemphasized. He will help to:

a. Suggest alternatives or cause the team to focus on and

clarify their choices. e
b.. Encourage types of desirable behavior ror team effec-
tiveness.

c. ‘Relate more objectively the group's objectives to the
goals of the school.

d. Introduce resources to meet specific gaps in the team's
knowledge and experience.

e. Support the team and it's members in confronting diffi-
cult issues, conflicts with each other, the D.S.D. or
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the target staff, the child care workers or other pro-
fessionals in the school. ’

f. Help stop the training activity, to gain a perspective
on the progress or lack of progress. Too often, trainers
get so enthusiastic about whdt they are doing that they
may lose perspective not only of the efficacy and rele-
vancy of their work but also about developments in the
field in general.

The hiring of a consultant may be taxing to some schools.
The financial burden may be eased if two or mcre neighbering schools
could engage a consultant and share in the cost,

6. Testing techniques and developing skills,

In their preparatory sessions, the team of trainers should
begin to familiarize themselves with several technigues that they
‘'will e using and also develop skills in team and group leadership.
Here are some suggestions:

a. Lead group discussions. Let each member-take a turn in

chairing the session in which the topic for which he was
given responsibility is going to be discussed and "teach"
the rest of thé team members. After tha session or sessions
a critique of his leadership should be candidly made by

the rest of the team: )

-=-Did he present the material satisfactorily?

---Did he allow for free and uninhibited discussion?

~--Did he succeed in drawing all the members into
effective participation .in the. discussion?

---Did he get the major points across effectively?

-=-Did he stimulate the group- for further explora-
tion of .the subject matter?

=--What vas his particular style?

==-What in his style and technique was most effective?

~=~What was the emotional tone of the group? Was he

. _Supportive, corstructive and honest?

==-Did he make ‘the participants more- aware of them-
selves and their needs? '

==-Did he contribute to ‘bringing ‘the-.group members
closer to ‘each .other? T

==~How did he respond to criticism?

==-Was the group as & whole supportive in its.cri-
ticism or was there hostility, competition and
rivalry?

--~What suggestions can the group make to improve
the leadership of each team member and that -of
the team. as a whole?. ) S

b. Role playing. This is a useful tool. It calls for sensi-
tive leadership. Choose a given topic and seé how the team
‘members can role-play and get across the concepts assigned, :
Role playing is then discussed by the "actors": ‘ '

i
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---What were they aving?

-==Why?

-=--What did they feel? R

---Does the group share the same explanations or
interpretation of what was happening?

~--Did the group members have other reactions
to what they observed?

---How were their own responses handled?

---How were they done differently? Let them
demonstrate ---Let them use first person pro-~
nouns and relate to the issues. Often, it may
be necessary to move on spontaneously from a
given assignment. to discussion of feelings, atti-
tudes, philosophies. One need not avoid at this
point getting into relevant personal feelings,
without, however, indulzing in group “psychoanalysis®,

Intensify interaction by dramstization.

The discussion leader may dramatiZe his feelings

as someone else's, by slight exasperation, in order to force
an emotion out into the open,so as to facilitate communi-
cation or bring home zn issue. This technique calls for
some skill and must be used carefully. ‘This will be
. more acceptable when the group has some degree. of cohesion
and "esprit de corps”. At times it is used to "break the
ice"”. The ledder should never-let the session erd (unless
k= has a valid and explicit reason) without explaining
what he was trying to accomplish and allow for reaction
and discussion.

Brainstorming sessions.

This is a very useful teclinique. Everything goes, no
matter how wild, silly or impractical . Borbard each
other with ideas. One idea may lead to another. Record
them and then review, organize and see when and how they
‘can be useful to the project at hand,

Such sessions usually bring people closer to each other.
‘One learns. to accept .and develop tolerance for a co-
worker. “These sessions should be engaged in relaxed and
informal settings,

These Sessions could be altered later in allowing "no
negatives" but only positive ideas and later around a
very specific subject. These are ways of forcing re-

" sourcefulness and developirg disciplined thinking in

a team setting,

Audio-visual presentatidns.

Effective training device. Determine for yourself the )
teaéhing‘points‘you would like to make. Be familiar with




main points that you would like to get across.
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the ﬁaterial. Scrutinize it ahead of presentation.
Develop group discussions, but do not lose sight of the

Now -that most schools have video equipment, develop your
own material. Use incidents, events and subjects that
are familiar to the group. Go from the known to the un-
known, from the simple to the more complex principles.

Lecturettes.

Small didactic but concise presentations can be very
effective., Intersperse them with other forms of pre-~
sentation. Change in pace will hold the group's in-
terest and prevent boredom, '

Seminars, '"Journal club", etc,

Discussion of pre-assigned relevant materials. Dis-

cuss a well presented chapter or story relevant to after-
class staff, such as articles selected from-the book

of readings, ‘Inservice Training of Afterclass Staff in
Residential Schools for Deaf Children. - ’

Case discussion and demonstrations.

This technique is most useful when trying to impart skill

and broaden staff's fund of practical knowledge. It will
be dealt with in some detail in the second part of "Im-
plementation" of a training program,

+ Supervision,

There are few techniques and methods of teaching that )
can emulate supervision as a tool. for learning, teaching,

skills development and improvement -of attitude. This sub-

ject will be treated at some. length later in this

handbook. o ‘

The use of one-way screen (or mirrer).

This can provide a 1live opportunity .to observe an _expert

relate to a given situation, and handle a particular problem, 3
while a group- of trainees can observe the "teacher's"

‘techniques of handling the situation, and an instructor

who is with. the trainees, behind the .one-way. screen can .com- |
ment on specific points, __— o !

A supervisor can observe a ‘trainee actually cope with a
task and thus use his own observations for helping the
trainee to improve his skills,

This technique can also be used effectively to learn

about the behavior of a. group .of students. in a class -to see
how the teacher goes about his teaching, Afterclass staff
can learn, on.a first hand basis, about the operations of i
academic teachers, clinicians and :other specialists work- A
ing with the students, without influencing the process !
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by‘the presence of a group of afterclass staff in the room.

7. Evaluation and review, _
: . Before the training team begins its training functions with
) ‘ other staff, it is important for them to review and evaluate the
- "training of the trainers" phase of the program.

a. How do they see their individual and collective asg-
signments?
b. Are they satisfied with their own training and their
ability to begin to train others? Do the objectives of
e . staff training meet their own interests and expectations?
€. Do they.need to modify some aspects of the objectives?
Can they alter a set course, if the group's needs so
dictate?

a‘ -
.

Are their individual roles clear? Have - they overcome .
their initial rivalry and competitiveness?

f e. In what areas do they need to invite "outsiders" to

/ the team to<help with the training of the staff.

K f.. Are they satisfied with the mechanisms they have devel-

¢ ro. oped with regard to:
. . organization of the groups
: the time allocation
availability of training material
testing results, etc.
g. Are the ground rules clear and adequately supported?
h. Are the needed supplies and equipment ready and’ adequate?

. ‘ This team is now ready to test its skills with the rest of the

: ‘ staff. It will be desirable at this point for the team of trainees to
visit other programs, other schools and thus broaden, if they have

not done so yet, their perspective regarding training efforts in other
Residential Schools for deaf children. Have a formal or informal
forum (newsletter, conference) where training teams from different
schools exchange experiences and share ideas.

B. Training The Afterclass Staff.
Effective training of the afterclass staff is much more difficult

than many people realize. The afterclass staff are generally skeptical;

their self-esteem tends to be low; they tend to harbor a great. deal of

suppressed anger and hostility towards professionals ‘and administration.

, They know that their position is pivotal in the program but that their sal-

. aries, their training and their inclusion in the decision-making ap- '
paratus are inconsistent with their alleged importance. Too often they

lack the minimal supplies to make the dormitory and the afterclass

program adequately exciting. On the other hand, many of them are dedi- ,

. cated; They love the children; they spend their own monies for gifts - ¥
and supplies. The trainer must be sensitive to. this state of affairs. ‘
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He should empathize with the afterclass staff but not try to
ingratiate himself by taking sides with them against the ad-
ministration. He also should not be discouraged and. react
o angrily if they do not accept him readily aad respond with
. ‘ enthusiasm to his training efforts.

) Here are some suggestions that may assist the trainer in his task:

---Spend sufficient amount of time, at the beginning; with
the afterclass staff (child care workers, dormitory .coun-
selors, houseparents) in clarifying the vbjectives of the
program. Listen to their suggestions, ‘their needs, their
anxieties. Find ways of incorporat:ing constructively their
concerns in your program. Be prepared to adjust your efforts
to changing conditions. .

---Avoid situations, comments, and attitudes that may be ,
falsely perceived by the afterclass staff as spying on
them on behalf of the administration. Some may feel
neglected and tend to be skeptical. -

--~Avoid promises (explicit or implicit) that cannot be
realized, such as salary raises, promotions and the i
1ike. This is not for you to determine. Be honest
while staying loyal to the School.

---Avoid setting expectations that cannot be fulfilled,

=--Avoid présenting the training program as another chore !
N -or demand on -an overcrowded staff. Where possible,
: . 'start with a group of afterclass staff that would
volunteer for such a training effort. If the results
; s are concrete, tangible and successful, you will have
! ' no difficulty with subsequent groups.

o i

---Avoid the unnecessary disruption, ‘because of the training
schedule, of the staff's commitment to other responsibili-
ties' (home 1life, long standing commitments, etc.) Schedu-
le the training program within the staff's working hours

" ' or be prepared .to pay overtime if need be. .

--=-Avoid situations that will call for cancellation of classes
or staff having to miss their training sessions because of
otheg demands by the school (understaffing, covering for
others, school holidays, clinic or hospital ‘details, etec.).

--ﬁStaf; with tasks that have hiéh probability of success.
Early 4n the training the afterclass staff must experience

£ success, A

W ~-=The trainers and where possible other members of the ad-

{ ministration should show their support of the program by

LRt T ST
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becoming more visible themselves in the job areas
of the afterclass staff.

~--Make concrete your training effort by making possible
to the staff easier access to supplies iu order for
O them to implement what they are learning. Do not dis-
course about the merits of beautiful living environ-
ment, for example, when they cannot have posters,
pictures, cleaning supplies, bed-covers, arts aad
crafts supplies, books, newspapers, magazines, etc. .

--=-Provide opportunities for afterclass staff to attend
and participate in conferences affecting their child-
ren and listen to what they have to say. Make it
possible for them tc attend professional meetings
and institutes away from school. Visit with them -
other schools that may have programs that you wish
they would emulate.

From the onset, communicate to the staff some
specifics: ‘

i . Their role in the program and your expectations.

. The ground rules (procedures, structure, etc.).

) Use’ of resources: location and availability.

Time commitments.’

Need for early and ongoing feedback and documentation.

The communication process required to minimize nega-

: tive consequences.

N . Provision for counseling and tutoring.

' . Your availability to individuals and groups for pur-
poses of information, support, guidance ard evalu-
ation. .

How their effort will be integrated in the total

school program and with others concerned with
the growth and learning experiences of the
students,

What provisions you have for follow-up responsibi-

lities. ‘
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1. Orientation.

The training of staff begins at the time the new employee: is
hired. The way he is introduced to the school, the staff, and the N
students will influence his future attitude, Somet imes, this phase
of the training is not given enough attention. During this period
for the new employee, as part of the training for the staff, the
following is iecommended:

a. Background of the school.

-=--Its history.

---When, why and how it was founded.

--=Its evolution over time.

-=--How structured? Who is who in the school; what is the table of
organization; what is the rationale behind it; what are the
school's various subdivisions, the departments, the programs
and their interdependence,

b. The policies and practices manual .
This should be available to all staff, ALl practices, functions
" and, therefore, the in-service training should specifically relate
to this policy manual. The philosophy and the values of the school
are clearly stated here. Staff members should be fully conversant
with its contents, abide by it and participate in its improvenment,

¢. Background of the children in the school.

==-Where do the children in the school come from? What are the

general admissions policies? ‘

---How many children are in the school and what are their general
characterisitics? How does this school generally differ from
others? )

---How is this school related to others (organizations, associa-

tions, etc.)? .

d. Personnel practices as they relate to the employee,

---What are his rights? T

=--What is his exact job description?

---Is there a written job description?

---When does he get paid; what are. his benefits?

---How are grievances and suggestions handled and through what
channels?

---What promotional opportunities does he have? What facilitating
mechanisms do exist? How can he avail himself of information
that will enhance his career opportunities and job performance?

--=How specifically will he be evaluated? -

---Are there employee organizations and why? -

---Are there special provisions for amergency situations and what
are they? How do these-differ from routine?
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The physical plant,

Each employee needs an overview of the School's facilities:
the various buildings, the campus and play areas. Somatimes
afterclass staff have wished to visit the school, the clinical
area, etc., but feel that's not "their business'. This will
contribute to a feeling of alienation among  staff and depart-
ments.

Orientatioan to deafness.

A general introduction to the srecific problems of deaf
children. The specific needs of deaf children and the ways in
which the school provides for these special needs. All staff
need an understanding of the physicai, educational and psy-
chological implications of deafness. This should be covered
as early as possible using group discussions, lecturettes
and reading assignments. The staff members' attitudes and
feelings about deafness should also be discussed.

The routine of the afterclass staff.
Familiarize the new employee with the children, the records
he has to keep, the logs, the reports, the various forms which )
he is to use. Let him observe for one to two weeks an experienced
colleague, and be coached and tutored by him and perferably by a
supervisory person. Have him attend supervisory meetings, case
conferences, administrative meetings, and spend a few hours in each
of the various departments to get acquainted with their functions,
activities, etc, Allow him to observe the children in different
settings. The new employee must be given an opportunity to dis-
cuss his observations with a.senior member of the staff. Dis-
tortion and misapprehension must be corrected as early as possible.

Communication Skills.

The afterclass staff must learn to communicate as fully as
Possible with deaf children by whatever methods are used in the
school. In schools where total communication is accepted, a
crash course in the technique should be undertaken very early
in the employment of the afterclass staff. Ability to communicate
is perhaps the most important tool of any worker dealing with
growing children, -

2. Increasing Sensitivity.

Staff members need help in handling their feelings of discomfort
and even pain resulting from efforts to cope with difficult behavior
of somz children, Afterclass staff sometimes give primary consideration
to the control of the child through various techniques of regimentation.
This often happens because of fear cf the child's excessive acting-out,
a relative lack of skills on the part of the child case worker, and
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the unreasonable ratio of staff to children (often one adult to 20-

40 children.) Also, control is sometimes imposed because aggressive
acting-out behavior by children evokes counter-aggresive (fearful,
retaliatory and vindictive) impulses and behavior by the staff. The
trainer needs to help staff to work with children in a growth-promoting
way. It is important that control and regimentation be replaced by
more behavior-appropriate measures, and that there be no stereotypical
and global simplistic solutions.

The trainer should emphasizethe development in staff of attitudes,
that will make the children feel wanted, trusted, loved and cared for
---that the child be accepted in spite of his handicap and behavioral
problems. To bring this concept home, it may be necessary to expose
the group to other schools or other divisions within the same school
where alternatives to control and regimentation have been successful.
Reading materials and illustrative case presentations by individuals
who have experienced success with this method can further drive home
the concept.

In these sessions the trainer should search out and define the -
basic concepts: for professional conduct in anything presented or read
from the logs or reports. For example, the detection of anger, re-
jection of a child, failure to hear him out, premature or fearful
decisions, - the giving of priority to staff needs, ridicule and rejection
of a fellow staff member or superior, the unconscious condescension to
a child or his parents, failure to cater to a child as one in need of
'solitude, protection and comfort, resistance to schedule changes or
changes in routine which clearly were in the best interest of the
children would be issues that the trainer could use to bring about
self-awareness on the part of staff and hopefully also more desirable
attitudes toward the children and the school,

These matters become the foundation for the formation of such
principles as: ‘ '

---Staff must learn to "listen" to the child. He must be pa-
tient and available and respectful of the child's individual-
ity and dignity. .

---Understand the motivation behind a child's behavior before
making hasty interpretations and decisions.

---Forego all moral judgements,

---Liking and enjoying the child are essential to any truly
helping relationship,

--=Respect for the child increases his capacity for self-esteem
and this reduces his need to act-out.

---Sustained expression of hope and optimism regarding the child's
prospects for succeeding and growth with competence and stamina,
without holding -out false hopes, is supportive and contributes
to ego-development.

---Maintain positive and respectful attitudes toward parents and
family members to help reduce the child's own conflicts with
themo
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---The development of empathy and unqualified acceptance of the
child must become established goals for each staff member,
---Never use the child or manipulate your relationship. with A

him for personal and selfish diviends. \
---Effectiveness of communication and, therefore, constructive
"~ relationship is enhanced by good w .11 and the setting aside
of anger, pattiness, rivalry and other self-serving acts.

The trainer should not give up after a good initial effort,
Many good programs have been initiated in schools and abandoned for one
reason or another. If this should occur, the afterclass staff will ba
angry; they will become more skeptical and the school will go further ' (
back than where they wexe before such programs started..

3. Mobilizing Team Efforts. ) . N

" No one disc‘-line can claim that it has the necessary knowledge, .
skills, manpower :nd resources to.meet :5e needs of deaf children in
Residential Schools, Unfortunately, whe:s tliere is a pool of talent
and resources in a School, very often it s ot effectively utilized.
. There is fragmentation, rivalry, gssumed’ dalegation of responsibility
and a great deal of commiseraticn. The. task is usually not as well
done as it could be should there be a real team effort on the part of ;
all staff, We have already touched on .this concept in the section :
‘that deals with the training team. Now it is necessary to mobilize
- the total resources of the school in a number of teams, with responsibil-
ity invested in a team leader ‘and a coordinator.

The training and operational format for this purpose will be that . .
of team conferences in which all those who are involved with the care
of the child, at all levels, participate and arrive at specific re-
commendations that have to be implemented.
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4. Supervision

As the school insists on more appropriate child focused practices
from the afterclass staff, it must help the staff members acquire the
necessary skills, If this help is not forthcoriing, they will perceive
the schools's expectations as being too idealistic. They may feel as
if they are being denied their authority and may sabotage the plans
by withdrawing and subtly encouraging acting-out behavior by the
children. and blaming administration and professionals for it all.

Supervision and supervisory relationship is one method' through"
which the afterclass staff (and other professionals) will leain to
develop more appropriate skiils.

Supervision entails a specific relationship between thae supervisor
and the supervisee. It takes place in the context of a social environ-
ment and not in a vacuum. It has affective and didactic components.

It has a specific task. It assumes that the supervisor has more
experience and skills related to the task and is willing to impart

some of his skills and.knowledge to the supervisee.,
5 )

Both supervisor and supervisee are responsibie to the school
sdministration, which introduces a realistic constraint and limitation
on ‘the process,

The available body of knowledge regarding supervisory relationship
and skills in the area of child care is very scanty. The trainer may
have to borrow from the knowledge that other disciplines (social work,
psychotherapy, education and other clinical fields) have acquired over
the years, '

Ideally, the supervisor of afterclass staff must be, himself, a
competent person in coping with the various tasks that an afterclass

worker is expected to perform. In addition to this technical competence,
he must be an effective teacher. But above .all, he must be able to accept
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the supervisee unconditionally: no contempt, no hostility, no possessiveness

and no prejudices. These characteristics are essential to the “undamental

tasks of supervision: .
Teaching .and: training
Evaluation: and recommend ing

Kdmipistration

Here are some suggestions and comments that may be of value

to the supervisory relationship. '

a. The supetvisor must first establish:a trusting relationship
with -his supervisee. This is no easy task. It should be re-

. membered -that the supervisor in a Residential School has ad-

ministrative responsibilities: he should see that the pres=~
cribed programs are implemented; that school policies are en-
forced -and that he evaluates the worker's performance (which
in ‘turn may affect the latter's promotional opportunity).,
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This knowledge will cause the Supervisee to be anxious,
fearful, pleasing (in order to protect his interests) and
placating. He may engage in destructive rivalry with his
peers for the favors of the supervisor.

The supervisor ought to clarify the tenets of this rela-
tionship from the offset. ‘There should be clear under-
standing of roles, expectations and ground rules.

The supervisor must assure that communication between
-supervisee and himself is clear and concise. Professional
jargon must be avoided wheriever possible.

It will be useful for the supervisor to have an
initial assessment of his supervisee's personality,
‘intellectual, experiential and' child-caring profiles. e

The supervisor will use several sources, of information
(verbal reporting, written reports, diréct, observation Gf
the worker-in-action-with-the-children and the behavior of
the supervisee during the supervisory sessions) in carrying
on his triple function .of teaching- training, evaluation
and administrating. y

| Lr)
He .should dgmonstratg through-his own behavior toward
his supervisee and children the desired attitudes and
skills he is trying to help:develop in the worker.

He should carefully, patiently, seriously, conscientiously
and with respect go over the incidents and the work of

his supugvisee.

‘He should organize his time in a way that he will meet :
regularly with his supervisee and not cancel capriciously "
his appointments, ‘The afterclass child care worker must

feel through; action, that he (the worker) is important

in the scheol. This will help a great deal the feelings

that most afterclass staff have that they are. dispénsable,

unlﬁportant and -that ‘they have no weight in the organiza-

tion structure, * . )

While it is most desirable to have regular individual
supervisory .meetings with -each worker, at .times this
is not feasible, The supervisor may choose to meet
with two or three workers at the same time. _When this
is dictated by the needs .and lack of resources of the
school, then it becomes essential that some time is
made available for individual meetings. During these
individual meetings the supervisor will be able to
relate to his supervisee in ways that cannot be pos-
sible in group supervision.
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Jj. The supervisor may use any of the many techniques of
training that have been listed for the training of
the trainers. The appropriateness of any given method
will depend on the style and ability of the supervisor
on the one hand, and the need of the supervisee at the
time,

k. The intensity, frequency and the nature of supervision
will also depend on the need of the afterclass worker.
One must avoid subjecting the 'supervisee to an inde-
finite status .of dependency. :

1. The supervisor must constantly remind himself that he
is not a therapist to the afterclass staff. He is
concerned with practice, getting a job done well,
being” effective with the children, with peers and ‘supe-~
riors. A supervisor who constantly refers to a worker's
feelings should be suspect in this field. This does
'not mean that he should not be sensitive to the anxieties,
pains and conflicts of the supervisee. The afterclass
’ ‘person's past experiences, his bidses about the upbrin-

ging of children, deafness, discipline, orderliness,
etc. are all factors that a gcod supervisor must take

: into account in his teaching efforts. He should, there-
fore, be careful not to jump to hasty conclusions as .
to the ability of a worker and his potential. The D.S.D.
can help a great deal through his own behavior toward
his own team members, in bringing about behavioral changes
in individuals and groups.

m. It is desirable for a supervisor to. be visible where
the children are. Afterclass staff should. be able to ob-
serve the supervisor hardle a variety of difficult sit-
uations with children, be with them in their various ac-
tivities and be seen:casually engaging them in construc-
tive endeavors. The supervisor's skills in communication
. with children, his ability to comfort a4 child, his timely
intervention in a pending crisis-situation, mist ‘be ob-
'served and understood. The supervisor must not insist
that his style be duplicated. Different afterclass wor-
kers have their own styles. Though diffefént from one
worker to another, the consequences could be equally
effective. -
Because of the scarcity of an organized body of knowledge in
supervisory 'skills in the area of afterclass practices;, it may
be désirable for the-trainer to initiate regular periodic
meetings of supervisors of afterclass staff with the intent of
sharing experiences in supervision (problems and’ solutions) and of
committing this in writing for later analysis. This could be
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beginning of a specific technical manual that could be disseminated
to other. supervisors.

Rl

5. Observing and Recording. -

: ' During orientation the afterclass worker was generally intro-
C duced, to the various forms that the school has. for administiative
2 purposes. These generally have to do with clothing, linen, visits,
) census, leaves, accidents, referral to infirmary or special activi-
ties, etc. The trainer should have a packet of these forms and
teach the staff how to fill various items and explain the reasons
for which it is important that this activity be dischargéd consci-
entiously and responsibly. Without this understangiqg the worker
may perceive. this ‘as an unnecessary and senseless chore. A crea-
tive trainer may benefit from 'a new staff member's comments which
at times may lead to improvement of some of these practices. (It
is.-not uncommon in many schools to observe practices carried on
by convéntion when they may have no relevance to present day needs.)

' In this section), some additional suggestions will be made
' regarding the recording of the children's behavior for programmatic
purposes. These recordings should convey ‘information that would assis
; staff at all levels and all shifts in better understanding the .child.
s It is essential that the afterclass worker ‘be selective id his re=~
cording. Global statements. and generalities -have 1ittje informational
‘consequences. ‘The trainer and supervisors must help the worker appre=
ciate the contribution that his entries in the child's log, or journal
will make to the team's understanding and evaluation of the child.

and- has begun t6 understand the dynamics of child development, the

issues involved in adaptive and unadaptive behavior, then he will

be more competent in his skills of observation. He will: be sion- :
taneous and creative. He will be able to-determine for himself

vhat observations are relevant and what-are thé relative merits

of different pieces of behavior.

‘ Whén the afte,r’class staff has. been in the school for a while

The trainer and the supervisor should use these recordings as

another means of enhancing the worker's.understaqd;ng of behavior

through relevant questions and .comments. These notes should be

the basis of the worker's written report to the team in case the

child's program is. being revised: or evaluated. It can be of heélp

to a clinical consultant -should his services be needed. 1In team K
- meetings many of these observations can help the inc¢lass staff

understand the occasional inappropriate ‘behavior of a. student

in the ‘classroom,

6. The Living. Environment.

The size, age and the nature of the dormitories notwithstanding, i
the trainer ‘has an-excelxent opportunity in helping the afterclass -
staff implement the following concepts: ) .
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&. The dormitory environment should contribute to
establishing and enhancing a positive self-image
for the children and preserving their individual <
dignity in a group setting.

v
b. The dormito&y environment should contribute to the 59 %

development of interactions among children and betweenréﬁiidren
51

and staff. It should, furthermore, provide easy ac- ¥
cess to means of communication with people inside and out%‘,
side of the school. IR ¢

This aspect of the afterclass staff's function is an excellent
example of doing rather than knowing. More specifically;

=-=A child should have clean, orderly- quarters in whicﬁ
he can assert his coatrol, keep ‘and display his
belongings.

-=-He should have his: own personal articles £or grooming
and hygiene. He should be encouraged and taught how
to use them.

--- His quarters should be clean and free from the depersonal-
. izing features of large institutional look-alike, bland,

sturdy and' immovable furniture.

--- He should have the opportunity to be alone without being
‘ disturbed. - \

--= He should be able tdfdépd;ate his quarters, and be
encouraged- to do so, without unreasonable restrictions.

s

~=-- He should be encouraged to display toys, trophies, family
pictures; etc. There ought to be an atmosphere
that minimizes his isolation from the community, and
-memorabilia that keep his links with his home and his
past alive.

Calendars, clocks, books, magazines and newspapers should
be easily accessible.. )

He should have access to a laundry room, and be allawed
to wash his clothes. He should have<reasopab1¢ freedom
in exercising choice in matters of hairdo, hairstyle
and fashion,

+-- He should be allowed reasonable freedom in deécision-
making to maintain his quarters and choose his activities.

~-- He should have easy access to. well decorated and furnished
areas for a full range of social activities. There should

Vel amS % e N syl
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be areas for small group gatherings without undue
disturbances.

Provisions should be made for hiw to receive friends,

be able to sccialize with them.and be able to- visit
outside the school. It is desirable to provide

for a range of social exposures with hearing and deaf -
¢hildren of different cultural and ethnic background.

Bullétin boards should display schedules, activities
and notices of special events, )

Wake-up and go-to-bed time should not be regimented as
long as the children do not interfere with other child-
ren.

Adult staff must be easily.available to help comfort 3
or otherwise meet the children's need. This is most
important with the very young children who need the
personal.touch and comfort of the adults., These needs
cannot be met if Residential ‘Schools have one or two i
afterclass .staff for 20-40 children. Afterclass staff.

-are to be facilitators and helpers and not just guards
-or watchmen. When schools are understaffed, they may

develop a good. voluntéer program to make up for the -

. shortage. Volunteers should never, however, be sib-

stituted for staff,

The-way staff interact ir the dormitories. and between
shifts can greatly enhance the home-1like climate of

the school. The children ought to. know the schedule

of the staff. TIf there are changes, they ought to be

so informed. This will provide them order and .dignity, and

it will allay anxiety.

In the event that a friend or staff member is away
sick or on vacation, children could be encouraged'
to write letters, sénd cards. Concern for others

_ and expression of\affgétionfwiyl_ptomochclosgrv

relationships..

A dynamic, flexibleé, adaptive, relaxed, orderly (without being

rigid),

‘non-monotonous, communication~rich environment is essential

to counter the regimeritation and depersonalizationgthat often results

from large, crowded and barfen dormitories. The afterclass staff should
be allowed sufficient décision-making authority and responsibility to
prevent a depersonalizing environment. The trainér should make ‘it
possible for the students and the staff to obtain the necessary supplies

for this purpose.
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7. The New Child.

The involvement of the afterclass worker in the process of
admission and reception of the new child can be most educative
to the worker. 1In fact, there are many similarities in the basic
principles that applied to the worker's introduction .to his new
job and the new child coming to the School.

It should be remembered that, when the child enters the new

" environment, he is anxious, fearful and concerned about all ‘the-

people around him and the physical structure. His parents, siblings
and other familiar supportive people are not there to reassure and
comfort him. The first few weeks are crucial. The child is alone
and bewildered. He may not be able to communicate his feelings.

It is the task of the afterclass worker to handle the child during.
this period. He will do this task better if he has some background
information about the child, his family, his likes and dislikes.
Does he have any friends among the students, etc.? The afterclass

worker's empathic appreciation of the above concepts can be conveyed

to the child in actual practice:

a. Let the children in the group know ahead of time that a new
child will be joining them. Tell the group a little about.
the new child; emphasize his assets and tell his shortcomings
only if they are obvious. In the event that an entire
group of children are admitted to the school at the same
time then divide the group in small subgroups and .allow
sufficient time for the members to get to know each .other.
The worker cap structure this by asking the group to di--
vide in.pairs and then each: of the members of :the pair is
to find as much as he can from the other and then each
will introduce his partner to the rest of the group. The
needed information could be structured: name, dge, ad-
dress, composition of family, grade placement, hobbies
and what he may want to contribute to the dormitory-life.
With very young children the format by necessity may
have to be different. It is important that the trainer
continuously emphasiZe the importance of communication
and’ language. The stimulation of enriching experiences
and the refinements of concepts: often are neglected by
afterclass staff, in spiteé.of the fact that they may be
dedicated and 1léving. The trainer must continuously en-
courage and then expect enrichment activities and.inter- .
actions, '

b. Introduce yourself to the child and the latter to others.
(staff and students) in the group,

¢. Show him his::quarters, bed, wardrobe or whatever. Let
'him. know how he .can use it, and if he is responsible for
its general maintenance housekeeping.

i
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d. Show him the bathroom, lavatory, etc.

e. Show him the activigies‘greas, lounge, reading room
and any other facilities that are used in and around
, . ) the dormitories, cottages or the apartments.

f. Help him unpack and get settled.

8. Explain to the child the workings of the group; the
; group rules, schedules, exceptions if any and under
; what conditions. Make sure the child understands
you. Ask for feed-back.

h. The above practices should be performed casually
but with warmth and concern. At this point the
child is beginning to get oriented. He knows you
and your general functions as a caring adult,

1. Whenever possible have him sit with you during
the first meal. Without being effusive, continue
o . the process of orientation and the establishment
‘ . of your relationship with him. Be prepared to
' observe the various ways that children express
anxiety and fear: withdrawal, silence, crying, .
»

defiance, fidgétiqéss? ete,

J. Show him the rest of the campus, introduce him to
P some of the key people and make sure he pnderstands
Lo how he can tqke advantage of the many resources of

. " the School,

: k. If there are routine tests, let the child know about

; them and as to why they are performed. Be honest

: ' and follow the School policy. If these are available
in- a pamphlet that is given to .each new child, let
him read it and then be available to answer some of
the questions he may have. Certainly, schools differ
in their practices. Many of these details are carried
on by -the Dean of Students or a Supervisory staff
member of the afterclass department. It is essential,
however, that each worker know these. Repetition

does not hurt. Inconsistent and conflicting directives
do create confusion and may cause behavioral difficul-
ties in the group.

It is desirable for the trainer to remember that de-
centralization of administration and decisions made
close to vwhere, the need arises' contribute to more

R effective program delivery and’ help. enhancé the self-
. . ~ esteem of the afterclass staff. Most Superintendents
) will 'be inclined to delegate :such authority if they

172




163

A

are assured of the competence (skills, judgement,
and knowledge) of the worker.

. 1. 1Introduce the child to the staff of the other shifts.
Explain to him the schedule of the afterclass workers---
who relieves whom and when.

m. Tell him where he can go for help and specific informa-
tion. wWhile it is desirable that other children could
help along with some of this initial orientation, the
worker must be careful that distorted informition is
not given the child. The worker should be aware that
if needed information is not conveyed by staff, gossip
and rumor may fill the gap . : N .

n. Teach the child the emergency procedures in case of
fire or other disasters. Where can heget emergency
assistance and' what alternatives are available to
him? )

o. Gradually the child should begin to understand the
different functions of different staff members
as far as his needs are concerned. All staff should
make a concerted effort to orient the child to the
functiqnél~stfg¢ture of the school community.

In cqilaboration with the afterclass staff, the trainer can
design a check 1list for the purposes of the orientation of the newly
admitted child, He can use this check 1list to reinforce some of ‘the
theoretical assumptions behind each step of the orientation practices,
He can discuss with the worker the child's response to this phase of
his program. ‘

With the availability of video resources in many schools,
orientation gan be reinforced through films., More creative workers
might be able to motivate the child to record his orientation ex-
‘perience through a little log, diary and pictorial album. He could
then review or present his initiai impressions to the rest of the
< , dormitory group. Such feedback could ‘be 'of value to the school
. ) administration. This is one example as to how a routine procedure
i could become an interesting and enriching activity to the child,

‘his peers and the staff, .

. 8. Groups and The Afterclass Worker,

The group setting is the.moﬁ:gommqiproving ground for the skills
P and ‘the competence of the afterclass worker. His knowledge of indi-
vidual psychodynamics and his understanding of basic principles of
child development seem insufficient when he faces groups of children
interacting and growing in the Residential School comiunity.
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The trainer can elicit some of the common characteristics
of these groups by analyzing with the afterclass staff their own
profile as a group: o

a. Degree and capacity of participation

b. 1Intensity of group loyalty and wish to belong
to the group.

€. Wish to lead and leadership qualities.
d. Wish to be passive and follow others.
e. Sub-groups or cliques within the larger group.
f. Wish to be left alone and belong to no group.\

8. Acceptance, rejestion and defiance of administration
or imposed duthority.

h. Change in one's relationship to the group over a
period of time.

i. Being a different person outside of the group as
compared to being in a group..

j. Being different in.one typé of group (ex.:; inter-
dis¢iplinary staff) as opposed to being in another
group (ex.: afterclass staff).

These group characteristics will best be understood if the
trainer can create opportunities for the workers in his group, to
integrate the cognitive and affective (experiential) components
of their behavior. .He can use a variety of games and exercises
that he can find in publications on the subject of "organization
development", (Such a technique has the additional advantage over
a didactic discussion, in that it contributes to the development
of an esprit’ de corps while conveying.some of ‘the basic concepts

of group dynamics.)

Children are generally accepting and forgiving. But, if
frustrating, unfair and unreasonable ¢onditions persist for
any length of time, these group acting-out, defiance and dif-
ficulties will set in. It will be .useful for the afterclass
staff to identify some of these conditions. '

a. Rules and Regulations are too rigid or too éasy.

Childreén may feel trapped or oppressed and that
‘they are treated unfairly., If too loose and easy,
they are frightened. Many of them do not feel
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protected. Some of the children distort the loose
rules, take advantage of the situation and blame
staff for being unfair. ' -
Poor Leadership on the part of the afterclass staff
or, more frequently, strong leadership by a bully
who takes advantage of the vacuum created by an
undecisive, unpopular and Passive adult. This child
will coerce others and even rally the rest of the
group around the weakness of the staff.

Unreasonable Punishment impulsively determined
with little relationship to the offense. Mass
restrictidns and denial of privileges to an entire
group when most are innocent,

Lack of Trust in the children's judgement and
ability to decide on common age~related activities
that may carry minimal potential risk. Children
feel restrained by .the staff's overprotectiveness

"-or his own feelings of insecurity. Examples: of

this will be the denial of running, jumping,
climbing cliffs, etc,, that most children attempt

-as part of their efforts at mastering their envi-

ronment and assessing their capabilities.

Overzealous Insistence on proper behavior

without regarding the emotions of .the

moment generated by a strong sense of loyalty

and group values that may appear to be unessential
to a mature adult (ex.: behavior unbecoming to a
"sportsmant following a loss at a basketball game),

Suddén‘changes in significant programs without

adequate notice .or explanation,

Monotonous Routines and lack of opportunity to do

things as a. .result of impoverished programs, environ-
ment and‘0pportunitie§. When ‘children become bored,
they tend to become restless and engage in activities
that tend to degenerate into a chaotic disorder.

Adamant and Prejucicial Attitudes toward the children.
Judgements are passed, decisions are made with very
little explanation, (ex.: "because I said soln),

i., Lack of Togetherness between staff, and children.

When ‘child care staff relate to children only to tell
them, order them and supervise them, the children will

feel rejected, insecure and not cared for, They will
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act with defiance to an attitude they will consider
to be phony. Children need to experience the
relationship with staff 'in other than business-like
: dealings. They will appreciate more the staff member when
' the latter is seen as he is, with strengths and also
limitations. { ‘

j. Conflicts, Rivalry and Lack of Collaboration among
staff. Children sense these fconflicts and lose faith
and trust in the staff, Disdgreements and different .
points of view are tolerated but cooperation and
respect are expected,

The trainer can now proceed in developing, with the afterclass
workers, some behavioral guidelines; .

Do Not: ‘ . o - ’

a8, Embarrassthe child in the presence of others.
b. Show favoritism or play one child against another.
€. Delegate your responsibility and authority to a
child in order to placate a bully,
’ " d. . Be inconsistént and indecisive.
. e. Criticize other staff or children in the presence
of a group. .
Act out of fear. :
Constantly nag, scream or be argumentative.
Isolate yourself from the group.
. Break-up, interfere with or discourage sub-groups and
. normal dssociations among children.
Insist on being appreciated by the.children for
the things you do.
+ Vent your personal problems in the group and ask
for support and solace from children.

H T0Q
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1. Set expectations that cannot be met.
m, Constantly lecture, preach and generally be in-
sensitive to normal aggressive needs of growing
children,-
n. Make global critical statements regarding certain P

group fads, values and activities that are
irritating. to adults but desirable to groups of
children. . : :
0. Co ~te with the children for status and. power
by putting them down and continuously asserting
your position. )
The trainer may elaborate on these behavioral features, using
k actual personal illustrations from the afterclass worker's experien-
' ces at the School or elsewhere. He may want to explore the reasons N
why a staff member may have the need to approach groups of children -
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as he does. Remember that adult groups have many of the same

general characteristics as groups of children, Remember to relate

to age-arpropriate needs and expectations. Afterclass workers in

the Prirary dormitodries have different challenges from those

working in the Juuiotr High or High School student dormitories.

The basic principles are not different but the format of the rela-

" tionships is quite different. The trainer must get to the differ-
ences using specific illustrations. Remember that skills development
in performing the job is more important than just having a theoretical
understanding of the issues and problems,

Do:

8., Show concern through ysur actions.
b, Be fair, patient and understanding.
. Be firm but not unyielding when the situation
warrants.,
d. Promote group participation and, group decision-
making in activities and plans.
€. Introduce change and avoid monotony.
£, Be receptive to implementable suggestions that
7 will enhance the quality of group life.

8. Know well the individuals. in the group and be
available,

h, Follow through on group needs and suggestions.

. Be an active facilitator.

i. Create opportunities for group discussions and

*  group projects. ,

J. Facilitate the emergence of group leadership from
the children.

k. Promote individuals’ prestige on the basis. of
interests, competence, activities, achievement and
communication skills,

1. Avoid reliance on punishment and withdrawal of
privilege as a means of establishing control and
authority. :

m, Express interest in children in general, even from
other dormitories, A .

n, EXxpress interest in the children's goals and plans
for the future.

o. Participate in group names and activities.

"P. Help organize a few sbeg}ai events and -establish:
group traditions that will contribute to the de-
‘velopment of group identity, loyalty and values.

Q. Accept criticism sincerely and honestly. Give in
to suggestions without compromising your standards.

r. Communicate, explain, get feed back, establish group
norms, review and evaluate group life activities with
the group. Show genuine respect and appreciate and
ask for in-puts. The more you communicate and the more
you are open, trusting and trustworthy, the greater

R
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will your success be.

The afterclass worker, while he works primarily with groups of
children, should continue to be concerned with the individual child.
There are innumerable opportunities for the individualization of
‘ care within the group setting. Many of these have been refeorred to
earlier. It may be worthwhile for the trainer to point out some of )
the ways that the afterclass workers can individvalize the group life

+
experience:

= == Individualized attention when receiving the child in school.

= == Introducing him to others

= == Helping him get settled in his quarters,

= == Helping him with little things (reading, writing, housework,
etc.) PO

= == Helping him get clinical care outside scheduled hours for
special reasons, ™ .

= == Getting interested in new endeavors: dating, accomplishing
a difficult task, overcoming a special hurdle, etc,

= =- Helping him adjust to separation, grief, etc.

= == Protecting him from bullies.

= == Teaching him to master a particular social situation.,

= == Commenting on his appearance, helping him with fashions,
styles, etc. N

= *= Remembering the child's birthday. .

= -- Being available for "private" talk, discussion of a
problem, etc... etc.

9. Activities and the Afterclass Staff,

‘ : Through well conceived, creative and imaginative activities
programs, an afterclass worker will greatly contribute to the
physical, emotional, intellectual and social needs of the children.
The trainer who is coordinating this module of the inservice training >
program has an opportunity to integrate most of the concepts that :
have been imparted to the child care worker; individual and group
needs, group process and group dynamics, organization, administration
and specific program objéctives developed. by the inter-disciplinary
team, .

Heré are some suggestions for the trainer's consideration:
a. The Scope of Activities Program

Remember that the afterclass worker is not a super specialist
and expert in all the areas of endeavor of deaf children but

he must have a working knowledge of all these areas and specific
skills in some. Activities programs fall in the latter category.
"Work™ and "Play" outside of the classroom are considered undar
activities programs,
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- In '"Work", the child's efforts are directed toward
definite goals and results. It usually entails
specific procedures and methods. - - is usually super-
vised. Its results are concrete and beneficial to
those living in the dormitory, i.e,: housekeeping
chores, beautification and maintenance activities, etc.

=, In "Play", the child's efforts. are direct by himself
toward an activity of his ¢hoice and the results are
in terms of special pleasure. It neéd not have any
particular concrete outcome of a utilitarian nature..

Both types of activities have a beneficial impaét(on the child.
Work activities teach the child responsibility, .and hélp him develop use-
fﬁl habits as well as appreciation for quality of services and: the im-~
portance of having to do certain .things because they have to be done.
They also teach an appreciation of certain limitations on choice as an
essential feature of being part of a community that has. varying needs, ¥
and help the child to develop skills that will help him mastér various
situvations as lie grows in independence, o

i "Play Accivities" on. the other hand will help ‘the child. leazn
to organize iud use leisure time. They provide thé child innumerable
opportunities to express feelings, thoughts, fantasies in a creative
and stimulating manner etc.

“b. Plarning the Activities

,éucgeégfulAafterCIasswworke;s.are those who -take time replanning
these -activities on a daily, weekly and monthly basis. Those
who neglect planning ¢ontribute ‘to an impoverished dormitory
life. Planniie for leisure -time has three important aspects:

1. Rnow yourselfi- what are you good at? Draw a list of
activities that you enjoy; which of these activities can
you initiate with the children; where do you need assistance
etc,

2. Know your children: their needs, théir interests, their ;
limitations. Children should want to - engage in these 7
activities and enjoy them.

3. Know what activities are available: -most residential
schools have activities that are not easily apparent.
. Many vesources.-are hidden under' different categories
and names in different departménts. Have :the interdis-
ciplinary team draw a list of these activiities;

e gy S i 2

It uill&be.ugefgl for the trainer to:familiaiiz@ himself with
the -curricula: ‘on!'Reécreatiod' and on "Languagé iDevélopment" in:
;néérv%éé'rraining<fo; Afterclass Staff in Residential Schools,
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There are many specific suggestions that will be of
value to the trainer and his child care workers.,

Supplies for Leisure Time Activities

Here is a partial list of supplies with which the afterclass
worker can implement many worthwhile activitie::

--- Books
--«Magazines
=~~~ Newspapers A
---Record player-and records
-~-View-master and slides
---An old working typewriter or two
===-Games ---playing cards, board games (chess, checkers,
etc.), puzzles ‘ ‘ R
--=Writing and' drawing materials ==-Blackboard
’ Chalk
‘Pencils
‘ Crayona
Magic markers
Tempera -paints
- Paper
(lined paper for school work, newsprint, colored
construction paper, colored shelf paper, crepe
Paper, colored tissue paper...)
~<=8¢issors .
---Paste, white ‘glue’
---'Scrap ‘materials <--old magazines to cut up
: ---d box of bits of fabric, felt, lace, yarn,
rick-rack, ribbons
---buttons, beads, glitter » Sequins
---bits of ‘leather
-=-=gcraps of wood: .
---cardboard boxes, rollers from paper towels,

-

-egg -cartons, plastic scrdps, styrofoam balls

~~-Clay, plasticéne, plaster of Paris

~~=Popsicle sticks

-=« Pipe cleaners

=== 014’ newspapers ‘to put under messy projects \

=== "Dress-up" clothes: includihg high heels, :01d evening gowns,

junk jewelry, cowboy, spacéman, Indian hats and dccessories

-=-Dolls, doll houses, jumprropesi,sewigg machine. etc,

--=Tool chest, tools, work bench, building set, toys, marbles,
old.-btoken clocks, radios, etc... ‘

-

TﬁeiPubiic,Lib;ary and ‘the school library may have many ‘books

* on arts and crafts, how to do or build -things. These books may

be useful both to the afterclass staff and the children,
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d. Availability of Resources

Remember that thie DSD and his team of trainers are both
facilitators and integrators. The trainer must facilitate
the availability of resources to the afterclass staff. -Here

are ‘some suggestions: . \.ﬂ_)

1, Have afterclass workers draw a list of activities on
which they, as- individuals, can be a resource to others.

2. Have a committee of afterclass workers list all activi-
tieés that are desirable for the children without con-
sideration of the constraints and limitations of the
School. Have. them corment opposite éach activity:

-==1Its specific value T e

---Can it be led by the child care worker

---What supplies would be needed .

---Where could these be obtained

---Need’ other departments be involved and how

~--For what agé ch{ildren

---Where :should it take place

--=Should it be planned and scheduled ahead of time

---Should alternatives be considered in:.this scheduled
activity ’

3. Work out a programmed- activity model ‘for different age-
group -children and have the entire team respond to it.
Make sure: you have a balance  between "Work" and "Play"
-activity. Have you consideréd the resources of ‘the
Comnunity Surrounding the School in addition -to the
‘School résburéeé? Have‘yougtaken into -account .the
intellectual, emotional :and social ‘reeds? What
provisions have been made to select these particular
activities that would stimulate the children's com-
petence in.communication .and language?:

10. First.Aid and Accident Prevention and the After Class Worker

Training in "First aidand accident prevention" is often neglected
‘in .inservice ‘programs., If the afterclass staff is not trained in this
< area, the School is assuming’ an ‘unnecessary risk. This area should not
‘be neglected. . ‘

Y

NIRRT TELN

a. Accident Prevention

‘There are state and local rgéulétiQns:pextthing to safety
standards that most Schools abide by. These regulatione
should be reviewed for the afterclass staff so that they
become familiar with them. The School may have ‘a "Safety

PP

and’ Security" unit that can help the staff understand these
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regulations. An excellent and effective method consists in
NIPR PRI making a "Security and Safety" survey with groéups of afterqlass
T workers through C ’
. dormitories
kitchen - dining room
vocational shops
gymnasium e
. other buildings. .

L5 I N PUN RS

‘The "Surveyor ~Instructor".will explain .the r easons why certain
precautions are essential. While the physical plant may meet
all the required standards, the staff méy'be using the facility
in such a way that hazards can be seen all around (exs blocking
fire exit doors, overburdening electrical wires, flammable de-
corations around.light .bulbs, etc.)}.-

The importance of fire drillg at different times and under
different circumstances must .be emphasized and the afterclass
staff (and all others) must know what»steps*fhéy must take,
It is "important for the children to learn how to behave under

fire or other catastrophic conditions.

Other preventive measures relate to sharp objeéts, broken
glasses, medications, detergent and other poisonous sub-

stances' inadequatély handled or stored.

.The afterclass staff needs to become aware early in his
training of .these concepts.and be ‘required to: makesregular
. 'safety rounds. ‘Some of the older children could participate
‘ ‘ " in this while the younger ones could be tauglit the basic

principles of safety in the enviranment,.

Children are curious, advénturous and they like to eéxplore
their ghvirénmépt; they like to experiment. with .substances.
While it is important to -encourage these desirable tendencies,
safety and precaﬁtiona:y.megsureé'must also be: taught. The
%ﬂ . road.to independence and maturity is full of risks .but one.

) - need not make it .unduily dangerous,

. '» 'b. .First Aid

4

People respond inwmaﬁy differgn; ways to .accidents and’
emergency situations.,

It would: be a.,gopd idea for the“trainer to~havéwtﬁé assistance

of a nurse or -a physiciad in the :teaching of the afterclass
staff in this area. ‘Here are some suggestions:

1. In éach~dqrmi§9ry,'n2ar each ‘telephone have the following
emergency numbers’

~=-Police




~--Fire Department
-=-Ambulance ‘Se:vice
<e~Infirmary
---Physician .

-=-Poison Control Center

The emergency procedures of the School ‘must be clearly
understood by all.

It is desirable to have a first aid kit in each
living area.

In addition.'to the nurse, at each-afteérclass staff
station (office), the following information must be
available on each child: '

=--Blood type

~--Allergies )

--=Allergies to madications (penicillin etc..)

---Special medica! problems: epilepsy, diabetes,
asthma, heart disease ’

---Telephone number of parents or guardians

N

Afterclass.staff must know what to do in the following
conditions:

---Sévgre.blééding

---Stoppage of breathing

=<=Poisoning

He should know how to take pulse and temperature.
The following topics. should be covered in' this course:

-=--Traumatic shock

-==Wounds

--=-Bites

---Nosebleeds

-<-Fractures : -,

-==Splinters

-=-Burns

-=--Blisters .

---Exposure to extremes 6f temperature

~=-Electrical. injuries -

--=Epileptic. seizures .

-=-Signs -and- symptoms.-of ‘common communicable diseases
including gonorrhéa and syphilis.

‘The following books would be of value to keép in each

dormitory:

--=The Mother's. Guide to-Child Safety by Bryson Kalt
and Ralph Bass, Grosset & Dunlap, NY, 1971,
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---First Aid Textbook by American Red Cross, Doubleday
& Co., 'Inc., Gaiden City, NY.

11. Behavior Management and the Afterclass Yorker.

Nowhere in the training of the afterclass worker will the
‘trainer be confrontéd with the demands .of daily.realities and
the training process as in the area of behavior management. The
child care worker wants to know. "what to do" with a number of
"unacceptable" 'behavioral responses on the part of the children
---individual children and groups of children. He knows that
whenever he does things instinctively he may be criticized and ‘
yet he knows he must act. This conflict between no action. and
action resulting in criticism leads to an undercurrent of amx- ..
fety and hostility toward administrators and professionals
who expect him "to do a job" but '"they do not tell us or show

us how", . . ’

The ‘trainer must be .sensitive to the worker's .dilemna and
frustration. While it is true that the specific skills for
effective and at the same time éonstructive intervention will take
time to be acquired, .some guidelines have already been set in a
section of 'this manual. : -

b}

The most explosive and controversial behavior management problems
seem to be around:

---Bedtime behavior

~=--Waking up behavior -

=>-Meal time

--=Going to school

---Sexual activities

-~-Temper tantrums

-==-A number of antisocial activities: stealing, lying, bullying,
‘using .obscénities, etc.

Behavior management in these areas are complicated, very often,
by the worker's own philosophy of how children should bekave and
- tainted by a variety of value systems not often expressed.:

Tp‘gncreasecqﬁdersﬁanding of the children's behavior, it is
suggested; that the trainer use a combination .of lecturettes, seminars,
and case discussions around the _opics of:

--~Child. development,

---Concept of adaptive and maladaptive behavior
«==Diseipline

---Sex: Education
---Illustrative case discussions.
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The knowledge gained by both afterclass and inclass

staff -through such activities will serve as a framework

for their interventive actions, and help them develop skills
in managing behavioral problems in a way that will be appro-
priate to.the child and the group. They will be able to make
decisions that 'will have a rational basis. They will be more
self-confident and less hostile.

a.

b‘

Child .Develcpment

The trainer should find useful here the materials for an
inservice training course on "Child Development and Managenment of
Specific Behavior Prgblems", These afe in Inserviée Training for
Afterclass Staff in ‘Residential Schéols ard include background
information, suggestions on how to present the subJect matter, and
reference materials.

Concept of Adaptive and Maladaptive Behavior

The concepts that were conveyed to the afterclass worker

in the discussions of child development .prepare for an appre-
ciation of degrees of competencies that children have and that
these competencies vary from child to child. The trainer should
be able to impress upon the chlld care workers that in-born,
familial, cultural, educational and experiential factors combine
in determining a child's behavior., An intelligent child may
function as a mentally retarded person. if he has not been given,
for example, sufficient opportunities to cultivate the potentials
that his intelligence could assimilate. In the case of a deaf
child, auditory inputs are severely limited and the child is that
much impoverished if other means are not provided to make up for
the deficit., It is not unusual, for example, to diagnose as ren-
tally retarded or even as autistic a five year old deaf child if
the parents and the examiner do not know that the child is deaf.

The child care worker must understand the fact that like himself
the chlld is continuously negotiating ‘with the many stresses of his
environment to fulfill his needs. (physical, social, intellectual,
sexual, cultural, ideals, etc.) In this process ke uses his skills
and: his. experiences. When reasonably successful in this effort, the
child experiences a sense of pride, -contentment, self respect. and
looks forward toé other areas to conquéer and achieve. He is more
open and sensitive to what is going on-around him. He seems to
appreciate and live up to the general norms and standards of. his
environment without undue stress or anxiety. On the other hand if.
he is unable t6 negotiate comfortably and reasonably the various
tasks in his environment for' the fulfillment of his needs, then
this child is less effective in his adaptive effort than the former
child., It will be useful for thé afterclass worker to understand
that behavior is motivated .and' it has an adaptive purpose. When
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behavior is counter-productive then we refer t6 it as
maladaptive,

It will be useful to the afterclass worker to understand
some of the following concepts:

Normal and Abnormal Behavior. To what extent are

these determined by the values of the community and

the persons évaluating a given behaviér. Let the workers

-give examples. Discuss "pornography" as -a controversial,
- 7 'value<laden topic to drive the point home.

Discuss the. concept of-"psyghoiogiéal defense mechanisms*,
What purposes do they serve? Correlate this through
~examples. to adaptive and ‘maladaptive behavior.

Show how some behaviors are expressions of conflicts
and ténsion. This may contribute to the workers'
appreciation of *individual psycho-dynamics and may
help them appreciate the value of insightful inter-
vention with. the children ds opposed to abrupt authoritar-
ian without taking into account ‘the causes. Give

. examples .about the behavior of :a new arrival ---how
this child may be aloof, withdrawn or even aggressive,
how he may be expressing his anger at his parents ’
‘who "abandoned" him, by attacking younger children or
defying the adult staff. -Use examples that will increase
thé workers' insight into their relationships with the
children, . )

This is a good place to re-introduce the role that

the clinicians (social workers; psychologists, psychi~
atrists, guidance counselors) can play in helping the
workers and the children. Have the clinicians give
specific examples that may illustrate how :the same:
behavior in different -children may have different
causes and how important such an understanding is. in

their helping the child.

The instructor should not fégl that he may be talking
above the heads of the afterclass staff. They are
usually quite interested in the riddle 6f human be-
havior. Have some literature-around, Stimulate their
curiosity.. Respect their intellect so that they,. in
turn, will d6 the. same with the children, ‘

Remember that the model you set in your dealings ‘with
them is very important. Your actions will be closely
scrutinized. You have to win--them over; Remember they
tend to:be sképtical. Your léadership, your sincerity.
and generosity in giving to .them. is essential. You

may not be able to maké demands if you, yourself, are
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‘not giving by what &ou are teaching.
Disecipline. P

s
Discipline is not punishment. It can teach the child
new and healthier ways of behavior to replace old and
maladaptive ways.of behavior. This is done through
the organization of the living arrangements, rules
and regulations that are clearly stated and understood
individual and group relationships, education, specialized
behavior management techniques and the entire complex of
educational and clinical systems of the residential school.
One also recognizes in this respect:

~~~that no two dormitories are alike

==-that the handling of behavioral upsets will vary
from one child to another, -one situation to another
(remember the section on defense mechanisms and the
competencies ‘af individual children)

==-that one has to be practical and .that any approach
must meet the needs of the reality ‘of ‘the moment

-=-that allowances must be made for human nature,
regardless how high one sets his goals.

Afterclass workers may give only lip service to this
concept of discipline and resist efforts that favor
individualization, favoring uniform, simplistic¢, and punitive

.authoritarianism. This is often expressed as "kids

ought to know who is in charge here and that we are
adults and they should know better than. not respecting
us", «

The trainer has the awesome responsibility in. sensitiz-
ing the staff to the causes of behavioral upsets, Any
staff member can keep order through threats, fear and
oppression. But this is not going to help children grow
into healthy, trusting,. kind and loving adults. The

ultimate challenge to the afterclass worker is his abi-

lity to discipline in the context of a caring relation-
ship.‘ That this is not easy is understood by the trai-

- ner. Aad this is very, difficult ‘when one worker has

20 or 30 children;but it is possible if one is willing
to invest in the child and be patient.

The trainer should address himself to activities that
will prevent or abort upset .behaviors that tend to
‘become major management .issues., Here are some' areas
that .the afterclass workers could explore:
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The arrangement of the living quarters: is there room
for the children to keep their belongings separately
or do they have tostore them in communal area? In this
case stealing and damaging of each other's property
becomes a discipline problem. If the worker has the
key to the storage area, he will have to cope with many
children wanting to get to their property and this may
not always be possible; frustration, anger, etc, would
lead to a management problem. The shoving, pushing

and even stealing would be much less of a problem if
children had sufficient secure space for their belong-
ings. The trainer can follow up on this discussion:

if child care worker is free from policing and mana-
ging a communal area, etc., he is free to cultivate
relationships instead of administering things.

In this same general category explore the consequences
of :communal bathrooms with poor partitions: temp-
tation for aggressive.acting out, sexual acting out,
bullying, ete. -

These are a few of many areas that the trainer can explore.
Remember that while responding to issues of discipline, the
trainer also has the opportunity of reinforcing other pro-
grammatic features that were dealt with: earlier. Integration
of these different areas begins to make sense to the afterclass
*worker, - :

A discussion of "Permissiveness vs. Limit Setting"” is
called for. Many afteiiclass workers, because of lack
of understanding of these concepts, tend to resent
professionals ‘and administrators. Setting reasonable
limits provides children with a sense of security.
Permissiveness, ‘generally speaking, is accepting an
age-appropriate behavior without much fuss even though
such behavior may irritate an afterclass worker,
Younger workers tend to appreciate this more than the
older dnes. A boy who is walking ‘by a puddle will
jump in 'it, enjoy the splash, get his clothes dirty;
a child will look into a door that's ajar, pick

up -a stick and play with it, etc.... .
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The worker vho individualizes his .care and then is
accused by other childfen that "*he treats so and
'S0 as & privileged character". Some of theése

points were- touched upon in the discussion of groups.

Some more specific techniques could be dealt with;

~~~Removing a child from a trouble situation to allow
for tempers to cool.

~=-Distracting the child and' shifting the focus of

§,‘ : 4 cliarged emotional interplay

’
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-~-Use of Crisis Intervention in a separate quiet
area with an adult capable of coping with very
upset children -

--<Use of peer pressure _ B

---Coordinating team effort and consistent approach
by all toward a particular disciplinary program

---The withholding of rewards

-=-The importance of periodic review with the
children of the rules and regulatiéns.

These should be in harmony with changing trends
in the behavior and activities of children in the
community at large and consistent with their val-
ues. At least the issues should be aired. This
will enhance the sense of worth, independence
of the children. Issues such as bedtime hours,
weekend privileges and routines, smoking, dating,
passes to go to town, dress regulations, etc., .
etc. .

Ty Im specific, instances, role playing could be an

v effective technique in teaching how one can go

~ about relating to specific behavioral problems.

d. Sex Education} , i . .\

% ) .
This is one:of $ﬁe most. neglected areas in the training
of inclass and afterclass staff. Sex and sexuality are
enveloped with miscoiceptions, distortion, and clashing

" vdlués, It is important that the trainer be aware of

this and address himsélf to the issues frankly:

{Psycho:sexugl'development;

--=In infancy

===In pre-sch¢inl and early school yeatrs
-==-In latency

-==In. pre-adol23cence

-=-In adolescerice

Explore with the staff issues of

-=--lasturbation

-==Group masturbation:

-=-=-Boy-girl making out

~==-=-Preghancy

-==Marriage

-=~Useof: contracéptives
-==Consulting with' clinicians and child's parents.

It.is helpful ‘to coordinaté discussion with appropridte
reading. Eleven. excellent study guides (50¢ each) are

available from SIECUS Publication Office, 1855 Broadway, N.Y.C.

‘With this general theoretical background the trainer and the
workers can then begin discussing special cases, These could be from
‘their -actual experiéence as well as from the case studies with discus-
sion guides found: in: the book of readings, Inservice Training for

Afterclass ‘Staff in Residential Schools for Deaf Children,
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