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Prospectlis

COLLABORATIVE PLANNING GUIDE FOR PERSONNEL DEVELOPMENT

f : U
® " PURPOSE ’ '
’ {
The purpose of this planning guide is to assist state, local, and university personnel involved in the
design, implementation and evaluation of staff development or other areas of school improvement.

s

THE CONTEXT OF DEVELOPMENT
- Thrs plannlng guide grew out of a federal initiative to assist states to design the regular educatron
inservice component of comprehensrve systems of personnel development. The Office of Special
| Education, Division of Personnel Preparation, funded a project at Indiana University, the National
Inservice Network (NIN). This planning guide represents a compilation of the learnings from the
Project’s work in Colorado, Indiana, and Maine from 1978-1981.. ) Y

In 1978 th‘ere were few local models of personnel development in the Umted States, none of which

were comprehensive. The NIN planning guide represented a radical departure from other staff
. development programs due to the magnitude of it goals, comprehensiveness of planning and
adherence to quality practices in inservice. Each of the three states in the Project designed a state
wide planning network to assist local administrators and teachers from regular ang special educa-
tion to come, together to plan, implement and exchange staff development actlvrtles

Fundamental to the NlN plannrng process is a set of principles which express the nature of NiN's
. work. They include: )

‘ * Local Ownership
-- developing ownership through |nvolvement and partrcrpatron in the plannlng process

* . Local Problem Solving : Y
— focusing the planning process on solving local problems asking who? what? where? why?
— applying the protess to a varlety of probléms.” - -

* Local Ongoing Structures

— developing or adapting a organrzatlonal structure to deal with staff development issues:

planning, decisionmaking, implementation, organization

— developing a support system

— responding to consumer inpQt.
* Local Resources

— identifying afid using existing resources, (i.e. |nd|wduals direct and communlty)
. v« ~ — peer sharing -

. — building on strengths and practical experience .
' - recognlzrng the continuing need for district, state and federal support
* Collaboratiom- ’

— providing |ncent|ves and support.for people to work together |

b * =—gdeveloping and building mutual trust . E
A s — srespectinddifferent.abilities, perspectives, and needs -
' — facilitating cooperation between state agencies and ‘local districts, special “educators
. ‘ and regular educators, administrators and teachers. <

S

'4




Ve

¢ Planning and Implementation as an Adaptive, Evotstionary and Flexible process
— responding to.changing situations and needs
— using an experimental‘approqch
— establishing an ongoing planning cycle’

-

_ TRAINING APPROACH

““THe planning process moorporates small group theory and trammg in an eclectic fash|on In addi-
tion it draws on the participant’s past and current experience, and views learning as takmg place on
both a cognitive and experiential level. The process emphasizes the acquisition of practucal skills
and knowledge that are required of planners and implementers of change efforts ih staff develop-
ment. When used skillfully, the experiential learning approech guides trainers to new discoveries
about how learning takes place. Trainers have an opportunity to explore new methods and design
formats. The learnings are iminediately applicable to their back-home settings. NIN believes that
experiential learning creates a sense of ownershlp for participants and becomes an effective and
integral aspect of, their behavior.

!

BENEFITS *

¢!

v

The use of the planning model offers several benefits to users such as:

. M . F¥3
aprocess for ........... identifying needs, training a team of trainérs, identifying Iocal

resources, problem -solving, shared decisionmaking. .
whichresultsin......... a comprehensive staff development plan, eore/team of trainers,
- use of local resources, fmproved morale, |mproved relationships
between general and special education.




bl TOPICS . _
" Team * Needs " Program » "Program " Implementation
STRATEGIES Development " Assessment ¢~ Developmént * Evaliation /Maintenance

: ‘Conceptual . )
’ Framework | ) . ) ., i ;
: (theory) . . . r _ _
THE INSTRUCTIONAL PROCESS . ’ _ . !

¢

The order” of training'strategies and
topics need net necessarily follow a
_prescribed sequence. In fact, the flexi-
bility of _the planning process’ allows
it to respond to the goals and context
of the agency in which it is used. For
instance, '‘team development’’ can Be
taught as a specific workshop segment,
including group- dynamics, simulations
and '‘at-home’’ tasks, or team devel-
opment can be approached in a less
formal manner ‘by having members
‘wqu through various planning activi-
ties, while focusing tHeir attention on
¢ the dynamics of their group. Tire
activities then culminate with a formal
segment which addresses group. dy-
namics and the ‘stages of development
the groups have undergone. )
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. USER_CONCERNS & QUESTIONS ' ' ESSENTIAL CHARACTERISTICS

1. What is the model? Organizing for change tﬁrough a collaborgtive plan-

ning process..

2. What principles’ form ¢ This model reciuifes that planners representing
. the basis of the model? all of the relevant audiences engage in a paricipa-
X" tory group progess. Basic to the proeess is bringing

people together to: ’ :
— develop ownership

- — solve problems. .

o " — develop a supRort system
— use existing resources | ‘
— plan in a responsive and flexible manner

To teach and have participants experience a colla-

) borative planning process which provides them an

opportunity to'model a flexible approach o program

: development. -The process reaches beyond traditional

. . - views to expand participant’s understanding of and
‘ ©oskillsin: | . o

— assessment  of “individual and organizational

strengths and needs c

— collection and interpretation of data
. j — group process and team building

3. What are the goals
-, of the model?

— problem solving v
— change strategies

.. — program development
— evaluation -

N . ~— disséimination of information

. To assist ggency participants in the planning, design,
implementation and evaluation of a .Comprehensive
System of Personnel Development (CSPD) using
. PR . quality practit?e'g in inservice education. .

.1.1.’ ' N -

MATERIALS & SUPPORT

Developing a Co'nj_prehensiv}e System of Pefsonnel
Development through a Peer Planning and Devel-

opment Network (see reference section)

ny, .

.
‘e
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-

.

The model was developed for -use at the State Educa-
tion Agency (SEA) level in supporting the planning
and implementation of local systems of personnel
development. ~ However, the model can be used by
persons with interests indstaff devélopment at a
variety of levels including local education agencies.
. (LEAs), intermediate education districts and institu- -
, tions of higher education. The model was designed
to address inservice issues faced by educators as a
BN result of the integration of handicapped children, j
but is not limited to this issue. It can be applied to .
other problems. ~ ' ' [4

.

4, Who can use this model?

“ &

5. What needs are addressed The process specifically addresses the needs of‘ Relationship between CSPD ﬁt\équirements and
by the planning process? SEAs and LEAs to develop and implement CSPD. Quality Practices
. ) . More generally, it addresses change in individual
agencies. !

~ A variety of other needs may also be met including ‘
‘\relationship building, problem solving, communica-
- tion and resource development.

¥

— ILLUSTRATION — -

y ' A suburban special” education cooperative Indiana CSPD Personnel Development Plan
' used the planning process to help create a new )
elementary school designed for maximum
integration of handicapped students.  This
school, iy turn, is becoming the inservice train-"

- < ing $ite for other teachers in the cooperative.
, . % , \

’ 2

6. What other purposes are The process provides planners with ‘techniques to
* served by theé planning prepare agencies to accept innovations. Planners

process? can teach personnel how to be a part of .change. !
A . . - ' ‘ : ) 1 L}
D . N . . L .
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Cco BORATIVE PLANNING G@E FOR PERSONNEL DEVELOPMENT

USER CONCERNS & QUESTIONS ESSENTIAL CHARACTERISTICS MATERIALS & SUPPORT

- .

Al

1

7. What icwrequired to start-up A cafe team of trainers is needed to provide assis-

this model? tance to participating agencies. The core team acts
‘ ) as fatilitators to the groups and assists them in
.validating information to make dedisions. . The
core team provides human, support to teams through

d . ; \ regular contact and feedback. \ .
-~ _ @

»  Support is needed to bring particidants together for ) .
° instryctional planning- sessions_and for implemen- -
tation efforts. This support should include:

— initiation and organization by the contracting - -
agency, generally the SEA ‘

— provision of a core training staff

. e —Ainancial support for participants’ training

¢ - { -expenses. * - ' ~

LEA support should include com.mitme_nt by local

‘s ~agencies to collaborative planning and support
' for it through release time for planning by agency ~
- personnel. . . \ :
LY A . ) __:; «
oo N T ~ ILLUSTRATION — ‘ r

The states Zf Colorado, Indiana and Maine used

PL 94-142 discretionary funds to support

local agencies in CSPD implementation. FEach 1t
state assigned’ staff to organize and support '

v _ CSPD training and implementation. J .

L]



USER CONCERNS & QUESTIONS .

8. What kind of training
is needed for a core
training team?

9. How age local agenﬁies )
identified and selected?

10. How are participants
identified and selected
to be part of the local
planning team?

-

» ) P

COLLABORATIVE PLANNING GUIDE FOR PERSONNEL DEVELOPMENT

ESSENTIAL CHARACTERISTICS®

. The core team should experience the planning process
themselves as well as receiving formal training in the
areas of group process, assessment and program devel-
opment. However, prior training may not always be
possible: In this case, individuals selected should ad-
here to the model’s principles and have a background
.in training.

— ILLUSTRATION —

Colorado’s core team was made up of local
participants who had already developed CSPD "

- plans. Because of their earlier participalon,
they were sensitive to the feelings and expert-
ences of the trawnees.

AL JEN
Target agencies can be identified several ways depend-
ing on the context and nature of the agency. The
selection process ranges from self-selection to man-
datory participation. Voluntary participation is
strongly encouraged.

Identification and selection of team members is left
to the agencies involved. Agencies use different pro-
cedures Jncluding appointment by administrators,
self-selection and peer nomination.

No matter what procedure is used, agencies are en-
couraged to involve a cross section of staff from a
variety of roles-and constituencies, e.g., general and
special educators, and administraters and t achers. -
Teams generally include four to eight mémbers.

—ILLUSTRATION — ~ :

A suburbgn special education cooperative in
Indiana brought together a team of four includ-
ing a special education director, an elementary
principal, a first grade teacher and a high school
special educator (also the teacher union’s
president).  This team organized and in turn
trained six more teams, each of which repre-

sented one of the six participating districts.

~

+

L] ‘

_~

MATERIALS & sgPPORT

o

A Design for Core Team Training

- ’

Cadre Training Model: A Look at the Colorado
E xperience . ‘

.

Agency ldentification Guidelines T
N
Seléction of CSPD Team Members .

issue Orientation: Personnel Planning: A Local
Agency Perspective (simulation)
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COLLABORATIVE PLANNING GUIDE FOR PERSONNEL DEVELOPMENT

USER CONCERNS & QUESTIONS ESSENTIAL CHARACTERISTICS

11. What instructional topics
and strategies are used?

)

The planning process includes five major topics:

~ team development/group process

.

- problem identification and 'neelds assessment

-~

— program development

-

— program evaluation : ’

~

- implemen‘tation and continued maintenahce

used:
" . — presentation of conceptual.framewrk:(‘heory)
feedback

For each topic that following strategies

— experiential learning with trainer

- back home applications by team

— evaluation .

— ILLUSTRATION -~

A workshop focusing on team development
included presentations on collaborative plan:
ning, a' team selection simulation and dguvel-
opment of a at home action plan for 'actual
team selection. Participants ‘were called two
weelfs later to follow-up their activities.

—

MATERIALS & SUPPORT"

Team Development (see Reference Section)

Problem Identification and Needs Assessment
— Designing and tonducting needs assessment
in education '
~ Data Analysis {Guide)
‘~ Assessment Problem Solving (Exercise)
— Trekking Away (Game)

Program Development

- Inservice Best Practices:
General Education

— Framework for Inservice Planning
— Instructional Strategies (contexts and mgthods)
—.Planning Guide for Program Development
— Program Development E xercise
— Local Program Abstracts

The Learnings of

.

Program Evaluation -~
—Facilitating Group” Planning and Evaluation
— Checklist'and Evaluation Form for Participants
— Workshop Evaluation{(wmples)

— SWIRL CSPD Plan (simulation)

'~ Team Year End Summary Evaluation

.—.;»z:?&?;
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USER CONCERNS & QEESTIONS . ESSENTIAL CHARACTERIS’PICS MATERIALS & SUPPORT

12. How are the ipstructional

sessions provided?

et
-

1

\

* The sessions were originally taught in four two-day Sample Agienda
meetings conducted by the core training team. )
Planning teams from six tG ten school distriats -
came to an offsite location for the sessions. The .
sessions extended over a schgol year. . . RS

v o, While there are a \}ariety of training.options, delivery
should include:
— sessions conducted by rore tban one person - | N
to provide multiple perspectives _ -

~ ample intervals betweer']’ sessions to allow

" planning teams to interact with’ others back f\
home for_the collection, sharing and validating

(Y

ofinformation , <

removal of day to day pressures to prowde a »

sense of renewal for participants » T ,
- - opportunlty for partncnpant's to lnteract gene

rate and exchange ideas \ ..

— opportunity for bunldlng relatlonshlps within
and between planning teams . ¢ .
* .

{
b

1

Planning is followed by implementation and mainte-_

nance of the plan. Although planning itself does not I

come to an end, some aspects of the process do end. L
For instance, the local CSPD plan should be ready &
for imptementation at/the_closg of the formal'training.
seés'ions. The ground work ofNpreparing the agency
for the plan should ‘be und Formal imple-
mentation accompanied by coptinted malntenange e -
is the next phase. .o

“

—

oo
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JUSER CONCERNS & QUESTIONS

14. What is needed to implement
and maintain the ptan?

v

\

s

,

COLLABORATIVE PLANNING GUIDE FOR PERSONNEL DEVELOPMENT.,

. S/
The primary agbncy must continue to support:
“~— opportunities fof participants to share and
disseminate informatjon

-~ onsite '/s/tx;ppo‘rt, consultation and technical
assistance

. ) .. . N
In addition, participating loc#l teams must adhere
to and be responsible for:

— adaptive implementation

— continuous  identification and building of

. local resources ‘ ’

— dissemination to othet similar agencies > \

— reporting of plan résults including accomplish-
\ ments and impacts ’,

hd .

*_ ILLUSTRATION —

The Indiana SEA is supporting the Indiana
Peer %issgmin&tion "Network. The Network,
. made up of the state core feam and all training
participants, gathers two—three times a year lo
share ideas and information. Network members

trade consultation and resoiirces. One team

held a workshop for 65 of i¥s schiool corporation
staff. The team used network members from
two other local teams as trajpers.

ESSENTIAL CHARACTERISTICS ™~

L4

MATERIALS & SUPPORT

« Continuation, Progra? Review (Examples) '

The Black Network (Ga;ne)

-

The Network'ing Perspective (Exercise)

.
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15. How is the mode| evaluated? ~

/
! )
- - -

“16. How mlght tfﬂs effort
be funded?

USER CONCERNS & QUESTIONS

C

COLLABORATIVE PLANNING GUIDE FOR PERSONNEL DEVELOPMENT

ESSENTIAL CHARACTERISTICS -

Evaluation is based on the concerns and issues of

" .relevant audiences such as the participants, state

education agency and staff. The focws-is on partici:
pant evaluation of the planning process and plan im-
plementation. During and after planning sessions,
participants provide evaluation data both on the
training content and.process. A variety of evaluation
methods are modeled by the trainers including group
interviews and pre- and post-session rating scales.

Results are provided to the participants on a'regular -

basis. Products such as team action plans, needs
assessment data and the plan itself are outcoge
measures which can be used- to judge the effective-
ness of the planning sessions. While some monotoring
of plan implementation is -conducted by the core
team, the focus is.on dser evaluatiop as a fnanage-
ment téol. ' -

Y™ ’

Staff development is attached to most categorically

funded programs at the federal and state level. Given-

conditions of shifting educational priorities,  in-
creased local -control, decreasing fisgal resources,
lidated funding formulas and decreasing staff

turnover, staff development programs provude an

opportunity to invest in and maximize the return

on human resources. -
-~

Posﬂ&ge funding sodrces include” district funding,
state Or community college courses, PL 94-142,
PL 94--482, state funds, district coope_ratives, foun-
dations, etc. ~

-

o
ey
%

\

[

.

MATERIALS & SUPPO'RT

Evaluation Design

-«
\ .
Qualitative Evaluation Plan for Indlana CsPD ] *
+ .

(Example)*

Local Description of Impact

- .\i‘\

(see Reference Section)

T . .
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Materials and Support

This part of the guide is ordanized into sections based on the "User Concerns and Questions”
contained on the preceding overview. Each sect|on contains more detailed information i in response
to a given user concern. The description of the instructional process itself is divided into sections
corresponding to the major instructional/training topics.” Each section contains information re-
garding that topic which includes the theoretical or conceptual perspective for that topic as well
as examples of training materials and activities. A given section is concluded with a listing of
references which the teader may access for additional information and materials. This part of
the gunde is nof’mtended to be a coo‘kbook or a step-by-step prescriptive manual but rather a
flexible program planning guide specifying the major concepts, processes, and a variety of instruc-

.} tional” strategies. Readers are encouraged to assimilate, restructure and adapt the guide so af*to
. promote ownership and relevance to their own situation.




5. What needs are
addressed by the
planning process?

i
)

Neéds Addressed

!

The process specifically addresses the needs of SEAs and LEAs to de-
velop and implement CSPD. More generally, .it addresses change in
individual agencies. _ ‘

A variety of other needs may also be met including relationsgip build-
ing, proble£n solving, communication and resource development.

ILLUSTRATION

A suburban special education cooperative used the planning process
to help create a new elementary school designed for maximum inte-
gration of handicapped students. This school, in tum, is becoming the

inservice training site for other teachers in the cooperative.

The $rocess provides planners with techniques to prepare agencies to
accept innovations. Planners can teacher personnel how to be a part
of change. ’
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RELATIONSHIP BETWEEN CSPD REQUIREMENTS .

AND

QUALITY PRACTICES

-Edited by

* Tim Orbaugh
v kenneth Baker .

-

National Inservice"Network
’ Indiana University
2853 East -Tenth Street
Bloomington, Indiana 4740§

January 1980 .

18



: PREFACE o

, ‘
This document provides a framework for designing Iocal staff development activities. I/contains
a restatement of the federaI requirements for (CSPD) comprehensive system of personnel devel-
opment, an interpretation and further delfineation of the requirements which may be applied to
local plans, and recommendations for design. The planner is provided with both a quick scan of
the CSPD rules and regulatzons, and a method to analyze their local district’s current personnel
development practices in relation to recommended practices and suggestzons for basic and quality
program.design. .

)
<
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PLAN COMPONENT AND DESCRIPTION

RECOMMENDED PRACTICE

CURRENT PRACTICE

2

Federal Regulations Require  State Regulations May Require
That States . . . That Local Plans . . .
“

Initial Reoommended“Practices

For Basic Program Design . . .

Recommended Practices for Quality
Program Design. . .

Current Local Practices . . .

A. Insure all institu- Describe the nature and
tions/agencies/organiza- extent of participation of
tions with interest have various schoo! district per-

Xv.‘)pportunity to participate sonnel groups in the de-
in: (1) development, (2) velopmént of this Person-
‘review, (3) annual up- nel Development  Plan.
dating of state 'CSPD. Should include procedures

for involving general educa-
tion and special education
personnel with an interest
in Personne! Development
Planning. '

B. Describe the nature
of participatfon of various
",‘groups in the development
. of the plan under A above.
(1) Describe the responsi-
.bilities of each group in
implementirig the plan and ) M
in determining areas of
tramning and target popu-
Jation to be‘effec{ed by
the plan. (a) SEA, *(b)
LEA, (c) IHE, (d) other.

<

Part li: Needs Assessment
» \

Describe the. needs assess-
ment process used to 'de-
termine training needs of
neéded (2) need for re- each personnel category.
tramed personnel. . Include in "this statement
- the resuits of the needs
. assessment by:

. " A. Must conduct An-
" * nual needs assessment: (1)
number of new personnel

PART |:  Participation »

Use procedures which will
help ensure participation or
cooperative planning between
general and special education
personnel .in -the develop-
ment and annual updating
of ‘the Personnel Develop-
ment Plan, i.e. task force,
committee, special meetings.

- .- N
Use two or more procedures
for collecting needs assess*
ment information i.e. sur-
veys, ' interviews, analysis of

program review reports:

Use procedures which will help
ensure participation and/or co-
operative planning betwéen gen-
eral and sﬁecial'educatnon per-
s‘onnel, parents, community
groups, volunteers, etc. in the
development and annual up-
dating of the Personnel Devel-
opme;nt Plan, ie. task force,
committee,  special meetings.

Use prob|erﬁ identification

as the first step to problem-
solving,’ followed by the iden-
tification of specific needs.

Provide continuous recycling
that is never really completed
but remains on-going.

.

O ‘ 34
R

W
¢




- .‘—b‘#"
A. Identify target train-
ing audiences (1) special

A. ldentify each person-.

nel group to be provided in-

Provige inservice training op-
portunities for all persbnnel

State clearly the primary as
well as secondary goals and ob-

I ¢ -
PLAN COMPONéNT AND DESCRIPTION - REGOMMENDED PRACTICE . CURRENT PRACTICE .
Federal Regulations Require State Regulations May Require  Initial Recommended Practices Recommended Practices for Quahty
That States . . . That Local Plans . .. For Basic Program Design . . Program Besign . . Current Local Practices. . . <
. y R * ? -
B. Must describe or A. Identifying (listing) sess at least 10% ‘of the Provide guidance (for plan-
"identify: (1) needs assess- - the prionity of needs tp total numbers of personnel ning to assist 1n choosing next
ment process used to de- be addressed” by the ptan o all personnel categories. steps.
termin® training needs of syncluding. {1} the person- . -~ . Use multifaceted data gath
all personnel (2} resuits del groups needing tram- - Conduct @ annual assess: ering utilizing surveys, analysis
of the needs assessment: ing (2) the content” areas’ ment. of tes? dat‘a, individual ‘and
{a) areas in which train- in which training 1s needed. groslp mter.wews,, observations,
.. , brain storming, as well as other
ing' is needed (b) gtoups } techni .
) L. . ques to provide a broad
nfe'edlng training: (3) Pr- \«_J perépective of problems. )
ofities assigned to each Provide a public conscious >
n. o arge. activity to understand the needs .
’ . of all individuals and groups. i
. associated with the identified
{ ’ problém. R
: Provide & phllosophy to help
. assessors, planners and decision-
—- makers learn from their ex-
. periences.
. Obtain’ total involvement Gf
. - \ \ . . most educational personnel in
- the district.
¢ Part IlI: Personnel -Devel-
opment Action Plap . .

education and genera’[edu- Servif Ugh this plan: groups (general and special jectives with establishe’d'penodic .
catioh administrative per- (1) ducption, ad-  educators). - . reviews.

sonnel (2) special educa- ministragi struction » .Relate the goals and objec-

i Y i al pérsony eneral i i . o

tion and general education. per g Design a program which re tives directly to the assessment i

inétructional personnel (3)
support personnel (4) pa-
rents, surrogate parents,’

¥

education, administrative &
instructional personne! (3)

support personnel, (4) pa-

flects needs identified in
the needs assessment. '

-

results by corresponding to one
or more of the major* outcomes

- of tr:.e needs assessment.

ERIC .-
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PLAN COMPONENT AND DESCRIPTION

RECOMMEND PRACTICE CURRENT PRACTICE

Federal Regulations Require
That States . . .

State Relulations May Require

That Local Plans. . .

Initial Recommended Practices Recommended Practices for Quality
Program Design .. . .
A

’

For Basic Program Design .. . Current Local Practices . . .

paraprofessionals, and vol-
unteess.

B. ldentify sareas in
which training s needed
y for each group and pri:
ority.

C. ldentify content and ~
nvsdure of training for each
area. *

D. Describe how train-
ing will be provided: (1)
geographic scope, (2) staff
training source (3) fund: -
ing\sources (4) timeline.

Describe procedure
“for evaluation of program
objectives.

F. Provide for statewide

system designed to: (1 Nywhich . will

“adopt promising practices
or materials proven effec-
tive (2) assess educational
practices ysed. in the state
(3) identify state, regional
and local resources (hu-
man/material).

4

. rents, surrogate parents,

paraprofessionals, and vol-

‘unteers. \

B. Identify areas. in
, which training {s Reeded
fér each group & priority.

C. 'ldentify general con:
tent of training for each
group 'and priority (1) De-
scribe incentives to help
ensure participation in pra:
gram activities. .

D.wDescribe how train-
ing will be provided: ¢1)
geographic scope (2) inser-
vice training (3) funding
sources (4) timeline.

E. Describe incentives
be wused or
may be needed to help
ensure participation in pro-
gram activities. -

F. List inservice pro-
gram objectives and evalu-
ation procedures which will

be .used to determine the,

extent to which the pro-
gram Objectives have béen
achieved. ’

G. Destribe plans or
procedures the planning dis-
trict Will use to: (1) idéen-
tify a adopt promising
practices * or materials (a)
describe conference, site
visits, reviews of* the litera:
ture or other methods un-

" under the pian shbuld relate

s 3 »

Use loca! personnel in pro: Providg continual profession:
viding inservice training. al gupwt% and materials de-'
' - o+ velopment as an integral part
“Inservice training provided of the total school program.
Use collaborative decision-
making which allowsequal ipput'
from all relevant groups with-

out being self-serving.

Use a complex and ambi:
tious design with clear and
/- specific goals.

Develop ongoing procedures PI&A in response to assessed

to identify, “review and use needs rather than wants.
(if appropriate) promising Use. content directed toward
pragtices and materials for changipg teaghing strategies of
personnel development pro- !  those- staff ‘members most di-
grams and instructional -pro-  rectly involved. ; )
gramming for students. Include ,content based on a
i . " devgdopmental, not a deficit
model in which educators are
vigwed as -skilled professionals
who bring unique abilities " t
in§er‘vice,‘, as opposed to need-
Ing Inservice training: because
they lack skills to do an effec:
tive job. Vel

Use competent local person-
nel and material resources with
outside consultants in suppor-
tive roles.

Use school site as location
of inservice activities to provide
relevancy to the inservice.

Emphasige intrinsic profes.

Jto the, delivery of special
education services to handi-
capped students or to the
preventiog of sigr}ficant
Jearning problems. -

.

Aruitoxt provided by Eic
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PLAN COMPONENT AND DESCRIPTION - RECOMMEND PRACTICE i
Federal Regulations Require State Regulations May Require  Initial Recommended Practices Recommended Practices for Quality

_\
s/

- CURRENT PRACTICE

That States . .. That Local Plans . . For Basic Program Design . . . Program D'é’sign . Current Local Practices . . .
L] -
dertaken (b) describe p:ac- sional rewards for participation
R . tices or materials adopted as opposed to only extrinsic
> (2) Identify state, regional ‘ rewards, e.g. extra pay, extra
~ and local resources (hu- alary credit, etc.

E

Part Vi: Evaluation

A. Describe procedures
for evaluating the effec-
tiveriess” of: (1) Compre-
herfsive System of Person-
nel Dévelopment In meet-
ing fhe needs of person-
nel (2) procedures used to
administer the system.

B. Describe monitoring
activities to ensure im-

Iementatiom\

man /material).

v
Describe proggggures  for
evaluating the effectiveness
of the local system of
Personnel Development in
meeting i_dentifled pe{sonnel
development needs.

Obtain input from each group
receiving training.

Compare the results of the
plan’s implementation to the
scope of the needs identified
under Part [l- Needs Assess-
ment.

Use procedures for ongoing-
monitoring of the implemen-
tation of the plan.

o

.Use human support, personal
contact and interaction among
clients, planners, providers and
consultants.

Obtain acquisition and de-
monstration of administrative
sugport, recognizing that the
attitudes of the principals and
supgrimendents are important
to the success of the program.

Link inservice training to
delivery of educational services
to students provides greater
continuity and relevancy, as

opposed to the traditionat frag-:

mented approach _to inservice,

.

Guarantee that the evaluation
process is a collaborative activ-
ity to assist in planning and
implementingyprograms.

Use multifaceted data- gath-
ering, i.e. survey, analysis af
test data, individual group in-
terviews, observations, etc.

Guarantee that evaluation is a
continuous progess that moni-
tors: effectiveness of the pro-
gram in reaching its goal and
objectives; unanticipated out-
comes, both positive and nega-

RIC .- 37
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PLAN COMPONENT AND DESCRIPTION

RECOMMEND PRACTICE

CURRENT PRACTICE

Federal Regulations Require

That States . . .

State Regulations May Require
That Local Plans . ..

initial Recommended Practices
For Basic Program Design . . .
S

Recommengied Practices for Quality
Program Désign . . .

Current

Local Practices . . .

9

4

Part V: Dc'sseminatlon

A. Describe procedure$
for acquining, reviewing,
and disseminating: (1) sig’-
nificant information, (2)
promising practices.

.

Dissemination includes:

A. Making personnel,
administrators, ageﬁcies
aware of informtion and
practices.

B. Training to: (1)
establish innovative pro-
grams and practices (2)
implement practices tar-
geted on identified local
needs (3) enable use of
instructional ’ma'terials,and
other media for (a) per-
sonnel | development (b)
instructional programming

- LY

A. Describe efforts to

"share informatior_about the
inservice training plan and/

or its results within the
planning unit. This includes
all relevant audiences within
the planning district.

87 Describe efforts to .
share jnformation about lo- »

cal inservice training efforts
outside of the planning unit.

Use two or more procedures
for collecting evaluation in-

formation. . \\,

tive; all significant changes in_

the problem which alter from
the original proposal; learnings
resulting from the program; and
products developed through the
program. .

S0,
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Introduction
The Comprehensive System to Personnel Development is a requirement under Section 121a.
380-387 of the P.L. 94—142 regulations for the implementation of Part B of the Education of
All Handicapped Children Act. Under this general requirement, both the State Education Agency
and each of the State’s special education planning districts must have a Comprehensive Personnel
Development Plan which describes how each agency will provide the inservice programs neces-
sary to meet the ongoing needs of all persons gngaged in the education of handicapped children.

The Indiana Department of Public Instruction, Division of Special Education, in conjunction
with the Indiana Comprehensive System of Personnel Development Project, provides statewide
CSPD technical assistance. The general ihtent of the assistance is to directly support the local
special education planning dtricts in the development and implementation of distriet specific
Personnel Development Plans. Local plans are required as paft of the application for pass-through
funds under P.L. 94—142 as submitted by the districts to the Division of Special Education.

This document incl'udes, in four sections, the-content requirements, the recommended prac-
tices, and the forms for Local Personnel Development Plans. .

Section I: the plan’s five components, a description of the type of information
needed for each component, minimum criteria for each component,
- and recommended practlcbs for the completion of the plan.
Section Il: the actual content format to be used in writing the plan.
Section 111: aplan reqqirement checklist for local plan review and appréval.
Section IV: a recommended practices checklist.

Section I: Description, Minimum. Criteria and Recommended .?’racticee

Plan Component:& Description Minimum Criteria 7 Recommended Practices

N 7

PART [: PARTICIPATION/COORDINATION

Identification of various person-
nel_grgups who participated in the
develof)ment of this plan includ-
ing general and instructional per-
sonnel, related services personnel,
parents and groups/organizations.
[Section 121a.381(a)

Description of _the“type,
and extent of participation in the
above personnel groups. [Section
121a.381(b)]

Identification of the plan ad-
ministrator(s) and how the plan
will be coordinated and organized.
[Section 121a.386(a), 2(b)]

level

A listing of gll personnel groups,
represented in the developmerf# re-
view and approval of the plan.

-

<

A_ description of the level and
extent of each groub's participa-
tion in the planning process.

Identification of the. plan ad-
ministrator(s) and a_description of
how the plan will be coordinated
and organized.

Involve paren(s in plan devel-
-
opment . -

Use procedures which will help
ensure part(cipation/cooperative
planning among all groups affected
M the plan through task forces etc

Coordlnate the- plan and its de-
velopment with other planning
district inservick efforts.
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Aruitoxt provided by Eic:

Plan Component & Description Minimum Griteria

Recommended Practice

PART II: NEEDS ASSESSMENT

Description of the procedure(s)
used to determine training needs.
(Section 121a.382(f}(1}]

A descrlpthn of the procedure(s)
used to detérmine néeds.

Specification of the number
and' percentage of each group
assessed. [Section 121a.382(b)(1}] A listing of the personnel groups
assessed, the percentage of each group
assessed,”and if appropriate, the num-
ber of corporations assessed.

A listing of those personnel groups
identified as prospective audnences in

priority order.

Summary of the assessment re-
sults including:

‘A, a list of personnel groups
ldentifled as prospective audiences

~~~~~~~ A Iisting. by each group identifled
tralmng is needed by each group which inservice training is needed.
identified. [Section 121a.383(b)
and (c)] .

Indication and description of A description of procedures to
annual needs assessment proce- be used to conduct an annual needs
dures. [Section 121a.382(b)(1)] assessment. :

PART IIl: PERSONNEL DEVELOPMENT

Description of a personnel de-
velopment plan which includes:’
~ A target audiences;

B. goals and objectives;

C. the manner in which the
training will be providedi~ and

D. incentives for participation.
[Section 121a.382 and 383]

A histing of each of the personnel
groups for whom inservice wiil be
provided by this plan.

A listing of the training goals and
objectlves for each group to receive
Inservice.

) A description of how the training
~ ' *will be provided including:

A. geographic scopé

B. tnservice training staff

C. funding sources

D. tlmeframe

J E. tramlng mode" .

P . R

Description of procedures to be
used to identify human and mate-
rial resources. [Section 121a.385
(c}] ties.

. A, description of procedutes to be

sed to identify local, state, regional

, /:ational, human & material resources.
Description of procedures fo A descriptiorr of the procedures to

be used in review promising Prac-  be used to review promising practices
tices in persorinel development & in personnel development and instruc-

will be used or may be n}ded 16 help

A descrlptlon of |ncent|ve%~ whlch *

ensure participation in program activj:

M

Use two or more Procedures for
collecting needs assessments infor-
mation, e.g. surveys, integyviews,
analysis program review reports.

Assess local stregnths as well as
local needs.

Assess at least 10% of. the
total numbers of personnel in ali
personnel categories.

-

Develop a timeline for future
needs assessments.

Provide feedback on the results
of assessments to participants.

Make available inservice training
opportunities for all personnel
groups.

Design a program which re-
flects needs identified in the
needs assessment.

- Provide inservice training that
relates to the delivery of special
education services to handicapped
students or to the prevention of
significant learning problems.

-

Use local planning district per-

Pl

sonnel as.. inservicg' -trajning st’j,f/

where pqsmble ' .

N

Develop onéoing.brocedurés to

* identify, review and use (if appro- _

priate) Ppromising practlcez and

instructional programs. [Section tional programs. materials (é)r personne! develop-
121a.384(a)] ) ‘ ) ment progfams and ' instructional
c . programmingsfor students.
. .



Plan Component & Description Minimum Criteria “Recommended Practice
® '
. PART 1V: EVALUATION
Description of the prc;cedures A description of the procedures Use two or more procedurgs

to be used to evaluate the p2r- to be used to evaluate the effective- for collectmg evaluation informa-
sonnel development plan’s effec- ness of the five sections of the plan. tion. ‘

~ ) tiveness in meeting identified needs. . Use procedures for ' ongoing
{Section 121a.3861 - monitoring and adaptation of the
. he A d&cription of the procedures ~implementation of the plan.

to He used to evaluate the specific

R insérvice activities conducted under Obtain input from each group
. the'plan. . receiving training.”
. - - Compare the results of the plan’s
; implementation to the scope of the
' v . N needs identified under Plan II- *
- ) ' . Assessment.

-

PART V: DISSEMINATION.

. Description of the procedures A description of the procedures Develop a procedure to share
to be used to disseminate infor- to be used to disseminate information information on an ongoing basis.
mation on the plan within and o0R the plan and the activities con-

N

‘ outside of the planning district. - taified in the plan to personnél, o
[Sectlﬁ%1213384] terested agencies and orgamzatnons
wit_hin the planning district. , . N
A description of the procedures Become a participating member )

to be used to disseminate information of the Peer Dissemination Net-
on the plan to personnel, |nterested work in Indiana.
organizations and aﬁencnes ‘outside

, . the planning district. ‘
’ ) Bi < ) N ’ - ’ - > 4_‘ ..
& i s . * - ) ' -
. M) N,
B ‘. 9
- . , * “* 0 -
Sectlon I0: Writing Format : : - , ’ C o
oy ) ;
Instruction for Completion ‘of Section II’ Note (a) material in standard type is minimum
criteria for an approval Local Personnel Development Plan, and (b} material in italic type is recom- .

mended practice beyond minimume criteria or suggested additions to the written pIan,whlcﬁ will
assist in providing clarlflcatlon and/or points of reference to persons. rewewlng the plan.

_ 1. The Writing Format is de5|gned in such a way that the local pIan can<be typed direct]y
onto the pages provided with additiohal pages attached as necessary. -

N .
- . ¢ P . 1

2. When not using the forms provided, identify each section of the plan clearly It would be

. helpful if each section began:on a new page. .
3. Write the plan with sufficient information to enable an individual who has no krowledge
. of what the planning district is I|ke or of the planning discussions to understand what your plan
is and how it will be carried out. .. .
o v -
Q’ - ) !
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. Part I: Participation/Coordination

.' Describe the planning district to provide a point of reference for the plan, e.g. number of
corporations, number of buildings by grade level, number of regular and special education teachers,

type of area (urban, suburba_n, rural). o ‘ *

\ List all personnel groups represented in the developE’nent, review and approval of the plan. \)

; . Describe the level and extent of each group’s participation in the planning brocess. -

5

Identify the plan administrator(s) by name/position. Describe how the plan will be doordinated
- and organized. . }
9

3 ,




L o ]
‘ Part II: Assessment e X
‘ p D.escritie the procedure(s) used to*.d.etermineqneed:. - .. Vr
List the personnel groups assessed and the percentage of each group assessed (if appropriate, ¢

indicate the number of corporations and, numbers/percentages within corporations assessed).

In summary form, report results by personnel groups including a priority listing of the content
areas and personnel groups. Note: This section represents all needs identified and does not repre-
sent only those needs which will be addressed. in the actudl inservice plan.

Indicate the procedures to be used to' conduct a needs as'ses,sment during the coming year {up-
) dated for those receiving, inservice under this plan, refinement of other personnel groups assessed). S

Indicate timelines for the assessment of any pgrsonnel group (specify) not assess/gd for this plan.

r
. e -
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. Part IIl: Personnel Development

In one paragraph, summarize (abstract) the personnel development plan b:y indicating the
inservice delivery model(s) to be implemented, the target audiences and the major ‘training goals
and objectives.

Describe in detail the plan which will be implemented including goals, training objectives, the
target audiences, the manner in which the training will be provided and incentives for participation.
Note. Completion of Loeal Personnel Development Plan Summary satisfies a portion of the infor-
mation: needed. ) N ] ..

Describe procedures/activities which will be undertaken to identify human and material re-
sources, both inside and outside the planning district.

4 v

Describe procedures which will be undertaken for reviewing promising practices in personnel
development and instructional programs. .

)
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; " Part IV: Evaluation

Describe the procedures to be used to evaluate the effestiveness of the five secfions of the .

local plan. .

Describe the p>ocedures to be used to evaluate the inservice delivery model(s) asimplemented
under the plan. : ) ‘

Aruitoxt provided by Eic:
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' . " Part V: Dissemination . - R

.+ Describe how the CSPD plan- and the inservice activities included in the plan will be shared

within the planning digtrict. at
Describe how information on the CSPD plan and its effectiveness will be shared with interested®
persons/agencies/organizations ot\side the planning district. ) < ;
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, - A ‘
«Section III; Plan Requirement Checklist - : ) \(
' -Instructions for Plan Requirement Checklist./ This checklist includes all et the components,
required for approval of a local CSPD plan, .
ey . .o A .
' L tis suggested that the planning district complete the checklist prior to submission of the plan
! to the Division-of Special Education as a final check on all components. The completed checklist
J need not be submitted with the plan. However, it may be used for clarificatibn/explanation of
specific components. For example, if a component is more fully explained in,a section other
- * than that under which it is I|s‘§d it would be helpful to mdfcate that in the Comments portion
,of the checklist. i .
: *

Note: The Division of Special Education will use this,Checklist as the crltena for approval

of this plan. " , . g . ' ig
- . el

~ -

Plan Requirement Checklist

-

Part |: 'Participation/Coordination “-| Yes| No Compnents-
) ' ~ . ‘
. A Ilstlng of all personnel groups repre: ) N .
. . sented yn ;he development revie and ap- ‘ ‘ » .
proval of ttie pian. =t i . S .
§ : . . o ' - S -

¥ descpptnon of tke IeVeL and . extent of [a

‘ i ~ each grougsb grtuc;patuon %3 the plannfng > - i . R
, process. A' C o .”t:" i - ‘ .

i

.- 3 . .
An ldentmcatlon of the® plan admlmstra- L ° . . <

. tor(s) and a description”of how tbe plan wnll % RE . ]
. be coordinated and erganized. P L ~ - . ) N
i \/) — ~ 7 JJ :

Part 11: Needs Assessment R L . .

N

-

. . A description of the procedure(s) used - ST
to determine needs.”

, .
" ' ~ i N 3 ' B
4
f/

. - Y - -

[] — []
A listing of the personnel groups assessed,

the percentage of each group assessed, and {,  °| . .
if appropriate, the number of corporations I R 8 .
assessed. ' . . . )

* . ¥
L4 P 4 hd - . -

- LA 3 &

A listing of those personnel groups iden- . . . . y ( L
tified as prospective audienges in priority (

V/‘ , order. ; c .
R [N . ; ~ i ”_»

W

A listing, by each group identified, of [* 4 e
the topical or. content areas in which inser- - ; .
vice training is-needed. N - @ « N )

- -

A description of procedures to, be used .
+ * » - ~
‘\-\’ to conduct an annual needs assessment. o R i
~ J ! Y

ERIC -




ERIC

Aruitoxt provided by Eic:

.

. . \ {
a . hd
L2 ¢ \
" ? Part 111 Personnel Development Yes| No Comments
A listing of each of the personnel groups
for whom inservice will be pravided by this b
plan. ’
. .
A listing of the training goals and objectives -
. for each §rdup to receive inservice.
! . AN
A description of how the training will be /
provided including: . .
A. geographic scope ) (/ .
- . i
_B. inservice training staff !
< C. funding sources )
D. timeframe \ L
- E training mode g
. ' =
A descrlptlon of incentives which wn|l~be
used.or may be needed ‘to help ensure partic
ipation in program activities. -
v - d ud
"_ A description of procedures to be used to
3 identify local, state, regional, and national /
human/mat‘erial resources. “ v
A description of the procedures to be , . . :
used to review promising practices in person-
s . nel development and instructional programs. .
. ) A M
_ Part1V: Evaluation
4 " - - Fl A}
4
A descnpn%:pof the procedures to be used
to eviluate the- effectiveness ‘of the five sec- ) .
tions of the pian. ~
1
A “description of the procedures to be *
used to evaluate the inservice delivery model(s),
as implsmented under the plan.
[
s - -
\
Part V: Dissemination : . . -
~ A description of the procedures to be i
used "to disseminate information on the plan
. and. the actiities contained in the plan to d
personnel,, interested agencies and organiza- -
tions within the planning district. :
A M . i ) .
A description of the procedures to be used
to disseminate information on the plan to . +
personnel, interested organizations and agencies .
outside the planning cllstnct. : ‘ C—
-~ Y
* 7
le !
.'

-~




‘ Section IV: Recommended Practices Checklist ‘
,InsErucﬁons for Recommended Practices Checklist. This checklist ig a listing of recommended’

practices for the five sections of the plan. . Z .
it is-suggested that the planning district use this checklist as a quality check both during the
plan’s development and p#ior to submission of the plan to the Division of Special Education.

»
. The checklist is not to be submitted with the plan, nor will it be used to determine approval
or Uisapproval of the plan. It will be completed to provide information and feedback on the plan

Q

LR

Aruitoxt provided by Eic:

~

, to the planning district.

3 Recommended Practices Checklist

-

Part I: Participation/Coosdination Yes

No

Parents are involved in planning develop-

ment. ’

Procedures are used to help instire partici-
pation and cooperative planning‘among all }
groups " affected By the plan through task
forces, committees, special meetings and/or
adeso’ry councils.

-

The plan and its development are coor-
dinated with other inservice efforts In the
planning district. ¢

Comments

Part I1: Needs Assessment -

Two or more procedures aré used for col-
, lecting information,

* Local strengths are assessed as well as
local needs. : :

I

« A DR

A At least 10% of the total numbers of per-
. - s
agngel in all categories are assessed. 4

~

A timeline is developed for future assess-
ments. 8

., Feedback is provided to participants on
the results §f the assessment, -

36
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Part l1}: Personnel Development Comments

A

Inservice training opportunities are made
available for all personnel groups.

The program reflects the identified needs.’

The training Yelates to the delivery of special
education or-to the prevention of significant
learning problems. s

- ’ °

-

Local district personnel are used as train-
ing staff.

Ongoing procedures are developed to iden-
tify, review and use promising praactices and
materials for pe'rsc;nnel development "pro-
grams and instructionak programs, \

N

v

Part I1V: E\(aluation

5

- N
Two or more procedures are used to col-
lect evaluation information.

*

Procedures are used .for ongoing moni-
toring and adaptation of the plan’s imple-
mentation.

Input is ohtained from each group receiv-

ing training. . .
N\, §

The results of implementation are com-

pared to the scope of the needs identified.
{ M

T

Part V: Dissemination

A procedure .is developed to share infor-
'm}ation on an ongoing basis.

.

, The district will become a participating
member of the Peer Dissemination Network.

Aruitoxt provided by Eic:




*Group(s): Indicate by type, and
Preceding column to receive training and geographic scope of training. Example:
in the planning district. Format and Timeframe; Indicate format of training (e.g. workshop, consultation)

«  tioners. Funding

.

Section V: Plan éummary

s%hool day). Incentives: Indicate, incentives jo be

~.
. Instructions for Completion of Plin Summary, Activity/objective/content Areals). Indicate training object
vel, if applicable all groups to participate in training. Number and Geographic Scope: Indjcate the number from each personnel group in the
regular education teacher and one special education teacher from each elementary building
and the timeframe for the training (e.g. one day per month during
rovided. Tramg"s: Indicate t\ypes of trainers to be utilized, e.g. university faculty, consulting teachers, peers, outside practi-

) ‘
’

Spurces: Indicate source of Junds to be used for training, e.g. P.L. Q4j—142 discretionary or pass-through, local, donation from community group.

ive and/or content [topic} of training to be conducted. Personnel

Local Personnel Development Plan Summary

‘

Activity/ ) Number and . . . ,
Objective/ Personnel Geographic Format and . Funding-
M Content Area(s) Groups  * _ Scope . Timeframe Incentives Trainers Sources
. . W L / .
- . - ® ~ ”
. . * . . «
» . ¢ . ’ - H
’\
<@
. i ) n
- ¥ -
- ~ ~ . 13 14 ’ . R . r.
“ -]
. A . N R ] -~
. ~ )
. g ‘ |
S ™~ \ . .
o’ ’
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* 8. What kind of

. training is needed
L4 . .
. for a core training
team? °

o w @a‘

s -
.

-

.

2

Core Team Training - -

w = .
The core team should expertence the planning process themselves as
well as receiving formal.training in the areas of group pracess, assessment
and program development. Howeper, prior training may not always be
possible., In this case, individuals selected should adhere to the model S

prmczples and have a background in. trammg .

ILLUSTRATION ’
. Colorado’s core team was made ap of ‘local team partzczpants who had

already developed CSPD plans,

Because of their earlier participation,

, they were sensitive to the feelings and experiences of the trainees.

i
.

4 . ‘"
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ORGANIZING A CORE TEAM TRAINING PROGRAM
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"Plans for De\ieloping'the' Coré Team

grags. ) A

-
X
v

Organizing A Core Team Training Program .

Objective

. To develop a core team of people who will be available to provide technical assistance and
training to local units, other than, those currently involved in the NIN Project, in the process of |
developing a comprehensive personnel development plan Such tralnlng assistance would occur

with units upon request. , ./
In add|t|on this core team would contlnue to provide support and technical assistance to the
current local projects ciurlng their implementation efforts >
N -
Position Stater‘nents - . o
* \ \ . . ’

In developlng this core tearm, a number of 'key concepts are seen as crucial:

P .

1. The planning and implementation of staff development programs require strong linkages

between local districts/administrative units, the State Education Agency, and institutions of higher
education. . .

2. Because the planning process is highly -experiential, members of the core team should have
Jparticipated ~as;a member of a local planning team. :

3. Core team members must understand the plannlgg process, have skill in presentung infor-

" mation to others and ke sensitive to group processes/needs

4, The core téam as a whole shouId be composed of individuals who represent a vagjety of
perspectives related to-the field of eduéatuoh‘ and staff devélopment.

A -
5. Core team members should have commitment to the concept of the model as an educative

process and should serve to educate others in their local unit, department and/or |nst|tut|on re-
gardlng the use of this plannlng approach. ~ b

6. Core team members must have the support of the approprlate admunlstratoﬁs‘-for their
involvement as a trainer, partlcularly in éndorsing the member’s commitment of adequate time

for this effort, ' - .

s

At present four core team members have been identified. These members are individuals from
local units that have participated jn the process in the past. These members will work closely with
the Natignal Inservice Network staff in providing training and technical assistance to local units
during this and succeeding years.

The present intent is to expand this group next year by adding members from past local plan-
ning teams, SEA staff, and representatlves from the state’s college and un|vers|ty education pro-

- -

The inclusion of SEA and IHE staff is seen as partlcularly crucial in providing a lasting frame-
work for assisting locals in planning staff development programs. The rationale for SEA/IHE
involvement include:

1. Planning ongoing and comprehensive sy‘stems of staff development is an Jssue of critical
importance to the State Education Agency and institutions of higher educatlon as weII as local
units. \

41
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2. Local units will benefit from strengtl‘ing their working relationships with SEA and
IHEs and have more direct contact with the resources available through the SEA/IHE participants
will get first-hand experience in hearing the needs from the field and participation in designing
prograrfis to meet these needs. Learnings of this sort could be invaluable to the department/insti-
tution in their own long-range planning of both inservice and preservice training programs.

) 4 .
At this time, thé -State Department of Education—Speciaf”Education_is meeting with admini-

strative and advisoky. groups to gain their support for the core team and to secure recommendations
of individuals from SEA/IHE staffs who may participate in the training process. Commitments

_for participation will be secured from the SEA/IHE representatives and the appropriate super-

visors/institutional administfators. During the.coming year, these SEA/IHE staff members will
serve as trainges. o Lo
T K _ - \ 4
With the support of the local unit, the"S_EA/IHE representatives will be assigned to a local
planning team as a team member. . The trainee will be expected to attend the training workshops
and offer their expertise to the planning team as a participant (not as a liaison, "'expert,” etc.).
The progress of SEA/IHE staff assigned to the role of trainee will be reviewed throughout the
year. Support will be provided to these individuals as rgquired and/or requested.

After participating in the planning process as a trainee and local team, the SEA/IHE represen-
tatives would become members of the core team for succeeding years. The core team has the fol-
lowing specific tasks and rolq in relation to local district planning teams. .

Primary Task — of the core Teams is to help school district teams plan their own staff develop-
ment systems which include the following components: (a) defined management structure, (b)
needs assessment, (c) program design, (d) resaurce%dentification, and (e) evaluation.

Role®- of the core teams and support persons is one of a "helper,” to assist the district teams
in making their own informed decisions relative to the above components. This means presenting
appropriate information (whether through lecturette, reading, sharing, etc.}, building in time to
assimilate the information and facilitating-decisignmaking. . The district teams decide what they
feel is most appropriate for their district and actua%ly conduct the design.

-

Specific Tasks — of the core teams as.related to the district teams are outlined below:

ﬁ- v . The Core Teams w’ﬂlz .t The School District Teams will:
: . A9 € < N . .

eplanning Facilitate selection of'-"‘ Select a planning ‘team which includes

. district planning teams. special and regular educators, admini-

. strators andtedchers.
Foundations/ Familiarize district teams Be familiar with the objectives: of the
Staff Develop- with @gpjectives of the pro- of the program, components of a staff
ment Design gram and with staff develop- development system and “critical in-
- . ment syster_‘ryde_sign and gredients.”
""critical ingredients.”’ ) 7 -

Needs Familiarize district teams X Design a)1d conduct a needs assessment.
Assessment with needs assessment pro- ‘

»

cesses and instruments rela-
tive to staff development
system and program design
and assist in the design of a
system to assess ne

\

T

o~

7
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Resource

14

Identification

f

The Core Team will:

Familjarize district teams
with available resources
within and out of the state.

The School District Team will:

¢

Utilize available resources in the plan-
.ning and implementing of their “staff

development system.

-

]

Program
Design

Evaluation

Management

Structure

e

/

v

%

. Assist disfrict teams in

identifying and/or designing
learning activitigs and programs
to respond to assessed needs.

Familiarize district teams with
evaluation processes and instru-
ments and assist in designing a
system evawatmg the staff de-

velopment system and programs.

Assist the district teams in de-
fining a management structure
to ensure ongoing Identifica
tion and‘ addressing of needs
relative to staff professional. -
growth.

Assist the districts in writing
proposals which describe their
staff development system.

Plan andconduct a process to
review and evaluate proposals.

Provide assistance as appro-
priate to district teams
throughout the implementa-
tion of their systems.

Design

and/or identify
tivities and programs
identified needs.

i ~

learning ac-
responsive to

Design a system to document and

and evaluate’ their staff. developmem;

system and programs w,nthm it.
.’ 1 4 ST ‘

£
\

s

"o

Writewa proposal describing thelr staff

development system.

r

Implement  their

systems.

§

o

. 34

7\

staff development

hrs'

_Defihe a staff development manage- -
ment structure which ensures the iden-
tification and addressing of needs rela-
“tive to staff professional growth. L
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Cadre Training Model: A Look at the Colorado Experience

We have just completed an intensive ‘‘trainer of trainers” project with a group of

exciting and talented people. This article represents our first attempt, since the

conclusion of our work, to reflect on the overall gxperience. A more careful and
detailed analysis of the experience will be done over the next few months.

_

_Introduction. ... - -

For the past three years the Colorado Department of Education (CDE) with assistance from
the National Inservice Network (NIN), housed at Indiana University has worked with Local Edu-
cation Agencies (LEAs) to design comprehensive staff development plans. The goals of the NIN
planning model ‘were to teach LEA participants a collaborative planning process and to assist
participants in-the design of a Comprehensive System of Personnel Development (CSPD). The
flexibility of this approach to planning and program development offered participants an oppor-
tunity to expand ‘their -awareness, understanding, and skills in: assessment, data collection, group
process, problem-solving, change strateyies, prograf development, evaluation, and dissemination.

Each participating LEA identified a planning task force of six to ten members. The comipo-
sition of the teams was to reflect districtwide representation, e.g. general and special éducators,
administrators, etc. Participating districts were required to attend four planning workshops
throughout the planning year and received on-site cpnsultative assistance. The result was a com-

prehensive staff development plan designed by each team to address the unique needs of their

local units.* .

Six local units were selected to participate in the project during each of the past three years.
The third year of the project was to mark the end of the NIN's direct assistance to the Colorado
Department of Education (CDE). The department was to continue the staff development effort
using their own resources. CSE remained committed to providing continued support, implemen-

5

“tation, and maintenance assistance to the 18 LEAs involved in the project from 1978-1981.

The department was also interested in spreading the collaborative planning procéss to the re-
maining 30 LEAs throughout the state. This expansion was a means of further developing local
comprehensive staff development programs, as well as strengthening the relationships between
LEAs, CDE, and ‘colleges and universities in the state. ~

CDE has only one person within the department with designated responsibility for continu-
ing the project, the inservice coordinator.® With the términation of NIN’s consultative role, it
became necessary to review alternatives for providing project support. Alternatives included:
hiring outside consultants, contracting with an qutside agency, or developing a team of trainers
who could effectively train others. Since the ideology inherent to the NIN emphasized collabora-
tive planning local automony, and the use of local resources, the development of a team of local
trainers seemed the logical alternative. JThe purpose behind the cadre training model was to solicit
and establish a team capable of continuing training and dissemination, ultimately providing the
state with orf-going training and resources at all educational levels. ™
1 . . .

As a result of the CDEs statewide commitment to CSPD and with the assistance of NIN, a
training model was developed.’ The cadre model approached training in an eclectic fashion, draw-
ing on the participants experience, providing new. information, then immediately applying their
learnings in relevant situations. In this article, the training design, methodology, findings and a
discussion of the participants are explored through an indepth look at personal experiences.

&

o -

*Special Education in Colorado is divided into 48 local adm_g/u}xratien units throughout the state, which includes
-

educational cooperatives and individuab school districts. A y

——
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Prognqx Design = ]
- ' , . . ‘«tz._ wroe .
. Selection. Both individual and grdup charaeteristics were considered in selecting members.
.. * P [ M . ,
.. Individuals were sought who had previous experience on local planning teams and who demon-

strated interest, understandirig, or skills necessary for the training role. Personality dimensions
considered were flexibility, openness, andiability to conceptualize and communicate ideas. In

. generating potential names, balance in the composition of the training team was considered ;male/

female, administrator/teacher, geographic location. In addition, it was necessary to f'éj local
gm%%m

- , districts 'willing to release a‘staff member to participate in the cadre. AIThOU
to incur no direct expense, participation called for a tremendous cémmitment of support by the
district as well as from potential cadre mem_bérs, who were to work as volunteers and only be re-

imbursed for their expenses.] ,

' Names ‘were reviewed, é‘ggehing for, co,mp}émgantary skills among individuals. Ideally a six
- member cadre.(a ratio of one trainer:per LEA planning team) was sought. Six well qualified in-
dividuals were initially identified by the two NIN consultants and two members of the CDE staff.
However, after contacting the six individuals, only four expressed interest and received the support
their local units. Rather than adheringgto a preconceived plan.and attempting to match'trainers

with units, the cadre of trainers model was h'nﬁle‘mented with ofly four individuals.

~ N AN LI
Participation. The caq\re training model indtuced ’ﬁﬂ;vindividuals from the LEAs in the cadre
role, two individuals feom NIN in consultant roles and wo CDE staff sefving as coordinators for
‘the project. The NIN consultants had pri!nary.?esponsibility for conducting the workshops; how-
ever, they assumed a moderately low.profile throughout the first workshop, orchestrating behind
the scenes. Throughout te remainder of the workshops, the consultants took on an even less

visible role with this cadre taking on: mor,é and mﬁ'ge responsibilities for the sessions.

. - ° LS
Cadre participation-involved planning sessions, workshops, and on-site visits. Planning sessions
. ; .. were .scheduled at least four weeks prior to the actual workshops. These sessions were devoted

to pregﬁring workshop agendas, selecting materials, anddetermining presentation methods. Other

discuséions centered on the. anticipation of what cadre members might expect while working with
the local planning teams. )

Workshops involved bresentations,vgroup facilitation, consyltation, and daily debriefing meet-

- ings. * Debriefing sessions were devoted to analyzing apd adjusting daily activities in preparation

for the following day. Workshops generally consisted of 2—3 days of intensive work by cadre

and LEA planning teams. - v
. . On-site visits conducted throughout the year varied in focus de?)ending upon whether the
o ¢ LEA was a first, second or third year project. New first year projects needed on-site orientation

and selection visits preceding the first planning workshop. Second and third year projects, at the
stage.of, implementing and maintaining their programs, required on-site visits to provide technical
assistance in implementation and evaluation.

_ After outlining participation roles for the four cadre members, careful consideration was given
to the shift in roles that the members of the cadre could expect. The new training role would be
markedly different from their previous participant role which was primarily experiential. Although
individuals would draw from their previous experience, the new role called for training and group
facilitation skills. ‘

\ .

Training Design. The training process was divided into two parts, planning sessions and work-
shops. Each part had a focus and structure. In the first part, the planning session focus moved
from broad to narrdw while the second part workshop moved from narrow to broad. This pattern
of broadening, narrowing, and then broadening again was followed throughout the training se-
. quences: The structure of each part (seen in-the figure on the hext page) includes both content

and strategies. ) / \ : A\

\.‘l ‘ / . ' ¢
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continuous &——PLANNING —— WORKSHOP —— PLANNING ——— WORKSHOP —é continuous
' .
. . .
Broad Narrow . Expanded Narrow Expanded
- Experiential *Focus Experiential i Focus Experiential
Base » on Task Base on Task Base
S — L ( e

-

Part I: Planning began by asking cadre members to draw upon their previousexperiences as
members of local planning teams in order to assess the appropriateness of cont t materials and
presentation strategies for the upcoming, workshops, The cadre was provided materials, strategies
and agendas from previous workshops but was under no obligation to use thém. Their immedi-
ate task was to deyelop the best workshop possible. ’ i )

) - - ~

Next, cadre members in pairs prepared plans for segments of the workshops (e.g., Workshop |
- segments emphasized team bGilding, orientation, problem identification, and a written plan %©
verify the problem). Upon complgtion'bf the tentative plans, each pair shared their drafts with
fthe other cadre members and consultants for reactions and additional ideas. At this stage, the
consultants provided formal teaching sessions covering team development ard specific ,workshci;?(dﬁ

content areas. Planning sessions culminated with a revised detailed workshop agenda and t
designation of specific workshop responsibilities. '

"
.

Consultants’ Reﬂec’tions.’ Each time the cadre and consultants convened for planning ses-
sions a significant amount of time was devoted to bringing people “back on board.” Due to.the
fact that daily contact was impossible and that planning sessions were six to eight weeks apart,
reorientation, was necessary to maintain the cohesiveness of the group. This reorientation contini-
ally took mzre time than anticipated. Consequently, there was a continuous struggle for additional
time to compiete the planning task. .

Part II: Workshop sessions consisted of presentations and assistance 10 LEA planning teams,
as well as cadre debriefing sessions. - A preparation meeting was always scheduled prior to the first

day of workshops to take care of unfinished business not resolved at the previous planning sessions.

<% £

: Consultants’ Reflections. Arriving for the workshop after a full day’s wc{k required time
to get acclimated (shifting gears) by talking about the frustrations associated with conflicts be-
tween local district jobs and volunteer cadre roles. However, after a night's sleep, the f_rustraltions
had subsided and the cadre was ready to Bgin (gear shiIted). ,

Once the workshop began, consultants were available to provide on-the-spot technical assis-
tance and moral support for the cadre members as they engaged in their new roles as trainers. At
the end of each day of workshops, the cadre and consultants met for intensive debriefing sessions.
These sessions focused on the cadre’s observation§ of individual and team development among the
six LEA units and analysis of the appropriataneéss of the preplanned agenda. The debriefing ses-
sions provided the opportunity for the cadre to adapt their behavior in response to feedback on
the day's events. g

¢

.

Cansultants’ Reflections. Debriefing between cadre and consultants occurred at dinner
and again late in the evening. This debriefing was extremely time consuming yet beneficial. How-
ever, it became difficult to maintain a balance between the LEA planning team’s need for contact *
and technical assistance from the cadre and the cadre’s own need for the same fronr the consul-
tants. ’

.
¢
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The sequence of a two-part trainmg process allowed for a differentiation between consultant

and cadre roles. The consultants guided the training process relying upon five prlmary techniques,

“ while the cadre learned the process through another set of techniqyes. Then the cadre applied their
learnings, using the”guiding technique to train others. The following diagrams illustrate how the

training process was delivered and received. T )

—
GUIDING THE TRAINING PROCESS LEARNING THE TRAINING PROCESS |
Iy L . , //
experience
/{ modeling application
.. y .
! analysis ) new ihformation \

T

-new information

¢

support
The training process relied upon collaborative planning among cadre members and consultants.

Involvement generally followed a sequence of participation, cooperation, and ultimately, collabor-
ation. g

J/

analysis/feedback
refinement R

Cadye Interaction During Training k . .

*

.

~  Individuals .Collective

. . - .

~The cadrSwad to learn to work together as a team. The initialthase' of that "‘coming together’’
process was participation followed by cooperation. Collabordtion, the ultimate level, took the
major portion of the training-year to reach. In collaborative planning, group members combined
their thinking into a collective process utilizing each others’ skills rather than relying/upon ne or
two individuals. Individuals weaknesses were strehgthened by the group and indiWdual strengths
were further enhanced. 3% .

s -

Mgthodology . N

Throughout the training_process, four preordinate questions guided data collection on both

the progress of the training process and the cadre itself. (1) Has a team of trainers emerged with

+  the potential for extendihg the project thrust throughout Colorado? (2F"What was accomplishgd

as a resth of the cadre training effort? (3) Which components of the tralrupg process were the

most beneficial? \and (4) Was the time and effort devoted to develo;%mg the cadre worth it rela-
tive to the overall accomplishments?

In order to answer, these questions, all contacts wnth the cadre members were carefully docu-
rmented by keeping a Iog.of all indepth”interviews, casual conversations, and observations of their

‘ - activities. . p ’
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Findings : . ¥ .
Experiegces. Prior to the training the cadre members had a generally preconceived idea of

initial reasons for their interest and willingness to get involved in the cadre of trainers model. From
. earlier experience with the NIN Project ‘as LEA planning team members, several cadre members
said they (’. . . had'developed a commitment to the problem-solving planning process.”’, As local
team members, they had observed the process work "‘back home’’ and were both interested in the

B A project and curious ahout its development. All cadre members cited '‘the opportunity for profes-

¢ - sional and personal growth” as a mgtivator for joining. Two~individuals indicated that they were,
“tired of the classroom,” and “looking for a change in their careers’” as important reasons for be-
coming invglved. . .
‘ Reflecting on the year-long training, cadre membérs identified a range o,f_,p/werc’eptions about
their experiences. Some areas emerged as.definite fearnings and others as areas of conflict.
: < o -
LEARNINGS | . : CO FLICTS‘, K .
. _ . Y Y
. new skills gained job overload and personal conflict over job
group process responsibilities -between the district and
presentation cadre ' ’
5 - New knowledge acquired . timé€ away from their district jobs and time
, more complete understanding . away from homgelspouse, children)
~ . “ planning process and its rela- . A
tionship to comprehensive . )
5 - staff development in Colorado ~ .. 1
\ . . . .

A v

. self esteem enhanced

what the mfodel was, but they had no spcific expectations. Each member could, however, identify[ ~ )

.

-

confidence

v

frustration-recognized it was just as frustra‘,
ting to train a group as it was to be a partici-
pant ‘

friendship .
. frustration over the perception of the nebul-
. ous leadership- from CDE (e.g. inconsistent

* messages, indecisiveness)

) , . .
. Consultant observations-of the cadre identified additional areas of growth. Individuals appeared
to have developed or enhanced their ability to conceptualize “‘the overall picture.” The various
pieces of the protess (experience, application, analysis) finally began to come'together. In addition,
the cadre developed an ungerstandfng of the comprehénsive nature of a statewide system for staff
development. It also became apparent that a team of trainers could be an effective means to diffuse
the planning process across the state. The feasibility and value of developing a core group of
trainers was recognized. It was recognized that the core team or cddre colfld' continue to expand

N

their own roles as tHey'began to train others.  * 7 |

When the training grou6 was asked to reflect on what\they considered to be the most signifi-
cant aspects of their invovement in the training model, they identified several areas and bffered
their recgmmendations. L ‘ v
. . - !

1. Cadre members strongly recommended, given the workload, that future cadre members be

paid. However, recognizing the impracticalities and the st.involved, they concluded that pggple

would be willing to work the initial year on a volunteer, bdsis. .

3 2. The concept of "pairing’’ for work proved to be valuable. It provided exchanges of infor-

mation, opportunities for clarification and most importantly, support. Support helped to combat

the feeling of “aloneness.”
* “—

.
-

)‘
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3. All identified the adre training model as a fantastic opportunity to increase skills and
learn nevy information. Howewer, even though they were stlmulated to learn more, tack of time
was consustently a hindering factor. .

4. All realized the need to “work through’ problem situations (e g ‘when LEA teams refused
to work together) Cadre members recognized the |mportance of trying different approaches to
problem solving, even though it nQ_eant extending themselves ’eoshe point of uncomfortableness

Ve ) N \\
Discussion -~ . ; —

Y

Determining which learnings were of major importance was quite difficult since there was no
pre-ordinate, set of themes to serve as a guude The significant themes were allowed to emerge.
The method proved to be quite effective, in that common themes becam apparerg_@d/uuﬂg careful
review of the ohservational log. It quickly became apparent that the em gent themes could be
divided intd two categories: forces which influenceq the training process a experiences which
woo’g be likely to reoccur during twhe development of.another cadre of tfainers. R

Those forces identified as influential were motivation, support, time, and relevance. '

.

Motwatton. What was it that prompted individuals to give of their time and work so hard at
a task that was not directly tied to their current jobs and provided no financial renumeration?’

~ v . .

Motivation could be classified as either intrinsic or extrinsic. Intrinsic. motivation included a
desire to be associated with a project that was perceived to have merit, worth, or value, and that
provided an opportunity for personal and professional gro®th. Consistently, even during the height ;o
of the occasional frustration created by@/ork overload, the cadre maintained that learning
applying those learnings was very satisfying. As importarit and sustaining as the mtrmsrc}ﬂo vators
were throughout the year, it became obvious-that the cadre needed some type of extrinsi& moti-
vation if they were to continue working beyond the first year. Although all of the cadre said they
would like to continue working as trainers, they wanted to be paid for their services.

Consultants’ Reflections. It became very difficult over a long period ‘of time, no matter
how rewarding, to justify to others and to oneself a reason to contjnue devoting long hours away :
from job, home, and famifes. A

4 -
)

I Support Working as a team proved to be very suppertive. Cadre members were able to. ex-

change information, clarify ideas, listen to each others* frustrations and provrde moral support. ,
Although not originally planned, members also worked in pairs thus providing more intensive sup--
port for each other. The "pairing” evolved during the course of the training as a result of travel
together. Still, cadre members were often placed in unfamiliar situations, which they referred to as
“lonely.” The diagram below shows the support relatlonshlps between and among cadre members.

>
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Time was an important factor giveri the limited. opportunity the cadreOand consultants had
available for planning and training. Cadre membegrs had full-time jobs™and very busy schedules
asnde from their volunteer work as trainers. A common phrase uttered bylthe cadre and consultents
was "if we only had more time.’ . . . U

o ' » )

Relevance. Although each of the cadre members entered the training with varying degrees of
information and skills, they all had a common experience base as former LEA planning team
members. They were asked to apply that experience immediately in training others. As new
information and Skl”S were acquired throughput the training period, buildihg on past experiences,
individuals continded to apply their Iearnm%_ : .

. -

In addition, they found that the experience was also applicable “back home.” The information
and skills Relped, them in their existing jobs. The cadre served as a microcosm on the larger organi-
zation (eg building, district, etc.). For example, evaluation is generally viewed as the responsibil-
ity of one or two individuals in an organization. In the collaboration mod®#planners developed
a broader definition of evaluatiop. Evaluation became a shared responsibility with all the members
taking a role. The planning team, also assisted in identifying and teaching “back home’’ personnel
to share in the evaluation process. '

The cadre model also provided an occasion for relevant problem-solving and planning because it:
(a) addressed pertinent needs (e.g. both individual and organizational),. (b) derived sttutions to
_needs, (c) generated products (e.g. locat and statewide staff development programs), (d) used.local
resources—people from local districts (no expenses other than travel,.lodging and meals), (e) pro¥

vided opportunities for individuals to enhance abilities, skills and creafivity, and (f) set in pj ce

an on-going structure for the continued training ‘of trainers. -

ot

The influential experience most likely to reoccur if this pfocess was to be used with another

cadre of trainers included frustrating situations and changes in personal and professional life.
*

-~

«  Frustrating Situations. Frustration was certainly evident and should be expected in apy future
endeavor. Obviousty, all of the reasons for personal frustratign could not be accountéd for but
several were guite apparent. Job overload was a major contrlbutor as individuals attempted to
satisfy the expectations of two jobs and do each well.

4 4 -

Another source of frustration was the state department of education. The members initjally
viewed the state department as disorganized, providing no leadership, and unwilling to commit
support to the, overall staff development They wanted to be a part of the training cadre, but were
distrustful of the state department, even though the department was prqvndmg the monetary sup-
port -of the project. Their feelings, at least in part, were based upon past experience with the
department, particularly during the penod they had served as local planning team members., Al-
thodgh their perceptions of the defartment roay have been fairly accurate, it rgyst be noted that
.those perceptions were based on limited contact, especially with three of the four members. In
all fairnéss to the departrqent it was undergoing some integral personnel problems during the first
couple of ysdars of the project. Consequently, the local planning team members received a limited
picture of the entire department. The frustration, although always present throughout the training,
never reachéd unmanageable proportions. .The members provided mutual support for, each other,
allowing each other. to safely vent their frustrations. Opportunities to talk through the problems
aIWays seemed to allow for an adequate release. . '

. 6 « A

. -

Given the limited time, nntensnty of the work, amount-of information to be Iearned and applied,, .

..and the commitment of the participants, Combined with the changes occurring in their own lives,

frustration seemed unavoidable. F}dstration and growth often occur simultaneously.

Changes in Personal and Professional Lives, Becomlng part of the cadre certamly had an intpact
on the lives of each member. The cadre involvement far exceeded that of the usual volunteer

T R 2

51




»

R . The role could perhaps have been more appropriately described as a second job, given the degree of
5 commitment and work from the members. Although none of the members were really tertain,
‘ BN what the new role would demand of them, it was apparent that each was ready for a change either
a personal change, a professional change or both. Each seerred ready for something more profes-
- sionally challenging. The members had held* their current jobs for a few years and-had become’
proficient at their work. In addition, each of the cadre members made reference to or openly-dis-
' +cussed their relationships with family or intimate friends as the year progressed. These personal
relationships were often strained as the cadre members increased their tim ay from home, be-
coming more-involved in their careers. Interestingly, all of the cadre merMDers have either made
significant job changes, sought new jobs, or were receptive to such changes in the future. And

not surprisingly, many-of the new positions were in staff development.

.
.

Future Implications
, P ° -

To date, the cac?re training has been effective. A cadre of trainers has, been developed. Given
the frustrations and limitations, all of the cadre members concluded that the experience was per-
sonally worthwhile. The components of the training process which proved most beneficial to the
participants were the experiential learning and the opportunity for professional growth. However,
two important areas remained untested. spread effect (diffusion/dissemination) and strengthening
institutional relationships. Only the next few years will determine whether or not the "‘expansive
cadre”’ concept 1s effective in continuing to spread the planning process. With support from the
CDE, and if the training structure, and philogophical guidelines remain intact, the expansive cadre
concept should be effective. | ’

Five recent studies in educational dissemination and change, reported by the Far West Labora-
tory for Educational Research-and Development (Emrick & Peterson, 1980) indicate 13 ingredients
necessary for a dissemination strategy to be maximally effective. The cadre training progess has
incorporated all 13, and was especially attentive to those most pertinent to its goais. The 13 are:

rd

T e .

. T 5 N N
1. Identify and gain access& clients by means of the personal refer@l‘networkga_r)d unfornjal v <
communication channels existing within ‘%he client social system. - et e e
\ - - .
* - . . . ] e <
~ 2. Use 4h-person (preferably face-to-face) corpmumcetlons, with accompgenymg hard copy

materials. ¢ .

) . . .
- * 3. Attend to and differentiate the organizational/bureaucratic nature of the client (school)
systems. - - . ¢

. 4. Target the primary level of entry at the organizétional level most proximate to the intended
locus of impact. . V- .

. ; . _
2 5. Provide for and secure-prior informed concurrence of all’administrative levels above the

* level of primary interface. - ’ . . :

[ »

5

6. Make use of change agents, interventionlists, linkers, facilitators, intermediaries, assistance
. groups,,advocates (or whatever the title!) who are most homophililous with the target subculture’

-
» )

7. Ensure that all transactions between -the intermediary and the client are coherent and co-
ordinated with the general goals of the dissemination program.

8. Provide opportunities for choice in the content and style of target group involvement.
R . . 3

9. Focus on a limited number of clients, at least 25 percent fewer than can be comfortably?
accommodated at any one time. , ‘

R -
]

- -
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"10. Place early emphasis on the phllosophy and |deology of the information, products or ser-
vices being disseminated. . ) :
11. Make early use of concrete experlences assignments, materials, and utilization—relevant
activities. .
MR 4

12. Provide repeated insperson transactions with the client staff.

13. Antncnpate that utilization involving some form of implementation process will be gradual

and cumulative. . ) :
‘ t ’

The cadre training process has incorporated all 13 ingredients. [f adherence to these, coupled
with support from the state are indicators if success, then the cadre training model should be an
effectiye contributor to the expansion of staff development in Colorado.
™ & - ’o , -

The extent to which relationships between LEAs, CDE, and colleges and universities were
strengthened as a result of the expansive cadre, cannot be determined at this.point. *However,
some ground work has been laid. This past year four faculty representatives from the states’ uni-
versities and colleges were invited to participate as members of local planning teams. The intent
was to provide them with an opportunity to gain an understanding of the planning process and then
to join the core cadre members to form an expansive cadre of trainers for the next year. The
ultimate goal, of course was to bring together all levels of education iny a collaborative effort.
Predictions of the suetess of this relationship building would be premature at this time. The op-
portunity for a cooperative venture has begun. '

.

.
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9. How are local
agencies identified
3 and selected ?

; Agency Identification and Selection

-

¢ -

Target agencies can be identified in several ways depending on the context
and nature of the agency. The selection process ranges from self-selection

to mandatory participation.

aged. ‘ )
o X '

Voluntaery participation is strongly encour-
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) C e , Agency Indentification Guidelines

In order to assist Iocal adminjstrative units in determmmnghether or .not to participate, the
. following information is furnished in these guidelines: (1) Process of Selection for Participation
in the NIN Project, {2) Selectitin Criteria, (3) Expectations for Participation, (4} Instructions
for Preparing Applications, and (5) Onsite Interview Forms. .

Process for Participant Selection
Participant selection for the National,|nservice Network Project has been previously based on
a process of self-selection. This process was evident at each of the decision points attendant to

the the final identification of local administrative units which are participating in the project.’
e

» L)

ae The ultimate goal of the NIN project is to develop pilot inservice programs in a variety of edu-
cation settings and, at the same time, determine which settings or configurations are: most con-
ducive for providing staff development. Consequently, while we actively encourage all educational
gumts to become a part of the NIN pro;ect we recognize the need to carefully scrutinize incoming
units to, assure both a statewide geographic configuration and a broad-base variety of local admini-
strative units. |n conjunction with this need, selection of project participants should be based on:
(a) the degree of local unit readiness demonstrated through the quality of the selection appllcatlon
and (b) the degree to which I@admlmstratlve units are geographically distributed throughout

the state. Specnflcally, selection may be illustrated through the followingsteps:

1. Local administrative units elect to respond to an official NIN notification regarding the

Project and are in attendance at the initial orientation meeting.

2. Local administrative units use selectnon criteria and questlonnanre to determine district

readiness. - .

+

“7 7773, Local administrative units must submnt Ietter ‘of Intent Form and application for project
site consnderinon

* 4. SEA/NIN representatives will examlne the groups and made selectlons totaling six local

units. These units will represent a balance across population size and groups, geographic configu-

rations and diversity of local programs, and will assure representation of Intermediate Units within

the selected Units. .

.

. Selected local units will-bg notified. e _ ‘ -

o . - »

6. Those six local administrative units selected for participation will be visited, on-site by
SEA/NIN representatives. At this time final selection will be solidified requiring units to evaluate
their decision to participate in the NIN project.

» 1y

Selection Criteria
[To be used in the self assessment process]

1. Readlness to pursue the National Inservnce Network staff deVeIopment effort

Indicators:
v District staff development priority in accou ntablllty report
Evidence of-prior district and/or building level planmng .
4 . Broad-based school community involvement in determlmng pamcupatnon in the NIN
) effort ' .
2. Willingness to invest local district resources
. Indicators: * - .

. Provision for released time for planning fgr NN participation

©

A\l Ay
. . " . v
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. Financial support of the effort
Evidence of comprehensive planning whlch suggests the district intends to follow
through with its involvement
Acceptance of a comprehensive staff development approach
indicators: -
Indic®®on of prior staff development plannlng in the district
Willingness to designate one person to be in charge of the NIN project
Evidence of continued support of programs funded by previous grarits
Indicators:
Continued financial support after outside funding has ended for previous grants
Evidence of overall planning effort
Indjcators: ..,
Indication of engagement in systematlc needs assé"ggment in the district
Indication of building level planning
Indication of-priority setting and planning at the district level
Evidence of staffwﬂllngness to participate in the NIN project \
Indicators:
Staff involvement-in decisions to,participate
Previous commitment to staff development
Willingness and ability to collect data
Indicators:
Previous data collection experlence/practlce
Formative and summative evaluation plan already in place
Willingness to share resulting learnings with other local districts
Indicators:
Previous experience with dissemination
Evidence within district of support for comprehensive inservice planning, developlng and
. implementing .
Indicators: ; . :
"~ Effective communication among districts within intermediate units *
Agreement on goals and objectives -
Agreement on equitable dissemination of inservice benefits
Attainment of commitment from individual districts for intermediate unit effort.

Note: Willingness to make“a commitment ?o the above items should also be considered as a
possible indicator. PN

. Expectations for Participation : —

Local Districts Need to Provide: - SEA Will Providea

- A plannmeam of 5—7 pedple who are , - Financial support of planning/instructional
released for at least 8 days’ of planning/ sessions. .
instructional time. P — Assistance in planning, impMementing, eval-
ubstitutes for teachers during release uating, and disseminating local, staff devel-
iravel expenses to and from regional off- opment systems. ¢
site Qlannlng/lnstructlonal sessions. ~ ~ Up-to- date information about staff devel-
— One or 2 representatives for 4 single days opment through a resource clearing house
to attend planning sessions. and dissemination network.
— On-site time_for the planning team to plan, — Description of training projects funded
collect, & analyze data from planning process. ‘by the Office of Special Education for
— Optional visitations to other programs and regular education staff development. .
projects. —~ Coordination and support of site visits
— Structured time when all district personnel and staff exchanges between project staff
may participate in the components of the , Jrom other parts of the country and with-
planning process. in the state. \3 "
— Time for proposal development & writing. — Up to 90% of the cost of implementation
— Time and effort to assist in state dissemina- ~  of the local staff development system
tion of district’s project and learnings. , for 7 years. P 2N
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IApphcatlon for Consideratign™ . . ., < ' ' Y
As An Inservice Project Sit&& . . Wt
3 . oo .
To participate in the Selection Process, the Legter,of Intent Fgrm and the proJect application

form must be submitted. Both the Letter of Intent Form and .Application fo&.Consrderatlon As
* An Inservice Project Site are mcluded in this section. X .. . .
The application provrdes background information about the make-up of your Iocal admrnrstra
tive unit, planning and decisionmaking procedures established within the district and innovative
projects undertaken and maintained during the last five years. This information will be reviewed
by the SEA/NIN representatives. Please be as concise and clear as possible when completing this
written application, for it will also provide guidance to the On-Site Interview Team, which will
make a visit to your district if it is one of the six selected. .

L3

_National Inservice Network Letter of Intent Form
. For Local Administration Unit Participation

Name of Local Administrative Unit
Address and Phone )

&

Name(s) and Position(s) of Unit F:(F , ' .

) .

°-

v

resentatlve(s) attending NIN Orierta- .
tion Meetmg

¢

My Local Administrative Unitpis: "o . ' "
Interested in being considered as one of the NIN project sites;

— Not interested in becomrng a NIN project site at this time, but
i would like to he placed on the NIN mailing list. . ‘

1

¢ '_-\r
) Name(s) and Position(s) of Proposed C i SR S - :
Local Plgnning Task Force Committee * . __ i
. . , . ) X3 .
N .
.o o - } \ ’ .
* ‘ “ -
. . ’
’ 4
*
- " B~ .
N ’ . - [
Intermegdiate School District: Names .
of local superintendents. Please attach - .
letters of verification from focal - . ML
district involvement
» s, . - ‘- °
M ! ' ' a
N Y K
- 3 . P ‘e "\ ‘ ‘ N .
? 2 - d . ¢
L L
- N &
y ° ) - . .
> - - 'J . - . w . - I' *
N . . . .
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Application for Consideration As An Inservice Project Site,

Name of Local Administrative Unit
Address

‘Phone
Il. * Administrative officials:
Superintendent
Assistant(s)

Director of Special Education
Staff Development Cookdinator
[1l. Demographic Information:
Total number of pupils in local
© Total number of regular educatlon teachers in local unit
Total number of special educatjon teacher in local unit
Total number of elementary schools '
a number of jtinior high/middle schools
Total number of secondary schools
Field Region location of Igcal unit [e.g. 1111111V, V] -~
Rural, urban or suburban setting of local unit ' %
Raual/ethmc breakdown of the student populatlon . . %
IV. ” Narrative Questionnaire: .« ‘ ‘

1.. Is there a systematic, established procedure within the local administrative unit thnough
which proposals and suggestions for innovative projects may be submitted? If so, de- .
scribe. Where does the final decisionmaking authonty lie for the acceptance or rejection
“of innovative programs7

o

e
-

¢
’

Describe ' the formal procedures by which educational decnsuon (program mserwce '
curriculum, operatlon) are made in the Iodal unit.

~&
.

3

. : N
. Explain how these procedures are make known to the staff.
p o

A\

.

. Are these procedures available in writing? J

~~ 2

Currently, what are the major priorities of the local administrative unit?

n




How many outside funded innovative programs (e.g., Title LIl or IV innovative programs,
etc.) has the local unit sought within the last five years?

B

-

\ - . How many projects have actually been funded within the past\f{ve years?

. How many projects wihin the last five years have continued to receive financial
support after the ten‘mnatlon of outside funding? Please list the names and types
of programs. .

< \
— ®»

4

5. Needs Assessment Program

4

. Does the local unit presently engage in a systematic needs assessment process for
for staff develapment and inservice?

. If yes, describe the process, indicating frequency of assessment, resources (staff,
money, time, etc.) to support ‘needs assessment-and specific instruments used.
Attach samples of needs assessment instruments used in the local unit.

- ¢

-~ .
Has the local unit identified staff developmient as a priority area in its annual accounta-

' bility report? TS

/

LY

. » . J . 7

Describe examples of effective procedures used in collecting evaldation data. u

.

Y

Please cite examples of products or Iearnmgs emanatlng from your district which you
have or could share with other educators. ) -

’ E

’

Describe the process used for obtaining commltments from local dlstrlct sdpermtendents
to participate in an initiated project. .

1

- A
Additional comments or questions:

\

) -

SIGNATURES:"  Superintendent of Schools’
" Special Education Director of

-

Administrative Unit
Staff Developmenrt Coordinator
(if appropriate)

S
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On-Site Interview Process
— . f ~ 9

- The last step in the selection process is the On-Site Interview. The onssite interview has five
major-purposes.
oy p

1. To provide an opportunity for the SEA/NIN representatives to become better acquainted
with the local administrative unit and its staff. ) ~
* 2. To provide an opportunity for the local unit to take a closer look at itself.
- .)'.\ S \ ’
8. To reaffirm ﬁ')‘éﬂocz_il unit’s overall degree of readiness to participate as a NIN project site.

4. To élariiy the NIN expectations of the local units participating in the project. . .

5. To begin pl§nning for the developmeni of a comprehensive inservice program.

- -

v
.

Who should be involved.in the interview process? . .
The Superintenaent, Executive Director, [ntermediate Schooi Director, Director of Special
. Education, Director of Staff Development (e.g., Coordinator of Inservice), plus the proposed |
local planning task committee whose role will be to develop the reguiar education inservice pro- i
gram. The early‘selection and continuity Bf‘the_local team membership ts crucial for successful ‘
first year planning. ’ 1

)

- Who should serve the local planning task force?
£S5 S
NIN encourages the; local administrative units to involve a cross section of regular and special
educatots (at least five) from their respective units (e.g., Assistant Superintendent for Curriculum,
) Director of Special Education, Building-level Principal—elementary and/or secondary, Special
= Education teacher, Regular Education teacher). Although the titles and numbers may vary when ',
task mer&bers are elected, the important thing to remember is that collaborafive planning between
reglflar and special education is fundamental to the NIN project. '

¢ ' . > R . - : <
n * _ .
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| Participant ~identiﬁcation and Selection

.
s

* 10. How are participants
identified and selected
to be part of the local
planning team?

2 i1} . .

Identification‘and selection of team members left to the agencies
involved. Agencies use different procedureg including appointment
by administrators, self seIection, and peer nomination.

No matter who procedure is used, agencies are encouraged to involvex.
a cross section of staff from a variety of roles and constituencies, '
e.g., general and special educators and administrators and teachers.

Teams generally include four to eight members.

ILLUSTRATION _

A guburban/rural special education cooperative in Indiana brought
Ogether a team of. four including a special education director, an
elementary principal, a first grade teacher and a high school special
educator (also the teacher union’s president). This team organized
and in turn trainéd six more teams, éach o[ which represented one
of the six partzczpatmg Histricts. .

+
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TEAM MEMBERS.

[

N
Prepared by

Indiana CSPD Staff

Natipnal Inservice Network
Indiana University

2853 East Tentht Streete—

Bloomington, Indiana 47405

c
A 3

ES

~

63




t N \ N
- : - & ‘53 : &
~ $‘

N . \ N,

- ' Selectlon of C.S.P.D. Team Mem*rs S ’

‘ \' N The sefection of your team members will be m‘fportant to the success of your coopera,trye or <
A - district’s plann1ng efforts. The followrng criteria mayibe helpful in younselectlon process.

Whe Should Partzczpate? Teams should include a representative of each of these groups: (a)
regular education admrntstrators [superintendent, Assistant superintendent or principal], (b) s %
ial edtication administrator, (c) regular educatlon instructional staff member, and (d) spgcial

' catlontnstrucftlonalstaff mber. . ) .
« How Man;b Team Members Should There Be? Itis |mporta.nt that each team ingclude & mini-
mum of four mefbers, one from each of the above groups. The training expegses for the above

»  members wil} ®e supportéd by the CSPD Project. You may msé to add an additional one-two

. members to yiur team. ¥ou are free to do this if you can support their training expenses [the !
, \tralnnng expen %clude travel meals, lodging] and guarantee t&? ongoing partnupatrpn for the '
.Y year. i .

What Chara%teristi Make Successful Team Members? “(a) competence in heir current role, =~ #
(B) creativity, (c) inte\%ersonal openness, (d) credibility th the community, (e) respect of ‘their

“peer group, (f) initiative,(g) comnﬁt‘ment to long-range planning, (k) energy, and (i) demonstrated
ﬁommumcatlon skills. A —

How Are Team Memxgérs Selected? Selection is usually made by, peer orgadmrnlstratlve nomi-
nation, with formal appomtm {1t by the superrntendent(s) It is t|cal that each team member
want to participate in the planning, and that they be given sufficient information about the pro-
- ject to méake an informed decisioh. o ;

.
.

What Is The Rolg of The Team Contact Person?’ Each pIannLng team ¢hould have a contact

person. This person®s role is to act as a point of contact+for the Project and to coordinate the

%/ team’s activities on ap ongoing basis. Suggested fucn"ns include: (a) distributing written and
‘ oral information to team members, SEA and CSPD Prqject staff, b) arranging_logal team meet-
lngs and (c) acting as a pornt of contact for SEA, the CSPB, Pro;ect nd loca) admlnrstratlve units. _

- ~»’—-—Seleet;enef—Plannmg Team Members-
3 v .. . . " " ¢

The selection of .your plannin‘g team members will be éxtremely important to t,he success of

your district’s planning and also to the.success of your implementation of the plan.” Following

* are’some suggestions for criteria for selection based on our major Iearmngs from prevnous *ears

" Who Will Decide and How? (a) seff%ectlon (b) peer-selection, (c) adminigtrative-appoint-, '
- ment, and (d) team approach. It is critical ‘that people participate who wang to, have respegt . .
and credlblllty wrth colleagues andl admrnlstrators,and have sufficient prior knowledge of the pro-.
ject and the necessary commltment to it. -
. ®
" Best Practices Include — representatlon from special educatton and regular educat1on admint:

stration and teaching staff, elementary and secondary, men and women, a team of five-six people,
representation from those involved in already existing inservice plannlng, (anticipation of) com- ,
mrtmerg‘t for long-term participation, people competent ‘in their current role, those open to new ‘o
ideas a d people, and those who demonstrate effective communication skills. ] .. .
- Worst Practices — involvement of: confllcts of m,ersonal power or pos|t|on power alrea in- b

tact committee with fixed ideas and goals,”’ com,posltron of a "ledderless group,”’ composlt n of |

all "leaders,” those.without crediQility back home, §II process people all high task people, -t

Consider a Group — which might have the followung a Ieader a publ!c speaker a wr|ter and .
an observer/evaluator/documenRer - .
- ” . P ' . »
. . To Insure Distric( S’upport? — must \P for” representatron or process of |nvolv1ng people .
. ‘ _in power and consum‘ers of mservnce '

%

" ’
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~ Issues Orientation: Personnel Planning A Local Agency Perspective L

General Description . ° : . ’ '
@ PHon - : S

E - .

6

Who Is This Actiyjty For? This simulation is appropriate for anyone involved in local-district
planning for staff dev@lopment and inservice training of school persgnnel This includes central
office personnel, administrators, teachers, and others

>

“n

© -~

What'’s Itq General Purpose? The activity_raises several issues in the planning of staff develop-
ment activities at the locai district level. TPhese lnclude the basis upon which relevant persons
areﬁnnvolved in decisionmaking, the determination of - persons to be involved in local staff devejop-
.ment planning, and the role of a staff development planning team. The simulation can be, used
as an awareness activity to raise these ‘issues for further elaboration and’ dlscussmn In addmon
simulation provides a common experience for participants that gncouragep interaction and dis-
cussion of the issues. In this way, the activity can lay a basis for further dlscussnon and planning’

e * “around the gbove issues. - . . .

- . #* . PN . ~ * N
~-How Can It Be Used? The activity can be used in a variety of ways: as an activity by itself, -
or as a part “of a full day workshop to jnvolve participants in active roles. Ia.addition, medifica- .
tions may be made (as indncated in the directions) to adapt the a’ctnvrty to spedcific objectnves and |
3 timeframes. . ; . a .

-How Long Does It Take? The entire simulation takes about 2‘/:; hours. However as nnalcated
above the individual sessions may be lengthened or .shortened dependmg« on specific objectnves
A breakdown of minimum times of sessions as written is included below as a guide.

~ . . . ~-(' .

Introduction & General Directions Minutes, ‘ . ,
, .
C ] . Session | ! " 10 — 30 (depending on number of *
) i decision sitpations used) "
Session | Debriefing " 15 ' L
, Session |l 20 4
r Session 1! Debriefing , 15 ! ) .
Session 11 . 30 — 45 (depending on number of ‘ f
) : , groups) C '
] K Session |11 Debriefing . 20 — 30. ] ) . L
' Getting Set Up
. You. Before using this activity with a gro":Jp, you should have experienced the activity your- . ~
self. Gét four or five co-workers, friends, or relatives to join you for a brief walk through prior :
, to presentatnon One group leader is necessary to give instructions and to debrief the activity. ¥
pot It is helpful.in large groups to have additional facrlrtators to answer que |on and,’ or assist small -
groups durmg the activity. \

R Facﬂm Each group should be at. a separate table, preferably a round one, which will seat
. five or #x people comfortably for a discussion. |If severdl groups will be simultaneously doing
" the actlvrty, the room should be large enough and acoustically appropriate for separate group
drscussrons to be carried on at separate tables.
. »

Materials. For each grouﬁ,of fivesix persons, you will need the following: (a) five-six Par-
ticipant Matesials packets, (b) one set of Decision Situatipns and Decision Involvement Record
. “ Sheets, (c) one sat of 14 different role cards, and (e) Sheet of Directions for the chanrperson of

Session III . R

.\-.'; - 8D .7




* b .
* : ) . Directiont for Sessions
. . l N ’ . . . e
‘ Introduction ‘ 9. ‘ \
4 1. Have the partlcipants sit at tablgs of five - six. '
‘ . 2. Begin with an overview af the entire simulation highlighting that the sessions focus on the

followung issues: Who should be involved in decisionmaking generally? Who should be on alocal A
staff development planning team? What is the role and function of a local‘staff development

. plannlng team?
- ‘ 3 Indicate that the first two sessmns are group activities requiring decisio s to be made, The
. third session irivolves participants in various roles representing local (district pefsonnel. "Stress that
. . participants should feel free to amplify on the roles and have fun with them.
. . ‘5‘ * . N . .
. . R . . . N B
* - - ) Session I R ) *’ ' . ’
e 1. 'Pass oUt participant booklets .
. 2. Ask participants to turn to Sewon | and read 'The,Three-Way Test for Involvement in
. T .. Decnsuon Maklng "E,f\llow thr‘ee five minutes to read the material and answer any questlons
o - 3. If d&snred ppoint a group leader in each group . . T
toe s T . ’ 4- Give a set of. Decrsuon Sltuatlons and ”Decrsnon lnvolvement Record Sheets” to each group. *

& .
. 5 Ask the groups tQ dlscus each of the three sutuatlons and to |nd|eate what person or group
should be involved in the decision for- each situation. The group leader leads this dlscu§snon and

. records the team s decusuons on the ”Dec;slon lnvolvement Record Sheet

‘..‘ \ . e S

. © & B Indicate in applylng the three-way test that any one role may be listed only once on each
. record sheet. You may also Want to limit the number &f people to be listed as involved in any
one decjgfon srtuatron , ~ .
& ’ C . - R ‘ s
- CC "+ 7. UsE the Debriefing Questions to’ lead a dnscusslon of ‘the process of nnvolvmg approprlate

B S constituencies in decisionmaking. The facifitator n not be limited to the questions on’the '
\ c debriefing sheet, but should allow for discussion of itional areas initiated by.the group. . The
!

debriefing /hdy be done in small.groups or asa total group. el )
. ol T ' '
v . Variations. Dependmg on time avallabl pu’rpose of the snmulatlon all three decision
“ _ " sntuggon@need .not be used. Also, anot\er decusuQn situation more appfoprlate for the par-.
T e ° - ticipantsin the simulation may be wrrtten -up and dupllcated ahead of time. .
e S&slonﬂ v T e S ‘ e ~ - \
I ’ R ° i - ey \‘\/ . ! . {° ' M i . N
! , Set up the second session in the fdllowmg way: “In the first round of %his simalation,
you, were _gen a model for. determining who, should be involved in decisiortmaking sxtu;‘lons
As we move. into *he secorui/sess(én, you, will be asked to use wha( yoi! have lea[ned dbout éze
. three-way test of.relevartce, expertise, and jurisdiction as it relates to making décisions concern-
ing personnel developmént issues at the local glstfxct level. You ure now im a fnyt’hlcal state where
’ y « inservice is coordinated out 6f regza{uﬂ offices.” .. .

- D) »
: You and your group havé been asked to select a Local Staff Develor}mént Commxttee for
_ the Carlton School District. Carlton is an average district in the state. The wprk of this Com-
' mitteg will. be extremely important in helpmg the, distict to. meet ltymandates for personnel
‘ \ development pIans,’ The Regzonal Inservxce Coordmafar has written you a mfemo

) .
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~ ‘? .
) ) Turn to Session II and read this memo now . . . . You will notice that the Regional Inser-
vice Coordinator has included a list of persons with this memo. Each of these people on the list
:‘ représents a different viewpoint. Your task is to select a good working committee that will best

represent ‘@, cross section of interests in_the distriét. You will have 15 minutes to complete tHis
task. Remember, you can only have a commzttee with a maximum size of six (or five) and must
finish Making your decifion in 15 minutes. I will give you a.warning when you have only five
minutes left. At the end of this activity we willhape some time to analyze your deczszons You
may use the sheet in your, booklet to record the names of tha.embers of your team.”

2. Assign a new facilitator or ask the same person to serve from the previous session.

. 3. After ten minutes, tell participants that they have only five mihutes lefts
L 4 ’ . \\ . \

4. Ask the' groups to turn to thezessmn [l Analysis. Tell the groups that they will have
about tetmMinutes to digcuss-these questions. Ask them 0 hand you a list with the names of
the persons they have chosen for the staff development con¥mittee so you can get organized dur
ing their anaIySls , . .

5. While the analysis is going on, collect the names from each group and sort out the roles
- they wilkneed for Session |11 and,have them readiZto hand to each group.

’

. 6. You may have a total group debriefing if desired
. ®, . .
‘ . * Variation. Rgles may be added or subtracted from the Tist to make, it g\ore appropriate for
the particular group. Remembe; that’ each role descnptnon requnres a corresponding rol card -

‘ A scenarno describing charactgristics of Carlton School District may be added to make the“
b ) ' context more relevant to partlcular groups. .
‘\ ~ P , » ) .

. . * N *
S&sion III ' o0 -y » 2

. \ -
R I S 1. Set up Session III in the 'followmg way. “In Session II your gfolp made some recom-
mendatzons to the Regional Inservice €oordinator about whqg shodld be on the Staff Develop-
ment Committee for Carlton School Dzstrlct Now you will be roIepIaymg the fzrst meeting of
- . ’ thatcommzttee .. . ;! ‘ -

- L4 . S ~

A You will receive, a rolecard now gjving you some additional information about the atti-

- tudes of the pebple you have chgsen for the commrttee Take one of these roles and prop it up

in front of you so that other; in the 'group can see your'name. In the meetmg you should act as

if you really are this person and reflect hts,’her attitudes about certain issues in local district per-
sonnel d,ebgopment plahmrzg Fesl free to embroider on the role description you have and have
fun playing out this person’s posr\tzon Feel f‘ree to negotmte and‘ compromzse yol’Ir posztzon as
you work together as-g group.’ ’ ‘(

» -

2. PJss 6ut approprjate role cards to each group enclosmg~the ‘directions to the' chaarperson
in one role card: You may want to make sure that each participant plays a role unhke his/her
o real life role (i.e. director of special education plays the paraprofessional, tea@er plays the schoal
o ' board member eté.). In designating the!chairperson of the committee, you Qay want to‘use
T one or both \)f the following criteria: - (1) of theroles selected .by the group, what role would

. . ‘most logically be chairperson? (2) of the par‘t1cnpants in the grolip, who has the leadership skills'
L to gusde the group adequately through the tgek?, You may, ther’ffore want to use your discre-
oo, tron 4n assigning roles and the cbalrperson functnon . ’ .

B . o . - .
A

] . . 3 After all the groups have,gead thEI( role cards (al1o.'v three mmutes) give further directions.
' M Your task as a local staff deu&lopment pIannmg commzttee'zs to determme yoar role‘and fanctzon

e -t -

-
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and determine the issues you will face most immediately as a committee. One person has received

specific directions as the appointed chairperson You will have 20 minutes to complete thé work-

‘ ) sheet in your booklet, { will gjve you a five minute warning again to let,you know when time is -
’ runmng out. #At the epd of 20 minutes, each group will make a five minute pres¥ntation outliny”

ing the results of your deliberations. Remember to stay in your roIes .during this discission. Re-

T, read your role now, then the chalrpersons can begin the meetings.” ' o
p )
¢ Y7 & Give fNe mrnute)warnlng. ‘ , -
) 5.. As a representative from each group to make®a five mmute report on the results of Ses-
sion |11 and their commrttees decrsrons ’ B -,
Y - "

“
-

Variation: Rather than assigning a chairperson, th\'e first task of the group may be to select
a chairperson. Allow at least ten, minutes extra‘for this activity.

Debriefing L ' ' : 2
. s, - i . *
Debriefing: is probably the most important part of a simulation. Make sure you have Zmple
time for this discussion. Debrleﬁng can be thought of as having at least three purposes. Catharsis,
. . Instructlon and- -Application. In practnce these oftenblur into each other.
‘ " Catharsis is intended to get any pent-up emotions out in the open and occasionally, out of
the way so that the discussion ean.move on. You might begin by asking '“Would, anyone like to
" share any feelings you had during the simulation?’”” To successfully facilitate this kind of debrief:
ing, you need-to follow two rules: (1) be respectful aid (2) be qui. If your attitude is one of
, ' respéct for the. participants and their views, they. WIL tend to take your questron seriously and to |
share some of their feelings and thoughts. And, since this kind of question is unusudl for. many-
people and requires thought, you must be able to wait, to tolerate silence—both theirs and yours..
- ‘ . Then, if—-after.a minute of s0—no one says anything,you must be able to pass on to other ques-
tions without feefing.like a failure or try’hgp make the partncrpants feel“like fanlures ¢ After all,
‘ maybe no one had anything to share. .

.

I

“a Instrhiction and Application. After catharsis, the debriefing objectives are to clarify the RAsues
- " “rch were designated into the activity and to relate them to the participant’s real work situations.
As for getting clarity on the issues [the instructiohal aspect], this can be done in ohe or both
of two ways. (1) elicit comments from the participants related to the issue, and (2) make direct
statements to the partlcrpants related to the tssue. .
r . R ’ f B L
" % The following is a general procedure for the instructional application phase of\ debriefing:

.

1. Ask a question rslatingvthe' issue to the simulation itself: ; b

b

o » - j.
2. Record answers in abbrgviated form on a blackboard or overhead forall tQ see.

e T . - 8 .
3. Ask a questidn relating the issue to the participants' own real world situations. "
. . n K © R - . B
iy 4., Add or modify items on the blackt;oard or limit responses to shared, oral ones. .
- - . . "

Voo ., AR . ~ . .
5. Ask participants to iderttify majpr themes they see emerging from the debriefing discussion.

®

» Use the debriefing questions at the end cf the booklet as a startmg pornt for debriefing. Other,
: . rssues may serve as the focus if the purpose of the simulation 1s gomewhat dlfferent
- W ) L3 . . [

6. Move from a drscussmn of the issues into {ecture or other mstructlonal formaé
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Instructlonal Toplcs and Strategles

-
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~1-L What instructional

- The ;J'lanning process ingludes these major topics:

\topxcs and strategzes .*team development/group process
are used 2 .. ..problem identification and needs assessment
. . program'development )
' pr ram/process evaluatzoq o
‘ *
. / For each tdpxc the following : strategles are used: o .

. presentation of conceptual framework (theory)
. experiential learning with trainer feedback
. back-home applicgtion by team ‘
. evaluation ' N
h © ) ' ILLUSTRATION * “
- " on collaborative planning, a team slection simulation-and ‘devel-
opment of an at homesaction plan for actual team selection.’ Par--

e . N S {ticipants wer fgﬁmwo weeks later to follow-up their activities.
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A worksho% focusing on team developmentﬁncludmg presentatzons
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o . Perspective on Team Development .

Team development is a crucial topic in the training/planning process which local district teams
go through. As with other to‘pics the sequence and timing of team development activities néeds
to remain flexible and responsive to the demands of the situation and thegprogress'and problems
of the various teams. While team development can be dealt with as a specific workshop segment
involving group dynamics information, simulations and activities, it can also be approached in a
less. formal and separate manher by focusing the teams attention on team development issues
while they are working through their various planning activities. oo

It has been our experience that many groups are relatively unaware of group interaction issues
and problems which can impede their progress and that these issues need to be surfaced through-
_out the plannifg process. Information, apti\/ities, and feedback to teams regarding group leader-
ship, gpserving and analyzing group dynamics, communication, -problem solving stytes, conflict
resolution, and decisionmaking are particularly important for teams engaged in a collaborativé’
planning process. , % . ' : ’

- . ) .

A wide range of materials an:J resources for team development already exists in other sources
and were adopted for use in the planning process. The reader should refer to the reference sec-
tion of this guide for a listing of team development source materials.’ .

- H
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DESIGNING AND CONDUCTING "NEEDS ASSESSMENTS IN EDUCATION

s ’
‘ © Introduction O .
, ., - - "
L. o '« Once upon a time there were three pigs who were faced with the problem of coping with the
blg bad wolf. :

The first p|g was quite oblivious to the realities of the situation and the conséquences of hns
behavior. “What is a big bad wolf?"" he mumbled as he nonchalantly gathered straw with whlch’to

. ' bunld his house. -
d R " The second plg. was a{ﬁ old-timer in this wolf- fendmg business and .after contemplatmg the oo
- wolf phenomendn by himself for a short period of time, decided that “What, was\”needed" was a
e ) house constructed to withstand winds that exceeded the velocity of the huffing and puffing by
- N the big bad wolf. The secpnd pig contracted ‘with the National Science Foundation for the ¢ .

, struttion of a windtunnel. Then, with the services of a local archltect and’ building construc
firm, he tested a variety of different house styles and designs to determme which plan would with-
.7 stand the wolf's most forceful huffs-and puffs. Although the investment was substantial (12 mill- /
ion corn cobs), the second pig was quite pleased with himself, particularly when he demanded
 that the house be built t) withstand five times the maximum huffing and puffing by a single wolf
ever recorded by modern plg Now}te was protected even if several wolves were to come to his

door at the same time!/’ ¢

N .

s . The third pig was dismayed by the behavior of the first png but was captivated by the expensiveé
ye’t seemingly worthwhile steps the second pig was taking to construct a wolf-proof house. None-

o’ " theless, she was somewhat uncomfortable with the second pig’s-approach, partncularly when she

had learned that the advige of friendly wolves had not heen sought in the planning stages Athe

- _ second pig ‘s project. To satlsfy her desire for a third opinion, she brought together representatives

. . from a variety of constituencies who had dealt with wolves, in¢cluding a couple of friendly huffers

R ‘ ", and puffers. After considerable mtervnewmg of pigs, pig house builders, and expert wolf-fenders,
surveying, analyzing available relevant data, and brainstorming with respected colleagues concern-

.~ ing; ;ible side effécts associated with various alternatives, she decided to build a modest brick

é\ ’ plg use W|th some unusual but necessary landscaping. The whole ‘process, from conceptualiz-a
ing the problem,‘systematncally determining h:i “needs,”’ and bunldlng the house cost about 65,000
corn cobs—substantially more than you average brlck pig house but far less than the second pig’s

windtunnel-tested domuctle \
o

house amused him (his grandfather Had fold him stories about how dasy those were to blow down),

 and the others looked pretty much the same (after all, a brick: House is just a brick hoyuse). The
wolf thought that a pig dinfler was just what he “needed”’ (actually what he wanted). The story
of the first little pig is well known. ) ’

One day, the mean old wolf passed by the threg houses. Fro;:;he wolf’s perspective, the straw v

As the big badgwolf walked up tolthe *second pig’s house'.he dttered a warning to thifo.ld
timer that was confidently rejected. With this rebuff, the wolf, instead of huffing and puffings
‘" pulled out a sledge hammer, knocked the door down, and ate the spendy but short-sighted old-

timer for dessert.

- ' p .4 . — -
Still not satiated, the vxolf ambled up the third pig’s walk to repeat his act. Suddenly, atrap
. door in front of ‘the house opened and the wolf dropped neatly into A deep, dark pit and was

"* never he?rd from again.

3RALS

1 It's hard to teach old pigs new tngks

2. .The-services of NSF have always been over priced. .

3. Before you invest lots of energy and money meeting a need, you; 'd better be sure the need,
as you have defined it, actuatly exists.

«



Toward Designing A Better Wolf Trap

In this monograpf), a number of principles and practices required for effective .needs assess-
* . ments in education are presented. Needs assessment ‘is ;not necessarily a simple procedure con-
ducted undependently of the target group or school district. THat is, a variety of persons _rep?e
“ senting different perspectives and vahdes should be involved in assessing needs. Needs assessment
is presented here as a scanning process used to identify: (1) if and where interventions are required
in the educational setting, and (2) how to build support for the successfuIQmpIementation of those
interventions. In this way, needs assessment becomes an integral part ofxthe planning process and,
byPdéfinition, an initial step in the program planning, implementation, and evaluation gycle (Kuh,

- 1980; Scriven, 1978). - .

o - R S

¥ Needs assessment can be a‘cost‘ly endeavor, however, the direct and indirect'costs of not doing'i',

a thorough needs assessment can be staggering. In fact, one of the most irresponsible outcomes
associated with current educational practice is that educators, are often unaware whether money..
i5 being wasted in the name of programs designed for school"improvement. Sometimes these
programs, nesmatter how well intentioned, actuaIIy resylt ing negative |mpacts
!

, The purstes of this docUrent aré twotold: (1) to make public scho—l personnel awdre of. the
importance of needs assessment.ds a problem identification and planning tool, (2) to familiarize
educdtors with existing “best practices” in needs assessment. The *first step toward these enes. is

‘need’’ that

td' better understand the concept of ”need“ and appreciate the different kinds of %

can be targets of needs assessment.

¢
A—

- . . . .
Needs assessment is only one small part of a,more comprehensive programaplanning process.
As planning -proceeds and continues, problems and needs.related to those problems are refined

and redefined. Meeting one set of identified needs usually cféates new needs and concerns. Needs *

assessment on an ongoing basis allows plannersf',to continue ““taking the pulse' of the district and
modify their plans accordingly. This cyclic. planning, implementation, and evaluation” process
assists educators to plan wnthnn the political context of the local school district and its changing
needs.

v
H

. Toward an Understanding of Need >
One of the more elusive concepts in the art of needs assessment is that of “need’ itself. Need
ha¢ often been determined. through a derkocratic process whereby need is defined as a change

- ) deslred by.a majorlty of some reference grotp. There are problems inherent in this process, how-
; ever. v » -4

For examplef-assessments based .on this definition do not adequately distinguish between

“need” and “‘want.”” Thus, when parents or’ students are asked to describe the current state of
affairs as well as what they wouId prefer, the results are likely to reflect what the respondents
want rather than what they need to function satisfactorily. That is, persons perceptions of what

they ¢hink they ‘‘need” (really want) are received rather than an accurate expression of need.

. Of course, some wants or preferences may, in fact, reflect need. And if ngnored over a period of
time, certain wants or preferences may, indeed, evolve into needs (Lennnng, in press). However,
wants do not necessarlly represent needs ) .

"
k-

In a second popular approach to needs assessment, need is defined as the discrepancy or dif-
ference betwéen an individual’s or group’s present state of functioning or performance and the
ideal or acceptable level of functioning (Kaufman, 1972). In other wordsdneeds are thought to
be shortfalls in educational outcomes or results. This method of assessing needs is attractive due
to its conceptual simplicity (i.e. need = desired present level of performance). Also this method
is quite congruent with the goal/objective/outcome orientation that has characterized public school
education during much of the past decade. Whilesthe relative clarity of this approach is attractive,

o

o ® 93 |
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the discrepancy definition has the potential to distort the validity and, therefo?e,, the usefulness
of the results. The term “need”” when equated with a gap or discrepancy Bften cénnotes nega- .
_tivism or the fact that something is missing. In realjty, needs may exist without a gap being ap-
parent. : .
. , ’ - D
For example, most students must devote  a certain amount of time to studying, to remain in
good standing academically. That is, some student effort (studying) must be expended to achieve
an acceptable level of performance. . In this example, studying can be thought of as a-maintenance
nded and that 4 certain amount of study time is required for a student to remain in school. If a
dent attempted to get A grades instead 3f merely passing grades (C average), the student would
probably have a “need” to spend more time studying. This is an incremental need in that the
» studeht must study more hours than the number required to merely maintain a minimum level
of acceptable academic performance. . )

.
-\

Another variable to be considered in this examgle is that of resources. Resources required
by a student to earn higher grades may include enough time~available for studying and a quiet
place to study. While these two patticular resources seem rather obvious, they are less so to some
middle school students bewildered by the challenges related to managing emotions. Needs. assess-

nts based on a discrepancy definition ugually emphasize ‘incremental needs but typically are

t sensitive to the existence of maintenanceglnd resource needs. '

The existence of other kinds of needs further question the ugility of the discrepancy defini-
tion. Consider the differences between short and long-term needs, and specific and generic feeds.
A student and a counselor who work together in planning the student’s fall semester schedule may
focus on the short-term needs—an accep{‘.able schedule consistent with requirements for greduation. .
However, a long-term need for selecting courses to meet college entrance rgquirements also mawy,
be present and, perhaps, more important. The superintendent may perceive a specific need to have
a particular consulfant present an inservice session on needs assessment. While the “need” fo
such a session may be real, it could be questioned whether the need s generic (scheduling an in-
service session) as compared with a specific need (a particular person to conduct a session on
needs assessment). The point is that for teachers and administrators to help students and them-
selves in meeting certain needs, an integral step in the process is to identify the kind of need t;.) be
addressed. : " . i 2

s
¢

-

Another persistent prgblem associated with the discrepancy definition,concerns the degree
to which desired states or levels of performance can be accurately described. In many instances,.
the desired or ideal state (eg., teacher‘s knowledge .about handicapped children) is difficult and
sometimes impossible to describe. Also the discrepancy approach does not account for ievei of
necessity; particularly as necessity is contrasted with luxury or levels of performance that exceed
minimal sequirements for satisfactory performance. Some persons believe that when assessing
educatiof_aﬁ needs, skills that will enable school children to function adequately ‘in society (e.g.,
rpinimal reading comprehension level) should be provided before dealing with issues that essenti-
ally serve as “frosting on the cake’ or appear to be superficial and’ tangential rather than funda-
mental or basic. Qthers have also suggested that need will vary depending upon the perspective

\

from which need is approached. For example,
of the individual and tend to emphasize the
logists, however, interpret needs from the p

psychologists usually adopt the frame of reference-

personal and affecyve components of need. Socig-

erspective &f a group and concern

emselves with®

_

..

_ issues that must be resolved collectively to\improve group or organizational perférmance (such as
a school system, or building), thergby de-émphasizing the-importance of th¢individual’s needs-
(Lenning, in press). Because of the problems associated with traditional
number of persons have dff’eregj more precise definitions of heed.

P

For example: “Need is a factor or element withodt‘whigh a person cannot fufiction satis-
N factorily” (Scriven & Roth, 1978); “Need is something that can be shown to be necessary or C,
‘ . useful for the fulfiliment of some defensible purpose” (Stufflebeam, 1977), and-“Need is a neces-
. . o C ), s

\
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. tants. In short, get as much hn]n as is fnasrblp whnn_r_‘onducfmn a needs assessment’ the dlversrty

sary or_desjrable condition—whetR8&it be ap end resultor a discrepancy —as judg% by a gelevant
person or grdup using multiple objgltive criteria that have been previously agreed upon” (Lenning,
in press). * A ‘ .

3

.o : ’
Note that these more regent and comprehensﬂg definitipns consider * need a combination of .
level of necessity and discrepancy on some dimension(s). The level of nécessity and discrepancy
requirements serve as cornerstones for the definition qf need on which the needs assessrhent process
described in the followrng pages is based. . < s

W
@ A -
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Common Errors in Needs Assessment . ‘-

K3

A)though needs assessments often have been drscussed and conducted, few detailed descnp-
tions of the procedures employed can be found in the literature (St-ufflebe‘am 1977). Some proce-
dures used by school persohnel have inherent weaknesses that undermine the vaI|d|ty and the use- Jk \
fulness of “their results. , Because the suggestions grovnded in the following sectlons represent a
. departure from what has been traditionally referred to as “‘needs assessment,”’ it may, be helpful
to consider what needs assessment is not before moving to what ne&ds asessment!is and how
needs assessment may more effectively be conduéted. i, 3 @g
. : . G
Those responsrt\ﬁe for defermining ““need’’ have, in the past, made a ‘number of errors—bogh »
conceptual and procedural. Although the following list of commonly made mistakes is rncon’
plete, it can be consrdered representative of the kinds of concerns to whrch needs assessors must

remain sensitive. v . . , -,
- .
1. The real reasons fqr the needs assessment are not apparent for;some reason. Who wants "~

to have needs assessment data available? Why? What are thé\stated and uhstated: -reasons for the
study? A needs assessment commissioned by a superintendent who has already decided what the -
system’s teachers "‘need”’ could be uséd to validate what the _sr{pernntendent believes to be trie or,
to conceal controverslal teacher needs that may exist.

.4 N

2. Thé needs assessment is planned by one persdmor a small number of mdwzduals repreaen?{

ing only a few of .the target groups.. One individual should never plan, implemént or interpret’ -7
findings from a needs assessment. Four (or three or six) heads (#jth different perspebﬂves) will . )
always be better in brainstorming the variety of dimensions that must be considered i ‘the planning .
stage. Scriven (1978) believes that seeking assistance from a second person will increase’the num- —¢
ber of possible solutions to potential problems by about 40 percent. . A third per mrght well
provide another 20 percent, and perhaps 10 .percent can be expected from each of two more assrs-

of perspectives will reduce the possrbnllty that important issues are overlooked and increase the.
" chances that the needs assessment data will be used in planning |ntervent|§s -

. - ¢
]

3. The tJrget audiences are mapproprzately selected or maccurately escribed. Whose “needs i

are to be determined? When an inservice session for teathers is planned, is the target audlence

"‘all teachers”” in the system or $pecific subsets of teachers? |f students’ needs.aré to be deter-
mined, which students (system wide, spgcrflc Ievels building, etc.; present, past, future, potentlal)
comprise the target group? - i . ©

-

4, A strength analysis is not performed. Needs assessment presents an occasion for a thorough
review of a school or school district, and an opportunity to inventory its successes. Who, iy avail-
able in the c8mmunity to assist in’ validating concerns and issues about whrch needs agessors
should be aware? What gsources (human, material, fifiancial) are available to addr&s the prob- \
lems |dent|f|ed during the process? What does the system do’ exceptronally well7 <

. - - .‘
'

Because the process tends to emphasize defncrts or shortfalls, needs asses,sment tends to focus

on aspects of the system that ace not performmg adequately Establishing a ljst of.the strengths ' v
- . [ oy » A
t‘ - +
. . 4 A . 4 r
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of the system can hglp maintain a balanced perspective as to the worth of the system and bolster
the confidence of the staff and others involved:i k|n the process. N

5. The needs assessnient focuses exclusively on individuals rather than incliding an assess-
ment of the organization within which they work. Most needs assessments do not go beyond the
compilation of";gividual needs that identify knowledge, skills, and attitudes necessary for satis-
factory functioning. But the organizational context in which teachers work may facilitate or in-
hibit their performance. An assessment of factors such as decisionmaking procedures and styles,
classroom, building or district goals, etc. is important for a more complete understandnng of both

needs and resources available to meet those needs.

6. The definition of need is based entirely on a dzscrepancy formula, ie., defining need as
the distance between a desired or ideal state of functlonmg and present performance Identlfnca

£,tnon of needs that refiect a combination of disctepancy and level of necessity are more useful in

planning subsequent interventions. That is, the degree to which something must be available for

. a person or group to function in a satisfactory manner provides a more concrete starting ponnt

v

lII

for planning. Desirable or "ideal” states do not necessarily infer “‘necessity’’, as a result using
these as refererce points can be very misleading (Scriven & Roth, 1978). . .

7. .A single criterion or method is used to determine need (Stufflebeam, 1977). Common
mistakes related to this error include the exclugive use of surveys, adherence to arbitrary crlterla
and nnapproprlate use of the democratic process.

A. Surveys. Needs cannot be determined merely by asking people what they need, no
matter how insightful, honest, wise and mature the .target group may,be (recall the earlier dis-
cussion about dnscernlng wants from needs) Of course, surveys are often politicaily and economic-
ally feasible: A standard rulg of thumb is to use at least three different types of data collection
methods to increase. the validity of the findings. That is, if a 'need”’ is determined, it probably
exists and is not an artifact or a finding produced more by the way the data were gathered than
by the characteristics of the t rgét autience. .

" B. Arbt\tram,crzterzq. Use of a bepchmark such as national normatnve data or politically
established scores to détermine whether need exists is inconsistent with the definition of need
used in this document. Need must be defined in terms of the relevant contextual factors men-
tioned in number 5 above. National norms are satisfactory in some instances, but they should
not always nor. automat:caHy be applled ’ . 3

;o 5

C. Democratic process. In some_districts, parents teachers and other taxpayers vote to
determine whether a need exists. The rationale for this procedure i$ based on the assumption that
members of a commynity know what they or their children "“need.”” In many instances, this as-
sumption may be=faulty. Certainly there are a,number of issues about which community input
is required. But to allow the community .alone to, determine what is “'needed” is not sufficient
and may even be misleading. Furthrmore, in some cases voting can serve to inhibit rather than

ncourage discussion about issues of importance. The range of needs identified and addressed
during. this, process can be restricted by tHe inherent “win-lose” consequences of electoral pro-
cesses. Rather than putting the detérmination of need to a vote, the preferred approach includes
efforts to bring the various involved constituencies to a reasoneé‘ consensus concerning important
issues or needs. N .. ¢ .-

8 The information about the assessment is avazlable to the commumty on a limited basis.
Needs assessors may assume that ©o one can really understand ,or appreciate needs assessment.
To do so, however, is misguided and can jeopardize the validity of the needs assessment data. To
the extent that it is feasible, questions about the assessment should be ariswered as completely
as possible. Relevant information should be shared at open meetings, through newsletters, and

through informal communication networks.

. @ - .
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9. Political pressure alone is allowed to determine need. Special lobby groups often convince
decisionmakers and legisiators that certain needs exist {e.g., handicapped children and vocational
education lobbies) without substantial documentation. Needs should not be determined by spec-
ial interest groups alone. This suggestiofi, like number 6 above, is a departure from accepted prac-
tice. Nonetheless, it is unacceptable to permit such processes to continue without at least recogniz-
ing and attempting to ameliorate some of the negative consequences associated with each. As \
more needs assessors recognize these constraints, more effective strategies for coping with them
will be developed. -

A

10. Positive and negative side effects are overlooked. A positive side effect of needs assess-
ment could be increased community understanding about issues related to the needs assessment,
A negative side effect could be reduced public support for education resulting from the appatent
inability of the school system to méet students’ needs. Whenever there is an intervention into a
school system (such as conducting a needs assessment), some system responses are lnkely Al-
though the exact responses cannot be predicted with accuracy, the general consequences should
be hypothesized and plans made accordingly. In fact, some could be.so negative as to undermine .
the credibility of the needs assessment or to require redesignind the needs assessment strategy. .
,Other consequences cannot be predicted but merely observed and dealt with after they have been -
“identified. ) ~ .

12. Needs assessment must be completed before planning can begin. Some believe that-the

. needs assessment process will result in all tHe information required for system or program plan-

ning. As a result, planners and decisionmakers may find themselves thinking "‘until we do this

" or "unless we know that. . ."” or "before such and such. . ., we can’t plan anything!”’ Needs

assessment is a nelessary part«of a contmuous cyclical planmng process and the best way to begin
either may be to begin both. '

13. Needs assessment is viewed as an end in itself. It is.not unusual for a needs assessment
team invest considerable time and energy in the process and to look forward to a “finished ‘
product.” For some, the energy and commitment required to tomplete the needs assessment may
be too grea‘; and a ”burnout phenamenon may be expenenced The team’s desire for closure is
natural, but it supgorts the incortedt’ assumption that its work is finished when the formal needs
assessment is completed. -

.

.

Perhaps the conclusion of a, needs assessment does mark an end—an end to/tﬁe beginning.
of equal importance is using the information gathered during the process to design appropriate
educational interventions. In*fact, to be most effective, the needs assessment process should_he
recycled /and personnel encouraged to remain responsnve to other needs that may emerge bver
time. . . . h
. - ~ ' 4

Guiding Principles for Needs Assessment in Education

In this section, seven major themes or perspectives are outlined which, when considered to-
gether, ptovide a general framework for the work of a needs assessment team. Of course, con-
textual factors in a given building or district may prevent the use of some of these prmcnples
In general, however, they should prove helpful.

~

1. Needs assessment is problem-focused. While needs assessment can be used to determihe
educational goals it perhaps is most appropnately viewed as a problem-focusing strategy that has
as its primary objective the identification of unsatisfactory sjtuations. In aproblgm-focused needs *
assessment, parameters for data gathering become clearer as a specific problern emergés. In this
way, the rsik of accumulating a good deal of general but not necessarily usable information is
reduced. Problem identification in and of itself can prompt actnon in ways' that recogmtnon of
goals or deficits may not. For example, problems demand responses because they tend to be
inherently puzzling or troublesome. Goals often are so general that they are difficult to opera-

e
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tionalize and, therefore, knowing precisely where to b‘egin sometimes proves troublesome. In
other instances, goals may be so specific that they do not appiy and, therefore, are not of con-
cern to many people.

Because problem- fbcused needs assessment attempts to identify umsatisfactory conditions,
this process maximizes the tendency for persons to ag?ee on what is not accegtable in cases where
whgt is preferrable cannot be agreed upon. For example, most educators dre opposed to school
vandalism; but not everyone agrees on what should be done about jt. Needs assessments that
2adhere-to the problem-focused perspective have a logical sequence, begnnnlng with the identifica-
t|on of problems and ending with recommendatlonsglo ameliorate the situations related to these
problems Some have argued that emphasizing problems or unsatnsfactory conditions will result
in certajn’ kinds of needs (e.g., maintenance) being systematically overlooked ,(Scriven, 1981).
While this is certamly possible, a collaborative process that focuses on issues of concern to a school
or district has a greater chance of success because more people with a vested interest become
involved. The ""problem™ serves as.a focal point'on which persons can concentrate. With resolve,

the needs assessment team can remain sensitive to various ktnds of'needs associated with the prob-
Iem ; -

2. Need assessment is continuous. Needs are not static; they change over time in kind and
degree. Therefore, needs assessment should be viewed as a process that can never be completed.
It can, however, perform a valuable feedback’ function to guide planning as problems are con-
tinuously trarsformed during the course of examining related information. During this process,
priorities may shift, the problem definition may may require revision, and so on Meanwhile,
new. informationJ,K new ideas, and alternative interventions ma\y merit consideration.

3. Needs asseisment is a planning guide. The purpose of needs assessment s to inform and
guide the planning of interventions or program désigned to bring about certain changes. Planning
may be thought of as an expioratory response to a problem; it does not end when a plan has been
drawn and a problem has been “'solved.”” Pro-active planning on the part of public school per-
sonnel requires a continuing series of responses to emergent student and environmental challenges.
Change implies improving students’ educational experience not merely maintaining the present
level” Change usually accures through a series of small steps. In effect, needs assessment helps
educational planners and staff to choo'se which small step should be taken next.

4. Needs assessment is multz faceted data gatherm;> Needs \ssessment proceeds from a wide-
angled view of problems in which many ways of gathering information (e.g., surveys, archival data,
individual or group interviews, observations, brainstorming and forecasting techniques, etc.) are
used to collaboratively achieve a circumscribed view of problems on whieh data gathering will be
focused. When an acceptable focus is achieved, strategies can be devised to solicit helpful answers
to specific problems, thereby making the data gathering more purposeful. Thisibroad view-narrow-
. ing sequence then is repeated as new data and new or redefined problems surface.

5. Needs assessment is a pubhc, conscious activity. To be politically and logically defensible,
needs assessment .must be a public and conscious effort to understand the requirements and per-
spectives of all individuals gqd groups associated with the problem. This approach requirés collab-
oration—that is, teachers}-a%lnlstrators students, and important others such as parents and school
boayd members should work together in a common problem-solving effort. Asdiscussed-previously,
voting to determine needs is not usually defensible because it usually is not public. A more justi-
fiable strategy uses collaborative decision making and prioritizing throughjnpo::tuonlng to achieve
.a reasoned consensus about how to proceed.

Because it is problem-focused, needs assessment is to be distinguished from strategles that
rely primarily on basic research and dissemination campaigns, and from strategies that primarily
utilize political power and coercion to serve the purposes of decisionmakers. Problem-focused]

needs assessment requires expertise, public involvement, )and recognition of the diverse perspec-
tives and values of variousgroups.



e .
6. ,l\/'eeds‘assessment'zls value laden. " The needs assessment process described,in this paper <~
requrres the participation of a variety of people-with vested interests. The diffciulty in achieving o
. . consensus concerning the Jssues or problems that demand attention may result from the pluralistic
. value orientations of these people Therefore, "needs assessments in any partlcular setting can
have no meaning unless they are tied to local values’’ (Guba and Lincoln, 1980 p. 3). For'example,
a nimmum competency criterion in one district m.ag?ﬁot be acknowledged as important in a neigh-
boring district. .

X

Both available knowledge and values must be recognized as legitimate foci of the needs
assessrgent process. |n other words, needs do not have an objective reality of their own and there-
fore cannet be determined -through a scientific methodology. Indeed, needs are expressions of
. " values influenced by information (se¢’ Guba and Lincoln, 1980, for a more detailed discussion).

7. Needs assessment is educational. Conducting an effective needs assessment in education
will result in assessors, planners, administrators and teachers learning more about themselves, their
school(s), and their students. Needs assessment results will have greater credibility if, pfter the
process, students as well as the staff involved know more gbout the school, themselves, the learning

,enwronment and the assessment process than they did at the outsef. That is, participants should
be kept abreast: of the needs assessment design, the preliminary findings, and the consequences
of various administrative responses. Participants also should be provided an opportunity to learn
how and why a needs assessment is conducted and to experience the complexities of translating

) findings into action-based altérnatives. .

.-

Experiertce has shown that needs assessments that follow a thoughtful action plan often

have a variety of side effects that provie to be be beneficial both from an educational as well as
. a professional development perspective. Furthermore, if a needs assessment i3 conducted in an

open and, collaborative manner, the participants in the process — staff, students, administrators,

and others — may adopt adifferent perspective of their school and their relatxOnshlp to the educa-

’ . tionyl process, that is, they learn more about themselves and their respective roles in the institu-

. tion. \As: a result, various groups and individuals may benefit in very personal ways (e.g., increased
self esteem and clarity of purpose) that in tutn serve to improve the quality of their contributions .

to the educational, professional, and personal development process. Ultimately, the learning

® enviconmént in‘the school is enhanced.

Practi{:al Considerations~ for Planning and Cqnducting Needs Assessments

Needs assessment has evolved from informal, subjective judgments on the part of a few indivi-

duals to a set of systematic procedures integrated in the planning process. Nonetheless, needs

. assessment is' most gppropriately referred to as an “art” because it is not yet known what works

best in identifying various types of needs in different types of institutional settings. Theé major

steps in the process are illustrated in Figure 1. The following fourteen questions serve as a frame-

work in which the implementation of a needs assessment strategy can be t;onsldered A thorough

. discussion of each of these questions is beyond the scopg of this presentatlon More detailed in-
- formation is available in selected references listed at the end of the monograph

1. What is the “problem™ or sztuatzon out of which needs. will emerge? The impetus for
needs assessment often comes from dissatisfaction with an existing sltuatlon where no particular
problem has yet been defined or agreed upon, but where there exists a feeling that “sometgin
should be done.” ile the initial focus of needs assessment js orf the uncertainty, ,perplexrty‘
or difficulty that requires-action, the identificatian of appropriate problems is crucial to effec-
tive needs assessment. Clearly, if problems are identified that are quite nartow in scope, the needs

@ assessing and subsequent planning cannot be expected to make much differencé. +On the other
hand, if an overly broad set of concerns is accepted as “the problem’” planning may be futile.

The problem should be derived from expressed dlswtlsfactloh with the ' way things are.’

' If a problem is' not linked to a ““rub” (or "\,hallemge " "paradox,” or “puzzle”) there may be in-
deguate support in the system to try and do something about it. . ’
. , - . \ ' )
*‘ “ ’ “ : ’ ):' ¢
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i " T Figure'l: Major Steps in the Needs Assessment Process
‘ -1. Establish needs assessment planning te\aﬁ\ \\ v /
. 2. ldentify problem focus. -~ -\(X : ‘
3. Develop understanding of organizatidnal context, obtaining nedessary support for participa-’
tion of target population. V , . \
4. Verify and refine problem focus. ' ' . \
5 Determine further information needed and methods for collection and analyzmg information !
‘ using three or more d|fferent strategies.
6. Determine resources necessary to implement needs assessment plan. 5
_ 7. Develop more detailed plan, based on available resources, mcIudrng ime- Imes and contlngency
", , & plans and specific task assignments. i
8. Implement needs assessment plan, maklngany necessary mldstréqm a Justments ',
. \
, 9. Anpalyze results of needs assessment process. ' | |
/ 10. Develop action plan based on results of needs assessment. ° . A 'wl
. ‘ , Often the mrtlally identified problem is really’a clusterjof interrelated problems, ;ach of |
" which may deserve special attention. Staff members in a schoo! building or Jocal school district

‘. may perceive things differently and fee frustg,af@d about extraneous or conflicting issues. Such
problems require clear delineation lf progress lS to be made toward ldentlfymg and acting on under-
lying conditions. . . \

[

\ As mformatlop is gathered durlng needs assessment, the deflmtlon or scope of the problem -
is likely to change. To invite exploration and to encourage flexibility on the part of planners,
problems are best written In a way that-enables redefifition z{nd revision. “‘Open” problems .
. ' therefore, are phrased in a tentative manner and elaborated with various "themes of concern’’
. BN “ rather than predetermined rules or rigid principles.

s .

r

» The problem |1;self should suggest loglcal ‘next steps.” A s’olutlon may not be obvro)us
or even called for—all that is required is that there bé a series of steps to obtain more information.
Rather than identifying a comprehensive solution ¢hat may not be timely or applicable, incremental 1 |

- steps should be identified that assist in focusing.on possible resolutions to the problem.

To identify problems of concern, the following modified nominal group process originated |

by Dilbecq and Van deVen (1968) is suggested: (a) working alone, each planning team member |

. defines bath a personal and an organizational problem, (b) problems are shared, round-robin, and

¢ecorded; (c) new problems suggested by the process are listed;, and (d) problems age drscussed . 1
and analyzed to reach a reasoned consensus about suitable problems (see Appendix Fa\\or a more

5

complete dISCUSSIOH of this process)

The planmng team then formulates an action plan to share the resuits of this pr\lmlnary ' %
y _ analysis, to cheek the. validity of the problems, and to invite community or system response. "The |
" action plan for ptoblem verification should, include the following: (a) ways.to reach representa- |
tive groups affected by the problem; (b) “ministrategies”” (not full-blown 'stratégies as will be , |
used once suitable problems have been identified) to learn more about the school or school system B

« and to gather pertinent |nformat|on, and (c) task asslgnments and time lines. .

K . o~ ' When_thé pfanning team reconvénes, they sharer new mformatuon and new perspectlves
- gained from the problem as necessary. . . . ;
" 2. Is there a “need” for a needs assessment? In some instances, needs assessments are drctated
or requnred by external audiences {state and other funding sources) or by internal pOllthS and
« ¢ . o [ .
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policies. [t is irr[tant to determine for what purpose and by whom a needs assessment is de-

" termined necessary, ‘wanted or dgmanded In some situations, the timing for needs assessme@t

may be ifappropriate. In other situations, the political climate and level or trust in a bulldlng or
drstnct may require attention before a needs assessment can be effective. _If the motivation for a
' needs assessment is authentic and legrtrmate, most rational planning groups can and should decide

Bwhether condycting a full scale needs assessment is worth the time and effort in light.of the scope

and potertial payoffs of the proposed needs assessment project. This step essentially corresponds
to a front end analysis (see Datla, 1978) in which an appraisal of the organization’s resoufces and
commitment is performed to determine whether the planned activity i1s worth doing and is likely
to be effective as it has been conceptualizéd. .
/ AT ‘ .
3. Does the needs assessment team have the support of school administrators? As previously
alluded to, needs assessment is a time consuming set of activities that requires a cadre of commit- ,

_ted members representing a variety of shakeholders. However, gaining the support and commit-

ment of decisionmakers to the needs assessment process is critical to the ultimate success of the
project. Without the endorsement and participation of central administration and building princi-
pals, the needs assessment process pfobably will result i a futile exercise. in addition, everyone
affected by the needs assessment should be kept informed as it progresses. This ongoing communi-
cation with relevant groups builds support for the needs assessment itseif and paves the way for
effective problem resqut|on - ,

4. What are the purposes and expected outcomes of the needs assessment? Different groups
may haye different” perception the purpases of the needs assessment. Consensus around the
major tasks for the needs asses::%‘\ream\is crucial. Once reasonable parameters Rave been iden-
tified concerning the scope and function 6f th needs assessment, the, needs a'ssessment team can .
focus its energres more clearly on an achlevable set of objectives. *

The needs assessment team’ should consider the social and organizational context within -
which the needsﬁfsessment will be conducted. The following are suggestnve of issues that need

to be considered-at this point: (a) goals of the organization, fas evidenced by the behavior of per-
sons working-in the building or ‘distriét; [b) the organizations readiness for change including

. support from key stakgholders; (c) speclflmty of desrred outcomes and flexrblhty of the system

in dealing with emergent needs; (d) resources available to respond to needs — fiscal, physical,
and human; {(e) target groups’ awareness of and ability to articulate needs, and (f) previous ex-
perience wrth and reaction of the organjzation and’staff. to. needs assessmeént and planning.

! One way f r the needs assessment tearh to surface these kinds of issues is to brainstorm
a list of conditions in the organrzathafthat facilitate or hinder the identified problem and needs
assessment prpcess. To be useful, this list should be as specific as possible. For example, if the -
school board ‘is considering reducing fmancral support for staff development, this information must
be considered in the planning of a needs assessment around staff development issues. Some ques-

" tions that may asslst in denerating additional issues and concerns are included in Figdre 2.

5. Whose needs are to be assessed2 At first “blush,” this task.seems to be falrly straight-
forward: select the target groups and find out what they need! Yet, within groups may be dif-
ferent subgroups that mgy have needs substantially different from the larger group. The more.
people in the target group, the more likely one or more subgroups exist with sets of needs different
enough from the larger group to undermine the validity of the. findings and the utility of subse-
quent programs designéd based on the results. Therefore, several related issues must be addresseth « .

"at this point. Is it feasible for the needs assessment team to consider equaﬂy the various subgroups?

Are adequate resources available to support smaller scale needs assessments to obtain. mfa}tmatlon

from the relevant subgroups?

] - ’ \
All members of various subgroups r.eed not be included to obtain an accurate assessment’
of needs. A sdries of data collection efforts wdth representative samples will be more efficient and

'
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Fxgure 2: Questxons to Surface Ifﬁ*&x{d Concerns

Does the local bargaining agreement protect teachers from defhands (such as participating in dia-
logues related to needs assessment) placed rczn their time outside and/or during regular school
hours?

What formats for needs assessment have been useéd in the past? Does the present plan for needs
assessment deviate significantly from this tradition? (An affirmative response to this questlon
'may indicate a need for some preliminary efforts to acquaint decisionmakers and participants
with the new strategy to gain their acceptance and cooperation.)

Is there an active parent or advisory group to the school that should be involved at somg level to
reduce resnstan/ge concernlng future needs assessments?

’

Btc.) have conducted needs assessments in the past? How can the information from those assess-
ents or the groups themselves assist in present needs assessments efforts? What are the potential

tradeoffs to be made in involving outside groupsAi+ .
(4

\\;Vhat groups, if any, outside the administrative structure (teachers associations, advocacy groups,

What other requests are bejng made of teachers and other potentlal target groups at the same time?
Can needs assessment instruments be timed and designed so as to emphasize the importance of’
careful consideration without putting undue burdens on participants at any one time?

“Are there fiscal constraints or~how much can be spent dn neéds assessment at tftis time? How
will these constraints affect the needs assessment plan? Can funds be designated for future needs
assessments on a continuing bas|s?

~
-

How do potential target groups view ‘‘needs?”’ Are needs perceived as deficits in professional
performance that must be hidden from peers and supervisors to preserve professional competency?
Are needs to be acknowledged as areas for growth and development within a general context of
accepted-professional competency? How readily and objectively can target populatlons for needs
assessment identify current needs?

-
'

. .
[y i B l

-

will probably provide data equally reliable to a more expensive progess that includes all personnel.
Usually including more ‘than 200 respondents (not the target sample but number of persons who
actually participate!) will not_be cost effective. Depending on th%ourpose of the assessment and
degree of confidence requured in the results, smaller size sampl@'s can be used {see Elfiott, 1980
* for an excellent discussion of this issue).

Also, some thought should be given to the advantages and disadvantages of early identifi-
cation of the target population. Early determination of individual(s) or the group(s) to be assessed
usually results in more -efficient and perhaps more economical projects. However, it is possible
that a premature determination of target groups may also .result in excluding other groups that
'may- have ‘“‘needs’’ related to the problem. [f the target pruIatlons are not identified until the
problem js clearly defined, needs assessment may become mote complex and costly, but may
atso reflect exustlng needs W|th greater accuracy.

. The nature of.xhe,prbblem-can often help determine whether to specify the target audiences
early or to delay this decision. For instance, a history of continued resistance on the part of build-
ing principals to take responsibility for and/or support the child-study process might prompt

. the™needs assessment team to focus early on principals as the tarﬁet population. However, if a°

general negdtive attlt\tte toward the child-study process prevails. t roughout the schooLd!strlct
it would be inappropriate to focus early in the needs assessment on & partlcular'populatlon

>
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s N6. What kinds of needs are to be assessed? The existence and importance of dlfferent kinds
Of needs yvere discussed earlier (e.g., incremental, maintenance, and resource fheeds). The popu-
| ‘ larity of tvt/me dlscrepancy approach to needs assessment in education has resulted in a good deal
of confusion in this area; therefore, consnderable attention must be given to this question during
the planning of a needs Jssessment. It seems réasonable to expect that although the assessment
team may have difficulty specifying various kinds of needs to be assessed at the'l?e'glnnlng, they
can reamin sensitive to the possibility that different kinds of needs may emerge during the needs
assessment process in addition to those they expected.
7. How will the required information be collected? In spite of numerous caveats to the-eotr
trary, many-educators continue to rely on the districtwide survey to document needs. There is
+ no question that surveys can be effective and particularly efficient forms of gathering information
from a large number of people. But a survey alone cannot document need. In practice, most
needs assessments will probably ‘include some form of survey as one component of the data col-
lection process. Information fror\p interviews, open forums, observations, and existing records
(see Houston, 1978 and Appendices B and C) are likely to increase the reliability and validity
of the process. In other words, multiple measures will improve the chances that the needs iden-
-, tified are, indeed, legitimate and should be considered by’program planners. ‘

Each data’ collection measure is useful in obtaining different klnds of information from
the various target populations. Some use highly structufed instruments that require categorical
responses. These can be efficiently administered and gnalyzed but limit the kinds of responses

\ that can be made and important nuances may be lost. Other strategies are more flexible and allow
for openended but less systematic responses. Therefore, it is more difficult to summarize findings
_ across respondents. . JE
S 1 : ’ N o ’
In addition, the dynamics of implementing each strategy should be considered. For ex- .
_ ample, interviews require the time of interviewees and interviewers but provide opportunities for
. clarification of questions and responses with interviewees. Questionnaries on the other hand,
require initial staff time in developing or adaptihg a questionnaire for local use but may be com-
pleted individually by respondents at their convenience. ~

«

>

y ) Given the constraints and requirements of the various needs assessment strategies and an
understanding of the information objectives of the needs assessment, a decision concerning the

most efficient and effective methods of mformatlon gathering can be made at this time.
A

At this point, the data collection methods should be considered tentative. The methods
and strategies to be used must be compared with the available resources to determine their feasi-
bility. After this set of demsnons the needs asséssment team moves from an ideal meeds assess-
ment design to a revised plan that ¢an be implemented with available resources. A tlme line in-
cluding. tasks assigned to specific individuals should be developed.to.guide the team’s activities ‘
through this portion as well as later portions of the process (e.g., data collection, analysns and . .
reporting). i ‘

‘ A

8. Have the data gathering devices been fzeld tested? By necessity, most needs assessment
instruments are ‘home grown’’ ; that s, they are-locally eonstructed to answer specific questions
about the school or district. It is’imperative to determine whefher the data gathering fnethods will
provide the type of information deemed appropriate. Requesting that a small number of staff’
complete the instruments prior to mass distribution is a valuable and a necegsary step. In most
instances, revisions of the data gathering. methods and instruments improve the reliability and
validity of the process. This step frequently is overlooked even though it is mentioned in almost
every substantlve d|scussmn concerning needs assessment.

9. Is the desired mformatzon being collectaQI? If the eight precedlng questions have been
-t adequately answered, this question usually is moot. However, during the needs asgessment pro-

. i
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céss, a variety of issues may surface that underscore additional points of interest or illuminatd\

*_ differentpkinds of needs, not previously considered. It must be emphasized that needs assessment

should not be viewed as a lock step provess. Unexpected findings relevant to the problem aften

.surface. These should be considered as potentially useful and subsequently could result in other

questions or groups being included in the process. The point is simple but noteworthy. the needs
assessment team must remain open and responsive to information generated during the needs
assessment, whether it be from the data collection process or from poiitical statements by various

_ stakeholders. This information can prove quite valuable later when interpreting and drawing im-

pligations from the findings. Periodic checks may be necessary to make certain that the infor-
mation being collected is consistent.with what was intended to be collected ‘and that th_ése data
are relevant to subsequent steps-in the assessment process.

:
S

10. How will the data from the eeds assessment process be aru;ly:ed? The methods used to
collect information will determine to some extent the analysis to be used. Too often, however,
team members unfamiliar with more sophisticated analyses find summary information presented
in highly technical formats difficult to interpret. |f people within the team or district are not
available to help interpret computer printouts and the like, the team should either seek external
assistance or avoid their use. In many instances, elaborate statistical compilations may not be
necessary nor useful for the needs assessment team but, may be viewed as necessary for continued
credibility with central admrnrstratron / .

In addition, it is frequently difficult to rntegrate drffqrent kinds of information from dif-
ferent respondent groups. For example, how can information from a survey questionnaire be
combined with interview or Observational data from administrators? Usually the combination
of statistical treatments of data with rich, descriptive material from students, teachers, and admini-
strators will prove most useful in subsequent planning. ' :

11. What are the implications of the needs assessment data? One aspect of this question re-
fers to how the available resources should be allocated to meet the identified needs of various

N
t

-

¢
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groups. These are difficult decisions and the best that can be done with existing technology isto.

use good judgment mixed with input from the stakeholders when the available resources are dis-
tributed to meet needs. Of course, cohtextual factors such as political, secial, and economic cli-
mates as well as calendaryear considerations (timing) are variables of great import. Interpretations
of the results should be made from several different perspectives as various awdiences or consti-
tuencies will be -affected in different ways by the results and have different roles to play in the

plannirg process.

a
Jgj.] 2. Are the results of the needs assessment communicated in the appropriate forms to various
eholders? After substantial numbers of weeks, and sometimes months, involved in what may
have been a complex and difficult set of activities,.the temptation is great for a needs assessment
team to produce a think document with many tables of information. Unfortunately, most staff
are not interested in immerying themselves in such a report but prefef to learn as qurckly as pos-
sible the relationship of the findings to themselves~This limitation seems to be relatively easy to
remedy, provided the reporting vehicle is guided by the following principle. whatever is reported
through whatever media (written, oral,.story telling, pictures, etc.) should increase the consumers’
understanding of the needs assessed durimg the .process, and the process itself. In other words,
netitls assessment reports should address: (1) the pluralistic value orientations of different stake-
holder groups-in the organization; (2) the original purpose of the assessment and any, purpose
and objectives.added during the process, (3) the procedures used to assess needs, (4) how the
findings are to be used; and (5) the contextual factors that will influence the interpretation of .
the findings and the implementation of programs subsequently designed to address the identified

need S._ !
: R _

" 13. Have the needs asse(fnent data, implications, and recommendations been zntegrated into
trict, building, dnd individual staff member levels? This is the most

the planning process at the

A\
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( critical question, the “bottom line” of neegds assessment activities. Por the findings to influence -
planning, all of the above questions will have to be raised jn ap open and collaborative manner
. and, as emphasized earlier, interest in the needs assessment process on the part of decisionmakers
should be encouraged at the outset of the needs assessment. To date, there is a dearth of case
studies that repor, cahnges in planning procdsses, policies, and programs based on needs assessment
findings. Given the recent flurry of ‘interest in. needs assessment, more detailed information about
the utility of needs assessment data probably will be available soon and, hopefully, will providé
insights as to how needs assessment data can be more effectively and efficientty incorporated in
program planning. . »

14. Are the target groups being monitored to docum®nt the continuing validity of the identi-,

fied needs? A comprehensive needs assessment may take many months from start to “finish.”

'- However, needs change over time in kind, form, degree, and relative importance. Some monitoring

. . is required to make certain the needs identified during the data coliection are consistent with

those that should be addressed by subsequent planning. It is likely that many needs assessments

are judged to be ineffective because needs increase, diminish, or change .between the time the

original needs assessment data are gathered and programs are geherated to meét these “needs'q

Also it is diffieult to mairitain the required level of staff enthusiasm and energy to continue the

process beyond what seems to be a traditional terminating point. "Nevertheless, this is a critical

step and one that is overlooked too often. (

These fourteen questions suggest that needs assessment is a.very formal, time consuming,

and expensive process. In some cases, this will be true particularly in those situations in which

the needs of many staff are to be assessed or when_the relative economic and social costs and

benefits of the needs assessment are great. However, the principles on which these guestions are

based can be addressed daily by a staff member in a much more informal way. This is not to

advocate that snap judgments or an individual staff-member’s opinions can take the place of a com-

prehensive, well planned effort to ‘assess needs. But, after becoming familiar. with a formal needs

‘ . assessment process and its, underlying principles; it seems likely.that many staff will be able to

adopt some variation of the steps involved and apply them in their own specific setting. A sample
~ application of a problem-focused needs assessment process is included in Appendix D. -

Skills and Staff Required for Assessing Needs - '

. ' As mentioned ‘earlier, broad scope or more comprehensive needs assessments require a team. .
To conduct an effective needs assessment, the members of the assessqent team should. exhibit
certain competencies so that the following skilts are represented by the team. (a) process cansult-
ation kills {small group process, nominal group process, etc.); (b) interview techniques (in per-
son and telephone); (c) unobtrusive data collection technique such as observation, and (Q) man-
agement of organizational change. :
® 7

N -

LI Other areas of expertise often required for a needs assessment process usually can be found
within the district. Central office research and evaluation staff often can provide assistance with
such tasks as instrument development, sampling, and statistical treatment of data. A

tant, they should not be the only considerations in team selection. Those .calbcted should repre-
sent a broad cross section of the relevant groups in the district to build cr&ibility and tryst of
the needs assessment process and results, and to provide access to the groups who may participate

Though the technical and interactive skills of the needs assessment team ? embers are impor-

in the needs assessment. Again, team members’ commitment to and trust in the team and i rk
- will be the foundation upon which the program designed to meet those needs will be accepted.
Also, a cross section of personnel will enhance the team'’s sensitivity to issues and concerns,of
- specific groups irf the district that might otherwise go unnoticed. This greater understanding of
‘ contextual issués will allow the team to plan a more effective needs assessment.

i
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Conclusion

Much of what is requured fof a successfut problem-focused needs assessment cannot be provided
by a manual or workbook. Rather, the persons responsible must use their best judgment and fore-
sight in making the process work. Though creativity, hard work, and common sense have been
underemphasized throughout the preceding discussion, they are cruciat to developing an effective
needs assessment.  ° . . 4\

. Needs assessment is a oontmuous problem -focused process that employs a variety of data_
gat'herlng strategies. Needs assessment should guide planning and not vice versa. As a public,
,conscious activity, everyone «{administrators, teachers, students, parepts and taxpayers) either
dnrectly or indirectly will learn from the process as well-as from the results

Though it |s important to_pian and carry out a néeds assessment that will yield_valid and re-
liable information about needs, too often planners have failed to recognize the importance of
the needs assessment process itself. Indeed, authentic needs may be wery elusive and difficult
%J identify with any confidence durigg~the flrst round of needs assessment. Establishing an on-
going needs assessment process into the school system allows for continuous refocusmg on needs
" and refinement of planning to mekt those emerging needs

-

., A needs assessment process that involves a lvarlety of school personnel at various stages has
benefits beyond the data that are collected. Involvement in problem identification may lead to
achieving consensus within the district about the. problems that need to be addressed. A needs
assessment can assist in developing a shgr;d sense of ownership in the pianning process so that
solutions emerge with a broad basis of support required for successful lmplementatxon Needs
assessment can assist in informing the general public about issues of concern in the schools. Needs
assessment provides opportunitjes for participants to develop understanding in a variety of areas
including data gathering techniques, group processes and problem-solving, and dissemination of
information. Needs assessment providés an opportumty to experiment, learn, teach and model
an adaptive, responsive approach to planning and program deveImeent Needs assessment lays
thé groundwork for implementation of a plan by creating interest in'the problem, increasing the
credibility of the planning effort and building support for an action plan to address needs.

.\
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APPENDD(~ A: NOMINAL GROUP PROCESS TECHNIQUE . -

£ -,
Q [Taken from R.S. Caffarella, Nf:eds Assessment. Orono, Maine oL Y
. &‘qiversiry ofMaine, CoIlege ofEduca.'ion 1978) :

¢ PR

*  The Nommal group techmique was developed by Andre L. Dnlbecq and Andrew H. Vao DeVen in 1968 t gs
basically a group process model tor problem identification and problem planning. The technique employes a’plan-
ning sequence which seeks to provide an orderly process of structuring the decisionmaking at dufferent phases of
planning. For more information refer o Group Techniques for Prognzm Plannmg :

©

.

Conductmg the Nommal Group Techmque (NGT): . , | ©o -

4 . Prepare the fJGT quesnon 2 / . . |
‘ Staff blarifies objectives , e, . |
o~ . Ilustrates desired items i terms of level of abstraction and scope . p ~ )
, : - Prepares alternative forms of an NGT question . o, .
. Pilot-tests to select the question to be used . :
Print the NG T que3tion on nominal group worksheets, for each participant N
Select thg rating method suitable to the-task ,
Preparing the Meeting Room: . . T
Table arrangement: : . : A, -
.. Table’ arranged as an open “U” wittfa flip chart at the open énd of the table ~
Sufficient space between table to avoid interference - N
Supphes . . .
th chart for each table and for the leader .
Rolt of masking tape o ’ v
Nominal worksheets and pencils for each participant - 7
3x5 index cards {for,ranking): rating forms (for rating) : R ~
Felt pens. ‘ i . -
Intraducing the Meeting:

&

DeslgnTasks - n . &. K A
2 . .

Welcoming statement: L . . )
Cordial and warm welcome .- . . .
'S Statement of the importance of the NGT task
Clanfication of the importance of each group members’ cont’nbutlons .
. . Statement of the use or purpose of the meeting output * LN

«

*

Conducting thé.Nominal Group Process ., -3 T o
Step-1: Silent Generation of Ideas in Writing ) : v b ) oL e
Présent the nominal question to the group in writing |

I ' -
! .,

. Verbally read the quesuon N v
. ' illustrate level of abstraction and scope desnred with example which does not distort (lead)
group responses L o . AR ..
Avoid other request for clarification -7 ' . -
Charge the group to write |deas in brief phrases of statements ) )
Ask group members to work silently and mdependently ‘
Model good group behavior ’
- . Sanction descnptlon of the snlent, mdependem actlwty by comments addPessed to group as ’
. @Fwhole . .
Benefits: °~  Provide adequate time for thinking 7 ! ' A o i
~ Facilitates hard work by the, model of other group members reflectlng and wrmng . >
Avoid interrupting each other’s thinking . , S
, Avoid premature focusing on smgle ideas ’
Eliminates dominance of high-status or aggressive members in |dea generatlon . * o
Keeps the group problem-centered o
Step 2: Roun/d-Robln Recording of Ideas on a Fllp'Pad T L - . -
. Process: Provide clear instrlictions concerning,the step: . - . - -
" Indicate objective of the step is to map the group’s thinking r o
Explain need ¢q present ideas in brief words or phrases ,
Explain process of- taking one idea serially from each member N AR A
. Explain group members must decide if items are duplicates e ) , \ .

/- ) \ . o, ot

. .
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Explain that an individual may “pass” when he has no further ideas but may “re- -enter” tater
Express the desipability of adding new ideas even though they are not on individual Worksheets
Explain inappropriateness of discussion prior to completion of listing !
. Quick, effective mechanical recording: s
Record ideads as rapidly as possible ‘ . /
Record ideas in the words used by group members . !
Provide assistance jn abbreviating only in special situations *
Make the entire fist vfsuble by tearing pff completed sheets and taping them on an area v15|ble to .
all group members . ' .

-

Sanction group as a whole if individuals engage in side conversations or attempt to discuss items ' 5‘,;“_
R \ prior to completing the listing ‘ ro .
T Benefits: Equalized opportunity to present ideas \
v . Asssts in separating ideas from personalities
- Provides a written record and guide ) —
) | ) Place conflicting ideas comfpr;ably in from of the group ¢
Forces the group to fully explore the problem
Ca ! Step 3:  Serial Discussion for Clarification ) ~
. I Process: Verbally define the purpose of the step: , - |
- To clanfy the meaning of the items |
p) To e’xplaln reasons for agreement or disagreement , !
- Indicate the final judgments will be expressed by rating so arguments are unnecessary
e Pace the group so that all ideas receive sufficient time for clarification
’ \ . Avoid facing the member who originally lists the idea to be solely responsible for clarifying the item
. Benefits: Avoids having discussion focus unduly on any particular idea or subset of ideas
l Helps eliminate misunderstanding
‘ Provides opportunity to express the logic behind items .
Allows members. to’disagree with argumentation . |
T L Step 4:' Preliminary Vote on ltem Importance ’ ’
{ Process: Ask the group to select from the entire list a specxfnc number (7 plus or mmus 2) of priority items.
Place each priority: item on a separate 3 x 5 card or rating form
‘ Rank-order or rate the selected priority items ;
. Collect the cards or rating forms and shuffle them to retain anonymity |
- e Tally the ratings and record the results on ‘the trip chart in front of the group |
, - Benefits: Obtaining independent judgments in writing helps eliminate social pressures |
. ' Expressing judgments mathematically by rank-ordering or rating increases accuracy of judgments |
f(° ‘é% ‘ Displaying the array of individual rates clearly highlights areas needmg further clanification or discus- |
sion ¢ ] }
- Step 5:  Discussion of the Preliminary Vote |
Process: Define the.role of the step as clarification, not pressure for consensus
Keep the discussion brief ’
@ Caution group members to think carefully about any changes they make in their rating {
g:*: Benefits; Provides group members a final oppoftunity to clarify their positions
i - Ensures ‘‘spread’’ votes really reflect differences in judgment, not ufequal information of misun-
derstanding : . :
Step 6: Final Vote *
: Process: Ask the group to_ select from the entire list a specific number (7 pius or minus 2) of priority items.
) ‘ Place each pnorlty ‘item on a separate 3 X b card or rating form .
o Rgnk-’order or rate the selected priority items . . -
: . Collect the cards or rating form§ and shuffle them to retain anonymity~
‘\ . Tally the ratings and record the results on the trip chart in front of the group f . .
. 1 Benefits: Accurate aggression of group judgments and error reduction ‘
\ Closure to the meeting. , : . '
i .
. | i _ .
_ : . /
L \ . . ~ -
< .
| ,., ‘ B
4 . , - N
,' Developed by Sharon Sprague, Graduate Student, Community Development, University of Maine at Orono, 1978. '
s R
Q
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APPENDIX B: NEEDS ASSESSMENT INSTRUMENT CATEGORIES

& [Prepared for the 1978 National Dissemination Forum
« by Martha Williams, the Network, Andover, Massachusetts]

- Active Listeniﬁg

-

. In the active listéning approach, clients/consumers are sought put to discuss their situation.
The data collector explains that the discussion is |ntended to illuminate needs (system wide, in-

::;J.,duvndual or both) and encourages- *the respondent to present his or her view of needs. The data

o

collector asks only probipg and ciarlfylng questions and records the discussion on audio tape or
in extensive notes.

. Structured Intemew

Structured interviews contain specific questions asked of all respondents Usually the inter-
view has approximately fixed length; the data collector has, the list of questions and may or may
ngt share them with the respondent. The questions are presented in sequence; appropriate prob-
ing questions are often anticipated on the interview protocol sheet. |f the respondent strays from
the question, the data collector ntay disregard the information. If the questions ae not relevant
to the respondent, limited opportunity js provided for restructuring them: —

Data are usually recorded on a form, inter‘ﬁew?may, be audio-taped as a secondary source of
information. .

. ' & % o
Questionnaire i e =

The questionnaire can be relatively client centered or system centered, depending on its ap-
proach. It may include questions which address needs directly, such as ‘Do you need help®yith
— " or it may ask for information oply indirectly related Yo the respondent’s perception
of need, such as ‘Do students in your class receive individualized assistance with reading?’’ In
the latter case, the information-seeking questlon may be followed by a more open-ended question,
such as a why question. These may requirg a forced choice response (selectlon ofvne response
from four or f|ve options). »

The questlonnalre can probe information, 'opinions, or attitudes. Because it is a paper-percil
technique, instructions are usually contained on the questionnaire' form and little guidance or en-
couragement is given for expanding ,the boundaries of the instrument. It can be administered
individually or in large groups througl'J the mail or in person. :

Checklist |
A checklist, like a ques'aonnalre and structured interview, can contain items dlrectly pelated
to need (such as a checklist of need areas) or items indirectly related to needs, such as a checklist
of characteristics of the, respondent, or both. The respondent makes forced choices, but generally
" within a fairly extensive group of alternatives. The choices are usually not forced down to one;
usually_there is provision for several responses to be checked, often for the responses to be priori-
tized.” Alsd’ cheeklists car be used to codify. archival data (mformatlon routinely collected from
various individuals in the system such as nurses, bus drivers, etc.). "

2

Observation ~

“

&%

The most system centered form of data collection is observation because it involves no direct ..

input from clients. Data collectors using observation guidelines go directly to the site of activity
and record what they see and hear within coded or structured data collection formats. This tech-
mque is the most system centered because it dictates a perspective from which the clients’ reality
is viewed; and because of the lack of interaction, the perspective cannot be challenged—by the
subjects.

7y
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' APPENDIX C: NEEDS ASSESSMENT METHODOLOGIES .

Observation _ ] : , /
Use observation when:
1. First hand experience I1s required . . ! .
2, Respondepts may not be able to relate directly needed information . ¥
3: Budget aliows for observers’ time required for lengthy observations ’ . ol
4. Sufficient time In the needs assessment plan‘is avarlable to make reliable observations.
Major steps: . -
1. Determine format for observation including .
a. Extent to whichobsérvation guide is structured prior to observatrons ‘ : .
. b. Extent to which observer is or is not a participant.in the activity being observed

« ¢.. Extent.to which the observational situation is natural or contrived -
d. Extent to which subjects are aware of observer's role or purpose ,

2. ldentify site or observational situation * )

3. Gain access or permission to observe — establish an agreement .

4. Take overt or covert role of observer

5. Establsh trust'and rapport {(may not be necessary if observation is unobtrusive)

6. Record observations using one or more of the following:

d a.  Predetermined schedule or checklist i '

b. Notetaking in narrative form- ‘
c. Tape record observations as they occur 2 .

7. Analyze observatro’ns through focusing and categorrzmg process . *

8. Write report summarizing olgservations. S o ‘

For further information about observational techhrques: ’
Bogdan, R., and Taylor, S.J. Introduction to Qualitative Research Methods. New York. Wiley, 1975,

! Jahoda, M., Deutsch, ‘M., and Cook, S.W. Research Methods in Social Relations. New York. Dryden, 1951.
McCall, J., and Simmons, J.L. Issues in participant observation. Reading, MA: Addison-Wesley, 1969,
Questionnaires -~ . T ' ~

Use a questionnaire wherr:
1. Wide distribution is necessary {and budget will not permit teIephone mtervrew)

2., Asense of privacy is needed . ¢
3. .Complete umfoﬂmry in the manner in which questions are posed is necessary to avord brasmg responses
4. Presenceof i interviewers are likely to affect respon B
*5.  Respondent needs to sectef¢ or check information ﬁ\
6. 'Obtaining unanticipated definitions of situations and quantfiable responses 4s r10t desired
7. Self administration and logistical ease s desired . ‘
8. - Cost roust be kept at a minimum s ’

Major steps: N e .
1. Specify information to be gathered
2. Frame questions to be included ‘ ’

a. Clear and understandable
b. Logical sequence :
c. Spacing and format making type of response clear .\

. d. Pretestiquestionnaire and modify if needed ’ -
¢ 3. Determine to whom and how questionnaires will be distributed and how a high return rate will be effected

* a. Distribute and coliect at meeting of respondents

. i

R b. Self-addressed stamped envelope for return . .
~ 4, Compile results df questionnaire and summarize

J L4
For further information about questignnaire and survey techniques.
Oppenheim, A. Quesnonnazre Design and Attitude Measurement. New York: Basic Books, 1966.
Hyman, H. The Interview in Social Research. Chrcago University 'of Chicago Press, 1954,

-

- ~

Interviews . . ‘
Use interviews when: ° .
1. Itis necessary to obsefve not only what a respondent says but hiow (e.g., eVasrve reluctant) 1t is said
. Target . . .
2 Targ audience . ) ‘
-~ -~ [ 4
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3. It is necessary to build up and maintamTa*ort to keep respondent interested and motivated g(; finish
questions ‘ 4
4. High participation by target group is needed - )
5. Population is accessible
6. Supplemental information may be needgd for respondent’s understdnding and to prevent misinterpreta-
tion of the questions
> 7. Budget will allow for expense of this method
8. It s necessary for respondent to react to visual materials .
9. Spontaneous reactions are necessary.with sufficient ime and probes to recall relevant lrnformation
10.* Information about the respondent’s personal characteristics and environment are needed to interpret
" results and evaluate the representativeness of the persons surveyed .
11.  There are time and resources to properly train and supervise interviewers (otherwise data recorded may
be inaccurate or incomplete)

N

Major steps:  ~ .

, 1 Specify focus of interview — information to be gathered and target audience characteristics
<, 2. Establish time frame and identify interviewers .

3. * Develop questions to be included in interview

Motivating for respondent to answer
Give the respondent a “‘stake” in the interview (e.g., chance to influence change)
Be prepared for interview i .
Establish rapport . \
Record responses using respogdents own words . :
Be prepared to probe for clarification, amplification, etc.
g. Summarize major points at end as a check
Analyze and evaluate each interview as*soon as it is completed .

5. Compile information from series of interviews using categories of response and write a summary.
\

~® 00 oW

.

.

For further information on interviewing techniques:
Bingham; W., and Moore, B.. How to Interview. New York: Harper, 1959. .
Gordon, R. Interviewing Strategies, Techniques and Thetics. Homewood, fL: Dorsey, 1969. ®
@ Loflan, J. Analyzing Social Settings. Belmont, CA: Wadsworth, 1971.
Richardson, S.A., Dohrenwend, B., and Kelin, D. Interviewing: Its Formswand Functions. New York Basic
Books, 1965. .
Wolf, R. Strategies for Conducting Naturaltsnc Evaluanon in Socxo Educational Settings. Occasional Paper
Series of the Evaluation Center, Western Miciigan University, 1979. 3
Merton, R., Fisk, M., and Kendall, P. The Focused Interview. A Manual ofProbIems and Procedures. Glenco,
IL: Free Press, 1956.
Archival Material ‘ ’ 7
Use archival material when: . . . ~
1. Appropriate recho‘rds are easily and legally accessibe N
2, Budget limits the use of more expensive data gathering methods
3. Time and space restrnctnons do not permit direct access to target population ‘
‘4. Naturally occurring data from the target setting are desired as oppoted to more contrlved data from inter-
views, questionnaires, etc, “Let the record speak for itself"
Information is needed to supple\rrlent and substantiate information obta‘med through interviews and other

o

methods ¢ -
} 6. Potential errors in records can be recogmzed and dealt with through other needs assessment techniques
7. Companisons across record-keeping systems are feasible (similar formats, language, type of information)
8. Repeated measures of values, attitiides, etc. are desired overtime

Major steps:, ’

1. Detérr‘mne dita desired from records -
2. Determine appropriate sources of data. Random Etratified or purposive sample of available documents
is preferable '

.
i

-



. ‘ sirable for subsets of documents -

* 3. Contaet ,)ersons in charge of ap')ropnate records and gain‘access to records
- 4. Revrew records for desired information using document analysis techniques. Mose than one Judge i de-

5. Summanze mformatlon obtained from each record or document with attentlon glven to issues of com-
pleteness and acouracy N . . ! -
6. Collapse information across records using emergent categories to gain more general picture
Some possible sources of archival material include:
1. Official reports 3nd documents '
Student achievement records
. Evaluation of teachers
. Building“administrators’ reports .
. ‘ Central administration reports on particular programs
School board meeting minutes
Grant‘appllcatmns and proposals
Library check out records . a o
Bus driver reports .
Unoffigial and personal records . {
¢ Teacher lesson plans and diaries
Studeny, written matenal_s . (

o

&

For further iN€ormdtion about archival material, consult: - o |
Andersoq, D2 and 3enjamison, P. Investigative Reporting. Bloomington, IN. Indiana University Press, 1976. ‘
Guba, E. '"Toward a methodology of naturalistic inquiry for educational evalu/ay(on, CSE Monugraph Series |

No. 8. Los Angeles: UCLA, Center for the Study of Evaluation, 1978. ‘
Holsti, O.R. Content Analysis for the Social Sciences and Humamtxes. Reading, MA. Addison-Wesley Pub-
- lishing Co., 1969. g
WilliamsP.N. [nvestigative Reporting and Editing. Englewood Chiffs, NJ: Prentice Hall, 1978.
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N APPENDIX D: CASE HISTORY OF A PROBLEM—FOCUSED NEEDS ASSESSMENT:
. LITTLETON, COLORADO

[Littleton, Colorado (Arapahoe pounty School District Number six was one of six
local school districts in Colorado selected to serve as a National Inservice, Network
- _ demonstration site for (REGI) Regular Education Inservice] ' ¢

Demographic Cl\aracteristics \ .o ' >

,

Popularly known as “‘The Littleton Schools,”” the Arapahoe County School District Number -

Six encompasses an area of 28 square miles bordered by Belleview Avenue on the north, Holly
Street on the east,)and Doublas County Line on th7 south, and the Jefferson County Lin‘e on the
west.

The population of the dlstnct is 57,000 or 34 percent of the total‘bf Arapahoe County Ninety-
eight percent of the population is Caucasian with less than two pércent being Black, American
Indian, Oriental, or having Spanish surnames. The average income of the residents places Arapa-
hoe County as one of the two wealthiest in the state. The average number of school years com-
pleted by Littleton residents is 12.5. Approximately 25 percent of the work force residing.in the
district are classified as professional/managerial, 50 percent are service oriented occupations and
25 percent are jobs compensated by an hourly wage. Less than one percent of the families within
the district receive welfare assistance. .

There .are 23 schools in the Littleton District — three senior highs, four junior highs and 16
elementary schools (including the one to open in September, 1979). The rate of growth has varied
from a high of 30.6 (Tgffto less than one percent. Pupil enrollment includes approximagely
8,400 elementary stude 4,600 junior high students, and 4,600 senior high students. It is es-
timated that about 35 percent of the area within the district is yet to be developed with a po-
tential'school population of 24,000. The growthrate is currently stable.

3

*, Special Educational Program

- The Arapahoe County School District Number Six Special Educational Program is detailed in

the district's Comprehensive Plan Policies and Procedures. J{t adheres to the Hardicapped Chil-
. dren’s,@,u’dcatxonal Act (Colorado Revised Statutes 1976, Title 22, Article 20) and the Education
‘of All Hardicapped Children’s Act as amended by Publlc Law 94—142.

The programs for service delivery are noncategorical and staffed by certificated professionals
including support personnel. Every school ,has a repource room program to serve the building’s
mild to moderatély handicapped students on both a direct service and consultative basis. Self-
contained programs for severely educationally handicapped, severely language impaired, signifi-

cant limited intellectual capacity, hearing impaired and multiple handicappet students are avail- .

able and housed throughout the district. Itinerant programs are offered in the area of physiéal,
hearing, visual and speech handicaps. Work-experience study and home/hospital $8trvices are also
available. Individual Education Programs (IEPs) are written for each student Served by special
education detailing the current functioning, needs, goals and objéctives and least restrictive en-
vironment for the particular child. ‘)~

Proposal Development Process

. This proposal- was developed in accordance with the problem-focused needs assessment process
suggested by the National Inservicesetwork (NIN). Arapahoe County School District- Number
Six, Littleton, became involved with NIN by sending the Superintendent of Schools, Executive
Director for {nstructional Support, and Director of Spegial Services to an informal meeting durmg
the"fall of 1978. These administrators expressed both interest in being a n‘]odel project and felt

) : \ B
- . Il
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a need for improvemiant for the district’s implementation of P.L. 94-—-T42. Consideratn?ans sup- -

-

porting'their interests included: . .
. ' 1. The NIN Project related directly to state district prlormes such as:

The commitment to cooperation between regular and’ specral educators in Implement
! ing programs for handicapped students, and

The need for coptinuous inservice training in the district due to low turhover in staff .

‘and large numbers of career teachers.

[

2. Further, the district’s involvement was based on staff interest which has grown since the
development of a Teacher Center Proposal submitted in the spring of 1978. Although
this proposal was not funded, one of the highest ranking staff needs reported in the Teach-

‘ - . er Center proposal — assistance in working with handicapped students in the classroom —
remains a source of concern.

< .

. X .
3. The district’s administration has also ¢ndicated support for the NIN process which they
. feel is applicable to developing inservice programs to meet other staff trainirig needs.
In November, 1978, the district’s Director of Special Services and a repesentative from the
Littleton Education Association (the teachers’ bargaining unit) attended a further meeting at
which time the Littigton District was chosen as a NIN project site. Following Littleton’ $ selec-
tion, a Planning Task Force was identified. The task force, composed of 13 volunteers from the
teaching staff and administration, represents a broad spectrum of the district. Members include
special educators, regular classroom teachers and two building principals, all levels, elementary to
senior high, and various teaching field? are_ represented All eleven teachers on 1he task force are
members of the Littleton Education Association, giving a uniquely strong teacher voice in the
planning process. The Director of Special Services and the Executive Diréctor for Instructional
\ Support serve as ad hog merabers of the task force. x
Over a period of six months (January-June, 1979) this task force has worked collaboratively ‘
to develop this progosal by following six steps. '
N S , - "] .
" 1. Pevelopment of a problem statement. After discussion of th@rengths and weaknesses
° of the district’s pervices for hdhdicapped students, the following proble statement was drawn up: |
"The lack of effective communication among}lhnvolved in thé total implementation of the dis- \
trict’s program, for exceptional children.’
Communication encompassed knowledge of the law, Ll/erstandmg of the district’s policy/
procedures, cooperation between regular and special education personnel in implementing the
program, developing access skills and techniques for working with students, and improving atti- ) x%
« tudes toward all of these issues. . . TS

« 4 2. Validation of the problem statement. (see’detailed information in Needs Assessment

Section.) . i
3. Publicity activities to_create awareness of the project within thé district. As in many dis-
. tricts, the feelings toward imservice in general tend to be negative. Although the importance of
- inservice activities is expressed, past inservice programs have often been viewed as ineffectual and
", not responsive to the needs of the teachers. Giyen this attltude .the task force felt a need to create
awareness and support within the school oommumty This was accomplished in several ways’

a.. Written communications in various forms were sent out early in the prgcess de'tailing
the NIN process, the district’s involvement and task force progfess, in addition to ?stlng the staff
suppor®of these efforts. Publications included articles in the district staff newsletter (CONTACT),
Jhe Littleton Educatior Association newspaper, the district’s media newsletter and informational

" ‘ fliers sent to all staff. As the process has continued update information has been sent out periodi-
cally. X K
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b. Verbal reports have also been given to the superintendent of schools and principals
’&: on a regular basis by task force members. The Board of Education has been given periodic up-
. - dates. Efforts have been expended to these areas because the task force has recognized the neces-
" sity of gaining the cooperation of these individuals through their understanding and support of
this propqQsal. oot o

R .
c. Throughout-the process other defined groups wéfe allowed the opportunity to give
ir)formed» input and periodit reports of the task force progress. The groups included members of
the Superintendents Teachers’ Advisory Council and Speclal Sefvices building chairpersons, the
"community members of the Colorado Association for Children with Learning Disabilities, and
parents and staff merhbers of the Special Services Advisory Committee. ~

1)

4. Formal needs assessment. (see detailed explanation in Sectior] I11.) .

v

5. Review of research, ongoing projects and available resources. Throughout the process, the
task force has made extensive use of the resource materials and sgrvices provided by NIN. Task .
force members have studied and attempted to apply the concepts included i the materials, such  *
as information regarding_the role of change agents, the steps of acceptance of innovations, the .
design and implementation of needs assessments and best practices in inservice education.

Following Littleton’s formal needs assessment, the t::ﬁ)rce members also reviewed the
abstracts of ongoing projects which appear to address the distfic¥s identified needs. In addition,
one task force member attended NIN’s regional meeting of project direc\:tors to gain more informa-

. tion about their projects. As the process continugd the task force identified three ongoing pro: .
jects which appeared to be directly relevant to this proposal. The dtiectors of these projects —
Margéret Dyer, Monroe County, Bloomington, Indiana, Barbara Fowler, University of Colorado, .
Boulder, and Natalie Hedberg-Davies, University of ’Northern Cplorado, Greeley, were contacted
by telephone or mail to obtain specific information, advice, and materials. In,addition, the task

a force compiled a partial list of district resources which could be utilized in implementing Little-
' . ton's project. District personnel with areas of particular expertise as well as available district ser-
J vices were listed . Resources from the Southeast Board of Cooperative Services, Colorado Educa-

tion Association,Mnal Education Association, and Community mental health agencies were
also noted. i o )

-

6. Collaborative development of the projectf’ This proposal is the result of collaborative plan:
ning between staff and administrators and between regular and special educators. As explained
earlier, the task fprce which developed this proposal is representative of the district asa whole.
During this process, the task force used a consensus decisionmaking process wit® no )xember or
group-of members dominating the discussion og decisionmaking., The task force met on a regutar
basis for 15 fullday_ sessions and numerous §e§\f§:£sl after school. The qistrict provided released
timg for each member for all of the,ftill day meetigs as a tangible show ef support. In addition,
the district provided secretaria) and technical assistance. Minutes were kept of all meetings.

Needs *Assessment'

-~ .

The assessment of needs for this proposal is considered an ongoing protess. The information
presented here details the multifaceted approach taken \to develop the proposal. Attempts were
make to use various techniques in or@er to allow input fiom the broadest possible spectrum of the
school community. However, the task force dcknowledgey that needs will change during the span
of the project and that continued needs assessment will necessarily be an important part of the
. project itself. To this time, four stages of the needs assessment have been completed.

-Dexel/opme’nt:%’mblem Statement - k

‘ In an effort to concisely idengfy the district needs for continued imprq\?ement of services to
handicapped students, the task force developed this probtem statement. '‘The lack of effective

[} Y

3

-RIC _ . . A ¥ By ‘ ;98




N

[

-

communtcation ‘among all involved in the total implemeritation of the district’s program for ex-
ceptional children.” Since the district special education program emphasized placing students in
the “'least restrictive environment’’ according to theirr needs, most handicapped students spend
some portion of their school day in their regular educational programs. Thus, cooperation be-
tween regular and special educators is extremely important for implementation of the program.
In this sfatementy “effective communication’’ is broadly defined to include knowledge, skitls and
attitudes relatnng to work witivhandicapped students.

Validation of the Problem Statement ' A

-
- - .

. A R .

Design. To affirm the validity of the problem statement developed by the %k force, an in-
formal two question interview protocol was used. (1) What is your main concern with.the im-
plementation of the district’s total special services program, m’cludmg mainstreaming? and (2) What
factors led to this concern?

Administration. " Each task force member was assngned one school and was to contact a mini-
mum of ten staff members. The respondents were to include the building printipal, the specral
services chairperson and a oross section of the remainder of the staff. Any additi taff member
who asked to respond was allowed to do so. . - / .

The intervieivs were posmvely received and staff members were willing to cooperate. The
task force contacted 125 respondents from ‘over half the schools in the district. In additiop, re-
sponses were received from the Special Services Advisory Committee (staff, parents and commun-

. ity_members), the Superintendents Teachers’ Adwisory Council and Members of the Colorado”
Association for Chlldren with Learning Dlsabrlmes (primarily a parent group),

-

Results. Results indicated, that thmxgmal—pceb-}em—sta'tement was valldated Responses from

\ schoo| to school and group to group were similar in their concerns. The concerns included.
1. Lack of knowledge of the law. :
2. Confusion over district procedures, programs, staff. 4
3. Problems with the support services. .
4." Poor transition between special and regular classes.
No time for joint planning program development meetings.
“Attitudes of staff and student peers., -
Inadequate training/skills for dealing with special students in regular clasrooms
Class size. ,
. Confusion over curriculum for handicapped students &
10. Cost effectlvenes of program. / \ .

General Brgf;dcast Survey - , . < .

Preparation. When developing a formal needs assessment* tool the task fo e agreed on the .
rmportance of getting input on needs from the total staff. [n addition, “the task force expressed
concern that the information be gathered in a thoughtful manner. To ensure positive reception
among staff and to gain cooperation in response to the needs assessment, a fller was sent to’all
certified personnel in the dnstrlct . . -

/ e . . e C

, Design. The task force felt a need for direétion in designing the instrument. The drstrrc'ts i
Director of Research and Development was contacted and provided techmcal information in terms
of structure, length, time Jimits and statistical analysis. These gurdehnes were strlctly fqllowed

After reviewing past needs assessments in the distfict and samples provided by NIN and the ~
] National Educatuon Association, the task force designed a 20-iteny questionnaire. "This survey was
based on the sample by Charles Henley, Michigan State University. This survey was modified
and adapted to thé areas of concern noted*during the validation®8urvey. Each item was stated in

1)
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an unbiased manner and respondents were asked tp, respond on a single, four point scale (nor]e/ i
little/much/great) asg their degree of interest, need<to receive information or effect change re- -
garding each item. parate scales were not used for need/interest/changé in tpa.t the task force
felt an# of these motivators would attract participelmts to activities dealing with the particulaL
concerfi, . - ‘ - s

In"addition to these concern areas, items were added to gain information 3n level of assign-
mént and experience in working with handicapped students. A cover letter was drafted in which
respondents were agked to voluntarity provide their name and telephone number if they were

. willing to be contacted for further information.

. s
Administration. The task force felt the administfation of the survey should be carried out in -

a manner which would afford consistency across tt
Originally the task force had planned to personally

ditrict and ensure high return of responses.
resent the survey at each,building. Bue to fime

constraints, however, it was decided .that each building principal wotrd present“the survey to the
building faculty. Only at the request of principals did the task force send a representative to
- administer the survey. The procedures for administtation of the survey were outlined on the
function sheets and exp I'pine tq the principals‘at a Qeeting. . pe
In elementary buildings the survey was conducted,during faculty meetings. Time was provided
in these meetings for explanationﬁnd résponse to the survey, surveys were collected at the end ~
of the meeting. In the secondary schools, principals explained the surveys.to the building faculty
couwpcil or department chairpersons. These individuals then administered the survey within their
mcgpvidual department meetings. "All certificated sgaff were contacted for response in these ways.
. b *

Results. Responses were received from 80 percent of the “staff. . The responses were hand
tabulated for all responses. The respones indicated “much’’ or "‘great” needs/interest/desire for

chande were combined and assumed to indicate a favorable response.

Percentages of favorable

response were tben determined for each level (elementary, junior high,genior high).

Items receiving over 70 percent favorable responses across all three levels are indicated on the

Y

following chart. ’ . ) e R
Item Percent of S . -
Number - favorable response . X Topic < . /
15 77 Assisting regular classroom_teachers to improve the edu- .
. cation of handicapped students. -
1 . - . o - . . .
/ 18 , 76 Correlatign betwegp class size.and the programming of .
. handicapped students. .
| \——/ - L4 .
09 ‘ 75 ¢ Effective techniques for integrating handicapped students
into reguiar classrooms. -
é . -
1 . 13 Devefopment of -an effective communication system
. among regular education, special services, .and admini-
- stration. i )
13 73 . Making effective use of districtwige support personn'el. °
N .06 71 Effective procedures for identification, referral and place-'
v ment of handicapped studéh’&.‘.n .9
- Al \ '
. 12 70 Alternative.environment for. providing services to handi-
‘. capped students.
. ( P - “( * 2
14
o | ‘ 117 100
EMC > \ -
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Addmonally,‘ovér 80 percent of the respondents had worked with handicapped students in
their classrooms within the last five yedrs., The total percentage of favorable‘;,esponse to each

item is seen in*Table 1.” —
Table 1: Percentage of Favorable Response on General Broad cast Survey \
Item No. - - Elem % Jr High % Sr High %
1 a 50 46 . 45 e , X
2 ol 62 61 ‘ 55 .
3 67 ' 63 59
4 61 53 46 j
5 - 52 - : 44 42 =
6 - - - 7 ~Jn 0
7 | . 569 Ve 56 .
8 - . 66 * 64 59
o 9 | 78 v - 76 72
10 | ' 56 57 . 47
1 [N .76 80 64
12 ST 7% 68 -+ 69
13 . : 79 71 68
14 52 54 49
15 . 82 78 72
16 | 70 . - 72 61
17 L, ., 58 : 70 . 58
18 | ~ 80 84 65 6
19 s 68 . 78 ~ 57
i20 82 . 88 . 86

‘ . 7 .

Approximately 20 percent, (195) of the respondents supplied their names and telephone num-
bers indicating willingness to provide additional information. These reSWpts included 54
elementary.staff, 65 junior high staff and 76 senior high staff members. &

All staff were informed of the\gresults of this survey and thanked for their response in a fljer.
-~

Discussion. Dunng the course of tﬁ's.,,phase of the needs assessment, the task force encount-
ered one problqm which resulted from the fact that the survey was not pretested. |t was found
that the instructions to respondents were ambiguous. Respondents were confused in responding
to their needs versus interest versus desire to effect change. Several principals contacted task force
members for clarification. The rationale for the design was explained and principals were toid to
instruct their staff to mark according to degree of feeling, whether it be need/interest/change.
Further, the task force found that respondents tended*to be more willing to provide thenr names
and telephone r;gmbers when the survey was administered by a task forc&ember.

e

Telephone Survey

[4

Design. This pnasé.of the needs assessment process was designed to ga/in more indepth infor-

mation in the area of concern identified as maost important (above 70 percent favorable response)
on the General Broadcast Survey. In addition, preferences for indentives, time for scheduling ac-
_tivities and format were included to gain specific direction for planning Ehe prograth activities.

A questionnarie was constructed to be administered over the telephone. Major sections in-

cluded introductory paragraphs, identifying information, ,(name, level of position, school, grade/
subject), and items dealing with. specific areas of geed i working\wnh handicapped students in

IS
1 ¢ . ’

- | I




the classroom (e.g., materials development, consultation gurriculum modification, etc.), subject
- argas, communication, and the district’s program incentives, time preferences, and format. Items
‘ were designed to elicit closed (“'yes’’ or "'no’’) responges. Additional comments wére‘also recorded. .
The survey was designed to be completed |n 10 15 minutes or Iess A pretest of the survey re-

vealed no major difficulties. . ~ . P
/

. Administration. A random wmple was taken of the 195 General Broadcast Surveys which
- were signed by the respondents. The sample included 34 percent of the sngned surveys and was
T, proportionate across levels according to district staffing and enrdliment patterns (50 percent €le- 1
mentary, 25 percent junior high, 25 percent senior high). Thns was accomplished by arranging
‘ . the signed surveys\qphabetlcally and by level. Every second eIementary respondent, every fourth
junior high respondent and esery third semor high respondent were chosen resulting in a sample
of 66 staff members.

- , ,
—

Scnce/the task force felt that responses might be biased if a staff member were contacted by a
- pnncapal,\only the teacher members of the task force made the telephone contacts Each member
was assigned six telephone surveys to édmlnliter -

Y

.

-,

S . Results. The telephone survey met with positive response in general. Due to time constraints
and difficulty in contacting all’respondents, 85 percent of the telephone surveys were completed,
®cpresenting at least an 80 percent completion rate at each level (elementary, 1un|br and senior

. high). .
The responses were hand tabulated and ‘percentage of favorable response by level fo%%ach item
\ was determined., Additiondl comments were reviewed and noted.. Items receiving at least 70
percent response across levels included needs in the areas of: - S
. Percent of i N \
Item No. favorable response . Topic-. . . . "
‘ 3 " K 81 -~ Consultation at time of need
. 8 78 Techniques for motivation
2 . 72 s Assistance in curriculum modification
+ 5 71 Jointly planning time wjth special services pergonnel
. 9 M
R N . . . »
. R ) ] . . .
. Other items indicated as aréas of need at particular levels inGluded. . -
A~ : ‘
. /ltem™No. Elem % Jr High % Sr High % . Topic -
, 1 + 96 83 . * Help in the materials development
~ 6 96 83 Time for tutoring’
7, 76 75 @ * Time for materials developmént L
12 76 75 T Informal diagnostic techniques
14 * 79 * Techniques for effective use of.aides/volunteers in work-
) ' with handicapped -
15 88 * * Appllcatlon of district grading standards to the evalua-
¢ t|on of the mainstreamed children’s progress in classroom
- & 76 * * ‘Existence of an encompassing eommunication problem .
- .76 * * Need for development of a more effective c8mmunica:
— o +_tionsystem , i
- 76 i * * Improvement of d|str|ct procedures* for identification,™
‘ ’ \ . referral and placement of handicapped students.
| ‘ *Indicates a favorable response less than 70 percent.  ~ %‘f" o
N ) .
. ) j . .
¢ ) » 4 '
~El{lC . : 11 ' 102
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No particuldr subject area emerged as a single area of need in working with handncapped stu-
dents. .
) . t,

In terms of the actual pIannir@of inservice activities, 80 percent of the respondents preferred
to receive-college and recertification credit for.participation, although nearly\half of the respon-
dents also inrdicated interest in participation for drst‘gict 1nserv1cgcred|t and personal growth
The respendents preferred release time (64 percent) or after schpol time (62 percent) in schedullng
activities. The format preferred by respondents included demonstration Iessons consultative
seryices, courses/workshops. Both structured responses and t@mments indicated that inservice ~
activities needed to be.practical, concrete, and visual in nature. The need for follow-up activities
and assistance in apphcatlon of concepts/skills was identified at the elementary (80 perdent) and
junior high (83 percent) Ievels The total recults of the telephone survey is shown in Table |l on
the following page

-
» ~

Discussion. The result of the telephone survey confirmed needs in the areas of communica-
tion relating to knowledge and skills for working with handicapped students. Most of these needs
relate to individual teachers and childrep at the building and classroom level and specific training
activities can be planned o allevaite these concerns on an individual basis. - The task force found
it interesting that only elementary level respondents strongly indicated the existence of a more
encompasslng communlcatlon problem. ’

/( This finding may be related to the fact that special services progra‘rps at the secondary build-
°\mg level haye been adjusted to provide special services personnel time to consult with classroom
teachers on a regular basis. These programs are generally seen to be an improvement; hence less
concern is Yelt at the secondag *level. The elementary special education programs are.making

I3

_ similar adjustments tq be put intq effect for the 1979-80 school year.. .7

AY

Pt

¢ Littleton Colorado Attachments

£

-

Immediately following Table TTare copies of the Littleton Colorado attachments.

Accompanynng the attachments was the following note:  ° -

As promised in a previous flier, you are now being asked to complete a needs assessment sur-
vey designegd to help us determine the staff's 4reas. of concern regarding participation in the special
services procedures. It is important that we have a large response to this instrument. ¢

. ~

This survey is designed to indicate general areas of concern. In order to obtain more specific

data, it will be necessary for the NIN Task Force to collect additiona{information If you are

~ willing to express your more specific views on this matter, please wri e your name and phone
number in the space provided on the survey.
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Table JHI: Resultsof Telephone Survey

"+ . % Favorable Response ’
Item No. . Special Area of Need Elem JrHi © Sr Hi
01 Materials Development + .96 83 57
* 02 Curriculum Modification 80 75 68
03 Consultation at time of Need 96 95 .~ 13
~ 04 Demonstration Lessons 72 95 52
05, Joint Planning Time 80 67 73
06 A Time Tutoring - 96° . 83 57
, 07 A Tire Material Development 76 ° 75 57
08 Techniques for Motivation - 84 67 84
09 Behgyvior Management’ 68 58 52
"10 Classroom Management 56 67 . 68
i1 Scheduling §( 40 50 31
12 Informal Diagnostic Techniques 76 -75 52
13 ., Methods/Materials for Peer Acceptance 60 AR 63
14 Techmq ues for Use of Kides/Volunteers 64 75 63
15 Application of District Grading Standards 88 50 57
Subject Areas -~
Developmental ‘Reading 36 42 36
£y 7 Content ‘Area Reading 54 42~ 47
N sLanguage Arts 52 42 31
Math . > 48 - 33 21
Science . 32 33 14
Physical-Education 24 . 00 21
Music 12 00 14
Art 30 08 15 -
Practicdl Arts . 28 25 3T
Communications . & o
; Does Epcomyassing Problem Exnst'/‘ 76 ;.58 20w
Should an Effective System be Develoﬁed7 .76 58 29
- District Procedures - -
Should procedures be Improved? 76 . * 67 36
Incentive * :
~e College Credit 84 75 78
. District Inservice Credit ~60 , 42 36
. Personal Growth __ . 47 ‘33 42 -
’ Time - . g
After School — .60 33 .68
Weekends ‘ 12 00 10
~ -Release Time 80 72 52 =
Format .
Speaker/Lecturer 52 . 17 47
’ College Courses 68 58 52
Material Production Workshop 76 63 26
Consultive Services 76 42 \B2
> _Simulated Classroom 48 K 52
Workshops/Class with follow-up consultation 80 83 47
Individualized |nstruction . T B2 50 31
N Dlagnost|c Prescrlptlve Teams . 68 08 63
_ Establishment of ProfessionatDevelopment Ctr. 64 42 58 -
Mini-workshops 84 63 63
Idea-Sharing Seminar 60 42 52
Hands-on Workshop 84. 58 52
7 s Demonstration Lessons 72 63 63 -
Byilding Level Workshops . 64 33 37
S:$QJI\_G’r9.up Discussions 40 36 52
v =

[
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NIN GENERAL NEEDS ASSESSMENT '

CIRCLE RESPONSES: ) N .

Level of Pbsition: Elementary Junior High Senior High Other
'S

Responses iindicate degree of interest, need to receive additional information, or affect change regarding the follow-

ing topic: c ! - ¢
5 None / Little / Much / Great .
) 01. Recent federal and state legistation regarding handicapped students 1 2 3 4 ‘
02. Clarifitation of district policy for educating handicapped students. , 1 2 3 4 w
03. \Roles nd responsibilities at the building, district and state levels. 1 2 3 4 & ‘
04. Coordination and administration of specig services programs. 1 2 3 4 |
a 05, Due Progess in special services procedures. . ' 1 2 3 y
g '
. 06. Effective\procedures for identification, referral and placement of
handicapged students , 1 2 3 4 .
07. Case discussion, staffing and other dlagnostlc procedures
What must be done, why,how, when? 1 2 3 4
08. Rationale and philosophy for mainstreaming hafidicapped studenys. 1 2 3 4
09. Effective techniques for integrating handicapped students into . .
regular classr 1 2 3 4
L
10. Clairification qf the meaning of “least restrictive environment”. 1 2 3 4
11. Development of an effective communication system among .
* regular educatiop, special services and administration. . 1 2 3 4
‘ . 12.  Alternative environments for providing services to handlcapped students. 1 2 3 4
- 13.  MgBing effective Use of dnstrlctW|de support personnel. ~ ’ 1 2 3 4
14. Developing an Indjvidual Educational Program (IEP) for each .
handicapped studeht. 1 2 3 4
15.  Assisting regular classroom teachers to improve the educat'on of "
) “  handicapped students. ) 1 2 3 4 X
) 16 Curniculum refinement responsive to student needs and classroom
* management * 1 2 3 4
) 17.  Understanding the criteria for each of the handicapping conditions 1 2 i 3e .4
18. Correlation between class size and the programming of handicapped :
students. 1 2 3 QA 4
‘19, Technlques for improving active parental involvement and support
T~ _____ in the education of the handicapped student. 1 2 3 4
, 20. Within the last five years have you had or do you now have an -
identified handicapped student in your classroom? YES NO
¢ ° * . /
21. _ Are there any other topics or concerns you would like to see addressed? YES NO
LN ) Please specify: !
- . .
Optional: _
. \ » ~ -
‘ - Name: ; School Phone: Home Phone:___

ERIC
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Aruitoxt provided by Eic:

. 01. Help in materials development

»

TELEPHONE SURVEY ¥

Name:___- - . o
LEVEL: Elementary: <« Junior Hightme —___ Senior High:
SCH0,0LZ G RADE/SUBJECT:

The NIN Task Force is now develo})kng our proposal for our staff development plans for next year. Our
charge is to develop activities to adi classroom teachers in dealing more effectively with their students, especially
those with handicaps. We hope you will provide specifi¢, information which will help us to design our program.

We have a questionnaire which will take a maximum of ten minutes to-r\omplete Do you have time to answer
now, or when may | call you back?

These items will relate to the questions which ranked highest on our Needs Assessment Survey Which of these
areas would you like to see included in our staff development program? Answer : YES

02. Assistance in curriculum modification .

03. Consultation at time of need ) ‘
04. Demonstration lessons

05. Joint planning time with Special Services personnel
06. Aude time for tutoring

07. Aide time for materials development

08. Technique for motivation

09. Behavior management

10.  Classroom management (grouping, fhdividualizing, use of centers, games, etc.) / ~
11.  Scheduling L8

12.  Informal Diagnostic techmques

13.  Methods and materials to a|d peers in acceptance of handlcapped chnld/ren
14. Techniques for effective use of aides and/or volunteers in workmg'wnh handicapped students

15.  Application of district standards to evaluation of mainstreamed student’s progress in classroom
16. Other: -
For mainstreamed students in your classroom, would you like help in providing instruction in any of these areas.

EEREEEEE R RN

IIIII'IIIIIIIIII.I

— Developmental Reading ——  Physical Education

— Content Area Reading ' Music ¢
— Language Arts — Art i

—— Math —.  Practical Arts (home ec,
—  Science . typing, etc.)

—— Other:

One of the major concerns indicategi on our Needs Assessment was the development of our effective communi-
cation system between regular and special education. Some of the items just discussed may help to alleviate the
problems on an individual basis. . Answer: YES NO
‘Do you feel a more encom passing cemmunicatioh problem exists? —_— —
If yés, do you feel a more effective communication system should be developed? — —_—
Another concern indicated \‘Nas the procedures for identification, referral, and Y

placement of handicapped students, do you feel these district procedures

need to be improved? _— —_—
In planning our program, there are many formats that might be used. Which options would be attractive to you?

3

INCENTIVE : TIME .
—. College credit —  After school — _Release Time .
—— District inservice credit — Weekends __ summi® iy
— Personal growth i
. FORMATS '
SpeakerAecturer Building level workshops

College courses .~

Material production workshop
Consultative Services
Simulated classroom

Idea sharing seminar

Hands-on workshop
Demonstration lessons

Smal! group discussions -
Workshop/class with fGllow-up consultation
Individualized instruction (learning packets)
Diagnostic-prescriptive team as consultants
Establishment of professional development center
Mini-workshop (short, single topics)

Other: 37
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DATA ANALYSIS
(Guide) ¢

Prepared by

N]N/C.olorado Staff

e /

e

National ,Insefvice Network
Indiana University

" 12853 East Tenth Street

Bloomington, Indiana 47405
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‘'« DATA ANALYSIS (Guide)

At this stage in the needs assessment of the NIN project you should have. (a) identified pos-
sible staff development problems within your education unit, (b) developed an action plan to
verify (check out) whether or not the perceived problem exists, (c) implemented the verifications
plan, and (d) compiled the results of the problem versfication. ‘

{

So, what will you do with this data? Where do you go from here? "The answer to this will
depend on the size, complexity, and nature of your plan. At the simplest, data analysis may.be a
team member reviewing the results, drawing conclusions, and reporting verbally to other team and
staff members. At its most complex, data analysis may,involve elaborate computer processing that
resufts in a multi-volume research study on a Iarge:rsag:ge, corgprehensive plan. Obviously at this
stage of the needs assessment process the task remf@)

ns simplistic and then gradually becoming
more complex. . :

[}

The immediate questions to be dealt with are how should this analysis of the verification data
be done, and how can we better prepare ourselves for the complexity of the next ptase, analysis
of the needs assessment data. .

-
-

Included in this data analysis packet are categorical definitions, grid worksheets (one for prob-
lem verification, one for the needs assessment proposal) and a three-way test for involvement in
decisionmaking. These definitions, worksheets and explanations may be used for introspectively
contrasting what you have accomplished and how you can use your data results in forming new
diregtions. . .

Categorical Definitions for Analysis Grid '

A. Data Gathering Method(s) — t'échniques uged for problem verification and potential needs
assessment. . ; /?e

1. Effectiveness — What methods were used? How effective were the methods in accom-
plishing the activities? Did the fnethods provide the information you thought they
would get? : '

.
o

2. Adequacy — Were the methods appropriate? How appropriate were they and to what
degree? Could you have developed miore appropriate methods?

3. Efﬁciency — Are there other methods which could have accomplished the same results
at a lower cost (i.e., time, ‘'money, personnel, etc.)? Could you have altered the same
methods and made it more efficient? ! )

B. Target Group(:s) — Listing of the respondents used for data gathering.

1. Percent Contacted .gnd Percent of Responses — Actual numbers from the verification
. stage .- ' ..

: ' .

2. Relevance — |s the person or group most affected by the decision represented?*

-

3. Expertise — |s theAperson'or*group*who’ha?expeﬂ*knowiedge“on*‘rhmbfétrréﬁréf“'”"m

sented? . ]

4. Jurisdiction — Is the person or group who will be responsible for carrying out the
decision rgpresented? . v ° -
W ’

C. Side Effects — What are the anticipated/unanticipated and desired/undesired side effects
of, the resources, strategies, methods, ahd objectives? To what extent did these side effects occur?
What unanswered questions evolved? Whatare the anticipated next steps?

- -
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. ANALYSIS GRID 1 .
Steps .
, Data Gathering Method(s) Effectiveness | Adequate Efficiency
a
N
J

. .
5 /\ ' °
. .
. ° ]
/—\\ . . \

b

“Target Group(s) %.Qontdcted % Responses | Relevance Expéf'tise Jurisdiction

|
| )
I
. _ |
. . X ,\ -
| | ‘ |
o \ . |
_ 3
|
.\] .

Side Effects - Unanswered Outcofn& Next Steps
. Questions
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‘ ® : - : . ANALYSIS GRID 2
T & . Steps Problem Needs
Verification / \Asesment -
‘ ) Plan . Plan :
M S
Data Gathering — . : -7
Method(s) - !
&
~ ’ '
- °
- L]
t
Target Group(s) “ % Contacted / % Responses % pontacted / % Responées

. ’ ) ) d
. t
.
.
.




l ' .
A 3-Way Test for In\voivement in Decisionmakingi ~

7 One of the most critical parts of the decisionmaking process is determining who should be
involved. Unléss all relevant constituencies are identified and included in the process, the decision
made runs the risk- of being stabotaged. . - ‘
¢ >

There are numerous models one could refer to for assistance in structuring the decisionmaking
process. A very simple system, The 3-Way Test for Deicsion Makmg, can be employed to assure
appropriate_representation. It is based on the premise that, in any decision, three points of view
should be represented: relevance, expertise, and jurisidiction.

-~ .
Relevance draws forth the point of view of those wifo will be most affected by the decision;
for instance if you decide to substitute a resource room program for formerly self-contained specijal

education classrooms, parents, special education and regular classroom teachers will be affected.k(-

. Expertise includes the point of view of those hoI?ng‘expert knowledge in the area of the
decision, for instance should you want to insti urriculum about handicapping conditions
in your middle school, persons such as parents with handicaps, curriculum specialists, and members
of the local association for Retarded Citizens may add expert knowledge.

Jurisdiction considers the point of view of those responsible for |mplement|ng\the decision,
for instance, thould you want to form assessment teams in each of tﬁe schools in your coopera-
tive, principals, heads of psychological services, or area consultants may have major responsibility
fqr lmplementlng the plan. ) - -

When a true decision is to be made, one can apply the 3-Way Test to evaluate whether all the
recessary and appropriate-constituencies have been consulted:

1. The Test of Relevance: Is the person or group most affected by the decision represented?

2. The Test of Expertise: |s the person or group who has expert knowledge on the subject
, represented? 7 J

o

[s the person or group who will pe responsible for carrying out
the decision rep 8f; « .

’ e N -

.
4 . . . -

I4
*The 3:Way Test for\lnvolvemen; in Decisionmaking-is adapted from Robert G. Owens, Organi-
zational Behavior ;'n Schools, Prentice-Hall, 1970. -

~
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ASSESSMENT PROBLEM SOLVING
(Exercise) '

Prepared by

Jake Blasczyk
Linda Beitz
and
Indiana GSPD Staff

National Inservice Network
Indiana University
2853 East Tenth Street
B‘igomington, Indiana 47405
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L ASSESSMENT

. PROBLEM SOLVING ol .

A
- .. please use scrap paper when solving questions . ™
:
»~ R ~ - .
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. N ’ ¢ 4
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ot
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/ o oo " PROBLEM 1

. .~ A PLANNING TEAM MEMBER JFROM X -PLANNING DISTRICT HAS ASKED YOU

TO . REGOMMEND ONE BEST TECHNIQUE FOR COLLECTING NEEDS ASSESSMENT *
INF'ORMAT,ION.}\QIHAT WOuULD %E YOUR -RESPONSE? ,
v § . ‘. . v ' J °
. . - g ) % . - §
I‘, "&? N [
/ \ . . I
/ . .
" J
. a " 5 .
) )
°
- \
| I
‘\ / : - : v
- 4 x
/ -
‘e . - . -
- - » ~ *
/ s *
l i ) . ,
] : T 4 - \_
[ . ‘\
. " ~
E 2 N
Y Z 1
o ‘
‘ ’ ¢ . _\ ¢
-‘ “ ,f‘ * -
Q ‘ .0 . ’ . '1 3-&
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ANSWER KEY

; ¢ o

. Any response @at includes a statement that cautigns the person to avoid reliance on the use’ of

only one technique or method for collecting information. Using two or more procedures increases
the reliability and validity of results. T

ERI!

Aruitoxt provided by Eic:




; - A\ PROBLEM 2
® G ‘ ‘

-

- g .
A SUPERINTENDENT FROM A LARGE, RURAL.COOPERATIVE FROM A WESTERN
] STATE.

IS VISITING YOUR PLANNING DISTRICT. E IS VERY INTERESTED IN '
RECEIVING INFORMATION ABOUT E

FECTIVE NEEDS ASSESSMENT, INSTRUMENTS. ’
LIST AND DESCRIBE AT LEAST THREE INSTRUMENTS

U WOULD RECOMMEND.

74




Any of the following are acceptable:

interviews
telephone surveys
questionnaires
checklists .
content analysis of existing records
obkep/ation’ ‘
group process techniques '
Delphi technique
testing

" hearings ~

Task force/con'ﬂnittees
sampling \

\
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P Do . . —— » 4 PROBLEM 3
3 ! .
* BELOW JS THE ASSESSMENT OF ANCSPD PLAN. PLEASE REVIEW AND JUDGE
WHETHER IT TS ~L{HE MINIMUM CRITERIA . OUTLINED IN THE NEW EDITION .
©Of THE “PERSONNEL DEVELOPMENT PLAN FOR LOCAL SPECIAL EDUCATION
PLANNING DISTRICT§"”. 'YOU MAY USE A COPY OF THE DOCUMENT AS A GUIDE
FOR SOLVING THIS PROBLEM.
' W{LLAMETITE VALLEY NEEDS ASSESSMENT > N
. . . ,
The planning team conducted needs asse‘}sment with the cooperation of buildings principals
. and other administrative staff from March to June, 1980. All staff (100%) had one or more op-
~ ' et porturiities to participate in assessment activities. @ :
: o
Quantitative Assessment: ’ 2088
. . General survey —;\ - Form A for all regular instructional and administrative staff in March and
April; 1380. - | ‘
, * Form B for ecial education staff, Aprul 1
Central Elementary School staff completed a needs assessment questronnarre as a prelrmlnary
: . activity in January, 1980.
( -
( Qualitative Assessment: ‘ )
- | , ‘
: . The Nominal Group Process was used with the Sara Migh staff in January, 1980; the L.D./
. ' Mi.M.H. staff in January; the eech-Lapguage and Audiology staff in March; and the Mi.M.H.
staff in April, 1880. : - co . -
Interviews of selected and requested staff were done with 50 persoms across all disciplines and\ &
assignments using a formal interview format. . ) }
Prioritizing and weight'ing of data were done at each assessment event. *
‘ Results of Needs Assessment: Séope of Needs _ R
Personnel Group® Identified Needs .
= Mi.M.H. St"aff * 1. Howdo | change the attitudes of students taward the learning environ-
— . N=16 . Ngent?“
’ 2. Stimulating parent intérest and involvement in thé program.
v ¢ 3. Curriculum development and imdividualizing for reading and math.
4. How to teach about sexuality, morality, and values.”
5. Practical methods for.managing behavior and Ie(arnmg problems
- L.D. /Resou{\ce 1. Knowledge of P.L. 94-—1Q2 and how it affects all teachers
\ Staff - 2. " Awareness of educationally unique chlldren and how to seek assistance
N=8 for them. |
= 3. How.to modify programs to meet special needs )
., 4. How to create a good learning.atmosphere.
A ) ' 5. Altenative short- 3nd lgng-term grading techniques. ,
6. Flexibility in teacrﬁng&fr\eness, and development. ~ . \
‘ ' et .
f .
-5, e
Q - . ’
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Personnel Group

Central Elemen- -

- tgry
" ON=17

Sara Junior High

' N=50

L4

~

Instructional”

Staff Interviews
Nf27 .

Speech/Audiology

Staff
. N=8

.

-~

Administrative

Staff Interviews

N=10

.

‘ Elementary

. 1 €ACheErs

Secondary
. Teachers

-

a

R

§

LA W

v T

e

R

Ident|f|ed Needs ‘ -

W

1.

S

el

1.

%

Awareness of Special Education legislation.

Procedures for identification- referral and placment of handicapped
students. . b

Effective techniques for mainstreaming. -

Assistance in improving instruction by regular teachers for handicapped
students.

Techniques for stimulating motlvatlon listening, thinking and self
directior. - )
Individualizing instruction.

Identification of handicapped students.

Management of students with emotional and behavior problems
Mateflals development — leveled.

Help in materials development.

Techniques for motivation. - .

Behavior management.

Methods to' aid peers in acceptance of handlcapped children.

Locating and using reliable tests for auditory skills.

Knowledge of specific tests of ability and achievement — strengths

- and weaknesses.

TR W

-—

5’

Defining the role of the Speech clinician with the leafng disabled
child. -
Information about mental heaLth programming.
Language mterventlon with readlng problems, phonic, etc.

v\
Improving public relations.
Improving the education atmosphere in our schools.
Behavior mahagement — discigline.
Management of the teacher contract. ) .
New teacher orientation. ~ + )

¢

Awareness of specnal education legislation and affect on regular edu-
cation. . P ) .

‘Guidelines for mainstreaming.

Differences in learning and developmental patterns in normal and dis-
abled individuals.

j » .
Dealing with frustratjons, insecurities, and fears with respect to working

with handicapped students.
Choosing apprapriate informal testing techniques.
L]
- . L ]
Selection and use of informal assessment procedures.
Informatidn about mainstreaming. . .

Technlques for detérmining a student’s level of performance in subject

matter areas.
Stimulating motlvatlon thinking, and self control.
Characterlstlcs of educatlonally umque and handicapped students.

.
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The plan meets the following criteria:
procedures used to determine needs are described.

while personnel groups are Iistedﬁe plan states that ‘all

ANSWER KEY

3

staff had one or more op-

portunities to partjcipate” percentages of each group assessed is not given.

plan does not place in priority order per_sonnel groups identified as needing training.

topical or content areas of inservice for each group is listed.
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"PROBLEM 4

/

LIST AT LEAST THREE QUALITY NEED ASSESSMENT PRACTICES RECOMMENDED
BY THE NEW INDIANA CSPD “PERSONNEL DEVELOPMENT PLAN FOR LOCAL
SPECIAL EDUCATION DISTRICTS". ¢ o :

+




v

ERIC

Aruitoxt provided by Eic:

o1

Any of the following: Vo

ANSWER KEY

1. Using two or more procedures for collecting needs assessment information, e.g., sur-

veys, interviews, analysis of program review reports.

2. Assessing at least 10% of the total numbers of personnel in all pesonnel categories.

3. Assessing local gtrengths as well ag local needs. ,

4, Conducting an annual assessment.
ki

-

5. Providing feedback on the results of assessments to participants.

. $
6, Developing a timeline for futlre needs assessments.

. v H
~

-

¢

.
—



PROBLEM 5

REREAD THE ASSESSMENT SECTION OF THE CSPD PLAN FOR PROBLEM 3. THIS
TIME IDENTIFY WHICH RECOMMENDED PRACTICES WERE USED BY THE PLAN-
NING DISTRICT. YOU MAY- USE .THE ANSWER KEY FOR PROBLEM 4 AS A GUIDE.

123
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The following recommended practices were used: -

. practice number 1. -

practice number 2.
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Inservice Best Practices: The Learnings of General Education

N ‘ ' . - s
' " The general education literature on inservice is vast and yet surprisingly convergent. There is
near-unanimous agresment that, (a) the current status of inservicg practice is déplorable, (b) hard
~ research in inservice is meager, (c) broad- based conceptualizations of inservice are lacking, and

-\ (d) the very meaning of the word “inservice” is problematic. But there also exists substantial
- agreement as to what constitutes several “best practices’” of inservice education. For example,
|2 few would take issue with the proposition that it is important to involve the clients of ingérvige

in planning their own programs. This propos|t|on or statement of a best practice is well sup
in the empirical research on educational change.’ Other best practice statemient, perhaps equally
potent, can be gleaned from the non- enaplrical literature. What follows is an attempt to describe
a composite model of exemplary inservice education derived from a selection of comprehensive
sources and basic references in the field. .

The_method used to draw inferences and reach generalizations about inservice was a crude
~ form of “meta-analysis,” to use Glass’ phrase.” That is, an analysis of analyses was conducted in
ot orde) r,/to integrate findings. The criteria used to decrde on a best practice statement were empirical
support, cogency of argument, and repetition of mentiofi- in the literature. The_result of this
process is a consensual listing arranged fhem;atlcally that represgnts, at least to a degree, best think-

ing abowx best practices.

r Sources included the following among others. major studres of educatidnal change sponsored '
by RAND? and I/D/E/A/%; a summary of inservice teaqher educatlonvSponsored by the Nationgl
Center fot Eddcational Statrstlcs afid the National Teacher Corps recent state-of-the-art analyses .
of.research in inservice, change, |mplementat|on instruction,’® curriculum “‘postsecondary educa-,
tion,’? and school politics’ %, recent collections of writings about inservice representing drverse
‘points-of-view? posmon statements of teachers’ unions!% reports supported or released by state
~, education agencies’%; plus illustrations of experimental situations and consensus reports of ‘working
‘ groups.’® |h essence, an attempt was.made to survey aflreasonable selection of the most current
and authoritative literature available. * *

For heuristic purposes, and in order to arrange bsst practice statements in some Iogic'al configu-
ration, it is usefil to differentiate three domains of inservice, the procedural, the substantive, and *
the conceptual. (See Figure 1.) Each domain entertains distrinct questions to be decided in parti-
cular ways according to specific criteria, though it is clear that each is grounded iff the others.
The procedural” domain includes chiefly political questions of control, support, and delivery of
inservice- activities, "5 d it relies upon negotiation in order to achieve consensus. Procedural ques-
tions such as when should inservice activities take place are political because they require ap
aflocation of resources. An example of a substantive quéstion, on the other hand, is how should
inservice sessions be taught7 Within the substantive domain, the criteria for deciding issues are
technical. Deciding in what-manner ahd sequence to teach needed skills is, after all, a problem
requiring considerable technical xpertise. Within the conceptual domain, the questions are more
philosophical. What are the purposes of inservice educatlon? Logical reasoning is needed to answer
conceptual questions in a manner that is cogent, clear and consistent. \

. " Certalnly one best practrce in inservice is to match problems with appropriate problem-solving
strategies. £ for example the question at hand is what whould be taught in an inservice program
addressing the needs of regular educators who serve handicapped children — a substantive issue —
then the polmcaz question of whether or not a full-time teacher should delive§ the program is

. irrelevant.’ 7 Technical expertise js called for in this instance, not political support. Similarly, con-
ceptual questions concerning the coherence of statewide inservice poIrcnes cannot be decided by -
substantive expertise alone. Again, there are appropriate and, therg are inappropriate ways to try,

. to solve problems. Confusion on this point has served to exacerbafte difficulties in all three domarns

!“\/‘of inservice. ) .
S . ' oy . - .

¢
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Within each domain, one or several statements of best practice, usually-phrased in th formof
prescriptions, are presented for various functions. Each statement is corroborated in the kterature
under review; however, citations are listed only f(/r representative points raised in support or by

way of explanation. . . . N
—t . . . v
\ . Figure 1: The Three Pomains of Inservige
\' Procedural Substantive =%  Conceptual
Domain *  Domain Domain
A
What sorts of political - technical 7 philosophical .
questions are b .
entertained? ut .
. " . " . o .
How are by ‘negotiatien by expertise by logichl reasdging
these questions  among parties derived from . )
decided? to achieve a . empirical research ‘
reasonable " and practical . R b
consensus ' experience
What are “"best”  such as these: such as these: such as thede:
criteria for ‘ openness effectiveness. \ consistency . .
. evaluation? fairness . ' adequacy" clarity °, o
s e T 4 laccountabllltyi.. releyan,cy o cogenc'y , ', "
- What'isthe . a democraﬁc} a sound a coherent - )
“idéaf typel? contextfor © - - inservice conceptualization ',
WL e ee s inservicce‘uzc ! Brogram of inservice
Examples >° =~ strateglas for L f’\‘tl;“e process’ inservice theories, ) .
' controllmg, s and.content perspectives, and ¢
-supporting, and o hinservice - - rationales
. : delivering .-, - . . * -~ . - »
. inservice - /e 5 : )
LY “ - .

" . Best Practices in the Procedural Domain . . x. fg
it
Control F‘bunétion. “ Inservice is a power |S§Ue for teachers .thus the procedural function of
control looms Iarge in the Tliterature. p(zl' uest n who' is responsible for inservite teacher
education remains open. But becayse no S|nQe groyp controls the inservice education of teachers,
control is described in terms of parity in decisiSnmaking, the %harnng of resources, and cooperatlon k
to achleve common ends. The password in discussions of inservice control, it seéms, is “‘collabora-
tion.” « ~ . . VA s

N
- o .

L) . -

+ 0 * ! . . ) . 4 " . o
' I. Decisionmaking should proceed as an authentic coflaboration of inservice clients, providers
and relevant constituencies. The corollaries to this prescription jare that decisionmaking  should
involve all those affected by inservicé decisions and be as close to their situations as possuble and /"‘
that decisionmaking should represent the shared, interests; of ‘agencies and major interest groups. .
T BN . . T LT . X . .
There are two clusters of support for this statement of best pgactice. First, the inservice educa-
tion of teachers cannot reasonably be expected to come under the control of any one group, and
so collaboration in some form is Iilkely to become the standard means to arrive at reasonable con-
sensus. As far as teachers’ organlzatlons are concerged, &n openentled demand for teacher-control
—— of inservice would be nncompatiblelwnh (amw Sther. pringjples) the Iegal preécedents emerging
‘ ‘{ . . . o
~ ¢ \‘
b . . . . )
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from the right-to-a-suitable-education litigation for handitapped and other students.’® With regard
i - , 1o institutions of higher education, there would appear to be a fundamental conflict between the
‘ academic role of the university and the rightful needs af_public schools for inservice programs!?®
Neither is it likely that state and federal bureaucracies will take control of inservice, for, to re- C
apply the thinking of De Tocqueville, the functions of education in a federal system may be cen-
( trally overseen but not centra'[ly administered, or at least not successfully.??

Second, sound educational reasons exist to collaborate in decisionmaking, among them. to
improve the quality of inservice by gaining multiple perspectives, to increase participants’ sense
of ownership, tp create a climate’in which joint planning and operating are encouraged, to enlarge |
the circle of participants, to reinforce the notion that decisions ought to be made on the basis of o

\compqtence rather than positio‘r_i, and so on.?! :

Support Function. The general education(gterature adeguately recognizes the commonplace
that insérvice costs money. Materials, release-time, a professional development center — in some
cases these and other ‘expenses may be prerequisites for effective inservice programming. The

i problem is that inservice remains everyone’siissue and no one’s priority. Money committed to in-
-+ servith is"Usually paltry, but then this is not due to any inherent legal or administrative constraints.
Alternative forms of collaborative fumeing that do not violate the authority of local education
agencies appear to be possible.?? For certain, a best practice in inservice is that inservice programs
should be adequately supported, preferable with long-term, hard money. But other supportive
. factors, not necessarily costing money, may just as feadily spetl success {(or failure) for inservice.
> ‘ .
B " Il A, The incentives for participating in inservice programs should emphasize intrinsic profes-
sional rewards. The corollary to this is.that there should not be disincentives. inconvenient times

or locations or other factors that would penalize participation. i

. ‘ !
The research literature does not support the notion that extrinsic rewards such as extra salary
‘ . .credit, extra pay and so on, will induce teachers to work hard planning or participating in inser-
vice programs if professional fhotivation is absent.?3 TFhe effective implementation of inservice
requires, in a word, human support — personal contact and interaction among clients, planners,
< . providers apd consultants, and the growth of a profe\ssional supportive culture.?*

‘ . v

II. B. Jhseritce programs should be explicitly supported at the outset by district and building
administrators, " Although teachers work best with their peets in planning and sharing activitfes,
the attitudes of principals and superintendents are important to the success of their work. Involve-
ment in inservice requires extra effort on the part of teachers who need ta feel that their contri-
butions” are recognized and appreciated by administrators. Thus formal institutional backing,
very early on, is required to legitimate teachers’ efforts and to coordinate teachers’ plans.2® =~

.y

- . .

[l. C. Outside.agencies/consultants may be helpful in supportive roles. A corollary is that
outside agencies/consultants should offer neither too much nor too little_help. The purpose of
consultant work is to help teachers adapt, not adopt innovations;:and to help them learn how to
solve problems rather than solve their problems for them. Oné way to structure consultations in *
a manner helpful to teachers is the "“advisory approach’ whereby- consultation is made only at
the request-of a teacher, it is limited to the teacher’s expressed needs, and it takes place at school
during schoolzours.?6 A second way for consultants and their agencies to be helptul is to organize
and operate statewide dissemination systems of information pertinent to the planning and delivery
N of inservice” A third option is for consultants to help form temporary task forces of inservice.
«.planners in local school districts and then to make theirservices available directly to the task ,

forces as needed.?” . .
¢ - -

*

Delivery Function. yThe effective delivery of inservice requires that specific étter_ftion be di- |
rgcted to implementation strategies, to design issues, to the principle of assessing needs, to staff,
‘ . and site questions, and to the problem of evaluation. The general education literature hag-a-great
Y . . v
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deal to say about each of these brocedural issues, and there is a fair amount of agreement as to
what constitutes best practices. As is the case in current discussions of control and support func-
tions, cajlaboration is a fundamental concept.

Il. A. The implementation strategy should include continual prolﬁgssié'nal growth activities
and the local development of materials, within a framework of collaboratjve planning by partici-
pants.. The idea behind locally developed materials, be they teachers’ guides or instruments to
monitor interaction in classggoms or whatever, is less to “reinvent the wheel” than to furnish an
impetus for modifying and adjusting matgrials and programs. So too with continual training and
support activities — each instance of m‘t’é%:étion'provides an occasion for collegial sharing. Inser-
vice problems are never really “solved,” after all. The perceptions and priorities of people working
together in schools shift according to changing conditions. The collaborative planning of imple-
{mentation strategies is thus a viable response to a situation in flux.

% .

lIl. B. The design of inservice programs should be complex and ambitious. A corollary is
that inservice goals should be clear and specific. At least two reasons have been advanced in support
of ambitiousness and complexity. First, such projects are not likely to be trivial and routine. If -
successful, they promise to have an impact.?® Second, bold projects are more likely to appeal to
participants (and so to offer intrinsic rewards) than are more modest designs that may suffer from
associ®ion with that which has been tried in the past.2°

The dilemma is that complex, ambitious inservicg designs, though they promise more, are more
difficult to carry off. Conceptual clarity about the goals of an inservice plan to be achieved during
implementation and as a result of collaborative planning can increase the likelihood thif'thé goals .
will be achieved.®? oo :

. C. Inservice programs should be planned in response to assess needs. A corollary is the
interests and strengths of participants should {Iso be assessed. There is no quarrel with the idea
that the needs, interests and strengths of participants should be assessed in ‘planning inservice
activities. Further, there is empirical backing for the idea that programs should be congruent wtth
identified needs.®’ The knotty problem is, whose needs should be assessed, and how? Should the
needs of students, staff or programs be given priority? And what constitutes best practices in in-
servicg? At present, there are no consensual answers to these questions, few models, and little
evidence.’? . : .

. D. Inservice trainers should ‘be competent® The corollary is that each'gerson is often
his/her own most competent trainer. The question as to who should deliver inservice is now a
loaded one, and as a result some groups have taken doctrinaire positions, Research indicates that
teachers themselves or other practicing teachers are more successful leaders and trainers than arg
administrators or university professors.>® But the core issue remains competence, not position.

. E. The school site should be the locus of inservice activities. Of course tH€ exact nature
of planned activities should be determinant of location, but for most purposes the school site has
the distinct advantage of being "job-embedded.”’» At school, teachers, the environments of teach-
ing,"and inservice training can achieve a practical unity. Furthermore, teachers generally prefer
to have inservice activities conducted at school, on school time.?4 As far as planning is Qomcerned,
on,the other hand, there may be distin¢t advantages to moving off-site in order to garmn perspective
or-}ust to escape the “dailiness” of school, "

- % ’ -

H. -F. The evaluation of inservice should be a collaborative venture whose primary purpose

Is to assist with planning and\mplemeting programs. There is a large and growing literature_on
" educational egaluation, and there are more than several schoels of thought. sOne set of guidelings

for the evaluation of staff development programs, as syncretic as any, suggests that evaluatZ?’ge\

ongoing, public and explicit, unobtrustive, comprelensive, and informed by multiple source€ and,

variéties of data.’® That evaluation should be helpful to planningsand implementing program’ is
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apen to question. Neither is there & responsible objection to seeing evaluation as a shared activity.
The logic of collaborative working arrangements requires collaborative techniques with which to
evaluate . .

+ Best Practices in the Substantive Domain

. The focus of general education is the preeedural domain, not the substantive. Topics conceérn
ing the control, support and delivery of inservice appear more frequently in the literature than do
topics related to content or process, and-they are treated in finer detail. Clearly, the substantive
needs of generat educators are so diverse that it is impossible for #fiem to be addressed comprehen-
sively in general writings about inservice. But there are other reasons as well to explain why the
substantive domain is slighted. For one, substance is simply not as provocative as procedure. An
issue concerning the political power diménsions of inservice is more likely to spark controversy
and be discussed at length than is a problem havelng to do with, say,-instructional methods for
adult learners. - - ~ o~

-

Seogr?d, the emphasis on procedural issues reflects current themes in educagion as a whole.
{t is widely held by those who want to reform education in some fundamental way that the g“ieat-‘
est problem is control by self-serving elltes bureaucracies, or professionals. The solution is assumed
10 be more demotratic forms of governance = give the clients of educational systems, the stqdents,
parents and .citizens, more diregt control.>¢ A similar argument-exists vis-a-vis inservice, in that
now the clients-teachers are demanding more power. Increased collaboration is the slogan.

A comparison of general educational writing and thinking with that of special_ educatlon Is
instructive. In special education, the substance of inservice is less at issue partly because substantive =
prescriptions are embedded in law. The content of special education inservice is bound to include
due process, comprhensive planning, IEP’s, and other items included in Public Lay 94—1&?, tor
some years to come. Furthermore, there exists considerable consensus within the field of special
education concerning the value of diagnostic-prescriptive teaching. As for general education,
however, there is neither consensus nor legal mandate (except, perhaps, in minimal competency
legislation). For these reasons, therefore, it is difficult to come by best practice statements in the

) substantlve domain that achieve much specificity.

Content Dimension The literature reveals an emerging theme_having to do.with inservice con-
tent and the growing recognition of a currigular truism. The theme is that currlculum develop-
ment and inservice education are by naturg#o well matched that great things douldrcome from a,
permanent union. One recent volume fa|rly bubbles with enghusmsm for the “breakaway”’ idea of
integrating the two.? -

The truism is {hat if Spanish is beintj,taught you won't learn Erench. Or, the content of inser- -
vice 'will affect the outcomes., If problem-solving skills are not made a part of inservice activities,
then it is unreasonable t@ea that the activities will help teachers solve problems. This i’an
obvious point, but one often obscured in talk about procedures. Content does indeed matter in
inservice education, and it deserves more attention. -

IV. A. A content’of inservice should be derived from assessed needs. A corollary is that
problem-solving skills are likely to be a needed gontent dimension of inservice. The idea of prob-
lem-solving skills as a needed content is justified on two levels. On a first level, the learning style
of many teachers s probably more like problem-solving than anything else,® %and so the wisdpm of
teaching such skills is apparent. On another level, the skills many teachers use in teaching are them-
selves problem-solving competencies such as planning, classroom decisionmakjng, the analysi
classroom transactions, and action research®? The advan ntage of inservice content that emphasizes
problem-solving is thus its congruence with professional armng/teachlng styles.

IV. B. Inservice content should be directed toward changing teaching, not student behavior.
This presctiption has empirical warrant? ®as well as logical con8istency. Inservice -education is for
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professional staff members, not students. The content of inservice shoyld be designed for thosé
most directly involved — the teachers — and it should be evaluated accordlngly And yet there

‘ remains a nagging question, largely unexplored in the literaturer that' must be appended, namely,
. how ‘does inservice affect changes in chillren? The conceptual issue is theréfore who_ should be
- the ultimate beneficiaries of inservice? . . . ) )
! . i . ' » c

Process Dimension. Prescriptions in the process dimension of inservice must be tempered by
the finding of Lawrence et al. that "'no medium of instruction is broadly inappropriate or distinct-
ly inferior in the accompdishment of, the objectives of inservice education.”’#? A recent. review of
the research in teaching, however, has drawn several inferences as to hq_w to achieve greatest ac-
hievement. ~ A significant insight is that teachers should makimize the time for academic learping

. and minimize time wasted in r’nalntenance tasks.*? The implication for teaching/training in inser-
vice education is obvious. >
. ~ . . ) ’ ? < .o .

V. The procagss of inservice education should model good teaching. A number of good teach-
ing_models have been explicated in the literature, each having different characteristics and pur-
poses; the common prescription is to use them appropriately.?? The inservice literatu rawing
from adult learning théory, is more explicit in its recommendations. To “model good teaching”

. in inservice is coming to mean the following. encourage active learhing,, use self-instructional
methods allow great freedom of choice, involve demonstrations, supervnsed trials and” feedbacle
‘ and be adaptive to the real life condmons of, adults Lot " &
' Best Practices in the Conceptual Domain . . SN -
v
. ;/

There are those who take the synoptlc position that what is needed most of all in inservice
‘ ' educatlon is @ more adequate conceptualization, better theory, and a more accommodating ra-

tive programs and that what is most needed are tentative strategles 45 nsus on the role of

tionale.** Others take a different stance, arguing that theory is inherently unzle to provnde'deflnl-
theory in inservice educatiap is not likely. What consensus there is within the conceptual domain
is related to two fundamental conrgepts. . .

-

.

VI. *A. Inservice educatzon should follow a developglental not a deficit model. The devel-
opmental model of inservice education is one where teachers are seen aéf)eIng slgllled professuonals
who brnng unique abilities and positive attitudes to inservice. Teachers are not seen as,gneedlng
inservice training because they lack the necessary skills to do an effective job. The developmental
assumption is that teachers need not be weak in order to become stronger. Unforturately, the
developmental model is not widely enough accepted nor understood by hon-teachers even though
its truth is simple and undeniable: people try to perform up {or down} to e\xpectatlons

PAANGE :
' VI. B. Inservice should be an integral part of the total school program Suppqrt for this
rescription is stro‘ng Inservice should be “linked to a general effort of-the schoo rather than
being a "single-shot,” according to one review.*¢ Inservice should be conttnuous ‘ih the view of

the AFT.#7 It should be “the core of effective professional practice, hELS andzan essential element
of the educational process,’'*® accordlng to others. Few writers or, researchenswﬂl deny that,this

¢

statement is a best practice congept, butﬁeven fewer pomt to situations whe?e it has been whole- .

/ heartedly acted upon. - ~ 3

-~
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Figure 2. Fifteen Best Practices in Inservice Education
L ~ . .
01. Decisionmaking should proceed as an authentic collaboration of inservicé clients, providers,
and relevany constituencies.s. : *

N 4 » . >
Corolf&y: Decisionmaking should involve all those affected by inservice decisions and
‘be-as ¢Io%e to théir situatians.as possible. ’ :

. = v mma iy e s von . erm—me S o i e

Corollary: QDecisionmaking should tepresent the shared Irjférest of agencies and major
interest groups. * .

- v

02. The incentives for participating in inservice programs should emphasize intrinsic professional
rewards. - .
Corollary: There should not.be di§incgntivﬁs’—inconvenient times or locations or other
factors that would penalize participation. ’ L

03. Inservice programs should be explicitly supported at the outset by district and, building ad-
~~xinistrators. S ‘

. . \ - .

04 Ou1_:side agencies/cénSultants may be helpful in supportive roles.

-~ ®

Corollary: Outsie agencies/consultants should offer neither too much nor too little
help. ‘L . : ’

05. The implementatio® strategy should include continual professional growth astivities and the
local development of materials, ywithin a framework of collaborative planning by partici-
Qants.” - . « e

06. ' The design of inservice programs should be complex and ambitious.

Corollary: Inservice goals should be clear and specific.
07. Inservice programs should be plannedin-iesponse to assessed needs. N

™ . . ,
Corollary: The inte'resi;s and strengths of participants should also be assessed.

v

.).‘:;'«).,\

08. Inservice trainers should be competent# ' ' ~ . \ p
) ‘ . R
Corollary: Each person is often het/his gwn most competent trainer.

09. The school site should be the locus.of inservice activities. ,
10. The evaluation of inservice should be a collaborative venture whose primary purpose is to
assist with planning and implementing programs. T ‘

11. The content of inservice should be derived from assessed needs.

*  Corollary: Problem-solving skills gre likely to be a needed content dimension of inservice.

12. inservice c?ntent should be directed toward changing'teac‘hing, fot student behavior:
13. The proc.ess of ir;service ed'ucation should mod;el good tfeaching. &
14. inservice educatjon should ‘follox_y a’dev’ei‘(zpmentaﬂl, not a deficit modei.
15. Insér\ﬁ‘qe .s'hould be an integral part of thetotal school program. o
- 'y o o :
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Conclusion

An obvipus conclusion to be drawn from a review of general education-writings about inser-
vice is that real examples of best practice are harder to come by than statements of best practice.

. For those of us who plan and deliver inservice programs, own main task continues to be one of

praxis — applying supportable principles to the practice of professional development.

A second conclusion, no less important, is that the procedural, substantitve and conceptual

»

N

domains of inservice need to be understood in order to fit practice to problems. To insist that 51%
of an inservice planning committee be classroom teachers when the problem at hand is one of
finding suitable self-instructional materials, can confuse issues and block solutions.

But just as there can be teaching without learning, there can be inservice without professional
development. . All three domains must be properly aligned or inservice will surely Tail. Each do-
mains is integral to effective inservice, for fundamental political, technical and philosophical issues
are raised. Thus, in the last analysis, the task of inservice providers is one of synthesis.

+
-
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A Framework for Inservice Planning* - , \ t:
. 3
‘ s Framework for Categorizing Inservice Strategies ‘ .. a
Job-Embedded. — direct transfer,of training Job-Embedded .

to work situation on site, during school.

hours, around regulartfu nctions »
peer observation, intefaction, sharing
individual consultation
demonstration, ,modeling ~
committee work for program planning,
organization .
individualized self-instruction
team teaching

some combination of the above )
, A ]

{

Job-Related — indirect transfer of training
to work situation on or off site, after school,
weekends /
workshop-#Vith leader(s) - I
N . . teacher exchange
site visits
training packages
mobile CAl .
teacher centers
some combination mini-courses of the
above

°

t
. Job-Ditant —, indirect transfer of training
© to work situation credential oriented non-
site, after school, during ‘vacation, leave
college coursework
summer institutes
workshops for credit

Job:Remote informational,
oriented rather than job oriented
self study
conventions
conferences
journals or monographs
newsletters y

proféession

*Based on Bruce Jpyce: Models for Inservice.

-~

—

A\

Training agent TC/RRT '
Building team
Peer Demonstrations
. Expert Case consultation
Inservice Facilitator N

Job-Related 5
E xpert Demonstrations
PDC concept with or without follow-up
Instructional trainers Mobile Unit®
" Self instructional model
"Mediated course/staff facilitator
Cadre trai‘ning model . o

@

-

Job-Distant T )
College coursés e
Summer institutes/workshops v

with or without followup

" Job-Remote
Conventions
Professional library/Staff Speakers bureau
Topical conferences
Dissemination Center
. newsletter
. research reviews

N

oF

1

STy
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Instructional Strategies
\a‘\
‘Contexts for Inservice

Certain formats for inservice are best suited for learning at various stages, although a number
of formats can be adopted and combined. These foymats Tarry the participant from a knowledge
{awareness/interest) level through-persuasion_{apptaisal/trial)_level to a_decision level, in what we
traditionally refer to as training. It will be noted that the participant beginning in a passive role
becomes increasingly more active as he/she progresses through the stages. It can also be noted
that the inservice activities can become more closely embedded in the actual delivery of services
as they move towards decision levels. .

¢

v .

Lev_e_l N . Format

Newspaper .

Radio and TV ~

Films

Conferences

Professional Library I

Information Networks '

Idea exchange

Panel Discussion oo

Workshops

Brown Bagor Early Bird

Study Groups .

Retreats " ‘
' Camps

Prepackaged Programs
Videotapes and Critique

Role Playing

Simulations :
Visitations to Ot__h/e;r Schools
Teacher Exchanges
Demonstrations

* Observations of Other Teachers
Teacher Centers

Make and Take Sessions
Shadowing Other Tedcher

Peer Support Systems

Hands on Practicum

Problem Solving Sessions
Teacher Consultants

Personal Contracts for Professipnal Development
Pilot School Programs (Demonstration)

A"

Persuasion

Decision

Q ' 15() W ‘
» % -
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. C . Methods of Providing ir;serv e Education )
o N\ s e e
, ) - Developed by Carol Eby Through a Team Planmng Activity * »
» N
) The following options/alternatives for proyviding inservice educatlon are derived from a session
of the six National Inservice Network project feams in-Indiana, .
‘ 01 Observatlon of Other Teachers 22, Early Bird Sessions
. 02 VlSItatlonS to Other Schools - . 23.Short Team Sabbaticals
03. Demoristrations D ERE 24. Personal Contracts for' Improvement
_ 04. Shadowing . ﬁ;‘f‘{ _ .“‘:25.’Cr_isis Information Networks .
* 05. Hands on Practicum e 26. Teacher Centers . )
06. Video Tapes and Critique' ‘ .. 27. Weekend Options
Conferences R 3} . 28. Incehtlves. B *
08. Workshops ~ ~ * < ¥ 29, Carg s/PersdnaI Revitalization Centers !
Oé. Indistrict Qollege Credit .\ - "0, Prepqckaged Programs
10. Teacher/Children Tak¥offs/Exchanges .:' 31 RolePlaying,
1. Retreats - ) 32. Simulations .
12. Panel Discussiong ( o . 33. Structured |dea Exchange-
13. Summer Seminars.'" S “\’f’;‘l Filras ) :
14. Regional Study Groups >« 35. Indiana Higher Ed Tellegommunication Stm. .
. i 15. Release Time ‘ Ct “* " 36.Oneto One

16. Problén{ Solving Sessions 37. Professional Library ", / .

. 17. Building/Peer Support Systems . . 38. Pilot School Program
18. Teacher Consultants - . 39. Superstar Model ‘ ' l
19. Make and Take Sessions” _ , 40. Radio/TV ° .
20. Permanent Floating Substitutes 41. Newspaper (School) . i
21.Brown Bag Sessions , A, 42. Hotline

Carol‘ Eby is a State Coordinator of NiN/CSPD in Indiana. / .
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. Teachers need more awareness of the learning characteristics of mildly handicapped students

Teachers need t%chnlcal assistance n earlier developmental levels of their curriculum area {e.g., social studues English, science).

/1
PLANNING GUIDE FOR PROGRAM DEVELOPMENT .

This worksheet is to be used as a guide for recording your action planning ideas based upon your needs assessment resutts. We conjured up an example in an attempt to demon

strate how you might use this planning format. Our attempt was not to be exhaustive, but merely illustrative.
PROBLEM. Secondary level teactérs are not dealing effectively with mildly handicapped children mtegrated into their classrooms.

NEEDS RELATING TO ABOVE PROBLEM:
1. Teachers need mdwlduahzatlon techniques appropnate for secondary level.

_—

ources to facilitate use of individualization techniques (e.g., peer tuto?™, aides, volunteers, machines, etc.).

. Teachers need bemavior man%t skills for dealing with troublesome students in their classrooms.

. Teachers m:r.'d skills i

managing i

Target ‘Group

Benefits '

[N

Inservice® Delivery Lther Considerations

Methods/intervention

Consultation
Demonstration

D'epartmental
Workshops
N

tion"Child
rocess

Newsletter o
teaching tips
by local staff

Secondary
Teachers

-

< Secondary

Teachers

Regular team
members, Referring
teacher, Receiving
teachers

Secondary *
Teachers’

4

Occurs within the
classgoom

1]
.open workshop
outside of school
hours—

. certified credit
”~

. Building based

.on school time

. Possible certification
credit

. A way to communicate
. Provides recognition for
good staff

: Gerl\sulting Resource

v

Teacher

To be determined (from
pool of local staff)

’

Child'Study Team

. .
*

Building Administrator(s)
'y ‘

-
O

ERIC

Aruitoxt provided by Eic:

ADDITIONAL CONSIDERATIONS: -

Funding
Time
Place

. .

*You should begin to consider questions of wh*yill be

responsible or initiating. What current or future systems
ight be‘used (e.g., Child Stugﬁ/ Teams, Due Process Pro-
edures, etc.). : ' o
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Program Development (Exercise) n ) 'c

‘ Introduction ) ) -

>

Inservice can be designed and planned on several different levels depending upon soope\?“t
commitment to the process. One way to approach such planning in the local school distric
look at three levels of the plan. Oneone level, there may exist several and various types of ‘‘activi-
ties,”” for instance, a workshop, a self-instructed module, or a meeting. Activities might then be
grouped at a second level to form "‘programs’’ such as five workshop days a year to provide teach-
ers time to coordinate the curriculum twelve godules to facilitate more effective staff communi-’
cation, or an ongoihg committee to address mainstreaming issues and concerns. At the third level,
a "'system’’ may provide for inservice deliV®Fy through an all-encompassing structure to include
several programs and an infinite amount of activities. -

The system then becomes an ongoing, fluid, and responsive means of providing professional
development, which addresses strategies and procedures roles and responsiaélities of decision-
makers and consumers, and ownerghip and growth. "The whole is greater than the sum of its

- parts.” . . .

Many districts, when planning, do not consider such an approach, and therefore offer as their
"model,’”” programs, or series of activities to address currently |dent|f|ed needs. Others design
more comprehensive systems of personnel development. ‘ )

L <
Direction - . — Yoo

s 2 —
4 .

Following are some examples of local school drstrlcts inservice delivery models. Some are
more comprehensive than others. Some of the plans are multifaceted while others are farrly narrow.
.. Individually, read through the descriptions, making notes according to what ‘models or oomponents )
. of the models might be worthwhile for you to consider in your*planning and what strategres you .
‘ - might avoid. .
Alternatively, the group could identify the three examples tgey like most and the three ex-’
amples they I|ke the least: Be prepdred to share your reactions in a group dlscusslon

 Portland has a focus of training prrmarrly regular educators and a limited number of specral
educators to become "trainers of trainers’’ creating a “ripple effect’’ in preparing the total body
of educators to work with the handicapped. Highly. trained project facilitators act as resource _
, trainers, consultants, models, demonstrators, etc. in offering an individualized program of instruc-
/ tion to meet the needs of educators.
. e - < L~
. - Project Elite begins by formthg a cadre of special educators as consultant teachers to assist
N regular educators with the implementation of P.L. 94—-142. Through systemwide staff develop-
ment! preparation, inschool demondration, and practicum experlence teachers will develop skills ~
needed Tra|n|ng ‘curriculum clusters’ and “‘training labs’’ are also developed by consultant
teachers, - . o .
) - . ¥
The Jock School System has created a demonstration/visitation center for its own district
. use and also For administrators and physical education teachers from other districts to visit. It
f proposes to dissemiante the awareness of handicapped education through physical education
using a peer teaching concept, individualized instruction, the use of task analysis, perfqrmance,'
objectives, specially designed curriculum- materials for handicapped learners, and administrative
-and support staff training related to implementation procedures and responsibilities. Come and ,
visit the Jock Model School Demonstratlon Center. See it donel! :

a

’ Operatzon Ivory Tower opted to take advantage.of an offering of a local unlverslty as their
) . ’ training model. The, program consists of a set of twelve modules which are self-directed andin-




-

. .

»

clude video- tapes study guudes follow-up activities, etc. The management is computerized, so no

- additional pergonnel is needed. The model 1s designed for regular educators who are or will be

* .
b

assuming educational responsibilities for handicapped students.

nghthouse School Department beams a model utlllzmg building-based teacher assistance,
teams directing inservice defivery based on the needs of the staff within the ‘ind ividual buildings.
A central district _team coordinates the building efforts and designs districtwide professional de-
# velopment concerns. Although administrators are represented on both the building-level and
district-level teams, the administrative team also meets to direct itw own, agement team build-
ing activities. ‘Needs assessment, planning, and evaluation are ongoing.
Tube Township offers "‘televised inservice” in the form of eight TV programs and sixteen
training modules based on identified which are based upon a needs assessment of the total staff.
Two personpel preparatnon consultants and six staff development trainers manage the |nserV|ce
delivery. » 2 ‘

Project Burrello is a building-based model designed to train regular education teachers. Pro-
fessional development is provided to teachers during school hours by peers who have demonstrated
knowledge, skills, credibility, and empathy for the regular classroom teacher. Regular teachers
dentify a peer they feel is a "'functional instructional leader.” That teacher (one from each of five
buildings) receives training during a one month intensive summer program in special education
diagnostic and management techniques to return to his/her building as a full time teacher consul-
tant responsible for the on-site instructionat training of colleagues. Consultation is ongoing. Each
year new teachers are trained as consultants wl‘llle the others return to their regular classroom
assignments.

-Emerald City’s Project is designed to train regular classroom teachers to work with education-
ally handicapped students in the regular classroom. Through three, one week summer workshdps,
a rationale for integration of handicapped and non-handicapped students will be developed. Addi-
txonally, a seminar will be-held each month of the school year <

Project Lzmzts (Learning Induvnddahzung and Mamstreamnng in a TlreSOme Style) |s a praject’
which lnoorporates the handicapped mafstreaming concept into the school district’s curriculum

.

.

through nine inservice days a year utilizing current materials for teachnng instruction: This, by the ‘

way, is for everyone — regular and special educators. ¢ ' ®

Total Ed (Teaching Opportunities to Assure Learnihg in Educational Diversity) is devéloping
a Resource Specialist Prograin designed to be responsive to the-unique needs of handicapped indivi-
duals. As a result of this training ptogram which has four components (staff development, com-
munity, involvement, parent participation,.and instruction), all academic and vocational teachers
‘will gain skills and attitudes necessary to reeognize student capabllltles and help with the educatuon

, and eventual employment of the handicapped.

Loosely-C'oupled High Schopl individuals plan their own inservice road maps. During and
after taking graduate level courses, attending professional conferences and workshops, and reading
independently, they share successful strategies, techniques, and materials with one another on an
as-needed basis. ' . -

Demo, through the EieveIOpment of three demonstration-training centers, proposes to model

_ the efficacy of programs for the handicapped in regular education. Teams of regular teachers,

resource specialists, administrators, parents, preservice teachers, and’university faculty will rotate
through the centers for two, five-day intervals while trained substitutes will assume regular class-
room duties. While at the fraining center, the training audience will progress through a generic
core competency set which trains teachers as they are encouraged to teach. The two traihing cycles
each broken by two intervals of intensive fo!low-up in the home classroom, will enable participants 9
to apply a diagnostic prescriptive instructional model in their regular classroom instruction.
. ¢ .
. * [
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Innovative Schools faculty used the intervention-implementation-dissemination "approach.

FPnncnpaIs and central office leadership staff, classroom teachers, special educators, substitutes,

and parents will learn the skills, understandings, and attitudes necessary for their respective roles
in order to provide for effective integration of handicapped and non-handicapped. A "‘Buddy Sys-
tem’’ or one-tosone training is the method used to create a pyramid effect of professional devel-
opment beginning with school-based facilitator-teams. .

Strands, utilizing some released time every other week and after school blocks of time, offers
mini-courses, workshops, and meetings to address the identified needs of all staff members. A
district-level team, a representative group, is the decisionmaking body During the first year some
outside consultants will be called in for work in skill areas and for the “training of trainers.”” During
the second vyear, and years to follow local people Wl?” become the primary trainers with some tech-

nical assistance from the state department.

’

Burnout School District, after an exhausting planning phase including needs assessment, de-
cided to,chuck their overwhelming 810 volumeg and piles of data and hire an inservice coordinator
who was destined (though little did he,know not having bgen through the efforts of the planning
phase) to follow the same tracks of the oqgmal crew and repeat the processs of assessing what
people think they need. His task was then to single-handedly “facilitate”” the provision, ghereof.

<
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Abstracts

Colorado Springs School District Number 11 ‘
Demographic. Colorado Springs is the second largest city in Colorado with 52 schools serving
32,000 students. Eight of the schools are on a year, round basis. Prominent ethnic minorities
consist of 10percent Spanish surnamed, 6 percent black, 1 percent &riental and 3 percent. Ameri-
can Indian. *
» -
Description. The program proposes a four-part planning model for buildings to follow, consist-
tg of needs assessment, planning and implementatioh, evaluation, and group dynamics process
ills NIN Resource Teams will assist individual schools in the project to follaw the planning model.
The NIN model for the development of a comprehensive staff development program is designed
to meet the growth needs of the individual administrator and teacher. It will provide building
staffs with the awareness, knowledge, skills and attitudes to meet one or more of the objectives
through the use of a comprehensnve plan for staff development based upon a building level planning
model The program will capitalize upon in-district staff and outside consultants to train the
respurce teams which will provide selected building staffs with inservice progfams to meet their
identified needs related to the objectives. - .

¢

@ 7

{
~_ District 11 has established gc;als to guide the efforts of the professional staff. Goal number 1
at the elementary and secondary level is to enable students to develop and use skills commensurate
with their abilities, interests, and needs. Management objectives to accomplish the goal provide for
the skills necessary to plan, implement, and ‘evaluate each part of the curriculum. Specific focus
hs been given to the follownng objectives. to develop a realistic plan to- meet the specialeducation
needs and requirements of the District 11 students and provide for handicapped students“who

" are served; to plan, pilot and implement programs for gifted and talented and to provide man-

agement skills for district personnel. Lo e

.

.r Dl ”
The prgsent inservice program of ‘District 11 has been developed to |mplement new programs

" and provide additional skills to teachers in existing programs. Some of the methods used for pre-

senting inservices are early release days. After work hours, vacation periods, and professional days. *
There is no set number of mandatory days to be used for inservice, but the program is a flexibie

one which is based upon expressed needs. The Instructional Materials Center staff, the Administra- -
tive Assistant for Staff Development,and.the Coordinator of Special Education Inservice are respon- \/
sible for providing, evaluating and coordinating inser'vice‘a;tivities.

1

Major Objectives. (1) develop skills for input into decisionmaking at all levels, (2) develop v
and model cemmunication skills of_listening and expressnon (3) develop skills and attitudes and
provide time to emhance growth in conflict resolution and problem solving, and (4) improve coop-
erative planhing between §pecra| education and regular “education to provide instructional alter-
natives. =,

. Evaluation. The evaluation of theproject will be conducted in severgl ways. First, there will

be an évaluation of the success of the NIN Action Plan. Also, each participating-school will preparé
a summary evaluation of their p,grcelved outcomes. Another aspect will include an on-site’evalua-
tion by a team comprised of one member of the NIN Coordinating Team and other district per-
sonnel familiar with program evaluations. The purposes of this team will be to determlne whether
the objectives of the program are being met and to make recommendations and commendﬁt‘lons
to the particular schools. Through tonsultations with staff members and students at Bich school,
the on#%ite evaluation team w:ll verify the staff's perception of the program effectlveness contained
in the building staff's evaluation report. ' P

* N . - : S
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+ Demography. Bath is an urban/rural coastal community located approximately 35 miles from
Portland the populatjon.represents a wide range of socioeconomic group with 3 heavy influx of
transcient summer residents. The district supports six elementary schools with eight to 10 profes-

. sional staff, a junior high school {40 staff) and a high school (56 staff). All schools are within a

maximum of five miles from ohe another.

Management Structure. . Enthuslasm and energy in the Bath_school staff run high. Over the
past two years all staff were involved in the design and implementation of a "’management model
that will allow the key members of the eductional communities to develop and implement strate-
gies which create growth promotmg interaction among staff, students, parents, and others who have
an influence on all children.”’

<o

» [}

‘4 Central to the development of this system was the formation of the DISCO (District In-Service

Committee) and TATs (Teacher ‘Assistance Teams). The primary purpose of the Teacheg Assis-
tance Teams, which were formed at each building, is to utilize their skills to help classroom teach-
¥, special educators, and support personnel at the building level.

. Level: .

To monitor the building le‘&eﬁﬁnservice budget

To negotlate for consultant time, in-house vnsntatlons in-district visitations, out-of-district

visitations.

To improve teacher skills by exammmg alternatives.

To function as a peer problem-solving group.

To effectively.use the TAT problem-solvmg skills to resolve classroom concerns.

To implementthe objectives estabhshed in this project proposal; namely,

a. Toidentify, develop, adapt curriculum, methods and resources.

b. To assist staff, substitute teachers, parents, and community volunteers to work as ef-
fective_ members of the educational team.

c. Toyassist the community in understanding more clearly the needs of the handicapped
chifd.” .

7. To develop a momtorlng plan for all activities implemented at the buuldmg level; i.e., nego-

tiate problem identification, problem focus, program planning, implementation, evaluation .

and adaptat|on

N =

- -

ok w

3

Membership of each TAT included the principal, a special educator and regular educators,
including a member of the DISCO. Specific operatlng procedures were determined by each in-
dividual TAT. Some utilized a voucher system through which all teachers received a minimum
number of vouchers which they could use’to support activities enhancing their professional growth
(within guidelines). Other TATs accepted inservice requests on an as-needed basis. All teachers
were involved in inservice activities.one way or a'nothgr. All TATs met weekly or biweekly.

N

The District inservice Committee, which met monthty, is described below:

1. Membership

Superintendent of Schools ' . a
Assistant Superintendent of Schools . .
Director of Special Services . .
Director of Vocational Education . . T .
Principal ’ ' |
Special Services Staff Member ‘ . v {
g At least 4 classroom teachers. ’ : ' |
2. Term of Membership — rotating for teachers and administrators.

0 Q0o
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4. Will work with the building prmcnp?ﬁm establishing the Teacher Assistance Team.
‘ . a. Criteria for selection to include leatiefship, demonstrated ability to work effectively,
with special needs children, to adapt technifues and curriculum, innovative ideas, works

well with other staff, interest in staff development process.
5. To monitaggthe inservice budget and negotiate with building Teacher Assistance Team .

° 6. To implement the objectives established in this project proposal; namely,
. a. Community wide inservice.
. . b. Continued development of districtwide communications. -
c. Assist with reduction of work-place stress.
d. Implement the formative and summative aspects of the evaluation procedure.

a4

Both the DISCO and TATSs were supported in their efforts through a three day retreat conduct-
ed by outside consultants, held in the start of the school year. The purpose of the retreat was to
train members to function as a supportive peer solving group. A productlveg\me was had by all.
Ongoing support sessions were also held.

Needs Assessment. The format for the: needs assessment was based on the process modefl
assuming that all of the educational staff are members of the “’planning team,’’ it was agreed that
attempts would be made for reaching all staff on a personal basis to ask “Where’s the rub? Is dis-
satisfaction present in our schools or school system?’’ . -

»

problem identification following an initial needs identification meeting with all administrators.
4 Fifteen different groups, including K—12 school building staff ‘and committees were involved in
the process. The follov'ving process was used: ’

1. Working alone, each member defined in writing, one personal or mdnvndual problem ahd
" ' ) one organizational problem. .
In round-robin fashion, problems were shared and charted by the recorder.

Bath’s NIN committee members were individually assigned specific groups of staff for initial

3. Will have organized no later than October 1. - . \

2.
3." ‘New problems suggested through this process were shared and charted.
—4. Probiems were discussed and analyzed by the group with the recorder helping to clarify
in order to reach a reasonable consensus abaut suitable problems.
5. The problems were then collapsed into fmal problem statements utilizing the criteria listed
N below:
ar Arethe problems derived from commonly felt dissatisfactions?
b. Are the problems defined as economically as possible?

b . c. Are the problems phrased in such a way that they are open to redefinition and re-
' wsnon? J
. d. Arethe problems adjusted to the means available for solving them’ '

e, Do the problems syggest new steps?

3

mmittee, utilizing the same criteria and the committee resulted with a specific five point
problem-focused need statements.

*  The problem-focused needs assessment formaéutilized by Bath and the validation of the initi-
ally identified problems was again determined to be one of personal contact as opposed to ques-

li;lbof the problem statements collapsed within each, group were further collapsed‘by Bath's.
NlN

tionnaires and paper surveys. The following action plan for validation and final needs assessment

was established:

-
3

1. Select additional people from each school unit to sefve in roles of leader, recorder and

‘ P observer. Criteria for selection was skill in group process. \

2. NIN Committee'to write simple fole description for each person.

3. Establish focus for data to be analyzed. . . inservice implications? Long-term goall‘? Gene-
‘ . rate questians to get outside observers responsés to group dynamics.

, S , - PN
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NIN Committee to trarn new people to run groups. -
The following questign to be‘resppnded to by every staff ‘member in. the school unit meet-
ings looking at each~ ﬁ the five problem statements: “What changes would be made so
that | would recognize that we have done something about the problernas it.js.expressed?”’
6. Following school unit responses to above question and reeeipt of all data from leader,
recorder, and observer, thé next step was for the NIN.Committee to\anafyze the data:
a. Categorize data accordrng to IeveI of responsibility: (1) burlding. (2) district; (admtnl- .
strative), and {3) ‘inservice (NIN). . e
Frequency count, reIatrng to common changes -

Source, grade, department, teacher- admlnlstratlon years of experience. ) A "

Look at observer’s data as compared to recorder sdata.

Talk to outside observers. ‘ P)

Compare to existing data from other sources in systems, are there parallels; If not,

why not? Compare,with five year assessment and- 1972 community school survey.
The final step in needs asessment was to take the analyzed data and develop plans of action

at three distinct levels in order to adequately, meet the needs_expressed and prioritized. These -

three levels of "actlon?' were determined and all needs assessrnent data catagorized appropriately;

o &

-

~Oo Q000

1. Building level {needs which were common t%speclfrc schooI units or appropriately ad-
dressed by building staff wrth administrator).

2. District level (needs which®were common throughout teh school district; however, these
needs most appropr’ately addressed by the Central Office administrators [superlntendent s
office] and appropriate re€ommendations are presented for principal’s review and passed
on to teaching staff). . . .

3. Inservice level (needs which were common to the specific areas of concern addressed in the
original needs assessmept ¢ document’ and‘felt to be appropriately responslve to the Inservice
programs of the school union. .Many of these needs aré addressed through ongoing com-
mittees and programs. Bath’s Inservice Proposal to the National Inservice Network ad-

' dresses needs contained in this categorization}._ . . .

)

On May 10, 197§, the Bath: NIN Committee met with all the union administrators and the
chairman of the School Board. At that time, the building administrators presented thejr action
pIans developed with and for therr‘burldrng staff to meet the expressed needs at the burldrng level.

The Supetintendent and Assrstant Superlntendent presented the’ Central Offlce action plan to
the exprgssed needs of the District Level.. The entire group was involved in considerable discus-
sion concerning these plans, at which time additional changes and additions and expangiens evolved.
The Chairperson of the Sthool Board participated in this discussion. It is interesting for us to note
that thrs is the first meeting with cross representation, including school board, when such open,

.and drrect commumoatron wasevident. | AR

2

* . : -

In s_ummary», ‘the needs assessrnent accomplished as a major part Union 47's involvement with
NIN was the beginning of a new eommunication process for the entire school system. The methods
ut|I|zed in conducting the needs assessment, were all process-oriented and inter- and intra-personal
in nature o \ . . . - .

Desprte the fact this process teok many man hours of individuwal and group trme valrdrty was
‘rated hlgh One hundred percent.of the edycational staffrwas involved and discussion was honest
and open. Observer’s records and therecorder’s writfen summaries of the leader’s group manage-
ment techniques correlated with each other and it is worthy to note that teacher’ s need statements
and-change responses are valid, . - o . LN . e

. o ay

A ‘second validation of our needs assessment and on'gorng colfa‘boratrve planning was accom\_,h
plrshed by a Bath tearr; site visit to New Ha\(ert C0nnect|cut Public Schools Project REISE The

¢
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site-visit teamrreported to Bath’s NIN Committee that our programming of handicapped children
in the least restrictive alternative was at a significantly higher level than New Haven. It was felt
that Project REISE did not sufficiently involve, staff and go through a collaborative planning pro-
Cess. .

The project description which follows is a direct result of collaborative planning. Planning to
assist needs, not the least of which is personal involvement and commitment.

Staff Development Design. A wide variety of staff development activities and programs were

held in Bath this past year, in resp, to teacher needs, building needs, as well as district needs.

A sampling is reviewed below: :

. acommunity disabilities awareness week
visitations to programs in ?‘?er schoqls s

participation in the Learnirg Institute in Boston (a real plust) 2,

noise pollution week (indjuding presentations by students from Baxter School for the

Deaf, films, discussions, cu inating in a total school nonverbal hour)

trading classrooms = )

mini-courses utilizing the skills and fatents of community members -
aldistrictwide newsletter “’chalkbodrd.” .. °

Gary Communiy School Corporation *
L N

Participation/Needs Assessment. This plan was developed with the participation and guidance
of a task force comprised of regular/special education teachers, administrative staff, and—xepresen- -
tation from the Gary Teachers’ Union and Parent Advisory Council. The contact person is DI;.
Frank E. Wade, Director of Special Education. ; T, .

A NS

_ Needs_assessment data was collected utilizing the following methods: (a) surveys, (b) indivi-
dual interviews, (c) group interviews, (d) workshop evaluation review, and (e) analysis of the Pro- ..
gram Review prepared by the Department of Public Instructions ’

. General Objectives. The resuit of the needs assessment p}ocess was the identification of the
following objectives to serve as thévfocu‘s for staff development in 1980-81. -

°

1. To increase awaren’ess of federal and state mandates for speci_a4 needs students.
2. To increase skill and knowledge related to the design and implementation of IEPs. ,
3. .To share information about the concept of building based teams and to support imple-

to. mentation of thé same. “
&, -

4. To jncrease knowledge-and skills in the areas of resource identification and materials adap-
tatibn for individualization of instruction.
5. To increase awareness of handicappihg conditions. b =

- B. To increase awareness and skill relative to system identification and referral procedures.

The groups to be provided insrvice through this plan include: (a) general/s;‘)ecial'education

- administrative and instructional staff, (b) child study teams, (c)\yuilding screening teams, (d) par-

< ents and volunteers, and (e) ancillary and support-personnel. '

Semple of Activities. \\(a) hiting of a half time coordinator for bersonnel development, (b)
continuation of consulting teachers [2] to assist in implementation of the plan, (c) workshops,
(d) media dissemination, (e) d Vﬁlopment of a fibrary resource unit, and (f) individual/small group

- consultation. \ ™, - '

<

PR

.

Evaluatign. The follaNing methods will be employed to gather data on the effect of individual
activities as well as the overall effect of the plan on the school system: (a) pre-post attitugje surveys, »

-
»
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_ summaries of teéam activities, and (e) continued on-going needs assessment.

(b) pre-post tests at workshops, (c) evaluation questionnaires, (d) verbal self reports by participants,
and (e) group interviews at individual buildings. »

Dissemination. (a) information sharing by individual staff at monthly inservice sessions to
report respective activities, (b) local neWspaper articles, (c) school newspaper articles, (d)" union
flyer message about inservice activities, (e) curriculum council will be requested tQ include inservice
on its &qenda,\and (f) participation by inservice staff in activities of the Indiana CSPD Project
with other Indiana school districts. : ) |

(4
+

. a
o
-

Covered Bridge Special Education %operativ’e .

Farticipgtion/Needs Assessment. The personnel devélop%xent plan was the result of the efforts
of a steering committee and task force. Membership on each unit consisted of both special and
regular, educators. Throughout the development of the plan, efforts were made to inform admini-
strative groups, teacher groups, school boards, and parent groups. Contact perspons are Barbara
Baer, Supervisor of Elementary Special Education and Eileen Lantz, Staff Development Director.

The needs assessment was done using the foIIowiqg'methods:

Openended telephone lntervrews with 15 elementary teachers.

The administration of a questronnalre to 19 schools by two-member teams.

A mailed questionnaire to general education administrators.

A follow-up telephone survey asking indepth questions. .

A review of recent surveysconducted by one of local districts.

A review of P.L. 94—142 and the Indiana State Plan for Fiscal Years 198] 1983 ¢
Nominal group process wrth special education teachers. . . i u

NoogswN =

¢
-

Results of the needs assessment process are displayed according to the following*perspnnel
groups: general education administrative personnel, general education elementary teachers, ele-
mentary principals’ association, and special education teachers.

‘General Objectives. The 198081 prim.aryl objectivegvas to implement a building based model
for delivering the general education component of the % The model reflects thelTeacher Assis-
tant Team Concept as outlined by the ""Teacher Assistanee’ Model for Mainstreaming Hapdicapped

Childy@n" {a Regular Education Inservice Project) at the University of Arizona. Stages for the

implementation of teams were outlined by a tnme-lrne with burldrng teams operating by February
(31 four-member teams). .
A .
Sample of Activities. Activities for 1980—81 were directed toward team trarmng They includ-
ed workshops with follow-up once the teams were implemented. .
Euvaluation. The following procedures were reported (a) mid-year evaluation by-the Teacher
Assistant Team Consultants, (b) written survey, (c) informal interviews, (d) review of written

-

~ L4 L -~

Dissemination. The following methods were reported: ’(a) sharing information with selected
groups, (b) newsletters, (c) written reports, (d) group presentations, and (e) slide presentations.

~
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. 3
. . ’ 2 Ev(‘zl‘uatzon ) ,

The evaluation of inservice has been problematic for educators. As with other activities in.

‘our field, the impact of inservice on students has been difficult to measure. The NIN has approach-

ed evaluation as an opportunity to both describe and judge the inservice effort, and to provide

feedback to all concerned. To this end, evaluation is,viewed as an on-going and emerging process

' & that should be responsive to the many groups affected by inservice. NIN involves inservice pIanners

in evaluation through both training and practice. -Planners are exposed to both quantitative and

qualitative methods for evaluating inservice and are encouraged. to select methods based on their

’ ability to provide the desired information in the most appropriate format. The materials included
in this section represent a variety of ways to meet the goals of inservice evaluation. . L B

, ~ ¢
An important strateg;; in dealipg with the topic of evaluation has been the modeling by the
core team of a variety of evaluat% techniques, SampIe evaluation forms demonstrating different
*-45.~»‘—~evafftation~methodsha!;e been included in this sectipn, e e

[
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\ Facilitating Group Planning and Evaluation® # ~ K4 |
‘ i . . \
‘ \ v As planners of staff development you were asked to design an evaluatlon component as part .
" . ‘of your plan. Though many of .these plans were initially well thought out, experience has demon- -

.. strated that-once grograms are lmplemented unanticjapted changes occur (’te staff turnover, loss
W of support decreased time, ,etc.) requiring planner§ to either alter or “force-fit” théir "original , . =
_ plan.” ( Well, eVaIue‘mon is certainly no different. Gonsequently, we have found that during p % ’ N
. ject |mp1ementat|on |s an o;iportune time for planners o reconsider their evaluation design.,

> . To begm “fet s take an introspective look at whére you are_now in your work, and Iater ac- )

v tually design an%val‘uanon process to assist you in refinding.your work . a

o %
. . : /

>
.

'-~Phase I ’

-

\,‘ A What ha&ou accomplished as a planning unit to date . t~>ffov;ts you (individual/group) :

feel good about?, One usefiT tool to document your accompllshmen{s is the experiential learning ~ v
.cycle., This procg*ss can be used by individuals as well as groups. When used by grdups, the process 2
tends to produce synerg%End, and more thorough reportlngé‘(l e. persons recall more about their ’
experlences resulting in a comprehé‘hsuve mosaic of the planning process as it unfolded in the|r
respective educational unit/district). Note that step 4 of the cycle, generallzablllty,refers to both
actual applications of ,thﬁ,, learning/principles from the NIN planning process to other problems
or concerns in the schaol as wellas to potential applications of these I%rmngs/pgrmcuples ’

— s -
' < -

. vl ¢ “q Experiential Learning Cycle? . RN ) L
» 1
5 T e : .
Concrete, personal experience
s o o 1 ) 8
y .= ‘ vy
. Generalizability, ; H ._Documentation
application of . Q observations, .
, salient learnings .0 . * reflections.
< situations (what happened?)
. d oo . ’
. . . ’ .Formulation of concepts, “rules,” <.
/ <, principles learned from the : .
H . ’ ele&mg process. . AN o * ‘
[} - . - ) - e . -
- ] . - - .x * " . ., .
: Worksheet , . ( : ' ; + .
. ' . s J - ' . . :
‘ . - /
. 1. .Concrete, personal experience . . t ~ ®
‘ ! + T “ P ° ] b - »
a . P ) . ' ! R ’ ’ <
. 2. Docymentation, observations, reflections (what happened?) . .. t o
. ’ . | oo Ve ’
. » . N ’ . . . ' ot b
. ? . » .
[ . . . .
3. Formulation of Concepts, “rules,’”” principles Iearn’é(fo’from the planning process ... .*
» . “',,, . 3 ’ ' . .
L - N . 3‘ ' \ - ‘a o -
| ‘ 4. Generalizability, application of salient learnings to different situations... * . - S
\ * N <’ i ’ h 6, !
. . ' w . N N { « ! R ] . »
‘ . .. Ao, o, - " .
» . . ! N i . - » . T
¥ *Adapted from the worlef Kurt Lewin| A . e «
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. <~ B. What-would you like to piish . .". this year, next’year (end- of NiN involvement or
’ . ) ‘beyord)?. . ) )
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C., What are the hindering and/or helplng factors which elther’encourage or prevent the achieve-
L ment of your desired accomplishments: . - - R Y
. Do we have any influencé over any of these forces? ™ © .
- Can the effects of any helping forces be increased? How? . : L
. Can the effects of some hmdermg forces be reduced? H%w7 =L " .
. What new forces might be generated to help carry out the strategy? ’ |
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D- How would you go about evaluating your efforts as a.ﬁplanning task force . . . ultimately,
providing information which would help you do a better job?

AL~

-]

Evaluatipn Matrix

’

-

3

What questions would
you like to have .
answered? '

What is the source
of the informatign?

»
Qe

Which methods/ - ]
" technique would ,
* you use,to answer

.the questions?

Who would -be
responsible for
. collecting the

, answers (data)?
W,
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"
.
»
-
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E. Review the completed matrix. What do yqu have? Isa design emerging?
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F. Shoul& other questions be added t6 the matrix? Who will take ultimé%e respo'nsibility for

compiling the evaluation data collected? N - . .
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Assumptions ‘ N , .
~ ’ . ,

The .development of ah inservice plan is consndered a key part of the inservice plan&glng and

_ implémentation process, the plan should be viewed as a ‘conceptual and organizing centef®iece

" whieh is dynamlc rather than static, a starting point and direction-guiding tool; and, as a plan for

E-4

the developmant “of a syzsteMatlc approach to the governance of mservucé’ rather than just the

" delivery of a program. W ® 5 . W’

~

-
*That the key features of the tralnlng process; e.g. collaboratlve decrsuonmaklng, team building
and team ‘work, involvement of eventual participants lm program design, solutlon negotiation,
etc., were modeled in the training-pkanning process in order to encourage similar modeling by
local tearns and local prdpdsals.  ° ¢

s ’ . s

Each proposal must substantively address the follovs_/ing:

[ 3 ) ’ ' o ) - -

1. A commitment to the improvement of services to special needs students in terms of the
obyectlve of least restrictive placement and delivery. Project activities should impact on special
needs students and/or all students but should not impact primarily on other specnflc target popu
lations such as glfted and talented, slow learners, etc. s

~

.o . - o

2. ‘A commitment to identified inservice best pragtices with emphasis on collaborative deci-
sionmaking during implementation, inservice and professional development as both an individual
and organizational responsibility, and the support of inservice which allows practitioners to bg,
not only the subje'cts; but alsd’the agents, of qharpe. . _ e

3. A commitment to the development of a system for the long-term governance and deC|

snowaklng of local inservice programmrng and professmnal development
]

4. A recognition of the needs fqr system and team~ma|ntenance {stress management)r as well

.as for the dellvery of an inserviee program. N s °

5. A commltment to respond to sharlng the results of inservice programs by havrﬁg persons
visit* on-site or By limited and selected off-site opportunities; this commitment should include the

willingness to explore the potenUals for creation of an on- golng communications and sharing
network. . ° ¢ . . -

. % * . Y
The foIlownng checktist and evaluatlon form for participants is iptended to be*used as an aide
in the organlzatlon ahd development of your plan and describes lmportant components of the

plan whlch should be, addressed . v >

. P . B
) el .
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Plan Components afig Necessary Items:

No

Comments

Abstract: Clearly and corfeisely summarizes
the plan .

1. Describe purposes and intent of plan

2. Provides overview of plan

3. Is brief

4. Is clear-free of jargon

) N,

Introduction: Describes)the local school
district

“1. Includes number of buildings

2. Includes number of students *and staff by
building

3. Describes existing inservice/staff develop-
ment efforts L

‘4. Clearly identifies the problems or neéds

. resburces of the grogram t

4. Describes other relevant prbgrams or infor-
mation r'eiating to th¥ plan

G

&

Problem Statements/Needs Assessment - .

T. Provides an overview of the problem iden-
tification/needs assessment process +

A Indicates who was involved

3. includes how information was gathered
(mstruments and summary of results sh9uld
be appended) . .

to be addressed by this pfan .

5. Is of reasonable d|mer1sions,' not trying to
Ive all the problems of the district

6. iear

7. Is®toncise

s

Prggre;m Objectives

1. Are related to.identified problems or needs

2: Are clear and specific

3. Areinterrelated {hang together),

4. Describes tite populations that will benefit

5. Impact on special needs students and/ér#
allstudents '5 ‘

6. +Are within.a tlmeframe (Year I, lII or

* . combination) ; .

.1);,\1

Methods: Deschbes thé actrvmes o achleve’
the objectives

1. Are fogically related to program objectives

2. Aye-reasonabile in scope glven the time and

3. Are clearly stated including timeJlnes
- . .
target audiences, resources needed and
persons $r group responsible '

4, Are muitidimensional (ndt just one type
of activity e.g. workshops by outside con-
sultants)
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. Evaluation

. Plan Componen‘s'and Necessary items:

YES

NO

1-5

Comments

Organizational Systam/Structure: Provides for
an ongoing system of inservice/staff devel-
opment

1. Desctibes how the system will operate
responsibilities and function) e.g. decision-
makjng, coordination, planning, evaluation

2. Des¢ribes who will beginvolved (member-
ship) and allows for personnel turnover

3. Provides for active involvement of the
recipients of inservice/staff development

4. Provides support“to those involved in co-
ordination of prograrp e.g. release time,
specialized ‘inservnce(?activities (team or
system maintenance ~

& Involves administrator and School Board

supportrand approval R

1. Presents. a plan to collect information for
ongoing program redesign and mod:fica-
tion (formative evaluation)

2. Presents a plan for détermining program
effectiveness: at the conclusion of “Major
"* components (summative)

3/ Includes what ‘type of informasion will
be collected, how, when, and Dy -whom

4. Uses a vefiety of ways to collect data in-
cluding documentation of events’

5. Seems feasible ~

/-

<

Dissemination

1. Describes what has_been or will be done
+ to share the plan with others jn the district

2. Includes activities to share actlvmes changes
and learmngs with others in" and outside

the district . bl '

Budget .

/

. Includes a narrative budget relating ex-,
pendnures to objectives and activities

id

~a
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‘ . Individual Iriterview Question? . ',
Sample A ' ' ‘. . . o - -

1. How have the activities in this year's workshops helped you in the development of your CSIsD?

i d
' . - . % . )
3

- ) y -~
2. How do.you feeL about the focus on.a team effort for planning and implementing CSPD?

o @ ) J‘/ 4 A -
3. What has contributed to or hindered the development of your team this year?
] oL . ¢ .
4. Have your perceptions of the project changed over time? ‘
- &

5. How do you feel about evaluation based on your participation with the Project this year?
(Focus on wperceptions of the Project evaluation. model and whether or not they feel prepared
to design. an evaluatiog of their own plan.)

. ) /o . .

6. Can you project what some of your technical assistance needs will bé during the implerhenta-

tion of your plans next year? - j , .

Sample B - . : v :
1.. You haye participated with the Project for (length of time). How would you describe ‘what

+* " hasoccurred? What do you anticipate occurring next year?
< -

L

>

- .
- e .y

2. Did you utilize the peer dissemination network, i.e. find it uggful talkrng to individuals involved
from other planning drstncts7 How useful m%'it having all three sets of partlcrpants present

for this meetrng7 ' “ ’
. . : .v ’ !
. ’ ~ ) t ' 3 . ‘. - 4 .
3. What aspect(s) of thissmeeting were the most meaningful to you? Least? Why?
h > : =
" N F : . ' ' ' 5 *
3 . e N -

4 Given that this is our last méetgng of the year and possibly our last opportunity to meet with
" you personally’ before the fai&, do you have any contributipns, advice, things to avoid, that
you wauld like us to consider as we plan over the summer for the upcoming year7

.
i
.
\._ . |
.
R .
.




"NIN Summative Evaluation .

In otder for the NIN Project to adequately document its impacj ih the targeted districts iﬁ
Colorado, Indiana, and Maine, it is imperative that we obtain informatign from, individuals par-
ticipating in the NIN planning process. Consequéntly, we would like for you to respond to the

following questions as candidly-as possiple. o
1. Have district planners produced "‘staff development” programs “which have been adapted to the v
dlstrlcts needs and capabllmes? . .
r > R \
:
. . ‘ . .
2. What has ‘occurred in the classroom, building, district, and state department as a result of the
planning process? ' o
h -
3. What mcentlves have been dsed to encourage participation in the plannrng pfocess? -
. . a I
4.- How many of wh4f kind of persons (i.e. administrators, general and special educators, parents
etg.) were trained i
>
\/‘
5. What have you learned from this experiermce? ' : !
.‘ . .
p ¢
- 6. Who is using the learrfings from the erocess? .
woo rS \ ) r
7. What are the tangible benefits you have perceived as a yesult of this project? . .
. ~ )
- 4
8. Have you used the collaborative planning. process in )%her areas/problems in the dIS‘fQCt" uld
you participate with the Department of Educatign.again using this procéss to deal'with other -
problems/issues? : N ) oo
. . ) PO . ) _ .
' . A , . . »

¢+ 9. Can you provide additional ex;zmples of how this plann'iné pracess could be used in the dis-
trlct? With the Department of Educatron? Other organizations? . : ’

‘6\ .

‘ » N
v a LN B ‘
‘ .
«
~ .
. .

.




. . . / L .
t T . Session Evaluatio . i )

' . To determine whether or not the workshop met your needs and our objectives, we would like
for ‘you to give us your opinion on the design, presentation, and value of thisdy\(orkshop. Please
.« Tircle the number which best expresses your reaction to each of the items. Space is provided for

. your written comments ~

~

4 Evaluation Criteria — Overall Design

N 1. The organization of tha w&rk‘éhop wasi, ) Excellent Poor
‘ Co e .. ., 1 2.3 456 7.
, : . » * . - ’
- 1., 2. The objectives of the workfhop were: o . Clearly Evident s Vague | N
¥ o . ; - . 1234567 "
- - " ’ ’ ° " . v ’
o 3. The work of the consultant(s) was: =~ = _ E xcellent Poor /
- — _ N - - - 12 3 4-5-6—7—-  —
: . . )
) ) 4. The ideas and activitiés pres;rlted were: ‘ Very interesting Dull
o , . _ 1234567
T R ¥ _— - ( '
! 5. The scope (coverage) was: R Very Adequate Inadequate
. . . 1 2 3 4'°5 6 78
) . 6. My attendance at.this v;/prkshop should prove: - Very Beneficial ™ _ - No Benefit
. K . } ‘ ' - _ -~ 1 2 3 4 5 6 7
+ ‘ \ 7. Overall, | consider this workshop: } ":Excellen_t_g . Poor & -
. : ' . w1 2 3 4 5.6 7
N \
i s )
. ) , ' . 2 - ’
8. Do you feel a need*for additional information about )
. ' the following topics: o T, P ‘ ‘
. ‘ B , ‘ Yes No ¢
N ‘. a. Roles and Responsibilities of the Teacher as Consultant-Best Practices ’ _ @
b. Communication Skills . ' :
c. Trainipg Désign/Evaluating E ffectiveness ’
’ | d. Dissemination > |
s e. Pqgcumentation .
, f. Building Based Teams :
o ! g. rSupportihg Children in Least Restrftive Environments
L h. Identifying and Assessing Resources .
‘ i. Other: ;

FRIC . oo 0 185
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N ) N

Group Evaluation Form )

. ‘After you have each filled out the other evaluation form, we would like you as a group to:

+ discuss the following gestions and to record your discussion. You shodild appeint a.recorder who
would record any conserpsbs or commonality within the group as well as differences in responsey .
to the questions. We are not looking f):)r one group answer but rather to capture and summarize

P _ " your discugsion in response to the'questions. .

“ " o
1. What aspect(s) of the session does the group feel has been of most value? ;
$ - " ’ 4 .
s . ’ i &

V] . 1 . -
-

i
.
- a - " -
¥ . . 4
. PR .

2. What does the group feel could have been done better or differently? A .

wF
i

- N i .

< i .

. e e s e = .
- " I i o

- -

3. \\_Nhét has been some of the learnings of the group from this session? - e
. Vel -

: . ’ ) i

4 ‘ - . N ; we \
o
' 4. What are/ some reactions to this type of groug dlscussmn evaluation in general and as compared
‘ to the other evaluation form? . e ”
r . R ! . . &

< -
s




~ - First Planning Workshop — Evaluation’ Form
‘ 1. The major goal for \his workshop was to help build planning teams who
" begin to assess district’s needs. Please comment on how well you feel we accomplished this
- goal. . , - \

¥ : -
’ R
» |

-

.

, 2. Another goal of this workshop was to pr{Jvide an ®verview of the yeat and the planning se-
) \ quence. Please comment on how well you feel we accomplished this goal and what informa-
tion might.still be needed. : '

. ' » . . .,
) ¢
~ . f -

| . | K N
f T ~

. . . ¢
‘ 3. Please state a major goal of yours and comment on how we have helped or in the future might
help you achieve this'goal. P

« ’

4, Do you have any comments or bits of advice to share with us to help us in our planning for
the next sessions? )

’ . 2 A4 4

“ “ -

r v

5. We are hoping to help you build.a handbook of resourges (a three-ring binder), please comment .
on the materials we have included so far and describe materials you would like to see\included

> " in the future. . ' . //
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N Which areas are of greatest interest to you? .
\ . -
' . 4
X . -
Which areas ayg of least interest to you? ' ‘ .
. . P -
% é o e
’ ' ) . ., » - P - J" s A.
Additional infarmation which you feel might be useful to us: - . >
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*Simulation: SWIRL CSPD Plan- ) S
. o

Purpose ‘ .-

‘ |
|
\
\
| . l
The purpose is to experieﬁce critiquing a CSPD plan completed by the Swirl Joint Coopera-
tive. The basis for the critique is the checklist entitled “Plan Requirement Checklist.”” The mate; \ ’
. fals which are needed are an overhead projector with acetate or newsprint, plan requirement
“ checklist, and worksheet/Swirl JointCooperative.

Procedures
-

-

Step 1: Form small groups of five to seven mémbers.

Step 2. Instruct groups to select a task leader and a recorder. The task leader is responsible
for facilitating the critique. The recorder’s responsibilities include noting decisions made by the
grm(p on the Plan Requirement Checklist and reporting them tothe large group.
Step 3. Distribute one copy of the Worksheet/Swirl Joint/C_ooperative to each small group
~member and one Plan Requirement Checklist per small group. i .

Step 4: Instruct group$ that they have forty five minutes to critique the plan.
Step 5. Conduct a thir/ty minute debriefing for sharing the results of the small group critiques.

+ Some guidelines for'debriefing are: # k

P -

Reporting the results ac¢Cording to each section of the plan. ‘ \ ’

~ N ) @ . -
Asking one group to make a clarifying statement about or paraphrase what another gfoup

said. -
) . Askinga groin if their results were similar of different from what another @éted.

Paraphrasing statements made by the recorders.
I L] —
. . . . C
.+ Summarizing results” and recording them on newsprint or ah acetate for an overhe\ad pro:
jector. ’ .

¢

. -

Note: Before the simulation please complete the critique by using the Plan Requirement
Checklist. Share your results only if they are extremely different from those reported by any
group and after all groups have -completed their statements. ' This procedure is recommended
because the aim of the simulation is to achieve consensus rather than checking for the *‘correct”
answers, '

v




*Simulation: SWIRL CSPDPlan- . S

‘ Purpose ' - ]

- The purpose is to experience critiquing a CSPD plan completed by the Swirl Joint Coopera-
tive. The basis for the critique is the checklist entitled “Plan Requirement Checklist.” The mate 1 /
rials which are needed are an overhead projector with acetate or newsprint, plan requirement

" checklist, and worksheet/Swirl Joint'pooperati\}e.

4

» »

Procedures i

% h : ) -

Step 1: Form small groups of five to seven mémbers.

-

N . .o .
Step 2. Instruct groups to select a task leader and a recorder. The task leader is responsible
for facilitating the critique. The recorder’s responsibilities include noting decisions made by the .
groa(p on the Plan Requirement Checklist and reporting them tothe large group.
Step 3. Distribute one copy of the Worksheet/Swirl Joint/Cooperative to each small group
~member and one Plan Requirement Checklist per small group. N -
g Step 4: Instruct group$ thafthey have forty five minutes to critique the plan.
Step 5. Conduct a thiLty minute debriefing for sharing the results of the small group critiques.
Q' .  Some guidelines forldebriefing are: # k- _
‘ \ . Reporting the results a¢Cording to each section of the plan. o ’
~ 0 Ky ® : . "
Asking one group to make a clarifying statement about or paraphrase what another gfdup
said. ‘ - B ~
. Askinga grohp if their results were similar of different from what another @gted.
’ Paraphrasing statements made by the recorders. -
* . ——
- . . . ¢
.+ Summarizing results and recording them on newsprint or an acetate for an overhegd pro:
jector. ) |-
' |
I
P Note: Before the simulation please complete the critique by ‘using the Plan Requirement )

Checklist. Share your results ohly if they are extremely different from those reported by any
group and after all groups have -completed their statements, ' This procedure is recommended
because the aim of the simulation is to achieve consensus rather than checking for the “correct”

‘ . answers. i .
. | -

\ ~
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- INDIANA-COMPREHENSIVE SYSTEM OF PERSONNEL DEVELOPMENT >
) ' ‘ - " Special Education Planning District Local Personnel Development Plan

” Section II — Writing Format o . '
' Part I: Participation/Coordination. Identify the various personnel g'roups who participated
il the development of this plan, including generat education personnel, special education personnel.
and parents. Describe the level and extent of their phrticipation. tdentify.the plan administrator(s)
and how the plan will be coordinated and organized upon approval.

Al

;e

There are six'school corporations which make up t’l,}e Swirl Joint Services Cooperatives. They
are: - C /
The J. Bowmount School Corporation
The Henry Weinnert School Corporation ™~
Metropolitan School District of Indy Township *
Metropolitan School District of-Newtown Township
. Sugarfield School Corporation
N Schoo wn of Maple Lane. v ,

L]

+

v Three ye&s agp the Swirl Coordlnatlng Council formulated the Cooperative Committee for
Personnel Development reflecting the Cooperative’s commitment to quality staff" development
programs. Tlpe Council consists of three elected representatives from each of the six cooperatives;
one of which is a regular classroom teacher. The chairmenship is rotated between representatives
from special and regular education, The Cooperatlve Committee is the authorized group for coor-
dinating such coop-wide activities as CSPD. e 1981—82 CSPD plan was developed using last

. .. year’s plan as a basis. Meetlngs were conduCted during which last year’s plan was dlscussed up-

‘ dated, and used as-a basis for projecting this year‘§ plan.

Part II:  Assessment. Describe the needs assessment process used to determine the training
needs of each personnel group. Include the number of personnel assessed and the percent assessed
from each group. Summarize and report results including a list of personnel groups identified as
needing inservice training in priority order, andsthe content areas in which training is needed by
each group. Include atimeline for the next planned needs a&se?ment

t - The review of the 1980-81 plan resulted in ' the use of the follownng procedures for updating
\ . the needs assessment. (1) conduct interviews with_the building principals, (2) a survey sampling
30 percent of the regular glassroom teachers, (3) use of futuristic protective techniqyes with spec-
ial education teachers, and (4) analysis of the results from the State Specnal Educatlon Program
Review conducted during October 1980 ‘

All procedures were implemented by the Cooperatlve Council with assistance from a task force
- consisting of ten educators from throughout the Swirl Cooperative. Consolidation of information
. revealed the followrng needs: ) . N
Building Principals: (1) Need for increased awareness of the impact of Public Law 94—142
on the role of the building principal..(2) Need for continued expansion of teacher assistance teams.
. (3) Need for assistance to regular classroom teachers when accommodating exceptional children
, in the classroom., (4) Need for knowledge of and waﬁys to identify local resources for implementing
, * . dcontinuum of special services. ‘
Classroom Teachers: (1) Support for managlng exceptional children, in the classroom (2)
] Skills related to individualizing classroom instructional practices. (3) Knowledge about behavior
' ) management skills. (4} Ways of solying problems.relafed to exceptlonal children at the bunldlng
: level. . -

’




~4

. . . . \
Spegial Education Teachers: The following needs wereidentified using a modified version of

the Delph technique. (1) Increased skills for consulting with classroom teachers. (2). More effec-

tive ' working relationships between special educators and regular educators, administrative and T

instruttional personnel. (3) Increased skills/for managing parent-teacher relatlonshlps

Based on the assessr‘nent the following three groups are targeted'for inservice training. (1)
regular educators, (2) special eﬂucatlon _resource teachers, and (3) both special and regular ad-

ministrative personnel.
!

Part OI: Personnel Development (a) Descrlbe the personnel devglopment plan that will be ’
implemented |nclud|ng goals, target groups, objectlves and provisions for training and incentives.
(b) Describe procedures for identifying resources. (c) Describe procedures for reviewing pro-
mising practices. , . C »

&
.

Swirl’s personnel development plan reflects the priorities ldentlfled durlng the ongoing needs
assessment process described in Part ] P . . . a

‘Goal One: The Cooperative, supportéd by interviews with the Cooperative’s principals, is the
continued expansion of teacher assistance teams throughout the coap.

5

Goal Two. emerged fronr analyzing reports of the state special education program monitoring
(fall 1980), a sampling of regular education staff and a group process, using futuristic projection
with the specnal edueation teachers Goal two states that the Cooperative’s intention is the pro- _
vision of training to at least 50 percent of the spécial education resource teachers so that they
can successfully Ssupport and consult with regular classroom teachers managnng exceptlonal chil-
dren . . .

Goal Three: - stipulates that both special and regula® educatnon admlmstrators wnll become
more aware of their new roles as a result of P.L. 94—142. For the purpose of this goal, "admini-

strator” is any position havingda supervisar’s responsibility regardless. to‘f credential or formal job *
title. Bat N

r

. Coordinating activities- for reaching the three goa\ls will be the responsibility of the Coopera-
tnve Council of Pérsonnel Development. The Council |dent|f|ed the following objecgives as relayed
to personnel gro\up and program goal.

* Target Group: Regular educators ) i ' -
Goal One:” To continue expansion of teacher assistance teams within the cooperative

<
Objectives. 1. To select a minimum of two add|t|onal buﬂdlngs irv each corporatlon

|nterested in implementing teacher assy ahce teams.
2. To identify téami members and pro e tra|n|ng for them and the|r
r/espectlve staffs. - . . v

Target Group: Special education resource teachers ~ . . .ot
. ] . -

Goal Two:. = < To increase the consultation skills of cooperative speclal educatu&\ re

source teacHers.

N ~
.

)
'

Objectives: 1. To increase resource teacher S competencies as consul}ants to regular .
‘ education classroom teachers. (Fifty percent.of the resource teachers
will be-targeted for this objective. ) -
2. To identify a. team of five resource room teacl1ers and two pr|nc|pals
P [ who will Have “responsibility for designing a tralnlng program for
people affected by this goal. ~

N , IR .

. -

- \ e
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" 3. To provide resources (financial, material, and tfchnical) to the team
. so that they.may train affected personnel in conjunction with out-
) 6 side consultant services from the local university and/or comshunity.
L d * -
ot N . .
Target Group: Special apd regular administratqrs !
" GoalThree: To increase awareness of how P.L. 94-142 Kas impacted the roles of
) both special and regular education admipistrators..
. A '
< '
- Objectives: 1. To identify at least ten special and regular education administrators ’
. Jinterested in exchanging information and creating a supporf network
- to aid them in implementing the law.

duct monthly groups.

’

- h ° .«

. N / .
- The objectives will be achieved by the following procedures:(a) by June 1981 the Cooperative
Council on personnel development will identify training personnel from eXIsting teacher assistance
teams to form a cadre. Cadre will receive training during June 7-14, . /

L}
I

, (b) Corporations and buildings interested in teac‘her assistance teams will be identified b.y
, Council by June 1981. ' .

\ ly & . -
(c) Building teacher assistance teams will be trained by Cadre during October 1981.
. (d) All .Rew teacher assistance "teamis will conduct at least one meeting by January 1982 and

theréafter oh a regular schedule.

(e) Design team of resource teachers identified by speciaI éducation director and curriculum
director by July 1981. .y ~ .

(f) Design team formulates training program by September 1, 19?1 - )

w
¢

\
. (g) Resource teachérs are trained by January 1982
. .
(h) Each resource teacher implements consultation activities by February 1982.

Part IV: Evaluation. Describe procedures for evaluating the effectiveness of the jocal system
of personnel development in meeting identified personngl development ‘needs. [Note. this section
asks for a description of evaluation procedures of the overall CSPD as well as individual inservice

C activities.)

4
’

Thé Cooperative Council of Personnel Development Wl|| coordinate the evalua on of the
personnel development plan. The evaluation effort will focus on procedures for eva ating the,
specific goals/objectives identified in Section I11.

-

The purposes for the evaluation are as follows: (1) To describe what took place in training the

teacher assistance teams, resource teachers; and administrators. (2} To judge the effectiveness of
- . the training that was provided to each group. (3) To improve the training activities on an ongomg

o

. basus and to make modifications in next year s plan !

- .

Evaluation information will be provided to: (1) Sthool boards and superintendents of each
_ corporation in the cooperative [verbal reports and written summary]. (2) The Cooperative Coun-
' cil {verbal reports]. (3) The teacher assistance teams, resource teachers, and administratorg in-

volved in the training [newsletter article]. (4) The Department of Public Instruction [written
. summary]. ,

o~

~ R ,
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" 2. To provideeresources to the' support network so that they can con-

o
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. staff on that building to determlnethe'r perceptions of the prOJect S

- effectiveness both inside and outside of the planning district. -

Procedures fo[c;IIecting evaluation information: )

1. Go'aI‘One/Teacher Assistance Tearhs (TAT) . L L »

x
- -

a. Following each tralnlng workshop rpovnded by the Coopexative Councnl or the Cadre
small group debraeflngs will be held with the partncnpants to gather mformatlon about their per-’
ceptions of the activities, team, etc. - . .

b ‘Records will be mamtalned of the number and type of requests/problems dedlt with_
during the TAT meetmgs .

¢. Throughout the year, at least two indepth interviews will be conducted {by Cooperative

Council members] within each building that hasa TAT i in operatlon The interviewees will be wrth
v

]
$

a. Following each consultation training wortfop provided for the RTs, small group -debrief-

2.. Goal Two/Resource Teachers (RTs)I .

ings will be held with the ‘participants to gather i formation about their perceptions of the session.
J
b. Each resource teacher will maintain a record .of the number of consultative contacts madé

with r@gular education persornel and the nature of those contacts. . .
. <

>
c. Several teachers W|th whom the RTs have consulted will be mtervnewed to éather informa-
tioh about the model. : ¢ .

4

-3. Goal Three/Administrators Support-Group

- -
v ’ «

a. Throughout the vear a minimum &f five iriterviews will be held with members of the
support group to rece):ve information about their perceptions of the support group activities and -
concept. .

Y

b. Agendas for the month-ly group meetingsﬁwill be-collected ang reviewed.

c. At the conclu5|on of the year, each member will be given a summary questlonnalre to
'respond to the value of the. ‘group meetings.

s Ty 5

As was stated prevuously, Cooperatlve Courf"cn members will be responsible for coordinating/

collecting thg informatjon, *revuewmg it at their regular meetings, and developing the formats in

which it will be presented to each group..

[ ‘. -
» "

Part V. Dzssemmatzon. Describe actlviﬁes to share information about the CSPD plan and its

-

There are dseveral dissemination strategies that will be employed to share in'formation aboot
the CSPD throughout the cooperative. They are described below for eaf:h Goal of the 1981-82

CSPD: .
1. -Goal One/Teaéher Assistance Teams (TAT.S) } N vy
, a. At monthlv faculty meetings, a member of the TAT W|II report to the faculésy a brief
. summary of the team’s aCtivities for the month : N
\

b Principals of ‘the buuldlngs W|th TATs will meet three fimes during the year to discuss

‘what their te\ams are doing. They will also 'form a panel to present the team concept during a

}

- . P .
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, a principal institute day sponsored by the coop and involving all six corporations.

: \ CoTL.
. ' c. The newsletter in each corporation will be given an article to highlight thetactivities of
’ the TATs in each corporation. ~

d. Within each corporation, the TATs will share information about their activities during
other inservice efforts (e.g. curriculum council meetings, parent training days).
/

~ -

2. GoalTwo/Resourc'eTeachers(RTs) ' o

" a, Resource teachers meet as a group three times a year During those meetings a sum-
mary of actlvmes will be given by a representative of the group being trained in consulting skills.
A ’
b. Representatives of the RT group will also present their consultative model at the prin-
cipal’s meeting in each cooperative held in the spring. .

¢

¢

c. The summaries written by the BTs (see Evaluation) will be sent to the director of
special egtication who will then compile the informat'ion' to be presented at school board meetings
across the cooperative, .

-
3

3. Goal Three/AdministratOrs Support Group .

N a. Each administrative group represenred (e.g. principals' supervisors, d,gectors of special
education, etc.) will provide a verbal report at their respective administrators’ meetings within
N their own corporation relative to the activities they are conducting each month.
- b. An article wilf‘Be,written for the cooperative-hewsletter identifying some of the sub- ‘
jects of discussion within the support group

.
' ‘ *
.
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S TEAM YEAR END SUMMARY EVALUATION

.

N

. Position Title:
. . .J
How were you chosen for participation on your team?~ [Checkj

—_ Volunteeréd . — Appointed with prior consent - .
— Nominated —— Appointed without prior consent

Were you Throughly briefed regarding the reasons for your participation on the team and the

goals of the team before the first session in November? Yes No
Part 1
1. How-far did your group progress toward its goal for these meetings?
X M}
None’ ) A(Iityle Halfway Much All the way
Please comment: ¢
. ‘ _
2. To what extent did the members understand what they were trying to do?
Nobody did * A few did Half did Most did All
_Please comment: .
o . ' . . t‘ i
3. How well did they understand HOW they were trying to do this?
_Nobody did - A few did Half did Most did . All T
Please comment: . = -
H ’ . ’ '3
4. To what extent was the group stymied by lack of information?
% » . i & '
Badly stymired . Half the time ' Not much
. Please comment: . i

” . - /

. ~

5. To what extent did the members seem to be interested in what the group was trying to do? |

A}

Nobody was A few were .. Half were Most were . All
Please comment: . .

-

- .
6. Would you say that interest lagged or held up? .
Lagged badly at time Held up pretty well - Held up ali the time
Pleasé comment;’ .
i e
* ’
v ‘ !
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. ' >

LT . - ' :
7 Tohwhat extent were the members able to subordinate mdwudual interests to the confmon go\7

Seldom ’ Half the time Al the time

Please comment: , - ' - .

»
\
P . 3 -
8. Would you say that the general atmosphere of the group was — : ‘
\Hostlle T * Half and Half . Friendly - )
ormal N ~ Half and Half - informal | )
Competitive T Halt and Half . Cooperative w
Please comment: , .

i

?

- . ~

9. How many-of the members participated in the discussions?

Only a few Less than half Half Most All
Please comment:

10. Did contributions indicate that those who made them were listening carefully to what others
in the group were sdying? ! .

A few of them did \ Half of them did Most of them did
Please comment: - ' . :

-

2
5 -

11. Did contgibutions indicate that those who made them were ;ied to preconceived positions, or
were they able to consider the matters under discussion with an open mind?

Most were tied to preconceived positions Half & Half| Most were openminded

Please comment: ) ) . . \

~

12. What do you estimate are the odds that you and/or your team will follow through on the plans

developed this winter and spri ing? ! . ) -
1 L2 3 4 5 6 7
That we won't 75/25 60/40 n 50/50 60/40 75/25 That we will ' '
Please.comment: ‘. ¥
- .
- L .

A\
a“

13. In general HOW VALUABLE FOR YOU WERE THESE WORKSHOPS? Was it worfh the
tlme effort? Did you receive ngw information, new understandings, new insights, or‘new
questions that you consider important, valuable, helpful? . . .

1 2 .3 -~ 4, 5 . 6 7 e

Waste of time , Moderately vatuable ‘ Extremely valuable ,
Please comment: . . l
1 s N !
[ I '
Ao I ' -
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- ( Parf I N a
‘ \l. Describe what you belneve to be the ’ process " used by the NIN/State team to assist your team

in its development efforts. Did, the process contain elements of what you bekeve to be "best
. practices’ in inservice educatlon? .

4
/ . . .
f

«

’

. N ' % .
3. What kind of continuing assistance do you feel your team will need to solve problems gro\?ling
out of |mplementatlon of the:i mserwce plan? .

[§

&
.

4. Please speculate What effect will the wérk you have done in producnng an inservice plan have
\ " on your school dlstrlct? - .
1]

—

> . P i . ¢
. L. .
‘ >

A
; . = ~ 4
~ I . )

5. Please add your final comments on the ”experierice”: any surprises?ﬁgy anxieties? any
recommendations? any frustrations? any regrets? any anything? :

&
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' 12. How are the
instructional

sessions
provided?

Instructional Sessions

—~—
N Pl

-
.

The sessions were. originally taught in four two-day meetings con-
ducted by the core training team. Planning teams from six to ten
school districts came to an off-site location for the sessions. ~The
sessions extended over a school year. .

~ . .
While there are a variety of training options,~ the following should be
a part of the delivery and should include: '

. Sessions conducted\by more than one pe;so'n to provide multiple
perspectives .

.+ Ample intervals between sessions to allow planning teams to inter-
act with others back home for the collecting, sharmg, and validating
‘of mformatxon\

¢

.. Removal of day to day pressurés to provide a sense of renewal for N
partlclpants . .

1

Opportunity, for apr-txcxpants to mteract generate and exchange
ideas - - -

. . Opportunity for buzldmg of relationships thhm and .between plan-
/{mg teams.

—

~
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Sample Agenda and Learnmg Centers . z ' L.

. Q .

The following WOrkshop\l\gendas are provided to serve as examples of content and desngn
They are not to be strictly_followed. Workshops are designed to address the contextual aspecgs
of the agency and specnfnc stluatlons Also mcluded are desoriptions of Individualized Learnlng
Centers for each of the instructional topics. These centers repretent another instructional strategy
which can be incorporated into the workshops, and enhance the team member’s understand!ng

of the‘plannlng process. See reference sectlop for more information. ’
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, PLANNING AND
Issue: Désigning Acti

L3

November 20 —22

- «

DEVE LOPMEUT — WORKSHOP 1
on Plan for Problem lIdentification Process

*

-

The primary goal gf the workshop s to assist the representatives from each educational unit to collaboratively process the problem negotiation phase in designing a needs
assessment. This goal will be achieved through }he dgvelopment of three objectives. |. Orientation — (a) Exploration of the purpose and process involved in the Colorado/
National Inservice Network project, (b) Expjoration of the roles and relationships between NIN/CDE/Cadre/LEH/IHE, (c) Exploration of expectations for local educational
Il. Problem ldentification —iga)' Each local educational unit will identify perceived'staff development problems within districts, (b) Each -
I1l. Problem Verfication/Action Plan — Each local educational unit will for(nulate an agtion plan

,umts as CO/NIN Pilot Projects..

local,educational umt will priontize and consolidate problem statements.

to share preliminaﬂ analysis, validate problems and invite community or system response.' . . LI . :
. 4 -~ -
TIME ACTIVIFY IZURPQSE OUTCOME F . MATERIAL - PRESENTER/METHOD
Thursday, 11/2G/80 Welcome * Purpose Statement Marilyn/information presentation
» Main Lodge , Overview * To present the conceptual - NIN Underlying Penny & Tim/information
9:00 am/9:30/ basis & rationale for CO/ Principles presentation
NIN préject & needs Pl
) _ assessment ' -
. . ' Introductions To develop understagding . Roles/relationships - Marilyn/information presentation
' ~ of roles & relationships . diagram -
10:30/ Coffee break T - .
10:45/ - Small group discussion Tq explore LEA expecta- * Wor-ksﬁop | Packet Cadre/team discussion
tions/questions/answers . . .
12:00 pm, Lunch s . )
01:20/ - Problem Identification To preview steps in prob- . ~ Nancy & Cindi/information
. lem identification presentation
02:00/ Work Session « To identi'fy a set of "'per- List of problems Teams/small group
sonnel development prob-  for each team
' lems” in each educational * ) . -
. " unit T ‘ ¢ )
04:00/ Closure Tpo review tasks of day/ Formative evalu- Designing a Problem Cindi/facilitator
o hear from teams tion of workshop Focused Needs Assess-
~ L . ” o ment (Manual): 21-26 Teams/discussion
.04:30 « Adjourn .. )
Friday 11/21/80 ) ‘
08:00 am/ Coffee . . .
08:30/ Overview , . To preview the tasks 5 Gary/information presentation
. & - ! for day . ', ; . \ <.
08:45/ ** Work Session To focus on ox“gor two " . ' Formulate, a specific Teams/small group
‘ problems identified-then . ~“definition (statement(s)
define problem(s} of the problem)
Break (when needed) . o
2 - . 3’} @ . QUJ
l{lC' L ~ . o ?&y‘ ; L e
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. _ . /
TIME | ACTIVITY PURPQOSE OUTCOME . \ MATERIAL" PRESENTER/METHOD
10:00 S Planning Simulation To assist teams in taking \Diffusion Game, Penny & Tim /cadre/teams
. . an initial introspective | ; \ .
- ) look at their distrftts ! ¢ |
12:00/ Lunch / . , ¢
0;I 30 pm - Problem Verification < * To preview instructions ‘ Cindi/information presentation
, ) . ! for problem verification
02:00/ . Work Session To generate an action *-An "Action Plan” ) Teams/small group
s pfan for validating the ‘ g : .
.. . , _ * problem (back Home) . .
« 04:00 Closure, ! To review tasks of day/ Formative evaluation . “ \ o Kris /facilitator
T " hear from teams/collect - of workshop < Teams/discussion -
i action plans . -
04:30.! .Adjourn ' \ .
. . Saturday 11/22/80 - ’ « !
08:30 am/ Coffee . » . ’ .
09:00/ Overview To preview the tasks * - Kris/information*presentation
P for the day ) ' i — .
09:30/ Work Session To revise action plans Completed action plans Teams/smallggroups group
11:30 Wrap-up ) To hear from teamns/ Formative evaluation ' Inservice Best Practices: Al/facilitator Lo
‘ ‘ review next steps for of workshop Learnings of General
l\;\lorkshop 11/16-17 ) Education, Harry Hutson Teams/discussion
o R . Temporary Task Forces:
- : * A Hum anisu'QProbIem .
. . Solving Structure,
) ' h / Robert A. Luke, Jr.
¢ ' Reimbursement . Lynne .6 1%
12:30 - Adjourn . : ) Co ¢ i
‘ ! h . |
- i
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. " _ PLANNING AND DEVELOPMENT — WORKSHOP 1i ] o ’
~ lssue; Designing an Action Plan for Conducting Needs Assessment -
January 16 — 17 ° ] ' .

-, .
The primary goal is to assist local units to collaboratively develop a needs assessment plan. This goal will be achieved through the accomplishment of three abjectives, 1. Analy
s1s of Problem Verification ~ (a) Review and analyze data collected through the problem verification action plan, (b) Analyze procedures used in data collection. Il. Design

of Needs Assessment — (a) Define needs assessment as a segment of the planning process, (b) Identify the elements of a needs assessment, (c} Identify strategies for needs

. assessment. |1l. Design an Action Plan for Needs Assessment — (a) Develop a focal plan of action for needs assessment, including data collection strategies/instruments, time

. lines, resources and preliminary plans for data analysis. . ' N\
TIME " AQTIVITY PURPOSE OUTCOME MATERIAL PRESENTER/METHOJ‘
Friddy 1/16/81 : “ >
07:30 a.m Breakfast . , . .
. 08:30 Wetconte Review workshop agenda Agenda Kris/large groyp
) Overview and goals ' .
09:00 Presentation: _Present methC\d(s) for Ao Analysis grid /\}iﬁﬁgr\ge group
Analysis of Problem analysis of data collected
‘ IdenWificatlon . & procedures used in o
@ . . \ N A
problem identification .
09:30 Work Sefsion Review and analyze col- - Complete analysis Teams/small group
. lected data & procedures grid -
Used in problem identifi- N
o cation - . :
‘. Break (when needed) . '
11:00 Presentation: Needs Define needs assessment s Needs Assessment Cadre, teams/small group .
Assessmept as part of planning pro-’ handouts; Action
' cess, identify elements - Plan Worksheet
N of NA; identify strategies /
) - of NA . /.
Discussion - Clairfying matetjal , Cadre teams/small group ; \
. : presented 4 el
12:30 pm " Lunch . . \ - - \'
01:30 . - Presentation Preview & define after- Gary/large group R
noon tasks LT - .
01:45 Work Session Develop needs assess: Draft: Action Plan _:‘ " Teams/small group o
ment action plan
. 4:15 Closure Review days work /col- ' Nancy/large group . -
lect drafts of NA action ;%\ . .
plans
. . ‘ ,
1 | —
- - - N
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TIME ACTIVITY PlﬁﬂgOSE '  OUTCOME - « MATERIAL PRESENTER/METHOD
. ’ .. ‘ . .
Saturday 1/17/81
07:30 am Breakfast
08:30 Overview * Preview days activities Cindiflarge group
08:45 M Work Session Finalize NA action plans; . Teams/small group
select/design specific data ‘ .
. gathering instruments -
Break {when needed)
.12:30 pm Lunch
01:30 ! Work Sessio? Complete or contlﬂt:e to Final copy of action Teams/small group
work on data collection - plan & draft of specific
v instruments * NA instruments '
03:30 Closure ‘Review outcomes of Nancy/large group
. ’ workshop | . . ! © -
| 1 i 7
A Preview ‘next steps 2
’ L]
' Preview March workshop ) .
) ’ Evaluatioh of workshop Penny/large group
File reimbursement claims Marilyn/large group
\ i Closiag commients \ Cadre/large group N
04:30 pm Adjourn .
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- PLANNING AND DEVELOPMENT — WORKSHOP it -
N Issue: Designing a Comprehensive Action Plan for Staff Development ! .
- . March 12 - 13 N - ’
\ , : '
‘ "Thé pnmary goal of this workshop Is to assist local administrative units in developing a comprehensive staff development action plan to meet the unit’s identified needs. The
goal will be achieved through work toward four major objectives. |. Analyze results.of needs assessrpfent — {a) Review and analyze the data coflected through the needs assess

. mght, {b) Review and analyze the procedures used during needs assessment. 1l Design a comprehensive staff development program — (a) Define the concept of a comprehen-
sive system for personnel developmént, (b} identify and discuss guiding principles*for program design, (c). Identify and discuss key elements of staff development programs,
(d) identify a range of program designs and staff development delivery systems. 1ll. Develop an action pla for staff development — (a) Develop a specific action plan for a
staff development program to megt the anit’s identified need including identification of target groups, méthods/intervention strategies, ?esqurces, benefits and other planning

considerations. V. Review the proposal writing format. .
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PURPOSE " OUTCOME *

" MATERIAL )

PRESENTER/METHOD

Thursday 3/12/81
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Kris/la'rge group

08:30 am Welcome and Review agenda and - . ] . da -
. o Overview workshop objectives , - . A
08:45 Presentation: Present method(s) for analy: ’ ) +*Needs assessment Krisflarge group -
Analysis of Needs sis of data collegted & pro- - Analysis . .
Assessment cedures used in needs ’ _ Questionnaire >° .
’ assessment . e
09:00 Work Session - Review & analyze collected " Conplete needs assess- . o Teams/small group )
data, procedures & ment analysis ques- - = . .
other outcomes <fionngire '
10:45 Break ’ . \ .,
. . . s - .
¢ 11:30 are Out Share procedures and o — Nancy /teams/large group .
P significant learnings from S o
“ e ) needs assessment o % - ) .
<01:00 pm Panel discussion: Review the concept of a - _Examples of Staff De- 'Cindi/teams/la‘rg'e group -
R Program Desigﬁ compgehensive system of velopment Delivery
° personne! development; + -, Systems ~
N identify key elements of - . . ,
- ) . successful staff develop- Contexts for Inservice ) .
. ment programs; identify )
: v : ’ strategies for inservice . - . . . : o ~
. o o . delivery / \ '
‘0‘_I :30 Braihstorming Identification of plan- —-Q{nezilation of ideas - s ’ » Cindi/teams/farge group !
Activity ning considerations gendrated (to be distri- . . .
* buted later in workshgp /
- 2 ,() > . k e 7 ¢ .
7 ‘ ~ / i .
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TIME ACTIVITY PURPOSE OUTCOME MATERIAL PRESENTER/METHOD N\
02:00 Presentation: Overview of tasks for Inservice Planning Guide Cindi/large group
Development of afternoon ¢ :
Action, Plan / £ . -
[ ~02:15 . Work Session Begin development of " Drafts of am{on plans 7 Teams/small group
. ' action plans . 5 ‘ . o
* \ §
04:15 \Cloéure Review days's work; Garyflarge group
. ’ . collast drafts of . as
- action plans . . ‘
! i\ < \ A
“Friday 3/13/81 N o ., R P
07:30 am Breakfast J
. A ~ . .
, 08:30 Opening’ Prediew dayg activities - o ® NancyNarge droup
08:45 Work Sessidn Receive feedback on PN y Cadre/teams/small groups
. action plan drafts; refinex . .
action plans - .
P, Break (when needed) . ) ’
12:00- Lunch ., ', , .
¢ . G‘ ‘a
01:00 pm Presentation Review proposal format, - . 'Proposal format packe$ Catire/large group
C Proposel Writing timeline, etc. - -
- Questions and answers'(
01 :3b ’ ~ Work Session Refine & finalize * final copy of action plan y Team/small groups
et o - action plans .
9 M [
02:45 B'reak\ " i <
03:30 - Presentation: Review sourcgs for jn- ) SCAN brochure Tim Narge group
o : Identification,’ forfhation regarding model NIN Abstract Book
. of Resources . staft development.programs IN Resource Directory i .
¢ PR EA Project Abstracts
> 04:00 (Closure | Collect cL;Bies of action plan CindiNérge group -
~ ‘ Reéview outcomes of workshop ®
! ” | Preview next steps
. Preview April workshop - )
< * . Closing comments
« Evaluation of workshop
Adjourn File reimbursement-claims « -
- -~ v
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be achieved thr
plan — (a) Defi

, The primary go%of this workshop 1s to assist each local administrative unit develop a c(mprehensive staff development plan which_addresses identified needs This goal will

proposal writing format. 1V. Reflect on progress of individual LEA planning teams.

-

C

[ !
L 4 , . - 3 ) .
PLANNING AND DEVELOPMERT - WORKSHOP IV

Issue: Drafting a Proposal for a Compreﬁnsive Staff Development Plan
Aprii 9 <10

A

n

~

i. Finahze local administrattve units’ staff development acQon plans. 1l. Review evaluation components of the

gh work toward four major objectives:
1

purpose(s) of evaluation, (b) Develop on-going, multifaceted evaluation to assist in- the continued refinement of staff development programs. Review

= _ . L B
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TIME ACTIVITY - PURPOSE OUTCOME MATERIALS PRESENTER/METHOD
" Thursday %49/81 p - ot o
07:30 am 1 Breakfast a . -~ ‘
08:30. Welconie, Review agenda & objectives . Agenda Gary/large-group » .
- Overview .
¢ i . 7 . : . ki
08:45 Work Session Refine action plans , = . Cadre, teams(small group -
» - f ] . °
Break {(when needed) . . . ‘
- W,
< . o .
11:45 Discussion Generate questions for I List of questions- Cards Cadre, teams/small group .
. s team-on-team assistance - '
> N I
12:00 Lunch - \ < -
‘ ) . | $ N . .
01:00 pm Work Session isEUSS responses to ques- 4 Cadre, teams/small group ¢
¢ . . tions generated fgr team- - A - . Z\ .
on-team assistance - . : .-
\
-02:00 Evaluation design  * Define purposes of eval- A ‘ Evaluation concepts Tim & Penny/large group
’ uation — checklist . g .
JPresent methods for de- Evaluation planning Cindi & Nancy/large group
= sign of evaluation plan . worksheet . T,
02:30 Work Sessions Begin design of evalu- * : ‘ Cadre, teams/small group
P ation component ¢ ) .7 ‘
- RN ) . ’ . 2
03:30 *Break - - i
' 4:00-5:30" . Team-onfeam Idea exchange T Nancy & Gary/large group ’
. Assistance (BYOB) 1 -
6:00 Dinner . . ' ’ .
L] . .‘ N .
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TIME ACTIVITY PURPOSE OUTCOMF::/ s MATERIALS PRESENTER/METHOD
Friday 4/10/81 -t _.
07:30 am Breakfast ~ ,
08:30 Opening Review day’s activities " Proposal format Cindy/large group
o Briefly review proposal Reader’s evaluation
writing format worksheet
09:00 Work Sesﬁf)n Address specific concerns Completed action plan ' Cadre, teams/small group
\ . regarding proposal writing .
A . Finalize evaluation plans Completed draft of Cadre, teams/small group
. y evaluation plan -
12:00 Lunch - .
N - 3 . . »
01:00 pmj *Discussion: Groupg‘ Introspective look at team v "Group Leadership, Cadre, ,teams/small group
. Process development & future Behavior worksheet &
) considerations : Euture Considerations
_’* ’ ’ handout
02:30 Closure * . Collect final action plans Kris/large group
& drafts of evaluation plans
| . Review outcomesjof workshop ) Kris/large group
Prediew remaining steps/timelines Krisflarge group
o N 0 Closing comments . KrisAarge group
’ Evaluation of workshop ' . . Worgshop Evaluation Cadreflarge group ‘
File reimbursement claims Questionnaire
03:00 -~ Adjourn -
v . °
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Teaming

Shared Decisionmaking ~
Communication Skills

N . - . ’ Quality Practices
c . ‘ Quality Practices in Personnel Development
‘ Perspectives about Delivering Inservice Training . .

Evaluation Professional Develo pment Activities
The Networking Perspectives
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' LEARNING CENTER: RESOURCE CARD

TOPIC: Teaming (1) 7

CONTENT: This topic includes information related to the development, function and
management of group decmodmakmg units may they be tearns, ad hoc tasks,
advisory groups or building based staff development teams.

RESOURCES: TheA‘ollowmg 7hart shows the available activities and resources.

Center i Descnption ' Title Number

Reading Magazine articles, parts of Break down classroom walls: 1.1
! books and documents Establishing building based teams

: . Instructional support teams:
their initiation in local school ¢
buildings
Staff support teams: critical
variables

Temporary task forces: A
humanistic problem solving
structure

Seff Instruction. A cassette tape and written The Five Cycles of Team
script ' Operation

Games A simulation of experignce Simulation: A Building Per-
the processes of a building pective .
based staff development team.
» A minimum of 3 people are
needed
Problem Solving ‘A packet that requires youto  Teaming Problem Solving
solve problems related to T
team operation * ‘ . *1.41

~

Products , Materials that illustrate both Appendix A: Moaels of Teams 1.51
different kinds of teams and ~ .The Assistable Team Inservice .
factdrs influencing team op- Model succeeds in Wake County, ]
eration . * North Carolina . 1.62

-
1 1

: ‘ What is necessary for successful
‘ team operation? - 1.63

How do you build a school based - .
staff support team?" . 1.54

Why build a school based staff
SUpport team?. 1.55

"
.

T

Discussion Please sign up at-the center giving your name, with whom yeu want to talk
and the time you want to talk.
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- TOPIC:
CONTENT:

RESOURCES:

LEARNING CENTER: RESOURCE CARD
Shared Decisionmaking (2) _ !
Shared Decisionmaking is a series of skills for assisting groups and individuals
as they identify, select, and complete some desired action. Shared decision-

:

- making skills are applicable to situatiofis requiring cooperative actions such

as designing and implementing building based staff development programs.
The following chart shows the available activities and resources.

-

> Center

Description Title Number

Reading

Self Instruction

*

Magazine articles, parts of 2141

Major concepts of SI?M
books, and documents '
Shared decisionmaking

2.142

A casé€ example 2.143

v

The Consultant’s Tools:

A cassette tape and written
) Shared Decision Making -

script
N ) 4

2.31

_ and the time you want to talk.

‘ Games A game for two people TIC-TAC-TOE
Problem Solving A packet that requires you Shared Decision Making:
to solvg ptoblems related to Problem Solving 241
using shared decisionmaking :
P
+_ Products Materials illustrating how A case example 2.541
shared decisionmaking is ‘
used by people Formation of action plans 2.544
) ¢ Developing a problem statement + 2545
Introduction to shared
. ¢ decisionmaking ' 2546
Brainstorming 2548
Discussion "Please sign up at the center giving your name, with whom you want to talk,

-

22
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LEARNING CENTERS: RESOURCE CARD

TOPIC: Communlcatlon Skills (3) .

CONTENT: Seven communication skills are discussed and present'ed They are attentive
listening, paraphrasing, using exploratory TespQnses, perception checkmg,
behavior descriptions, descriptions of feelings, and essages.

RESOURCES: The following chart shows the dvailable activities and resources.

a

Center ’ Descri;;tion ‘ Title i : Number

Reading ' Magazine articles, parts of Attentive listening 3.1
books, and documents ’ People who read people - 3.112 .
' , Conversational politics 3.114
How to use a skill like paraphrasmg 3.123
Exploratory response 3.131
Perception check 3.142
Behavior description 3.151
Description of feelings 3.161
I-message
Being a facilitator of staff
communicatior
-Synergy and consensus-seeking

Self Instruction A cassette tape and written Communication: Everybody’s,
script . Saying It

A

~

Games A game for 2 to 4 people Communication Disco

Problem Solving A packetthat requires you Problem Solving
‘to solve problems related to
communication skills

of communication skills | thoose.you because . . . 3.522
’ .Learning about behavior styles 3.551
The Communications Profile 3.5562
Personal Goals—Improving Skills
in Fact-to-face Communication 3.563 .
Paraphrase—A Basic Commupica-
tion Skill for Improving Interper-
sonal Relationships - 3.555
Perception Check—A Basic’Com-
, munication Skill for Tmproving
Interpersonal Relationships 3.556
. Behavior Description—A Basic
Communication Skill for Improv-
ing Interpersonal Relationships 3.557
Description of Feelings—A-Basic
Communication Skill for Improv-
*® jng Interpersonal Relationships 3.558
Freeing & Binding Responses 8.559
- . Opener/Closers - 3.560

Products - Materials illustrating the use/The fishbowl design for discussion 3.421

*Discussion 3 P‘Iease sign up at the center\j\ving your name, with whom you want to talk,

and the time you want to.talk.
} 4

ey




' LEARNING CENTER: RESOURCE CARD  ~ A

! . o .
. ' TOPIC: Quality Assessment Practlces (4) (

CONTENT: * The materials- and activities describe principles related to and methods for
: 4 . meeting the minimum criteria.of a quality needs assessment. —
_RESOURGES: - The following chart shows the available activities and resources.
L Center . - ' Description ' ' Title ‘ Number
Reading Magazjne articles, pa&s of Eric Exceptional Child —~
. books, and documents Education Report 412
{ . o Thé place of valués in :
‘ . needs assessment . 413
" The identification of inservice .
trainir&g needs of educators '
w?i'ki g with handi¢apped .
ildren 414
14 _ The process of needs assessment  4.15
’ ‘ Analyzing models of needs
assessment 4.16
v - Designing a problem-focused ' -
needs assessment 417
A
- Self Instruction A cassette tape and V\;ritter) ~ The State of the Arts of Needs ‘
script - Assessment in Education - - 421 .
. ' “Games A game for 1 to ‘4 people - Trekking Away 431
. ] during which you will iden- ’ ‘ s
¢ . tify needs assessment prac- ) -
' . tices ‘ \
Problem Solving A packet that requires you” Assessmerjt: Problem Solving 4.41
. olve problems about. o ' %
. edg assessment practices '

<

. Products. ‘ J1ID] ratlng effec- The nominal group process 451
tuve needs asessment techni-
. ‘ ques | Increasing validity through
< . " . - decisioning technigues 452
U S -2 )
’ . Force Field Analysis 453
} ce . "Quaker Meeting — 454
, , . .
. / Interviewing—caveats & suggestions 4.55
' {
- ‘ .. * ’ - - - K - ’ g
. Discussion Please sign up at the center giving your name, with whom you want to talk,
. o . and the timeyou want to talk.
N . - . . . ~ ’
. - A p
’ \ ) N ‘e = '
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* LEARNING CENTER: RESOURGE CARD -
TOPIC: > Quality P?'actlces indersonnel Development (5) ‘ -
CONTENT: Materials” and actuw%res—p\esent and describe principles and methods for de-
signing and implementing personnel deselopment programs. ldeas for effec-
' tive staff training are i luded as well as those for building based efforts.
RESOWRCES: . The following chart shows the available activities and resources. R
Center Descriptipn S Title . Number
Readihg * Magazine article) parts of, Staff development in+your ) '
books, and documents . organization 5.11
Quality practlces task force
final report ‘ 5.12
1]
‘e Inservice Best Practices: The
Learnings of General Education - 5.13
. /
Belf Instruction . A tape and script about Quali'ty Practices of Personnel
quality practices identified Development s 5.21
by the NIN Quality Prac- ,
fices in Inservice Education - .
task force )
Games . A game for 1 to 4 peogle Blasting Off Your Problems 5.31
during which you will identify™ .
quality practices for. pefsonnel
N [ development A
’ \ : ~
Problem Solving A packet that requires youto  Persongél Developmept: Prob-
: solve problems about develop-  lem Solving 5.41
K4 .img effective practices for per- L -
_ sonnel development '
Product Materials illustrating person-  .The configuration of a CSPD S
. nel development practices in an Indiana cooperative 5.61
: 1980-81 CSPD abstracts .  5.52
< . Inservice Planning Guide 5.53
’ ¢ »
How to operate an inservice
activity 5.54
Discussion \Plehse sign up at the_center, giving your name, with whom you want to talk,

>
x

and the time you want to talk.

- ~
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LEARNING CENTER; RESOURCE CARD

’

TOPIC: - Perspectives About Delivering Inservice Training.(6) ’
CONTENT: Materials and activities describe two viewpoints about how inservice training
should be designed and implemented; the linking agent,perspective and the
organizational development perspective. Included in the materials are examples
. of public school training programs reflecting each or both viévygo'ims;
RESOURCES: The following chart show the available activities and resource:; ’
. ] i . -
* Center Description Title Number
Reading T . Magazine artil:lé§, pa&s of Personnel deveiopment section of )
i . 'books, and documents “*  the Indiana CSPD Plan . 6.11 .
. Strategies and tools for facilitating
. » system,c&nge 6.12
Team functioning and staff.devel-
- opment: A role release approach
. to providing integrated educational
services for severely handicapped
J = students . . 7 6.13
N A statewide inservice network for
‘ special education paraprofessional
training—The Kansas F#tilitator
- Model .- 6.14
) ~
. s Opportunities for Schoals of Edu-
' cation to Foster Practitioner In-  ;
- volv ment;jg the Improvement of .
; N\ Tedthing - 6.15 -
. The School Principal: Recommen- ,
_ dations for Effective Leadership  6.16 -
< -‘5 . "
. Individualizing Staff Deyelopment , N
“in Rural School Districts 6.17 .
\ .
Extension Serves the Handicapped
The Cooperative Extension Project
/ - for the Handicapped . 6.18
/ A .
Self Instruction * A cassette tape and written _Perspectives About Delivering In- e
: script service Training 6.21
. t N .
Games 'ﬁ; A game for 1 t0"4 people Inservice Baseball , 6.31 .
: during which you: (1) identify .
principles of the linking agent, 7 s
& organizational development T -
perspectives (1) apply the prin- <
~  ciples toyour local efforts ¢ H
N P f
/‘ ' e
b4
e Y




Center Description ’ Title ) N’i‘xmber

Problerﬂ Solvmg A packet of problems that re-  Perspective About Delivering In-
/7 quire you to develop solutipns”  service training: Problem\Solvmg 6.31
e . Problems are thase related to, ]
. delivering inservice trainjhg - s .
Products Examples-of inservice tréihis{ag Elk Grove Publjc S§hodls,
- - activities influenced by either  Project Loft- - . 6.51
or both of the-perspectives; Project Trek : 6.52
. linking agents & organizational Project Loft ' 6.53
development Inservice/Staff Degelopment 6.54

°-
.

Organizational Norm; Opmlonnaire 6.55

Where It’s Happenm/g Staff Devel-
opment, Program Meets Changing
Needs .o . 6.56

Creating Classroom Options 6.57

The Concept of an Integrated In-
structional Support System
(Salina,’Kansas.Model)

The Self-Directing Professional

Discussion . Please slgn up at the center giving your name, with whom you want to talk,
“and the time you warnt to talk

LY
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LEARNING CENTER: RESOURCE CARD.

sional development activities.

TOPIC: Evaluating Professional- Development Activities (7) ¢
CONTENT X The materials and activities=describe principles related to an methods for
@ evaluating programs and activities like those related to Professional Devel-
. opment.
RESOURCES: The following chart shows the available activities and resources.
Center * Description v Title Number
Reading ) Magazine articles, parts of Confronting muno@ne realities
‘books, and documents when evaluating staff develop- !
' ment programs 7.12
. A
R Program evaluation, particularly
G responsnve evaluation 7.13
Intensive interviewing 7.14
’ . < ! « "
Transient observations and
document analysis 7.15
A users guide to the evaluation ‘
of inservice education 7.16
Self Instruction A Cassette tape.and written Evaluating CSPD Activities 7.21
s . script ‘
L 4 .
Problem Solving A packe#rthat requires you Assessment Problem Solving 741
‘ *  to solve problems rélated to
evaluating professional de-
velopment activities
-Products Materials that illustrate New Jersey Mainstream Inservice o
-prin¢iples and methods for Project; Final Report 7.51
‘ evaluating programs or
activities ° . The “Key Respondent’’ Method:, .
How we kicked the questionnaire
. . habit’ . 7.52
: : Evaluation rep‘ort summary 7.53
National Inservice Network in .
& . Indiana . 754
2 . Learning Unlimited 7.55
Ton - he Judicial Process as a Form
of Program Evaluation 7.56
5 :
N
Discussion Staff are available for indivhual consultation; focus is on evaluating profes-

£Y

-
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LEARNING CENTER: RESOUhCE\ CARD

a .- _
‘ TOPIC: - The Networking Perspective (8) °
CONTENT: Materials and activities present and describe a set of strategies useful for both - .,
’ disseminating information t professional development and for thinking
about change procwmvely the strategies are 'referred to as Net-
' working. s |
. RESOURCES: =  The following chart shows the available activities and resources.
7 1 ;
Center Description ' Title Number
Reading Magazine articles, parts of Networking the vision - 8.12
- books, and documents .
v The question for ““free order”’ 8.13
b 4
s ) s From the grapevine/networks 8.14 -°
—_ ¢ Working women find support in ) :
. ‘ ) o not-so-old girls’ network 8.15 -
Self Instruction A cassette tape and written The Networking Perspective 8.21
script ‘
, . )
Game A game for 1 to 4 people - The Black Network 8.31
. during which you: (1) iden- .
tify elements of networking +!
. (2) apply networking con-
e : cepts when disseminating
‘ information or designing : ’ ¥ |
change strategies . |
o ; |
Problem Solving A packet that requires you The Networking Perspective: . }
solve problems about: (1) Problem Solving 8.41 : .
~ : disseminating information- . ) |
‘ about professional develop- . - -
- ment (2) designing change N
strategies : . -
Products Materials illustrating the use ‘ Networking model for inservice
of the networking perspective  tfaining relative to the.concepts
of Public Law 94—142 8.51
Task scheduie 8.52
! ) . Network components ) 8.63
. T Session C: Networking 8.04
> . How Other NeMks Started =  8.55
" Case Histories & Comparative
N ‘ . Analysis of Networks for im- S
- o , broving Elementary & Secondary -
N . . Education 8.56 .
. . Center on Technology & Society  8.57 .
. Discussion Please sign up- at the center giving your name, with whom you want to talk,
. ) and the time you want to talk. -

® -
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simplement and
maintain the

sy
® |
N . . . Q R . - ?
_ ‘ — '
Implementatlon and Malntenance ,
14. What is needed to . The primary agency must continue to support:

opportupities for participants to share and disseminate information

on-site suppo

, consultation and technical assistance.

plan? In addition, partxcxpa ng local teams must adhere to and be responsible -
for: ‘i . .
adaptive implementation
continuous identification and buxldmg of local resources
dissemination of sother similaragencies . .

“ . ‘reporting of plan results including accomplishments and impact.

' ILLUSTRATION
# The Indiana SEA.is supporting the Indiana Peer Dissemination Network.

» The Network, made up of the state core team and all training partxcx-
* pants, gathers two-three times a year to share ideas and mformatzon
\ Network members trade consultation and resources. One team put on
workshop for 65 of its school corporation staff. The team used network
- members from two other local teams as trainers.

v

o

4 -~

204




JCONTINUATION: PROGRAM REVIEW )
(Example)

\

4
Pf'epared by 6 :

NIN/Colorado Staf oo

. v ¢

National Inservice Network
Indiana University

2853 East Tenth Street
N Bloomingtoq, Indiar}a 47405

L3
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.~ " CONTINUATION: ‘A PROGRAM REVIEW
, 2

in order for local NIN projects to receive financial and technical assistance beyond the first

year of implementation, a progress report specifying project activities and a continuation proposal

" specifically outlining the future direction of the program must be submitted to the Coordinator

of Inservice, Spegial Education Services Unit, Colorado Department of .Education. We view the

rqporting--requirements as providing a more formal opportunity for districts to analyze and re-

evaluate the progress and future direction of their staff development program. .

.+ The purpose of the report and continuation proposal forms are:
To Monitor the proper use of funds in accordance with federal and state guidelines and
to monitor the intents and goals of the accepted proposals. ’

Io meet the SEAI/NIN need for an information management system to be better able to
retrieve and disseminate information regarding program implementation and to be better
able'tg provide assistance to Year | (A), Year 11 (B), and future districts.

A"% provide a stimulus and format for-local districts to collec:c‘ information to assist them
~ ' indecisionmaking and program management.

—

.

To provide a stimulus and format for local districts to reevaluate the future direction of
theijr.inservice program and make necessary changes to guarantee its success.
- L]

R . L’ ' .
————— v
5 ~ - <
—_
e [
“~ “ -
. ) T - }
Continuation Agreement Application’ ) '
. for: - ‘
\ SEA/National Inservice Network ~ .
o ) ’ B ' b ~
. ., L. s - . »
Name of District: ‘ _
Address: T .
LAt i . .
Task.Force: !
: P2
Chairman . :
‘Members : » N !

-

.
. - S

In order to'gumantee your continued participation as a SEA/Nin local project, it is necessary to
complete the followirig phase of the agreement process. '

-®

. -

2%
.



Phase I Descriptive Review \ N
‘ The continued commitment from the SEA to local districts for project participation involves an
exploration of both the LEA commitment and the LEA project process. Criteria to be included
in this descriptive review are as follows:
1. LEA review of the selection criteria and process with the original decisionmakers.
2. Listing of indicators for LEA renewed commitment. )
N 3. Exploration of the results of project participation..
4, Justification of any changes in process and proposal.
;. ‘Phase I Progress Report
Completion of three sections in report:
1. " Activity/Accomplishment Grid.
. . 2. Program Componenf Narrative.
. 3. Budget Report.
«." Phase I Continuation Proposal
. - .Completion of the: proposal continuation form for local. NIN projects, ®
) Phase [V SEA/LEA Agreement Negotlatlon
Upon cor?pletuon of phases |, Il, and III the LEA wll schedule an appomtment with the SEA to
negotiate and finalize the continuation agreement.

The forms included in  this packet are d|vnded,|nto two areas: '
1. Progress Report
R Section | -
. A listing of program activities, accomplishments and procedures to be completed by Novem-
-ber 1. This section will need revising and updating prior to May 1 and will be ’subrpitted by
May 15 as one evaluation component ofthe NIN project.
‘Section 11 ‘

A narrative of short, open-ended questions concerning®major program components. This
section (one composite per district) will be submitted by May 15 as one evaluation component
of the NIN project.

Section Il
A budget report, following the same format as the proposed budget sheet, to be submitted
. . "by May 15 as one evaluation component of the NIN project.
o~ 2. Continuation Proposal . _ ve - —
s A proposal continuation format for Iocal NIN projects wishing to receive financial and techni-
) cal assistance beyond the first year of lmplementatlon This section must accompany evdlua-
tion components I, Il and |1l and be submltted::by May 15. X P

£

Odds and Ends;
" Select andridividual reporter who is disciplined enough to carry.out the task.

2 Section [l of Progress Report could be shdred with all members of the/Iocal NIN planmng
task force . . . providing for multiple perspectives as weil as an opportunity for reviewing
and dlscussmg both the progress and direction of staff develgﬁment systems. - i

‘ ' ‘ - (A\o\ '
.
. .
.
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PROGRESS REPORT — SECTION 1 — EXAMPLE )
[N % & F i
‘ + TEvaluation Involvement : d
Current r °
Goals/ Action \ .o Participant  Number of
Needs , Objectives Plan Documentation / Analysis / Changes Roles Participants Time Line ' Costs.
Planning Overall Formation  .Minutes of ® Reg. Ed. 6 ~ September 0
& deci- system & opera-’ meetings / teachers 29 and
sion on manage- tion of 4 .Question- Spec. Ed. 6 i
building N .building . naire at \ teachers :
level level .end of . . Admip- 4 .
programs, . teams year strators
B . .
Commun-  Objec- 1day .Evaluation . Same as 6 October 5~ . 300 travel exp.
icafion & tive 2— workshop of work- ’ above ’ 6 7 ~ 360 substit.
decision Improved training shop , A 660.00
making commun- _bldg teams  .Use of y
ication " w/outside workshops
consultant skills in »
. team . - '
) meetings . -
Events, . Objec- District- .Copies of All staff 133 October 11 50.00 °~
etc, in tive 2— wide newsletter School Bd. once . printing
staff I mproved newsletter .Log of res P.T.O. - 30 every materials
. develop- commun- on , sponses to day
ment ication inservice newsletter 2 , o
. P
. 234 . ' - Lo R3d
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PROGRESS REPORT — SECTION 1 — ACTIVITY/ACCOMPLISHMENT GRID
\_’\ . Evaluation Involvement
Current ~ , :
Goals/ Action Roles of  ~eNumber of )
Needs Objectives Plan’ Documentation / Analysis / Change Participant  Participants  Time Line Costs .
, 1 / ' "
@ ’ .
. 3 .
» ? t 4
_ | } )
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Progress Report — Section 1 — Grid Instructions
The Activity/Accomplishment Grid will be used for two purposes by LEAs invoﬁled in SEA/NIN
pilot projects: s,
1. To.provide an overview of project. procedures and ongoing data compilation throughout
the year.
. project proposal projections will be completed on grid prior to on-site visits by SEA/
NIN representatives
. grid information will be kept "'continuously current”’ (as opposed to year end recon-
< structlon) to facilitate LEA updating.of information.
’ 2. To provide the summative format forgr}portlng requirements, Section 1, Progress Report.
Topical Descriptions for Grid Columns:
1. Needs: needs identified durlng the assessment process
2. Goals/Objectives: spetified project outcomes which guide the direction for the project
3. _Current Action Plan: step-by-step procedures to be-used to carry out the project )
4, Evaluation: documented evidence that the evaluation was to.nducted analy5|s of the
evidence; and anticipated changes resultlng from the analysis ¥
Involvement: roles and total number of individuals to parhcnpate in the pro;ect
Time Line: specific time when activities occurred _——
Costs: specific expenses incurred under each activity. .
o H
Progress Report — Section 11— Program Component Narrative » 5
Describe the status of your staff development organizational structure. —Is it in p‘fac'é? —Who
"is involved?, —What are its functions?, —\Qw is it working? : . .

-

i

. -

Describe the results of your staff development activities/accomplishments. —Are objectj\’/es
being met?, —Do people ‘feel better?, —Have speC|f|c skills been learned?, —Are they bé"lné
used?, —etc. -

- *
a,
- s

»
2

Describe the impact or effects that your staff development system has had thus far on: your
school system in general, —instructional programs, —the rela{mnshlp between speC|aI educa-
tion and regular education, —the improvement of services to handicapped students, especmlly
those in regular classrooms, —the major goals of the pfoposal.

. What do you feel-have been the major success(es) of your staf{f development system?
. é

' N

¢

Wor have been some of the major or big problen{s (if any)?
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6. What changes or adaptatio'ns have you need to make so far and, why? ——\7Vhat changes of

adaptations do you foresee having to make and, why?

.
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9. Descrlbe any dlssemmatlon procedures for a unigue aspect of the
supports over all SEA and NJIN objectl\?s : - v
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inservice mode,

in that it

v

Feel free to append any information you feel would be appropriate, e.g. copies of newsletters

minutes of meetings, workshop- -agendas, evaluatlon summaries, etc. .
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Section IV — Continuation Proposal Writing Format For
SEA/Natlonal Inservice Network Pilot Projects

In order for local NII\I pro;ects to continue to receive financial and technical assistance beyond the’
first year of |mplementat|on a proposal must be submitted to the Coordifiator of Inservice, Special

Education Services Unit, State Department of Education by

¥

The following guidé provides a format for writing ¢ontinuation proposals. ' ¢

Abstract

Introduction

Process Narrative

Assessment .

Objectives

3

’

Provide a brief updated overview of the program in hon-technical language,’
- - - c 3 3 - -
including_any major changes in the design or implementation of the program.

Provide, a brief description of any major changes in school district(s) or ad-
ministrative unit (e.g. demographics, district ' goals, etc.) which are releyant

to the project. / ‘ . ;
e . .

0 - . - epe - \-’ L.
Provide a descrup%\of any significant changes in the composition of the
planning team, planning procedures and organization.

-

Provide a desﬁcription of the procedure(s) used tosidentify the needs to whic'h
the inservice plan wijll respond (if changed from previous progedure): Iist
any newly Identified needs; and include the assessment instrument(s) used
These needs will be listed on report grid, column 1.

Provide a description of any cham%s in th® inservice programs expected out-
comes; list objectives differentiating between old_and new. (Repoft grud '
column 2). .~ '

v *
Action Plan Provide a description of any changes in how the programs objectives will be’
' achieved and any changes in the overall program, i.e. who, what, when, where,
/ how, ‘éngl with whom (Report grid, column 3).
. . - . C @
Evaluation Provide a descriptive analysis of project goals, objectives and current practices,
- including quantitative and qualificative indicatogs and develop prodedural
_ changes (see grid column 4). ' T
. N . ‘ .
Dissemination Provide explanation of disseminatior; avenues for project products or learn-
'[ ad B IngS. ’ ‘
: &
Budget Provide a thorough explanation of budget items and_projected costs (see
/' attached grld column 6). | , . {
. - v Ld - '
: . AR
e ’ ‘ -, i / ) 6
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“THE NETWORKING PERSPECTIVE
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PROBLEM 1-

*

-

WHICH OF THE FOLLOWING STATEMENTS ILLUSTRATE THiE NETWORKING PER
SPECTIVE?

1.

2.
“\) That’s why our principal must be such a good negotiator.”

3.

“News from the gigpevine has it that Martha will be promoted to head teacher.”

""Qur faculty conswts basically of threé clans with |ndependent leaders and three loners.

““When studying schools, the organizational chart is the best cue to expldin what is
happening.” ,

A}
~

"The formal authority certainly resides with our principal, but she cannot do much

" without consulting with department chairpgrsons who guard their power .like robber

barons."
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PROBLEM 2
i . <
N 2 i -‘ 542 L 4

WHICH OF THE FOLLOWING CHANGE STRATEGIES WOULD BE WSED BYACHANGE
AGENT WHO IS INFLUENCED BY THE NETWORKING PERSPECTIVE? i

1. ~ Most change strategies would be aimed at clearly defining job roles of people in formal
authority. ~ . ‘

2. Create opportunmes for people to work together, share mformatlon, and exchange

resoyrces.
»

v 3. Form groups that involve’ non-hierarchical relationships ang cblllaborative efforts when

. "the time is right.”

4. Create mechanisms that allow people to be in touch with others for specifi&ggr\poses.

5. Increase the organization's capacity to positively reward subordinates.

¥ . N .
t - - ~ » Q
4 6. Increase the leader’s ability to issue commands. ° @ :
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PROBLEM 3

» ~SELECT™ A CURRENT ORGANIZATION WHICH YOu-BELONG_TO_SUCH ASA CHURCH
SOCIAL CLUB OR SCHOOL FAGULTY. AFTER IDENTIFYING THE ORGANIZATION;
DESCRIBE AND ANALYZE IT USING A NETWORKING PERSPECTIVE. SHARE YOUR
DESCRIPTION WITH A FELLOW PARTICIPANT OR THE SESSION FACILITATOR.

.

o v BN
v . 1

219

\




o " AN
o ) ANSWER KEY .
Descriptions should include the folldwing: =~ ~ ] : R
. S - . : a
. Statements about the cause and effect relationships, i.e., tight and/or loose coupling.
y ~ i ® .
Statements about how people are connected with each other. - T g ¥
T
Statements about leadership styles of leaders and sub-group Ie%ders.
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. : 3 Fd ¢

. ‘% -

‘ o IDENTIFY ONE SUCCESSFUL CSPD ACTIVITY IMPLEMENTED BY YOUR LOCAL

. PLANNING DISTRICT ,SU H ASs THE START—-UP OF BUILDING—BASED TEAMS.
e ———DESIGN-—A—DISSEMINATION - PLAN— USING— A -NETWORKING- PERSPECTIVE.- SHARE— ——

YOUR QUTLINE WITH 4 FELLQW PARTICIPANT OR THE SESSION FACILITATOR.
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. : . e ANSWER KEY

‘ . ‘ '
N .
N

Qutlines should reflect the following points:

3

”

designing processesrather*.thamhe}:reafion-ef@rodudtsﬁ.m.»-‘,.w.. S

using and supplementing “existing connecti®ns between people rather than cfreat)'ng

all new channels of communications

delivering mthipre kinds of messages

.

4

2

con‘sic‘iering the nature of the cause and effect relationships within the nepwork(s) [loose-

tight coupling]

.

[N

\
e

Q

{

“y

[4

-

—

messages targeted,.at beth formal—appointed leaders, and informal—sub-group ‘leaders )

identifying people who are responsible for managing the synthetic network.

’
.

.

- -
K LY
® | ?
w o L
- g } .
’ 1Y
. ' A
rd . S
¢ ® ,
* <.
) 5 )
\
e
' §
® ’ ~
. L
Q = ‘
2.‘)0 222

xt




ot
L

15. How‘zls the .

model
evaluated?

[

Model E&a@ﬁon :

/ ( : *
Evaluation is hased on the concérns and issues of relevgnt audiences

such as the participants, state education agency and staff. The focus is

on participant evaluation of the planning process and plan implemen-
tation. During and after planning sesSions ?mrticipants provide evalua-
tion data both on 'the 'frair%ing content and process. A variety of evalu-
ation methods are modeled by the trainers including group interviews
and pre- and post session rating scales, Results are provided to the par-

- ticipants on a regular basis. " Products such as team action plans, needs

assessment data and the plan itself are outcome measures which can
be used to judge thg effectiveness of the planning sessions. While some
monitoring of plan implementation is conducted by the core team,
the focus is on user evaluation asa managemen't tool.
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Adopted frorﬁ An Evaluation Design
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f‘ Kathy Byers
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National Inservice Network
Indiana University -
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EVALUATION |DESIGN

>

The evaluation design outlined here follows aresponsive naturalistic model based on thé work

of Stake (1975) and Guba and. Lincoln (1981)."
by extensive descriptive material, focus on program activity rather than solely on program |ntent
and an adptable and emergent design, but most particularly organization around the issues and
concerns .of stakeholding audiences taklng into aedount the plurallstlc value positions they are

likely-to ‘hold.

Resp6nsive evaluation is generally dlstlngmshed

>

-

Though there are many alternative approaches to evaluation, a responsive model may be most
applicable for a variety of reasons: ‘ :

1. A compreh

plex cont

o .

[

ive staff development program cannot always be easily evaluated across a
There will be multiple audiences and a variety of stakeholders in this pro-

fues to develop. A responsive evaluation model provides an opportunity to surface
concerns ang issues and access multiple impacts of the NIN project within this cordf
It also allows us to ‘take explicit account of value differences among audiences.

2. A responsive mode is sensitive to shifts in project activities inat occur as a result of feed-
,Though many specific program ‘intents and outcomes can be

back from the target audiences.

specnfled in “advance and built into an evaluation design, our previous experlence has been that

" unanticipated outcomes may represent some of the more important program impacts.

Though

s major goals and intents remain fairly congtant, you can, expect some strategic and tactical shifts
A responsive evaluation design with an #nphasis on

°

in activities .as implementatioh continues.
formatjve as well as summative evalugtion is best suited to an emergent type of program.

AY

3. The impact of program, activities is heavnly dependent on the context within which the

aCtIVItIeS OCCU r.

Experience to date substantlates the importance of a wide variety of factors

external to such programs (communlcatlon channels within the agency), influence both strategies
and tactics employed and outcomes. A responsnve patdralistic evaluation model can relate to these
factors ina meanlngful way

\ Y
»

-

.

v

.

»

’

~

.

- Within.the responsive mode, criteria of both merit and worth are used in the evaluation de-

sign, Lincoln and, Guba (1981) distinguish, between merit and worth in the following way: merit
is the implicit, inherent value of an entity while worth is its value in an application or use situation.
Judgments of merit use invariable criteria or standards over tjime. Worth, on the other hand, cannot

‘”ﬁe establlshed orice arid for afl but must be reevaluated at the time of each appllcatlon

Formative and summative evaluation questions are posed across both the merit and worth

dimensions, yielding four perspectives in the evaluation design.

Since the design itself is emergent, the complete set of evaluation activities cannot be described

in detail here; however, the procedural steps in the emergent désign can be identified:

1. Identifying concerns and issues of the stakeholding audiences including all groups (both
formal and informal) who have some stake in the program. Stakeholders include such groups as
SEA district administrators, bunldtng administrators, teachers, etc.

-~ have equal priority. A concern is a matter of interest to one ‘or more parties about which they

feel threatened or in which they have.an interest (including claims).

Not all, of these audiences

An issue is any statement

" .about which reasonable persons could disagree. Any concern or issue of a stakeholding audience
_is legitimate focus on evaluation including projected, outcomes, objectives, products, and other

A
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actvities traditionally included in an evaluation. Additionally descriptors, or descriptive statements
salient to the program are collected from the stakeholding audiences. '

)

2. Analysis and categorization of issues and concerns. This essentially content-analytic pro-
cess is ongoing and involves member checks (i.e. recyclipg with human resources) and other vali-
dation procedures. Issues and concerns also must be prioritized.

3. Gathering information that’s responsive to the identified concerns and issues. A variety
of methods are used to gather this relevant information, matching methodology to the particular
concern or issue. For example, the SEA may be particularly interested in an evaluation the pro-
gram’s dissemination efforts and, therefore, dissemination activities may be monitored by a track-
ing system that. identifies the source of requests for information by organizational type, products
or documents.sent in respohese to the request, and feedback on product usefulness. On the other
hand, the SEA may also be concerned about the trainers and the program. Some preliminary
data from questionnaires may be supplemented by indepth interview. Descriptions of the entity
being evaluated are included in the ifformation about the relevant setting and conditions. The
activities of the program are also to be described in.terms of intention, implementation, and vatia-
tions that occur over time. ot | -

\ .
4. Reporting back to the. relevant audiences on a continuous basis. A variety of reportin
mechanisms are used, and matched to the particular rieeds of each audience.

i
. .
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, . ~Preface - ‘
Ny ; v 4
‘ The Indiana Comprehensive System 6f Persomnel Development Project (IN/CSPD) is in the
third of its four years. The evaluation plan for the Project has been, and. continues to be, an emer-

gent and collaborative effort on the part of the Project staff and the major audiences it serves.
.During the past two years the evaluation plan has changed and broadened in its concept, définition,
and scope. Much of tJ1e change is the result of new information acquired by Project staff through

> 8 evaluation fleldwork literature review,. evaluation methodology coursework, seminars, and_per-
_sonal contacts. z )

_ The nature of the evaluation effort for the first'two years of the Project (June 1978-June 1980)
pe iscgdescribed in the introductory section of this document. The information in the remaining seé-/E\
tidns details the evaluation plan for 1980-1982.
. ) / ) _
Introduction :

* ! ) . ~ = ' ) /:' .
Background Information g , .

The Indiana CSPD Project is a technical assistance effort desianed to assist the Indiana state
education agency (SEA) and Jocal education agencies (LEAs) ‘in the implementation of Publig
Law 94—142. Public Law 94-142, the-Education for All Handicapped Children Act, ntains
provision reguiring the SEA to develop an annual plan for a Comprehensive System of Personnel
/Devejopment (CSPD). The annual CSPD plan addresses both the preservice apd inservice training
needs of school personnel and parents who are involved in the education uf handicapped students.
The primary focus of the Indiana CSPD Project is to aid the Indiana SEA and LEAs in the devel-
opment of the inservice portion of the CSPD plans. »

AThis technical assistance effort spans a four year period extending from June, 1978 through __»
. May, 1982. The project is funded by P.L. 94—142 funds at both the_federal and state level." It
is located at the Smith Research Center, Indiana University, Bloomingtén, Indiana. The primary
contractor for the project’s technical assistance services IS the Indiana Department of Public In-
struction, Diwision of Special Education.

Project policy is formed by the IN/CSPD Project Policy Review Board. This group consists of
the State Director of Special Education, State Coordinator of Personnel Development and Program
Revrew the IN/CSPD Pro;ect Co-directors and the Project C Coordmators -

Since the beginning of the IN/CSPD Project in June of 1978 the project has been |nvolved in |
"an ongomg evaluation process desngned to keep consultation and training relevant and productlve
(NIN in Indiana Summary Report, August 1979). In 1978-79 this evaluation®effort included s
the following activities: -

_—— - - \ [PV S ST,

1. The Project’s formal training evefts were evaluatéd by part|C|pants 'through a seven point
° workshop evaluation scale with a comments section (Appendix A).

2 Partlupants completed an annual final evaluation questionnaire one month after the con-
clusion of a year of training events (Appendix A). -

3. An annual Summary Report was devel pegj by project staff and submitted to the Indiana
Department of Public Instruction. This report presented the Project’s major activities and accom-
plishments in the areas of training, consultation, technical assistance, linking activities and dissemg
natlon activities. It included a staff summary of the participants’ responses to the workshop evalu-
atlons and flnal questionnaire.

4, A thnrd party evaluator from the School Admini%tration Department, School of Education,
Indiana University was employed to interview selected Project participantsabout their perceptions ¢

' ‘ of the Project.
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5. A biannual “opinionnaire” was completed by all special education directors in Indiana,

their regular education counterparts (as defined by the directors) and all Project participants.

' This opihionnaire uses techniques of multi-dimensional scaling to ascertain how closely these
pérsonnel associate concepts of planning and inservice training with their*own jobs (Appendix A).

I4

These evaluation effe#ts, while providing some useful .information to Project staff and the

. Department of Public Instruction (DPI), did not, wheg aggregated, constitute a comprehensive

evaluation plan. The activities lacked a stated evaluatio design {though one can be inferred from
- s the nature of the actiVities), a comprehensive description of methodology and a specified timeline .
and format for reporting. Based on these gaps in the 1978-79 evaluation of the IN/CSPD Project,
a revised evaluation plap_has been designed for implementation from June, 1980 through May,

1982 and is'described in thissdocument. ~

Description of the IN/CSPD Project .

~
1Y

What Was Intended? i J \
In the fall of 1977 a proposal was submitted by Leonard G. Burrello, Ed.D., Indiana Univer- *

- sity, to the Department of Education, Office of Special Education and Rehabilitative §ervices

(then the Bureau for Education ‘of the Handicapped, 'U.S. Office of Education) for the creation

of the National Inservice Network (then titled “'Validation and Diffusion of Regular Education

2 Inservice Training Models to Potential Adopters’”). The network was planned as a three year pro- :

ject of national significance. Its original goals were:

1. To assist the initially funded {inservice) projects throtgh the provision of supportive ser-
- vices to extend their replication and adoption to potential users elsewhere.

To identify the potential adbpters of those funded inservice models agd convene them
r the auspices of SEA’s. ' . o

2.1 To validate and evaluate the appropriateness of these model pryjects for.their own
adoptign or adaption. . '
- L4

2 To preplan with potential adopters to prepare their own comprehensive inservice plans

and propysals for federal FY’1979-80 funding, state discretionary funds, and from their own

local or intermediate ynit-inseryice funds. "
3. To increase SEAs’ capacity ™o prepare comprehensive- inservice plans through assessing

needs, coordinating human material resources and plannipg a diffusion strategy to reach all, the

local education agencies {LEAS). _ . _
vl - " ' -
4., To pilot test tifeasibility of a states based National Linkage Network resources to,
assist LEAs in the implementation of P.L. 94142, -
.-

(NIN Proposal, October, 1977)

The proposal was funded, in June, 1978, anci contact was initiated with the target audiences. The

target audiences included the approximately 146 REGI {regular education inservice) projectsin

the eountry and selected SEA and LEA personnel from several states. The thyee states who elec-

« ted to participate‘in. the states component of the Project (goals 2, 3;;alnd 4 above) were Colorado,

Indiana and Maine. The focus of this evaluation plan is on the states’ component of the NIN

Project as it applies to Indiana. < \
<

. "™ To avoid confysion in the remaining sections of this plan, it should be noted that the Indiana

component of t NII\‘J was referred to as “IN/NIN” during the first year (1978-79) of the Project/

&
7

\‘l ‘ » ’)\ ’ — ’ .
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Due to changes in-the scope and goals of the effort, the Project’s name was changed during the
second year of implementation. From 1979 to the present it has been referred to as the lndlana
Comprehengve System of Personnel Development PrOject (IN/CSPD). -

The IN/CSPD Project formally began in the fall of 1978 ith the hiring of two Project staff
one full-time state coordinator and a half-time résearch stant. The staff were doctoral level
students ing the School of Education who had backgrounds in spec|al education and ihservice train-
ing. They plemented the relevant NIN Project goals as written in th 1977 proposal and selected
as their target audiencks DPI staff &nd six “‘special education planning districts.” Indiana is divided

- |nto sixty-three speciaj, educatlon glanning districts which are a composite of single school dis-
" thiéts and districts who have jomed together to form cooperatwes

. . b . .

The |n|t|al six’ planning districts ‘were selected on the basrs of their demogyaphic diversity
{urban-rural, single districts, cooperatlves) and willingnéss to participate. Eac articipating plan-
ning d|str|ct was asked to select a team of four to eight regular and special educators representing
both instructional and administrative roles These teams became the focus of the Indiana CSPD
"Project’s tra|n|n efforts. . N .

‘ ) : - < -

The lN/CSPD Project staff devused a calendar of training events that spanned the period of
January — June, 1979. During this period Project staff met with the plannnng district teams on 11
days, exclusive of on-site visits and phone contacts. The focus of the training became teachlng
the teams how to write a local inservice Comprehensive System of Personnel Development plan.
These plans were submitted to the Indiana DPI durnng the summer of 1979 for funding and imple-

: mentatlon during the 1979-1980 school year. - Gow -
What Was Implemented" . ' - ) . .
L} N \o

Concurrent with the initiation of the Indiana CSPD Project in the summer of 1978, was a \
séries f interactions between the Indiana DPJ and the federal government that resulted in a major
change in thé Project’s scope-of activities. Under the provisions of P. L. 94-142 each state is
required to submit an Annual Program Plan {APP) .outlining their P.L. 94—142 program to the
Department of Egucation, Office of Spegial Education and Rehabjlitative Services, ED/OSERS
(then the Bureau of Education of the Handicapped, U.S.0. E<). Approval of this plan by the ED/
OSERS is requrred "before P.L. 94—142 funds are released to the SEA, and subsequently to the
local planning districts. Indiana’s APP for FY 79 (1978-79) was not approved by the ED/OSERS.
The state’s CSPD plan was cited as a deficient area. Until the plan was approved, no money could
flow through the-SEA to lndlana planning districts to support their special education programs.
This crisis in funding, led to a reassessment of the state’s CSPD plan, which had previously been
, characterized by a traditioftal and ineffectual state CSPD advisory council. The state, with the
assistance of the IN/CSPD Project staff, decided to use a much larger portion of its P.L. 94-142
discretionary furids (which are set aside for dispersement according to SEA”priorities} to support
an expanded effort by.the IN/CSPD Project. It was hoped Jthat this increased’effort would result *

in: " : \ .
1. Approval of the state’s APP by’ ED/OSERS (resulting in a release of P.L. 94-142 monies)
2. Renewing the planning districts’ ““faith’’ in the SEA (districts were concerned about the
pelay in funding) ~ § \
3¢ Creating a more effective CSPD mechanism in Indiana
4. Responding to the local aut®nomy philosophy ggused by many of the locat plannlng
districts (the lnd|ana NIN approach to CSPD foc on local rather than state level plan-
ning). .
» Upon submission of a revised APP to ED/OSERS, including the new CSPD plan,'lndlana’s
plan for P.L. 94-142 was approved and monies were released. The granting of P.L. 94—-142 dis-

~ ° N~ - . )
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cretionary_ funds to the INR:SPD P}oject occurred during the summer of 1979 and led to the im-
plementaffon of the effort for which this evaluation plan is proposdd. N .

The “new’’ Indiana NIN, now referred to as the IN/CSPD Projept,'gb‘als were based on Project
experience in 1978-1979 and on the state’s new APP plan. Goals listed by the IN/CSPD Project
in its proposal to the Indiana Department of Public Instruction in%ded: o T .

: . o ¢ ¢
1. To provide technical assistance to the 63 planning gistricts' develdping syétems of com-
prehensive personnel development by 1982. :
2. To design and implement a Computer-based needs assessment system. - )
3. To design and implement a statewide human reSource system. 3 = / '
4. To design and implement a stateyide dissemination network. - .
. -\ (NIN Progosal, 1979)

. ‘f > * \ . ) -

: These new goals reflected the increasing importante the SEA "attached to its CSPD plan. The'
original goals of the National Insgrvice Network were all reflected in the above goals, b'ut the "
emphasis on a total statewide CSPD planning opportunity was increasing while the emphasis on

adoption/adaption of national or local models was receiving less attention in terms of resources. =
- ‘ . “t

3

v . -
The expanded IN/CSPD Project staff saw their primary audiences as the Indiana Department
of Public Instruction and the local special education planning districts. The Project’s material
4 requirements reflected the importance of tfiese audiences and the new goals. The NIN Project
: director grouped the resources (both human and material) into two components, the training
resource system component (reflecting the needs assessgrent and human resource goals) and. the
technical assistance component (reflecting the, local CSPD development and dissemination goalsg# /
The components were housed in two different buildings in a public schoot/special serviges com-
plex at Indiana University. Doctoral leve! students were hired as staff for each compondpt, re-
sulting in 1.5 FTE in the training resource System component and 4.5 FTE in the te¢hnical assis-
tance component. These two_components were coordinated by the IN/CSPU Project Director and
Co-director, each of whom has re sibility for one component. Day to day management of the
Project waé‘ conducted by a. 1.0 ETE Project Coordinator who worked out of the technical assis-
_~tance component. The, training I%Iesource System also employed a 1.0 FT.E component coordi-

na;or. — 1 .

The Project staff were supported;(by a variety of material resources including .computer ser-
vices, information specialists, and a budget adequate to fhe expenses of conducting a statewide
training program. Both Project components established a schedule of events for 1979-80 that
was maintained through start-up programminé time for the training resource system component
was greater than had originally been anticipated. ' )

. N . . .. '

The organizational setting and relationships within which the IN/CSPD Project functions are
complex. The Project is located at an institution of higher education and must adhere fo the -
IHE’s procedures in day-to-day management. Additionally, the Project must adhere to the proce-
dures (particularly fiscal policy and, timelines) of bdth of its funding agents, the Indiana Depart-

. ' ment of ®ublic ‘Instruction and the Department of Educatipn/Office of Special Education and
©  Rehabilitative Services. In addition to the above relationships, which can be_characterized as formal
and contractual, the project maintains relationships with the state’s primary client, the local plan-
. ning districts. The planning districts are grouped into four training sets, Set |, 1978-1979; Sef 11,
» 1979-1980; Set LII, 1980-1981; and Set IV, 1981-1982 The Project’s relationghip is different .
“with each of these ‘groups, With past and curzent teams (Set | and I1) the Project #&s a formal
_and voluntary relationship, organized around a state mandate to the planning district (“you will 4.
_ develop a local CSPD plan”) and .a resource base (the Project provides trgjning, travel, change of
pace, recognition and social opportunities to its participants). With the®future training group
. (Sets |1l and 1V) the Project has an informai relationship which will become formal-at some future
point. 5 B i
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To date, the Prolect has provided assistance to Sets | and |l. Thisrevised evaluatjon plan will
be put into effect with the onset of training for the Set Il| partucnpants (fall 0§ 1980). Sets! and
Il will continue to receive technical assistance fro Prolect staff in the implementation of their
CSPD plans through a series of training events and consultation. . : -

N e

\v

* ‘ -
Revised Evaluation Plan— Purposes and Goals .

The purposes of the revised evaluation plan are three- fold. First, planning the evaluation is
. a vehicle for the Project staff to communicate the values they hold for the evaluation of the Pro-
ject. The plan has also provided the opportumty to discover the evalQiation values held by the
other majer audiences and stakeholders of the Prolect .
P
Secondly, the plan is an opportunity to advertlse the staff’s concept of how a statewide persoh-
nel development project can be evaluated in, this setting. It is the staff's hope that others will
gain some new and useful perspectives about evaluation from the emergent framework they have
designed. ) o
1Y . 'y .
Lastly, the 1980-82 plan.is being written.to accomplish the following six activities:
\
1. To provide |nformat|on about the major audiences and stakeholders of the IN/CSPD Pro-
ject.
To describe processes for identifying the information needs of the majbr audlences
To describe the methodology and:data sources to be employed in conducting the evaluatiQn.
To specify the timeline for-and coordination of the evaluation activities. , - b
. To describe the processes to be used in selectlng the standards by which the merit and wo@h‘? _
‘of the Project will be judged. . e Y
To identify the formats to be used for reporting the evaluation information.

S
Major Audiences/Stakeholders o
. ry -
« Audiences and stakeholders are words which will be used synonomously in this plan. Both
refer to those individual and/or groups who are involved ejther directly or mdnrectly with the
Project and wha are considered to have a stake in its operatlon

-

The original list of audiences generated by the Project ‘staff included: (a) Project sstaff, (b)
plannifg district teams who are currently participating in the Project, (c) Institutes of Higher
, Education [IHEs], (d) community members, (e} students [local level], (f) teachers [local level],
(g) parents, (h),U.S. Department of Educatlon/Offlce of Special Education and Rehabilitative
/ Servrces/Dlwsnon of Personnel Preparation, (i) Indiana Department of PuRlic Instruction/Division
- of Special Education [DPI/DSE] personnel, (j) other interested professionals in. related fields,
(k) Indiana State Advisory Council on the Educatuon of Handicapped Chnldren and Youth and
(1) other divistons of the Indiana DP1.& « .

" Based ‘on resource Ilmltatlons the Project staff used a shared decisionmaking process (Maple,
1977) to identify four major. stakeholdmg groups to which the evaluation will respond. They are:

.. Projectstaff )
. Department of, Public Instructnon/Dwnsnon of Special [DPI/DSE] personnel,
- IN/CSPD Policy Review Board )
- Indiana 94—142 Advisory Coungil. . ~.
Planning district teams who are presently participating in the prolect
Department of Educatlon/Dnv;smn of ‘Personnel Preparation [ED/DPP] personnel

A

A brlef descrlptlon of who cons'htutes the stakeholders in each of these groups is in 0rder

ve
~ .
' .
.
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Project Director [.20 FTE] - . ?

Project Ceordinator {1.0 FTE] . .
. Planpipg Team Coordinator [1.0 FTE] . Y,
. Planning Team.Graduate Assistant [.50 FTE] . n

- Implementation Team Coordinator [1.0 FTE]
Implementation Team, Graduate Assistant and Evaluation Coordinator [.75 FTE«] _
.* Management Information Sepcialist Graduate Assistant {.50 FTE] s ‘ -

. Prolect Secretaries {2.0 FTE] . '

As was noted in the mtroductnon there are two major components to th@rolect the technical
assistance component and the training resource system component. Each represents different
aspects and goals of the Project and each is housed in separate bujldings at Indiana University. The
staff listing provided above does not reflect the staff from the training resource system component.
The training resource system component maintains a, separate staff for its project design and imple-
mentation. Built.into the activities of the training resource system component is an evaluation
program specific to Pheir needs. There does exist, however, a direct interfacé between the evalua-
tion activities of these components. For example, through ‘the data collection methods used by the
technical assistance compongnt staff, evaluation data is received about the training resource system.
Informal communication regarding evaluation data is on-going between component co-directors
and coordinators. Evaluation information generated by each component of the Project will be
included in the 1980-81 Summary Evaluation Report to the Indiana DPI/DSE. In summary,
throughout this plan “’Project staff’’ will be used in reference to the aforementioned staff affiliated
with the technical assistance component.

. The Indiana Department of Public InstructlQn/leswn of Speczal Educatzon [DPI/DSE] is

the ‘main client of the IN/CSPD and the most important stakeholder in the Project. The IN/CSPD
Project has been ‘strongty supported by the DPI/DSE through monetary_ and staff resources. The
Project’s major goals involve assisting the state agency in carrying out jts responsibilities under
P.L. 94—142, the Education of All Handicapped Children Act, for the development and ‘imple-
mentatnon of an effective personnel development system. This includes the development of a

. SEA planning model for CSPD. The state agency pérson.directly responsuble for overseeing State-

wide CSPD is th€ liaison to the IN/CSPD Project and participates in the-planning and implemen-,

tation of Project activities.. In addition tp the liaison staff, the Project also respdnds to DP4/DSE
.directly, through the Prolects Policy Review Board, which involves DPI staff, and. through the
- Stage Advisory Council on Handlcapped Children and Youth, which receives uggular information
on Project activities! . . ‘

The planning district teams, of which there are presently forty (40) constitute the third major
evaluation audience. The teafn consist of varying combinations of special and regular education
instructional and admlnlstratwe personnel. Parents, school board members and other personnel
groups have also been represented on some teams. Throughout the 1980- 81 academic year, these

planning district teams will attehd workshops designed by-the IN/CSPD staff to facilitate the

teams’ planning and/or implementation of local CSPD plans. The twenty teams who are new to
thé CSPD planning process willmeet for ten days of training, and ‘the twenty teams already in-
volved in implementation of thelr plans will meet formally for training six days during the year.
Other forms of technical assistance will also be available to the teams including on-site visits, tele-
phone consultations, and materials.

The L.S. Department of qucatwn/Ofﬁce of Special Education and Rehabilitative Servlces/ -

Division of Personnel Preparation {U.S. ED/OSERS/DPP] is the last major audience targeted in
this evaluation. At the federal level there are individuals assigned through the Division of Per-
sonnel Preparation [DPP], within the Department of Education/Office of Special Education and
Rehabilitative Services, to oversee the implementation of personnel development grants. , These
. individuals have a major stake in the evaluation of the Project as the evaluation provides informa-

tion on which to base current "and future funding of CSPD related to the education of handicapped
children. .

2671, . :




Processes for Generating the Information Needs of the Major Audiences -

“‘ ’ This section will report the processes in whlch ‘the Project staff have engaged to generate the
initial framework for the evaluation plan. The steps taken to |dentrfy the information needs of the
audiepces will also be addressed.. It should be emphasized at this point that the planning steps
reported here may not be sequential. The .processes involved are rarely linear and are frequent

, interactive. This adaptlve planning is essential if the eyaluatlon is to be responsive to the needs of )
the major audlences , . : . .
4

. Stepl-— Pro;ect Staff . - i
Evaluation is of service to its audiences if they find it useful to their purposes. Knowing what
those purposes are is the first step in determining the initial framework for the evaluation. During
August and early September 1980, the Project staff met on several occasions to make decisions
regarding this evaluation plan. Utilizing the nominal group process technique (Caffarella, 1978),
the staff generated a lengthy list of potential purposes for the evaluation. Using a shared decision-
maklng process (Maple, 1977), the. stgff collapsed the original list into three major purposes. They
are: .
. _ .
1. To describe the design and implementation of CSPD at three levels: “the Project staff,
local district CSPD, and statewide CSPD.
2. To judge the design and- |mplementat|on of CSPD at the internal Prolect level and within
. the local planning districts.
’ 3. To improve the design and implementation of CSPD at all three levels: internal Project,
local district, aqd;state . . -
There were several meetings devoted to discussing the evaluation’s purposes. It was a major '
opportunity for the staff to discover the values they hold forthe evaluation effort. In addltlon
‘ it provided direction for the staff to begin a discussion regarding what methodology and data
- ... SOurces are a available. and_appropriate to the Rurposes they identified for the evaluation. Data
. collectlon methods and sources will be reported in the next section of this plan. : e e
- . ¢ *
¥ " The information needs of the Project staff will be ascertained from questions developed by
staf members as ithe Project year prQgresses. It is anticipated that theserquestlons will relate.to ]
the Project’s stdted goals (see_ trodugtion), issues, and concerns as they emerge throughout the ¢
year. - N, . . . .

-
-

Step 2 — Indiana Department of Public Instruction/Division of Special Education [DPIDSE]

Assessing the irformation needs of this audience will be accomplished in three ways. First,

the Project staff have access to the Indiana State Plan for Part B of the Education of the Handi-

- capped Act (FY 81-83) which specifically states the gdals of the statewide CSPD. Secondly, the
liaison relationship with the state CSPD cobrdinator provides an ongoing and rich information
source forProject staff by which to identify issues and concerns. Figally, the State Director of
Special Education is a merfiber of the Policy Review Board of the IN/CSPD Project and the con:

P versations anda minutes of those meetings become another way in which information needs gan
' be assessed. . ‘ .
] Step 3 — The Planning District Teams % LT ‘e .
% PR
! . " The Project staff decided that.the most efficient and effective way to ascertain the mformatlon

needs of the, planning district teams would be to ask the teams what their information needs are.
_The staff felt that valuable information could be elicited by conversing with participants, [lstemng

‘ > , 1o their language usage, and by probing for their COncerns When the fall workshop occur for *
,~ plahning and implementation teams, participants will be requested to respond to questions aimed

. .

-
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at beginning a conversation regarding their evaluation information needs. During the subsequent
staff debriefing the staff will review the data received to ascertain the participants’ concerns and

‘ . issues. Decisions will also be made regarding which of the identified information needs can be
met through the evaluation. Project staff recognize that constraints such as time, money, and «
personnel may prohibit them front responding to all the requests made by the participants, but

¢ every attempt will be made to accommodate their needs. N . ’

Additional ways  in which the Project staff intend to idehtify this audience’s concerns and

issues are: .
. . observatic(:{us of,activitieé at workshops and during on-site visits
on-going documented convérsations.throughout the year with individuals and groups

review of documents produced by participants as part of their planning process.,

' Ste;‘) 4 — U.S. Department of Education/Office off Special Education and Rehabilitative Services, ‘

. Division of Personnel Preparation.[ U.S. ED/OSERS/DPP] :
ST . N
‘ The information needs of this audience will be identified frofr)'the proposal evaluatiod criteria
: specified in the OSE/DPP ''Proposal Evaluation for New Applicatjons” (ED/OSERS/DPP, 1980).
\Conversations with the DPP Project Officer assigned to, this Project will also serve as an information.”
.~ . source. One such conversation occurred Spring, 1980 at which time the Rroject Officer met with

the Project staff to identify some of his present information needs. The highest priority need was
for pragmatic information on the impact of the Project at the local planning level. The guestivn
posed by the Project Officer was "“What would you tell the person on the street who wanted to
posed by the Project Officer was "“What would you tell the person on the street who wanted to

know what the Project has accomplished?"’ 2
A\ . p
' f Data Collection Methods and )
1 : .. The Use o?)dultiple Data Sources ’
e As the infomation needs or issues and concerns of each of the major audiences are established,

the evaldators will continue to develop a data collection design. Information collection can be’

categorized as quantitative and qualitative. Quantitative methods collect information definéd as
. facts and claims that are represented by rumbers. Qualitative methods ‘collect information de-
. fined as facts and claims presented in narrative, not numerical form (Joint Committees 1981).

The Project staff will be employing both types of methods in its design. '

s *  The qualitative methods which will pe used include: .

group debriefing (interviews) [see Appendix C for guidelines]
individual structured and unstrl:gt/qfed interviews [see Appendix:C for guidelines]
. . document analysis : : .
use of records )
. unobtrusive measures ‘
» participant and non-participant observation . .- \
. non-verbal communication ' . . RN &
o

The quantitative methods which will be used include: : ° ¢ -

s

’

. . ‘multi-dimensional scaling (MDS)'[see Appendix A for copy of the opinionnaire]
- . aggregation of numerical data (e.g., number of individuals receiving training, number of
requests for technical assistance). ' . » -

~ A} A

. ¢ ' . - 0

. - Multiple data sources presently exist or can be identified. Other sources and the correspon(ﬁg
. collection methods age represented ip Figure 1. : : . B

.
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T FIGURE .1 , ’
QUALITATIVE METHODS . /QUANTITATIVE METHODS L
Individual : ! . Farticipant L .
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{structured/ Group Analysis or riobtrusive participant  communi- | Multi-dimensional _ ’
unstructured) Dgbriefings - Use of records ‘% Measures observation cation Scaling (MDS) Aggregatign .
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shops - shops and during on- , party evaluator {1986- workshops workshops  workshops ed statewide to a select tween districts .
\ site visits 1981) . ‘ . s group of Project par e |
' . Q/ on-sites on-sites ticipants and non-par- \ .
. DPI Program review SN . visits _ ticipants record of requests for 2
\ participants  during documents . Project technical assis- q N
on-site visits by Pro- ' g . . - “tance
°  jectstaff , ’ documents  produced t ) ) |
i ¢ by participants during 3
"" the planning. process . » .record of number of .
participants during fe.g., action plans, . ) * <~ individuals trained in .
~son-site visits by 3rd needs assessment sur- ‘4 Project workshops-
party evaluator’ ¢ . veys) y
R . . .
- ©3 local CSPD plans pro--. . ! record of numbers of :
. Projeot”™ and DPI/ doced for 1980-81 and N individuals trained at
*DSE, staff by .3rd 1981-82 s the local level according
party evalugtor - X . to personnél groups,
L ' - abstracts of GSPD plans . . Lontent area, training
R developed by Project . mode, location, funding
phone calls personnel . o v sources, and,by whom
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system component &4 = gystem comporfent . .,
staff . — .
- 4 State Plan -
¥ 4 . .
Policy Review' Board . ! .
. . meeting minutes — ,
State Advisory Council’ * ’ ¢
. & o meeting minutes . - .
. . ) ‘ . -
. ¢ - e ® ' - ‘i v ' ) : 2 b' 5 LY
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Processing of Data -

-

4

Interviews and group debriefings are'p'lanne‘d as the two major sources of evaluation data,
This section will destribe the way in which the Project’staff intend to process that data. Included
are the concepts of thematizing, triangulation, member thecks, and audit trails (Guba and Lincoln,

1981). These are M®sented sequentially for documentary purposes only.

Thematizing. The Project staff define the concept of thematizing as surfacing the major con-
eerns and issues reflected in the data collected. Project staff will be using themselves as instru-
ments to conduct a categorical analysis of the data as they collect it from participants. The use
of this process reflects the desire on the part of the Project staff not to be divorced from the eval-
uation. Instead, the aim is to use themselves to be as responsive, adaptive, and discovery oriented
as possible about the different dimensions of the Project evaluation.

Subsequent to each workshop the staff will compile the interview and: debriefing results in
writing, and review the data in a staff evaluation debriefing. The focus of the debriefing will be
two-fold:

[}

1. to thematize the data

2. to determine what the ""next steps’’ will be in planning, implementation, and evaluaw
based on the themes identified. -

Minutes of the staff evaluation debriefings will be maintained as a record of the themes noted.
Staff will receive copies of the minutes to use in guiding their future planning activities. Processes
to.insure the reasonablenéss of the themes identified are addressed in the following paragraphs.

Triangulation and Member Checks. As was mentioned previously, the Project staff will hdve
access to multiple data sources in conducting this evaluation. These sources Will be used to 'tri-
angulate the information generated from thematizing: -For example, documentation of local CSPD

plans may be used to support the themes “identified during interviews. Information from the
opinionnaire distributed statewide (MDS) may be compared to the data collected from group de-
briefings and from local needs assessment surveys @&nd reports. Similarities and discrepancies in the
data will be noted and used in evaluation reporting and to stimulate additional evaluation ques-
tions. ’ ' -

v

Member checks are another way of insuring the trustworthiness of the evaluation and data
received. Basically, a member check involves taking information or dath generated by an audience
back to that audignce and saying “|s this the way, you saw it?’ The third party evaluation (to
be conducted in the Spring of 1981), will be an opportunity to find out if major themes generated
throughout the year “check®but’ with the district teams who participated in the Project. The
thirgh party evaluation is an activity that was initiated during 1980-81 for the primary_purpose of
pro%n‘g Project personnel with an outside view of the total Project effort. A third ﬁrty evalu-
ator has, the advantage of being able td concentrate exclusively on evaluation, whereas Project
staff maintain dual roles as technical assistance, planners/providers and evaluators. Not being
intimately familiar with the intricacies of the Pgbject, the third party evaluator may also surface
issues and concerns that Project staff will not. The thirdsparty evaluator will conduct approxi- -
mately 12—15 indepth, on-site interviews with local planning district participants, DPI staff, duririg
March—April 1981. Prior to conducting the interviews, the eva ‘qp‘& will be given a list of major’
themes identified from the participant data gathered (to date) by Project staff.

Audit Trails. An audit trail consists of leaving sufficfent evidence so that some ‘outs}ge person
reviewing the products of evaluation and the process employed could agree that both wefe reason-
able. The Project staff will be maintaining the following files to insure than an agequate audit
trail exists: ' ) :

:

o
o
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. “raw"notes from evaldation intetyiews-and debriefings - ’
[ . minutes of staff eval@tlon debriefings -

individual interview doduments » . "
group debriefing documents . : Tt
guidelines for group debrlefxvngs and |nd|V|duaI interviews  * \1 < . .
local CSPD plan documents o e .
minutes from meetings with outside evaluator S, L
multidimensional scaling (MDS) data and reports . T
N contact logs (for afrecord of requests for technical aslstance by district partlclpants)
. - . .
Management Plan , _ “ '

The following chart serves as an initial framework for the evaluation activities to be conducted.
Additional activities will be recorded as they emerge throughout the year. .

T L V) IN/CSPD EVALUATION M'ANAGEMENT PLAN (1980-81) .
- .- . Persons - ) ° '
Responsible/
Activity Involved _ T@Frame Reporting Format -

« T — — . -
Individual interviews at training IR/CSCP staff Every meeting of "Verbal sharing in staff debrief-
meetings; 4-5 per 100 participants T Setsl, lland I | ing, written summaries and sum-
(see “Guidelines for Interviews,” ) - ‘mary analysis to be included in
Appendix.C). Notes compiled im- . Cn year-end report; periodic verbal/
mediately -subsequent to meetlng, N M written feedback to participants.

staff thematiZes data.

~

Participant and non-participant ob” §N/CSPD staff ¥ Every mestingof - (same as above)

_ servation unobtrusive measures . Sets 1, Il and Il
Small group debriefings(see “guide-  |N/CSPD staff  Every meeting of (same as above) .
lines for Debriefings,” Appendix B - .Sets |, Il and 11 .
Aggregate . number of ‘requésts by IN/CSPD“ staff ~ ~ Ongéing = Written-summary data-to be-in-

districts (Sets 1, I, and 1]I) for™

¢ cluded in year-end report.
technical assistance fron IN/CSPD

[
¢ f
. . -

« project.

_ Documeny analysis of Sets I, I, fIN/CSPD staff May-June 1981 Written. summary information to
and Il CSPD plans in relation to , N + . be included in year-end report;
the criteria _established * by _the . specific information about tach
.LOCal Plannlng GUlde for CSPD ; . . ( p'an to be COmmun,cated Verbal.

' . . ly and in writing to team contact

) . . Q. - " person or entire team.

: ¥ T S - v ¢
Staff debrlefmg wbsequent to IN/CSPD staff Ongoing Verbal; written minutes.
tra;mng sessions for Sets LIL1II . -

¢ ) : .
Third party evaluanon on-site m Dr. Roberngens March-Apfi~1981 Written. © °
! terviews. ’ U School Admin . o ’
. \’ ‘ ) . .
. Project staff on- slte evaluat_iOn Linda Beitz March-April 1981 Written. T
. |nterv1ews ’ . Pro;ect Staff 1 . .- -
0 ) . . r’ . o -« .
Multi-dimensional. scaling, (MDS) IN/CSPD staff / 1adminin8081 ° Written.
opinionnaire. . , Dr.George Kyh to reg & spec ed -
- P . Y LT 8
- Document analysis of DP| Program  Local planning .Opgoing .+ Verbal; wrjtten.
RevaeWs of Local d’strlcts - dlstrlct & iN/CSPD ook B
: -1980-81 IN/CSPD Stynmarv Re- IN/CSPD Staﬁ ‘May\June1981 Wr'itten. o
port. . B L e "

) . ® ! ] N 26‘», - . )
\ . e ’

’ .
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= Formats for Reporting

To date, the major formats for reporting the evalu‘ation information are: (1) written reports,
(2) slide-show presentation, (3) oral reports, and (4) graphs and charts.

During 1980-81 each audience involved with the Project will be asked what reporting formats
are most valuable and meaningful -to them. These information needs will 00ntmue to shape the
reportmg formats for the remainder of the Project. . . -

Standards

In the formative stages of evaluation planning, the Project staff reviewed standards by which
to judge the merit of the Project/s activities. The staff selected the following as most applicable
to our effort: -

- R -

Quality Practices Task Force, ) :
DPI/DSE criteria for local CSPD pléns (refer to Appendix H) TN <
Y.S. ED/OSERS/DPP grant crlterl (ED/OSERS/DPP, 1980).

Standards determining the Project’s worth will be elicited from the audiences of the evaluation
using a varuetx&‘f the data collection methods found'in Figure 1. The audlences are:

-

« Project’staff . . Local planning district participants
" DPI/DSE staff . . U.S. ED/OSERS/DPP personnel. N
: N R !
; ‘ Personnel N )
M

.. A pogtion of each Project staff member’s time i assigned to evaluation. The responsnbn’htles
for facilitating workshop group debriefings and conducting individual interviews will be:rotated
among staff members. In addition, one staff member is contracted for .25 FTE to be responsible
to coordinate the majority of the evaluation activities for the Project. The contract with the
third party evaluator is pro;ected 1Q be for a 12-day period.

<3

Conclusion . :
’ y

A plan for the evaluation of the Indiana CSPD, Project for 1980-82 has been presented. De--

scriptions of the audiences, data collection and processing methods, multiple data.gurces, and the
* evaluation management plan were provided. Yt is expected that at the conclusion of 1980-81
PrOJect year, this plan will again be modified and adapted to accommodate the needs of the Pro-
ject in 1981-82. .

- . LY . e

. . .

r 9 “~
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. .
END RESULTS (
What is the end résult of the planmng and tFalmng activities?”
. The following is @ brief description of the experiences and
A 5 impact that the planning process has had on a participating ' ' "o
district — as viewed by the planning team members.
.. . . .
Ihtroduction . . N 4 .

P .

Implementatlon of Public Law 94—-142 has posed S|gnif|cant challenges to school district’s
plan for personnel development. In this }eglslatlon are requirements that school districts establish
effective support systems for alf personnel to impléement provisions of the law, Widefield School
Djstrict No. 3 in Security, Colorado, is completlng its third year of intensive comprehensive plan-
ning and inservice implementation in conjunction” with the National Inservice Network (NIN),
based at’ Indiana Unnversuty_, and tm Colorado Department of Education, Divisipn of Special Edu-
cation. B . /

Project All, the personnel development plan for this suburban district of seven elementary,
three junior hlgh and one senior h|gh school, hgs had a significant impact on thg district. In the

spring of 1978, Superintendent James B. Knox‘challenged the district to develop a comprehensive

support system for all students and staff. The staff development dimension of that challenge has

emerged as a reality for the district and its &Imost universal acceptance has proved to be both a
personal as well as a professionally significant boost for staff in a time when educators are gen-
erally facing stress and “Bumout.”

Specifically, Project All calls for the Widefield School District:
“to establish a five person, school based leadership team — the principal, the counselor, a

special education teacher, a regular educatlon teacher, and a noncertified employees — at
all of the schools in the district;

%
£

'y -r’*r*r)

’

to provide the opgortunlty for all regular education and spemal ‘education personnel to
participate in resource development activities that would enhance their personal and profes-
-sional development as well as provide new |nstructlonal strategies for all staff and students;

to incorporate élll presently existing persondel development actuvntles and all other emerging
inservice needs into a comprehensuve suppott system
‘ W
Project All grew out of the Natlonal Inservice Network — Colorado Department of Educatlon
collaboration. NIN, concerned with the development and spread of innovations in inservice train-
ing, targeted and supplied funding for six Colorado st’nooI districts to address the inservice demands
of training regular education teachers to meet the needs of mainstreamed special education stu-
dents. . . s -
The Colorado NIN planning model requires the gstablishment of/a local school district task
force:
¢
to condugt a needs assessment
to set goals and objectives
. todevelop an action plan
. ' to establish an evaluation process.

[
The Widefield School District task force ihcluded an assistant superintendent, high school principal,
elementary school principal, secondary regular education teacher, and an elementary special educa-
tion teacher. This local distgict task force, trained by Colorado NIN personnel to develop “best

practices” for inservi% was charged with implementing these best practices at the local level.

4 , .

v v

' ' ) 271 ' -
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With a $20,000 Colorado NIN grant and $1O 000 of dlstrlct Title VI monles the task force initi-

ated the following: L .
' ‘ - Local Qunerstip. During the plaffing progess by the task force, sensitivity to local owner- &
ship was recognized through involvement and participation of all district constituency groups.
Potential inservice obstacles were verified through a pilot assessment with a selectec} sample of
principals, teachers, and counselors. Major obstacles perceived by these individuals included con-

cerns with: : : % o -

- . Tima— when do we have enough of it'to accomplish inservice?
Change — is this really going to make an impdct on a teacher’s effecfjvenss in the classroom7
Priorities — where does this project fit with other district goals?
. . K]
With this awareness of potential obstacles, and a sensitivity to schbol
major factor in the success of the inservice, principal support was elicited thr
sessions in bimonthly principal status reports. Throughout the planning proce
was unanimous. .

ased.automony as a
gh extensive shati
, principal support

Local Problem Solving. A districtwide ne&'fm’}mm was conducted with central aqlmini-
stration, principals, counselors, special education and regular education teachers, with a 95% re-
sponse rate. The key need areas defined were presented to building principals, given in individual
presentations at the building level, and through a newsnote to all district personnel. Further identi-
fication of special local needs was made through informal interview procedures when. constituent
.groups were given opportunities to provide feedback to the task force regarding evolving inservice
plans. Specific inservice content identified from needs assessment data included:

) Awareness of Individual Differences . -
: - . Dlagn05|s and Assessment of Learning Problems ' . v ,
‘ ) . Curriculum and Instruction : ' :
— .___Behavioral Management and Educational Management - .
The Legal Implementation of Public Law 94—142, /

Local Ongoing Structures. With this specific data gleaned from needs assessment procedures,

~ a support system was established to meet these needs. School based leadership teams emerged .
as the core structure through which inservice was delivered. Trained through monthly intensive
inservice sessions, these teams returned to their schools to disserpinate their findings and to gjefine
school based needs and action plans. In addiiior% to focusing the project on the school based

teams, this process resulted’m . g
’ /‘
\ numerous mini- workshops for all district personnel
. . school,baseéd inservices on specific topics appropriate for that school )
. o . ephanced curriculum articulation in many content areas ’ .
LRI . individual teacher exemplary project grants ($500 to $1,000 for each grant)
kY + -
. extensions of individual job targets .o
) . . enhanced leadership roles of district personnel ‘
% . ghhanced educationat envirorments for students.

Local Resources. Continuous information about Project All inservice planmng was distributed
to all district personnel.- As specific need areas were -addressed, district personnel were asked to
participate as presenters, and 35 district employees were actively bvolved in sharing their unique
strengths in inservice programs. With district personnel serving in presentér roles, curriculum
leadership Has emerged and professional expertisé has grown. Most significantly, personal expres-

- sions of self-worth and self-confidence are testimony to the benefits of using local resource people.
Also, delivery of training occurred in numerous district facilities: provndmg personnel opportuni-
‘ " ties to see a variety of work settings. \ ! '

\)4 .( » ¢ v , : » €Yy rn ~ N ’
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Cullaborat;on At the concIusnon of the first year of Pr01ect All's inservigce training activities,

. extensive ev;iluatlon was done with all partnclpants Participants, including central admrnlstrataoh

. prrncnpals coungselors, teachers, and noncertified personnel responded to a series of questions of a -
pérsonal basis thrpugh &questnonnalre and further through a group’ sharmg interview session led

by.the _prrgnnal district NIN ‘task force. members. ‘Data gathered indicated increased’ respect and .

trust zor the unlque abilities of Yistrict personnel urther, willingness to provide release time fgr ~ " *
mservrce participation at the school level indicated pYincipal support. Personnel stipends graduate

credit, recertification. insehvice ‘tredit and recognition of. staff through participation and district .

. newsletters proyld’ed additional incentives and support] * T ) \

L

0 I \ .._c.'&
- ” ) ¥y

N
< . 4
\ bt *

Dissemination of these comprehensnve staff development procedures has famlltated cooperation
, with other io€al districts, state and national education agencies. Rersonnel have made numerous
‘)resentatuons t ogher dlStrlCtS state and national agencies and ;f/orts have been well received.

1l L3

“Slg.mflcant Findings ° . * . . . T ’ ©T L)
. . v, o . . s " - - s
Principal Leadershi% s Key. The opportunity to head a school based feadership team gave "
‘Duilding* principals, oppoftunigies' t8 be instructional Ieaders in a period when many principals
feel it is- almost impossible to be "a leader because of other demands on their time. Reoognlzmg
that the leadership team";;oncept was perceived as’ havingjvarying success depending on the indivi-
dual building, most prrncrbals felt that "close reIatro%mon eam mgmbers” and "“infor-
mation dissemination by team ymembers’ was of great vaer Whenh regular education teachers
were asked what some of the greatest strengths of this year’s project were, numerous observeltrons
'were made that * absolute Sdministrative supp0rt was highly visible.”
Substantwe Contétit Based Upon_ Asse53ed Needs The needs assessment procedures effectnvely
and appropriately targeted key need areas for personr&resultlng in well received inservice pre- *
sentations in terms of subject matter. Teacher responseS to specific, inservice included ‘comments
such as "I have less fear of trying out new approaches w1th students.” One gma?nce counselor |
- responded that, althought "in magst cases |-was familiar with the sub]eCtmatternt was agoodTes |
view and thereby meaningful to me. . . thlnk all the topics covered were extremely relevant to the
various educational problems we fage.” T -,

Prrnted materials and handouts were provrded at every inservice as direct foIIo\N -up toihe pre-
sentations and participants responded that, "'in order to be effective, % feel a need to have apro-
fessional library and to keep it up to- date and ““alive”. . .| often am able to look back over these ’ '
materials to refresh my emory.’ NG . < L J
. { . . Y. . ’
Appropriate Delivery System Three-hou? mofithly sesdions for the building leadership teams
. were held as the core of the inservice project. The lnformatlon gained was then shaued at the build-
ing level, either on a buddy system, a staff meeting, or by reléasestime determined by the pr|nc|pal' -~
Particnpants felt that the inservice had them "busting ‘at the'seams and yet, you think it could have .
been longer. . .dynamite night.” When participants returned to their buildings to share their infor- . ’
mation, materials were well received. Although time constraints limited the extent of sharing at / 9

he bui}ding level, when it occurred, it was a “‘terrific idea. . .it ndt only increased knowledge, L

ut requires growth in the skill of sharing and communicating by the very task of sharing that
knowledge wrth a partner.” ‘ g 3 - 7

E ' '

’ Increased Morale and Personal Growth Through Use of Local ResoutTe. People Use of dlstrlct
personnel for presentations overwhelmlngly contributed to the success of Project All. When a
building principal discussed }*tggcher s 1ob targets with her at the end of-the academic year, she
responded that the mo_s,;,,ggmfrcant experience gf her year was being asked to be a presenter of.a -
NIN inservice activity, perhaps even the highlight of my educational career.” A special eduCatron .
teacher stated, My role as a presenter has provided me with a renewed strength and courage and  ~

, a desire to do more,g\servicing intmy buildifg or even qn a district level.” When a tedcher aide was «




as resource peaple was a super idEamy.it helped to unify the district — regular, special education

' “admiristrators, everybody, we built up a lot of positive feelings.” One administrator said that his
maost significant beneftt in participation was "an increased awareness and appreciation fo;r the fine

talent that is employed in our school district.”’ ,

. o . N . - il

- h SR ’ ‘/‘he Future” ;

v

L S . .

a

Projext All has contnnued to emphasrze two major goals of inservice. (1) to provide the best
4 " pessible educatnon programs for all students.in Qur_school; and (2) to develop a district staff de-
velopment model that maxrnges ar\d compliments all existing staff resources and needs.

in order 'to-determine the best possnble education programs EEZ{{ would meet the needs of drs

trict personnel, the NIN drstrrct task force conducted a Project All End of the Year Evaluation

+  May, 1980. Staff corhpletrng the evaluation represented regular education, special education,

* aides, counselors, principals, admnnlstratorsland norcertified personnel who participated or con-

tributed to the inservice program. The needs were compiled from a written and discussion format,
and a compilation of th|s data was“then used to determlne futu\e plans for Prolect All.

'ipation, she stated, ¥ think that makipg use.of the.staff _ .

The evaluation indicated the followmg prnorrty needs for contnn(:red NIN infolvement in the -

d rstrlct . . o .

¥ . M

- 1. Continue the monthly inservice based on the "Ieadership"~team approach.

The building leadership teams, are now composed of five regular educatron teachers. These
teams are meetrng six times a year, to attend awareness level presentatrons on.” (a) characteristics
of special education students, (b)- assessment, (c) curriculum and instruttion, (d) educational
management, (e) be#avioral management Jand (f) specnal education f‘ederai state and lgcal man-
dates. . < ‘ -

‘ ‘ .Each team is requxred to plan and present one “inservice based-on bunldxng needs and each’

participant is asked to keep a log of activities Iea,rned and lmplemented ln their classroom on
special educatrorﬂneeds

; =5
) > ) 2. Offer addmonal extensive and rmini- msérvrée programs for credit as recomnfended by
' T g the prevudus NIN participants. . .
T .
- The summary of the Prolect AllMEvaluation May, 1980 showed the folldwnng content as
" high priority for future inservice. (a) Emdtional/Social Adjustmens, (b) Gifted and Talented,
. ‘() Learning Styles, and (d) Curriculum modification and Behavior Management. . .
. Criteria for future inservice included. (a) after schooli inservice, $b) mini-courses.offered:
' to ail district personnel, and (c) continued use of djstrict expertise and extensive rnservnce programs
o ¥ based én awareness Ievel presentatian qunosred through NIN. . T
. ‘3 Solrmt dnstnct personnel t&am as'coordi mators gnd presenters |n trarnmg teachers.

: . + _The coordlnators for the 1979-~1980 Prolect All presentations were asked to organnze
and present the monthly inservices during’ 1980—-1981. In repeating the same topic, the coordi-
nators and presenters, can ‘offer continuity with last year.s programs‘and also adapt the nnservrces

-t e to meet the needs of the participants. : .

- ¥ - In-addition to the districtwide inservice; NIN is also sponsornng extensive and mini-inservice

: courses as recdmmended by the prevnous NIN partnccpants Thirty-two presenters will provide
presentatzons to distritt personnel o

_ . 4. Develop a SPED nnserwce t,o address the special educatlon teachersirole as a congultant.
X - - "
. ‘ The resuits ot the- May, 1980 evaluatxon in conjunctnon with- needs stated By the District
.‘ ' Special Education Curriculum Articulation Team showed a need for a “special education inservice
.o - - ’ ’ . - .o .
. M s * ‘o “ ) . . /}
. ‘“ ~ . < ’ N ‘
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. program. This monthly inservice program emphasizes the theory and techniques for being an ef-
~ fective building level consultant. The SPED teachers are granted one-half day a month to.work
with classroom teachers and to develop programs based on |nformation acquired through the
inservice presentations. = - ) . oy

. 5. Continue teachers’ interest in inservice by 'encouraging suggestions about content pre-
senters and matétials. , .

Each building team will be |nvolved in planning and promoting the extensive and mini-

inservices to be offered January 1981 through April 1981. The chairman of each building level

team is responsnble for sharing information seceived through. NIN with regard to materials and

inserwce preentation. ¢ . e - , ! ‘.

o &4

6. Continue district communicatlon through a NIN néWsletter and d{:trict presentations

Periodic presentations to the Schoo! Board and principals rneetings il provide continu-j
« ous communitation on the-progress of Project All. A newsletter sent to all staff WIIlprov1de an
update on materials and programs sponsored through NIN.

%

'7 Hire a'half-time coordinator to develop inservice programs within the district:

v
B @ -
. . L4

A haiftime staff member was hired to coordinate and plan insgrvice grograms within
- the distriet. . :

~

/ .

- . b

Son'-:e Principles of Staff Devélopment . ’ N

In general, Widefield School District’s last three years of jnvolvement with extensg/e mservice
activity have veritied some principies of staff development that every district might consider.

. District commitment is zmperatwe The superintendent, principals, teachers, and a‘ldes need
to believe in the protess and own the responsrbility for making it happen. )

School based .leadership is imperative. The principal is usually the key to successful staff
development and rreeds the support of centrai administration as well as building colleagues.

Needs assessment, godls and ob]ectwes, action plans and evaluation strategies are essentral
Staff development must be tailored to perceived needs of sta,ff and personalized to meet those
needs. )

Local resource personnel are effective and complimentary to outside consultants. Local people
_represent a generally untapped resource capabie of responding ““on-call’’ and, in many situations,
‘fh%ge resourcefuliy than external people. )

Contznuous staff development is vital. Year round attention to the identified needs’of people
|s critical if staff deveIoESment is to be seen as an integral part of a schoot distrlcs

|
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Resources and References* -

) . - ? . \
Time, money, people, information, ideas, materials, models, specialized skills can all be lumped
under the rubic of resources — those nécessary components to carry out a given task. The issue
of .available and needed resources is interwoven into all the stages of any program planning and
inplementation effart. Whether the effort consists of bringing people together in teams, conduct-
ing a needs assessment as a Part of planning, designing programs to meet identified needs, or.im-
p‘le,mentiﬁg'an activity or program, the igsue of resources must inevitably be dealt with.

[

. Since the topic of resources is so ‘ac‘H» pervasive, it should be presented in a®manner which is
responsive to’ the task with which the team is currently working. The topic of=Fesources can be
broken down into the tasks of identifying, accessing, and utilizing the‘relevant resources for a given
situation. An important emphasis to be brought to the topic of resources is the need to carefully
* examing the already existing human and material resources availablé in the local district. Often
the discrepancy between what is available and what is needed in the way of respurces is not as
great as first. throught when existing local resources are carefully identified. This is particularly
true when the utilization of resources is approached in a creative way, new uses of old resources.’

. N ¢ ’ . . '

.o " The reader s refetred to the reference section of this guide for a listing of various support
materials and to the resource heading of the reference section for support materials dealing specifi-
cally with 4nservice programs for regular educators broviding services to the handicapped.
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, NIN RESOURCES
Project Products - o .

NIN. An Emerging Collaboratwe _Effort Between General and Special” Education (Ren Baker)
—a paper, a discussiog of emerglng probjems focuslng on the roles and relationships of regular '
and specseﬂ educators, a presentation of the core pr|n0|ples and reguirements of P.L. 94— 142
with specnal attention paid to the Comprehensive System of Personnel Develqpment a descrip-
tion of the Natiogal Inservice Network. PE

Inservlce Best Practices. The Leammgs of General ‘Educdtion (Harry Hutson) —a paper, a con;
ceptual treatment of insefvice issues ih which three, domains [procedural, substantive, con- *
ceptuat] are zientgx}faed a listing of inservice practices suppér‘ted in the literature as being exem-

. plary. .

Towards a Ndtisnal ‘Inservice. hetwork ?tfr Regu }’T Educatzon Pérsonnel (Leonard C. Burrelld;
Dan Cline, Toby Strout co-authored with Mary McGaffrey in a joint publication — CEC/NIN) >

- —a paper, describes the regular education inservice training effogt nationwide, provides back-

» ground information on BEH support for the effort, explains the developrng petwork, itgstruc- ,

ture, functlons and expected outcomes . - :

;0
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A Listing of AItematzve Training Outcomes for.Instrubtional Personnel Engaged in the Education
of the Handzoapped (Stanley Fagen, Dan Cline and Janice Brown) —a compilation of topics, .

. competencies and. objectives for use by designers of regul"ar educatlon inservice traifing pro-

jects.

Developing a Comprehenswe System of Personnel Development Through a Peer Planning and
Dissemination Network (Ken Baker and Leonard C. Burrello) —a paper that provides an over-
view of the NIN planning procgss in three states and a description of implementation strategies

. for comprehensive system of personnel development.

% Deszgnmg and Conducting Needs Assessments in Educatzo)& (George Kuh, Kathy Byers Irm Or-
baugh) —a guide, s ggests activities intended to gather ifformation about and ideptify needs
of a school system recommends that need?ssessment be seen as an intervention for planmng

change in a system. ’
Resource Dirgctory — this s a 3-ring looseleal binder containing abstracts®of resource materials
produced by OSE-funded regular education training projects. Materials are indexed and cross-

a4 referenced according to training topics. Information also includes cost and availability.
< Regular Education Inseryice Projects: A Preliminary Desgﬁtion — a looseleaf 3-ring binder, 507
pages, This compllatlon provides summary data on inseryice training efforts nationawide,
~ contalns abstracts of FY 1980-81 regular education inservice tralnlng projects.

Issues Orientation. Personnel Planning, A.Local Agency Perspective — a simulation for small groups
' ' involving some role playing that raises issues in local dl}fl’lc lanning for comprehensive staff
development It focuses on the questions of who should gp\mvolved in local planning and -
what the role of a planning team mlght be. It mgy be used as an awareness %{ity within a
Xrge workshop or discussion of issues in local district planning. -

NIN Task Force Products . 7 ' ) .

. . Quality Practwces wn Inseriice Educatwn - a2 -page brochure developed by the NIN Quallty '
Practices Task Force: The brochure peccrlbed the development of the quality practice state-
. ‘ments in addition to outlining the statements wnth exampfes. . . - ‘ )
.« L "t O@Mity Practices Task Force Final Report — three major categories of..Quaol‘lty Practices are pre- v
av nted including the creation and implementation of inservice programs as on-going systems,
the characteristics of good staff development progrdms, and.the essentials and requirements
of inservice programs Using these indicators, the task force report mdl;;atec NIN contrlbutes
to the ultiméte goal of ""well concerved and desngned inservice programs.”’ .
School- Based Staff Support Teams.”A Blueprint for Action — a monograph describfhg the Gevel-
. opment of,a variety of staff support tea*ns including practlcal guidelines. Y
Inservice Ed#cation Design Model and Action Steps —. this task force report presents a conceptual "
framework and a model of-insérvick training. lt*ls a helpful resource gurdé for both state.

* and local personnel develép?ner'tt planners ,r X :
- Using Student Change Datg to Evaluate Education — monbgraph examining the use of | ~

student change data as a measure of e‘ff c lveness of teacher mservnqe education lncludlng ap-
propriate methodologies.® - -, ¥ ° R
| Basis for Inservice Design.: Regular Educators’ Responszbtlzttes for Handicapped Chzldren - a
e policy interpretation of- P L.. 94—142 outlining the contec;t of mservrcer educatlon for regulag
. ‘ educators-servmg handncapped children. .
- Regudar Educution Inservige. Sigaificant Features of Physzcal Ifducatwn and Recreatu)n for the
IIandtcapped — three artlcles outlining functions of physical education and, recreation, for

‘F . * handlcapped students’ programs and roles of‘relevant dersénnel ’ , L
| -«\'

|

|
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Topical Instructional Modules Serles Co N N

‘f
. . . "\ . -
. Inztzatmg Change Through Inservice Eduaation. A\Topzcal Instructxonal Modules Series (edited by, @
) o Leonard C Burrello and Nancy k. Kaye) — this saTies was developed by, Ledrard C Burréllo .
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and Nanc\AL Kaye in their work with locat school district personnel in four sta‘ All train-

ing modules were authored by project staff and colleagues who have worked with both editors.

These modules have all been pilot tested and used in preservice and inservice educational set-

tings. The series has been organized as separate modulgs that should be used individually. v
All can.be ordered in a single volume for an additional charge for blnders and postage (Com-

-plete set of 8 instructional modules — in press)

Federal Legislation on Behalf of Handicapped Children: Implzcatzons for Regular Educators (Martha
McCarthy) — a SOQage paper synthesrz?ng and presenting technical information on federat
mapdates in a meaningful format easily adapted for use by teachers, administrators, board
menbers and parents. Includes ‘‘starter’’ set of process models which can be adapted to speclflc
target audjences and altered as legal mandates dictate.

Cregting an Accepting Environment for the Handicapped Child in'the Regular Classroom (Janet
McLaughlin—Williagas) = this inservice is. deslgned to assist total school staffs‘in assessing the '

characteristics of gucatlonal environments that are necessary for adults and children who are

involved in the lmplementa’ﬂon of a least restrictive envuronment It is formated to have par-
tncapants define an educational environment which’is ANTI haridlicapped so that staffs can
create an anthithesis for their own use: Integrated within the design are activities that will

encourage participants to evaluate their personal attitudes and behaviors regarding issues im:

portant to individuals who are handicapped. .

Facilitating Educational Chhge (Diane Dormant and Kathy Byers) — this is a training workshgp
based on principles of change agentry. It is a self-contained package designed to provide trainers
with' the content and. materials necessary for the presentation of a workshop on change agentry
skills for sehool personnel. ' '

Increaszng the Contribution of Team Members in the Case Conferences (James Gllllam) — this

‘,/ .paper and ¢included activitiessare designed to provide information related to issues in the EPC
(Educatronal Planning Commlttee) process, and procedures to foster cooperation and pro-
duttive* interaction among commlttee members. . The target audience is diverse, including-
teachers, administrators, counselors, psychologlsts socnalworkers nurses, physical educators
therapists and speech glinicians. ’

Roje of the Regular Class Teacher in the Development of the IEP (Na,ncy L. Kaye and Craig Myers)

7 this paper provides an audience-of regular educators [teachers and administrators] with a
, description of the IEP as a product as well as a process, and uses of the 1EP. The activities
- are designed to identify rdles, skills, and knowledge required for participatioh )
The Development of a Least Restrictive Learning Environment (Dorothy-ann Feldis and Ronald E. .
Nutter} —, presents a traln‘Mg program which raises issues affecting the develdpment of least -
" restrictive environments-for handicapped children. The activities:incRided provide a process
.which can be used by school staff members in gatherlng information needed to plan the Ieast
restrictive educational prdgram for ansndividual.child. K - -

Seruing the Young, Handzcapped Child in the Least Restrictive Environment (Lisbeth S."Vincent,

.= Sherry Laten, Lee Grueneward)’ —.this inservice module provides rationales for early inter-
vention and for integrating young, handicapped and non- handicapped children: The activities
inciuded are desrgned for regular and special educgtors to participate in together The ultimate
goal of these activities is to increase the two groups’ awareness and knowledge on howyto ‘suc-
cessfully structure and educat+pnally program for béth groups of chlldren

Strategzes for Interaction with Severely Handicapped Students (Nancy L. Kaye Lee Gruenewald,
and Diane Baumgart) — presents a number of roles regular educators and other members of the
community contribtite to the’ educational progrﬁmmlng of seyerely handrcapped students.
Actiwities inciuded cover a tramlﬁg sesuon (one full day, approximately 5% hours or two
half- days of approximately 2% —.3' hours’each) for partrclpanfs to increase their range of
possible optrdﬁ%‘ for work+ag with severely h&dlcapped students in their own buuldlr;gs

" ' .4 . . . r .




