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National Inservice Network

IS

Indiana University .
2853 East Tenth Strest
Bloomington, Indiana 47405

March, 1982

Dear Colleague:

We are pleased to submit for your study and analysis the
Final Report of the National Inservice Network (NIN) .

The NIN was funded by the Department of Education, Office
of Special Education, Division of Personnel Preparation
1978-81. An Executive Summary of the studies and
recommendations made by project directors in NIN is
attached to this letter.

The complete report is an in-depth discussion of both
national and state planning, training and dissemination
activities of the National Inservice Network. A related
evaluation study of the training received by participation

in NIN project's compared to an independent sample of
recipients of other inservice education programs supports
the findings of NIN. This study, conducted by Applied
Management Sciences, will be published by tHe Department

of Education, Office of Evaluation. Both documents indicate
that the regular education inservice (REGI) policy initiative
establishe%gat the federal level and implemented at state

and local vels was both a catalyst for state and local
program development and produced models for adaptation in
other local school systems. The Applied Management Sciences
study indicated that REGI programs were more comprehensive and
trained more personnel over a longer period of time than
independent national samples of inservice participants.
Further NIN learned that most local school personnel can be
organized into training teams to comprehensively plan and
implement inservice training programs primarily utilizing
their own local resources with some initial external assistance.
Technical assistance from stazte education agencies increases
the success of these local planning efforts. In addition,
collaborative planning models between local school systems
and universities have been developed that also increased the
quality of inservice education programs.

\
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A copy of the complete reporﬁ is available from NIN.
Each of the major NIN products can also be obtained
from NIN or some designated dissemination agent.

Thank you very much for your interest.
Sincerely,

Cred) [l

Leonard C. ‘Burrello
Project Director
Asscciate Professor
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Quality Inservice Education

*
Executive Summary of Studies and Recommendations ~

Recent studies of the federal initiative to provide inservice
training to teachers and administrators to work more effectively
with handicapped students vield the following results:

.A higher percentage of Local Educational Agencies (LEAs)
and State Educational Agencies (SEAs) made use of quality practices
in planning inservice education programs as compared to intermediate
educational agencies, colleges/universities, and not-for profit
corporations. Percent of usage ranged from 67% to 42%.

.Approximately 50% of the 97 projects were planned within the
activity centers of the total agency. This finding is supported by
research on quality practices in inservice education which stresses
the integration of training activities into the organization.

-

.LEA personnel tend to design more comprehensive bersonnel
progvams for themselves than those designed exclusively by external
groups.

.Model LEAs have been able to establish planning structures
that encourage the utilization of local personnel as trainers, peer
consultants, and instructional material/developers.

.The most frequently consulted sources of information for
training are universities, journal articles, reprints, and conVventions
or conferences.

.SEAs are identified as the most frequently consulted source
to assist in planning and developing inservice programs, and colleges
and universities are consulted second most often, while out-of-district
conferences ranked third.

.Classroom teachers find existing information, data bases, and
clearinghouses, to be relatively inaccessible. Of even mbre concern,
the information obtained is also perceived to have little utility
for classroom application.

.Oover 75% of the products produced by the 300 plus projects funded
by the regular education inservice initiative has been requested by
non-federally funded educational agencies and individuals.

.Fewer than 3% of the regular education inservice (REGI) projects
reported attempts to measure change in student performance as a result
of inservice.

.0nly two projects made attempts to measure costs of inservice
and apply cost effectiveness measures to inservice models and outcomes.

Summarized from Quality Inservice Education: Final Report of

National Inservice Network. United States Department of Education,
Office of Special Educati.n, Division of Personnel Preparation
Training Grant at Indiana University, School of Educaticn, Bloomington,
Indiana 47405
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Possible Implications of Findings for a Continued
Federal Role Designed to Increase Local and State
Capacities ’

The Education Department and its Office of Special Education (OSE)
and SEAs should encourage evaluagion of their inservice education
grants in terms of *+he best practices research in inservice education.

.

Local school districts should be encouraged to:
.Design inservice education from the building level up.

.Develop district collaborative planning structures to
support individual school initiatives and coordinate district-wide
resources, communication, and evaluation for inservice education.

.Institute building-based staff support teams as an  important
structural intervention that facilitates instructional goal setting
and i1ndividual educational planning activities for handicapped and
other vulnerable children and youth.
ED/OSE should encSurage universities to enter into cooperative
arrangements with local educational agencies to assist them in:

.Planning and conducting needs assessments.

.NDesigning inservice. .

.Providing occasional supplementary training to support
district staff as the primary trainers.

.Designing and implementating evaluation plans.

ED/OSE should consider a discretionary research drants program for
university personnel to support inquiry into:

.Evaluation of the application of guality practices in locally
based inservice education.

v

.Measurement of the application of effective teaching strategies
after inservice training.

.Development of measurement strategies and devices to determine
the impact of classroom application of inservice training on changes
in student achievement.

.Measurement of the costs of inservice training vis-a-vis teacher-
student contact time.

.Changes in student/parent/administrator perceptions of changes
in classroom climate and learning opportunities resulting from teacher
participation in inservice education.

ED/OSE and SEAs should consider creating and pilot testing:

.A responsive computer file of classroom practices that allows
teachers and administrators ready access to validated projects and
instructional practices for dealing with the unique learning needs
of handicapped children and youth.

.A support system for local planning teams of administrators,
teachers, and parents to develop comprehensive local personnel
development plans.




.Incentives for increasing the involvement of university
and other resource personnel in supporting professional -
development activities. .

.Quality practice forums, site visitations, exchange pro- "
grams, and technical as§istance to demonstrate how model programs
improve educational practices.

References are listed below. See annotated bibliography at the
end of complete report:
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% OVERVIEW OF NATIONAL INSERVJCE NETWORK

The National Inservice Network was funded to describe
and distribute regular education inservice (REGI) project
abstracts, products, and learnings to interested parties and
non-funded agencies and organizations. It was also funded to
pilot a locally driven inservice planning process in the
states of Colorado, Maine, and Indiana. During the
implementation of these two major activities, a third
activity emerged. This activity was to demonstrate how a
national network of resources could be organized and brought
to state and local planning teams composed of teachers,
administrators, and related service personnel drawn from
regular and special education. This process has been
identified by Sieber (1972) and Havelock (1973) as a

personal linking agent model of change.

NIN, then, was planned as a temporary linking organization

with State Education Agency (SEA) personnel assisting local
planning teams in ﬁhe planning, design, and implementation

of local personnel development plans. The NIN state staff
took local planning teams through a planning and problem-
solving process. They called on the national staff to
1dentify other federal Department of Personnel Preparation
(DPP) funded projects to assist local and state teams in needs
assessment, model building, production of training materials,

and actual deliverv of large and small group training.

13




Figure 1 depicts how NIN staff interacted with both the

resource pool of projects comprising the National Inservice

Network and planners in local education agencies (LEAs).
These linkage activities were accomplished in a

variety of ways, including providing resource consultants

to training sessions with SEA/LEA team members, s<2nding

the LEA team to a REGI project on a site visitation, and

arranging for exchanges of individual team/project staff

or their products.

National and State Objectives

The specific purposes of the national component of
NIN were to:

ePrepare and share description of funded training
projects for the network members, potential
adopters, and OSE;

eSurvey project directors/staff concerning their
needs for information and support:

eConvene interested project directors in mini-
conferences designed to meet expressed needs:

®Arrange site visitations and staff exchanges to
link project directors/staff with potential
adoptors in Colcrado, Indiana, and Maine interested
in the projects; ~

eEstablish linkages to other diffusion networks to
increase diffusion of REGI innovations:

eEstablish a clearinghouse to collect and share
resources with network colleagues and others:

ePrepare position papers on the development of a
national network to diffuse innovations in regular
education inservice.

The specific purposes of the states' component of
NIN were:
®Assist SEA staff in the planning, implementation,
evaluation, and diffusion of LEA Model Regular

Education Inservice (REGI) training programs (six
per year):

%

-
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ePrepare and on-going in-state diffusion plan to
spread components nf LEA based innovations;
®Assist LEAs and SEAs in planning by linking
them with del projects in the REGI national
network;

eDisseminate scate planning models with SEA

staff to other SEA agency personnel in both
regular and special education.

These objectives changed in two ways over the life of
the projects. One ch%?ge occurred in each component. First,
in the National Component, the National Advisory Board, saw
fit to enhance attention on specific problem through the
crcation of eight task forces during 1979-1981. The task
forces were convened to produce products that were disseminated
nationally. The eight task forces with their chairperson
and the products they produced are listed on the following
page. The dissemination report list the type of person
who requested the task force products and the number
distributed.

The second major change occurred in the State Component
1in Indiana. The State Director of Special Education used
additional state funds to expand the NIN process to include
all of the State's sixty-three planning units. Colorado and
Maine followed the original design of 18-21 districts selected
as model sites over the three years of the project.

This final report is organized into summaries of the
two major components and ends with a set of recommendations

formulated by over 100 project directors and the NIN staff.

All project products are included in the pockets of

the report.




Task Forces and Products

Quality Practices Task Force - Pat Kells, Chairperson
‘ Quality Practices (brochure)

Quality Practices Task Force Final Report

Training Needs Assessment Task Force - Sharon Davis, Chairperson

Needs Assessment for Inservice Education:
Building Local Programs

Policy Task Force - Alan Abeson, Chairperson

Basis for Inservice Design: Regqular Educators'
Responsibilities for Handicapped Children

Organizational Structure Task Force - Larry Marrs, Chairperson

Inservice Education Design Model and Action Steps

Resources Task Force - Larrv Stolurow, Chairperson

Summary Report of the Resource Task Force: Special
Education Information Needs and Existing Information
Sources

Agency Reéource Directory: A Special Education Guide
for Educators and Parents of the Handicapped ‘

Directory on Diskette--Special Education Adgencies

LEA Access to Resources and Needs for Assistance:
Clark County School District. RTF Report No. 2

LEA Evaluation of Resources: North Kansas City
School District. RTIF Report No. 1

Resource Adencies: Use of Information Sources and
Services Provided. RTF Report No. 3

Resource Adgencies: Use of Information Sources and
Services Provided. RTF Report No. 5

Summary Report of the Resource Task Force: Special
Education Information Needs and Existing Information
Sources. RTF Report No. 6

Utilization of Resources by State Education Agencies:
Divisions of Reqular and Special Education. RTF Report No.

4

Directory of Diskette--REGI Proiects. (10 disketts for use
with an APPLE II PLUS microcomputer

Directory on Diskette--ASPD Materials(for use with an
APPLE II PLUS microcomputer

Directory on Diskette--NIN Materials (for use with an
APPLE II PLUS microcomputer
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School-Based Teams Task Force -~ Shari Stokes, Chairperson ‘

School-Base€d Staff Support Teams: A Blueprint
for Action

Student Change Task Force - Elaine Thompson, Chairperson

Using Student Change Data to Evaluate Inservice
Education

Physical Edugation and Recreation Task Force - John Taylor,
Chairperson ’

Reqular Education Inservice: Significant Features
of Physical Education and Recreation for Handicapped
Szudents
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NATIONAL COMPONENT

The National Component of NIN engaged in three pri-

mary functions over the past three years:

1) To describe the REGI Network its accomplishmenfs,
products, and concerns.

2) To assist funded REGI projects through the sharing
of learnings within the network.

3) To establish a set of standards to guide planning,
implementation, and evaluation of regular educatién
inservice.

NIN engaged in a variety of activities in order to fulfill

these functions. That experience is highlighted in this

section in order toiidéntify our learnings and the new
directions and needs that grow out of that experience. The
complete evaluation report of the national component is in
Appendix A.

¥

Description of the Network

NIN described the projects and efforts within the Net-
work using three primary formats: abstracts of projects,
abstracts of materials, and summary reports from project

data.

The Compilation of Abstracts of all the currently fund-
ed REGI projects was produced each year and distributed to
OSE, REGI project directors, local planning teams in the
states component of NIN, SEA Part D coordinators in the '

states, and other interested parties outside the Network.




Organized by state, this compilation contained information abcut ‘

each project including ndme and address of project director or
other contact person, a brief description of the pﬁbject, major
objectives, dissemination activities, and evaluation design.
Formating and indexing the project abstracts increased the use-
fulness of the book for those planning and implementihd inser-

vice programs in locating projects with similar foci jand

methodologies.

-

The Resource Directory contained abstracts of training

materials produced by the federally funded REGI projects.
The May 1981 expanded version contained 251 abstracts.
These abstracts were indexed by training content area. The

)

Resource Directory was distributed to all REGI project direc-

tors, Part D coordinators, local district planning teams in
the states component and other interested parties outside
the Ne twork.

1

Both the abstracts of projects and resource materigls -

were not only available in print form but could be accessed
through an on-line computer storage and retrieval system,
SCAN. This service was available to both Network and non-
Network users. SCAN requests were for‘information about in-
service training pfograms and materials in specific topical
areas.

Additional information about the REGI training effort

was detailed in the narratitzwzﬁtroduction to The Compila-

tion of Abstracts. This general dedcription of the Network ‘

2y




outlined funding patterns, numbers anq‘t? es of trainees, and

~ g
~

fhe projects. This

training content and procedures across alf
summary data provided the Office of S éial Education with
needed documentétion of the impact of thé REGI effort.
Sharing Information '

As indicated above, the abstracts of projects and resource
materials were widely disseminated in an effort to facilitate
the sharing of information both within and beyond the Network
ijtself. The dissemination function of the national component
experienced extensive growth over the three years of the pro-
ject in response to increased information and resource demands.
Since the system of tracking dissemination activities was re-
fined during the course of the project, reporting totals for -
the three years is somewhat difficult. During the first three
months of the project, 37 requests for information were re-
ceived. From September 1978 to September 1979, 337 requests
for information were filled, while 978 requests were filled
from October 1979 to October 1980. From October 1980 to Aug-
ust 31, 1981, 394 requests were filled for a total over
the three yvears of close to 1750. Consistently over the
entire period, about 75% of the requesté have come from non-
Network organizations and individuals. One eighth have been
from REGI projects and the other eighth from the NIN states
component. About one third of the requests come from local

school district personnel. The percent of requests from

colleges and universities has decreased though the absolute
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number has 1ncreased. State education agencies account for a .
little over 10% of the requests with about 18% from other organ-
1zations and individuals. Over 6000 products have been disseminated.
The complete dissemination reﬁort is 1n Appendix B.
Oour linking efforts have, in fact, extended far beyond the
REGI Network and a major dissemination impact was outside the
&etwork, at the request of non-Network personnel. By using
NIN developed products and materials;others did not have to
Use scarce resources to design and develop new training pro-
grams or 1nstructional materials from scratch. NIN directed
1ndividuals to specific.sources of help within close pProximity
to their own location. In this way, the national component
increased the awareness of many teachers and school systems of
1nservice projects ongoing within their own state or region,
or even within their own district, which could prove to be .
valuable resources 1in working toward solving particular problems
in mainstreaming handicapped children into regular classrooms.

In addition to the above documented requests, NIN distri-

buted copies of the Resource Directory and Compilation of

Abstracts to all REGI 'project directors eech year and mailed
materials state-wide in the three states in the states compon-
ent.

In addition to the dissemination of NIN products and
materials, the national component engaged in a number of other
activities to foster the diffusion of model progrdms and best
practices in regular education inservice. The National Inservice

Network Newsletter was published on a quarterly basis.
X e

S 22
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Circulation more than doubled in the last year of thelprojeht,
with nearly 1500 persons or organizations then on the mailiﬁg
list. \
Both national and states components staff engaged in in-
formal dissemination activities on a daily basis, responding to
a wide variety of more general requests for information. Thesge
telephone calls and letters were not fully documented but re-
presented a wide variety of concerns including the followiﬁg 1
examples:
"I am particularly interested in receiving from you, a
list of people who might serve as consultants and offer
technical assistance in specified areas of need...Il
would be interested in obtaining a list of names of

those people available locally and nationally to facil-

itate inservice training for my staff."

"I should greatly appreciate your sending me any material
which has become available during the past year, with

special emphasis on data relating to Dean's Grants; 1.e.

in-service training of college faculty who are training
teachdrs 1in regular education. Please include information
on consultants available, as well as appropriate mater-

ials and media presentations.'

"Is anyone developing inservice programs that specifically

address the 1ssue of teacher stress and burn-out?2"
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"I am trying to locate films for an inservice. Do Yyou

know the publisher or how to rent these two?"

"I'm developing a project to train- potential employers

1in the hiring of handicapped students after high school.

Do you know of any projects engaged in similar activaitics?”
when NIN staff did not have sufficient or appropriete infor- Py
mation to answer such questions, referrals were made to organ-
1zations or programs that were better equipped to handle the
specific requests for information. Every attempt was made td
link the person with another person or organization that more

>
directly deals with the particular concern.

Dur ing the second vear of the project, an experimental .
P.oject Exchange program was sponsored by the NIN Nationgl Advi-
sory Board to increase che sharing of information within the Net- '
work. A complete report of the Project Exchange mav be‘founa
1n Appendix C. Briefly, REGI project directors were ihwﬁted to
submit applications for participation in the exchange. Pro-
iect directors 1dentified strengths in their projecté they
would be willing to share with another project diréééor and
areas of corcern that they would like to see opera%&gnal in
other projects. Over forty projects applied to ﬁardgbipate.
Interestingly enough, project directors were moat interested

~

1n 1mproving areas that were already identified as strengths

of their projects. ©Nine project exchanges invelving a total

-




. . ot sixteen projects were then designated and approved by the

NAB covering the following topics judged to be of general A

network concern: :

a -
Inservice Delivery in Sparsely Populated Areas
Multiplier Strateqgies )
Intermediate Units as Inservice Providers
Administrator Inservice Education
Inservice in Secondary ‘Schools ‘
Building-Based and Other Support Teams -
Sustaining Implementation Through Follow-Up
Evaluating®the Impact of Inservice
Parent Education and Involvement

With only one exception, both the hosts and visitors in
the Project Exchange reported the experience to be a valuable
professional development activity. For many; the experience
also provided an opportunity to share more personal concerns
and offer the "moral support" necessary to keep people tack-

‘ ling the tough issues in regular education inservice.

A major information sharing activity of the national

component was the annual Project bilrectors Meetings. The
first year of the project two meetings were held, one in Port-
land, Maine and one in Denver, Coloradec. The second year two
meetings were also held, both in Washington D. C. to facili-
tate project directors consultation with their project offi-
cers. One meeting was organized for directors of newly funded
projects and the other for directors of continued projects.

in the third year, a three day meeting wasig}anned with over-
lapping agendas for ooth newly funded and continued projects.
Of the 165 projects rebresented at the last meeting, NIN sup-

‘ ported less than one third, thus indicating the perceived

*
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value of this meeting by project directors. Topicq} Ses-
sions were scheduled based on a needs assessment of newly
funded projects completed prior tc the meetings. Project
directors with some experience in each area served as group
facilitators in the sessions iﬁ allow the small groups to
surface' and discuss issues, exchange ideas and'experiences,
and problem-solve together. Opportunities for informal ex-
change among project directors were also provided.

Each year participants evaluated the meeting positively

g

asjproviding an opportunity to meet and ekchange ideas with "
other project directors, to meet and clarify questions with
project officers, and to gain new ideas and directions that
may assist them in implementing current REGI projects or devel-
oping new projects to meet emergent needs.

Other natfonal component activities were aimed at dis-
semination of the REGI learnings beyond the immediate Network
of proiect directors. Such activities included annual pre-
sentations by a group of project”directors at Nati&nal CEC,
pFesentationé and articles for NCSIE, participation in a

series of nine regional workshops on csSpp with Richard Shofer,

regular feature columns in Counterpoint and The Pointer that

highlighted particular REGI projects and NIN activities, and

a variety of articles in other publications. Project directors
themselves also disseminated the work of the national component
and the collective learnings of the project. A three-hour

session at the 1980 National CEC on Parent Involvement Programs
L

26
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' involving three REGI project directors was a direct result of
Network activities to bring project directors together to col-
laborate in the sharing of learnings.

Advising OSE and Setting Direction. The third major

function of NIN, particularly through its National Advisory
Board and its tésk forces was to advise OSE on emergent direc-
tions and issues, develop documents to guide the REGI e{fort,
and guide NIN efforts to meet emergent needs.
The National Advisory Board, meeting quarterly, supported
eight task forces in areas deemed critical to the REGI effort:

-quality practices in inservice
-policy regarding the content and focus of regular educa-
tion inservice
-needs assessment
! -inservice design and organizational structure

-resource utilization
-use of student change data in inservice evaluation

. -school based staff support team development
-integration of physical education and recreation compon-
erts into regular education inservice

Each task force included a kroad range of persons from within
and outside the Network representing relevant areas of exper-
tise and constituent groups including parents and other consum-

er and advocate interests. The task force products are de-
scribed 1n some getall in Appendix D. Samples are 1n the

pockets of this report.

Dissemination of the task force products has gone
beyond the REGI project directors to include those
professsional associations and national organizations that

are involved with issues in the implementation of PL 94-142

through the provision of inservice education programs. For
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K
example, over 8000 quality practice brochures have been .
distributed over the United States.

The NAB guided the proceses used to develop the

three to five year plan for REGI that is described elsewhere

’

in this report.
‘> During the summer of 1980, a written evaluation of the
national component activities was completed by 44% of the
. REGI project directors. At the national meeting in September

1980 i1n-depth interviews were conducted with about 30 project

directors to get more detailed evaluative information. 1In

evaluating the efforts of the National Inservice Network,

REGI project directors expressed general satisfaction with

the services provided by NIN and rated the following activi-

ties' as particularly important to them as project directors: .
the Abstract Book, Newsletter, information and referral ser-

vices, NIN sponsored materials, and the annual project direc-

tors meeting. This same evaluation revealed that NIN had
facilitated communication and collaboration among half the
project directors, €.g. exchanges of materials and writing
articles together, The project directors meeting was seen

as, by far, the most facilitative NIN activity. Project direc-
tors generally felt that NIN was most successful in its infor-
mation sharing functions. (See Appendix A for full Evaluation

Report) .
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L.earnings

The major learnings of the national component are sum-

marized below:

-REGI project directors and others in inservice have
information needs that must be addressed using a variety
of organized and accessible print media including news-
letters, project and material abstracts, position papers,

and gu:des. ¥

~REGI project directors can benefit from opportunities
for face-to-face interaction for sharing of learnings
and consolidating experience through project diractors

meetings, site visitations, etc.

~-Information requests from outside the REGI Network
continue to increase as more professional associations
and organizations at the state and local levels try to
respond to their constituencies' inservice education

needs.

-Information and learnings from the REGI project direc-
tors can be formatted and disseminated beyond the Net-
work but accessibility of that ‘information in usable

form is critical.




-The project directors, National Advisory Board, and
national component staff all see a need to develop

some more specific topical areas in some depth.

_Task forces can economically develop and produce
written documents of general use in a short time
frame through careful membership assignment and can

extend the Network beyond the REGI project directors.
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STATES COMPONENT

Description of NIN's State Component: What and Why?

Each State Education Agency (SEA) has the responsibility
for insuring that all interested groups participate in the
development, review, and annual updating of the CSPD. The
state agency plan should describe procedures for the development
and implementation of a CSPD which include:

‘the inservice and preservice training of general and

special personnel

‘procedures for insuring that all personnel are qualified
‘effective procedures for acquiring and disseminating
significant information derived from educational research,

demonstration, and similar projects, and for adopting,

where appropriate, promising educational practices and

. materials.

Each Local Education Agency (LEA) has the responsibility
for developing a Local Education Agency Application under
P.L. 94-142 that must include procedures for the implementation
and use of the CSPD established and described in the state's
Annual Program Plan.

Each of these activities relate to the continuous upgrading
and utilization of iocal, state, and university resources. De-
veloping gutside teams of peers and othe; third parties to pro-
vide technical assistance to local or intermediate unit teams

increases the relevance and expertise a state agency can bring

to bear on local issues.
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These outside-inside teams are'a vchicle to reduce the
dissonance between the three major partners in each state's .
educational enterprise. Essentially, the state agencies are
developing a peer network of planners, researchers, train%Fs,

instructional developers, process consultants, and evaluators Fi

K}

to share their expertise and perspectives.

After demonstrating that they can ﬁake a contribution
in their own setting, they are identified and invited to commun-'
icate their experience to others. Eventually, they become
legitimized and linked ny the state's agency to groups and to
other potential user/adopters.

Most state agency CSPD plaAs have been developed by state '

CSPD committees in cooperation with a single state agency staff )

person. Little local participation and statewide needs have

characterized the planning data bases. These plans have his- .

torically been implemented in a fragmented and piecemeal fashion.
Few reorganizational plans which describe comprehensive services
and integrated delivery systems were in place prior -to 1958.
Texas, Massachusetts, and New Jersey have been notable excep-
tions (Schofer and.Duncan, 1978). Increased pressure and
emphasis on CS;D was anticipated and made evident in the rejec-
tion of Part D applications for training by the Division of
Personnel Preparation (DPP) and the CSPD section of Part B
application by the Division of Assistance to States (DAS).

Burrello, Kaye, and Nutter (1978) described an interorgan -

izational arrangement to guide comprehensive planning in

Michigan. In their model a problem-solving, strategy was used

©
\
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to guide state, intermediate, and local agency collaborative
planning. The success and learnings of the Michigan experiment
described by Howard (1979 and 1980) were easily adaptable to a
csPDp planning focus for state and local personnel.

The context of CSPD planning and a history of successful
macro-collaborative planning process coalesced to provide the
nceds and an alternative strategy to entice three state agency
cxecutives in special education to join NIN's state component
as model projects.

How did NIN Function in the States?

The major function of the state component of the NIN project

was to directly assist State Departments of Education in
Colorado, Indiana, and Maine to develop state-based planning,
resource, and d;ssemination networks. The primary purpose of
these state-based networks was to assisé}and support state
department and local school district development, implementation,
and evaluation of inservice training in special education for

reqular educators consistent with state policy and procedures

as described in their federal program plans under P.L. 94-142.

Major development strategies employed by the NIN staff
were: temporary state and school district task forces, linkage
'
approaches to planned improvement, and a coordinated peer
diffusion system. Following is a discussion of each of these
strategies and a review of the planning/problem-solving process

used by task forces to establish a local personnel development

plan in special education.
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'Te%poragy Task Forces: The Structure for Statewide Planning

The temporary task fofce is a structural intervention
which enables flexible and creative problem-solving. It is
composed of staff seiected from several formal organizational
units brought together to solve a specific problem and is
dissolved when the job is finished. The temporary task force
design, as proposed by Luke (1972),

provides more flevibility in solving probleﬁs than

is typically afforded by the traditional bureaucratic
structure; it allows those who have specialized

skills and resources to form a problem-solving team,
apply their special abilities to the task at hand, and
propose thoughtful suggestions for action.

The temporary task force design was adapted by the NIN
staff. State-level task forces composed of interdepartmental
staff were established to problem-solve and make recommendations
regarding state level coordination and support of local school
district efforts. State task forces and NIN staff also served
as outside teams to participating school districts. This role
is similar to that proposed by Havelock (1973) where people
both inside and outside the system collaborate to support
needed development efforts. \

School district or special education planning district
task forces were established. These tasﬁ\igrces included
instructional and support staff as well as gﬁilding-level and
district-level personnel. After having search;é\énd retrieved
information relevant to locally identified proble&é\and needs,
school district task forces entered a problem-sclving and plan-

ning process which resulted in the development of comprehensive

personnel development plans.

o A
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Both state and local school district task force teams
were composed of special and general educators. Team composi-
tion was to reflect and model the collaboration needed between
general and special education and to insure the representative-
ness of the planning teams.

NIN staff created a temporary structure composed of
State Department staff and local school district personnel
within each state, to support LEA CSPD planning as shown
earlier in Figure 1 (p. 3 ). Besides temporary task forces,
the i1nternal problem-solving process of the clients in both
the SEAs and LEAs was the essential starting point of the
Linkage Model (Havelock, 1973). Training, technical assistance,
and consultation were provided to state and school district qi
teams using a problem-solving process. These activities were
paired with the search and retrieval of information relevant
to the team's unique problem-solving process. 1In effect, the
NIN staff and state agency personnel served as a link between
local school districts and the resource network composed of
model regular education inservice projects nation-wide and
resources on the state level.

Planning/Problem-Solving Process: A Process for Statewide Planning

School district task force planning teams in each state were
convened by the state task force/NIN team for approximately ten
days of training, development, and exchange of information ex-
tending over several months. Training was provided by the state
task force to school district teams in a group planning/problem-

solving process (see Figure 2), which enabled each team to

develop local inservice plans.
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Figure 2
I. <. ITI. IV.
ASSESSMENT| | GOAL 5| ACTION EVALUATION v
SETTING PLAN || Process Outcone
: (formative) (summative)

During the three project years, local teams were trained
in the following critical elements of the planning process:
1) CcCollaborative problem solving team

Planners representing all of the relevant audiences
engaged in a participatory group process as a problem
solving team. Basic to the process is bringing
people together to:

—--develop ownership
—~--solve problems
--develop a support system and ongoing structures in
staff development
--use existing local resources
--plan in a responsive and flexible manner .
—-integrate the staff development plan into the
system as a whole

2) Problem identification and needs assessment

Planning team members first identified problem areas
for their own districts and began assessing needs
related to those problem areas. A variety of needs -~
assessment strategies (interviews, surveys, document
analysis, etc.) were used to focus on both the organi-
zational needs and needs of individual staff members
in the district. This part of the planning process
provided an opportunity to build a broad base of

. support, involvement and ownership fcr the developing
plan. Needs assessment continued throughout the
planning process into implementation.

3) Program development

The planning team examined alternative staff develop-

ment strategies to meet the identified needs and to

integrate inservice activities into a comprehensive -
staff development framework in the district. Use of

1ocal resources and sharing of expertise across the

district was encouraged for developing a well-integrated

program. ‘ 1
\
|
|

36
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4) Program evaluation

Provision for program evaluation and ongoing needs
assessment was built into staff development plans from
the onset to insure that plans continued to be res-
ponsive to changing district needs. Evaluation strate-
gies that went beyond paper and pencil evaluations of
inservice sessions were encouraged, particularly those
that“assessed usefulness in classroom implementation.

»

5) Implementation and continued maintenance

Once the planning year was completed, local districts
began implementing their programs. Local structures
and mechanisms for monitoring the program and providing
for "midstream checks" and rewhsions were put 1in place.
Such mechanisms included an ongoing problem-solving x
team, an inservice coordinator, etc.

6) As a whole, an experiential learning process

The planning process incorperated small group theory

1nto training 1n an eclectic fashion. 1In addition,

it drew on the participant's past and current experience,
and viewed learning as taking place on both a cognitive
and experiential level. The process emphasized the
acquisition of practical skills.and Knowledge that are
required of planners and implementers of change efforts
in staff development. The experiential learning

approach served as a guide to new discoveries about

how learning takes place. The learnings were immediately
applicable in back-home settings. Experiential learning
created a sense of ownership for participants and

became an effective and integral aspect of their behavior.

Careful planning, however necessary, 1is not sufficient to
1nsure appropriate and quality inservice education efforts.
Inservice training planners must acknowledge and negotiate legit-
imi1zation of training activities in terms of

“the prevailiﬁg district norms and values toward professional
development, handicapped children, and special education;

‘the structure of the district's programs for inservice educ-
ation as negotiated in the teachers' contract;




“the planning and problem-solving process used by the

district leadership in both the administration and the

teachers' organization:

"the current service delivery system, especially eligibi-

lity criteria for special education and related services,

the availability and specific roles and responsibilities

of special education and other building-based supportive

services. ’

The 1nstructional program for learning to use this plan-
‘ning process relied heavily on experience and "trying out"
new concepts. For each of the major phases of the planning
process, the following instructionhal strategies were used:

--presentation of conceptual framework (theory)

~--experiential learning with trainer feedback

~--back home applications by team

--evaluation

The order of instructional strategies and topics did not
follow a prescribed sequence. In fact, the flexibility of the
planning process allowed it to respond toc the goals and context
of the agency in which it was used. For instance, "team devel-
opment" could be taught as a specific workshop segment, 1i1ncluding
group dynamics, simulations and "at-home" tasks, or team develop-
ment could be approached in a less formal manner by having
members work through various planning activities, while focusing
their attention on the dynamics of their group. The activities
then culminated with a formal segment which addressed group

dynamics and the stages of development the groups had undergone.

The i1nterplay of topics and strategies is characterized in

Figure 3 below. -
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A Structure for Statewide Diffusion

The NIN staff took several steps to encourage diffusion

and dissemination of model programs and best practices in special

education 1nserv.ce training.

;nclude:

The methods and procedures used

‘identifying opinion leaders and communication networks in

order to create a diffusion network to speed the dissemina-
tion of information:;

‘creating "links" between model programs and potential
adopters.
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Both of these methods are consistent with the linkage

~

approach descriged earlier, but emphasis here is on interaction. P
This orientation supports the vie@ that individual adopters be-
long to & network of social relations which influences their
adoption-behavior (Havelock, 1973; wWolf, 1973). Burrello, Kaye,
gnd Nutter (1978) reportéd the successful application of similar
cormunication strategiés for the development of a Statewide Tech-
nical Assistance Network in Special Education in Michiqan.

Specific activities were desiqneg to increase awareness ang
knowledge of national, state, and locil school district inservice
models. Primarily through training and consultation with school
districts during the first year of implementation. In order to
support these activ%ties, NIN/state interdepartmental teams
developed diffusion plans to coordinate interrelationships with
other inservice and dissemination efforts.

As local school districts depicted in Figure 4 began to
implement and evaluate their model training programs, they became
part of each state's expanding resource pool. This group of
individuals, the products they produced, and the processes they
pilot-tested became resources and iné&ts to be considered by
others.

Other sources such as un?versity faculty, locally based
model programs, and national resqurces were also tracked, organized,
and provided fof both man and machine retrieval systems. State
departments are both logiFally and logistically the best coordinat-
ing agency to iéentify, collect, and create the opportunities for

interaction between user/adopters and resource personnel.

LN
.

1y
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With each succeeding group of school district adopters,
the state's technical assistance group couid form ad hoc
resource groups to meet emerging or identified needs. The

4

processes the state group used included assessing state and
local needs, developing and identifying re;gurces, creating
training forums to meet statewide needs, vefifying and eval-
uating pilot and model programs, and providing other forms

of technical assistance and consultation.

What Did We Accomplish and Learn from States' NIN?

Three states participated in the NIN states component:
Colorado, Indiana, and Maine. These three states were selected
based upon their unique geographical and regional differences,
population density, type of school organization, state agency
size, and motivation to participate. Each state was asked to
support convening costs ($20,000) for LEA participants and to
support model district implementation ($120,000) for éach of
the three years of the project. The initial NIN federal invest-
ment was approximately $60,000-$80, 000 pef state per yéar.

These dollars covered NIN personnel, travel, and state planning
team site visits to national NIN REGI model projects. Consul-
tants were also supported by NIN to provide on-site assistance
in either planning or implementation. In Indiana, the NIN/SEA
model was extended to allow all districts in the state to
develop their own LEA CSPD models. 1In support of this extension,
over $240,000 for 1979-80 and $300,000 for 1980-81 was added to
increase NIN/Indiana staff, increase the number of participants

and districts (18 to 63), and increase support for implementation
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from $120,000 pér year to over $225,000. The NIN effort became
integrated into each state's CSPD pian, in part through major
Part B SEA discretionary grant programs.

Over the three years, .a wide variety of local administra-
tive units were represented by locél\planning teams. Maine,
Colorado and Indiana have different ébnflgurations of local
units, from individual towns in Maine, to “BOEES serving wide
geographical areas in Colorado, to special education coops in
Indiana. Participating districts included large urban areas
(e.g., Denver Schools), suburban areas {e.g., Littleton Schools
1n the Metropolitan Denver area), and rural and/or remote areas
(e.g., Wray and Rifle, Colorado). District pupil size also
varied from 350 students, K-8 in Raymond, Maine to 20,000
students in Jefferson County Schools in Colorado. A wide range
of social and cultural characteristics were also represented
from Yankee small towns to large ethnic and racial minoritiy
populations in some of the large urban areas. Incidence of
poverty and handicapped populations also varied across the
participating districts.

The selection process for participating districts varied
somewhat across the three states and was negotiated with the
SEA based on their procedures. TIn all cases, however, districts
participated on a voluntary basis regardless of the selection
criteria and processes. Six districts (some states included

more) were selected each year in each state to receive training

1n the planning process with implementation to follow the next




year with some‘state funding to support staff de&elopmen;
activities. In Indiana, the state broadened the effort to
extend into a fourth vear (currently in process) and to
include potentially all the districts within the state.

The local planning téams represented the same diversity
as the districts they represented. Identification and selec-
tion of team members was left to the agencies involved.
Agencies used different procedures including appointment by
administrators, self-selection and peer nomination.

No matter what procedure was used, agencies were encour-
aged to involve a cross section of staff from a variety of
roles and constituencies, e.g., general and special educators,
and administrators and teachers. Most of the team members had
little prior experience working with one another. The teams
ranged in s;ze from five to thirteen members. The average
team had six to eight members.

The numbers of personnel directly trained by the project
are presented in Figure 5. Included are both local district
and state cadre training members.

EVIDENCE OF EFFECTIVENESS . ’

Implementation of this‘planninq process has been adaptive
15 nature. The critical elements of the planning process were
emphasized 1n the training curriculum used with local district
planning teams. Within the planning framework presented, local .
planning teaﬁs were encouraged to modify and adapt specific
strategies to identify local needs and resources and to develop

local plans to address those néeds, building upon the identified

41
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Figure 5

NUMBER OF PERSONNEL TRAINED AS PLANNERS IN INDIANA, MAINE, COLORADO
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resource base. Consequently, the staff development plans .
that were developed and implemented using this planning process
differ from district to district though all used‘the same pro-
cess to arrive at the plans. Few single measures of the effect-
jveness of these staff development plans are appropriate given
the diversity of personnel development needs and resources
across all the involved districts. Egch district has, however,
\

a plan to evaluate the effectiveness of its own plan.

District Data Collection Process

i Data on the districts were gathered using a variety of
strategies. When districts in the three stétes applied to
participate in the planning effort, they reported their current
staff development activitie§‘on the’application itself. Part
of the partlcipa'tion process involved the submission of periodic ‘
status reports by local districts to the State Education Agencies,
as well as\on51te visits by the SEA to further monitor the LEA
prOgram.effectiveness. These reports and visits continued
throughout the year that plans were being implemented; In this
way, participating districts continued to provide informa@ion
about their progress on their plan development and implementation.
The comprehensive staff development plans developed as
a result of the planning process were evaluated by the State
Education Agencies in each state using criteria based on the
Quaﬁlty Practices identified above and the Comprehensive System
of Personnel Development (CSPD) requirements of PL 94-142.
Though there were a few differences in the way the criteria

[y

were stated for each of the states, the essence of the quality ‘

4/ '
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N

practice statements were quite similar across the three. The
SEAs evaluated the plans against the criteria and provided
funding for implementation for those plans that met the stated
criteria.

For data collection consistency the following two terms
Qere carefully characterized.

A comprehensive staff development program is characterized
by:

*a wide range of activities occurring on on-going basis
(i.e., teachers helping other teachers in buildings,
frequent workshops, etc.)

'addreséing the previously identified needs of a wide
'variety of school‘gersonnel (i.e., special and regular
educators, adminisfrators, support personnel, etc.)

. Sa s . . . . . . Ny
utilizing guality practices in inservice education (i.e.,
use of local/existing resources, involvement of admin-

~ istrators, etc.)

‘an interrelationship of the staff development acltivities
so that they fit together into a cohesive whole (i.e.,
not just a series of one-shot workshops on unrelated
topics but a workshop series in which one session

builds upon the skills developed in the previous one.)

"being integrated into the school organization as a
priority area (i.e., not a separate staff academy that
has little relationship to the daily life in schools.)

The collaborative planning process used by local planning
teams is characterized by:

"a group that collectively uses each others' different
skills in planning and problem solving rather than rely-
ing upon one or two individuals te do most of the work.

‘qreater involvement and investment by.team members than
is typical in participatory or cooperative team efforts.

‘a group that over time functioﬁ§\as—a’ghole using the
individual strengths that each member brings.

45
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EVIDENCE FOR CLAIMS ,
Claim: Using the planning process, local teams can develop ‘
comprehensive plans that meet criteria of quality practices
‘ in inservice educaticn.
Evidence: Data from participating districts .
Number of local districts participating
in learning the collaborative planning
—— . brocess - _ . ...
Year 1 ‘ Year 11 Year III Ycar IV cor ol
colorado 6 12 5 ' 4 26
Maine 6 6 9 9 30
' <17 77 7 7 |74 (data from | T Y
maiana |6\ B ) T
T 1 34 32 115 (data
Total 18 3 from 74

*year IV is the current year, 1981-82. Though the project is

no longer receiving federal funding from the Division of

pPersonnel Preparatinn, in all three states the state education

agency is continuing to provide assistance to districts learn- .
1ng the planning process for the first time.

**Por Year II, data 1s available for 12 of the 14 participat-
ing districts at this time. Percentages reported later are
based on available data or wsing 12 as the total.

***For both Year III and IV in Indiana, district data is not
available at this time and is, therefore, not included in
subsequent charts.

Number (and percentage) of participating
districts with comprehensive staff devel- . ’
opment programs prior to the intervention
R [ , . .
Year 1 Ycar 11 Year 11T vaoar LV o
~olol .30 0 .(0) 0 (0) 0 (0) data un- 0 (0%)
DR IR NPT SR available
taine 0 (0) 0 (0) 0 (0) o (0) 0 (0%)
. data data un- i
Indi.na * .
’ 0 () _ 10w unavailable _.|available 116.7%) ‘
Tolal 0 (0) 1 (3.2%) 0 (0) 0 (0) 1 (1.4%) O 1
|

*pata available for 10 of the 14 districts.
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‘ — - - - —— - e ‘ o e e
Number (and percentage) of participating
districts with a collaborative staff
development planning process prior to
T —— ___the_intervention . _ . ..., -
Year I Year II "lyear 111 Year 1V Tgtnl
.- = an o e - - - —tanmne o § — - ~d n-—--—--
Colorado | 1 (16.66%) 2 (18.18%) 1 (20%) aigjlzble 4 (18.18%
lfaine 0 (0) 0 (0) 0 (0) 0 (0) 0 (0)
e e Sl BV '_data"'—""'égmﬂ-“ B R
Tndiana 1 (20%)* 3 (30%)** unavailable available 4 (20%)
L’,"()Lal 2 (11.8%) 5 (18.5%) 1 (7.1%) 0 (0) 8 (11.9%)
*Data avallét—)le for five of the six districts.
**Data available-for 10 of the 14 districts.
#
Number (and percentage) of participating districts ‘
producing plans after training period
Yoar I Yeoar 11 Year 111 Yoear 1V NULITR |
o loado 5 (83.3) 11 (100) 5 (100) 4 (100) 25 (96%)
jaine 6 (100) 6 (100)° 9 (100) 9 (100) 30 (100%)
T s g T T T e T | data un- —
Irdiana 6 (100 12 (100 ; "
;”1111“ . ,.(4__)_. —t -(ﬁ )._- | unavailable . }available 18. (%00)
7 (94.4% 2 100 -
rotal 17 ( ) 9 (100) 14 (100) 13 (100) |73 (98.6%) |
» Nuiber (and percentage) of participating districts
whose plans met established state criteria and
were funded for implementation
yYeuar I Year 11 Year 111 Year 1V LR
- 1 review not
oloiado | 5 (g3.3) | 11 (1000 501000 | o done | 2F (95%Y
Fiaine 5 (83.3) 6 (100) 9 (100) . 9 (100) 29 (96.7%)
) B e e e =TT T data - (| data un- §
Thdiana 6 (100) 12°¥100) unavailable availatzl_’{ 1‘8 (100)
. rotal 16 (88.9%) 29 (100) 14 (100) 9 (100) 68 (97.1%)
Ay
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Discussioh: Only one of the 72 districts (out of 115
participating) for whom complete data is available had a
comprehensive staff development program (as defined above)
prior to becoming involved in the project. Eight of 67 of
those districts were already using.a collaborative planning
process for staff development prior to the intervention.
Seventy-three of seventy-four districts for whom data is
available produced comprehénsive staff development plans
after training in the planning process. Of the 70 plans
that have been reviewed to date, 68 have met the established
state criteria to be eligible for state funding for imple-
mcntation.

-

Claim: Plans so developed are implemented in local districts
and continue once state funding is withdrawn.

Evidence: Data from participating districts

Districts that participated in learning the planning process
1in Years I-IITI have begun implementation. Year IV districts
are completing their planning process and will implement
programs in school year 1982-1983. 1In Colorado and Indiana:
the state provided funding for the first year of implementa-
tion with the local districts picking up funding after that.
Maine provided two years of state funding for local programs.
Data reflects this timing and is only complete for districts
who participated in Year I and are involved in the third
year of implementation

- ——
Number (and percentage) of participating districts
implementing comprehensive staff development plans
in the year following training in the planning pro-
cess (Total possible N of 83, data available for 61) §§

Year [ Year T1 Year 111 feial

olor ydo 4 (66.7) 11 (100) 5 (100) 20 (90.9)

[fine 2 (33%) 6 (100) 9 (100) 17 (81%)

Indiana 6 (100) 11 (91.7) Pdata unavailable 17 (94%)

rotal 12 (66.7%) 28 (96.6%) 14 (100%) 54 (88.5%)

)
ol

'




L

. — 3
=
Number (and percentage) of participating districts
. continuing comprehensive staff development programs
after state funding was withdrawn (Total possible
N of 32, data available for 29)
N -1, . -
Year I Year I1I Total
colorado - ’ " 4 (66.7) ' not applicable 4 (66.7%)

— e e ¢ e =] g o mm——— - - —— [ TR A el - e -
[taine 2 (33.3) not applicable 2 (33.3%)
Indiana 5 (83.3) -8 (72.7) " 113 (76.5%)
rotal 11 (61.1%) 8 (72.7%) 19 (65.5%)

ke

Number (and percentage) of participating districts

continuing to use the collaborative planning pro-

cess after the first year of training for staff -

development purposes (Total possible N of 83, data

available for 6Q) o o )

Year I Year 11 Ycear IT1 Total
Colorado 4 (66.7) 11 (100) 5 (100) 20 (90.9%)
[4a 1 ne 2 (33.3) 6 (100) 9 (100) 17 (81%)
mdiana 5 (83.3) 7 (63.6) data unavailable |12 (70.6%)
R (U oL - . 4} -
iotal 11 (61.1%) 24 (85.7%) 14 (100) 49 (81.7%)
%

Discussion: Eighty-three of the 115 participating districts
are at the stage where they could have implemented staff devel-
opment programs following one year of training in pl.onping. Of
tFe 61 districts for whom data is available, fifty~four did
implement their plans for comprehensive staff development pro-
grams in the year following planning. Forty-nine continued

to use a collaborative planning process for staff development
after their first year of participation. ,




40

Claim: The planning process can be used in other-local district’
efforts in addition to staff development. ‘
)

Evidence: Data from participating districts

e —— e -
- —— - y

Number\\and percentage) of participating districts
using the collaborative planning process for other
district purposes and programs beyond staff devel-
opment (Total possible N of 83, data available

. for 38)

. : -
JYecar I Yeoar TI Yecar IT1 Total

" olotado 3 (50%) 6 (54.5) . 3 (60)

12 (54.5%)

‘arne DATA UNAVAILABLE FOR MAINE

Indi 'ra 2 (40) 7 (63.6) Daca unavailable 9 (56.3%)

fotal 5 (41.7%) 13 (59.1) 3 (690) 21 (55.3%)

Discussion: Over one half of the districts for whom data
1s available are using the collaborative planning process ‘
for other district activities.

Statewide Data Collection Process

Data were also colleftqd across the three states from
both those invo}ved as participants on planning teams and
o:her educators not directly involved with the project.

The purpose of this study was to determine whether

selected educators’' thought structures related to implementing

the personnel development mandate assocrated with PL 94 -142

changed during the period of NIN sponsored activities. More o

specifically, the ways in which tht 'different groups of

educators perceived the relationships betwecen the National
’ <
Inservice Network and their jobs as well as other key

Q 5:3 {

o




concepts or entities related to inservice efforts requ;red
under PL 94-142 were assessed. Then, whet her changes
occurred over a three year period ih the relat?onships
between these concepts as reflected in the educators

thought structures was estimated.

Method
Tnstrumentation

A forced choice paired-comparison pencil and paper :

instrument was developed after considerable discussion .
with a small droup of persons representing regular cduca -

{1on-classroom teachers and administrators; special cdaca--

tion teachers and administrators, and NIN staff. Ten

concepts thought to be directly related to the regular .
education inservice mandate. required by the PL 947142

initiative wc;e included on the instrument. Additional

relevant concepts could casily have been generated.

tiowever, 44 compaiisons b®tween concepts (10 with 9,

9 with 8, 8 with 7, ctc.) sccmed to be the maximum numbcg .
t hat would be tolerated by participants. The ten concepts
were: (1) hindering (a concept included as an "artificial
anchor" or negative point of reference): (%} my job_(con-
s1dered the "target" concept as the regular educagion
inservice emphasis was to prepare teachérs and administra-

tors to deal more effectively with handicapped students in

their classrooms): (3) regular education, (4) special cduca-
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tion, (5) i1nscrvice education, (6) change, (7) useful, .
(8) collaborative planning, (9) National Inservice Network,
and (10) state education agency (SEA). .
Subjects
rhree states ovarticipatinag i1n the study were Maine, Indiana.

and Colorado: ecastern scal%oara, widwest, and western
mountain regiron. Three qroups; from each of three states
comptised the subject pool. The first group, special cduca
tors (n=/51)., consisted of all the persons responsible for
coordinat ing speciral education 1nservice activities 1n each
. »chool district or cooperative in ‘t he three states. The
. ord groun, reqgular educators (n D11), consisted of the
pertons 1n each district or cooperatave responsible for
coordinat ing roq'uldr cducation inservice 1n the respectave '
district or cooperative. The third group, planning team
me oers (n-112), was made up of educators representing
driforent instructional admimistrative responsibilities
. gt levels from the 18 :hstn(‘t:: or cooperat cves within

Cach o of the three states that had agreed to partaicaipate

In the first wyear of the NIN factlitated collaborative

N

problem-solving and nlanning process.

Procedures

) The Jdata were collected through three adminmistrations
of the came form of the i1nstrument described above. The
first administration took place i1n the Winter of 1979
(Year 1): the sccond administration was conducted during

the Winter of 1980 (Year 2), and the third and final admin- ‘ ‘
|
|
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Aruitoxt provided by Eic:

»

1stration was conducted during the Sprina of 1981 (Year 3).

Two additional narlings were ~onducted 1n cach year to

ynereane the response rate.

Respondents were asked to estimate how dr{ferent or
how fir upart cach of the ten concepts listed above was
(1o «very other concept.  Distance boetween concepts was
meaaured 1n ounits, so that the more different a respon-
dent thought two concepts were, the greater the distance

1} rore unite apart the concepts were from cach other. The

-

otpuctaone for co pletaing the o anst rument. provided sove el

alao 1ndircated thoroe were no teortectt oarn o
‘\\

\
wore reassured that providing theirr own best

PR AR it
R Lpondents
cotimate of the distances between cach pair of concepts was
‘ufticirent for the purposes of the study. Permission was |

siven to re pondents to Am1 L cortarn comparisons 1f thoey

were ur able to o ectaimate the drotance Lotweesn the ronpe ctaive

v of coneepts,
P v bon o rates wore negativelv anfluenced

f o tor s Pirst, oot respondentoh id not had

A ?‘k‘}( 54 ot

Pior csper1onec withoa Colf adminictored forced-choree

aared corparloon instrunent of this type.  bome rported

ccoming frustrated while comploeting the form, a typical
Lt yroan rerultaing freom re: pondente borng unable to deteoer

/
v carrectt apewers or what the 1mstiument 1o attemptaing

oo . bat 1, resrondents o woere unable to discorn

Vot o ctitute booctally aceept able or "correct” responses.
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Second, the organizatiron conducting the study (NIN) was

not very wéll known, particularly in Year One. The letters
of support from state department of education officials
that accompanied the instrument did not necessarily have a
postiti1ve unpact on recpondents’ willingness to participate.
(Ae wi1ll be discussed later, 1t was learned during Year One
that the «tate departments of cducation 1n the three states
wore not coroirdered particularly helpful by local distraict
_jucstors). Third, fluid participation (see Cohen, March,
& Olsoﬁ, 1972), primarily on the part of local district
plannina teem members, served to artifically depress poten-
t1al response rates. Vor example, an estluated 30 placr o
who were active in Year One chose not to participate in t he
project an Years Two and Three (some left the distract,
eV 1 oarccepted positions with their respective state depart
ment, root returned to thear roqular tcaching assignment) .
There fore, perhaps as many as one-third of the Year One
nleoiere were no longer eligible for completing the instru-
ment an Years Two and Three. To a lesser extent, fluid
roorticipation also negatively influenced the response rates
of district coordinators of regular education and special

cducation i1nscervice activities. TInservice coordination
reeponsibrlities were often rotated among staff. As a
~———
result, an estirated 15 respondents from Year One became
1ineliaible 1n subsequent years because they no longer
. t
coordirated inrervice activities.  Fainally, son&) r eqgular

sl s D 1 G ~ N ’
and speciral cducation sampled in Year 1 became plainners

A 4 1 3 3
and were ineligible for continued study and compdrisons.

D
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The thought structures reported below reflect only
the respondents completing the instrument all three times.
Although the total numbers in cach group are small, the
findings are consistent with other data gathering efforts
in cach of the states (sce Owens, 1980, 1981). Also, a -
compar- son of the thought structures of those c¢ducators
completing the instrument three times with that of thear

counterparts who completed the instrument only in the first

vear. However, plarnners who completed the instrument all
e yoars (continuing) were dafferent from tho=e plarncers
1o completed the 1nstiuwcent 1n the [irst year only (non .
continuing planners). Continuing planners closely identi1fi1ed
"2tk the role andg functions of the Sy and NIN and percerved
‘riservice education and collaborative planning to be uscful
'3 related to their jobs. This was not the case for non-
contirulna planners., Apparently, plenners who part icipated
cr tre tudy all three years wWere more commt ted from the
Ccainmina to implementing the mamnsticaming mandate and to
1N pon ored activaities than those who drovnped out.
Pata Analy s
Mult ady nensional scaling (Kruskal & Wish, 1278)
procedures were used to format the data for comparison.
Multidimensional scaling (MDS) empirically determines
the relat1onships between dimensions or "f<avtﬂoxl§" (as n
factor analysiz) that exaist hotween cortain concepts.  That
15, the logarithmatac solution used to aenerate the rela-
t ton~h1p.s between concepts (¢ spati1al configuration 1n N

di rensaioral space) adentafires as many drfferent thought

v
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structure patte}ns as persons use when thinking about the
concepts. The first dimension or thought structure pattern
that emerges accounts for more variance than the second,
the scocond more than the third, and so on.

For example, consider the task of comparing Russia
with China. Somé individuals tend to equate any communist
country with negative images and probably think of Russia
and China as quite similar. However, persons trained as

political scientists may consider the dirfferences between

Lhese two countries to be striking, particularly with

1

N

reaard to socral stouctures as coapared to gover ning
proces .es, Therefore, the thought structures of two

i
groups of political scientists used to compare these \\ '
countries rmiv be quite different. Using MDS to descrlbé
the underlying structures that persons used to compare

concepts provides a mwore comprechensive understanding

of the thought structures assocrated.with behavior. With

this i1nformation, strategies can be designed to encourage

ways of thinking consistent with, for cxample, innovations
or 1ogAlly mandated policy shifts.

The stress indicator is used to'determlne how many
q@dltlonal dimensions or thought structure patterns are
required to explain the relationships between coﬁcepts used
by r1espondents. In this study, three dimensions agcountod
for at least 81% of the variance in various respondent
groups' 1n Ways of viewing the target concepts?

therefore, the reported results reflect three dimensions

or thouaght pattern s§<uctures.

-

oY
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‘ Results

Because the relationships between thought structures
of groups within cach of the states werc similar. the data
are aggregated by respondent group across the three states.
Space limitations do not permit an analysis of the changes’

and thought structure patterns of cach group for the three

vear period or graphic representations for all these dimen -
s10ons for cach group. Therefore, only the thought structures

(for Years One and Three) are reprasented in figures ana

discussed.

Year One

l.ocal Planners. ‘The thought structure pattern
(Dimension I) that accounted for most of the variance was
anchored on one end in three dimensional space by the
concept "hindering" and at the other end by the conceptc
“my job", "change", ”collaborativé plarining”, "useful", and
“NIN". This thought structure pattern was labeled Role
"fficacy to indicate the relative importance of these
corcents for re.pondents' responsibilities as members
of district plannipg teanms (Figure 6).

The .ocond most i1mportant t houaht structure pattern
was anchored by "NIN", "SEA", and "inservice" on one end
and "regular education" and "my job" on the other. This
<ay of thinking scemed to reflect a split between the
Innovative and the Traditional. That 1s, the Innovatave
~luster was represented by different ways of behaving
randate 1 by PL 94-142 and supported by both the NIN and

ArA through the design and delwvery of inservice activities,

47
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N
The thought structure pattern that accounted for the ‘

smallest amount of v.vriance Was anchored by "change" and

"i1nservice education” on one si1de and by "regular educati1on”
and ": A" on the other. In this pattern, labeled Subconscious
Skeptacasm planners scemed to question whether regular
education and the state department could be i1nfluenced or

wodr fred through inservice actavities.

Reqgqular Educators. The primary thought structure
pattern of regular educators was similar to that Jdescribed
above for planncrs and was anchored by "hindering" on one
end and "collaborative planning", "my job", and "useful"
on the other (Figure 7). Close to "hindering" was the
state department of education (SFA). The Role Efficacy
label, used to describe planners, also seemed appropriate
for regular educators. The second thought structure

pattern was anchored by "NIN" on one end and “regular

cducation" on the other and was labeled The Known vs.

Unknown. The final thought stiucture pattern was

anchored by "inservice" and the "SEA". 1In gencral,
respondent s tended to view the state department

as an 1ntrusive regulatory agency (recall that "inservice"

was located near "hindering"” on the Role Efficacy dimension),

and respondents' previous inservice experiences were not
considered helpful or rewarding. Because neither of these
anchor cnncepts were perceived as positive, this pattern

was labeled Between the Devil and the Decp Blue Sca .

bt

¢

M
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Special Educators. The primary thought structure

pattern used by special educators was anchored by "regular
education", "useful", and "my job" on one end and "NIN"
and "hindering" on the other (Figure 8&). This seemed to
suggest little interest in assistance from the NIN for
performing useful job related activities. A possible

\nterpretation is that special educators.perhaps perceived

the SEA as having contracted with a federally funded,

third party (NIN) to provide technical assistance

characterized as w“helping Hands Dressed in Velvet Gloves.

The second thought structure pattern was anchored by
"hindering" on one cnd and ollaborative planning" and
"useful” on the other and scemed to underscore special
cducators' 1nterest in attaining mainstreaming goals.

The final thought structure pattern was énchored by "change"
snd "i1nservice' on onc end and "SEA" on the other, sim:lar
to the regular educator pattern in which neither "inservice"
nor "SEA" were viewed as particularly helpful. Therefore,
applicable.

Year Two ,

Local Planners. 1In the sccond yecar of the collaborative
planning process, planners' thought structure patterns were
quite similar to those exhibited i1n Yecar One; therefore, the
«ame labels were appropriate. However, two changes are

worthy of note. Fiarst, all concepts eoxcept hindering were

e
(\/
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pore tightly clustered on the two nost 1'1~por‘\a.nt the it
structure patterns, Role kitficacy and Innovative va. Tradit vl
Second, the distances between anchor concepts as well as the
remaining concepts 1n the third pattern decreased.

Regular Fducators. The farst two t hought. structure
pat terns an Year Two were quite similar to those exhibited by
1.cular educators 1n Year One. However, the third pattern
har ged slightly an that "collaborative planning” and

(tonge” moved closer to the concept of "my job", perhaps

indicating regular educators 1ncreased awareness of the
v vortance of therr role in planning and changing the
. tool envitonment to enhance the cducation of
bandicapped children (Innovative Vs. Traditional) .

Fducators. several dramatic shifts occured in

Specral
tFe respondents’ throught structure patterns. The

concepts "NIN', “collaborative planning", and "SEA" all

~oved closer to the target concept, "my job". On t he

sercond dimension, UNINT became much more closely associated

with the sctrvitaies of Specral cducators " jobs" and were

peep o rved as boing more “useful”.  The third thought

aoture pattern o noed o csentially the same.

Year Three

Local Planners.  The tirght clustering that characterized

the prirmary t hought structure patteuvns of planners becane

Lewhat Jdbopersod an Ve vy ee.  UHipdering” still fonmed

4r anechor oas did tmy jobt, “eollaborat ive planning™, "reqular
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\ .
education”, and "inservice” (Figure 9'. Thus, the Role Efficacy

label Stlgl seemed valid. The most notable shift on the sccond

.
1

thought structure pattern was the movement of "change",
toward "my job" and the switch 1n positions of "regular
education” and "speciral education”. The most notable
shift on the final thought structure pattern showed that
“my job", "useful", "regular education”, "special

cducat 15, "and "SEA" all moved closer together to form
an anchor with "change", ”coliaboratlve planning”, "inser-
vice", and the "NIN" on the other end.

‘?ﬁ~;q1;r Fducation. A number of important concepts
bocame more (ightly clustered in the primary thought
structure pattern evidenced by regular educators in the
third year (Figure 10). All the concepts except for
"hindering" tended to draw closer together. This also
happened to a lesser extent on the second pattern.

In tre thrd thouaht structure, "inservice" became more \

closely 1dentafired with, the "0EFAT, "useful”, and

~

Y
job .

special Fducators. The primary thought structure
pattern for special educators became more tightly clustered,
particutarly when compared to Year One. The significant
movement of the “SEA" toward "inservice education” and

",y Job" reflected the wmportance of recognizing the value

of educational 1nnovations to their own work. Respondents
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may have intinated a preference to "do things themselves”
without the' assistance of i1nservice activities or the efforts
of the state deparkment. Another way of expressing this .
i
attitutle 15 “we will call yoa when we need you, but ple e
Le available «honever we call."™ A new label may be .

appropriate to reflect the 1ndependence of special cducation
respondents 1o 1dentifying noew clagsstoom and personal or

professional behaviors: bon't Tread On Me.

o
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Ny o 1o

“irtings from qualitative stadies of participants’

peroeptions of thear Lnvolvement 1n the NIN project supported
the o teporte cha es an {he LY ouabt Ltructnres of reqgular
el st or s, speciral oduacators, ar.d 1ocal planners.
parti1cipatory planning activitaies secred to be linked to an
Lrere 1ied sense of role efficacy and a desire to participate
ir. and oinfluence decirsions about staff development efforts.
I'h1, was especially true foir t cacher s,

During Year One, bt owas oxpected that the three target

grou o {plarmers regular cducators, and special educators)

would + 5 ontially view the pr ject wlth cautious pessimsm.
Expectirg @ type of “trickle down' approach usually
‘ Lsoctated with federal nomdates, thorr skepticism was
oNatert 1 by renerally negatave experierces with therr
e pective tat o departnent s of education as well as {1om
Srrviou, burtocipation an numinoprring 1nservice education

; activities, “1s0, the vehicle used to encour ollaborative

slannineg nd participataion 1n locally de-1aned personnel
te

Loveloproent activit s, the Nt onal Trmorvicee Lt aorh,o0s

vowner wroocntity. Finally, P e ta ks ansociate bowrthe thie

Carnetrear g moandate (oo L oiividuarlysed edacataioaal

sy . s for har hreapped ctinliren amnd cotaptina avotouet 1omal
Yt aals) were not partaonloa ly  alrent a5 far an rany

ooocular e lucators were concerned due to e cono b

D BT Lo ratyros, ando 1o kooboanes taves CO7 partaeoy et

)
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In general, nevbers of local planning toams weree
juick to rdentaf{y with their roles as participants in a
collaborat 1ve planning effort (Role Efficacy)
as reflected by the clustering of "my job', '"useful", and
"collaborative planning". Respondents' responsibilitics

as ne-tbers of planning teams required new ways of behaving

novative and the Traditional) . How-

mendated by PL 94-142 (I

over, planners were unsure (Subconscious Ske tarcism) whether
: rqular educators and state department personnel could be
\nfluenced through the collaborative planning process.

The first two .thought structures used by regular
educators were sxm11ar~to those of planners. However, the

third structure pattern (Between the Devil and The Deep

Blue Sea), oerhaps reflected reaular educator s’ disapporntment
with previous experiences wilh 1nservice activaitics and the role
of the state departmént of cducation. Special educators’

t hought structuref 1n the first year were similar cnough to

1Y, ~¢e of regular educators to use the same labels.

In Year Two, distances between clusters o  key concepts
wore ro iuced for all three grovps. These shifts sugoested
that planncers bocome more confor table with the tasks
sicociated with designing 1nservice activities aﬁd recoanizoed
the 1mportance of key concepts to their work:; therefore,

41 -tances between concepts decreased.

The reduced distances sudgestod that special cducators

Lo came more i1nterested in collaboration as a way of

increasyng their ef fectiveness.
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By the ¢nd of Ycar Th: ¢, the dictances between Lhe
concepts generally had increased, probably indicatina a inorce
Jdifferentiated undet st indina and deeper appreciation of
the behavrors represented by the concepts. For example,
as a result of their experiencc. local planners beccame nore
o1 o tive to the nature of their roespectaive roles as (‘}l‘.\m()e
agents and realized that spoctal cducation personnel as well
as regular educators could benefit from staff development
act1v1t1es.. Some concepts became more tightly clustered
for regular educators. For example, over” the period ot
time covered in this study, the state department was
perceived as more helpful and ninservice" was considered
more “useful’ to respondents' "jobs". A similar phenomenon

occurred for special educators concerning "SEA", "inservice',

t;my Jobm .
Conclustion

Canges corducive to 1mplementing the plannina
a1 tate occurred 1n selected educatores’ houaht struc
Ve gurara the fhree yeal NN nwhir\'o ntion. Thoe e
cerle bl t1abhter teoanlanastoor collat naetroe Pt | ]
distr:ots and @cross drf ferent cducat Lonal loevels (1ooal

and state dhpartmvn!). In «eneral, the fipndipes vyere

oo sttt owath tiree Loy "hest pract e 1h 1ncerie
Ceataon (1.e., partu ‘matory plannindg, Lehool bur bdina
Tenel g le entation, nd top-level adminietrat tve «nppol t)
‘gt contribute tooa clar o ate facilhitatave of continuous

i sonne 1 Jrveloprent {(riutl son, 1979; Joyce, 1376) .

18U
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The findings are also conslstent with a recent review '
of the organizational development literature (Fullan, Miles,

& Taylor, 1981). Task specifirc work groups composed of

internal change agents are more likely to succeed in
innovation efforts and more likely to support the
1r novation after the initial cycle of activity. The use
of external consultants -- especially during entry,
otart up, and transition phases enhances the internal
team's development and potential success. The internal
tcam wmust gain ownership of the planning process for .
~ucceessful amplementation. Ext'ernal consultants play

. an 1-portant but secondary role during the implementation
phasc. In additiony, formal attention to networking
appears to be a val‘uableh strat'egy to support implementation ‘
~fforts and the dis:. mination of best practices. An infornal,
almost natural cornunication rn twork comprised of veacliers
and alministiators carried the message within and between
planters and otb 1o cducators involved with the <tudy,

Fir :1ly, these results suggest that state agencies can

f1il the policy and procedural vacuum the federal goverrment
appears to be creating.  Berman's guidelines have prom e for

v cbana goliey and amnlerentetion for selectinag aporopriate

“trateqres for tate andl local anitiatives.

1
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. LEARNINGS OF THE STATES COMPONENT
The learnings of the states component serve to support
and reconfirm the quality practice statcments developed by
the Ouality Practices Task Force.
I. Quality Practice in Inservice Fducation recognizes that
programs must be integrated into and supported by the

organization within which they function.

‘Those districts with ambitious plans yvet with clearly
communicated goals were most successful.

‘Those teams able to secure a wide base of support within
their planning districts were the most successful.

*The principal 1s a key person whose active support and
1nvolvement 1s necessary for staff development activities
to have an 1mpact particularly when building level groups
arc formed to plan and coordinate building level staff
development activities.

"Impact of staff development efforts on special education
programs varies from district to district but in general
have resulted 1n increased cooperation and communication
between reqular and special education, increased accept-

‘ ance of special ecducation children into regular Classes
and 1ncreased awareness and knowledge about the handi-
capped. : :

‘Teams need more assistance in maintaining the concepts
of ¢SPD 1n their planning districts over time.

‘While a significant number of ‘participants integrated
CcsPD functions 1into their local service delivery models,
others sti1ll consider CSPD plans to be linked to the
avallability of additional state .funds.

‘Participants viewed the Project as having a direct
impact on specral education, but perhaps having more
impact on schooling practices in genecral.

11. Ouality Practices in Inscrvice Education are designed
to result in programs which are collaborative.

"Maintalning a balance between consultants from insi1de and
out s1de of the state was secen as valuable.

*state leével leadership, direction, and coordination 1s
essonti1al to the success ofi an organized human resource
network. 4

Staff developmant and inservice 1s a viable and valued
focus for collaborative efforts among various educational
units, e.q., different livisions within a SEA, Unaversities,

‘l' ctc. '
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"“Those teams who maintained a core group:to help plan

and implement CSPD experienced the most ‘successful
cspPD effort. )

‘The ‘formation of curriculum development task forces
composed of regular and special education personnel
1s a /powerful staff development strategy which is viewed
by teachers as useful and needed.

£y

‘For many participants, the Project was the first opportunity
they had to work colaboratively with individuals from
varying personnel groups.

‘The opportunity to work as a member of a team was an
enlightening experience for some individuals.

‘while many people have expertise in a variety of different
areas relative to systems of staff development and
inservice, few have had the opportunity to pull all the
pireces together and work with LEA's.

‘Provision of consultation and technical assistance can
be difficult for some persons accustomed to other modes
of operation, e.g., monitoring or didactic instruction.

‘More training in the area of group process should be
provided for teams and particularly for team leaders.

I11. Qualléy Practices in Inservice Education are designed
to result in programs which are needs based.

"Most participants expressed the opinion that the task of

designing and implementing a needs assessment contributed
to their development as a team and increased the clarity

of the CSPD training process. .

™ ‘Many of the.surveys designed by team members for their
needs assessment had the following errors:

- Multiple items in one question

- Items asked several times

- Too short, too long

- Did not assess all personnel groups

- Did not include provisions for parent and community
response

- Displayed an 1nadequate balance of 1tems related
to inservice design and content.

‘Teams require more training ir the design and implementa-
tion of an ongoing needs assessment process.

‘Training sessions that resulted in participants sharing
knowledge and receiving support were considered useful.
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"Developing ownership by new members of assistance teams
involved walking a fine line between allow.n ' a planning
process to be open to adaption and flexib.lity versus
losing cfitigal ingredients of the proces:.

‘participation by members of past state level training

and plapning team was cvritical to the succe. ~ful training
of assistance teams.

Quality Practices in Inservice Education are designed
to result in programs which are responsive to changing
needs.

‘The substantive nature of the training led to a need to
accommodate the diversity of team members' issues and
concerns related to the planning and implementation of
cspD (e.g., differences between urban-rural, single

~district cooperatives).

‘Team members reported the most satisfying training
experiences to be those in whfﬁh the training was indavid-
valized, i.e.., those workshops which permitted them to .
learn information in ‘accordance with their own preferences
for rate, style and content.

‘planning teams progress at different developmental rates
through the training sequence. Training sessions
designed to accommodate these differences were the most
effective. .

*participants provided the most positive evaluation feed-
back about sessions which were conducted or facilitated
by their peers in the planning districts.

*Individual teachers are often their own best resource.
Strategies which promoted teacher planned and delivered
staff developmént were viewed as successful.

‘Some sort of voucher system which provides for individual
choice 1n selecting staff development activities in concert
with goals of the plan were viewed as most successful

by district personnel.

‘personnel from local districts who have gone through the
planning process and implementation are valuable resources
in providing planning and training to other distracts.

‘Several participants shared the opinion that the Project
planning proctess they learned had applicability beyond
the content area of CSPD.

‘Management structures at the district level which mect
regularly resulted in increased coordination, communica-
tion, and a renewed sense of being a district.

‘Some team members experienced role changes as a result of
their CSPD efforts.

$
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‘Many participants expressed a sense of self-renewal as
a result of their participation in Project activities.

‘Participants 1dentified an increase in their tolerance
for and understanding of the change process as a result
of their CSPD efforts.

Quality Practices in Inservice Education are designed to
result in programs which aré& accessible.

"Participants appreciated the opportunity to engage in
planning, consultation with their colleagues, and carry
out other work required for the Project away from the
hectic schedules of their jobs 1n their planning districts.

‘Participants appreciated the opportunity the workshops
provided to interact in formal and informal ways with
their peers throughout the state.

"Several teams used workshops as an opportunity to identify
and exchange resources and support with other planning
districts.

"The technical assistance provided to the participants at
meetings and during on-site visits was generally viewed
as clear, specific, and effective.

‘A formal structure and arrangement to support individuals
from various agencies coming together to work with LEAs
1s needed. while many persons are eager to assist local
districts, commitments and responsibilities to their own
jobs and situations can present problems unless arrange-
ments are made to support assistance activities as a

part of their job.

Evaluation of inservice activities is an essential
component of a quality program, and should be designed
and conducted 1n ways compatible with the underlying
philosophy and approach of the program.

‘Participants appreciated the visible changes in training
design based on the evaluative information provided to
Project staff on an ongoing basis throughout the training
experlence.

‘Participants expressed satisfaction with the design of
most training sessions. Emphasis was placed on the
following:

- Modeling inservice best practices

- Varied instructional activities (discussion,
lecture, simulations)

- Team planning time at each meeting

- Quantity and quality of consultation provided by
Project staff.
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Quality Inservice Education K
Recommendations for the Future: 2( S
I
Reaching for Quality in Educational Practice
' Through Personnel Development /
| e

Introduction and Purpose

This summary report highlights the learnings of inservice
participants, trainers, and researchers. For the past three
years, they have been directly involved in receiving, providing,
and analyzing inservice education programs to assist regular
classroom teachers in their work with exceptional children
and youth. Project directors and participants have learned
together how to increase the skills and knowledge of a wide
range of regular educators who are steadily coming into
direct daily contact with handicapped and gifted childre; in
their classrooms and schools.

The National Advisory Board of the National Inservice
Networkx (a temporary linking agency funded by office of
Special Education and housedlat Indiana University) began \\\k
a planning process in the spring of 1980 that included input
from over 500 persons. This group included parents, advocates,
and consumers of public education. A brief description of the
national policy context and our learnings proceeds the
recommendations generated during this plénning process.

The purpose of this report is to guide the future role
of federal planners interested in education personnel development
as well as state and local policy makers and program developers by

‘ identifylhg planning successes and failures. .

&

du
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Pol.cy Implementation Question . s ‘ %
How dqes the federal government assist state and
\ local education agencies to increase their cepacities to
5 respond to new initiatives derived from state and federal
policy and professional practices?
The historical role of the federal government has
been to support the dﬁvelopment of model programs, evaluate
their successes, and show the results to,interested parties.
In thls‘context Congress become 1ncrea51ngly concerned
about decllnlng enrollments, teacher surpluses, and large ‘
investments in pre-service training programs for special
education particularly to meet the needs of urban and remote
rural areas of the nation. At the same time, Congress saw
the need to help regular instructional and administrative
staff plan for the inclusion of handicapped children in the ‘
least restrictive environment as specified under P.L. 94-142.
-Congress eventually strengthened its commitment to help
the nation's 16,000 school systems by allocating ten million
dollars in FY 1978 and requesting a larger proportion of the

Division of Personnel Preparation's (DPP) budget be allocated

to xnserv1ce~:nder the regular education inservice (REGI)
priority. The Office of Special Education and DPP believed

the discretionary grant program should support model development,

validation, and dissemination. This report summarizes the ~

learnings and recommendations of those who have been engaged

in this effort.

w
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Learnings

The proper and functional role of the federal government
1s to stxmulqte the development of model programs using quality
practices derived from research and observation in schools.

State agencies and local school districts need to
encourage partnerships based upon a spirit of collaboration
and interdependence.. Together, they have created education
and training programs that meet the needs of personnel
assurang more responsibility for the reducation of chilAren
with sp-~cial learning needs.

In fact, the most successful programs are those based

and developed in i1ndividual school sites with principal

= ,
leadership and support, where teachers define and use one

another to meet their expressed needs. Extensive follow-up
to 1nservice education sessions available during the schocel
day yields the nost benefit. Teachers are drawn to quality
programs relevant to their perceived needs. Time is 3
critical dimension to insure success. Efforts that last
less than eight days usually fail. Specific topical
training with a ski1ll focus requires a minimum of two years.
State agencies that require inservice education plans
based upon the quality practice principles implicit above
have the most successful statewide impact. State personnel
are viewed as helpful and not hindering when they create
forums for cooperative planning within and between school
systems, brokering resource persons and models to pla' ~ing
teams for study. evaluation, or adaptation to their unique

local contexts. Adaptation i1s preferred because 1t demands

‘f}ﬁ“\i
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participatory decision-making analysis of local strengths
and constaints, and commitment to follow through.

With initial external support (from federal and state
agencies), local school personnel can become legitimate as
trainers and on-site supporters of post training opporturiities.
Follow up and feedback assistance is needed to bring about
observable changes 1n teaching practices.

+ In summary, heiping people help themselves is the core
issue 1n changing teaching practices. Organizational attention
to methods of problem solving, goal setting, and support from
principals and central office leadership 1s not negotiable.
Without fhe latter, the former ends in frustration and
hostility.

University and other external resources are best used
1n the following ways 1n the training enterprise. Farst,
during the planning and design of 1inservice, external resources
can assist in conducting needs assessment, prioritizing and
selecting topics, determining organizational opportunities
and constraints, and identifying local resources. Second,
the actual delivery of training and periodic follow up may be
facilitated through a resource back-up system to increase
the skills of statf to assist one another. Third, third party
perspectives cnhance the design and implementation cf an
evaluation plan to assess outcomes, side effects, and
uranticipated results. State agency personnel are in the

best position to coordinate the elements of such a systum.
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They are also i1n the best position t. 1dentify national and
state models to make exchanges and snare local practices.
Few states, however, facilitate such exchanges of information
(directly to teachers) to increase effective teaching
practices. Professional teacher associations have ma.e the
most recent attempts, but they can not sustain their i1nitaal
efforts with (t extensive support.

Alternative models of information and demonstration
dre needed. Some promising results are coming from states

that have established peer dissemination networks supported
by state dollars.

In summary, state agenci~s and universities are best
cast 1n third party facilitator roles with internal groups
of planners for personnel development. Each set of agency
representatives must be knowledgeable of local structures,
their strengths and constraints, and be committed to
increase the local staff's capacity to solve their own
problems coanstructively.

Clearly 1nservice education 1is a known quantity.
Research has given practitioners substantative direction. If
we fail to heed there qdality practices, we will not only
squander an opportunity to improve schools, but also
increase intransigence and continue to lower the productivity

and morale of teachers and administrators.

g




Recommendations for Local, State, University, and Federal Agencies '

observations, practice, and study of ‘regular inservicg 2ducation
1n local education agencies. They are listed in prioFity order
for each agency that has been a part of this nationa) 1initiative.
A detailed review of this planning process, principles, and
goals 1s provided in Addendum 1. A list of Specific findirys
and studies reléted to these recommendations 1s in Addendum 2.

Recommendotions for Local Education Agencies (LEAs)

These recomendations are deraived from three yvears of

&£

1)

3)

5)

6)

7)

LEAS should use building-based teams to identify needs

and deliver inservice when appr.priate.

LEAs should encourage building praincipals to assiéz in

the identificatloﬁ of needs and delive%y of inservice

to meet those needs with their respective facultaies. '
In 1ts inservice design, LEAs should build in support
mechanisms to assist inservice participants to implement

new skills and knowledge in their daily work.

Local REGI programs should include the development of
teaching skills effective with handicapped children.

LEA administrators, teachers, and others should identify
theirr own rescurces and have opportunities (e.g. release
time) to use each other as peer trainees.

LEAS should plan their inservice programs using demonstrated

quality practices in inservice as a guide.

LEAs should develop 1inservice programs aimed at system

improvement as well as individual skill development when

appropriate. ‘




e 8)

9)

12)

11)

12)
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LEAs should establish collaborative planning relationships
with colleges and universities, intermediate units,

state education 1igencies, and other resources to

develop, implement, and evaluate local inservice programs.
Regular education inscrvice should be a part of an
established district-wide inservice education program.
LEAs should design inservice within the context of the
special educaticn delivery system to enhance support and
coordination of building and district resources.

Local inservice programs should consider using student
change measures in evaluating the impact of inservace.
LEAs should commit sufficient dollars and other resources
to establish ongoing structures for the continued operation

of quality inservice programs.

Recommendations for State Education Agencies (SEAs)

1)

2)

3)

SEAs should provide funds for inservice programs, making

inservice a higher priority for both the state and local

educational agencies.

$EAs should support the training of local personnel in the
necessary knowledge and skills to plan, implement, and
evaluate their own inservice programs.

Suggested Next Step

-SEAs could utilize existing, or create new, technical
assistance groups to provide such training to local personnel.
SEAs should work with teacher organizations, universities,

and others in their state to develop some consensus of the

competencies needed for both regular and special education




4)

5)
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personnel to teach handicapped children and use those
competencies 1n developing both preservice and inservice
programs.

Suggested Next Sters

~-SEAs should tie certification standards to a set of
validated teaching behaviors appropriate to individual
instructional responsibilrties.

-SFEAs could tie university program approval sthndards to
a set of validated teacﬁing behaviors appropriate to
1ndividual instructional responsibilities.

SEAs should develop and support state resource systems

for staff development.

Suggested Next Steps

~SEAs could create subnetworks of sinilar projects cor
programs to facilitate information exchange and communication. ‘

-SEAs coulé provide access to nationa} support systems and
periodically distribute information about national and local
resources to local districts.

-SEAs could maintain and update a system for identifying and
accessing useful material and human resources in the state
or elsewhere.

SEAs should create discretionary grant programs for

universities (preservice and inservice) and local districts

using quality inservice practices as part of the graat
application criteria. \

Suggested Next Steps

-SEAs should encourage local districts to develop local

87
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‘ inservice plans including all school personnel across
all instructional areas.
~-SEAs should require grant applicants to demonstrate a
match between the i1nservice intervention strategies and
the nature of the problem the inservice 1is address;ng.
6) SEAs should develcp a comprehensiVé evaluation of inservice

in the sta.e that includes inservice related to handicapped

chiidren.
7) SEAs should identify evaluation procedhres that measure
the effectiveness of inservice programs in relation to
their cost.
8) All preservice and inservice personnel development
programs should be coordinated across the State Education
Agency (Title VI-D, Title IV, Title V).

Recommendations for Institutions of Higher Educaticn (IHE)

1) IHEs shéuld assist local districts in becoming more
self reliant and independent i. inservice development,
delivery, and‘evaluation.

2) IHEs should include representatives of target LEAs and
state agencies, when appropriate, in the planning of
inservice programs in 1insure attention to locally
specifié needs and shared ownership.

3) IHEs should explore the development of ongoing collaborative
relationships with LEAs that could include the planning,
delivery, and evaluation of inservice education.

4) IHEs should consider the support of field-based adjunct

faculty employed in local schools or in intermediate units

. such as BOCES.




6)

£

7)

8)

10)

11)
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.

As praimary vehicles for the transfer of kriowledge and
skills, provisions for practice and on-site follow up
should be built ;nto IHE-sponsored inservice.

IHEs should be encouraged to provide concise descriptions
of available inservice practices, mcterials to support
replication and adaptation by others, and names of con-

sultants to help in adaptation.

IHEs should do more syntheses of research findings and hold
dissemination activities {such as forums} for the rommunity
on current research.

IHEs should include knowledge and skill development in the
planning, implementation, and evaluation of inservice

programs as part of the preservice curriculum.

IHEs should provide faculty development programs to increase

faculty performance in inservice roles.

IHEs should recognize inservice activities in the criteria
for p.omotion and tenure.

To "improve both preservice and inservice programs, IHEs
should collect information from both former and current

students.

Recommendations for Office of Special Education (OSE)

1) application for OSE inservice grants should be reviewed using

a set of planning standards, such as those established by the.

Quality Practices Task Force of NIN, in addition tc the standard

evaluation criteria currently used. This would require

publicly adopting the quality standards of practice developed

5y
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‘ by the NIN Quality Practice Task Force and the Local CSPD '

planning format developed by NIN étate CSPD projects as
Qq framewarks for evaluating'personnel preparation applications, and
revising the dear colleague letter, field reader review
‘guide,/and evaluation package accordingly.
2} OSE should encourage applicatio s that gmphasize district-wide
planning structures involélng both regular and special - i
education personnel in planning and implementation. These

\
efforts should include team training and peer exchanges.

3) OSE and QPP should assist involved perscnnel to identify and
reach consensus on the characteristics of instruction regular
classroom teachers need to use in order to accommodate
handicapped séudents. This goal could be reached by

. _Sponsoring a symposium to examine existing research and

plan a future program of research and personnel preparation
relating to effective instruction.

-SupportingAprojects which identify critical instruction

and learning practices and support their diffusion through
specific dissemination designéd to support adoptors.
-Suppofting projects which identify criticai teaching
behaviors and support their diffusion through specific
dissemination grants.

4) OSE should develop a research agenda on training for the
Division of Innovation and Qevelopment (DID) and others with
similar purposes, to let requests of proposals- (RFPs) on

~‘selected training research ana encourage the dissemination of

findings through national and state professional organizations

. of teachers, administrators, broad members, and parents.




5)

6)

7)
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OSE should also ‘examlne.'the research agenda recommended for . .
Institutions of Higher Education and incorporate these into
an OSE research\plan.
Within OSE, the Division of Assistance (DAS) to the States
should utilize the technical assistance group established by the
Division of Personnel Preparation projects to lend
assistance to SEAS having compliance problems with the CSPD
requirenent of P.L. §4—142 by
-creating linkages and communication systems between national
‘technical assistance projects, OSE, and SEAs.
~developing a visible interdivisional coordinating office
to develop programs consistent across the agency and
coordinated with national objectives.
OSE should encourage SEA applicétions that organizé planning -
and training fgrun/}é to assist LEA personnel to p}an, ‘
implement, and evaluate all personnel development plans (e.q. .
Title V).
~-0SE, DPP, and DAS should organize an exemplary program
dissemination meeting with Regional Resource Center
personnel and st:ite teéms to discuss alternative models of state and
LEA collaborative planning.
OSE shodld coordinate the dissemination of national suppbrt

\
project activities to SEAs 1n order to enhance state level

material and human resource networks.

-0OSE should consider funding state model resource pilot
projects. ;he Kansas Manpower System, and Indiana and Michigan
Human’Resourées Systems are prototypes by which OSE could

demgnstrate how state management systems operate in relation '

to the total .system of resources. ¢

Ji
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o . . . .
- strategies for inservice education.
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-OSE should consider establishing national practice files
and other dissemination systems which are practice oriented.
OSE should consider funding some cvaluatiop reiearch projects
to determine the efficacy of .sing student change'measgges
in the evaluation of inservice education programs.
-OSE should disseminate the results and conclusions of these
projects through existing education dissemination forums.
-DRP sh;uld assist DID in formulatiné RFPs to answef
research questions related to inservice education evaluation.
-OSE should consider funding evaiuation research studies to
identify cost effégzéyeness procedures and—apply those
procedures to the evaluation of inservice education programs.
-OSE, through a NIN-like structure or special project, should
éhpport a task force or symposium of both project directors

and experts in cost effectiveness analysis to summarize

current cost effectiveness procedures and develop application

1

.
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Addendum 1 .
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' overview of the Planning Process

Context of the Planning Effort

To understana thHe process used to generate this short-~
range plan for the REGI priority area, the social and poli-
tical context within which the planning occurred needs to
be reviewed. The regular-special education relationship
has been a controversial;one and the regular education in-

service (REGI) priority is affected by that controversy. A

number of factors that could substantially hinder or facil-

itate REGT are listed below. It is .important to emphasize
that all factors can either hinder or facilitate, depending

upon how perceived.

‘ Contextual Factors
Facilitating Hindering

1. Generalization of inservice 1. Fear of severely hand-
education learnings to other icapped children being
students with learning, needs, . placed into regular
i.en, "gray area" students classes.

. 2. Teacher associations' de- 2. Special educa.ors "run-
mand for inservice hefore ning a number" on regular
placement of a handicapped class.teachers.
child in a regular classroom. 3. Special edwucators per-

3. Negotiated agreements that ceived and presenting

reduce class size. themselves as experts




. Growing emphasis on personnel

. Growing experience,

P.L. 94-142’flow—through
funds earmarked for use in
the REGI priority areas,
Minimum competency move-
ment emphasis on criterion-

referenced measures.

Successful model components
1n REGI that can assist other

inservice developers.

éevelopment and change in gen-
eral to prevent burnout and
attrition, and to keep faculty
current.

literature,
and resources on inservice ed-
ucation.

Recent re-alignment of regional
resodrce centers as technical

assistance agents to the states.

10.
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Demands for behayioral
qhange in administrators
as well as teachers,

Fear that lower standards
for ﬁandicapped students
will affect standards for
all students.

Individual educational-
planning and implementa-
tion being toc demanding
of teachers'-gime.

Departmental organizational

arrangements in middle and °

secondary schools,

Low level of federal fund-

ing

Inservice not being a pri-

ority for state education
agencies,
Inservice not being a pri-
ority for local use of P.L.

94-142 flow-through funds.
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12.

13.

14.

83

L)
No resources (in many
projects) to disseminate
model components. '
A service rather than model
demonstr;iion focus for
most REGI projects.
Bargaining milieu affecting
the teacher-management re-
lationship with specific
consequences for REGI and
mainstreaming - \\
Some cynicism about the
earﬁestness of the priority
in that teachers and admir-
istrators feel that the
"mainstreaming" thrust will
fizzle out. No perceived
support from professicnal

-

organization.
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Constraints Affecting this Planning Effort - ‘ ‘
. Policy interpretation aﬁd the norms that surround ser-
vice delivery to handicapped children are conflict-laden.
ﬁhile P.L. 94-142 and %its regulations spell but the process
of personnel development explicitly, many assumptions in
practice remain unclear, particularly those related to the
national versus state definitions of "handicapped", special-

ized education versus regular education with supplemental

aids and services, special settings and arrangements versus
the least restrictive environment, and roles versus school
responsibility for the education of handicapped children.
To date few policy makers, regular ‘education leaders, or
professional teacher association representatives have been a
l ‘ part of a planning effort. The irﬁpetus for the REGI effort '
has emanated from the federal governnment and ;pecial educa-
tion with the aim to prepare regular education personnel
to better serve handicapped children. Too few regular educa-
tion policy makers have been involved in the breath and
scope of this change. Few of the federally funded REGI pro-
jects are directed by regular educatoré;
The role relationships of state agericies, universities,
and local schools are in transition. 1Issues of relevance;
value, and respective_missions confound collaborative plaq—
nig between these ‘agencies. State personnel can use little
more than persuasion to obtain cooperation from university

ersonnel. The capacity to influence reservice programs in
b4
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' the university is almost totai-ly outside the reach of either
state'or local educa£ion personnel. |
Another major constraint continues to be the uncertainty \

and ambiguity thét surrounds education and training in na-
tional and state political arenas. Education‘has historical-
1y been .4 political footbail. currently, the dismantling of
the newly established Department of Education is under study
at the federal level. 1In many states, last year's elections
contained Proposition 13 like referenda which directly at-
tzcked the state and local tax bases for education. With

regard to inservice training and its support, too often it

is viewed as a éanacea’rather than in investment in staff
being upgraded or expanding their horizons.

. . . All four of. these constraints create role stress and -pre-
vent or, certainly, hinder the satisfaction normally deriéed=
from stable, on the job, social group, relationships.

The National Advisory Board of the National Inservice

Network has, in Donald Michael's (on Learning. to Plan and -
e

pPlanning to Learn, 1973) terms, accepted a conflict laden

reality view that attends to goal setting. This uncertalnty
has also reinforced the selection of a short-term incremental
planning approach. o

Guiding Principles of the Nat10nal Adv1sory Board

The National Advisory Board. developed a set of guiding
principles to delineate its mission and workscopel After
extensive discussion, the following'basic principles were

agreed to through a consensus decision-making process.

U . ~ _ o - 1
. - L o - o - ° -
.

J3.




1) NIN's primary mission i; to increase the capacity
of regular instructional personnel to identify, plah, and’
implement appropciaie individnal education-programs for
handicapped children.

2) NIN strives to demonstrate how ﬁhis effort focused
on hahdicapped children benefits all other children.

3) NIN is focused on regular education inservice. It is
designed to facilitate product developmeﬂt and dissemination
of best practices to increase the number of pérsonnel
development prégrams for regular instrgctional, administra—-
tive, and support personnel. Dissemination should follow - :
after standards ‘of quality are developef.

4) NIN is a collaborative problem-solving forum that
brings different participants together to shgre learnings
about implémentation and dissemination. ?REGI médel programs
are conceived as innovations that require planning for
installation in school buildings and districts, university
and college curricula, and state agency comprehensive systems
of personnel development (CSPD) planning efforts.

5) NIN is evolving and facilitative. The needs of REGI
developers should be addressed by the identification of
emerging and available resources, both personnel and material,
andbby linking these in ways that make-them more available
ané useful to personnel ehgaged in planning and implement-
ing ‘training programs. Strong emphasis should be placed

on underscoring the fact that teachers do make a difference

and support for greater impact is needed.
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, 6) NIN encourages the development of sound persorinel
development programs bqsed upon'résearch related to best '
practices in REGI development and in installation of an
innovation. ' ) .

7) NIN is a coordinated effort. %hile designed as a
temporary network, NIN ié‘delineating a long-term strategy
for inclusion of REGI iﬁ an effective natiopal diffusion‘

configuration. -

Purposé of this Plan

After approximatély 27 months of observing, interact-
ing; and summarizing the learnings of project directors,
those from outside the REGI network requesting informa- '
tion, and the eight task forces of the National Advisory
Board, the NAB agreed to develop a three to five year plan
for REGI. The purpose of this plan is to guide the REGI
effort after this initial cycle, 1978-81.

Uses of the Plan

The plan is to be used to guide fedegal, state, and
local policy makers and program deve;opment personnel, to
identify obvious gaps in REGI plann}ng, to increase the
spread of model programs that have éémonstrated their effi-

ciency and effectiveness, and to transmit the products and
management processes developed to other cleafinghouses,
¢dissemination groups, and repositories so that pthers can

benefit from these federal discretionary grant experiences

and efforts.
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Goal Settind,Pgocess
Developing thic plan began with a goal seéting process
initiated by the National Inservice Network staff at Ind&ané
University. Over 58 strategies to reach a Qesired future
staté for personnel deyelopmént were generated by the NIN
. staff and submitted to the National Advisory Board iq May,
q 1980. .
The National Advisory Board spent twd days reviewing
I the strategies generated and developing our general aims of
REGI and eight'clusters of accomplishments for REGI in the
future. The final Qersion of both ihé aims and accomplish-

ments are presented below.

Aims of Regular Education Inservice

1) Every student feels and is successful to the best of

his or her ability.

2) All educators, together, with members of the communi—l
ty, assume responsibility for the education.of students
with handicaps.

3) Communities value inservice educatign béth as 1ife~'
1dng learning for continual professi9na1 development and
as a mechanism for improving educational systems.

ﬁ) All classroom teachers, parents, and‘other educators
develop greater ability to deal constructively with human

differenceé.

Projected Accomplishments for REGI for 1985

1) Regular education inservice is planned, implemented,

10
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' and evaluated .through collaporative efforts of both regular

and special education‘personnel at SEA, IEU, LEA and IHE
4 . ~ & . )
. levels, and appropriate members of the community.. . v

2) Inservice deveélopers use continually updated and val-

idated quality practices in planning., implementing, and
evaluating regular education inservice programs. :
3) Reégular education inservice is best plahned, imple-

men;ed, and evaluated within a’ systemic context, including

attention to organizational seﬁting, norms, and programs. \ i
_4) The professional education community uses an agreed
upon set of'teachiﬁg competencies, ambng QtHEr criteria,
. :to guide planning aﬁa funding of regular education inservice
programs. (I
. 5) Local -school districts increase ‘their capacities,
through the use of both internal and gxternal resources, to
meet Eheir'own inseryvice education needs including regulér
. education insérvice. ‘
6) Educators use a coordinated multi-level (national,
state, regional, and local) ' resource system for regular edu-
cation insérvice delivery. ' ‘
7) To the extent possible, every régular education in-
service effort is evaluated in terms of its contributiip/to A
stuéent growth.
8) A valid and valuable cost effectiveness brocedure
is apﬁlied to regular education inservice programs.

These aims and accomplishments were distribgtedfover the

summer to both new and continuing project directors in the




National Ihservice Network. Over 200 project directors

received them.

~

At the National Inservice Network annual meeting held in '

N

Washipgton, D.C. on September 7-10, 1980, these statements

. were used as the basis of a strategy génerating session.
In small groups, over 100"’ project directors identitied and
then rank ordered strategies generated for each of the eight
projected accohplighments. Over 100 strategies were devel-
oped. ﬁso;ty strategies, five from each group, were seleéted
for a second analysis' by the entire group pssembled. Thése
top forty strategies (five for each accomplishment) were

~ .

. formated on a computer ranking and weighting input -form.
- re .t ¢
All project directors present assigned weights to each strat-

egy and entered their own data into the computer. The data
Yeresummarized and fedback to the project directors for their

.

reactions at the end of the meeting. .

This data from inservice.project directors provided the

~

basis for the evolving three to five year plan for regular
education inservice. Many Bf those strategies are reflected -
in the recommendations prgsented in the bdd& of thfs report.
-Iniadditioﬁ to the project directors' statements' 6f their
léarnings, theﬁNational Advisory Boa;d reviewed a number of -
studies it directed and those of selectéd other§ in revising

and refining the plan. .In this effort, the NAB worked in

¢lose cooperation with the National Inservice Network staff.

\)
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‘ Findings Related to the REGI Goals

Goals 1 and 2
{

1) Regular education inservice is planned, implemented) and eval-

-uated through collaborativ% efforts of both regular and special educa-
’ . /

tion personnel at SEA, IUE, LEA, and IHE levels, and appropriate mem-

bers of the community. ’ , y

’

, 2) Inservice developers use\ccptinually updated and validated

quality practices in planning, impleMénting,'and evaluatihg'fegular -
» .
education inserviee programs. .
)

Findings

- One study (Cline, 1981) found that 50% of federally funded REGI
projects are planned using twelve quality practices identified in

' the inservicegiducation literature. '

- A higher percent of LEAs and SEAs made same use of these quality
practices in their planning as compared to IEUs, IHEs, and NPOs.
The percent of use ranged from 67% to‘42% (Cline, 1981).

- 18 of 97 projects stugied incorporated attleast one incentive for
participation and all of the 11 remaining quality practices in
their planning {Cline, 1981) .~

- A set of 41 quality practice)statements for inservige educéation
were i@gntified and ranked by a cross section of educators and
laf pefsonnel at local, intermediate, state and regional levels
participating on the NIN Quality Pféctice Task Force (Kells, et

al. "~ 1980),

-
.
v

- Those regular education inservice project plans that show more

g S

evidence of collaboration are more likely to érévi&e training




.

‘delivery within the context of the daily working environment of

the inserv¥cé participants (Cline,. 1981).

Eleven states have used a local pléﬁhing process to implement

state CSPD regulations. Data from three states indicates that

the SEAs were initial;y perceived negatively in relation to the
- ¥
concepts of inservice education, special and regular education,

co%}aboration, planning, and the person's job. After creatiﬁg
and implementing a locally based planping proc?ss, SEAs were
perceived to be more helpful and closer to the/ practitioners'

concept of their respective jobs (Kuh, Burrello, and Lambert,

in process). - , R

Six states have either adapted or adopted a processiwhich evalu--

ated local CSPD plans using quality practice statements. such as
those developed by Kells, et al. (1980).” /

-

t
N




TABLE 1: Comparison of Quality Practices in

Use with Rank of Importance - Two Studies Compared

Quality Practice Percent of ' Rank Order of
i Projects Using Quality Practice

Quality Practice - - (Kells, et al., 1980)
(Cline, 1981) .

1. Collaborative

decision-making . 22 . : 5.0
2. Intrinsic rewards .- 52 ' 6.0 '\
3. Administrative support 70 14.0
4. Long-range professional
growth R 58 7.5
5. Local material
development o 53 (ho comparable item)
6. Collaborative imp;émenta-
- tion . 57 - .8.0
7. Complex program'integrated .
* into total system %9 1.0
8. Program based on assessed
needs . ' 74 - 2.0
9. Co;laboratiQé'evaluation
for improvement . 85 . 7.5
' . w. #
10. Competent providers/ -~
trainers. » 86 ) 3.0 -
11. School site based 62 4.0 N
.12. Extrinsic rewards provided: - )
T Released -time ’ 44 9.0
Stipend 42 ’
Academic Credit 52
Salary increase 32
Certification renewal 47
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Goa} 3

. . Jo
. . [ —
Regular education inservice is best planned, implemented. and .

+

evaluated within a systematic context, including attention to organ-

izationdl setting, norms and programs.

Findings ' :
- Approiimately 50% of the 97 projects reviewed;in the Cline (1981)
study were planned within the total context of the agency's
inservice program.
- The highest ranked quality?bractice statement in the Kells, et al.

(1980) study was "The inservice education program is an integral

part of the total organizational system within which it functions."”

Goal. 4

.

The professiogal education community uses an agreed upon set of
teaching competencies (among other criteria) to guide planning and
funding of regular education inservice programs. . .
Findings
- Larrivee's 1979 study of effective teaching behaviors for main-
streamed handicapped children identified the seven categories of
teacher behavior listed below: |
1) questioning style -
2) individualiza&ion
3) classrsom c}imate
4) classroom managemen£
"5) academic learniné‘Eige ‘
6).teaching style o
7) opinion and attitudinal variables

- The eleven training areas listed below were identified to guide

the selection of instrlictional objectives, content, and focus of .




926

‘ B LN
4
‘ regukar education inservice by a Task Force of NIN project directors
¢ (Cline and Fagen, 1979).
1) Mainstreaming and public policy
. % -
. 2) Characteristics of handicapping conditions

3) Use of material and humah resources

4) Individualized_educational ménagement

5) School-wide planning, roles, and inservice training
6) Teaching techniques

ﬁ) Classroom management

8) Curriculum

9) Assessment and evaluation

10) Communicétioh and human relations

11) Professionalism .

‘ Goal 5

Local school districts increase their capaciti;s through the use
of both internal and external resources to‘meet their own inservice
education needs, ¥ncluding regular education inservice.

’ Findings 7
- Project analysis jindicates that LEA personnel tend to design
more comprehensive collaborative personnel develgpment programs
for themselves than those designed ekclusively by external groups

(Cline, 1981°. . : ‘

- Model LEAs have been able to establish planning structures which |

have increased the utilization of local personnel as trainers,

consultants, and instructional materials developers.

N

-

- The percent of LEA applications funded by OSE remained constant

through the period of 1978-1981 (Byers, 1981) .
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- The most frequentiy consulted sources of information

for training are universities, journal article reprints,
: and conventions/cqnferences {Hildebrand and Stolurow
1980) .

- Information about and assistance with new programs, in-
novations, and producés is sought most often from sup-
pliers catalogs, newsletters, bulletins, and conferences
(Hildebrand and Stolurow, 1980).

Goal 6
Educators use a coordinated multi;level (national, state,
regional, and local) resource system for regular education

-

inservice delivery.

Findings

- Classroom teachers find the existing information data
bases and clearinghouse to be relatively inaccessible.
Unfortunately, the informatign also is perceived to have
little utility for classroom application (Stolurow, 1980).
Accessibility of'information in a usable form continues
to be a major challenge to clearinghouses and other
helping agencies. -

- More than 53% of the funded projects create at least
some of their own instructional materials for inservice
and for teachers' use with handicapped children .(Cline,
1980).

- Federal model products and practices funded in the

regular education inservice priority area have been

disseminated to largely non-OSE funded parties. Over

>4

liy '
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75% of the products developed and distributed by NIN
have been sent to non-OSE funded agencies or %ndivid-
uals. However, it should be récognized tha£'there are
many more potential users than there are funded efforﬁs
(NIN National Staff. Study, 1980). -

Information requests from outside the REGI network
continue to increase as more professiqpal associations
and organizations at national, state and local levels
attempt to resbond to their constitutencies inservice
education needs (NIN National Staff Study, 1980).

Site visitations to model projects by other regular
education inservice project personnel and potential
adoptefs have had an uniformly positive impact and has
supported expanded personnel development planning énd
implementation'(NIN National Staff Study, 1980).

Ten sfates have human resource networks to support REGI
personnel devélopment.

The creation of a network structure has facilitated
intra-project cooperation and dissemination to non-
funded\projects-(NIN National Staff Study, 1980).

The SEA has been identified as the most frequently
consulted source for assistance in planning and devel-
oping inservice education programs while universities
are consulted second most, and'conference attendance

was noted third. Yet 39% of the Divisions of Special

Education at the SEA level do not have a person in the




-

office who deals with questions related to P.L. 94—1$€L

(Hildebrand and Stolurow, 1980).

To the extent possible, every regular ‘education inser-

-

vice effort is evaluated in terms of its contribution to -

student growth.

& Findings
- Fewer tlan 3% of regular education inservice projects:

reported attempts to measure changes in student per-

formance as a result of inservice (Cline, 1980).

8) A valid and valuable cost effectiveness procedure is

applied to regular education inservice programs.

Findings
- Only two projects in the regular’educagion inservice
network have made attemptiftq measure costs of in-
service and apply cost-effectiveness measures to

inservice models and outcomes.
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‘ “ The findings presented in this report are derived from
number of studies commissioned by the National'InseEQice
Network to help asceftain the state of the art in Régular
Education Inservice. These sﬁudies described briefly below
are available at cost from the NIN office.

-

Byers, K., Three Years of REGI: A Comparative Study. Bloom-

ington, Indiana: Naticvnal Inserv1ce Network, in-process.

Using information prov1ded by OSE and by project dlr—
ectors, this study compares REGI funding patterns and ,
project characteristics across three fiscal yeafs.

Cline, D. Service Delivery Systems in Special Education

Inservice Training for General Educators: Status of the

Federal Initiative with Policy Recommendations for Leocal,

State, and Federal Planners. Bloomington, IndiFﬁa¢ National '
' Inservice Network, 1981.
This policy research paper is based on a content anal-~
ysis of federal regular education inservice grant applica- .
tions treated as planning documents. The study addresses:
(a) the extent to which quality practices derived from re-
search and experience are planned features of inservice

teacher education programs, (b) the extent to which provis-

jons are made for participative decision-making in program
planning and implementation, (c) the effects the use of

quality practices and participative decision-making have on
shaping programs and (d) variation of effects across educa-

tional organization type.
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Cline, D. and Fagen, S. (Eds.), A Listing of Alternative

-

’ ini fo structional Personnel Engaged in the
Education of the Handicapped. Bloomington, Indiana: National

»

Inservice Network, 1979.
This compilation of competency statements for regular
educators is derived from a thorough analysis of those
guiding a number of REGI training projects.funded by OSE.
(The document is orgaﬁized across-eleven broad training
areas. Objectives in each area are groubed by instruc- .
éional units ‘and then by training topics. This iisting
has not been validated but is intended to assist those
with the responsibility to assess training needs and to
develop inservice programs to meet those needs.

v

Hildebrand, M., R. and Stolurow, L. M., Resource Task Force:

Reports: Resource Utilization by an LEA: Clark County School

District; Use of Resources by SEA Personnel: Special and

Reqular Edpcation; Evaluation of Database Resources: North /

Kansas City School District; and A Survey of REGI Information (

Services. Bloomington, Indiana: National Inservice Network,
g 1981.

A series of reports on resovrce utilization patterns

sponsored by the NIN Resources Task Force.
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Hutson, H. and Siantz, J., A Review of Inservice Education: Models,

‘ Methods, Results and Implications for Practitioners. Bloomington,

Indiana: National Inservice Network, 1981.
The two authors reviewed the research on quality practices
in inservice education and identified fifteen key variables

that servéd- as the basis for several other studies including

Cline, Kells and Jamison. .

- Jamison, P. The Development and Validation of a Conceptual Model

and Quality Practices Designed to Guide the Planning, fmplementationL

and Evaluation of Ipservice Education Programs. University of

Maryland, 1981.

»

This study was the basis of the Quality Practice Task Férce
Report (Kells, et.al.) and highlights the practices prioritized
by over 300 practitioners as increasing -the probability of
’ implementation of inservice learnings.
kells, p.p.; Avery, E.L; Medley, W.:; and Schwartz, S.,-

5
Quality Practices in Inservice Education. Bloomington, Indiana:

Indiana University, 1980.
The producf of the Quality Practices Task Force, this dpcument
plus the Task Force Final Report is the result of a year-long
effort. ' The quality practice statements developed and revised
by the task force were validated by over éhree hundred
individuals répresenting a broad saﬁpling of key agencies and role
groups across the country. The primary purpose of this document
js to provide planners with illustrators of guaiity practices
for the planning, implementation, and evaluation of inservice.l

education programs.
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Kuh, G. D.; Burrello, L. C. and Lambert, D. L., "Measuring
the Diffusioh_of a Co{laﬁorative Planning Process in Three
States." Being prepared for publication, Sprihg, 1981.
A study of the dif}usion process among project parti-
cipants usiﬁg multidimensional scaling.
Larrivee, B., "Report on Special Project." Rhode Island

College, Department of Special Education, 1979. J

:\7 This special project was funded to train regularkclasg-

‘- room teachers in specific teaching behaviors demonstra-
éed to affect the special needs child's pefformancé in
the regular classroom. The project is éngaged in a
three-level validation process of those teaching behav--
iors* characteristic of teachers effective with main-

streamed students.

NIN National Staff Study. Bloomington, Indiana: National In-

service Network, 1980.

This study includes information gathered from NIN

project directors on evaluation and assessment forms

1 :

related to NIN activities, including a project exchange

program.
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~ 4 . , -
several other stﬁdies‘provided‘informatibn‘about”the state of the . -

art of iﬁservice education generally. Those studies included the

following: %

Berman, P. "Thinking about Implementation Design: Matching Strategies .

to Situations" to be published, in Dean Mann and-Helen Ingram (editors)

Why é%licies Succeed and Fail, Revised June 1979.

This article emphsizes the dse of adaptive implementation
in change strategies. v

Fullen, M.; Miles, M; and Taylor, G. prqaniza%ional Development

in Schools: State of the Art,:Vgi.V: Implications for Policy, Research,

-

and Practice. LaJolla, gA: University Associates, Inc., 1971

This comprehensive review of organizational development
research in eduqational settings in an NIE study of the
learnings of external and internal change agents. (

' !

Joyce, B. etal. Inservice Teacher Education Concepts Projects Report I:

Issues to Face. Palo Alto, CA: Standford Center for Research and

Development in Teaching, 1976.
This is the most comprehensive work on teacher inservice
education covering every aspect from governance to actual

delivery and evaluation issues.
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Project Directors Evaluation of the
Nat ional Component pf NIN

a

During the summer of' 1980, a written evaluation question=
naire was sent to' all REGI Project Directors who had been part

of the Na.ional Inservice Network during the past vear. About

-~

44% of the project directors returned the completed question-
raires. The reéulps.of this mail survey (summarized below) were

~

thaQ followed up through pgrsonal interviews with about thirty
participants at the Project Directors Meet;ng§September 7 - 10

- .

in Arlington, VA. Data from these interviews are summarized in she

final ‘section of this appendixa.-

Results of Written Questionnaires: The following table

" summarizes data from the first section of the questionnaire cover-
ing NIN services and activities available to project éirectdrs;
Generally project directors were we}l informed about the availability
of services though a substantial number were unaware of the SCAN
computer service, NIN sponsored products, information and referral
services, NIN colloquia and the Projéct Exchangel\ ways to bring
these services more directly to the attention of project directors
at appropriate times will be developed in the ccming Year. It
would seem that project directors are most aware of segviccs and
products‘ﬁfqt are sent directly. to them rather than services
or products that they must request. Satisfaction with services is
generally high with some dissatisfaction expressed with the

" formats of the Newsletter, Abstiract 3ook and Resource Dircctory.
Specific suggestions for r1mproving vroducts and seiLvices aro‘sum—

marized later in this report. Projeoct directors rated the NIN

. 114 )
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Table 1: {Number of Responses in Each Category of NIN Service Rating 3
. !
Awareness of § Degree of Satisfaction Degree of Importance for Project
Service Avail- | L . Directors
ability | : ' ! .
X P 1 i L . L B .
NIM $Service or iers -1 No Very |Somewhat |[Some- |Very Definite°l Make Avail'Not qeededl
ACLELVILY 1 ‘ | satis-|satisfied |what |Dis- |ly Make :l able if  |By REGI !
B s ' | fied . |Pissattsatis- This Avall Resources Project |
; : b isfied |fied |able .- Permit Directors
t — : }
. ‘l: l § . i .
Sca. Corputer B [
searciues of A ! - T , . ] ‘
exiscing 1n- -y ‘ ‘ . :
forsation re- Ll ’ i ' _
faced to REGL leor | 38 20 10 1 1 | 43 25 1
. GCCuan P ' o
. - . . } e |
AvoulaC. ouwOK ' ‘ ! 1
Prov:aing infor- o 2 ! > *
mat.on avout REGI L ; | TN | ~ }
ro,ects .n NIN 87 8 52 30 '3 . 1 60 217 ol
Pcr.sé1c NIN News- - ! S ' '
letter Presenting P i ', j ' N
Information to Net- ! ‘ ) ’ !
worx Members and o T S ' l
Users 191 I 6 20 141 1 .2 %} 55 26 | «
—_——— —h } |
Information and H ' | i .
Reierrai Service (NIN,. i “ \ ‘
Resyonses to Specific' ' Y y - \
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activities as generally important to project directors thus ‘
validating the services provideu by'thc national component.
Those activities rated important by the largest number of

project directors included the Abstract Book, the Newsletter,

information and referral services, NIN sponsored products and the
project directors meeting. These activities will continue. to
be part of any future National Inservice Network.
One goal of theanational component has been to foster commu-
.
nLcat%on and collaboration among the project directors in the
REGI Network. Seventy-three of the project directors have had
at least one contact with another REGI project. Of those, 46
had between 1 and 5 contacts, 10 had 6-10 contacts, 6 had ‘11-15
contacts 3 had 16-25 contacts and 8 had over twenty-five con-
tacts. One project director estimated 85 contacts with other ‘
REGI projects. 1In terms of actual collaboration with other
projects, the numbers are lower, as would be expected. Fifty-
one of the project directors reporﬂed at least one instance of
collaberation. That number included 40 reporting 1-5 instances
of collaboration, seéven reporting 6-10 instances of collaboration
and four reporting ovg; 10 instances of collaboration.
When asked to describe their éctivities involving other
PEGI projects, project directors indicated a wide range of
activities including these most frequently cited categories:
! [

.exchanging written information about inservice programs
and materials

..consulting with another project in arcas such as neceds
y -sessment, cvaluation, disscmination as well as contoent
foci




.81te visits to projects including gnes not subsidizcd by
NIN

.presentations with other project directors at state and
national meetings

.joint planning and implementation of inservice workshops

.collaboration on written materials such as articles and
papers

.collaborative planning of inservice activities with projects
in the same geographical area.

Some less frequently cited activities included participating on
a NIN task force, data gathering and field testing materials for
other projects, referring interested-persons to other projects,
locating consultants, and working to develop an information
s&stem for another state.

Wwhen asked how NIN did or could facilitate this collaboration
and communication among project directors, half the project
directors'responding indicated that NIN was instrumental in
this process. BY far the most frequently mentioned facilitative
NIN activity was the project directors meeting. wheré pfoject
directors had an opportunity to get together around common
1ssues and concerns and to get to know each other informally.

To a lesser extent, the Resource Directory'and\Abstract Book

were seen as helpful in identifying other projects of potential
interest. Telephone contacts and more individualized informétion
and referral services also seemed to be helpful in linking projects )
to each other. Site visits through the project exchange were

also mentioned as facilitative. Face-to-face contacts in general
secemed to lead more frequentIV,than~written materials. to continued

communication and collaboration. A number of suggestions were .

made to incrcase NIN's effectivesess in this arca including
1 -
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more frequent meetings and publizling & resource guide of
services available from other project directors.

Project directors provided a number of comments and

suggestions to improve the activtt}es and services provided by

3

NIN.

Project Directors Meeting - Project directors emphasized

a need to shiftto more task oriented meetings that would allow
for indepth discussion of particular topical areas. Others in-
dicated needs for informal time for ideé exchange in addition
to specific tasks. Covering a variety of issues, interests;
and projects remains an important consideration. There were '
some additonal concerns expressed about the timing and location.
At the project directors meetingf those present determined that
August 15 - 30 was the best time for the meeting and that the
Washington, D.C. area was the best location to facilitate meeting
with broject offiéers. The other frequently mentioned suggestion
was to provide funding for second and third year projects to
attend the meeting. Unfortunately, the NIN budget cannot support
these expenses and project directors were urged to build that
travel item into their’project budgets.

Newletters - Project direcgors were generally positive
about the newsletter though many suggested a less cumbersome
format. The format is being changed for the upcoming issue.
suggestiors for content included practical p%oblems and solutions,
more useful information about materials, more contributions from
sroject directors, more timely material and increased number of

issuaes. . .

Posource Directory - Just a few suggestions were made about

> " . 128 ) | v
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farmating and indexing th:? material abstracts to increase their

utility.

sbstract Book of Projccts - Most project directors found

the Abstract Book to be helpful, but suggested a more deta}led
table of contents and indices to more eagi'ly access the H

abstracts. A major suggestion to organize projects by state

»

will be followed in the upcoming edition.

Reports from NIN Task Forces- Distribution and awareness

* -

of these reports was a major issue. Again letting project

directors know about available materials without inundating them

with paper is a major issue.

-~

Research on the Data Presently Available from REGI

Projects - Project directors suggested a wide range of research
) .
questions for NIN to pursue including the following:

Is inservice training of regular and speciai education
teachers improving education for children?

What situational factors influence inservice?’

Does training generalizé to a variety of situations?
what outcomes can be documented from the REGI effort?
what can account for failures in inservice effortsé
what are existing inservice needs?

what has been the impact of inservice on the quality
of services? .

Wwhat methods and materials are being used in the training
of trainers? :

1

a
How is needs assessment being conducted in REGI projects?
5.

What are projects' perceptions of the state of the arct
among regular teachers in general?

what inservice models work pest in what contexts, for what
purposes?

\

Wwhat relationship is there botween inservice and staff
performance and satisfaction with teaching?
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Suggestions included linking with other organizations such
as the National Council of States on Inservice Education
(NCSIE). and Nationmal Association of State Directors of
Special Education (NASDE) . ~ Other suggestions included

‘ schéduling NIN sessions during major conferences of other

organizations, building informal as well as formal linkages, -

and urging the formation of one central resource center.

Dissemination of NIN Products - Suggestions included

decreasing the lag time following requests, disseminating
materials through the ERIC system and making information
about people as well as material resources available.

Information and Referral Service - More individualized

information and-rpeferral services are needed, particularly
informing pfoigct-directors about each other's interests.
Other general sugge§tions weré to increase availability,
increase national recognition of NIN, decrease lag time in
responses, and maintain up-to-date resource lists.

SCAN Computer Searches - A number of questions about how

?

to access this service were raised, thus indicating a need
for better information to project directors about SCAN.

Not that many project directors have actually used this

>
>

service.

Repdrts from National Adviséry Board Meetings - A

number of project directors suggested the dissemination of

the NAB minutes to project directors though others maintained

they did not want to receive any more "paper" from NIN

unless requested specifically.

- .

:
. 1
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DEGREE OF ACCCIPLISHMENT OF PROJFCT PURPOSFES
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P .
‘what Other Activities Could the NIN Provide that Would '

e St ATl e

4

a number of which are being incorporated. into activities

planned for this current year:
-Additional position papers

.Selection of verified project information in a concise
format for state CSPD dissemination

.Collection of evaluation strategies that yield meaning-
4 ful and valid information on the relative success of

various types of inservice practices interacting with

various audience and content, factors, and results.

J

-Funded mini-conferences for giving, and receiving informa-
tion on specific topics.

- .Information on RFP's and other Washington *inside"
information

.More site visits sponsored for increased collaboration 1!8
across projects

‘A resource directory of project directors and staff '
listings and their competencies for use by other '
projects in consultant roles

.Continued emphasis on lay participation in policy
decisions and evaluation of programs

-List of publishers that sell simulated activities,
games,, etc. for inservice workshops on cert?in topics

-Site visits for program evaluation and improvement *

-Increased attention to the role of adaptive physical
education )

4

v

when asked to evaluate the degree to which NIN has
accomplished its general goals and purposes, the project

directors responded as indicated on the following table.




" Follow-Up at National Project Directors Meeting-
‘ Evaluative data qathered from REGI project directors

during Summer, 1980 concerning the value and worth of .the NIN

are reported awove. To supplement those data, a number of
interviews were_conducfed with particibants of thg annual NIN
meeting in Washington, D.C. Persons were selected for inter- -
views in two ways. First, a list of irndividuals considered

) knowledgeable about the NIN was developed by the NIN director

and staff. ApprOX1mately a dozen persons from this list of

ébout 25 were subsequently interviéwed. An additional 13
persons were selected at random from those in attendance.

A number of quéstions was raised with each paréicipant'
(see interview guide); individuals were also encouraged tpn
discuss in a more unstructured way their general perceptions
of the NIN and the REGI effort.

Vir;ually everyone interviewed was quite positive con-
cerning the work of the NIN. The Network was perceived as a
»1inking" agency that places ﬁersons intereste? in the REGI
effort in touch with others and.relevant materials. More
specifically, the NIN sponsored meetings wére seen as anb
opportunity and used by REGI members to jdentify others with
similar interests and concerns. This seemed to be partlcularly
important for new or first fear project directors. Issues
related to program start-up and implementaticn and gzgnt writing
were additional concerns that were addressed during the NIN
meetings. Also, the modeling of NIN staff members in the

deliV¥ery of inservice (the meeting itself!) was seen as ex-

cellent.

while a number of thos% interviewed did not make use of the
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products produced by the NIN staff and ¥4sk forces, they were
seen as necessary or perhaps symbolic gestures on the part of
the Network. Most persops belxeved that the products were of

. satisfactory quallty and would probably be of .more use to new
project directors.” Because of its llnklng*role, the NIN was

- also perceived as a surrooate for the Office of Special *Educa- f

tion. That is, because the NIN staff were in a position to
respond to requests from REGI directors, the Network appeared
to take the role of the offfce of Special Educatlon in dally

interactions and requests for information concernlng REGI or

4

grant proposals. X
A number of cogent suggestions for the £ rther development
of the NIN were elicited and are summarized here. In subsaequent

meetings, the NIN staff should attempt to include a greater

number of more specific substantive topics arouné which dis-

. cussion could be generated. This is largely due to the “n-
creasing diversity within the Network members. That is, the
needs and concerns of various REGI project directors are
quite different than they weéf several years ago. The develop-
ment'of the directors in their various roles have also moved

differentially so that some are in need of certain things while
others are in need of yet other types of sessions. An additional
suggestion offered by several persons concerned the need to
validate and format differently many of thelmaterials used in
the Network and to disseminate themi in this revised form\to

all persons included in the REGI effort. 1In other words, per-

sons seemed to be asking that the "quallty practlces" types of

materials presently being disscminated by the Network be

.

- o e msemetn S e 2
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‘ "scrutinized 1in some systematic v».'ay so as to determine their
: actual validity and reliability when used in settings other than
those ih which they were created.
It was suggested that.subseqﬁent meetings become more
"task oriented. That is, REGI project directors could and
should come together and praduge documents or products that
tﬁzy and-dthers would find useful. Wrile most pérso;s agreed

that there continued to be a need for face to face interaction,

several pérsons sugéestéd that some subnetworks be formgd

around issues or activities 'of common interest. Another

. person suggested that regional meetings might better serve

* the same purposes that one large national meeting attempts
to address. ' -
‘ - It was clear that the majority of people valued their

role in the Network and that they believed the Network should
continue ;o grow and develop to meet the needs of the con-
tinuing REGI effort. Nétiona; meetings should be continued
although they shbuld take a slightly different form in the
future in order to make sure the developingﬂgggﬁs and concerns
of continuing project directors WQuld'be met equally well as
were those of new or first year directors. ‘The involvement of
OSE staff in the natian} méeting§-w§s seen as a great ad-
vantage and shoﬁld be encouraged to even greater degrees in

the future. (Supporting documentation including transcripts

of interview data are available). ‘ - A




Interview Guide - NIN National Meeting

1. What is your name (will not be included in summary of
interview) ? y - .

2. What is your current position (project title, role, etc.)?

N

3. What is the purpose of your attendance at this meeting?
(Why are you here? What do you expect to happen? What do
you expect to learn or how do you expect to bqgefit?)

i
4. How long have you been aware of or in contact ﬁith the NIN?
\

rd

5. What do you perceive the rnle of the NIN to ?é?

6. what types and how many contacts have you hag with the NIN?

A,

7. To what degree have you been satisfied with the services and
activities of the .NIN? Has it been useful, valuable, etc.?

8. How could the NIN better serve you and your project?

9. What other comments or observations will you share about the
NIN' and this meeting? . ‘ ‘




Appendix B.
Report of Dissemination Activities

October 15, 1979-August 31, 1980
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One of the purposes of the national component of the

National Inservice Network is-to assist funded REGI projects

by linking them together through §hared learnings and by making
L

available products and. materials which could prove helpful in

their particular REGI effort.

.. Each %hnded REGI project receives copies of our Regular

Education Inservice Education Projects book, composed of
abstracts of all training projects in the REGI network, as well

as our Resource Directory, a compilation ,of materials produced -

or used extensive;y by OSE-funded inservice training project .
staffs. All other NIN'products, including the SCAN system,
are available to member projects upon request. The requests
/

by project directors, documented in the accohpanying chérts,
reflect the degree to which they avail»tﬁemselves of our ser-
vices. |

The "SCAN" system is a computer retrieval system developed
at Indiana University py the National Inservice Network. The

system is programmed to match topics of interest.with abstracted

projects and/or materials. All REGI projects also receive the

ﬂg&igggl Inservice Network Newsletter, published quarterly. aimed
at disseminating a variéty of information and resources to
persons engaged iﬁ_inservice education activities.
puring the three years of the project REGI-funded
projects represented 9.5% of our total information requests.
2dd to that the 9.9% of request; from the states cgmponents
of the National Inservice Network (Colorado, Maine, and
Indiana) , and OSE/DPP funded projects accounted for almost

one-fifth of all information requests handled through our

office.

136




' 122

Our linking efforts have, in fact, extended far beyond . '

the REGI_network and, asrthe following tables indicate, a
major dissemination impact.has been made eutside the network,
at the request of non-network personnel. Our major source,
80.6% of all information requests came from outside the
REGI network. The largest percentage of requests within
this group, 30.4%, has come from Local Education Agencies.
IHEs account for 19.1% of all requests, SEAs 9.4%, others '
(special schools, regional resource centers, Department of
Education/Office of Special Education) 17.6% and individuals,
4.2%.

The national component has linked a large number of non-
federally funded teachers, schools, rescurce centers, and
state educaticnal' organizations with resources, persomf.-el, and ‘
products to better enable them to meet their specific neeés.
These non-network units have received sources of research and
development as well as NIN products and materials. Often,
NIN has directed individuals to specific sources of help
within close proximity to their own location. 1In this way,
the national component has increased the awareness of many
teachers and school systems about inservice projects ongoing
within their own state or region, or even within their own
district, which could prove to be valuable resources in
working toward solving particular problems in mainstreaming
handicapped children into regular classrooms.

The NIN products disseminated to these non-network

1ndividuals and agencies have made available resources help-

ful in dcéigning, developing, and implementing training programs
and instructional materials which would often not be possible
\
* . . DRI
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due to lack of funds. For individuals who have never had
contact with ongoing efforts in inservice training for
mainstreaming handicapped children into regular classrooms,
these materials often help better identify problems, and suggest
directions for possible resolution of identified needs.

The inte}est in and utilify of this dissemination effort
are substantiated by the volume of con£act§ we“have had over
the three years with non-network and network personnel and

organizations: 1378 documented requests for 6695 products,

Through our dissemination efforts we have encouraged
diffusion of model programs and best practices ig special
education inservice trainfng by creating links among model
programs and potential adopters.

’But, the scope of gur disseminaticn effort does not stop
with these documented requests for materials and information.
Our newsletter circulation reached over 1500'persons/organiza—
tions. And NIN has sponsored a number of large mailings to
local districts in the three states (Colorado, Maine and
Indiana) as part\of the State's component dissemination
effort. Needs were assessed based on a multidimensional
scaling ﬁrocedure reported elsewhere (Meta evaluation of states
component) and matérials distributed basea on those needs.
Additionally, dissemination of products to project directors
& CSPD offi;ihls has been substantial. The informal linking of
teachers, resource cénters,’project directors, state education
personnel, etc. is continuous with, dissemination of information
and ideas. Many undocumented contacts are established on a daily

»

basis 'with telephone inquiries or personal contacts with NIN staff.
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Though ogr'main dissemination task has been £o0” link and
support funded REGI projects, we cannot help but note the large
number of requests from non-nctwork persons/organizations.

These non-network requests represent 80.6% of our
total requests. Thé bulk of these requests come from teachers
and school administrators (30.4%). Many of these requests
asked for any and all information and producﬁs we could supply
which dealt with implementing P.L. 94-142.

Many schools have littie if any background in mainstreaming
handicapped children into reguldr classrooms and few funds ,
for inservice training of teachers and other personnel to meet
the needs of these handicapped students. They ask for help:
information. products, materials, evaluation packets, con-
sultants, implementation designs. Some of the requests
received bordér on desperationt "Send us anything that deals
with inservice training" of regular education personnel in
dealing with mainstreaming liandicapped children into regular
classrooms. They learn of NIN through word of mouth, peers
who receive our newsletter, or upon occasion through educational
journals which note NIN as a resource. Thg volume of requests
from all non-network sources incrcases tremendously after such

exposure.

The number of requests from non-network persons or or-

ganizations demonstrates our services are nceded. Since
their requests for particular materials imply the need for

an entire range of products, from designing needs assessments
to evaluation of developed‘programs and mqterials. Equally
important, these non-network people need contacts with other

persons and projects dealing with similar problems.
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Table 1 .
SUMMARY OF DOCUMENTED DISSEMINATION
. (Sept. 1978 - Aug. 31, 1981)
Percent of Nuvber of Products Percent of Total

Requests by Organization Number of Requests Total Requests Disseminated Dissemination
NIN Personnel 169 9.9 5130 34.0

(National and States) :

> <

LEA 519 30.4 2084 13.
IHE 327 19.1 ’ 1482 9.8
Project Directors 162 - 9.5 3251 21.6
SEA 161 9.4 - 1999 13.3
Individuals 71 4.2 95 >.10 )
Other 300 17.6 1035 6.9

{includes Regional Resource

Centers, Special Schools)
TOTAL 1709 100.0 15076 100.0

TA




Table 2

PRACUCTS DISSEMINATED
(Oct. 1979 - Aug. 31, 1981)

PRODUCT NUMBER DISSEMINATED PERCENT COF TOTAL
Inservice Best Practices 982 1.0
.. Designing a Problem-Focused 490 . 3.5
Needs Assessiment
A Listing of Alternative 288 2.0
Training Outocomes -...
Scan Searches 137 1.0
g Toward a National Inservice 73 .5
Network ... ,
NIN: An Brmerging Collaborative 142 1.0
Effort ...
Developing a Camprehensive 97 .7

System of Personnel
Development ...

Referrals 90 .6

Resource Materials . 168 1.2

Resource DiL:ecb:?ry ' A 598 T 4.2

Abstract Book 840 6.0

Information Packets 942 6.7

T.EA Simulation 45 .3

Quality Practices in Inservice 8139 57.8 '
Bducation (Brochure)

Quality Practices in Ins.ewice 583 4.1
Pducation (Final Report)

Needs Assessment Task Force 284 2.0
Report

Other 178 1.2

TOTAL 15,076 100.0%

- | 14.
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Appendix C
NIN Project Exchange Report
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NIN Project Exchange
Final Report

purpose or Rationale

One of the major functions of the National Inservice Network
is -to link projects with similar concerns in order to facilitate
the sharingsof learnings and new jdeas. Providing support and a
structure for this activity assists in the improvement and refine-
ment of individual projects. Additionally, this sharing can be
seen-as a professional development activity for project directors
in the National Inservice Network.

Procedures for Implementation

In the fall of 1979, the National Advisory 'Board of National
Inservice Network proposed a site visit exchange program be
attempted on an experimental basis to deternmine its possible
benefits based on the .above rationale. Natiopal Inservice Network
staff developed two survey instruments (see end of this report)
to identify project strengths and project interests and sent these
in February, 1980 to all project directors.

About 40 projects applied for participation in the project
exchange program. The project-strengths and interests forms
were reviewed and tentative matches were nlade. Based on degree
of interest expressed by applicants and ijiportance attached by
the National Advisory Board to particulay focal areas. the
following site visits were proposed and ?pproved by the National
Advisory Board: -

Rural Inservice Delivery and Cost Effectiveness-
Steve Wolf of the Alaska Special Education
Inservice Training Center osted Judith H.
Dettre of the University 02 Nevada-Las Vegas.

Multiplier Strategies - Wayre Pyle and Thomas
R. vandever of Nashville,/ Tennessee Public
Schools visited Shari Stokes and Penny Axelrod
at Tufts University and Janet Jorgensen at
Framingham State Collegée in Massachusetts.

Intermediate Units as Insérvice Providers - Rose
carroll from Region 20/Education Service Center,
San Antonio, Texas hosted Peter Demers from
Hampshire Educational Collaborative in
Northampton, Massachusetts.

-~

Administrator Inservice Education - William Wiener
of Lenior-Rhyne College in North Carolina visited
Frances Welch at the College of Charlestbn in
South Carolina.

144




129 *

Irncervice in Secondary Schools - Rosé Carroll from i
Legion 20 Fducation Service Center, San Antonio, -
Texas visited Janet Jorgenson at Framingham ‘
State College in Massachusetts.

Building-Based and Other Support Teams - Mike
Horvath from the Monroe County Community Schoels
in Indiana visited Shari Stokes at Tufts University
and Peter Demers and Mary Alice Wilson in the , b
Hampshire Educational Collaborative in Massachusetts.

-

Sustaining Implementation Through Follow-Up - Wendy
Marmont of Project TREK in Oregon hosted Richard
Chapman from the Madison Community Schools in
Alabama, while Wayne Pyle in Nashville, Tennessee
hosted Jennie Van Dyke from Alabama.

Evaluating the Impact of Inservice Efforts - Jeffrey
' Bensky from St. Louis University in Missouri visited

Wendy Marmont in Oregon.
Parent Education and Involvement - Sara C. Burroughs

from WAKZ* County Public Schools in North Carolina
visited Cynthia Chrismanat the Urban Observatory

in Nashville, Tennessee. &

Actually visitors were given several options of host sites so
they could determine the one that most closely met their own needs.
Visitors made arrangements to visit the hosts during the month of
May. Both hosts and visitors were asked to complete and return
report forms (at end of this appendix) to National Inservice ‘ .
Network: so that the experimental program could be evaluated.
National Inservice Network reimbursed the travel expenses of the

visitors.

. »
Evaluation

il

The site visit exchange program was evaluated favorably- by
the participants. Visitors were able to engage in a variety of
activities with the host projects including: school site visits,
attendance at inservice sessions, consulting with project directors,
project staff, and inservice participants, and sharing and reviewing

project materials.

.

Perceived value of the site visit for visitors included:

-exchange of ideas with project directors

-specific ideas for changes in own project such as

training content and approaches, dissemination strategies,
new target audiences, additional assessment and evaluation
activities, etc.

-discussions with inservice trainees to get their perspec-
tive on the programs

.observations of inservice in progress providing in-
formation and insights that are difficult to write in
reports or project descriptions

—-realization of strengths of own project
.realization that other projects have similar problems '

145

——————-—-IJ




5 : , il?
] .
3 . 3

130
Visitors generally felt that the visit was more helpful to them
‘ than to the hosts. ‘ .
| " The <hosts, bowevef, indicated the following benefits and
rated the visits as useful, with only one exception: :

. . -posipive,reinforcement to staff and trainees when
someone comes to visit and observe the program
-an opportunity for dissemination of project materials,
strategies, and philoscphies .
st -mutual exchange of tdeas '‘and learnings
—useful feedback on project materials and operations
-some ideas for changes in own project .
’ -view own project through "a third eye"

In one case an appropriate match between project was not
realized and in one other case the visitor was really not
interested in a mutual consultation experience. All other
exchanges were evaluated by both hosts and visitors as very
useful. ’ .

Both hosts and visitors prepared for the site visits in a

- variety of ways. They discussed expectations over the telephone
and exchanged written materials about their respective projects
prior to the visit. Visitors frequently outlined specific
questions they wanted to ask. Based on information from the
visitors, the hosts planned a tentative agenda of activities for

) the visit that was reviewed with the visitor to make .sure as

' many expectations could be met in the two day visit as possible.

Some general evaluative comments that were made in the
reports included: : )

nThe visit was a valuable learning experience as well

as an opportunity to establish a relationship with

another project which will, hopefully, continue....

Wwe would be pleased to serve as a host for the next

round of visitations." {&

~

"By seeing first hand that building support teams

can become a vital part of a school's inservice plan,
I feel more confident that our teams can become more
effective inservice agents."

"Being able to attend a support team meeting was quite
helpful. The interchange between team members and

the presenting teacher was an experience which could
not be explained fully. Being there is the best way."

"An extra added benefit was someone coming to the
project who was not going to evaluate or critique, but
to’ learn and exchange information."

"After the visit T realized that our modules are well
developed and in depth enough to be used in another
state. I will attempt to decvelop a more efficient
packaging and dissemination procedure.”

ERIC ' 145
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“our discussidns gave me a much better sense of
“how little, in the v of sapport persznnel and at .
services for children, some schools have with which
to develop programs.for children. If our' model of
training is to Le usef®] for inservice training in
all kinds of school systems, I need to be more
‘aware of the paucity of resources, etc. available
to some school personnel when I discuss replication
possibilities either orally or in writing."

> v
-

"It was an extremely worthwhile experience, and I
51ncere1y hope that NIN will decide to contlnue the
Project‘Exchange program in the future.

“My- personal thanks to NIN for sponsoring this exthange
program. <“f my visit is indicative of the others,
,you have done much to improve many projects ‘throughout

¢ < the country." . .

"The value of this experience far out strips the costs
invelved."

%

Recommendations

Based on, this experience of sponsoring nine site visit exchanges,
it 1s recommended to the National Advisory Board that site' visits
be encouraged-in the future with the following suggestions to
increase the usefulness and value of the visits: ‘

1. Select projects for participation whose directors
can be candid and open in discussing both their
successes and failures.

v 2. Select projects as hosts that are well organized
with clear, though ‘complex, objectives - projects
that have a clear sense of what they are about.

3. Schedule visits at a time when inservice activities
in the schools can be observed directly bya and
participants interviewed.

4. Select projects that model best practices in inservice .
but have specific concerns and commitment to ongoing
project improvement and refinement.

5. Assist projects in the preparation of adapation guides
that can assist other projects in adapting a Droject
model.to their own settings. ,

6. Provide more detailed suggestiéns to hosts and visitors
to take better advantage of the opportunity afforded by
the visit in a "Guide for Effective Project Visitations."

7. Provide support for a three day rather than a two day
visit if possible. Another idea was to provide for - -
a follow-up visit to reassess changes in management
practices and methods. ‘
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8. Assist in identifying other similar inseryice programs
1» the imnadiate area for the wizitor to al=so, contact.
A time could be arranged for all the program managers
to meet and/or visit training sites thus pooling more
knowledge and expertise. Another alternative would
be to schedule more than one visitor to one project
at the same time.

)

‘

9. Improve initial application forms to provide'addﬁtional
information about project strengths and specific
interests.

10. Continue to emphasize that mutual’ consultation is the
*  purpose of the .visit so that the agenda of both host
and visitor can be met. . '
11. Provide feedback on usefulness of éxchange from- both
hosts and visitors.
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National Inservice Network

Indiana University .
2853 East Tenth Street L0 '
Bloomington, Indiana 47405 February 15, 1980

. Dear Project Directdr:

]

The National Advisory Board (NAB) of the National Imservice Network
is.underwriting an ‘experimental program of inter-project visitations
or exchanges. The NAB is interested in assessing the benefit of the
exchanges for possible future expanded funding. 1h order to pro-

.vide this information to the NAB, we have developed a selection

process and reporting procedure for those projects that are interested
in participating in this experiment. Kathy Byers, National Coordinator,
will oversee the selection, vigitations, and reporting process.

To be considered as either a host project or a visitor, please complete
and return the aftached two page survey by March 1, 1980. The survey
assesses.your interest in and/or need to be involved in the exchange
program with regard to specific project practices.

The NAB and NIN staff will match projects for visits on the basis of

a number of criteria: (1) the exchange should be mutually beneficial;

(2) the program focus of the exchange should be a general concern to

the entire network; (3) of the nine visits to be sponsored, they should
represent a distribution across both the Bureau of Education for the
Handicapped geographic regions and the type of project sponsoring agency.
We will notify all candidates of selection by March 24, 1980. Those
selected as visitors will be able to select their host project from those
matched to their interests. - The visits will be supported with NIN funds
with reimbursements covering transportation, hotel and per diem up to

$50 a day for the two day visits. Those involved in the exchange will
make their own arrangements.

Both host project directors.and visitors will complete reports (see enclosed
samples) evaluating the benefits of the visitation from both perspectives.
Project-specific data in these reports will remain confidential. A final
report, collapsing the data from the visits’, will be prepared by our staff
and distributed to the NAB and all network members. Please keep in mind
that the visits must be completed by May 31, 1980, with reports submitted

by June 30. ’ ’

If you wish to be considered as a-.candidate for the inter-project exchanges,
please return the two page survey to Kathy Byers by March 1, %980.

‘ Sincerely, .
\ X
‘ leonard C. Burrello |

Project Director

Enclosures

1493 :
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Project Strengths Survey

Name s ’ —
____Other

Sponsoring Agency: IHE SEA I1EU LEA

Project Title:
Address:

Phone:

Please check those practices that represent strengths of your project
that, could be demonstrated from Marsh—May 1980 as a part of a project

exchange program:

Plénning)Management .

___ Administrative s%ppont and policies regarding inservice
___ Collaborative planning and impolementing needs assessment
__ Collaborative planning of the inservice program

___ Resource identification/retrieval system

___ Ordering/organizing project tasks

Implementation . .

___ Team building activities
Organizational change at the building level (specify)

Peer training activities
public information activities
Community involvement activities
Individualized inservice plans and programs
Follow-up consultation .

Multiplier effect
Trainer of traimer activities

Activities conducted by trainees
Project staff development activities
Alternative deliveriesy(i.e. videotapes, multimedia etc.)
RN ‘.

u

|

NERRRERR

Procedures

__ Administrator training

Attitudinal change toward ’
Inservice
Handicapped children
Special populations (specify) ___
Regular/special educators -
Parents

—_ Knowledge/skill development:
Rroviding inservice training
Teaching handicapped children ,
Consultation-with teachers and others
Wworking with parents ‘

__ Serondary level, cross-domain
Interdisciplinary team training

»

training and/or supnort activities

1oy
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Evaluation )
- . : i < . .
___ Use of formative evaluat:ion data fAr redesign and ongomng':lgﬁﬁﬂna on
inservice ‘

Participant-staff evaluation meelings
Demonstrations of effectiveness
Multiple assessments of trainee learning |
Impact of inservice activities on students
Cost-benefit analysis
Cost-effectiveness analysis

NEREE

please list and explain any other practices your project could
demonstrate that might be of interest to others inthe network:

Please use the space below to write a brief rationale for your
inclusion as a demonstration project in the inter-project exchange.

Indicate when you could receive visitors to your project.

Y
]
-




Project 1

Name

Sporsoring Agency: IHE SEA ‘YEU __ LEA ___ Other

Project Title:
Address:

Phone:

Pleasé check those practices that you would like to see operationalized
1n another project you would visit March-May 1980.

Planning/Management ‘ :

Administrative support and policies regarding inservice
Collaborative planning and implementing needs assessment
Collaborative planning of the inservice program

Resource identification/retrieval system

___ Ordering/organizing project tasks

NN

Implementation

Team building activities

Organizational change at the building level (specify)
Peer training activities :

public information activities

Community involvement activities '
individualized inservice plans and programs

Follow-up consultation

Multiplier effect
Prainer of trainer activities

pctivities conducted by trainees
Project staff development activities
Alternative deliveries (i.e. videotapes, multimedia etc.)

T specify

|1

AEREREN

Specific Inservice Training Content and Procedures

___ Administrator training

___ Attitudinal change toward
Inservice
Handicapped children
Special populations(specify)
Regular/special educators
Parents :

Knowledge/skill development:
Providing inservice training .
Teaching handicapped children
c-nsultation with teachers and others
working with parents

_ Seecondary level, cross-domain training

_ interdisciplinary tcam training

SRR

and/or support activities
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Pvalu~t ion ) ‘
___ Use of formative evaluation data for redesign and ongoing planning on
inservice
Participant-staff cvaluation meetings
Demonstrations of effectiveness

Multiple assessments of trainee learning

Tmpact of inservice activities on students

Cost-benefit analysis

Cost-effectiveness analysis

NEEEN

Please list and explain any other practices you

Please list and explain any other practices you would like to see
demonstrated or discussed during a.project visit.

Please use the space below to write a brief rationale for your
inclusion as a visitor in the inter-project exchange.

Indicate when you would be able to visit another project.

' ERIC 153
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NIN PROJLECT EXCHANGE REPORT

Visitor's Yorm pate(s) of visit

‘ Duration

Contact hours

1. Name of visitor:
Sponsoring Agency: THE SEA 1EU LEA Other

— em—

Project Title:

Address:

Phone:

2. Name of person visited:

. Sponsoring Agency: IHE SEA 1EU LEA Other

Project Title:

Address:

Phone:

3. Reason for visit:

~

' 4. Perceived value of visit for you: very useful useful not useful

Explain:

5. Pperceived value of visit for project visited: very useful useful ¢

not useful
Explain:

154
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6. Quality practices obscrved:

Plarning/Management

Administrative support and policies regarding inservice
Collaborative planning and implementing needs assessment
Collaborative planning of the inservice program i
Resource identification/retrieval system

Orderlng/organizigg project tasks
Implementation

RN

__ Team building activities
_ Organizational change at the building level (specify)
Peer training activities
Public information activities
Community involvement activities
Individualized inservice plans and programs
Follow-up consultation
Multiplier effect
Trainer of trainer activities
Activities conducted by trainees
Project staff development activities
Alternative deliveries (i.e. videotapes, multimedia etc.)
specify
Specific Inservice Training Content and Procedures

HERRRERE

Administrator training

Attitudinal change toward
Inservice !
Handicapped children
Special populations (specify)
Regular/special educators -
Parents

Knowledge/skill development:
Providing inservice training
Teaching handicapped children
Consultation with teachers and others
Working with parents

Secondary level, cross-domain training and/or support activities

Interdisciplinary team training

Lt rrrrrr i

Evaluation

__‘Use of formative evaluation data for redesign and ongoing planning on

inservice .
~Partjcipant-staff evaluation meetings

Demonstrations of effectivene$s .
Multiple .assessments of trainee learnin
Impact of inservice, activities on students
Cost -benefit analysis

Cost-effectiveness analysis
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e in rractioa /, \\.‘ wou oA © D .« u: own project as a

~i.»oges ycu recommend in practices and procedures of rhe projech . ited:

Phis praject is a-good cioie 1 clrmwastration site bewaus




10.

11.

Describe your preparation for this visit.

Future visitations could be improved in the following ways:
e
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NIN PROJECT EXCHANGE REFORT

Host ‘s  Form . Date(s) of visit )
)

* Duration

Contact hours

1. Name of host:
Sponsoring Agency: ___IHE SEA 1EU LEA Other

Project Title:

Address:

Phone: ’ . -
2. Name of visitor: '

Sponsoring Agency: ___IHE SEA 1EV LEA ___ Other

——— L — e

Project Title:

Address:

Phone:

3. Reason for wisit:

<y

4. Agenda (please list activities/experiences observed/engaged in during this visit,)
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¥y )

Boresived value of visit for you: very useful useful not useful
Explain: ‘

6. Perceived value of visit for visitor: very useful useful not useful

Explain:

i

7. Changes in practices and procedures you will attempt in your program as a result
of this visit.

ERIC | - | -

Aruitoxt provided by Eic:
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i 8. Describe your preparation for this visit.

9. Future visitations could be improved in the following ways:

160
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Quality Practices Task Force
The Quaiity Practices Task Force broducea both a brochure and
|
a final report. The brochure briefly describes the work of‘thé
task force and then presents the quality indicators for inservice
education programs. The brochufé oqﬁlines the following pcssible
uses for the quality practice statements: a guide for planning

\'I
inservice programs, a set of criteria for evaluating inservice

programs being proposed, or criteria for evaluating ongding inser-
\‘ vice programs. Fifteen hundred coﬁies gf'the broghure are being

disseminated through the organizations that participated in the

dQvelbpment of the qualityiindicators and through the National

Inservice Network. The final réport of the task force contains

the same information as éhe brochure as well as copies of the

survey instrument and survey data on the mean ratings ;;a\rankings
‘ of the relative importance of each quality practice statement.

Training Needs Assessment Task Force

.
-

The Training Needs Assessment Task Force has produced a mono-
graph through the ERIC Clearinghouse on Handicapped and Gifted

Children entitled Needs Assessment Eog Inservice Education:

Building Local Programs. Topics covered in the munograph include
self Jdiagnosis regarding needs assessment, the state of the art of
needs assessment in education, planning and conducting a needs

assessment, case studies of needs assessment in practice,‘critical
1ssues and persistant prdblems, and expected benefits of an effec-

tive needs assessment. The monograph is intended to be used as a

resource by planners and providers of inservice education programs.




Copies of the mon'vograph are being disseminated through ERIC '

{
and the National Inservice Network.

Peolicy Task Force

The Policy Task Force produced a booklet, Basis for Inservice

Desiqgn: Reqular Educators' Responsibilities for Handicapped

Children. This policy statement was approved by the NIN Nation?l
Advisory Board after considefable discussion, debate, and revision.
The document is_a policy interpre¥ation of PL 94-142 outlining the
conéent_of inservice education for regular educators serving

' A

handicapped children.

OrganiZational Structure Task Force

1s task force produced a brochure outlining a framework and
series of steps for designing comprehensive inservice education

programs within an organizational context. The Frochure is titled

Inservice Education Design Model and Action Steps.  The steps can
bg used as a checklist to guide planning activities or evaluate
planning procedures that have been used.
Resources Task Force .

The Resources Task Force engaged in a wide variety of studies
to determine access and utilization of resource bases by those
involved ih the planning and delivery of regular education inservice.
The task force examined the information capabilities of existing
information sources. to serve schools. Of particular int;rest was
the accessibility of available information on the many resources for

use in.training. A status stuéy, using two local school districts

“probes", was conducted to determine both the accessibility of

P .
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' information to practitioners and usefulness of the information

'

obtained from-national data basen. Reports of the- study are

producﬁs of the task force. \&$7
, L

- Another probe identified agencies throquout'the'country

which purported to have information services useful in answering,
» ~ '
the questions of educators and parents relating to the implementa-

tion of PL 94-142. A directory of these agencies and their services
v L4
has been 'produced. , '
/ : ’
The task force also put a nugber of REGI and NIN directories

of information on diskettes for use witqﬂgicro—computers.

~
v

School-Based Teams Task Force

~

. ’ This task force produced a guide for developing and maintatning

building-based teams as vehicles for stuff development in local

schools. School-Based Staff Support Teams: A Blueprinﬁ for Action

Q i :

describe: steps to use in team development and maintenance as well

as descriptions of a variety of staff support teams in operation. ‘,
The monograph provides practical guidelines for those ‘interested in
. , ’

. team formation. . . \

Student Change Task Force

\ . .-
The Student Change Task Force deve%pp%&_a monograph, Using
&

student Change Data to Evaluate Inservice Education, that examines

'
A

\ AN - \ .
a variety of issues ip the uyse of student change data as a measure

of effectiveness of teacher inservice education. Methodological-,

-

-

\ssues and a general framework are explorgd in the first section of

¥

the monograph. The second section presents eight different approaches

to showing the impact of ‘inservice edgcat won on\student change:

RN

»

| ]>bi ‘ N




Included in appendices are summaries of evaluations actually using °

student change data as well as an annotated bibliography.

thilcal Education and Recreation Task Force

¢ . -

This task force produced a monograph (Reqular Education

Inservice: Significant Features of Physical Education and Recreation

for Handicapped Students) that has three sections. Section I focuses

on key concepts, principles and gquestions for\physical education

inservice training. Section II is on reeds assessment for inservice

.

in physical education, and Section III diécusses the essentials for

inservice education vis a'vis recreation for students with handi-

]

fiyping conditions.
{\

.

A - | ®
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-
.. ; NIN Products

Using Student Change Data to Evaluate Inservice Education

Monograph examining the use of student change data -
as a measure of effectiveness of teacher inservice
education including appropriate methodologies.
3
Basis for Inservice Design: Regqular Educators' Responsibilities
for Handicapped Children

A policy interpretation of P.L. 94-142 outlining
the content of inservice education for- regular
educators serving handicapped children. .

Inservice Education Design Model and Action Steps

A brochure outlining a framework for designing \
inservice within an organizational context.

School-Based Staff Support Teams: A Biueprint for Action

A monograph describing the development of a variety
of staff support teams including practical guidelines.

Reqular Education Inservice: Significant Features of
Physical Education and Recreation for the Handicapped

Three articles outlining functions of physical
‘ education and recreation for handicapped students'
programs and roles of relevant personnel.

Coll_borative Planning Guide for Personnel Development

prospectus and support materials for developing and
implementing comprehensive staff development plans.

Quality Practices in Inservice Education

Twelve-page brochure deséribing the dev opment of
the quality practice statements and outlining the
statements with examples.

ouality Practices Task Force Final Report

Three major categories of quality practices are

presented including the creation and implementation

of inservice programs as on-going systems, the

characteristics of good staff development programs, !

and the essentials and requirements of inservice .
* programs.

Resource Directory

A three-ring looseleaf binder containing abstracts
of resource materials produced by 0SE-funded regular
education training projects by training topics.

1
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Regular Education Inservice Projects

A looseleaf three-ring binder containing summary data
on inservige training efforts nationwide, and

abstracts of current federally funded regular education
inservice training projects’

NIN: An Emerging Collaborative Effort Between General and
Special Educat.on

A presentation of the core principles and requirements
of P.L. 94-142 focusing on the Comprehensive System
of Personnel Development and a description of the
National Inservice Network.

B

Inservice Best Practices: The Learnings ¢ General Education

A conceptual treatment of inservice issues with a
listing of exemplary inservice practices supported
in the literature.

A Listing of Alternative Training Outcomes for TInstructional
Personnel Engaged in the Education of the Handicapped

A compilation of topics, competencies and objectives
for use by designers of regular education inservice
training projects.

Designing and Conducting Needs Assessments in Education

A guide for gathering information about and identifying
needs of a school system.

Isshes Orientation: Personnel Planning, A Local Agency
Perspective

A simulation for small groups involving some role
playing that raises issues in local district planning
for compreheusive staff development.

Initiating Change Through Inservice Education: A Topical
Instructional Modules Series

This series was developed by Leonard C. Burrello and
Nancy ‘Kaye in their work with local school district
personnel in four states. All training modules were
authored by project staff and colleagues who have
worked with both editors. These modules have all been
pilot tested and used in pre-service and inservice
educational settings.

Federalazeqislation on Behalf of Handicapped Children:
Implications for Reqular Educators

A 50-page paper synthesizing and presenting technical
information of federal mandates in a meaningful format
easily adapted fer use by teachers, administrators,
board members and parents.




153

Creating an Accéptinq Environment for the Handicapped
Chil@ in the Reqular Classroom

An inservice designed to assist total school staffs in
assessing the characteristics of educational environments”
necessary for adults and children who are involved in
the implementation of a least restrictive environment.

Facilitating Educational Change )

A training workshop based on principles of change
agentry. . ’ -
Increasing the Contribution of Team Members in the Case
Conference

Paper and activities to provide information on issues
in the EPC (Educational Planning Committees) process
and procedures to foster cooperation and productive
interaction among committee members.

Role of the Reqular Class Teacher in the Development
of the IEP

Paper providing a description of the IEP as a product
as well as a process, and uses of the IEP.

The Development of a Least Restrictive Learning Environment

A training program which raises issues affecting the
development of least restrictive environments for
handicapped children.

Serving the Younqg, Handicapped Child in the Least
Restrictiva Environment

An inservice module providing rationales for early
intervention and integration of young, handicapped, and
non-handicapped children.

Strategies for Interaction with Severely Handicapped
Students

Module presenting a number of roles regular educators
and other members of the community contribute to the
educational programming of severely handicapped students.

| | 169
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This document was produced through a training
project fundsd by Grant No. G00781840, Divisicn
of Personne! Preparation, Office of Special Educa-
tion/Rehabilitative Services, to Indiana University
regular education training project, which is solely
responsible for the opinions expressed herein.
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COLLABO]:{ATIVE PLANNING GUIDE FOR PERSONNEL DEVELOPMENT
¥

PURPOSE

The purpose of this nlanning guide is to assist state, local, and
university personnel mvolved in the design, implementation and
evaluation of staff development or other areas-of school improve-
ment.

THE CONTEXT OF DEVELOPMENT

Tlus planning quide grew out of a federal initiative to assist states
to design the regu'ar education inservice component of comunrehen-
sive systems of personnel development. The Office of Special
Education, Dwision of Personnel Preparation, funded a pioject 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.

In 1978 there were few focal models-of personnel development in -

the United States, none of which were comprehensive. The NIN™
planning guide represented a radical departure from other staff
development programs due to the magnitude of its goals, compre-
hensiveness of planning and adherence to quality practices in in-

%
service. Each of the three states in the Project designed a state

wide planning network to assist local administrators and teachers
fromn regular and sp jlal education to come together to plan, im-
plement and exchangelstaff development activities. )

Fundamental to the NIN planning process is a set of principles
which express the nature of NIN‘s work. They include:
L
» Local Ownership
— devkloping ownership through involvement and participa-
tion in the planning process

* Local Problem Solving
— focusing the planning process on solving local problems
asking who? what? -where? why?
-. applying the process to a variety of problems

¢ Local Ongoing Structures
— developing of adapting a organizational structure to deal
" with staff development-issues: planning, decisionmaking,
implementation,'organization
— developing a support system
— responding to consumer input

1,
( §
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¢ Local Resources, .
— identifying and using existing resources, (ie. indindual,
district and community)
— peer sharing
« building on strengths and practical experience ) .
- recognizing the contmumg need for dlstnct statr, and
federal support

. f‘oﬂabomhon
'\ - providing mcentives and support for pecple to work tosether
- developing and building mutual trust
— respecting dif ferent abilities, perspectives, and needs
© — facilitating cooperation between state agencies and local
districts, specral educators and regular educators, a4 lmini-
, stratofs and teachers ‘

. ‘?Iannmg and Implementation as an Adaptive, Evolutionary,
Flexible Process
" -~ responu;ng te changing situations and needs
— using an experimental approach
— establishing an ongoing planning cycle

TRAININGyAPPROACH .

The plannir?g process incorporates small group theory int» training
in an eclectic fashion. * in addition it draws on the participant’s

ERIC

Aruitoxt provided by Eic:

past and current experience, and views learning as taking place on

/'both a cognmve and experiential level. The process emphasizes
the acquisition of practical skills and knowledge that are required
of planners and implementers of change efforts in .staff develop-
ment. When used skillfully, the éxperiential learning approach
serves as a guide to new discoveries about how learning takes place.
Trainers havé an opportunity to explore new methods and design
formats. The learnings are immediately applicable in their back-
home settings. NIN believes that experiential learning cseates a
sense of ownership for participants and becomes an effective and
integral aspect of their behavior.

wJ
BENEFITS ‘ .

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

a process for . ... .. identifying needs, training a team of trainers,
identifying local resources, problem-solving,
shared decisionmaking.

N\
which resultsin .. . a comprehensive staff = development plan,
core team of trainers, )
use of local resources, improved morale,
improved relationships between general and
special education.
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THE INSTRUCTIONAL PROCESS
J

<

The order of traning §trategies and
topics need not necessarily. follow a
prescribed sequence. !n 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 dgvelopmént” 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
work through various planning activi-
ties, while focusing their attention on
the dynamics of their group. The
activities then culminate with a formal
seament  which addresses  group dy-
.namics and the stages of davelopment
the groups have undergone. ’

TOPICS . | -

" Team " Needs " Program Program _ Implémentation
STRATEGIES * Development ~ ° Assessment ‘ Development  Evaluation . /Maintenance
........... 1

. [ . . ‘

Conceptual . .

Framework >

(theory) ’ .

Experiential ‘

Application -

Feedback

é P R ST SR B SN B

Evaluation -

(o2




COLLABORATIVE FLANNING GUIDE FOR PERSONNEL DEVELOPMENT

USER CONCERNS & QQUESTIONS ) ESSENTIAL CHARACTERISTICS MATERIALS & SUPPORT
1 What is the model? Organizing for change through a collaborative plan- Developing a Comprehensive System of Personnel
ning process. . Development through a Peer Planning and Devel-

) ) . opment Network -
2. What principles forin This model requires that planners representing P

the basis of the model? all of the.relevant audiences engage if a participa-
tory group process. Basic to the process is bringing
people together to:

~ develop ownership

— solve problems

— deveiop a support system

— use existing resouces

- plan in a responsive and flexible manner 3

3 \Vihat are the gnals To teach and have participants experience a colla-
borative planning precess which provides them an
opportunity to mode! 2 flexible approach to program
development. The process reaches beyond traditional
) views to expand participant’s understanding of and
skills in:
— assessment of ndividual and organizational
strengths and needs ' .
- collection and interpretation of data
— group process and team building
— problem solving
— change strategics
— program developiment .
— evaluation _ .
— dissemination of information :

of the modei?

19T

To assist agency participants in the planning, design, .
: implementation and evaluation of a Comprehensive

System of Personnel Development {CSPD) wusing

guality practices in inservice education,

; | 183
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‘ COLLABORATIVE PLANNING GUIDE FOR PERSONNEL DEVELOPMENT

. USER CONCERNS & QUESTIONS

4. \Yho can use this mndel?

5. What needs are advlrossed
by the plan ung process?

6. \What other purposes are
served vy the planning
process?

ESSENTIAL CHARACTERISTICS

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. Howe\cr the model can be used by
persons with interests in staff development at a
variety of levels including local education agencies
(LEAs), intermediate education districts and institu-
tions of higher edutation. The model was designed
to address inservice issues faced by educators as a
result of the integration of handicapped children,
but is not limited to this issue. It can be applied to
other problems.

The process specifically addresses the needs of
SEAs and LEAs to develop and implemess CSPD.
More generally, it aldresses change in individual
agencies.

A variety of other nceds may also be met including
relationship building, problem solving, communica-
tion and resource devalopment.

/
-1 FLSTRATION ~

A suburban  speaal  education  cooperative
used the planning process to help create a new
elementary  school  designed  for  maximum
integration of handicapped students. This-
school in tum, is becoming.the inservice train-
ing site for olher teachers in the LOO])(’I‘G“UL’

The process provides planners with tec'hmques to
prepare agencies to accept innovations. Planners

can teach personnel howto be a part of change

’

—

~

'

MATERIALS & SUPPORT

Relationship between CSPD Requirements and
Quality Practices

N

Indiana CSPD Personnel Development Plan |

29t




COLLABORATIVE PLA:NING GUIDE FOR PERSONNEL DEVELOPMENT

USER CONCERNS & QUESTIONS ESSENTiAL CHARACTERISTICS * MATERIALS & SUPPORT -
7. What is required to start-up A core learn of trainers is needed to provide assis-
’ this model? tance to participating ajencies. The core team acts

as facilitators to the groups and assists them in

> validating information to make decisions. The
core team provides human support to teams through
8 . regular contact and feesJback.

Support is needed to bring participants together for
instructional planning  sessions and for implemen-
tation efforts. This sup‘port should include:
— injtiation and organization by the contractmg
agency, generally the SEA
— provision of a core training staff
— financial support for participants’ training
expenses. " . o
’ 3
LEA support should clude commitment by local
agencies to collaborative planning and support
for it through relsse time for planning by agency
personnel.

- HIUSTRATION =

The states of Colorwde, Indiana and Maine used
PL 9t-142 discrictionary  funds lo support
local azencies m (SPD implementation. Fach
state assigned slafl lo organize and support
. CSPD training and unplementation.
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USER CONCERNS & QUESTIONS

8. What kind of traiminy
is needed for acote
training team?

9. How are local agencies
identified and selected?

10. How are partizipants
entified and selected
to be part of the local
planning team?

ESSENTIAL CHARACTERISTICS

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

(olvrado’s core teanmt qas made up 0 local
participants who had already developed CSPD
plans.  Because of their earlicr parlicipation,
they were sensitne lo the feelings and expert-
ences of the Lrainees.,

Target agencies can be ilentified several ways depend-
ing on the context aivl nature of the agency. :The
selection procuss ranges from self-selection to man-
datory participation.  Voluntary participation is
strongly encouraged.

Identification and selcction of team members is left
to the agencies invalved. Agencies use different pro-
cedures including appointment by administrators,
self-selection and peecr nomination.

o 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 administrators and teachers.
Teams generally include four to eight members.

- LUSTRATION -

{ suburban special” education cooperalive in
Indiana brought toscther a team of four includ-
ing a special edueotion director, an clementary
principal, a first grele teacher and a high school
special educalor  (also the teacher union’s
president).  Tios tewn orzamzed and in turn
traned six more Leams, cach of which repre-

sented one of the sic participating districts.
i

' .

COLLABORATIVE PLANNING GUIDE FOR PERSONNEL DEVELOPMENT

MATERIALS & SUPPORT

A Design for Core Team Training

.

Cadre- Training Model: A Look at the Colorado
E xperience

Agency ldentification Guidelines

Selection of CSPD Team Members

Issue Orientation: Personnel Planning: A Local
Agency Perspective (simulation)
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COLLABORATIVE PLANNING GUIDE FOR . PERSONNEL DEVEI‘OPMENT

USER CONCERNS & (QUESTIONS ESSENTIAL CHARACTERISTICS'

11. What instructional topics The planning process includes five major topics:
) ?
and srategies are used? — team development/group process

— problem identification and needs assessment

r

- program development
- program evaluation

— implementation and continued maintenance
3
¢ S

For each topic that followiny strategies are used:
— presentation of conceptual framework {theory)
— experiential learning  with trainer feedback
— back home applications by team

-- pvaluation

) : SJHLESTRATION -

W) workshep focuwsy on team developmey!
;}é’m"lmlcd presentations on collaborative plan-

gy ning, o team selection simulation and devel-

“opment of « al* home aclion plan for actual

team selection. [Participants were called two

weeks later to follow-up their activities.

MA;I‘ERIALS & SUPPORT o

Team Developmentt (see Reference Section)
Problem Identification and Needs Assessment

— Designing and conducting needs assessment °

Y

in education
— Data Analysis (Guide)
— Assessment Problem Solving (Exercige)
- Trekking Away (Game)

Program Development

— Inservice Best Practices: The Learnings of
General Education,

— Framework for Inservice Planning
— Instructional Strategies (contexts and methods)
— Plannipg Gukie for Program Development
— Prograin Devglopment E xercise
— Local Program Abstracts \

Program Evaluation

Y

— Facilgating Group Planning and Evaluation
— Checklist and Evaluation Form for Participants
— Workshop Evaluation (samples)

~ SWIRL CSPD Plan (simulation) |

— Team Year End Summ\ary Evalyation
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COLLABORATIVE PLANNING GUIDE FOR PERSONNEL DEVELOPMENT

USER CONCERNS & QUESTIONS ESSENTIAL CHARACTERISTICS - - . MATERIALS & SUPPORT
- 12. How are the instructional . The sessions were originally taught' in four two-day §amp|e Agenda
sessions provided? meetings conducted by the_ core training team.

Planning teams from six to ten school districts .
came tp an offsite location for the sessions. The
sessions extended over a school year. )

: While there are a variety of training options, delivery
should include:

i : . -- sessions conducted by more than one person
to provide multiple perspectives

—ample intervals between sessions to allow
planning teams to interact with others back
home for the colleétion, sharing and validating
of information

— removal of day to day pressures to provide a
sense of renewal for participants

— opportunity for participants to interact, gene-
rate and exchange ideas

L

— opportunity for building relationships within
and between planning teams

13. What follows planning? Pianning is followed by implementation and mainte:
nance of the plan. Although planning itself does nct
come to an end, some aspectsof the process do end.
For instance, the local CSPD plan should be ready
for implementation at the close of the formal training
sessions. The ground, work of preparing the agency
for the plan should be underway. Formal imple- 19 )
mentation accompaniced by continued maintenance - QD
is the next phase.

RC @ - e | o
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COLLABORATIVE PLANNING GUIDE FOR PERSONNEL DEVELOPMENT

USER'CONCERNS&QU‘ESTIONS ESSENTIAL CHARACTERISTICS MATERIALS & SUPPORT \
14, What is needed to implement The primary agency must continue to support: Coritinuation; Program Raview (Exan]ples)
and maintain the plan? — opportunities for participants to’ share and
disseminate information The Black Network (Game)
— onsite support, consultation and technical The Networking Perspective (Exercise}
assistance .

In addition, participating local teams must adhere
to and be responsible for:

~ adaptive implementation 3

— continuous identification and building of
local resources .

— dissemination *o other similar agencies .

~ reporting of plan results including accomplish-
ments and impacts

~ 1LLU STRATION -

The Indiana SE1 is supporting the Indiuna

Peer Dissemination Network. The Network,

made up of the stule core team and all training

‘participanis, gatheis” [wo—three times a year to

share ideas and information. Network members

trade consultation and resources.  One lewm ,
held a workshop for 65 of its’schgol corporation

staff. The team used network members from

Lwo other local [eams as trainers.

194 " ' 195
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USER CONCERNS & QUESTIONS

15. Mow is the mode! evaluated?

16. How might this effort
be funded?

ESSENTIAL CHARACTERISTICS

Evaluation is based on the concerns and issues of
relevant audiences such as the participants, state
education agency and staff. The focus ison 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 mddeled 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 outcome
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 user evaluation as a manage-
ment tool. '

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, decreaﬁng fiscal resources,
consoliddted funding formulas and decreasing staff
turnover, staff devclopment programs provide an
opportunity to invest in aid maximize the return
on human resourc . '

Possible funding sources include district funding,

state or community college courses, PL 94-142, .

PL 94-482, state funds, district cooperatives, foun-
dations, etc.

COLLABORATIVE PLANNING GUIDE FOR PERSONNEL DEVELOPMENT .
MATERIALS & SUPPORT

Evaluation Design

(see Reference Section)

3
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