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Introduction:

The Instructional Supervision VTAE Workshop was conducted

March 5-7, 1990, in Wisconsin Rapids. A similar workshop was
conducted March 28-30, 1989. This workshop was requested again by
the VTAE Instructional Service Administrators.

Instructional supervision is a process used by the first-line
supervisor, department head or lead instructor and teacher. The
first-line supervisor, department head or lead instructor is seen as
the instructional leader in the department and as such, has a major
role to play in effective classroom instruction.

In this training, individuals must first have a clear understanding of
the materials in the Elements of Instruction Workshop. The second
part of the training involves the development of observation, analysis
and conferencing skills. Training includes techniques for collecting
data for the conference, interpreting the data, and planning the
instructional conferences. Following this phase of training, the first
line supervisor, department head or lead instructor will observe and
conference staff members teaching in a classroom/lab to;

1) reinforce the effective instructional skills observed in the lesson,
and 2) refine or add new skills to the teacher's repertoire. The intent
is not to “fix" the leacher or lesson, but to provide a forum where the
first-line supervisor, department head, or lead instructor and teacher
can focus on instructional development specific to that teacher's
needs. This is a staff development process and not evaluation!

The material used in this training session is based on the UCLA
Teaching Model, Clinical Supervision, resulting from the work of Dr.
Madeline Hunter. Psychology research was translated along with
hundreds of hours of observation and analysis into meaningful content
easily understood by those in the teaching/supervision field. When
elements of instruction are coupled with an ongoing program of
instructional supervision and live instructional conferences, this
two-part process has been judged to be one of the most effective
ways to heighten, maintain and refine instructional skills.

Many new and experienced first-line supervisors, department heads or
lead instructors need help concentrating on instructional supervision
- studying research, integrating effective instructional techniques
into new curriculum programs, and highlighting instructio.tal



behaviors in teaching. The "elements of instruction” forms the
theoretical base of knowledge describing how students learn and
*"instructional supervision" helps the instiuctor make instructional
decisions to increase the probability that students will learn.

Participants:

Letters were sent to each district announcing the workshop in
December 1989, (see Attachment A). At that time, background
information, objectives, teams, registration and credit information
was included.

Each VTAE district was asked to send three faculty who could benefit
from the content. It was also requested that the same faculty attend
the Elements of Instruction Workshop prior to this workshop.

Thirty-one VTAE personnel from thirteen districts participated in
this workshop (see Attachment B). Fourteen were supervisors, three
were general education instructors, and fourteen were occupational
instructors. Milwaukee Area, Lakeshore, W! Indianhead, Northeast,
Gateway, Moraine Park and Madison Area each sent a team of three
people. :

WORKSHOP OBJECTIVES:

The Instructional Supervision Workshop had the following objectives:

Develop an awareness of the UCLA Instructional Supervision Model
approach as it applies to vocational, technical, and adult education by:

1. Reviewing the content in the elements of instruction.

2. Gather data by conducting an observation of an instructional
episode in a classroom/lab setting.

3. Planning an instructional conference.
4. Conducting an instructional conference.

5. Analyzing other instructional conferences.
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WORKSHOP QOUTLINE:
The following information was covered during the workshop:
1. Professional responsibilities of a teacher.

2. Instructional skills.
Teaching to an objective.
Selecting objectives at the correct level.
Monitor and adjust.
Principles of learning.
1) Motivation
2) Rate and degree.

a. Set

b. Participation

¢. Reinforcement

d. Closure
3) Retention
4) Transfer

oSowm>»

3. Implications of the Elements of Instruction to Vocational
Education.

4. Background and Theory of Instructional Supervision

5. Planning the Conference
A. Introductory Phase
1) Purpose
2) Skills
B. Diagnosing Phase
1) Purpose
2) Skills
C. Reinforcement Phase
1) Purpose
2) Skills
D. Instructional Phase
1) Purpose
2) Skills
E Follow up Phase
1) Purpose
2) Skills



SCHEDULE:
The following schedule was followed for the three-day workshop:

Monday, March 5, 1990

 Introduction, Objectives and Expectations

* Professionalism

* Responsibilities of a Teacher

« Decision Making Model

« Elements of Instruction Model — Critical Behaviors of a Teacher
« Background and Theory of Instructional Supervision

Tuesday, March 6, 1990

« Overview of the Instructional Conference

» Scriptaping

« Analysis of Script

 Introductory Phase of Conference - Practice
« Diagnosing Phase of Conference - Practice

Wednesday, March 7, 1990

Reinforcement Phase of Conference - Practice

Instructional Phase of Conference - Practice

Follow-up Phase of Conference - Practice

Pulling the Whole Conference Together - Teaching Episode and
Analysis

+ Implementation Strategies

The workshop was conducted with formal presentations, opportunity
to put the content in the participants' own words, and opportunity for
practice (see Attachment C). Practice was accomplished through
sharing, worksheets and group activities. Each participant had an
opportunity to practice what they learned by presenting a lesson and
to observe other instructors as they presented instruction. Feedback
from participants was gathered at the end of the first two days and
adjustments were made to accommodate participants' concerns.

Each participant was provided with a three-ring notebook with
labeled dividers. Numerous articles, information sheets, worksheets
and notebook paper were also provided. Many transparencies were
developed and also mailed to each district for use (see Attachment E).



Each participant also received a Certificate of Completion (see
Attachment F). Twenty-nine participants signed up for the one credit
course, 199-570 Instructional Improvement, through the University of
Wisconsin-Stout. Based on the University of Wisconsin System Policy
#22, the tuition fee was waived except for the segregated fee which
participants paid.

Lunch and coffee breaks were provided consistent with state
guidelines.

Evalyation:

Each participant completed an evaluation form. Questions and mean
scores based on a 5.0 scale are indicated below:

1. Clarity and Appropriateness Of Workshop Obijectives. 4.65
2. Applicability of Workshop Content. 4.60
3. Delivery of Information/Modeling. 4.85
4. Relevance of Activities. 4.70
5. Attention to Your Efforts. 4.85
6. Use of Principles of Learning. 4.85

The tabulated average rating was 4.7 (see Attachment F). Participant
comments are attached and indicate excellent resuits (see
Attachment G).
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November 9, 1989

(See attached list)

Dear (name):

The Wisconsin State Board of Vocational, Technical and Adult Education and the Center for
Vocational, Technical and Adult Education, University of Wisconsin-Stout are conducting
two staff development workshops:

« ELEMENTS OF INSTRUCTION « INSTRUCTIONAL SUPERVISION

February 5-7, 1990 March 5-7, 1990
Mead Inn Mead Inn
Wisconsin Rapids, Wi Wisconsin Rapids, Wi

The purpose of the first workshop, ELEMENTS OF INSTRUCTION, is to heighten the sxills
of the instructor by providing krowledge and skills in the essential elements of
instruction, Each district should consider sending a team of three people: two teachers
(ACE - or part-time instructor may aiso be sent) and one first line supervisor, or
department head. It is important that the first line supervisor be someone who has
responsibility to evaluate/supervise instructors.

The second workshop, INSTRUCTIONAL SUPERVISION, will apply skills learned in the
first workshop by providing a focus on improvement of instruction by the development
of observation, analysis and conference skills. Participants will be able to reinforce the
effective instruction of skills observed, and refine or add new skills.

Districts should plan to send the same first line supervisor to each workshop. Cne or

both of the teaching staff who attended the first workshop should aisc plan to attend the
second with the supervisor. A team will facilitate the comprehension, application and
implementation of the new concepts and strategies leamed.

The presenters for the workshop will be Howard Lee, Co-Director, Center for
Vocational, Technical and Adult Education, University of Wisconsin-Stout and Bill
Mamel, Consultant, Instructional Troubleshooters, Minneapolis, MN.

Credit Otfarad: One credit (either graduate or undergraduate) will be offered with
tuition waived. A small UW-System institutional fee (graduate $10.40, undergraduate
$13.28) will be the only charge. Registration for credit will occur at the workshop.
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(name)
Pageo Il
November 9, 1989

A confirmation letter will be sent to regislered participants prior to the workshop.

The workshop grant will cover lunches and breaks. Other meals, travel and lodging
expenses are the responsibility of each VTAE district. There will be no general
registration charge for this workshop.

Please complete the enclosed registration form and retum it in the envelope provided by
Wednesday, January 10, 1990. Call the Mead Inn (715) 423-1500 directly for
lodging arrangements, noting you are attending this werkshop. A block of rooms have
been reserved. We look forward to your involvement in this staff development activity.
If you have any questions, please contact Steve Schiough at (715) 232-3793.

Sincerely,
Howard Lee, Co-Director Steve Schlough, Workshop Coordinator
CVTAE, UW-Stout CVTAE, UW-Stout
218 Applied Arts Bidg. 218 Applied Arts Bidg.
Menomonie, WI 54751 Menomonie, WI 54751
dmd
Enclosures: Registration Form
Agenda

cc: Bob Johnson

James Umess

The WISCONSIN STATE BOARD OF VTAE & UW-STOUT do not discriminate on the basis of
race, sex, age, religion, sexual orientation, handicap, national origin or ancestry.
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Dr. Thomas Maney
Nicolet Technical College
P. O. Box 518
Rhinelander, W1 54501

Mr. Allen Ellingson
Northeast Technical College
2740 West Mason Street

P. O. Box 19042

Green Bay, W1 54307-9042

Dr. Richard Rogers
Southwest Technical College
Bronson Boulevard

Route 1, Box 550
Fennimore, WI 53809

Dr. William Ihlenfeldt

Chippewa Valley Technical College
620 West Clairemont Avenue

Eau Claire, WI 54701

Mr. Laurence Schoenberger

Waukesha County Area Technical College
800 Main Street

Pewaukee, WI 53072

Dr. Philip Thaldorf ‘
Western Wisconsin Technical College
304 North Sixth Street

P. O. Box 908 .

LaCrosse, WI 54602-0908

Mr. Fred Baue

WI1 Indianhead Technical College
P. O. Box 452

505 Pine Ridge Drive

Shell Lake, W1 54871

Dr. Kenneth Mills
Northcentral Technical College
1000 Campus Drive

Wausau, W1 54401

Mr. Frederick Mitcheil

Area Technical College District No. 4
3550 Anderson Street

Madison, WI 53704

Ms. Karen Knox

Blackhawk Technical College ...
6004 Prairie Road., Co. Trk. G

P. O. Box 5009

Janesville, W1 53547

ERIC

Full Tt Provided by ERIC.
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Mr. Merlin Gentz

Fox Valley Technical College
1825 North Bluemound Road
P. O. Box 2277

Appleton, WI 54913-2277

Mr. Hubert Braun, Director

Educational Services - Kenosha Campus

Gateway Technical Colle
3520 - Avenue, P. O. Box 1486
Kenosha, W1 53142-1690

Mr. Patrick Flanagan, Director
Educational Services - Elkhorn Campus
Gateway Technical College
400 South Highway H
Elkhorn, WI 53121-2020

Mr. Ralph Troeller

Gateway Technical College
3520 - Avenue

P. O. Box 1486

Kenosha, W1 53141

Mr. Edward Falck
Lakeshore Technical College
1290 North Avenue
Cleveland, W1 53015

Dr. Max Famning

Mid-State Technical College
500 - 32nd Street North
Wisconsin Rapids, WI 54494

Dr. Phil Langerman

Milwaukee Area Technical College
1015 North Sixth Street
Milwaukee, W1 53203

Mr. Peter Jushka, Admninistrator
North Campus

Milwaukee Area Technical College
5555 West Highland Road
Mequon, WI 53092

Mir. Richard Neumann, Adminis.rator
South Campus

Milwaukee Area Technical College
665 South Howell AVenue

Oak Creek, WI 53154

Mr. Donald Schwarz, Administrator
West Campus

Milwaukee Area Technical College
1200 South 71 Street

West Allis, WI 53214



Ms. Betty Brunelle

Moraine Park Technical College
235 North National Avenue
Fond du Lac, WI 54935

Q
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Instructional Supervision Particlpant List - March $§-7, 1990

Bruce Koopika

Instructor, Mathematics

Northeast Wisconsin Technical College #13
PO Box 19042

Green Bay, W1 54307-9042

Al Hiles, Instructor

Machine Tool

Northeast Wisconsin Technical College #13
PO Box 19042

Green Bay, WI 54307-9042

Lee Cooper

Police Science

Northeast Wisconsin Technical College #13
PO Box 19042

Green Bay, WI 54307-9042

Jack Rice

Dean, Business and Marketing
Southwest Wisconsin VTAE District
Highway 18 East

Fennimore, W1 53809

Wynn Henderson

Associate Dean, General Education
Southwest Wisconsin VTAE District
Highway 18 East

Fennimore, WI 53809

J Knutson

Dean of Business Education

Gateway Technical College-Racine Campus
1001 Main Street

Racine, W1 53403

Ethel Stills

Instructor-Admin. Asst.

Gateway Technical College-Racine Campus
1001 Main street

Racine, WI 53403

Kenneth Karwowski
Welding Instructor
GatewallTechmcal College-Elkhorn Campus

Elkhorn, ‘&/Iw‘gul 2020

Beth Ann Dailey

Dental Program Coordinator
Northcentral VTAE District
1000 Campus Drive
Wausau, 54401

EKC

Aruitoxt provided by Eic:

Sue Budjac

Northcentral VTAE District
1000 Campus Drive
Wausau, 54401

Tom Harke
Millwright-Apprentice
Fox V AE District
PO Box 2277

Appleton, WI 54915-2277

Cynthia Chase Whitely
Staff Devel t Manager

Fox Valley VTAE District-Bordini Center

PO Box 2277
Appleton, WI 54915-2277

Jerry J. Stepien

Associate Dean

Moraine Park Technical College
235 N. National Ave.

Fond du Lac, W1 54938

Don Ladwi :
Instructor, Police Science
Mocaine Park Technical College
235 N. National Ave. _
Fond du Lac, WI 54938

Dianne Weberg

Instructor, Corrections Science
Moraine Park Technical College
235 N. National Ave.

Fond du Lac, W1 54938

Marian Timmerman

Dean-Home Economics Division
Madison Area VTAE District
3550 Anderson Street

Madison, W1 53704

Barbara Hundt
Instructor-Home Economics
Madison Area VTAE District
3550 Anderson Street
Madison, WI 53704

Sue Schwerdtfeger
Instructor-Business Division
Madison Area VTAE District
3550 Anderson Street
Madison, W1 53704



Instructional Supervision Participant List - March 5-7, 1990

Charles Anhalt

Division Chairman-Trade & Industry
Mid-State VATE District

SCO - 32nd Street North

Wisconsin Rapids, W1 54494

Charles Oestreich

Machine Tools

Mid-State VTAE District

S00 - 32nd Street North
Wisconsin Rapids, W1 54494

Cheryl Mayes

Mnlwaukee Area VATE District
700 West State Street
Milwaukee, WI 53233

Audrey Stockey

Nhlwaukee Area VATE District
700 West State Street
Milwaukee, W1 53233

lehsh Instrucuonal Chairperson
aukee Area VTAE District
700 West State Street
Milwaukee, WI 53233

Bob Pruse

Chairman-Construction and Transportation
Westemn Wisconsin VTAE District

304 North 6th Street

La Crosse, WI 54602-0908

Douglas Lindsey
Supervisor-Agriculture
eshore VTAE District
1290 North Avenue
Cleveland, WI 53015

Scott Heinig

Plastic Technolo
Lakeshore VTAE District
1290 North Avenue
Cleveland, W1 53015

Arlan Lerch
Math/Science

Lakeshore VTAE District
1290 North Avenue
Cleveland, WI 53015

EKC

Aruitoxt provided by Eic:
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l.cRoy Nyquist
Office

Blackhawk ‘F‘nhnical College
6004 Prairic Road - PO Box 5009
Janesville, W1 - 53547-5009

Jim McFaul

Instructor-General Education

Wisconsin Indianhead Technical College
600 North 21st Street

Superior, W1 54880

Mary K. Berchild

Instructor-Cosmetol

Wisconsin Indianhead Technical College
1960 College Drive

Rice Lake, 54868

Don Putham

Instructor-Food Service

Wisconsin Indianhead Technical College
1900 College Drive

Rice Lake, WI 54868
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Agenda

INSTRUCTIONAL SUPERVISION VTAE WORKSHOP
Monday, March 5, 1990  Mead Inn-Wisconsin Rapids

WORKSHOP
INSTRUCTORS: ¢ Howard Lee, Co-Director, Center for Vocational, Technical
& Adult Education, University of Wisconsin-Stout
« Bill Mamel, Manager Operations Training, LORAM,
Hamel, MN
7:30 - 8:00 Registration
8:00 - 8:30 Introduction, Objectives & Expectations - Howard
8:30- 9:00 Background - Theory of Instructional Supervision - Howard
9:00 - 9:30 Assessment & Check for Understanding - Bill
9:30 - 9:45 Break
9:45 - 11:30 Elements of Instructional Review - Howard
11:30 - 12:00 Clarification of Elements - Bill and Howard
12:00 - 12:45 Lunch with discussion
12:45- 1:15 Micro-Teaching Lesson (Students script-tape/observation)- Bill
1:15- 2:00 Conferencing/Howard

2:00 - 2:15 Break

2:15- 3:15 Gathering Data - Howard




Agenda

INSTRUCTIONAL SUPERVISION VTAE WORKSHOP
Tuesday, March 6, 1990  Mead Inn-Wisconsin Rapids

8:00 - 8:30 Review/Objectives - Howard
8:30 - 9:15 Analysis of Script, Diagnosis - Howard |
9:15 - lO:dO Practium - Select Conference Objectives - Bill
10:00 - 10:15 Break
10:15 - 10:30 Conference Model Phase - Howard
10:30 - 11:00 Introduction Phase (Practium Model) - Bill
11:00 - 12:00 Diagnosis Phase (Practicum Model) - Bill
12:00 - 12:45 Lunch with discussion
12:45 - 1:45 Reinforcement Phase -Howard
1:45 - 2:15 Instruction/Planning Phase (Practicum-Model) - Howard
2:15 - 2:30 Break
2:30 - 3:15 Continue
3:15- 3:30 Closure - Howard

EVENING
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6:30 - 8:00  Consultation - Informal Discussion |



Agenda

INSTRUCTIONAL SUPERVISION VTAE WORKSHOP
Wednesday, March 7, 1990 Mead Inn-Wisconsin Rapids

8:00 - 8:30

8:30 - 9:15
9:15 - 10:00
10:00 - 10:15
10:15 - 12:00
12:00 - 12:45
12:45 - 2:15

2:15- 2:30
2:30 - 3:30

Review/Objectives - Howard

Observation/Script (From Video) - Bill and Howard
Analysis/Conference Planning - Howard and Bill
Break

Observation, Script, Analysis, Conference Planning and
Conference

 (two groups) - Bill and Howard

Lunch with discussion

Instrﬁctional Supervision

Break

Implementation, Assignment and Evaluation - Howard "~
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Handout Materials
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© Madeline Hunter 1986

CUNICAL SUPERVISION FOLLOW-UP

I. DEVELOP YOUR SKILLS AND UNDERSTANDING OF CONTENT

Review your notes and books (distributed practice)

Discuss what you have learned with other informed people.

Diagnose yourself - what are ycur areas of greatest/least understanding?
Secl’:ct one area for your first concentration. Task analyze what you need
%o do. .

Design a lesson and teach to a group of students. Arrange for observation
by an informed observer or have the lesson videotaped and analyze it
yourself. Revise the lesson based on what you !>amed and teach it again,

m oON@W»

il. DEVELOP YOUR SKILLS AND UNDERSTANDING OF TEACHING

A Find a teacher with whom you feel you can work and TEACH with that
teacher. Both of you will learn a great deal.

B. Observe that teacher after reminding himvher it is for your growth.
Praciice 5§ - 10 minute script tapes. Go over the script tape with
hinvher just reading what you have recorded. |f you feel comfortable, do
a Type "A" conference. (LEVEL il SKILL)

C. Observe and teach for fellow administrators and have them do the same for

you. . .
D. Al of the above will give you examples to use when you begin to share
your kn.wiedge.

11l.  SHARE YOUR KNOWLEDGE AND SKILLS (done for your benefit)
(Beware of just sharing a list or your notes. Without comprehension,
presentation at a knowledge level is not only useless, but dangerous).

A Select one area and do an input to a small group (use films, tapes, charts,
chalkboard, outline, eic.). If you need a lot of notes, you do not understand
your content well enough. Make sure you model what you have learned in
this course as you do your presentation (small meaningful amount of
information, lesson design, motivation, checking for understanding, etc.).
Also make sure you demonstrate and label (right and left hemisphere) in
your presentation the content you are teaching. Use examples from your
own experience 1o insure understanding.

B. Ask your participants to anonymously evaluate your input so you can get
honest feedback.

Redesign your input and do it with another small group and again get
anonymous feedback.

D. Develop skill in each area using this process. It is the only way skill
develops. Otherwise, you are just parroting and it comes off lacking
credibility. REMEMBER, THIS TAKES TIME. BE PATIENT BUT
PERSISTENT.

ERIC °c
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Page Il
Clinical Supervision Follow-Up

IV. DEVELOP SKILL IN INSTRUCTIONAL CONFERENCING (Level Il skill)

A With one or two teachers with whom you have been working, explain what
you need to leam to do and ask for their help. Observe, take script tapes
for 5 - 10 minutes, and hold "A", "B* and "C" conferences. If they
request it, you have move to a "D" conference. MAKE SURE YOU KNOW
THE TEACHER'S REASON FOR MAKING A DECISION BEFORE YOU ASSUME IT
WAS INAPPROPRIATE.

B. Teach for those teachers and ask them to observe and conference you.

C. The word will spread and you will get other requests. PROCEED
SLOWLY!

D. Ignore "heel draggers” (extinction) until you have the rest "up and
flying" and your skilis have escalated. Then tackle them.

IF SOMEONE "HIGHER UP” TRIES TO JAB YOU INTO FIRING A TEACHER OR RETRAINING A
WHOLE STAFF THE FIRST YEAR, SHOW THIS PAPER TO THEM AND TELL THEM THAT
MADELINE SAYS SUCH ACTIVITY IS A SURE WAY TO KILL AN INSTRUCTIONAL
IMPROVEMENT PROGRAM.




INSTRUCTIONAL SUPERVISION

VTAE WORKSHOP

WISCONSIN RAPIDS
MEAD INN
, MARCH §, 6 & 7, 1990

A WORKSHOP FOR VOCATIONAL EDUCATORS
| WORKSHOP INSTRUCTORS:

Howard Lee, Co-Director, Center for Vocational,
Technical & Adult Education, University of Wisconsin-Stout

&
Bill Mamel, Manager, Operations Training-LORAM, Hamel, MN

CENTER FOR VOCATIONAL, TECHNICAL AND ADULT EDUCATION
University of Wisconsin-Stout
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The difference, is the instructional aspect. In clinical sugervision. ou set an objective to
reinforce, and an objective %0 teach to (improve teacher’s skill). In evaluation, you really don't
have to do any instruction, just rate various categories on the cvaluaiion instrument.

Also, scope of evaluation is broader, and covers all aspects f the job.

Another difference, is that one purpose of evaluation is to pinpcint teachers who really need help -
(probation possibilities), but if a teacher is "satisfactory”, no turther effort is required to help the
teacher refine skills.

In evaluation, cover a broad area of skills a teacher has and assess them i.e. - classify where they
are in the overall teaching profession.

In clinical supewision'.e::gecific lesson is assessed and what you want the teacher to continue is
reinforced. You may a part that is left out with the understanding that you will return at »
specific time agreed upon to see if the missing part has been fixed.

Clinical supervision zeros in on instructional skills which are more specific and exacting - the
criteria are more clearly defined. It requires that the supervisor teach. (in the conference!)

In contract, evaluation is an inventory of whether the teacher is doing a satisfactory or
unsatisfactory job on a myriad of areas. The items are more broad and conferencing less specific.

Evaluation: Means using a district instrument to assess & teacher’s overall abilities in many areas
for a given period of time. It is an inventory of the person's abilities and skills.

Clinical Supervision: May also use a district determined criteria, but the purpose is for
maintenance and improvement of skills. The supervisor must have a knowledge of the clements of
instruction. Youmboldn;forwhatiseffectivemdminfacethaundwhatneedsimplwanmt
and provide instruction for improvement - with follow up.

One way to distinguish is like the difference between a referee and a coach. The evaluation
requires the referee; the clinical supervision is the coach.

The referee calls or makes judgement on all phases of the operation while the coach is aware of
what is going on, but buiids on the strengths and tries to improve weaknesses - works on this.

Differences between evaluation and clinical supervision:

In evaluation you are to determine whether or not the person is doing the job he was hired to do.
In clinical supervision you are to determine the strenﬁlu and weaknesses of a person's teaching -
to reinforce what he is doing effectively and to teach him ways to improve those areas that are not
helping the kids to leam.

The purpose of evaluation is assessment. Itis a check-list inventory of various competencies of a
teacher - such as instructional skills, management skills, relationships with teacher and students. it
is like giving a student a report card. Thepurgocofclinical supervision is to zero in on a certain
aspect that needs to be maintained and to build in comrection of an aspect that needs to be refined.
The major distinction is that clinical su ion requires the administrator to teach the instructor
according to a deficiency observed within the teaching skills.

Clinical supervision implies reinforcement of good teaching skills plus suggestions to help in arcas
that need help whereas evaluation suggests the final report card for the year.

1
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1. In the instructional supervision process, data is gathered by conducting an observation of an
instructional episode in a classroomy/lab.

2. A deuiled anecdotal record of the observation or analysis of the self-directing process is
compiled, documenting specific points in the episode.

3. An initial diagnosis of the specific documented points is made identifying those points which
were effective and those which were less than effective.

4. After the episode has been analyzed in detail, the observer prioritizes those points which were
effective and those which need strengthening.

5. Utilizing the identified priorities, the instructional supervisor plans an instructional conference
‘ in order to verify what was observed and to utilize the information which was gathered in order
to improve future msuuctlon

6. A conference is conducted between the instructional supervisor and the teacher, The major
components of the conference are diagn:-is of the episode, reinforcement of an effective
instructional skill, and (if necessary) sti ., thening of a less effective skill.

ERIC 97
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INSTRUCTIONAL SUPERVISION

The role of the instructional supervisor as an instructional leader has been an intention of
education/training for some time. Instructional experiences focus on the the improvement of
instruction. As instmction improves, other key factors such as school climate, discipline,
attendance, retention, and the quality of the curriculum in general improves.

mmmm_sxmunn_xmmm

Knowledge of Bloom's Taxonomy
State objective in performance terms.
Formulate a task analysis in relation to that objective.

Differentiate between a dependent and independent sequence in relation to
component objectives.

List the dependent objectives in sequence of difficulty.
Have knowledge of the curriculum goals and objectives of the school district.

Have knowledge of the criteria (Elements of Instruction) used to diagnose quality
instruction.

Workshop Objectives
Upon completion of the workshop, participants will be able to:
1. Comprehend observation and feedback process and techniques.

A. Label examples of clements observed in teaching episodes
B. Demonstrate comprehension of observation - conference process
C. Explain process of instructional supervision
e; ‘tse‘::\{,nyg episode by oompleting. in writing, a diagnosis of a given
A. compiling a written anecdotal record.

B. demonstrating ability to analyze the anecdotal record by labeling the teaching
behavior.

C. list supportive and specific data from their anecdotal record for each category
of the elements of instruction.

D. classifying the labeled data under appropriate element of instruction.
E. use the classified data to judge the teacher's ability in each element of instruction.
3
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3. Select conference cbjective(s) for a conference by writing the conference objective(s):
A. prioritize teaching competencies to be reinforced.
B. prioritize teaching competencies to be extended.
C. arrange the prioritized competencies in a dependent/independent sequence.
D

. use knowledge of teacher learning style to assist in final determination of conference
objective(s).

E. write conference objective for reinforcement and extension of instructional skills.

4. Plan an instructional conference by completing in writing a five phase conference plan.
A. The task analysis for the five phase conference plan follows:
1) Introductory Phase
o plan a statement for greeting the teacher
+ plan apleasant fecling-tone statement
+ plan to review the conference sequence for the teacher
2) Diagnosis Phase

o design a question that will give the teacher an opportunity to reflect on the
insuucﬁmalskillsmnmeffectiveinpmodnglwn g

o design a question that will give the teacher an opportunity to reflect on the
instructional skills that were not as effective in promoting leaming.

o design a question that will narrow the focus of the teacher to the instructional
skill to be reinforced in the conference.

o design a question that will narrow the focus of the teacher to the instructional
skill to be taught in the conference.

+ provide for professional dignity of the teacher.
3) Reinforcement Phase
o write the objective for the instructional skill to be reinforced.
» mark in the anecdotal record the examples of the skill being reinfomei
o design a statement to recommend continued use of the skill.

o plan to explain how the continued use of the skill being reinforced will assist
the student in leaming.

4
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4) Instructional Phasc
« write the objective for the instructional skill to be taught to the teacher.
o set
» objective - plan to tell the objective to the teacher.
 purpose - plan to explain how this skill will assist the student in learning.
» model (if appropriate)
o check for understanding

* input - write the task analysis for the objective (list any information teacher will
need to receive in order to achieve the objective)

» guide practice

¢ closure

5) Planning the Follow-up Phasc

«  assist the teacher in deciding the amount of time needed by teacher for the practice
of the skill before your next observation.

o decide on date and time for next observation

ERIC 30
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PROCESS OF INSTRUCTIONAL SUPERVISION
Diagnosis - - Select Conterence |
Objective - - Plan the Conference -~ -»| Conduct the Conterence
|1, Ask teacher for instructional | 1. List instructional skills that | 1. Introductory Phase
objective - to see if they can promoted and Interfered with
articulate learning. 2. Diagnosing Phase
2. QGatherdata 2. Rank (order) lists 3. Reinforcement Phase
3. Labeldata 3. Check for dependence - prior | 4. Instructional Phase
knowiedge is necessary.
4, Group data for analysis : §. Follow-up Phase
- 4. Consider:
Ask: Did the teacher teach
to the objective? * Is the teacher ready?
Was the objective at * I8 the principal able?
the correct level of
difficulty? §. Formulate the objectives:
Was there monitoring * Reinforcement
of the learners and an
attempt to adjust the « Instructional
teaching?
Was there use or
abuse of the Principles
of Learning?
] 31 B

ERIC

Aruitoxt provided by Eic:




ESSENTIAL ELEMENTS OF INSTRUCTION

Can the teacher:
Teach to an Objective
+ generate teacher behaviors relevant to an objective

o generate student activities relevant to an objective

Select an objec..: . at the correct level of difficulty for students
o+ formulate an instructional objective
¢ write a task analysis

* use the task analysis as the basis for the diagnostic process

Monitor the student and adjust the teaching
o elicit overt behavior of students
e check the overt behavior

o use an analysis of the leaming and/or knowledge of the principles of learning
to interpret the overt behavior of students

* acton the interpretation

- reteach
- practice
- move on
- abandon

Use the principles of leamning (some of which are listed below)

Active Participation
Anticipatory Set
Motivation
Closure
Reinforcement
Retention
Transfer

“w
(Ve
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SCRIPT-TAPE

NAME DATE
SUBJECT TIME
CRITICAL BEHAVIORS
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PLANNING THE CONFERENCE

Purpose & Skills

1. INTRODUCTORY PHASE

A. Purpose:
* o establish physical comfort and a pleasant fecling tone
 to establish a mental set toward the conference process
» to establish the professional tone of the conference

B. Skills: (ability of the principal to:)
1) plan a statement of greeting
2) plan a pleasant feeling-tone statement

3) plan to review the conference process for the teacher

2. DIAGNOSING PHASE
A. Purpose: '

* to get additional information about the lesson and the teacher’s perspective to complete
the diagnosis.

* to allow the teacher the opportunity to analyze the lesson.
* to narrow the focus of the teacher to the conference objectives.
R. Skills:

1) design an open-ended question that will allow the teacher an opportunity to reflect on the
instructional skills that promoted leaming.

2) design an open-ended question that will allow the teacher an opportunity to reflect on the
instructional skills that interfered with learning.

3) desifn a ecéucstion that will narrow the focus of the teacher to the instructional skill to be
reinforced.

4) dcsiin a question that will narrow the focus of the teacher to the instructional skill to be
taught.

5) monitor the teacher’s responses and adjust as appropriate.

©
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3. REINFORCEMENT PHASE
A. Purpose:

* 0 kiiﬂc:ntify and reinforce an instructional skill so that the teacher will continue using that
skill.

B. Skills: ,
1) write the objective for the skill to be reinforced (see Selecting Conference Objectives).
2) mark in the anecdotal record specific examples of the instructional skill being reinforced.
3) plan how these specific examples will be shared with the teacher.
4) design a statement to recommend continued use of this instructional skill.
5) design a statement to explain how this instructional skill assists student in learning.
6) plan a procedural closure.

4. INSTRUCTIONAL PHASE

A. Purpose:
* to develop or refine an instructional skill

B. Skills:

1) write the objective for the instructional skill being developed or refined (see Selecting
conference Objectives)
2) develoP:

« anticipatory set: plan to focus the teacher's attention on the instructional skill being
developed.

+ objective: plan to relate the objective to the teacher.
+ purpose: plan to explain how this skill affects the student’s leaming process

+ jinput: develop a task analysis for the instructional skill being develeped.
- plan how the information from the task analysis will be provided.

 model: plan examples that will illustrate how the instructional skill is utilized.

o check for understanding: design a question that will check the teacher's
understanding of the instructional skill being developed.

. W design several activities that will serve as practice for the
instructional skill being developed. ~

o closure: design an activity that will allow the teacher the opportunity to summarize
his/her understanding of
- the instructional skill that was developed
- the instructional skill that was reinforced

10
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l S. FOLLOW-UP PHASE
A. Purpose:
« toallow the opportunity for growth

« to hold both the teacher and the principal accountable for the improvement of the
instructional skill covered in the conference.

 to provide support for the teacher’s efforts in improvement
B. Skills:

1) plan to assist the teacher in deciding the amount of time needed by the teacher for practice
fore the follow-up observation.

2) establish a date and time for the next obsewaﬁon
3) plan a statement of support for the teacher’s efforts in instructional improvement.

11
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DIAGNOSIS

1. Ask teacher for the instructional objective. (What will the students learn and how will they
demonstrate that they have learned.)

Instructional Objective

' 2. Script-tape the teaching episode.
b 3. Label the data in terms of the Elements of Effective Instruction.
4. Using specific supportive data from the script-tape, ask:
» Did the Teacher teach to the objective? Yes/No
Evidence (from script-tape)

o Was the objective at the correct level of difficulty for the leamer(s)? Yes/No?
Evidence (from script-tape) ) |

« Did the teacher monitor the students’ progress and adjust the teaching in relation to the
students' progress? Yes/No

Evidence (from script-tape)

o Was there effective use or was there abuse of principles of learning? Yes/No
Evidence (from script-tape)

12
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SELECTING THE CONFERENCE OBJECTIVE(S)
1. List the skills tiat promoted leaming and list those that interfered with leamning.
Promoted learning: Interfered with learning:

2, Rmkd\esﬁlkma&r:mwdlwning.me&mbdngmemedmminswmm
_topmgresstowud learning.

Circle the item ranked #1. This will be the instructional skill to be reinforced.

3. Rank the skills that lcaming, the first being the one that most interfered
'withprogmswwud learning.

Circle the item ranked #1. This will be the instructional skill to be taught.

4, Consider the ability of the teacher to receive instruction at this time.
Consider your self and your ability to teach the instructional objective.

5. Write the reinforcement objective and the jnstructional objective for this conference.
| . Reinforcement Objective '

| Instructional Objective

13
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PLANNING THE CONFERENCE

1. INTRODUCTORY PHASE
* Plan a statemeat for greeting the teacher.

 Plan a pleasant fecling-tone statement.

 Plan to review the conference sequence for the teacher.

2. COMPLETING THE DIAGNOSIS PHASE

* Design a question that will give the teacher an opportunity to reflect on the instructional
skills that were effective in promoting leaming.

 Design a question that will give the teacher an opportunity to reflect on the instructional
skills that were not as effective in promoting learning.

 Design a question that will narrow the focus of the teacher to the instructional skill to be
reinf in the conference.

* Design a question that will narrow the focus of the teacher to the instructional skill that is
to be in the conference.

o Listen and mentally label teacher comments.

14
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3. REINFORCEMENT PHASE

*  Write the objective for the instructional skill to be reinforced. (See Selecting the Conference
Objective, item #5) |

* Mark in the anecdotal record the examples of the skill being reinforced.

* Plan how ygu will relate these examples to the teacher.

* Design a statement to recommend continued use of the skill,

. gmwaphinhowthecmdnueduscofthesﬁnbdngminfacedwmmmemﬂem
learning.

¢ Plan a statement to elicit closure.

15
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4. INSTRUCTIONAL PHASE

o Write the objective for the instructional skill to be taught to the teacher, (see Selecting the
conference Objective, item #5)

 Anticipatory Set
+ Objective - Plan to tell the objective to the teacher
o Furpose - Explain how this will assist the students in learning

. ln¥ut - Wrrite the task analysis (see Essential Elements of Instruction: Task Analysis
Information Packet)

* Model - Examples, lllustrations
o Check for Understanding
+ Guided Practice
* Closure - (Teacher summarizes)
5. PLANNING THE FOLLOW-UP PHASE
o Statement of support
+ Statement of accountability

+ Establish date and time for next observation.

16
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SUGGESTIONS FOR MINI LESSONS

—t

. How to tie a tie/bow

Waxing skis

Preparing attractive food garnishes

Napkin folding

Ten essential Spanish words for communicating in Mexico
Blood pressure

Wood carving

Rules for Cribbage

. Counting a Bridge hand

© ° N W oA W N

b
e

How to do your own personal color analysis

—t
—t

. Hand cut letters

b
g

Water color techniques

Techniques for renmﬁbering names

—t b
2w

Creatihg paper flowers out of tissue paper

b
bt

Ribbon poinsettia

b
o

Hockey infractions
. Football penalty signals
Filleting fish

ot b b
© =

Soft sculpture

X
e

How to sell your car yourself

N
—t

. Creating your own transparencies

N
N

. Food exchange system
. CPR

N N
> w

Dealing with abrasive people

N
W

. Aerobic exercises
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Effecting a Reconciliation between Supervision and Evaluation

Madeline Hunter

I take exception to the assertion that teacher evaluation is a high-cost,
low-yield investaent. Teaching has improved more in the last decade, since we
have done research on teaching and teachers are being evaluated in terms of
that research, than it had in the previous centuries. Granted, there always
have been outstanding teachers, but their skills usually were intuitive, not
consciously practiced. Granted, also, that more research has been available
for determining effective teaching in the last decade than in previous
centuries. We need only look at the contribution of criterion testing to
improvement of student performance in order to supply evidence that high yleld
results from application of research to the evaluation of students or teachers
(or principals).

I will also grant that many principals still have not had the opportunity
to learn how to either supervise (help) or evaluate a teacher: an indictment
of our universities, many of whom still do an inadequate job of preparing
principals for either professional responsibility.

Another issue with which I do not agree is the "fix or fire,” “"improve or
remove” implication of formative and summative evaluation. We are way beyond
those rudimentary notions. The outcome for both supervision and evaluation
should be escalating teaching effectiveness. Summative evaluation becomes a
check point when decisions need to be made about pay, promotion, or release.
Expectations will vary for beginning and experienced teachers but both must be

certified as growing professionals not merely “"adequate” teachers. The
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processes of gathering supporting valid evidence for formative, and summative
evaluation are much the same. Observing, script taping, and analyzing
constitute the diagnostic phase of both. Prescribing for continuing
professional growth or making decisions about future status constitute the
prescriptive phase. Formetive and summative evaluation must be sequential
processes, not simultaneous, for the latter is a summation of and achieves
validity from the former. The decision to terminate must be based on evidence
that the individual has, throughout the year, had the opportunisy but has not
demonstrated the capacity and/or intention to grow professionally from that
opportunity. Intent to grow can be stimulated as a result of supervision by
someone who has the power to make a final evaluation and who has collected
ongoing data to support final evaluation. Of course, principals want to be
supportive. They will feel so if they have been involved in helping, not just
Judging. . |

In a Los Angeles inner city school, the principal attempted to help a
resistant teacher. Finally, in desperation, the principal {ssued an ultimatum i
that better professional skills would be demonstated or the teacher would be
terminated. Improvement beg;n. By the end of the year the principal rated
the teacher as "better than average" and éonfessed. “I've always been ashamed
of myself for losing my temper and threatening to fire you. What caused you
to grow?” The teacher responded, "No one had ever explajned professional
growth to me that way before.”

When there are two adainistrators, teaming rather than sebaratlnz
formative and summative evaluation should be the procedure. In that way
stimulation and correction are built into both nrocesses. To have no
communication between the two is like concealing from your doctor all relevant

health information when you have your annual physical.
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It is tine we do some "marriage counseling” to avert the potential divorce
of teacher evaluation from supervision and coaching. The two are really very
compatable. With understanding of the role, purpose, and activities of each,
marital productlﬁeness out of which is born escalating instructional
effectiveness (and even bliss!) are possible to achieve. Those who believe
otherwise seldom have had extensive experience in dealing with both processes
in routine clinical school practice.

It is interesting that in no other enterprise do we consider helping
people become more skilled, and determining that they have become more skilled,
to be mutually exclusive enterprises. Typically, the teacher who works daily
with a class believes no one else can evaluate them as fairly. Surely,
teaching graduate classes does not interfere with grading those same
students. We would stipulate it contributes to a fair grade!

A coach who has worked with players usually can give a more accurate
appraisal of their present skills and future potential than can a one time,
skilled observer. Only in competition where the contestants are being
compared and ranked in identical situations, are the judges different from
trainers who could be biased in terms of their “one and only.” Evaluators of
teachers do not have a "one and only" who is competing against another's “one
and only” in identical situations. Competence must be evaluated in teras of
appropriateness and artistry of teaching decisions and behaviors in
bewilderingly different situations. The athlete's high jump bar is not at
different heights when it is supposed to be at six feet. The coﬁdltion of the
ice does not vary considerably fror one skater to the other but classes and
teaching situations do.

Teaching is an action performance behavior based on cognition. Information

or skills can be acquired through inservice, self analysis, observation or
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independent study. The "how" is less important than that artistic skills and
accurate knowledge are acquired. Proficiency and artistry develop, as in all
action performance behaviors, through practice with coaching. 1In education we
call the coaching process "supervision,” or "peer coaching," or formative
evaluatfon. Coaching requires that the coach possess and utilize the skills
necessary to increase the effectiveness and/or artistry of another's
performance (something not always true in current peer coaching). It does not
require that the coach be able to perform better than the individual being
coached. The diagnostic-prescriptive aspect of coaching to remediate or
stretch performance through formative interactions has been misting from much
previous supervision (hence, the name "snoopervision”). The primary purpose
of supervision, coaching, or formative evaluation is to enhance performance.

Formative evaluation emplioys the process of observation, script taping,
and analysis of productive and, if they exist, less than productive behaviors.
The purpose is to increase teaching effectiveness and artistry through a
subsequent instructional éonference.

Summative evaluation is a summation of those same processes for the
purpose of certification of a person and/or assignment to a category which can
range from "inadequate” to "outstanding.” Evaluators must have the skills
necessary for making judgments about teaching performance which can be
supported by reasonably objective d;ta gathered from frequent formative
evaluations. A valid summative evaluation can not be made after one
observation or oner conference.

Consequently, to validly supervise or evaluate teachers one needs to be
highly skilled in both formative and sunnatlQe evaluation in order to

determine whether the teacher's decisions and behaviors were appropriate (and
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artistic!) or are becoming increasingly appropriate to these students in this
situation with the particular content being learned. The professional skills
essential to engaging in supervision and evaluation also require formative
supervision/coaching during their acquisition and require summative evaluation
to certify their possession.

This is not to say that only the evaluator contributes to professional
growth. Both principals and teachers need all the help they can get to
translate research about teaching and learning into effective and artistic
classroom implementation. Principals welcome the augmentation which results
from assistance of resource teachers, central office supervisors, and peer
coaches to assist with, pot replace, their own supervision because daily
assistance over a period of time is not usually possible for a principal glven
the other responsibilities.

It is essential, however, for a principal to know the area on which a
teacher's atteapt to grow is focused and to be aware of the effort put forth
and the progress being made so this becomes an important consideration in the
fina]l summative evaluation. It is najve to believe that the teacher will
reveal problems to a supervisor and conceal them from an evaluator. Problems
in performance behavior cannot be concealed. They are inevitably revealed to
any sophisticated observer. Do you think the coach doesn't know who lacks
skill in passing? The teacher doesn't know which students can't multiply?
The observer doesn't know when a teacher has discipline ﬁroble-s, doesn't
understand math concepts, asks only "yes/no” questions? To believe that a
teacher must reveal a problem for a skllleq\observer to know it exists is
wishful thinking.

It §s equally naive to assume the principal does not have the time for

supervision when instruction is the first priority of schooling. Granted,
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none of us has all the time we need and we welcome and need additional help.
Every principal can schedule a few hours, inviolate, each week to supervise
(assist with) the development of escalating excellence and artistry in
teaching. “"Walk through” supervision enables principals to visit four to six
teachers in a half hdur. Seldom should any supervisor's visit last more than
ten to twenty minutes. The necessary feed back and coaching can follow at
breaks, before and after school, in preparation periods or in the classroom
with the students on “autopilot.” Frequently, "don't have time" means "don't
know how,” which is understandable, as skills of supervision often ar; not
adequately taught in administrative preparation.

Supervision is a much more difficult process than is evaluation although
the latter appears nore‘forlldable. The former requires diagnosis of what the
teacher is next ready to learn, prescription of how best to acquire that
knowledge or skill, monitoring the process of acquisition, accelerating or
remediating the process as required, and assuming part of the responsibility
for the teacher's professional growth.

Evaluation, while not easy, requires only a final assignment to a category
with supporting objective evidentée. To do either supervision or evaluation
well requires the same process (observing, script taping, analysis, and
fnterpretation of script tape) but each has the different purpose of
“teaching” or “"grading."” Teachers see a final evaluation as fair and just if
it is based on many samples of their teaching, not one fatal visit.

Principals feel secure in final evaluation if they have been involved in a
teacher's growth throughout the year when “summative® becomes truly a summing
up of a year's effort and achievement in the demanding process of teaching.
Evaluation should be an outcome which reflects supervision in the same way

that grading {s the outcome that reflects effort and instruction.
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Let's look at some actual situations which support the marriage of

formative and summative evaluation.

1. Teacher A is a nice "average" teacher. Students make routine
progress in her class but are not very excited about school. Parents
(and the custodian) don't complain, but never request that teacher.
The supervisor works hard all year to try to get Teacher A to try some
new ideas, to add a little spark to her class, but to no avail. At
the end of the year, things are Just the same as they were last year
and the year before and the year before that.

Teacher B is a teacher who begins the year with considerable chaos.
The room is disheveled, the students noisy, and teaching is spotty.
The supervisor works hard and slowly things begin to improve. At the
end of the year students are well behaved most, but not all of the
time. The room is usually orderly, but exciting student activities
sometimes leave it messy. Teacher B has tried and mastered most, but
not all of the teaching techniques suggested.

An evaluator, unaware of what the supervisor has been striving to
acconplish with both teachers makes a visit to each room. Which
teacher do you think will receive a better evaluation? Which has
demonstrated potential for continuing growth? How can the evaluator

know that?

2. An evaluator observed a class where one boy was drawing a motorcycle
while the teacher was explaining a process. The evaluator marked the
teacher down for not making the boy put the motorcycle away. He was
unaware that the teacher had grown from "taking the student on" in a

public display of "tug of war” from which there was no honorable




to others and was well along the way to interesting the boy in the
lesson. The evaluator, not having worked with the teacher had no way
of crediting the teacher with professional growth in a very difZicult

situatjon or knowing that the boy was behaving the best he ever had.

The author, observing a mature teacher, felt he left a lot to be
desired. The principal, who had been supervising him all year, stated
that he had arrived this year as an administrative transfer from
another school where he had been permitted, by "average® evaluations,
to continue with less than mediocre performance. The current
principal had assisted with, but insisted on, improvement and the
growth had been remarkable. School district personnel marveled at his
improvement and prediéted he would shortly attain better than adequate
performance. Would the author's or the principal‘'s be the more fair
evaluation?

An important aspect of evaluating teachers is knowing what new
skills they are learning, how eagerly they seek constructive
appraisal, what and how hard they are willing to try in order to
improve their performance, how much fhey have accomplished
professionally this year. The person who supervises is aware of
these aspects. The evaluators may not be cognizant of how well
teachers have learned what they have had the opportunity to learn and
how much supervisory effort it took to achieve these results. All of
these aspects are predictors of continuing professional growth or

stagnation.
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4. It is interesting to note that in the Napa Project® where the
consultants supervised and the principals evaluated, as soon as the
consultants lef’, the teachers no longer continued with what they had
learned but went back to their “old ways.” Evidently, the teachers
felt there were different expectations in supervision and evaluation.
This provides provacative evidence that supervision and evaluation
should be marriage partners, not divorced activities. Let's reunite

them but, through inservice in both, build future compatability.

¢ Jourpal of Elementary Education, February 1987.
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Trends

Supervision

ROBERT J. KraJEWSKI

Undemandln’ the Why's of
Instructional
Whylsluhauomanymchmdohot
receive the instructional improvement
support and services they feel they
nced? Why don't schools have an
abundance of improvement pro-
grams? These are complex: questions
that lead to others witt Jeeper impli-
cations for supervision. Are there
enough instructional improvement
personnel? Do they have the necessary
preparation ang skills to carry out
their instructional improvement role?
Do they understand what their role
entails? And do their job 1equirements
give them sufficient time to devote o
that role? Perhaps in our zest to excel
in instructional improvement, we have
been t0o quick to .respond to the
bow'’s and have ignored the uby's.
Understanding instructional super-
vision is not easy, and implementing
an instructional supervision program
remains a persistet challenge. Most
supervisors develop assumptions, prin-

framevors o which 1o base thelr

theories and build their supervision
ideas. They express concern that in-
structional is too often
thougix of as a process

straints, or motivation techniques.
Wihout the reasons behind the pro-
cesses, it is nearly impossible for su-
pervisors to communicate efecivelv
mn bneommye of the wh.;‘d

must S,
and any instructional
model must integrate the why's with
the how's.

From vhe instrucsal supearsion
literature 3nd from practice, 1 chose
six key.elements that provlde
a firm foundation for building a viable
instructiunal program.

1. Instructional supervision requires
a percelting, bebaving attitude. The
most important task instructional su-
pervisoes face Is relating to the affec-
tive. Crucial to success is forming and
mainuining a positive attitude nnd en-
thusiasm towatd. instructional  im-
provement. Just as 3 prerequisite for

that focuses on-
- specific sklls, advamages. time con-

eflective teaching is a teacher’s accept-
ance of self, so too must the instruc-
tional supervisor know, accept, and
respect self as a prerequisite to work-
ing eflectively with teachers and guid-
ing their instructional improvement
efforts,

Wilhelms (1973) helieves that the
only teachers who can really do the
job are those who somehow (ecl good
about themselves, the
work with, and the world they work in.
The same holds true for supetvlsom
Effective instructional supervision re
qQuires that supervisors be in touch not
only with themselves but with -col.
leagues as well. Knowing and accept-
ing self-limitations allows
to better accept colleagues, work with
them as they are, and encourage them
10 accept themselves and to
students. Moss important, such behav-
for facilitates a perceiving, behavlng
antitude and enhances supervisors’ en
couraging a like anirude in teachers.

2. Instructional supervision requires
a becoming attitude. Supervisors who
try 10 do their best for instructional
improvement -and who model im-

nt in their own professional
havior will hold similar expecta:
tions of the teachers with whom they
work. The concluding sentences of
ASCD's Perceiving, Bebaring, Becom-
ing (Combs, l%Z)naeMdnper
son who has values, 2 pmmve view of
sell, is creative, open W experience,
responsible and trustworthy, well in-
formed, and aware that he or she is in
the ‘of becoming, is the person
most able (0 survive and deal with the
fuure. Our actions speak louder than
words. Confidence in seif encourages
confidence in others; others becume
whaweexpeamlhelpmemtohe

3. Instructional supervision requires

nunturing of mutual trust ar.

pont. Rappon—a harmonlous refation- |-
ship, especially one of mutual trust—is

vital. Trust is the foundation of instruc-
tional supervision; its development
must be continually promoted and
nourished. While perceiving, behav.
ing, becoming attitudes are necessary

prerequisites, rappont aurturance s

- supervision.
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PREPARING FOR AN_INSTRUCT IONAL CONFERENCE
Madeline Hunter

All instructional conferences have "increased excellence in future teaching” as their goal. The teacher
will never teach that same lesson to those same students again. Consequently, the purpose of the conference
is not to compliment the teacher or repair that lesson, but 10 use that lesson as a data source to reinforce and
extend effective teaching or to remediate less effective teaching so in either case positive transfer to that
teacher's future lessons will become more probable. '

Observe and Script Tape the Lesson

It is assumed 1) that an observation will precede any instructional conference (unless teacher and
observer are only planning for a subsequent lesson) and 2) that a script tape (running anecdotal record of
what the teacher and students said and did) will be made during the observation to be used as the primary data
for the conference. :

Using a checklist 1o determine whether a teacher did or did not do something is an unsatisfactory
means of recording data for an instructional conference because there is no record of temporal cause-effect
relationships or of the context in which the behavior occurred. Presence or absence of any behavior is not
the question. The question is whether the behavior observed was appropriate or inappropriate to that

_situation and for those students.

Analyze the Script Tape

As soon as possible afier the observation, the observer should identify the teacher’s instructional
objective and analyze the script tape in terms of that objective, recording in the margin those sections which
have relevance for the conference. This identification can be done by marks (2, !, *, ---) or colored pen.
Sections identified should be labeled with the professional term that will be used to describe and
communicate concepts and generalizations in the conference ("anticipatory set,” "massed practice,”
*extinction,” "meaning,” transfer,” etc.). Labeling builds a common vocabulary which subsequently can be
used to discuss professional understandings. The part of the script tape that will support that label or
generalization should be marked s0 it can be readily located during the conference.

From the script tape, teaching decisions and actions are analyzed to identify cause-effect

' relationships and to determine the conditions under which similar decisions would be effective in the future.’

For decisions that were not as effective as intended, theory based practical and specific remediations need
to be developed. The following activities should be included in the analysis.:
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Identify and label any non-typical, effective decision or behavior which occurred only once or
seldom in the lesson. Frequently this is intuitive behavior, so the teacher needs to be alerted to that behavior,
leam the generalization that supports its effe. iveness and identify the conditions under which that same
behavior should be used in the future.

If they occur, identify patterns of less effective teacher or student behaviors, not just one instance.
One instance of not enough "wait time," a blurted out answer, an inappropriate rhetorical question, a lack of
specific feedback is not all that important but observers tend to "pounce” on such instances. Only
sophisticated teachers welcome being alerted to their occasional “slips.”

Prioritize what needs to be accomplished with the teacher. Remember, you can't accomplish
everything in one conference. The first items of priority are the concems of the teacher: the discrepancy
between what the teacher hoped would happen and what did happen. Little else can be accomplished unless
those discrepancies are discussed, understood and handled. This does not mean you begin every conference
with, "How did you feel about the lesson?" It does mean that whenever a teacher’s concern surfaces it -
must be attended to before proceeding 1o other matters.

It there are problem or inappropriate student behaviors, those need 1o be handled. Very little can be
accomplished when students are not in order. Try to determine what triggered the unproductive behavior.
Was it teacher, students or situational? Plan a workable (practical!) remedial plan that is possible for that
teacher 10 implement with that student in that situation. Also plan how you will teach/assist/support the
teacher in the implementation. Anticipate, also, how you will follow up 10 determine if the plan was
successful, if it requires modifications, and how they will be determined and effected.

If student behavior problems are not an issue, determine a primary objective for the conference. Is it
to identify effective teaching decisions and behaviors, to develop altematives for future situations where those
strategies might not work (increase the teacher’s pharmacy of altematives), to encourage the teacher to engage
in self-analysis, to remediate behaviors that were not successful or 1o stretch effective teachers to new heights
of professionalism, or a combination of these objectives appropriate for teacher and time available?

Any one, or the combination uf these objectives, may need to be modified as information emerging
during the conference indicates a different direction would be more productive. Remember to include, in
whatever are the priorities, strategies to pruduce positive transfer of understanding and/or skills developed in
the conference to future teaching situations.

- Plan the Conference

1. From the analysis, generate a sequential “lesson plan." Remember, the observer has responsibility
for teaching. How will you open the conference? While something initiated by the teacher may cause you to
modify you beginning, it is wise to plan the words you will use 10 start the conference productively. Usually
it is advisable to begin with a successful teacher behavior. Don't waste time on "small talk.” Usually starting
off with "What went well and why,” will get teachers' attention and make them more comfortable in the
conference situation.
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Beware of the use of “I' in the conference, ("I liked," "I was impressed by," "I noticed.”) "You"
has more potential to build the teacher’s self concept. (“Your lesson was impressive.” "You used excellent
judgment when you ---." "You really thought on your feet when you ---." "When you --- it caused

students to —--.") Occasionadly it helps to tape record your conference to discover whether you have the "1, I,
1" habit, and to hear how you "come across.” |

-

z. Have your script tape marked in a way that you can easily find the sections you wish to "play back"”
to the teacher. Don't bore him/her by reading the whole script tape ("and then you---and then you---and then
you---.") The teacher knows the sequence of the lesson. Work from only the parts you have selected and
develop those into generalizations with the condition under which their future use is or is not appropriate. If
the teacher raises a question about a certain part of the lesson, take time to find it in your script tape. Don't
try to work from memory. This is the reason you need 10 script tape the entire observation, not just the pans
you see as important. A different part of the lesson may be more important to the teacher.

Support your comments with data from the script tape $o the teacher knows the part of the lesson to
which you are referring. Always being aware of and responding to the teacher's questions and concems,
make your suggestions become generalizations useful in the future. Then determine how you will check
for the teacher's understanding of the use of that generalization in similar situations which the teacher
may encounter in the future.

3. Work from a teacher’s strength to a problem area if there is one. Plan questions that will elicit the
teacher's reasons for what occurred before you make a judgment about it. ("You've done an excellent job of
teaching students to raise their hands and wait to be acknowledged. One time you ignored Mary’s blurted out
response and mmertimeyouaccepwd it as the answer to your question. Was there a difference in the two
situations?”) When you hear the teacher’s reasoning behind actions, you may be impressed by the “custom
tailoring" to differing sets of circumstances. If there was no difference, simply inconsistency in the teacher's
behavior, it usually will be discovered as (s)he hears the script tape and considers the answer to your
Question.

" Typically we are questioned only when something is wrong. The ability to ask a question without
implying that something was amiss is one of the most complex skills for observers to acquire. It helps to
precede the question with the indication that the teacher’s action was productive, "Your rephrasing of the
question was surely effective, what caused you to do it?"

If the teacher's action was not productive, questions are more difficult to phrase so they don't
become value judgments or accusations and imply, “"Why in the world would you do that?" An observer

-7, needs to develop phrases such as, "Take me through your thinking when you---." “What was your thinking
when —-1" "Help me know the reason for ---." |
4 It is an important responsibility of the observer, before the conference, to develop altemadves to less
effective teacher or student behaviors. If the lesson wasn't interesting, what specifically could be done to
make it more interesting. General admonitions or platitudes are useless. ("Your lesson should be more
related to the students so they are interested in leamning,” needs to become, “It's sometimes hard to make

Q 3
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parts of speech interesting. Usually it helps to use students interests such as, "He put the tape in the video
player, under the video, away from the video.") If the observer can't suggest something specific (and
peactical in terms of teacher time and energy) to make the lesson related to students, don't expect the teacher
t0 generate solutions. You need to be prepared with, “There are several ways of doing it, such as " and
suggest several, not just one way or it becomes an order rather than a repertoire of possible altematives.

S. Practice enabling statements: “Tell me what you were thinking when you . "Help me
understand what happened when -—." “I'm sure you had a reason but I don't know what it was.” "It work
beautifully. If it doesn't work in a future time you might try —." "There is a potential booby trap nere that
the strength of your teaching got you through. You need to watch out for —-."

Avoid giving suggestions as questions: “Might you have tried, used, done ---2" needs 10 be "You
might have -—--." "Could you have ---7" is more honestly expressed as “You could have --." A genuine
query is acceptable. Suggestions in the form of questions are not.

Avoid such words as: “problem,” "trouble,” and “incorrect." They are red flags. ("Youhad a
problem when ---.") Use "sitvation,” "episode,” or better, simply read from your script tape what
happened. ("You asked, ‘What should we serve at the party? and the students all started calling out
answers. That is probably not what you wanted. Let's develop some ways 10 avoid it in the futre.”)

Avoid the use of assumptions: "The students were confused when ~-." Use specific accounts from

your script tape of what actually happened. "When you asked -, several students gave incorrect answers.”

6. Develop ways to encourage the teacher to analyze and generate incressingly effective behaviors so
self analysis becomes more routine after every lesson. Don't be afraid wo give information, however, when it
is requested or needed. Remember, a sophisticated observer who is only observing and recording can often
perceive more than a teacher who is having to generate high speed responses in terms of what students are
saying or doing which often necessitate modifications of original plans; to “catch it coming down and un
with it.” -

7. Plan for a summary of the conference with the teacher and/or the observer reiterating the most
important points and remaking them when necessary. Avoid a summary that becomes an “inquisition.”
Determine whether those points will be recorded, how and by whom. |

8.  Build an enabling bridge into the next observation and conference. ("I leamed a great deal from
observing your teaching. I'm looking forward to the next observation.” "It will be a learning experience for
me to see how you develop these ideas.” "Let me know how well these ideas work and whether I need to
rethink them or develop some new ones.”)

Conferences are like lessons in that the better they are planned, the more productive they are apt to
be. However, as in all teaching, things seldom proceed exactly as anticipated. Consequently, it is very
growth evoking to videotape your conference or have an observer script tape it in order that you too will get
feedback so you continue to enhance your conferencing effectiveness.
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Script-taping: An Essential Supervisory Tool
Madeline Hunter

The fundamental purpose of all supervision is to accelerate growth, in a desirable
direction, of those supervised. Essentlal to this growth s identification and labeling of
behaviors which are contributing to productive performance, behaviors which are con-
suming preclous time, energy and materials, but contributing licele or nothing to
productive performance, and behaviors which, albelt unintentionally, are actually
{nterferring with productive performance. Only through such ldentification can those
behaviors be strenghthened, eliminated or remediated. |

The easiest way to identify specific behaviors is by observation of a person's
performance. Final scores, whether in sports or tests, indicate whether you have
a winner or loser. Ouly observation will yield the information necessary to change
the latter to the former. To be useful in accomplishing this purpose cbservation must
be valid, objective and recorded. Script-taping is probably the eastest and most
efficient way to provide a record of teaching performance.

Script-taping s ;l;e process of capturing with pen and pad "what happened” in
an observed segment of teaching. The anecdotal (not judgemental or categorical)
notes of & script-tape enable observer and teacher to "play back” the teaching episode
so salient cause-effect relationships can be tdentified, discussed, reinforced o
remediated.

Criteria for efficiently and effectively obta‘ning records in any situation are:

1. ‘They require minimum equipment in tcrms of cost, bulk and time

for sctup.
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2.

3.

4.

S.

6.

Their focus is {lexible rather than static.

They provide sequential data {rom which can be inferred cause-
effect relationships.

They are not biased.

They are easily "played back. "

They can be edited easily and a specific part located quickly.

Let's look at several taping devices in relation to these criteria.

Videotape

Nothing excells the use of videotape to "see ourselves as others see us. * Teachers,

principals, supervisors, superintendents should have frequent oppottunities to see them-

selves in action. It is inexcusable that, in this day and age, anyone be denied the growth

potential from viewing a completely objective record of his/her professional performance.

Videotapes when examined according the the 6 criteria listed ebove have assets

and liabilicies (as do all records).

1. Videotaping requires equipment which is expensive, takes time (o set up

and take down, usually needs a technician to operate, and can, frequently,

"not work. "

2.  Videocameras cannot easily be "swung around” the classroom. Videocameras

"take" only where they are pointed and time is required to change focus

without obliterating what is happening or making the subsequent viewer

dizzy.

3. Given an educationally sensitive and skilled operator, videotaping can

capaure "what lead to what” in probably more vivid and obvious form than

any other method of recording. But, if the camera {s not focused on the
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right place, the cause-effect scquence is lost.
4,  Whatis recorded is what really happened. Aside from the bias of where
the cameri is pointed, the record is completely objectiye.

5.  "Playing back" reﬁuires setting up equipment or the provision of a permanent
setup to which observers always must come. It also ;\ecessltites.d\e
subsequent erasure of the tape .or investment of money in tapes and
storage space.

6. | Finding the place needed in 2 videotape can be an exasperating, see-
sawing experience. The alternative is watching the entire tape which
takes the same amount of time as it did to see the lesson originally.
Occasionally, it is important to review everything that happened in a
segment of teaching. More frequently only the salient parts are discussed
.ln an instructional conference. These parts can be difficult to locate
quickly on the tape. °

In spite of these liabilities, the assets available only in videotape make its

occasional use imperative to accelerating teaching effectiveness.

Audiotape
Audiotaping also has an important place in professional growth, "To hear

ourselves as others hear us”can be a surprise. The lack of recording body language,
however, can give an inacurate impression of what was meant. Words and intonations
accompanied by a smile and a twinkle can mean something very different from the
same sounds a;:companled by a frown or a glare. What is recorded is not .alvays

what was "heard” by the students.
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Audiotaping also has assecs and liabilities.

1. Its cost in terr.s of equipment and time (or sct up is not as great as video-
tape. It requires no operator, justa m]ke placed so that it catches
significant sounds.

y R Flexibility is limited only by the position of the mike and the electrical
outlet. Equipment is easily carried and moved.

3. Sound sequence is recorded, visual or movement sequence is not.

4. No bias exists except in the limitations of what the mike can "catch.”

S.  Playback requires only the tape recorder and an outlet. Little space
or money is needed to "save” tapes.

6. Audio-taping presents the same problems as videotaping in locating and

listening to salient segments of the lesson.

Script-taping
Script-taping is the least expensive wol of the effective supervisor and it

effectively produces needed records because:

1. It requires only a writ.u;g {nstrument and paper, easily portable equip-
ment available in every school.

2. It has extraordinary flexibility. The writer can change focus ouickly and
monitor two or more areas which are operating simultaneously. Quick
ﬁeepa of the observer's eyes can pick up activities and responses from
all over the room. Focus can be changed instlntiy trom teacher to studeats

80 the most salient aspects of each can be recorded.
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3. Script-tapes provide easily accessible temporal rclationships of events
from which cause-effect relationships can be inferred.

4. Script-tapes correctly done are bias t.ree for they arc a record of what
actually happened. Done by an inexperienced or unsephlstlcated observer,
acripe—tapes can be biased if the records show only what the observer
thought was important or worth recording.

S. Geript-tapes can be played back anywhere because. from the written
record, the observer becomes the playback lnstrument. The fldellty
of the reproduction is, as with all recording, dependent on the sensitivity
of the recording instrument and the reproduction capacity of the playback
instrument. A trained observer can produce an unbelievable performance
in both recording and playback. The cost of storage is only a folder and
file space.

6. The optical scanning of the human eye and the dexterity of the hand in
turning a page are the only time consumers spend in locating the needed
part of the teaching episode. Skilled observers mark salient parts when
recording them, making their location obvious. All parts of the lesson are

almost immediately accessible.

Developing the skill of script- taping
Learning the skill of script-taping is & re;narkably easy but extraordinarily
painful process which can be accomplished with about two hours of practice. The

pain results from the “taper’s conviction that "it can't be done.* Groans, anger,

wishes for shorthand skills, indignation about “being expected to do this" are all
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(amiliar symptoms of the beginner, generated by the bumbling inadequacy of the
beginner's attempts contrasted to incredible accuracy 2 inclusiveness of an
accomplished script-taper. Beginhers can't believe that such a dramatically
useful skill can be acquired in such a short amounc of time. Two practice hours
later, beginners flushed with pleasure, are successfully "playing back™ an ac-
curate sequence of what teacher and students said and did in a teaching episode.

The following is a sample of a scripc-tape and the plqyback from ic:

Open p. 43 I'm ask ver hd - use mark to find ans when fnd sho me with sig who
has lots of pets Every had mark on rt ans Who can't see Mr. Sleeper (wrong
ans) that re if asked who sees but can't see, Now just rt.

From this script tape the recorder can play back:

Open your book to pagv;' 43. 1'm going to aak some very hard questions. Use
your marker to find the answer. "When you have found the answer show me with the
signal (thumb up) Who has lots of pets? Everyone had the marker on the right
. answer. Who can't see Mr. Sleeper? (A girl gave a wrong answer) That would
be right If 1 asked who sees Mr. Sleeper but | asked who can't see Mr. Sleeper?
(Same child responds correctly) Now you're just right!

.From this script tape the obsarver can verify that the teache. had every
student answering every question with a marker and that the teacher {s monitoring
each student's information location skills. Also the.teacher is to be commended
for &ignl!ytng the student’s incorrect answer, giving a prompt (1 asked who can't
gee Mr. Sleeper) to help that same student be right, thereby leaving the student
with a success experience rather than leaving her with a feeling of being “wrong”

by moving to a different student for the correct answer.



© Jack Sutton 1985
SCRIPT-TAPING:
A METHOD FOR RECORDING CLASSROOM OBSERVATIONS

The purpose of a script-tape is to have a temporal record of what occurred in a lesson in order
to (1) identify cause-effect relationships in teaching and learning, (2) to support those
relationships with specific examples from the observed teaching episode, and (3) have them
available for use in an instructional conference. This means the observer needs to record as
much of what is said and done duiing the lesson as possible. The following are guidelines to
help observers record an adequate script-tape: :

1. Prior to the observation, write the name of the teacher, date, subject, time, etc. on your
script-tape paper.

2. You may find it helpful to diagram the classroom before the lesson begins - particularly the
teacher's and students’ positions. If you don't know students’ names you can aiways
label them during or after the lesson. The diagram might help you recall areas where
students were working productively/non-productively, couldn't see, were easily distracted,
etc.

3. The best position from which to observe is one where you can see the teacher, the
students, and the board/screen. Try the front at the side. You do not, however, want to sit
where zg:l become a distractor to the students. At times you will sit wherever you find an
empty r,

4. Once the lesson begins, you need to record enough of what is said and done to be able to
remember specific examples for the instructional conference. You will soon develop
your own “shortword" and will bacome selective as to what you think will be necessary to
record in order for you to recall the remainder of the lesson. You have recorded enough
information if you always have enough specific examples during conferences. |f you find
yourself unable to remember specific examples from the lesson during the conference,
then you have not recorded enough in your script-tape. |

5. At times it may be necessary to just observe how students are working, how particular
student is reacting, or just rest your hand. If you to do this, indicate on your “tape* that the
lesson continued while you were not script-taping. This might heip you remember
something which occurred while yos were not 'npln?.'

6. You may wish to record the ime periodically (try the left-hand margin). This will give you
information as to how long different sections of the lesson lasted.

7. Record as accurately as possible what the teacher writes on the
chalkboarditransparency/chart/etc. Include position, size, etc. You may wish to focus on
chalkw‘boud .t:chniquos during the conference and this will provide the spaecific examples
you will need. ,

8. When describing non-verbal behavior, record what the student(s) did. “Johnny stared out
the window" is a record while "Johnny looked bored” is an interpretation.

9. Observers should no: become involved in the lesson. If students approach you with
questions, explain that the student(s) need to seek heip elsewhere as your job is to script-
tape what is happening during the lesson. (Students should already know this).

Teachers should aiready know that the observer will be writing throughout the lesson to record
what happens so specific examples can be used during the conference. Teachers who have
not been observed previously should already have seen a copy of a script- tape and have
observed a conference (live or videotaped) so the teacher knows what to expect during the
observation and conterence.
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Using the script-tape, the observer plans an instructional conference., (There
is no way this can be done from memory). Skimming the anecdotal notes, the ob-
server can pick up specific examples from actual performance to give meaning to
the discussion “When you s;nld, ‘Be ready to give an example of o' then
waited, all students were alerted to the possibility of being called on but were given
'time to formulate and refine their answer. " ‘I'.hls eliminates the need for the ob-
server to talk categorically with such general statements as, “You gave students
enough thinking time. " Regardless of what type of instructional conference is
planned, the data which bring validity to the interchange are easily available.

" In the author's opinion, script-taping should become a required proficiency
for any educator who has responsibiuty for improving the performance of another.
Ic is a necessary element in .supetvisory and administrative pre service training

and a constant in effective supervisory performance.
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CRITICAL ATTRIBUTES OF A STAFF DEVELOPMENT PROGRAM TO INCREASE
INSTRUCTIONAL EFFECTIVENESS
Madeline Hunter and Douy Russell

Staff development for instructional effectiveness is a focus which frequently has been
missing in the quest for improvement of schooling. Previous foci have centered on
organization, curriculum, materials and technology: all of which are important in the
conduct of schooling. Each of these augments but does not substitute for
instructional competence which is the foundation of educational excellence. Common
sense and research now are in accord that by far the most important school element
which contributes to successful learning is skill in teaching. Teaching (instructional
competence) can be defined as a constant stream of decisions made before, during
and after interaction with the leamer: decisions which, when impleminted increase the
probability of learning. Staff development which prornotes an increasingly
sophisticated basis for making those decisions is an essential continuing aspect of
effective schooling.

There are many inservice programs which can band aid certain aspects of teaching:
“Discipline," "Skills," *Time on Task," “Classroom Management® to name but a few.
Anything may be better than nothing, but such a disjointed patch work seldom
becomes the proféssional mantle which encompasses and relates the hundreds of
educational decisions made each day.

Based on the assumption that there now exists a science which undergirds the art of

teaching, staff development programs need to be constituted so they create a

foundation of cause-effect relationships which are not limited to any one content area,
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learner or situation but which are useful in all educational decisions and applicable to
- any educational endeavor.

There are five attributes critical to a program designed to k::rease teaching
effectiveness: |
1. Specific research-based content which can be transiated into classroom
implementation and validated by observation of subsequent teaching
performance. | |
2. Leadership to teach that professional content, monitor progress and
keep the program moving "on‘ track.”
3. A written plan whlch details all aspects of the program including a time
line with formative evaluation check points.

4. An adequate budget 8o time and personnel to accompilish the program
are avalable.

5. Knowledge of the problems common to such a program so solutions for
those problems become a deliberate part of the plan.

1. CONTENT
Content for staff development, either preservice or inservice, is comprised
initially of basic skills required for any teaching: diagnosing learners, analyzing
the learning task, sequencing leaming, eliciting many student input and output
modalities, using learning principles that affect students’ motivation, rate and
degree of learning, retention and transfer of that learning to new situations.

While this basic content is the foundation of effective and artistic teaching, it is
not the total of what is now known of cause-effect relationships between
teaching and learning. Consequently, for those who have translated the
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*basics” into effective practice, there must be on-going input of more advanced
content to promote continuing professional growth. Districts should consider
inservice for rene'wal of previously learned skills plus additlon of new skills to be
a recurring item in the annual budget.

The content for staff development must be organized as a clearly defined, well-
articulated instructional model which emphasizes teacher decision making in
the cause-effect relationships of teaching and learning as they are translated
into artistic teaching. These same cause effect relationships should be highly
visible in the leader’s performance throughout inservice activities. Any program
of inservice for administrators and teachers should model the concepts it
*preaches" rather than being a "do what we say, not what we do" violation.

2.  PREPARATION OF A CADRE OF DISTRICT LEADERS
initially, experts may be brought into a district, but if a productive inservice
program is to survive and grow, district educators with potential for leadership
must be recruited and trained. Potential leaders should progress through the
following phases with proficiency at each phase being validated by someone
qualified to do so. -
PHASE|I  Comprehension of the Inservice Content
" In this phase the participants acquire knowledge and
comprehension of the cause-effect relationships of teaching and
learning. Participants can label and explain the concepts and
generalization, and identify and labe!l examples observed in
teaching episodes.
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PHASE i

PHASE lll

Internalization of the Inservice Content

Participants demonstrate the use of the cause-effect relationships
of teaching and learning while teaching students in a sequence of
consecutive lassons rather than a "one shot" performance.
Content taught in these lessons should be familiar to the
puﬂdpantsbodwsemeomphaslsbonpracﬂchgand
internalizing skills of effective teaching rather than working with
new content. This phase includes participants being observed
and subsequent modification of their teaching performance as a
result of feedback from knowledgeable observers.

Comprehension of Observation & Feedback Techniques

“This phase is focused on comprehension of the skills necessary

to analyze another's teaching performance as validated by giving
the teacher observed some growth evoking feedback which
modeis the same principles of learning that are expected of the
teacher. This involves the skills necessary for (a) observing
teaching episodes and capturing the sequence of what happened
in a script tape (b) from that script tape labeling teaching-learning
behaviors, then generating examples of different types of
feedback (conference) statements to the teacher who was
observad. Since this phase requires acquisition of knowledge
and comprehension of the generalization of the observation-
conference process, practice is achieved through the use of
filmed, taped or live teaching e_pisodes which have been
specifically selected for this purpose. Phase lll of leadership
training also involves participants teaching lessons and becoming
the recipients cf conference feedback from knowledgeable
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PHASE IV

observers 80 there is a continuation of the internalizing process of

Phase |l as well as experiencing the observation - conference

process of Phase lil.

Internalization of Observation and Feedback Techniques

This phase requires the internalization of the skills necessary to

conduct a growth evoking hstructlonal conference. The

participants synthesize the skills to:

1. Observe and script tape a teaching episode.

2. Analyze the script tape.

3. Design objective(s) and the strategies for achieving those

~ objective(s) in a subsequent instructional conference.

4, Conduct the conference modifying strategies as a result of
sensitivity to the teacher's responses.

5.  Evaluate the success of the conference and generate
information which can not only be used in subsequent
conferences with the same teacher but can be extrapolated
to increase the success of conferences with other teachers.

Phase [V involves being observed while conducting conferences

and making modifications as a resuit of feedback from

knowledgeabile observers. Since this phase is a practicum for
developing observation and conference skills, participants
practice observing each other teach and conducting instructional
conferences. This provides continuing practice in all the previous
phases. Eventually this phase should provide opportunities to
observe and hold confarences with teachers who are not involved
in the leadership training, followed by the opportunity to receive

feadtack on those conferences from knowledgeable observers.
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PHASE V

PHASE VI

Comprehension of Presentation Skills for Statf Development
Thl;phasolsfocusodonﬂweaidllsnoce#sarytodesignand
implement a staff development program. Potential leaders need
to become familiar with the research base of current professional
knowledge so they can support the content and respond to
questions they may encounter in their future leadenhlbroll. They
also need to develop skills in organization and articulation of
inservice content (rather than “parroting” it) with special emphasis
placed on their generation of original examples. These examples
must be valid, unambiguous and related to the inservice
participants’ personal as well as teaching experience. In addition,
potential leaders should practice generating hypothetical
questions from inservice participants and creating "satisfying"
answers in anticipation of the "on your feet® responses that are
suetobomededtosaﬂstyme‘yéahbut'reluctanwmgonson
every staif, ‘
Internalization of Presentation Skills for Staff Development
This phase yields leader performance behaviors which model

* artistic practice of the professional content being presented in

district inservice. Those behaviors include the development of
group dynamics skills plus small and large group presentation
skills which can range from showing films, leading discussions
and monitoring learning to being completely responsible for all
content input and participant achievement. The difference in skills
required and peffbrmanoe complexity between Phase lll
(Comprehension of Observation and Feed Back Techniques) and
Phase VI (Internalization of Presentation Skills for Staff
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Development) is as great as the difference between being able to
help a student with his math assignment and being abie to design,
organize, and implement a math program in a classroom of
diverse students. ltlsaquanunleapandmanypoopletryto

“make it from Phase | (knowing) to Phase Vi (teaching the content)
without building essential skills, corrections and the integrity |
generated by the intervening phases.

For most educators, progressing from Phase | to Phase Vlis a
minimum two year growth process of study, articulation, practice
and internalization. This growth process requires continuing
coaching from knowledgeable observers to correct the inevitable
mutations which creep in, as well as to keep adding to and

~ refining the knowledge and skill of the district leaclers. Without
continuing observation and renewal, information and skilts can
become mechanical, stagnant or even incorrect.

3. PLAN
it is essential that from the beginning, leaders from administration and from
teacher organizations work togather 30 a collaborative rather than adversary
relationship be established in planning, implementing and evaluating an
inservice program designed to increase instructional effectiveness. An outside
consuttant can facilitate progression through the initial stages of the plan and
provide periodic feedback to extend the competence of district leaders.
WHO - (in order of involvement over a five year period)
1. Leaders who represent administration and teacher organizations

collaboratively develop a plan and establish a time line.
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2. All central office and local school administrators (and possibly teacher
leaders) develop initial acquaintance with the vocabulary and content of
the inservice.

3.  Volunteers (administrators and teachers), who have the potential for
future leadership, develop knowledge and performance skills in the
content of effective instruction.

4. Future trainers, selected from the volunteers, develop knowledge and
performance skil's necessary for district staff development Ieaders.

5. Volunteer administrators and teachers, who are seen by others as
professionally competent, progress through phases appropriate to their
responsibilities. (it is essential that the program does not initialty become
associated with teachers or administratore needing remediaﬁon.)

6. Any administrators or teachers who volunteer, take inservice to increase
professional effectiveness.

All administrators take inservice to increase supervisory effectiveness.
All teachers take inservice to increase teaching effectiveness as
resources (leader, time, money) become avaliable.

WHAT - (in order of presentation)

There is a logical sequence but content can be learned in any order depending

on the needs of the district and the judgment of the trainers. Following are the

most common categories but they are not inclusive of all the content now
known to be useful in effective and artistic teaching.

1. Principles of Motivation, Reinforcement, Practice

2. Elements of Planning for Effective Instruction

3. Extending Students' Thinking, Task Analysis, Diagnosis and

Prescription

ERIC
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4.  Transfer, Self Concept, Hemisphericity, Retention
5. Lesson Analysis and the Instructional Conference

WHEN

Ideally, inservice is conducted during the work day. If it is done after school or
on non-work days, there should be some acknowledgement of the extra time
and effort involved. If it is just "charity," a donation of time on the part of the
participant, there can be little accountability demanded.

A frequently neglected but essential aspect of the time demands of "when" is
the necessity for systematic follow up observations of the teachers’,
administrators’ and district leaders’ implementation of the inservice content.
These observations should be followed by prescriptive feedback which is either
reinforcing or remediating. Unless there is translation of learning into daily
performance, much of the initial inservice investment is lost. The time required
for observation and feedback (coaching) is one of the most costly inservice
factors but is essential to a successful program.

WHERE
Training facilities should accommodate large group input sessions and small

group discussion seminars plus opportunities to observe and teach in a typical
setting. Often a "center school” can be developed which will accommodate all

these requirements.
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help a student with his math assignment and being able to design,
organize, and implement a math program in a classroom of
diverse students. kis a quantum leap and many people try to

~ make it from Phase | (knowing) to Phase VI (teaching the content)
without building essential skills, corrections and the integrity
generated by the intervening phases.

For most educators, progressing from Phase | to Phase Vlis a
minimum two year growth process of study, articulation, practice
and internalization. This growth process requires continuing
coaching from knowledgeable observers to correct the inevitable
mutations which creep in, as well as to keep adding to and
refining the knowledge and skill of the district leaders. Without
continuing observation and renewal, information and skills can
become mechanical, stagnant or even incorrect.

3. PLAN |
It s essential that from the beginning, leaders from administration and from
teacher organizations work together 80 a collaborative rather than adversary
relationship be established in planning, implementing and evaluating an
inservice program designed to increase instructional effectiveness. An outside
consultant can facilitate progression through the initial stages of the plan and
provide periodic feedback to extend the competence of district leaders.
WHO - (in order of involvement over a five year period)
1. Leaders who represent administration and teacher organizations

collaboratively develop a plan and establish a time line.
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2. All central office and local school administrators (and possibly teacher
leaders) develop initial acquaintance with the vocabulary and content of
the inservice.

3. Volunteers (administrators and teachers), who have the potential for
future leadership, develop knowledge and performance skills in the
content of effective Instruction.

4, Future trainers, selected from the volunteers, develop knowledge an
performance skills necessary for district staff development leaders.

5. Volunteer administrators and teachers, who are seen by others as
professionally competent, progress through phases appropriate to their
responsibilities. (it is essential that the program does not initially become
associated with teachers or administrators needing remediation.)

6. Any administrators or teachers who volunteer, take inservice to increase
professional effectiveness.

All administrators take inservice to increase supervisory effectiveness.
All teachers take inservice to increase teaching effectiveness as
resources (leader, time, money) become available.

WHAT - (in order of presentation)

' There Is a logical sequence but content can be learned in any order depending
on the needs of the district and the judgment of the trainers. Following are the
most common categories but they are not inclusive of all the content now
known to be useful in effective and artistic teaching.

1. Principles of Motivation, Reinforcement, Fractice

2.  Elements of Planning for Effective Instruction

3.  Extending Students’ Thinking, Task Analysis, Diagnosis and
Prescription

4, Transfer, Self Concept, Hemisphericity, Retention

"
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5. Lesson Analysis and the Instructional Conference

WHEN

Ideally, inservice is conducted during the work day. If it is done after school or
on non-work days, there ahould be some acknowledgement of the extra time
and effort involved. It it is just "charity.* a donation of time on the part of the
participant, there can be little accountability demanded.

A frequently neglected but essential aspect of the time demands of "when" is
the necessity for systemnatic follow up observations of the teachers’,
administrators’ and district leaders’ implementation of the inservice content.
These observations should be followed by pres~riptive feedback which is either
reinforcing or remediating. Unless there is transtation of leaming into dally

- performance, much of the initial inservice investment is lost. The time required
for observation and feedback (coaching) is one of the most costly inservice
factors but is essential to a successful program.

WHERE
Training faciliies should accommodate large group input sessions and small

group discussion seminars plus opportunities to observe and teach in a typical
setting. Often a "center school® can be developed which will accommodate all
these requirements. ' "
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BUDGET

Budgets may be lavish or frugal, but reasonable expectations should be based

o expenditures rather than wishful thinking. A "one shot* can stimulate and

inspire but will not produce practitioners who can translate what they know into

what they do. Internalization is a long process which results from inservice

interaction between ptofessionals and practice with feedback. If budgetary

support in terms of time and personnel is not provided for this process, there is

high probability increased instructional effectiveness may not occur.

COMMON PROBLEMS

Anticipating and developing solutions to the following common problems can

do a great deal to alleviate frustration.

1. Too much is expected too soon. The content is deceptively simple in
presentation, incredibly complex in application. Often the content is not
.spelled out clearly enough or understood well enough so those who are
responsible for the decision to initiate a staff development program can
be realistic about anticipated outcomes.

2. Trainers attempt to go from "knowing" the content to teaching other
professionals without the practice necessary for internalization in their
own performance. This resuits in the "never use a preposition to end a
sentence with* syndrome and the program loses credibility, It is highly
probable that trainers will make some of the same instructional errors
that they are trying to remediate in teachers unless performance skills
are developed then validated by knowledgeable observers. Credibility
and integrity of the program will more likely bo maintained if leaders
occasionally teach students in thelr own schools and build in the
correction and humility which resuits from performance in the real world.
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3. Because it is costly in time, follow up of participants' performance
(teachers, administrators and district leaders) with reinforcement and/or
remediation is often minimized, yet this is a critical element for success
as well as the ultimate measure of success.

4. Trainers are discouraged by the "yeah but" reluctant dragons that exist
on every staff. Reluctance stems from several sources. (a) Much past
inservice was useless because it was not based on sound theory so it
became a “this too will pass" fad. (b) Inservice can present a seemingly
impossible time load. (c) Inservice participants are fearful that they may
not be able to learn new skills and so protect themselves by denial and
resistance.

5.  Consclentious administrators often want to start with the "terminal cancer
cases" in teaching rather than first developing their own professional

 skills by working with eager, motivated teachers so competence to
handle more difficult problems is eventually acquired.

6. Effort is diffused by too many projects. While it is impossible to become
single purposed in schooiing, if teaching effectiveness is to be
systematically developed and enhanced, major time and budget must be

- gllotted to that objsctive.

7. Once people are "trained" the temptation is to assume they're "finished"
and get on to the next group. Research tells us that distributed practice
usually is necessary to maintain any performance behavior 80 systematic
renewal and extension of skills must be scheduled and funded.

8. Districts often proceed without a long range plan so attention, effort and
budget can be consumed by ad hoc interests and emergencies. As a
result, essential professional time and energy is diverted or diluted.

14
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9. Leaders do not receive periodic renewal, remediation or extension of
ineir skills. These people are the fountainhead of a successful program
and their competence continuously needs to be enhanced.

SUMMARY .

Resear:h is mounting which attests to the imponan; of the principal as an
instructional leader, and to the necessity for increasing instructional effectiveness in
the classroom. Waves of "quick fix" panaceas have come and gone as schools
changed curriculum, materials, organization, technology and staffing. Because the
basis of professional competence had not been articulated, teacher certification was

assumed to denote instructional effectiveness even though evidence to the contrary
was present in every school.

We now know there is a science undergirding the art of teaching. That science can
predictably be acquired. Resulting increases in teaching effectiveness can be
observed and validated in subsequent instructional performance. Effectiveness

. cannot, however, be mandated, admonished or acquired in "one shot” inservice but

requires enough time and coaching for internalization and "polishing® before artistic
performance becomes possible.

A district which plans, implements and supports continuous inservice for instructional
effectiveness will reap rich rewards in student learning, parent support and
professional satisfaction.
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I partmient  of  Lazaews  High
%luml in Sucramento, Califor-
mn aee um:udumg nw luclnmg strale.
gics for use in some of theie coures,
The model of teaching they are now
studying is Synectics (Lndou. 1961),
desigued to: :timulate mctaphoric think-
ing. Several membens of the depurtinent
think Syicctics will be useful both to
enconirage craative weiting and in the
study of Rction ad poctey.
The Eaglish teachicrs bogan theie ex-

%k, Synectics. Latcr, su ou the
strategy camic to the school, detonstrat-
od it several tins, and held discussions
with the teuclers. They alo suw a
videotape of Cordon explaining e the.
ory hehind Synectics and  visited @
schoul in Stockton where keachiers have
ued Syncctics for e last two or theee
years, ‘ITien, hused on Synectics, they
planned minikasons in creative writing,
puctey unalysis, aid tie use of metuphor
in loneaco'’s playx. Fach teacher prace
ticed the teaching strategy several thines
with the other deuchers: and, Anally, k.
tcams of two, they bogan to ry & out
with the nunt able students in thele
clective crcutive writing clames. One
am eanber aught wllilc the other

and offered contructive eritis
clsm; tloen they switcld places. Some.
times they taught together, Fach pracs
ticed several Hines with the “coaching
p:’hm sent & mﬂcct"mn ' '
and 0 offcr suggestions shout how o
im thenexteedal, .- -5 ..
o still working in teavns, tey
began o use Svictics in u kw of thele
courscs when it appeaned e stratogy
mﬁl be it peecluctive and likely b
Nt m?nhiugl\. they fonnd
the lmdc« part of using 3 ew nwnded of
teaching was st leaening what b do us
a teacher but teuching the shixdents to
relate to the wdel. For exanple, part
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of the Synectics strategy invulves asking
students to gencrate “personal analo-
1 gies” by "being a tennis ball, dinesaur,
wnmower. or toothbrush.” St stu-
dents were puzzled by ghe instruction to
“be a toothbrush and describe luav vuu
feel and what you think about youe
users.” It took time for them to “tune
into” the procedures and kel connfort
able with them. The Synectios nuadel
also asks students to share their writing
blicly, an wncomfortable procedure

¢ some of them,

As time pussed the Lazanas team
found it usctul to rercad parts of Cor.
don’s book and revisit the teachers who
were more cexpericnced users of Synce-
tics. They were fortunate to obtain the
consultative scrvices of a Synectics cx-
pert for a day. She reviewed the theory
and gave them tips for practicing and
coaching onc another.

The Lazarus tcam is studying alterna-
tive models of teaching (Joyee and Weil,
1980) and is using training procedurcs
that virtually guarantee the sucecssful
implementation of almost any ap-
-] proach. The elements they use includc:

® Study of the theorctical busis or

rationale of the tcaching method
. @ Observation of demonstrations by
petsons who are relatively expert in the

]  © Practice and Wh.m«d
conditions (such as trying out the strate.
gy on each other and then on children

who are relatively easy 10 teach)
one shuother
| into their

coechi

finally,
.thid?cm

tions, and practice with focdbeck—peu-
vided they are of high quality—arc suffi-
cient ia cmblendm bumg 2
I : II u y . .o " "'

nately, the devc‘m;en 2) skill by
N ouself dza not ensure tmt;fcr: relatively

few teachers, having obtuined skill in »
new approach, will then transfer that

Like athletes, |
put newly learned skills to
use—if they are coached.

teachers will

skill into their active repertoire and use
the new approach regularly and sensibly
\|l'l|¢l'l they receive additional infonna-
tion.

However, when thie coaching compo-
M:I.) is sdded and imp'ﬂ::ll:ﬁ'd lcn:;
tively, must (probably ucarly all) icach.
crs will begin to transfer the new moded
hito their active ire,

reperion
While the major portion of this srti-
cle is devoled o the cusching proces,
we want 10 cinphasine that the other
contponents arc extrencly important if
skill is W be obtained. Unkas penple

n-ea?:‘l:d. ‘scutially, ouce s teaching

skitl has been obtained, it neods to be
transformed when it is transfereed in:?
the active repertoire, The conditions

the classraom arc diffcrent froms tralning

i
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situations; onc cannot siniply walk froin
the training scmion into the clussromu
with the skill completely ready for se—
it has to be changed o fit classeoo
conditions,

. The appropriste use of the skill in
context also requirns ot an under-
standing of tih students, subjoct usticr,
objcctives 1o be achicved. and disuen.

v context unlil it is
the ssue kvel of Ruidity as

o
clement of the previously existing rep-
| ettoire w :

" nllmnp ntm'i;at fur-
bolevion that have

P

I
|
i

;
R
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first jomewhat
88 the (escher moves ﬁdz"?mw

:
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1 relaxed stance, relics more oot fiitative
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in context sonthis off rugh ug.m ad
the new strategy gradually fees as cone-
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fortable and “in control” s the old o | Forecasting the procuss of teansfe is | The Process of Coaching .

did. extrcincly impartant. “Tecachers need to (deally “cosching teams” are devel
I urdee for teschens to oficctively | understand that they cannet simply walk | during the training procest. If we had
attack the trasfer problen tor, really, | away from a training session and have | our way, all school facultie: would be
prevent it fronn being o problaw) thiee | no dificulty thercafter. Quite often | divided into coaching teams who regu-
techuigues are available in addition wcachers who attend eclatively weuk | larly.ohlcmmanolh« s beac and
caaching: . training scssions and then try o apply | provide helpful information, k,
. . _ what they have leamed report that it and 10 forth. In shot, we recommend
o Forceating the teamler process | 80 o 0 "0 course it doesn't work. | the development of 3 “cosching envi-
| theoughout the teaining eyl With weak training, the product could | ronment™ in which all pernonnel see
@ Reaching the Dighest possible bevel 1 (o0 "oy “Fuen with the strongest | themscives 23 one ‘another’s cosches.
of skill dc-\-clc.»pmcltt during tmmmg" | aining, there is a period of discombort | But, in the J""‘"‘ context, the primaty
¢ Dovchping “esceutive cmtrol.” | or'scing any new skill. Even cxperi- | function of cosching is o assist the

that is. 3 “wcts undentanding” ahout enced capable teache ition of s of .
Iu.:w lllcalll::':‘l w:nlu. luw zt‘cau bhe and s should be | acquisition of new elemen epet

. th t the training toice. |
fitted into the instectional repertoire, g The of tesching involves five
:m:l how it can be adupted to students. that they will need o gear w major m ¢

ves
for a sccond stage lumiwtwil
come aftce the skill has been |opd. @ Provision of m”“wip ‘
~ Skill development, of coure, is cs- @ Civing of technical feedbeck
; Ml- Whetl we lhill.k o‘. Me' o‘ .m'”h d .wrmﬁ”: Cmﬂdiﬂ‘
teaching of average difficulty, we as-| ko ontrol

| sume that the study of theory will occu- | ™"\ 4 v the "

‘py 3 much a3 20 1o 30 hours (complex o Pe W‘ bell‘ “. M“""“"

models require much more than that). ons .

At least 15 %0 20 demonstrations of the fdenMCuch-
model should be observed, using learn- | ing’s first function is to provide inter-
th vacious characteristics and sev- | change with anothet human
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tanged. check lo see whether all the

wts of the strategy have been brougit

gether, and so on, “Technical” fued-
back helps ensure that growth continucs
through practice in the_classroom. The
pressures of the context tend to diffuse
the teaching experience and draw atten-
tion away from the new tesching strate-

. The provision of technical feedback
alps keep the mind of the leacher on
the business of perfecting skills, polish-
ing them, and working through problem
areas.

Neady any teacher ‘'who has been
theough a training process can leam to
provide technical feedback to another
teacher.?

The act of providing feedback is also
benchicial to the person doing it. The
coaching partner has the privilege of
seeing a number of trials of the new

4

ished and how we t sccomplish

: :LuD.ud traini “n‘e':oehlmhdn

need o ) ble amount of
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ot the mo.dcl.w'l;nce‘n.'z the process of

transfer begins and practice in the class-

coom intensifics, closer and closer atten-
Ocroser 1982

tion must be given to appropriate use
(Showers, in prussi.

Adaptaticn lo the Students. Succens-
ful teaching requires successful studeint
tesponse. Teachers know how o enguge
students in the instructional processes
that arc most comnion; a nwodel that is
ncew to a gmup of students will canse
ther trouble. They will need to leurn
new skills and to becone acyuainted
with what is expected of them, how to
fu.::me demands d: the new nictlud,
8 to gauge their own cxs. In
addition, the model of mdlmq:ds to
be adapted to At the students, Marc
training must be provided for some,
more structusc for others, and so on. In
the carly st':'gcs adaptation to the stu.
dents is a relatively difficult process re-
quiting nmwch dircct assistance  and
compunionship. \

One of the najor functions of the
coach is %o help “plavers™ to “read™ the
responses of the students to muke deci-

sclves during tho cardy tds. Tohen'
lack of dnterpennel support ol closg
contact with othen in the contest of
teaching is a tragudy. Coaachiing redices
this isolation and incrcases suppont,

Who should coach? We're eally s
surc about that. On a practical busis
most cuaching should by perfornwd I
tcums of tcuchers wurking together to
study new appraaches to teaching and to
polish their cxisting dcaching  skills.
There is 0o scason why adwinistraton.,
curriculum supurvisuns, or college peree
fessoes camt alo be effective cuachies.
But from a purcly logistical puint of
view, teachen are claser 0 one another
and in an excellent psition to caeey out
mit of the coaching Ructions.

Parallels With Athletic Training
We are beginming to discover purallels
between the problem of tansfer in
teaching and the problenn of transfor in
athlctic skills.
‘l::‘u‘t':&ng b b s miany llo.i'np. in
e
«
bl this is to rcles, mm'l’..i

!
i
i
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| tacklis

cin't currcct it till they know. 57 i
3| what the skill is? :ag:cf,-:-.:s:g;iq_' .

"] strate with pec

Itrigued by the obwious parallel be-
tween Cosch Brooks' plavers and our
teachers, we asked hin to talk ghowt
teaining and the peoblenn of tamfer,
“I'he resulting interview eevealed steiking
similaritics in the teaining  probles
faced by teachiers, foothall playens..and
theie ciaches.

O: Cuuch Braoks, 1w interested in
how you approach skill developuwent in
foothall training and if vou consider
the transfer of thase skills to gaine cone
ditions to be a scparate tesining prob-
lem.

A: Although oue players coe th us
with skills, we retcach amd rehne those
skills as though we were starting from
sceatch. We teach then our way of do-
ing it, hecause all those skills have to
fit together into one team, they'ee all
iulcx-pcudcul.

L d

Q: Could you tell me your appraach
to skill developiment?

A: We use a partwhole/part mcthod.
Al skills arc broken down into discrete
stepe. We work on each segent, then
cothivre them iuto wholc skills, then
into plays, cte., then go buck and work
on the specifies of skills that are giving
problens,

Q: Could you give mic an cxampke of 2
specific skill and how you would ap-
prouch the training for that skill?

A: The fundn':;r.-uh:'ls «: :lc:ki: ‘a'ng :

ding the kneos sd strik-
ing a blow. All positions ne;a llnil“""é.
akill, Tic trick is to get the plaid B -1

visuslize, b0 have & mental pictureof - |

how i bk and Do it focks. Other-, 35

wise, foedbuck tan't effective. We can 5} -He: .

el them where it's wiong, but they

. TR T3 X LR ARS 3R
Q: How da you get thom o “kinow™ ¢ t'
.- LI "1.'.."‘ Y ‘o':. X
A: We tell them, '_lum'l]mf ‘:u'n:'i_;f',
ple and with fln, show
them fling of hanachves, have' them -

with the mechanical duniy.

e have themn practice cach nune
scparstely, then put the nines logeth-
er, Rest one, then two, then throe—
how their knces should be b, where
theie aemis should cone up, where
they steike, what all the muschs

should be doing. We diagnese peoh-

88

les with the dunnny and keep ex- Q: How docs the training break down
plaining how it should wark, ovee and | foe vour plavens right now, before
OVCT agditn, i sequence. school starts?
Q: In teacher training, we helieve that | A: We spend three hours in the class.
thewecticul widerstandinng i important | 00m aid two hours on the ficld. On
for tater perdformance. How imporant | it own they spend a couple of houns
B it in fouthal il und s couple of houn vt
| ¢
A: It's cssential—they must undenstand | trainers, working out their bumps and
how their bodics work, why certain bruises.
sl groups e e tons | @ And sher school sarts?
explaining. . A: Welll 45 minutes a dav in
: class, two hours on the practice ficld
Q: Afer iy have mastered blocking | plus whatever they can manage on
to your u" ction with the dummy, theie own, after studics.
thew what? Q: How does that difier from pro foot-
A: Moving fronr the machine to a live | ball players’ training regimen?
best is difcu&: movi; fro;n icc to | A: They meet two or theee hours daily
a ganwe is also very difficult. in positios offens .
peuple have all the physical ability i mmﬁ“&wm ive and de
the world, all the moves, but can't themselves and theit then
play because they can’t grasp the entire | practice two 1o four hours a day, de-
picture. work and time with the train.
Q: We have with transfer of ;: h‘:::';:m W get into
e 0 Aarsb AR - what :.m I
s i offoorkall? What wil you be | ([ bt e e o o o,
ly,
Syt Ty | e e
you qua o .
ou transfer? mm s goif club, or laltilﬁn. an
A: Fear of ilure i o factor, My job is | Suiry proscdusc for aclence weaching
| 1o crosk confdencs and succas stus- | ¢riging practice. The fact that the new
o be overlea )
sey're piot skill may have been perfected in r::l
for s bk -
whet'the "‘mf""“ or behind | 0 P e now Trvar.
s doly ,‘%{“"-: nemrari ] nest is oien enough (o ensure a retum
A T o o suach | 0 the former smooth, f lew eficient,
P fe R o do it |l e frmer s, o cic
DR ST AN SR I the most striking differcnce
o SEPEITIUTT iy les sd achen
A: Fist, we rc-cinphasizc skill traini inital assumptions. AtNetes do not be-
e e o | Ty wedeaid e cnormo
R T
rdcat on on, . . We, o ol . have
just '8 new kind of teaching. Caucliing oﬁe:'c behaved as though teaching skills
is really just ieaching. We work on were 50 easily oa:itd that » sin:rlc
mﬁd:'l:c lﬁr putting ﬂu-:.n h‘n situa- :;:mhﬁm m y or n-
Wy Can K o videotaped dermonstration suin-
e, I.f*:“;uy w: ﬁfiicl;\g z'f:;;?ﬁ."ﬁa zi:'nt o cm‘tlm: :luc‘cmful clrxx:||pcr
twn wev wn i 0 now, wirce. To the extent that we have
m:’me lm:l'c? tell b lo:ls‘ gcttin::’“ c«m'mnmica':d this nnmgc‘l.o tcachers.
stronger, we lave prohably misled then. Leam-
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gt use an inductive strategy for the
feanting of concepts is prodxhly at leaust
s dificult as fearning to theow 3 block
properly. ‘

Cuoucly Browks” description  paeallcls
the argunent we luve tried ko make.
The tnk of leaming mew skills and
integrating them, not only as an individ-
ual perfortice but as un entire testn; the
knowledge thut we'll generally make you
wurse we make you betler; snd the
impurtance of cuntinuing to try when
results are discouraging cloquently de-
scribe the transfer process. The necessity
of ovedearning skills to the point of
awtomaticity if they are to be uscful in a
more cunplex setting is reflected in his
training regiten. “Exceutive control”™ is
sought in the cnpliasis on theory and
the clasroom work on Splays,” “gamc
plans.” and analysis of Rlms.

'Iln:| clements of t:?dlilt‘ in Oc:chh
ing—the peovision of conipanionship
and techimical feedback, analysis of ap-

plication and students (or oppusing
teanus), and personal facilitation—are
clear in the interview with Cuach
Broaks. Foutball players, however. have
# built-in advantage when implenicnt-
ing this pruccss; their training is orga-
nized us 3 group activity with continu-
ous fkvdbuck from coaches. We canic
away from this interview fecling more
strongly than ever that leachers miust
;I:: organize llmnnl: into groups for

cxpeess pu traing -
scives and acmt and b0 facilitate
the transition from skill developmient to
transfer. EL

Teansber of new items of rpertvire is
more dificult thun the transfer of skills that
polish or “fine tunc™ models of iuching in

ing repertoire,

fTechuical fecdback should not be con.
fuscd with generel evaluation. Fecdback in-
plics no nt about the overall quality
of scaching but is confined 1o information
shuut the cxecution of model-relevant skills.

* ruary 1980 379-345.
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sble s “in control” s the old ane | Forecasting the process of teansfer is | The Process of Coschi ‘
‘f;;:ltablc and “in conteod .».‘l w old e cxtt:-::cly .:‘;m': oschers :'cul :‘; :de;"y :::d“ t“m“!‘“ l‘f“

W aeder for teaclien to oficetively | understand that they cannt simply wa uring the training process. If we
att:'l:‘lﬁ‘;?u?'lu‘l"ufcrJ:n::‘k'm.lm. reully. | away from a teaining scssion and have | our way, all school faculties would be

it frons being 4 poblemt tiree | no dificulty therealter. Quite often | divided into teams who regu-

B s are available i akditon o | Wachcrs who stend eclatively weak | larly observe one another’s eaching and

coaching: training scssions and then try 1o apply | provide helpful information, 53.:&.

o Forcasting the tramfr process what have lumd‘ l;p::.‘wt :;:I w0 forth. In sl;d._« ma;w

througliout the traiving cycke m“m‘k q““’:n‘ —d mh"" 'hkh*' .umhh "
® Ruuching the highest prssibile level neves M.“E'm*‘ with "u:"'" ronment = one’ m’ el

of skill developaent during training | it Tt oeriod of m ‘M"““'lh h"" “dmh“dﬁmmry

® Developing  “cxccutive conteal,” | Lo £ function . ist the
that . @ “wecta undentunding” shout amd‘:in? d m&um acquisition om of reper-
how tie model works, fow it can be | S W‘Fr the re.
wi

fitted intn the istactional repertoire,
and lm.w it can he adapled to students. ::"‘M

major functions:
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tanged, check to rve whether all the
wts of the strategy have been brought
gether, and so on. “Technical” fed.
back helps ensure that grouth continucs
through practice in the classroom. The
pressures of the context tend to diffuse
the tesching experience and draw atien-
tion away from the new tesching strate-
. The provision of technical feedback
ﬁlphcpthe mind of the tcacher on
the business of perfecting skills, polish-

d‘Nurly any teacher ‘who l\t'been
rough 3 training process can leam to
pcov":g :lechnical &cdback to another
teacher.

y
i
by
o
1 1
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1
3
b
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tion must be given to appropriate use
(Showers, in press).

Adaptation to the Studenis. Success-
ful scaching requircs successful student
response. Teachen know how o enguge
students in the instructional processes
that arc most common: 3 nwdel that is
new 10 2 of students will cawsce
them trouble. They will need to keane
new skills and to become acquainted
with what is exporicd of them, how to
:u“lgw demands lh:i‘ the new nuﬂu:l.

(o gauge their own progreas. In
addition, the madel of icaching nceds to
be adapted to fit tie students. Maec
training must be provided for some,
more structuec for others, and so on.
the cady mg:: aduptation to the stu.
dents is a eclatively dificult process re-

quiting much dircct assistance and

compenionship. :

Onc of the nuzjor functions of the
cosch is 1o help “players™ w0 “read”™ the
responscs of the students to make decie

iy
%ﬁ
;

behavior and it is dificult o woery
the s well
tion. The successful usc of a

:

schves during thew cardy triabs. Tadwn'
lack of interpersanal support e clone
contact with othen in the contest of
teuching is a tragudy. Cimacliing exluees
this isolation and increases suppuert.

Who should cuach? We'ne reully ned
surc about thet. On a practical husis
most cuaching should be perfonned by
ks of tcachiers working together W
study ncw approsches ® teaching and to
polish their ‘cxiﬂiv:'w ting  skills,
'l'lu:tc‘iis 10 rcason why admit';e:un»
curriculune supcrvises, or college peo-
m cannt al:: be e‘ecti\vlc uncr:':.r

m 3 purely logistical point «

view, teaclen are claser to one anaother
and in an execllent position o carry out
st of the coaching Ructions.

Parallels With Athletic Training

We arc boginning to discover paralicls
between the o of taansfer in
teaching ;"Iﬂ the problan of transfer in

athictic
Thoee s
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"1 tacklie

.| them Rlins of thenmelves, have

tutrigued by the obvious parallcl be-
tween Couch Beooks' plaven and oure
teachers, we asked him to talk ghaout
teaining and the problans of transfer.
"The resulting interview reveaked steiking
similaritics 10 the training  problems
faced by teachiens, foathall plavers, and
theie couchies.,

Q: Cuucli Browks, F'm itsterested in
how you approuch skill develupuent in
foothall trsining s if vou consider
the transfor of thse skills to gane con-
ditions to be a separate training peob-
ket

A: Although our players come to us
with skills, we retcach and rcfie these
skills ax though we were stueting from
scrateh. We teach them our way of do-
ing it, hecause all those skills have o
At together fnto one team, they're ol
interdependent. -

Q: Could you tell e your approach
to skill development?

A: We uxe a part/wholc/part method.

All skills arc broken down into discroi:
steps. We work on esch segmient, then
combine them futo whole skifls, then -
into plays, cte., then 'r back and work
on the specifics of skills Hist are giving

Q: Could you give nic an cample of »
spucific skill and how you would ap-
peoxach the training for tat sill? )

A: The Rundanentals of bl king snd :
wding the kncer o

inga
: &Bl.“ielﬁckkh.daww

visualize, to havé a nm:iteﬁé‘o’f H

how it looks and how it focks, Other-, 4
wise, feedbuck bsn't ciective. We aan_ &
tdl them where it's wrong, but they
| cin currect it till ey hﬁ,’;?{:g‘?

oy o
. IR UL X8 o Yo ‘;':ﬁ?
Q: llow do "y

. rm gt them o “kneow” &

what the skill is? 27ie2:30%0

o N o ";3:'2'!#" s

o] A We kel then, show thevin, demont .
strate with people and with lilu_u‘n."dmw~

thew
with the nawchanical dummy.
“:‘l:ﬁvc’ ﬂ\::l“ M‘k‘:aﬁ um
. put the nunes t-

cr, st one, then two, then threee—

how their knees should be bent, whre

their armis should conte up, where

they steike, what all the muschs

t| Reeveryons.

should be doing. We diagnase peol>-
X

lems with the dwnmy and keep ex-
plaining henw it shonld work, over and
OVCT again, in sequence,

Q: lu teacher training, we helicve that
twurctical understanding is important
foe later perfonunance. How important
is it in foothall skills?

A: It's cusential—they must understnd
how their bodies work, why certain
muscle groups in certain combinations
achicve certain cffcets, We never stup

explaining.
Q: After ﬂmw mastered blocking

% your satisfaction with the dunimy,

o a game’)
Bon? . G R 0L
. “The sccond, thind, bux

 guys 88 well-awe're alv.-r,':':ock-
ti:'nwmd exceution. Theu we
work hardest ot indegration, which &s |
just 8 new kind of deaching. Couchiing
is rcally just dcaching. We work on
‘unfidenee by putting thew in situa-
dons where they can see the improve.
ment. I 2 guy was liRing 00 pounds
two weeks agn snd i lifting 350 now,
00 one has to kdl him le's gutting
stronger.

92

Q: How docs the training break down
for vour playens right now, before
school starts? ‘
A: We spend theee hours in the cluss-
:mu and dt:; l\ou:l on tltcpzcl:lf. On
wir own they sperd a cou hours
in the weight room and ng out
and another couple of hours with the
m. working ‘out their bumps and

Q: And after school starts?

A: Well 43 minutes a day in
class, two hours on the practice field
plus whatever they can manage on
their own, after studics.

Q: How does that differ from pro foot-
ball plavess’ training regimen?

we have prohably misled the. Learn-

Eavcarnosar LeEanersite

BEST COPY AVAILABLE



LA 'gqj
s

g to use an inductive strategy for the | plication and  students (or oppusing References ]
kearning of cotcepts is pmlulx/ at lant | tcams), and personal facilitation—are r ‘
J.\ dlﬁuult as leuening to theow a block | clear in the intenvicw with Couch uc"""{“‘u“ sn““‘ )1 hi"";‘&f:v Cam.

werly. Brooks. Foutball plavers, however, have ',:‘:‘“‘ lmmdl. Sanhe. \l “M

Omh Brooks' doscription paralicls | @ builtein uhm?: when implenient- of Teaching. Eiglowood Clile. N.1. N
the arguenent we have tried o nwke. | ing this process; their training is orga- tice- H‘“"f“ [
e twk of learning mew skills and | nized 23 2 group activity with continu- Joves. Mﬂﬂm m -
integrating i, not only as an individ- | ous feedbeck from coaches. We came {nservice Tt The Messages of
R Edeesimel &
uul pcrfcmnm but us au cutiee teane; the | away from this inkerview fecling more nu'uuww.. 37 (Feb-
: that we'll generally make you | strongly than cver that teachers aiust |- ruary 1980y 379-183.
bdt«wmkcmbcﬂcrmddw akio organize themselves into groups for |  Jovee, Bruce, and Showers. Beverly.

:mpothucc of continuing o try when | the express purpose of traini 1« | “Teacher T""‘h Rosewrch: Working Hy- :
results arc discouraging cloquently de- | scives and cach other and 1o facilitute :“"’ Oesign snd Directions [
scribe the transfer The necessity | the teencition from skill development to Further ng of the M“‘"’.‘“&" .
of umlamn‘l;gm lls v ':I:: m:zl:ltt of | transfer. EL MI % soct i‘h"l_.‘“" m“'”.
autonwmticity are to na

nore cumplc.x sctting is reflected in his | Tender of new items of jrc @ | Showen, Beverly. The Cosching

h on Transfer: An Experimente! Study. Eu.
teainitng reginien. “Executive control” is moce difficult than the transfer of skills that , Ore.: Center for Educstional Policy
mght in the cmpliasis on theory and | Plish er -ﬁ"'."“" models of teuching in | Fo70 . )
the classroom work on Splays,” “ganic mu' feodback should not be cont- o
pluns,” and aiwalysis of Alnus. fm«l vﬂlm evaluation. Fecdbuck in- - j

The chanents of cusching in tach- hﬁm sbout the mll qu-lily - -

ing—the Ewimm of companionship ofludoi
-.ﬁdm fculbuck. amr. of ap- Mhmd utodel-ulcmﬂ skills.
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ELEMENTS OF INSTRUCTION: Page
Select Objectives at the Correct Level of Difficulty..........ccoeeeneneee. 1
Teach to the ODbJECHVE....cccoviiriiinrariirrenicsisnnneanesnssnncsssasiennes 2
Monitor & Adjust........cocvuviieniiieininnieieenen e 3
PRINCIPLES OF LEARNING:
MOtIVAtON. ..v.ivuieetinernieenirresieaerserasarucaissnsenssisasssssasssssnsnsans 4
Rate‘and DeGIEe ...ouiviieiiiiiniiiiiineciiiereieesueestnieestocnsentostotanaens 5
o Active Participation .......ccccieiiniiccriinraieceiectneniieciossenccennens 6
. hMMnt ............................................................. 7
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TrANSECr. . it ciiiiiritiiirecitiictttaiirestsserssactecaucressostssarsassanaons 11

Teaching is a stream of decisions, the implementation of
which increase the probability that learning will occur.

Madeline Hunter
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SELECT OBJECTIVE AT THE CORRECT LEYEL OF DIFFICULTY

Definition: « the decisions and actions of the teacher wherein he/she
determines where to start teaching by matching
appropriately the students and the content.

Critical Attributes: « learning is incremental
Factors: 1. Formulate the objective

A. content - what is to be learned
B. student behavior
C. thought process (Bloom's Taxonomy)

2. Task Analysis

start with an objective

state qualifier

. state baseline

list essential components

consider independent and dependent sequence

Monw>

3. Diagnostic Activities
A. formal

B. informal
C. inferred

When: « formulate the objective - always, in some form
o Task Analysis - always, in some form
« diagnosis - always, in some form
Why: « to use instructional time more effectively and efficiently
« to provide with greater accuracy for the instructional needs
of the students .

Examples:
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TEACH TO AN OBJECTIVE

Defirition: « the relevant actions of the teacher as he/she implements
decisions regarding the instructional objective.

Critical Attributes: . 7{!?&

Factors: * Four teacher actions

A. provide relevant information

B. provide relevant questions

C. provide relevant activities

D. respond to the efforts of the learner

When: « whenever we teach essential information/skill
Why: « to utilize instructional time more effectively and efficiently
« to help students identify and focus on the essential
information/skill
Examples:
2

37




MONITOR & ADJIUST
Definition; « the behavior of the teacher wherein he/she elicits an overt
response from the student(s) and acts on it.

Critical
Attributes: * gvert

Techniques: 1. Monitor the progress of the student(s)

A. elicit overt, relevant response
B. check the response

2. Adjust the teaching

A. interpret the response
B. acton the interpretation

reteach
practice
abandon
move on

When: « continually throughout the leaming, especially with
' essential information/skill

Why: ' « to provide for continued diagnosis

« to determine when and if the students are ready for the next
increment of the learning

. 98
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Definition:

Critical
Attributes:

Factors:

When:

Examples:

ERIC

Full Tt Provided by ERIC.

MOTIVATION

« the ability of the learner to maintain focus on a task with an
intent to learn

« focus

1. Success

a. level of difficulty
b. recognition

2. Interest

a. vivid

b. novel

c. meaningful
3. Level of Concemn

a. raise
b. lower

4. Feeling Tone
a. pleasant
b. unpleasant
c. neutral
5. Knowledge of Results

a. immediate
b. specific
6. Attribution

« continually throughout the lesson

+ to help students maintain relevant focus on task

* to promote the likelihood that learning will take place

a9



RATE AND DEGREE

Active Participation
Reinforcement
Anticipatory Set

Closure

100



ACTIVE PARTICIPATION

Definition: « the consistent engagement of the students mind on that
which is to be learned
Critical
Attributes: * consistency
Factors: 1. Overt
2. Covert
3. Covert/Ovent
When: « consistently throughout the lesson
Why: . t? promote rate and degree - students learn more and learn
aster

‘10 promote involvement and accountability on the part of
the student

« 10 provide the teacher opportunities to monitor

« Active participation relates to all the Elements of Instruction

Examples:

~ 101

%

-
e d



- REINFORCEMENT
Definition: « the interaction between the behavior of the student and the

reinforcer of the teacher - the se of the siudent to the
reinforcer determines the kind of reinforcer

Critical :
Attributes: «immedigte, linkage
Factors: 1. Positive Reinforcer
2. Negative Reinforcer
3. Extinction '
4, Schedule of Reinforcement
When: + when there is a need to modify student behavior
Why: « to strengthen behaviors that promote learning
* to suppress and/or eliminate behaviors that interfere with
learning
Examples:
7
Q 102
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ANTICIPATORY SET

Definition: « the opportunity for the students to bring prior knowledge
or experience te the current leaming situation provided by
the teacher, performed by the students

Critical

Attributes: « transfer, focus

Factors: 1. Relutes to objective

2. Relatesto past (transfer)
3. Active participation

When: 1. beginning of lesson
2. after interruption
3. beginning new leamning objective

Why: . }o promote rate and degree - students learn more and learn
aster

« to focus students' attention on the upcoming learning

Examples:

©

ERIC
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Definition;

group
Critical

Attributes:

Factors:

When:

Examples:

CLOSURE

* the opportunity for the students to bring forth a sunimary
of the learning and a chance for them to inventory or
the essential parts of the icaming

* summary

. Explanation of leaming in own terms, oral or written

. Opportunity to do again; repeat
. Active Participation

W N -

. Formal - at the end of instruction or lesson
. Procedural - at the end of a learning

N

. g)romote rate and degree - students leamn more and learn
aster

* to provide opportunity for students to inventory or
organize the leamning

* to provide an opportunity for the teacher to monitor
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Definition:

Critical
Attributes:

Factors:

When:

Examples:

RETENTION
« the ability of the learner to remember leaming
 mental access

1. Meaning

a. value

b. stucture

¢. Mnemonic Device
2. Degree of Original Learning
3. Practice

a. how much?

b. how long?

c. how often?

d. how well?
4. Transfer
5. Modeling

a. correct/accurate
b. critical attributes

6. Feeling Tone
a. pleasant

b. unpleasant
c. neutral

« at times appropriate to each technique
« students retain leamings via a number of different

strategies. The above list increases the probability that
students will retain more as various techniques are utilized.

10

105



Definition:

of

Critical

Attributes:

Factors:

When:

Examples:

TRANSFER

* the ability to learn in one situation and to use that leaming
in a modified or generalized form

Kinds of Transfer:

« Positive - when the old learning assists in the ééquisition
the new leaming |

« Negative - when the old leaming interferes in the
acquisition of the new leamning

+ usability

Similarity of two leamings

Association of two leamnings

Degree of Original Leaming

Identification of essential and unvarying clements

hwp=

a. categorization

b. identification of critical attributes
c. preliminary practice
d. gencrulization

« at appropriate times throughout the lesson

* to promote transfer or leaming
« to eliminate factors that may interfere with learning

* to help students form relationships between various
learnings

11
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I learned:
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today was:

I would have liked:

A problem I solved
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more about: I plan to:

I would like to know

Use reverse side for additional comments and suggestions. Thank you!
Adesod fram 1 form deneloned bu Sidneu L. Hahn, University of Nebraska at Lincoln 1985
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TRANSPARENCY TABLE OF CONTENTS

TITLE COLOR
1. Introduction Blue
2. Script-taping White
3. Process of Instructional Supervision Yellow
4. Conferencing Blue
5. Staff Development | Cherry
6. Implementation Green
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INTRODUCTION

l} Workshop Purpose [} Knowisdgy, Skilis and
. ‘ , * Kaowledgs of Bloom's Taxouomy.
¢+ The Development of the Skills Nesded to s« Sume objectives in parformancs terms.
D oo o nstructiona] Separition S+ Formulen s tak snalysis in relation to that
i chjecive.
: « Demonstrate comprehension of the criseria
(Elaments of Instraction) used 1o diagnoss
instruction.
[} Teaching the Elements P> ATwo-Part Process
Topic: * o Knowledge of the Bssential Elerasats of
Definition: . Instrection Interacting with Principles of
Factors: . E Learning ond
i ~ : * Followap acivties designed 10 provide
Tochmiquss: S fodioack 10 the teacher reganding he
Bxamples: : epplicstion of the essential Elemsents of
:  lnstrecton in s live waching episods.

} Instructional Supervision

The maia purposs of instructions! supervision

: is 10 improve the process of weaching by
: cooperats more when eacouraged vather than : obeerving tesuers, describing thelr sctions in
: m"""'" o foc E terms of the essential clements of instrection,
. rl-r bebavior we espouse {  winfordeg what they are doing well, and
students also apply 10 educstors. ¢ eaching them addisional or ahernative ways of
H schisving instrectional goale.

BEST COPY AVAILABLE
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INTRODUCTION

[> Research and Behavior
Change

Mathed % Indiesting Chenge

odel Bohavier 16158

Miwe-Tosthing e 3B

ntatn L

-
e sevs e

l’ What is Instructional
Supervision?

Instructivnal supervision assesses a specific
lesson, sets an cbjective to seinforcs and an
objective 10 teach t0 improve the teacher’s
instructional skills, reinfoross whet the teacher
doss well snd should continue 10 4o end
tonches & ekill that needs refinarnant. This is
dons with the understanding that there will bs
& follow-up obesrvation st & specific tims

¢ agresd upom 10 ses if the teaching skill has

¢ . beenapplied.

instructional Supervision
» vs. Evalustion

Ons way 10 distinguish detwesa evalustion
, ond instroctional supervison is 10 consiGer the
s difference between & referes and & coach.
o Bwination soquies ¢ saliuse,
o lnstvestionsl supervision soquines & soash.
¢ Tho saben ealle or malne judgemonts besod ea ol

phass of e eporation,

o Tho conch s ewase of what b guing on, bt Sl

o 6 svenghs nd wise to meln e lprovensst bn
sons that nend bngrovenmnt or soflnsmens.

L] L

P> instructional Supervision

is classroom instructors and administrators/
poers working together for the purposs of
improverment and growth opportunities.

P> What About Evalustion?

The scops is broader ia evaluation.
alvaluation covers all aspects of the wacher’s
Jjob by uemily rating verions cassgories on an
evalustion instrument. Bvaluation is m
inventory of whether & teacher has done &
satisfacsory or unsetisfactory job ia all arees
identified in the teacher’s job description. The
purposs of evalustion {s assssement. |k uees &
checkiist laventary of the varions
competenciss of s teacher; a.g., instractional
+  skills, menagerncnt skills, bumaen relations

» okills, Bvaluation hes 80 instruction.

> B

1. Have two discrets funceions:
. o Promots growth (instructional conference).
v Assess teaching (suramation of instrectional
conferences).
2. Apply principles of leaming.
3. Are based on an mnalysis of teaching behaviors.

® 80 ce e L)
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} Money an* Tralning

“M oot companies spend SO% to TO% of thoir
moncy on poapis’s salaries, and yot they spend
less than 1% of thoir budget to train their
poople.”

The Ows Minws Manger

INTRODUCTION

P> osservaTiON

Supervisors must be taught how to observe
and what 1 look for s0 they can reinforcs it.

Just becauss supsrvisors kmow how, doss not
mean they can do &t correctly,
1. Throwing send when your car is stuck.

2. Computer repair.

00 S0 0 00 00 00000000000 DS
*

> INSTRUCTIONAL
SUPERVISION

Instructon and supervisors working together
for the purposs of improvement and growth
opportunities,

112
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An instrucsional leeder:
¢ ls concemed with the quality of instruction.

+ has the knowledge and skills to work
with instructors.

L] L ]

l} Observation Effect

Observation will always affect both the
teacher and student. The effect can be
minimizsed by: |

1. Conducting frequent obesrvations.

2. Emphasising thet the purposs is teaching
improvement sether than evalustion.

P> WHY - WHAT - WHEN

WHY - Exwnsion of ths elemants into the
classroom 10 help the instructor grow.
A suparvisor owes & 10 the instructor
0 obesrve teaching.

WHAT -  Observation, script4aping, analysis,
conferencing and follow-up.
WHEN - Scheduls cbssrvation and conference

with teacher.

L) L)




INTRODUCTION

I} Madeline Huriter r} Madefine Hunter

“instructional Supervision is a : *Any growth demands a temporary
rinership squarely targeted ¢ lossof . & period of

n discovering and refining :  creative flou
teaching to enhance learning.” :

*
[~ gt e " st

I} Instructional Supervision Model

*This model is equally effective in -

elementary, ssccndery, postsscondary,
waiversity weaching. In fact, it applies 10
every lnman insenaction that is conducted
for the purposs of learning.”

’ Process of instructional

Fociliuses professional growth.
Provides consistent, relevant feedback.
Relases direcily 40 "seaching” decisions and

Rocuses on elemants of instruction that increass
the probability that leaming will oocur.

.
Lr ] L] L] L
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INTRODUCTION

[} Characteristics - (cont.)

Builds commisnent to improve instraction.
Postars relationships between staff and
administration which are buik on trust.

ressarch-based content us the
foundation for planning instructional
improvement.

Fosters instructor-to-instructor support for
improving teacher action and decision

making.

—— L ]
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> Workshop Objectives

1. Comprehend the process of lnstructional
saparvision. .

2. Diagnoss s teaching episode by completing,
in writing, s diagnosis of & given teaching
episods.

3. Select conference ohjective(s) for an
instructional conferencs.

4. Plan sn instructional conference by completing,
in writing, s five phasse conferencs plan.

L] L




SCRIPT-TAPING

|} Purpose of Supervision

:  Acoslerse the professional growth of those
who sre supervised.

L] L

r’ Script-Taping

“The sasiest way 10 identify specific behaviors
is by obsarvation of & persca’s peformance.”

“Script-taping is probably the easiest way 10
provids a record of waching p xrformance.”

D> Wy Script-Tape

¢ o Better then audio taps - chance %0 view and
document nonverbal communication.

» QGives you a chancs to edit.
* Don\ have t0 rewrits.

r Essentlals of Growth

Idantification of thres types of teaching-

lsaming behaviors: those thet
1. contribute 10 productive psrformance of

. tsacher and stdent.

E 2. consume precions tims and energy, snd
matgrials, but contributs linls %0
productive performance.

3. have potential 10 interfers with
productive performance.

I} Rationale for Script-Taping

If supervisors must be abls o provide specific
feodback, they need 10 bs skilled &t recording

:  behavioral sequences in engoing classes.
¢ A simple check list is mot desicable.

P> Script-Taping

‘The purposs of a script-taps is 10 have & recerd
of what ocourred in & lesoon in order to:
1. identify cause-ffoct relationships in
teaching snd learning.
2. 10 suppert these relationships with spocific
examples from the obsarved teaching episode.
3. have them avallable for use in an
instructional conference.
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SCRIPT-TAPING

[, Advantages of !

D> ScrpeTaping P> script-Taping
1. Requires only paper and pencil. In scripttaping, you noed 10 gather specific
2. Very flaxible. : "“"l"“& ”
3. May provide scouraie accounts. : ons eajoys
4. Unbiased and sccursis when done correatly. : B. Tiring

— '
P> script-Taping > When Scripting

. There is a0 cae corect way 4 orgmize & : Lefi Column | Right Column
script-taps. : Whato! Teaching | How of teaching

* Each observer develops their own syssemn. :

} TT0,CLD, WA Principles of leaming

1. Collect complets examples.

2. Write fast.

3. Use sbbreviations.

4. Rest - but keep sys contact - don just listen.
$. Get other impressions of the Jesson.
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PROCESS OF INSTRUCTIONAL SUPERVISION

Process of Instructional
" Supervision

[T
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- Conference Guidelines
(cont.)

¢ Use specific examples from the lesson in
the conference.

Stant and end with positive comments when
spproprisss.

Limit the amount of information included in the
conferenca.

Invits the instructor 10 be an active participant in
the conferencs.

“M‘tcmnnhmuamnawhnhhh;

L ) e

P> Diagnosis

1. Ask seacher for instructional objective

2. Script4ape the tesching episode.
3. Label the data in terms of the Elements of
Effective Instruction.

ese
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P> Conterence Guidelines

Ask sbout instructor concems regarding the
lesson.

Seloct important, as opposed 10 insignifican
umbfowon:ﬂnm;:au. -

Be prepared with alternatives when a concem
or problem is identified.

Suggest altemnatives 10 decisions which worked
this time but might not work other times.

Limis the Jength of the conference 10 10-30
minutes.

L ] L )

>
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Conference Guidelines
(cont.)

* Monitor and sdjast in the conference, just
as instructors are 1o monitor and adjust in
in their classroom as they teach.

Sy

[} Diagnosis (cont.)
4. Using specific supportive data from the

script-tape, ack thess questions:

A. Did the teacher sach to the objective?

B. Was the objective at the correct level of
difficuly for the leamer(s)?

C. Did the teacher monitor the students® progress
and adjust the teaching in relation 10 the
students’ progress?

D. Was thers effoctive use or was there abuse of
the principles of learning?

Sttty




PROCESS OF INSTRUCTIONAL SUPERVISION

>

E Promoted leaming:

Selecting the Conference
Objectives

1. Listinstructional skills that promoted and
inerfered with leaming

Imerfered with leaming:

|

6. Wrise the relnfercement objective

Selecting the Conference
Objectivos (cont.)

and the
Instructional objective for this conference.

Reinforomnent objective:

“.

>

Select Conference
Objectives

* Don\try and fix the Jesson!
o Teach for the future - not the past.

*» The issus is, how can we help teachers 0
grow and lmprove 50 students leare:.

118

’ Select'ng the Conference
Objectives (cont.)

2. Rank the elements that promoted leaming, the
first being the one that was most instrumental

10 progress toward the lsaming.
+ 3. Rank the clemonts that leaming, the
¢ first being the one that most interfered with
progress toward the leaming.
% 4. Consider the ability of the teacher 10 rocieve
¢ instrection at this time.
E S. Consider yourself and your ability to teach the
*  inmructions’ objoctive.

Select Conference
Objectives (cont.)

Don' pick the cbjective 1o reinforce, select
&, based on the script-tape!

F} Plan the Conference

. 1. Imtroductory Phase
2. Diagnosing Phase
3. Reinforooment Phase

4. Instructional Phase
3. Follow-up Phase




PROCESS OF INSTRUCTIONAL SUPERVISION

P> introductory Phase

Purpoes:

+ 1. To establish physical comfortand &
pleasant feeling tone.

! 2. Toesablish s mental set toward the
conference process.

3. To establish the professional tone of the
conference.

ee 00

P> Diagnosing Phase

Purpose;
1. To get additional information about the
lesson and the teacher’s perspective 1o
complets the diagnosis.
2. To allow the teacher the opportunity to
analyze the lesson.

3. To aamrow the focus of the teacher to the
conferencs objectives.

A

f> Diagnosis Phase (cont.)

Skills Neoded: (cont.)

4. Design a question thet will narrow the
focus of the tacher 10 the instructional
skill $0 be taught in the conference.

S. Monidtor the teacher’s responses snd
adjust as appropriata,

R IRRIXY NN Y

l
|
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’ Introductory Phase

Skills Nooded:

1. Plan a statement for greeting the
teacher

2. Plan a pleasant feeling-tone stastement.

3. Plan to review the conference
sequence for the teacher.

[ TR YRR YWY

> Diagnosis Phase

Skitls Needed:

1. Design an open-ended question thet will
allow ths teacher an 10 reflect
on the instructional that promoted
leaming.

2. Design a question that will give the teacher
an opporumity 0 reflect on the instrctional
skills which were not as effective in

promoting leaming.
3. Designa that will narrow the foces
ol the

10 the instructional skill 10 bs
reinforoed in the conference.

P> Reinforcement Phase

Purposs:

To identify and reinforce an instructional
skill so thet the ssacher will continus
unsing that skill.

A
&



PROCESS OF INSTRUCTIONAL SUPERVISION

P> Reintorcement Phase

Skilis Needoed:
1. Writs the objective for the skill to be
reinforoed.

2. Murk in the anecdotal record specific
exsmples of the instructional skill being
reinforced.

3. Plan how these specific examples will be
shared with the teacher.

ses e ss B0 O e RO BB EENSDS

Sty e

r} Instructional Phase

Purpose:
To develop or refine an instructional skill.
Skitls Needed:
1. Writs the objective for the instructional skill
being or refined (see Salecting
Conferancs %

2. Develop a lesson plan 10 “teach” the skdll.

\4d

Follow-up Phase

Purposs:
1. To allow the opportunity for growth.

2. To hold both the teacher and the supervisor
accountsble for the improvement of the
instructional skill

3. To provide support for the teacher’s efforts
in improvement.

|

» Reinforcement Phase

Skitts Needed: (cont).

4. Design a statement to recommend continued
wee of this instructional skill,

$. Design a sstement 10 explain how this
instructional skill assists students in
leaming.

6. Plan a procodurul closure.

P> instructional Phase (cont)
Develop s lesson plan (cont.)

+ Wei the ebjetive for the Insrestionel skl 0 s
weght w the tasher. :

o Sat

o Objsstive * plan oo 0l the ebjestive 10 the Wacher.

o Parpem - plen wexplah how this okl will asist the
student ln boeraing,

o Modil - Of appeupriom).
« Chosk for sndmetanding,

« Ingut - evite the task analysis fax i sbjparhve.

« Quided promies.
+ Cluswe.

esose s ss s B BRGLEBEBPsIas S

r} Follow-up Phase

Skills Needed:

1. Plan t0 assist the teacher in deciding the
smount of time nosded by the teacher for
practics before the follow-up observation.

2. Estsblish s date and time for the next
obssrvation.

3. Plan a sustement of for the teacher’s
cﬂmhhﬂmﬁhﬂmwm

BEST COPY AVAILABLE
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CONFERENCING

“My goal for a conferencs is Lo be able to look
forward 10 another because [ know ! will lsam
and grow, and it will be a rewardin,
experience.”

Some Conference
Guidelines (cont.)

Limit the amoeunt of information you
inciude In the conference.

1. Teachers need tims 10 develop an
wnderstanding of the information
presanted.

2 mmummu&.
likely sachers will process it and/or
retain it

3. Limit the number of teacher conference
decisions andfor growth needs to ane.

[ e d

P> Conterencing Guidelines
(cont.)

o« Select important (s opposed 1o insignificant)

: areas 10 focus on in a conference.

. ¢ Selectinstances whers a behavior was 2

: patiamn rather than one oc-urmence.

¢« Maks genenlizations which will transfer 1o

¢ other lessons rather than s specific for only
ane lssson.

121

Some Conference
Guidelines

Start and end a conference with positive
ocomunents,
|k will create a feeling which facilitates

productively by having the panicipant become
involved in the conference.

Some Conference
Guidellnes (cont.)

Previde For Active Participation In The
Conference
« Check for understanding.
- Find out whers the lesson fits.
- Find out how they decided what 10 teach.
- Ask what they feel went particularly well,
< Ak if there wers sny surprises.

Conferencing Guidelines
» (cont.) o

. m‘mmw‘ work
with some students but might not work
with others.

« Be prepared with altematives when you
have idontified & concem or question.

o Use specific examples from the lesson.




F» Type A Conference

Affirming Effoctive Tochniques

1. Identify and label one or more elements of
instruction thet the sacher has applied
affectivaly.

2. Explain how it was usei nd why it
worked.

3. Objective is to bring the behavior 1o the
conscious level.

L]

CONFERENCING

’ Type C Conference

Critiquing by the Teacher
1. The teacher is asked w refisct and
seif-evaluate nortions of their lesson.

2. Supervisor and seacher provides possible
solations.
3. Objective is 10 identify solutions with

potential for changing wnsatisfactory
aspects of the lesson.

0000000 0000000000000

L]

P> Type E Conterence

Encouraging Excellence

1. Provide specific fesdback and recognition
0 excelient teaching:

A. So teacher knows that they are excellent.

2. The objective is 10 have teachers select the
next step in hisher professional growth.

Sesss esscsnnensens s

B. S0 continued growth can be encouraged.

122

> Type & Conference

Broadening the Behavios Repertoire

1. Ask the teacher 10 think of akemative way of
dealing with a particular situation in the lesson.

2. Supervisor als) provides aiemative
examples.

3. Objective is to stimulate the development
of a repenoire of effective teaching responses.

YR R L I I N Y N Y

L Y

r’ Type D Conference

Developing Aliematives 10 an Ineffective

Technique

1. Supervisor recognizes and labels
insffective practices which wers not
obvious 10 the teacher.

2. Supervisor seconurends techniques which
fia inso the pasticular seaching style.

3. Objective is for the tsachsr 10 select from
aliemnatives generated ha/she might ese.

IR NINY N YN XY

LY

[} Your Follow-Up

1. Revisw your notes and books (distributed
practics).

2. Discuss what you leamed with other informed
people.

3. Diagnoe’ < yourself.

4. Seloct one area for your first concentration.

S. Design a lesson 10 teach a group of students.

6. Invite a trrined peer/supesvisor to observe.

et

esssssesss s es s s OIS

tnaty




STAFF DEVELOPMENT

=t ‘

Development Procees -
[> Elements of instruotion (cont'd)

Snsitustionsl ol
. Aathiny Daness
mﬂmduﬂ 1. m&-& : lm’“w ‘ww
: e st :tﬂ--ﬁ_-;m . P
:tmh "R EX ] ® howse
:mm &% ."-'#.h-'-m vw;m:.-—u
* 3 Aend iusbustonst sossions o 3. Ovlh ® hese .
[ -~y 3 )
mehh 4
mw p o lofragtiemny :
Development Process -
’ mummm I» Elements of Instruolion (cont'd)
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st a—- [ Banass
. MY 3 ne s L)
| re——| Eepan=— | e |
. Lt — A -~ ek
: : .
st | SN e T
| e | A
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P> Process inhibited By:
1. Lack of a district-wide position.
. 2. Ignoring what is known about the teacher
E a3 an aduk learmer.
2 3. Adminiaradve siiosdes toward salf and the : 02 Denostrates Knowledge of Elements.
: prooets kel : 03 Comprebends Elemenss.
: 4. lnsdaqume proparstion of st . : 04 Applies Eloments 10 m Instrectional Episode.
b emimsinjeturinyuisheger 05 Capebla of Conchngor Teaching he
- o
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STAFF DEVELOPMENT
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P> 1. Develop Your Skills
and Understanding of
Content

Roview your aowe and Sechs (dssibutnd prastioe).
Dissnes wint you lonrasd with sther lnformnd pusple.
Disgase youmil

Salost eno aren e yaur font asnssntiution.
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ATTACHMENT F

Certificate of Completion
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Instructional Supervision VTAE Workshop |

- Certificate of Completion

This is to certify that

Participated in 18 hours of Instruction March 5-7, 1990, Wisconsin Rapids

Howard Lee, Project Director William Mamel, Consultant

A project sponsored by the Wisconsin State Board of Vocational, Technical and Adult Education and the
University of Wisconsin-Stout, Center for Vocational, Technical and Adult Education




ATTACHMENT G

Rating Scales and Participant Comments
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EVALUATION FORM

INSTRUCTIONAL SUPERVISION WORKSHOP
March § - 7, 1990 MEAD INN - Wisconsin Rapids

Please rate the following and comment in your own word(s).

1. Clarity and appropriateness of workshop objectives - 1 2 3
Comments:

2. Applicability of Workshop Content - 1 2 3
Comments:

3. Delivery of Information/Modeling - 1 2 3
Comments:

4. Relevance of Activities - 1 2 3
Comments:

5. Attention to Your Efforts - ' 1 2 3
Comments:

6. Use of Principles of Leaming - . | 1 2 3
Comments:

7. What is the most significant thing you leamed from the workshop?

8. Should we consider offering this workshop again?

Why?

9. Your personal comments, suggestions and/or concems:
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DISAP, Version 2.0, VAX-11 BASIC. Program: DES101 Page: 1
Center for Vocational Technical and Adult Education

Group numbers based on the PRIMARY group for this analysis

Analysis on 15-Mar-90 at 10:44 AM. Data from file: INSUPER_89

Survey analysis of response to 6 questions, by 20 people

Question: 1
oRy SEIEETNSENDSEEE SIS
Gzoup ---- Mean ---- =--- Stand Dev --- --- Number --- ------ Quartile ------
: Oomit No Omit Omit No Omit People Checks First Median Third IQR
0 4.65 4.65 0.49 0.49 20 20 4.21 4.73 5.12 0.9

Omit 1 2 3 4 5
0.00 0.00 0.00 0.00 0.35 0.65 People
0 0 0 0 7 13 .

AIMEENENSERL 1SRG SR EE IR

Question: 2
SEENUR S IR AL TE 5N U G0 IR B
Group ---- Mean ---- ~-- Stand Dev --- --- Number ==- =<=--- Quartile ------
Omit No Omit Omit No Omit People Checks First Median Third IQR
0 4.60 4.60 0.60 0.60 20 20 4.17 4.73 S5.12 0.95

Omit 1 2 3 4 5
0.00 0.00 0.00 0.05 0.30 0.65 People
0 0 0 1 6 13

Question: 3
GBS S A O 5 GBS 2R 0% 5N
Group ---- Mean ---- =--- Stand Dev --- --- Numbeér --- ==---- Quartile ------
Omit No Omit Omit No Omit People Checks First Median Third IQR
0 4.85 4.85 0.37 0.37 20 20 4.62 4.91 5.21 0.59

omit 1 2 3 4 5
0.00 0.00 0.00 0.00 0.15 0.85 People
o o o o0 3 17

Question: 4
SRS IRI TN IR IR SR I
Group ---- Mean ---- --- Stand Dev --- =--- Number --- -=----- Quartile ------
Omit No Omit Onmit No Omit People Checks First Median Third IQR
0 4.70 4.70 0.57 0.57 20 20 4.50 4.83 5.17 0.67

Omit 1 2 3 4 5
0.00 0.00 0.00 0.065 0.20 0.75 People
0 0 0 1 4 15

Question: 5
ARG EREE IS S 1 5% U5 0% 5N
Group ---- Mean ---- --- Stand Dev --- --- Number === ====-== Quartile ~~-=---
Omit No Omit Omit No Omit People Checks First Median Third IQR
0 4.85 4.85 0.37 0.37 20 20 4.62 4.91 5.21 0.59

Omit 1 2 3 4 5
0.00 0.00 0.00 0.00 0.15 0.85 People
0 0 0 0 3 17 '
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DISAP, Version 2.0, VAX-1l BASIC. Program: DES101 Page: 2
Center for Vocational Technical and Adult Education

Group numbers based on the PRIMARY group for this analysis

Analysis on 15-Mar-90 at 10:44 AM. Data from file: INSUPER 89

Survey analysis of response to 6 questions, by 20 people

‘Question: 6
AR TRAST U NN US GS G 6
Group ---- Mean ---- --- Stand Dev --- <--- Number --- <===-- Quartile ------
Omit No Omit Omit No Omit People Checks First Median Third IQR
0 4.85 4.85 0.37 0.37 20 20 4.62 4.91 5.21 0.59

Omit 1 2 3 4 5
0.00 0.00 0.00 0.00 0.15 0.85 People
0 0 0 c 3 17
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Instructional Supervision
Evaluation Form
March § - 7, 1990

Comments for Question #1 - Clarity and appropriateness of workshop
objectives

Every objective written and spoken appropriate for both instructors and supervisors.
Very clear.

Good to start with summary of Elements and putting it together on the wall - it helped me
see the "Gestalt"!

Use of overlays - pass out and reinforce at beginning and end of class.

Finally we got to see the Gestalt of Hunter's Mode! - it made everything clearer - | would
liked to have seen it at the very beginning of the 1st seminar.

The objective was clear and was strived to be taught to.
Right on - stayed with workshop objectives.

Comment for Question #2 - Appllubilily of Workshop Content
Though there isn't District support, yet.

Just concerned what “can do® back at the district.

Right on target.

Both workshops for supervisors - first workshop for instructors.
Relevant.

Great presentation with modeling, role playing, etc. - effective enough to transfer the
majority of material to "back-at-school” situations.

Although concept was great the length of time to be fully operational is a hindrance.
For me, this is very applicable and timely.
Still struggling with implementing certain parts in our system.

Information is great/okay, however, time limitation and local District emphasis would
hinder.
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Page Il

Instructional Supervision-Evaluation Form

Comments for Question #3 - Delivery of Information/Modeling
Wonderful organization and materials. Thanks!

Great with your role playing and coples - transparencies in workbook.

Especially well done.

Excellent role playing.

Great job role playing - showing us the right direction.

Bill and Howard did a lot of modeling to reinforce information shared and with overiays.

Information blended well with practical appiication - conscious competencel!

Very timely and good content.

Good job - enjoyed varied AP _(2).

Outstanding - instructors worked hard at it - good job at role playing - was helpful.
Certainly a strength.

Comments for Question #4 - Relevance of Activities

Would have liked at least one more opportunity "to do" a conferenqe. The first one really

scared me t00 much.

For me, doing the 5 step conference role play with Howard gave me feedback to see if |
was on track.

Great.
More guided practice, more on implemanting, more peer coaching.
The conferencing was excellent - (writers' cramp).

| feel smaller groups for the conferencing would have been more productive and more
practice. :

Activities were coherent and congruent with the objective of the day.
The activities made the information understandable and real.
One of the few conferences where there was not “fluff.”

Need to work this into evaluation.
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Page Il
Instructional Supervision-Evaluation Form

All directly related. Stayed on time/schedule. Group work was fitting.

Comments for Question #5 - Attention to Your Efforts.

Very good role modeling by both Bili and Howard regarding effective teaching.
| have a lot of work to do in the next five years.

Excellent listening to each participant's ideas.

Howard and Bill always took time to answer our questions and made comments if we did

good or bad.

Both of you are excellent at reading your audience and structuring your activities
accordingly.

Awasome guidance - right on. | would have liked a little mora correction (instructional
supervision) - something to be able to correct my errors on know if there are_errors.

Helpful - patient in explanations yet able to maintain interest in the rest of the class.
| felt great about the personal concern both Bill and Howard demonstrated.
Considerable efforts to keep us on task.

No problem - always called upon/aliowed to speak/ask questions.

Comment for Question #6 - Use of Principles of Learning.

Very good role modeling by both Bill and Howard regarding effective teaching. (used this
same answer in Questions #5)

Excellent active participation and good transfer from the previous workshop.
Excellent.

| liked it when you used the principles and noted aloud that you had just used it. You
were good at manipulating the motivational variable to keep the interest level high.

You practice what you preach.
Right on base - special attempts appeared to have been made to do this.
Super role models.
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Page IV
Instructional Supervision-Evaluation Form

Comments for Question #7 - What is the most significant thing you
learned from the workshop?

11 be a more effective supervisor. Reinforcement and clarity on Elements of
Instruction.

The positive effort - to improve instruction techniques to be an advocate for the
instructor.

The intention behind conferencing and the elements that make it.

1. How to conduct a conference. 2. The elements of instruction.

Elements of learning/teaching/and supervision.

This method of dealing with instruction is much better than check lists.

How to script-tape and conference.

A betier understanding of the elements. Better understanding of conferencing

Bill, | must admit that | really was not looklng forward to participating in the role
playing, but you can read the situation well and | came away from the conference feeling
good and confident.

| received information, saw it in action and got to put it in action that will help me be a
better instructor.

Peer conferencing.

How to plan and deliver a conference after all the information is gathered - practical
apnlication!

| learned more about the elements plus the value of having someone else help you access
your use of the elements.

How to effectively use different elements of instruction.

The script-taping with and concerning peer coaching.

The model.

Hunter model.

The model - script-taping and the conference.

Is this difficult to answer. Clinical supervision = coaching. The dignity of the

instructor is paramount. | need to and what to study the elements of instructicn in more
depth.
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Page V
Instructional Supervision-Evaluation Form

Comments for Question #8 - Should we consider offering this workshop
again?

Yes.
Yes - need for others to receive the training form excellent leaders.

I'd rather have you offer one that's an extension of these two, 1o help stretch me some
more.

Yes - valuable - especially for instructors and for supervisors.
Yes - on campus at each technical college - more on peer coaching.
Yes - to all supervisor to make them aware.

Yes - if you want to implement "Hunter" into Wisconsin VTAE and Hunter related
conferences.

Yes, until every VTAE faculty member in Wisconsin has this down pat. This shouldlmust
replace existing certification courses.

Yes - what instructors can learn and share - we need supervisors that have the
supervision skills|

Very definitely - because it does cause growth.

Yes - with cost of putting it all together and *need" of Wisconsin vocational and technical
staif.

Yes - worthwhile information for both instructional and supervision.

Yes - | may need reinforcoment, the more peopie that know Hunter's model and
vernacular, the better the conferencing will work universally.

Yes - because it is a model that is very constructive.

Yes - ititis to be the language of teaching - if it is to be familiar to all teachers - they
must be taught.

Yes - more instructors and supervisors should be exposed to this as an alternative to and
leading to evaluation.

Definitely - a must in our system.

Yes - | would like to recommend it to others within our organization.
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Page Vi
Instructional Supervision-Eviauation Form

Yes - all districts need to know this model. If it is the model for VTAE system, all
districts should have it.

Definitely. | hope we can offer similar workshops and inservicing in our district.

Comments for Question #9 - Your personal comments, suggestions and/or
concerns.

Thank you very muchl You both did a superb job.

An idea: to put some conferencing segments on video tape to show the different pllasés -
as another modeling technique. These could be optional. An idea to even break it down
further: to stop video at the time it moves into the different phases - to analyze what has
gone on, etc.

I'd encourage a handout similar to the "wall activity.”

I'm not sure | will have any opportunity as an instructor ut use the things | learned
about supervision. However, | will certainly put the elements of instruction into
conscious practice.

Implementation at a technical college.

You were both very professional and aware of the student's ? feelings. UW-Stout has two
excellent people presenting this program. Thank you for the learning experience.

Questionable aétivlty for line teachers, but a must for supervisors. Advantage of
teachers at workshop is to make proponents to this "Hunter” theory where they probably
won't be'dolng conferences but will understand them and "pass the word" to the rest of
the faculty.

Please don't insist on every person get involved in role playing. | for one am very
uncomfortable as & participant.

| would like to see things taken one more step. Another seminary after things fall into
place in our heads. More practice.

| think you need to focus your efforts to groups of teachers and groups of supervisors in
the same school 8o that a large portion of the faculty and administration is aware of this
model and technique. | realize that this effort is to at least get it into many districts. It
would be interesting to, with a voluntear, take the role playing into a slightly less
cooperative situation (keeping it in focus). | know that Bill and Howard could probably
make that work. | think this would probably bring out some tactful methods of
questioning which might in time break down some barriers.

It was a great experience to meet and share information from 8o many levels and areas.
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Page VI
Instructional Supervision-Evaluation Form

Session #1 should be prerequisite for session #2.
Have the workshop last 4 days - specifically for more active participation.

| don't have as high a level of understanding of the elements of instruction and
conferencing as many others in the group but | may have learned more given my starting
point. Thanks Diane Weberg.

Do not do role playing in such large groups - not as interesting to see it 16 times as 8
times - too "scary.” Why not have rotation - like last time and have Bill and Howard go
back and forth, and observe, not be the participant? We should be timed t00 - like last
time (at least a limit) (i.e., however many steps we could get done in 10 or less
minutes)l Give some examples of really poor instruction so that we have to look hard to

find good points.
Thanks.

At times reached burnout. May have been too much encompassed into the short time
frame. |

Thanks for putting the workshop on and for your fine effort o make it a success. Also -
rea'l plus was to get to know supervisors/instructors from other districts. Great group
of folks. . '

Keep up the great work. You dedication to quality instruction is admirable.
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Introduction:

The Instructional Supervision VTAE Workshop was conducted

March 5-7, 1990, in Wisconsin Rapids. A similar workshop was
conducted March 28-30, 1989. This workshop was requested again by
the VTAE Instructional Service Administrators.

Instructional supervision is a process used by the first-line
supervisor, department head or lead instructor and teacher. The
first-line supervisor, department head or lead instructor is seen as
the instructional leader in the department and as such, has a major
role to play in effective classroom instruction.

In this training, individuals must first have a clear understanding of
the materials in the Elements of Instruction Workshop. The second
part of the training involves the development of observation, analysis
and conferencing skills. Training includes techniques for collecting
data for the conference, interpreting the data, and planning the
instructional conferences. Following this phase of training, the first
line supervisor, department head or lead instructor will observe and
conference staff members teaching in a classroom/lab to;

1) reinforce the effective instructional skills observed in the lesson,
and 2) refine or add new skills to the teacher's repertoire. The intent
is not to “fix" the leacher or lesson, but to provide a forum where the
first-line supervisor, department head, or lead instructor and teacher
can focus on instructional development specific to that teacher's
needs. This is a staff development process and not evaluation!

The material used in this training session is based on the UCLA
Teaching Model, Clinical Supervision, resulting from the work of Dr.
Madeline Hunter. Psychology research was translated along with
hundreds of hours of observation and analysis into meaningful content
easily understood by those in the teaching/supervision field. When
elements of instruction are coupled with an ongoing program of
instructional supervision and live instructional conferences, this
two-part process has been judged to be one of the most effective
ways to heighten, maintain and refine instructional skills.

Many new and experienced first-line supervisors, department heads or
lead instructors need help concentrating on instructional supervision
- studying research, integrating effective instructional techniques
into new curriculum programs, and highlighting instructio.tal



behaviors in teaching. The "elements of instruction” forms the
theoretical base of knowledge describing how students learn and
*"instructional supervision" helps the instiuctor make instructional
decisions to increase the probability that students will learn.

Participants:

Letters were sent to each district announcing the workshop in
December 1989, (see Attachment A). At that time, background
information, objectives, teams, registration and credit information
was included.

Each VTAE district was asked to send three faculty who could benefit
from the content. It was also requested that the same faculty attend
the Elements of Instruction Workshop prior to this workshop.

Thirty-one VTAE personnel from thirteen districts participated in
this workshop (see Attachment B). Fourteen were supervisors, three
were general education instructors, and fourteen were occupational
instructors. Milwaukee Area, Lakeshore, W! Indianhead, Northeast,
Gateway, Moraine Park and Madison Area each sent a team of three
people. :

WORKSHOP OBJECTIVES:

The Instructional Supervision Workshop had the following objectives:

Develop an awareness of the UCLA Instructional Supervision Model
approach as it applies to vocational, technical, and adult education by:

1. Reviewing the content in the elements of instruction.

2. Gather data by conducting an observation of an instructional
episode in a classroom/lab setting.

3. Planning an instructional conference.
4. Conducting an instructional conference.

5. Analyzing other instructional conferences.
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WORKSHOP QOUTLINE:
The following information was covered during the workshop:
1. Professional responsibilities of a teacher.

2. Instructional skills.
Teaching to an objective.
Selecting objectives at the correct level.
Monitor and adjust.
Principles of learning.
1) Motivation
2) Rate and degree.

a. Set

b. Participation

¢. Reinforcement

d. Closure
3) Retention
4) Transfer

oSowm>»

3. Implications of the Elements of Instruction to Vocational
Education.

4. Background and Theory of Instructional Supervision

5. Planning the Conference
A. Introductory Phase
1) Purpose
2) Skills
B. Diagnosing Phase
1) Purpose
2) Skills
C. Reinforcement Phase
1) Purpose
2) Skills
D. Instructional Phase
1) Purpose
2) Skills
E Follow up Phase
1) Purpose
2) Skills



SCHEDULE:
The following schedule was followed for the three-day workshop:

Monday, March 5, 1990

 Introduction, Objectives and Expectations

* Professionalism

* Responsibilities of a Teacher

« Decision Making Model

« Elements of Instruction Model — Critical Behaviors of a Teacher
« Background and Theory of Instructional Supervision

Tuesday, March 6, 1990

« Overview of the Instructional Conference

» Scriptaping

« Analysis of Script

 Introductory Phase of Conference - Practice
« Diagnosing Phase of Conference - Practice

Wednesday, March 7, 1990

Reinforcement Phase of Conference - Practice

Instructional Phase of Conference - Practice

Follow-up Phase of Conference - Practice

Pulling the Whole Conference Together - Teaching Episode and
Analysis

+ Implementation Strategies

The workshop was conducted with formal presentations, opportunity
to put the content in the participants' own words, and opportunity for
practice (see Attachment C). Practice was accomplished through
sharing, worksheets and group activities. Each participant had an
opportunity to practice what they learned by presenting a lesson and
to observe other instructors as they presented instruction. Feedback
from participants was gathered at the end of the first two days and
adjustments were made to accommodate participants' concerns.

Each participant was provided with a three-ring notebook with
labeled dividers. Numerous articles, information sheets, worksheets
and notebook paper were also provided. Many transparencies were
developed and also mailed to each district for use (see Attachment E).



Each participant also received a Certificate of Completion (see
Attachment F). Twenty-nine participants signed up for the one credit
course, 199-570 Instructional Improvement, through the University of
Wisconsin-Stout. Based on the University of Wisconsin System Policy
#22, the tuition fee was waived except for the segregated fee which
participants paid.

Lunch and coffee breaks were provided consistent with state
guidelines.

Evalyation:

Each participant completed an evaluation form. Questions and mean
scores based on a 5.0 scale are indicated below:

1. Clarity and Appropriateness Of Workshop Obijectives. 4.65
2. Applicability of Workshop Content. 4.60
3. Delivery of Information/Modeling. 4.85
4. Relevance of Activities. 4.70
5. Attention to Your Efforts. 4.85
6. Use of Principles of Learning. 4.85

The tabulated average rating was 4.7 (see Attachment F). Participant
comments are attached and indicate excellent resuits (see
Attachment G).
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Letters
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November 9, 1989

(See attached list)

Dear (name):

The Wisconsin State Board of Vocational, Technical and Adult Education and the Center for
Vocational, Technical and Adult Education, University of Wisconsin-Stout are conducting
two staff development workshops:

« ELEMENTS OF INSTRUCTION -« INSTRUCTIONAL SUPERVISION

February 5-7, 1990 March 5-7, 1990
Mead Inn Mead Inn
Wisconsin Rapids, Wi Wisconsin Rapids, Wi

The purpose of the first workshop, ELEMENTS OF INSTRUCTION, is to heighten the sxills
of the instructor by providing krowledge and skills in the essential elements of
instruction, Each district should consider sending a team of three people: two teachers
(ACE - or part-time instructor may aiso be sent) and one first line supervisor, or
department head. It is important that the first line supervisor be someone who has
responsibility to evaluate/supervise instructors.

The second workshop, INSTRUCTIONAL SUPERVISION, will apply skills learned in the
first workshop by providing a focus on improvement of instruction by the development
of observation, analysis and conference skills. Participants will be able to reinforce the
effective instruction of skills observed, and refine or add new skills.

Districts should plan to send the same first line supervisor to each workshop. Cne or

both of the teaching staff who attended the first workshop should aisc plan to attend the
second with the supervisor. A team will facilitate the comprehension, application and
implementation of the new concepts and strategies leamed.

The presenters for the workshop will be Howard Lee, Co-Director, Center for
Vocational, Technical and Adult Education, University of Wisconsin-Stout and Bill
Mamel, Consultant, Instructional Troubleshooters, Minneapolis, MN.

Credit Otfarad: One credit (either graduate or undergraduate) will be offered with
tuition waived. A small UW-System institutional fee (graduate $10.40, undergraduate
$13.28) will be the only charge. Registration for credit will occur at the workshop.
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(name)
Pageo Il
November 9, 1989

A confirmation letter will be sent to regislered participants prior to the workshop.

The workshop grant will cover lunches and breaks. Other meals, travel and lodging
expenses are the responsibility of each VTAE district. There will be no general
registration charge for this workshop.

Please complete the enclosed registration form and retum it in the envelope provided by
Wednesday, January 10, 1990. Call the Mead Inn (715) 423-1500 directly for
lodging arrangements, noting you are attending this werkshop. A block of rooms have
been reserved. We look forward to your involvement in this staff development activity.
If you have any questions, please contact Steve Schiough at (715) 232-3793.

Sincerely,
Howard Lee, Co-Director Steve Schlough, Workshop Coordinator
CVTAE, UW-Stout CVTAE, UW-Stout
218 Applied Arts Bidg. 218 Applied Arts Bidg.
Menomonie, WI 54751 Menomonie, WI 54751
dmd
Enclosures: Registration Form
Agenda

cc: Bob Johnson

James Umess

The WISCONSIN STATE BOARD OF VTAE & UW-STOUT do not discriminate on the basis of
race, sex, age, religion, sexual orientation, handicap, national origin or ancestry.
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Dr. Thomas Maney
Nicolet Technical College
P. O. Box 518
Rhinelander, W1 54501

Mr. Allen Ellingson
Northeast Technical College
2740 West Mason Street

P. O. Box 19042

Green Bay, W1 54307-9042

Dr. Richard Rogers
Southwest Technical College
Bronson Boulevard

Route 1, Box 550
Fennimore, WI 53809

Dr. William Ihlenfeldt

Chippewa Valley Technical College
620 West Clairemont Avenue

Eau Claire, WI 54701

Mr. Laurence Schoenberger

Waukesha County Area Technical College
800 Main Street

Pewaukee, WI 53072

Dr. Philip Thaldorf ‘
Western Wisconsin Technical College
304 North Sixth Street

P. O. Box 908 _

LaCrosse, WI 54602-0908

Mr. Fred Baue

WI1 Indianhead Technical College
P. O. Box 452

505 Pine Ridge Drive

Shell Lake, W1 54871

Dr. Kenneth Mills
Northcentral Technical College
1000 Campus Drive

Wausau, W1 54401

Mr. Frederick Mitcheil

Area Technical College District No. 4
3550 Anderson Street

Madison, WI 53704

Ms. Karen Knox

Blackhawk Technical College ...
6004 Prairie Road., Co. Trk. G

P. O. Box 5009

Janesville, W1 53547
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Mr. Merlin Gentz

Fox Valley Technical College
1825 North Bluemound Road
P. O. Box 2277

Appleton, WI 54913-2277

Mr. Hubert Braun, Director

Educational Services - Kenosha Campus

Gateway Technical Colle
3520 - Avenue, P. O. Box 1486
Kenosha, W1 53142-1690

Mr. Patrick Flanagan, Director
Educational Services - Elkhorn Campus
Gateway Technical College
400 South Highway H
Elkhorn, WI 53121-2020

Mr. Ralph Troeller

Gateway Technical College
3520 - Avenue

P. O. Box 1486

Kenosha, W1 53141

Mr. Edward Falck
Lakeshore Technical College
1290 North Avenue
Cleveland, W1 53015

Dr. Max Famning

Mid-State Technical College
500 - 32nd Street North
Wisconsin Rapids, WI 54494

Dr. Phil Langerman

Milwaukee Area Technical College
1015 North Sixth Street
Milwaukee, W1 53203

Mr. Peter Jushka, Admninistrator
North Campus

Milwaukee Area Technical College
5555 West Highland Road
Mequon, WI 53092

Mir. Richard Neumann, Adminis.rator
South Campus

Milwaukee Area Technical College
665 South Howell AVenue

Oak Creek, WI 53154

Mr. Donald Schwarz, Administrator
West Campus

Milwaukee Area Technical College
1200 South 71 Street

West Allis, WI 53214



Ms. Betty Brunelle

Moraine Park Technical College
235 North National Avenue
Fond du Lac, WI 54935

Q
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Instructional Supervision Particlpant List - March $§-7, 1990

Bruce Koopika

Instructor, Mathematics

Northeast Wisconsin Technical College #13
PO Box 19042

Green Bay, W1 54307-9042

Al Hiles, Instructor

Machine Tool

Northeast Wisconsin Technical College #13
PO Box 19042

Green Bay, WI 54307-9042

Lee Cooper

Police Science

Northeast Wisconsin Technical College #13
PO Box 19042

Green Bay, WI 54307-9042

Jack Rice

Dean, Business and Marketing
Southwest Wisconsin VTAE District
Highway 18 East

Fennimore, W1 53809

Wynn Henderson

Associate Dean, General Education
Southwest Wisconsin VTAE District
Highway 18 East

Fennimore, WI 53809

J Knutson

Dean of Business Education

Gateway Technical College-Racine Campus
1001 Main Street

Racine, W1 53403

Ethel Stills

Instructor-Admin. Asst.

Gateway Technical College-Racine Campus
1001 Main street

Racine, WI 53403

Kenneth Karwowski
Welding Instructor
GatewallTechmcal College-Elkhorn Campus

Elkhorn, ‘&/Iw‘gul 2020

Beth Ann Dailey

Dental Program Coordinator
Northcentral VTAE District
1000 Campus Drive
Wausau, 54401

EKC
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Sue Budjac

Northcentral VTAE District
1000 Campus Drive
Wausau, 54401

Tom Harke
Millwright-Apprentice
Fox V AE District
PO Box 2277

Appleton, WI 54915-2277

Cynthia Chase Whitely
Staff Devel t Manager

Fox Valley VTAE District-Bordini Center

PO Box 2277
Appleton, WI 54915-2277

Jerry J. Stepien

Associate Dean

Moraine Park Technical College
235 N. National Ave.

Fond du Lac, W1 54938

Don Ladwi :
Instructor, Police Science
Mocaine Park Technical College
235 N. National Ave. _
Fond du Lac, WI 54938

Dianne Weberg

Instructor, Corrections Science
Moraine Park Technical College
235 N. National Ave.

Fond du Lac, W1 54938

Marian Timmerman

Dean-Home Economics Division
Madison Area VTAE District
3550 Anderson Street

Madison, W1 53704

Barbara Hundt
Instructor-Home Economics
Madison Area VTAE District
3550 Anderson Street
Madison, WI 53704

Sue Schwerdtfeger
Instructor-Business Division
Madison Area VTAE District
3550 Anderson Street
Madison, W1 53704



Instructional Supervision Participant List - March 5-7, 1990

Charles Anhalt

Division Chairman-Trade & Industry
Mid-State VATE District

SCO - 32nd Street North

Wisconsin Rapids, W1 54494

Charles Oestreich

Machine Tools

Mid-State VTAE District

S00 - 32nd Street North
Wisconsin Rapids, W1 54494

Cheryl Mayes

Mnlwaukee Area VATE District
700 West State Street
Milwaukee, WI 53233

Audrey Stockey

Nhlwaukee Area VATE District
700 West State Street
Milwaukee, W1 53233

lehsh Instrucuonal Chairperson
aukee Area VTAE District
700 West State Street
Milwaukee, WI 53233

Bob Pruse

Chairman-Construction and Transportation
Westemn Wisconsin VTAE District

304 North 6th Street

La Crosse, WI 54602-0908

Douglas Lindsey
Supervisor-Agriculture
eshore VTAE District
1290 North Avenue
Cleveland, WI 53015

Scott Heinig

Plastic Technolo
Lakeshore VTAE District
1290 North Avenue
Cleveland, W1 53015

Arlan Lerch
Math/Science

Lakeshore VTAE District
1290 North Avenue
Cleveland, WI 53015

EKC
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l.cRoy Nyquist
Office

Blackhawk ‘F‘nhnical College
6004 Prairic Road - PO Box 5009
Janesville, W1 - 53547-5009

Jim McFaul

Instructor-General Education

Wisconsin Indianhead Technical College
600 North 21st Street

Superior, W1 54880

Mary K. Berchild

Instructor-Cosmetol

Wisconsin Indianhead Technical College
1960 College Drive

Rice Lake, 54868

Don Putham

Instructor-Food Service

Wisconsin Indianhead Technical College
1900 College Drive

Rice Lake, WI 54868
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Agenda

INSTRUCTIONAL SUPERVISION VTAE WORKSHOP
Monday, March 5, 1990  Mead Inn-Wisconsin Rapids

WORKSHOP
INSTRUCTORS: ¢ Howard Lee, Co-Director, Center for Vocational, Technical
& Adult Education, University of Wisconsin-Stout
« Bill Mamel, Manager Operations Training, LORAM,
Hamel, MN
7:30 - 8:00 Registration
8:00 - 8:30 Introduction, Objectives & Expectations - Howard
8:30- 9:00 Background - Theory of Instructional Supervision - Howard
9:00 - 9:30 Assessment & Check for Understanding - Bill
9:30 - 9:45 Brea‘k
9:45 - 11:30 Elements of Instructional Review - Howard
11:30 - 12:00 Clarification of Elements - Bill and Howard
12:00 - 12:45 Lunch with discussion
12:45- 1:15 Micro-Teaching Lesson (Students script-tape/observation)- Bill
1:15- 2:00 Conferencing/Howard

2:00 - 2:15 Break

2:15- 3:15 Gathering Data - Howard




Agenda

INSTRUCTIONAL SUPERVISION VTAE WORKSHOP
Tuesday, March 6, 1990  Mead Inn-Wisconsin Rapids

8:00 - 8:30 Review/Objectives - Howard
8:30 - 9:15 Analysis of Script, Diagnosis - Howard |
9:15 - 10:60 Practium - Select Conference Objectives - Bill
10:00 - 10:15 Break
10:15 - 10:30 Conference Model Phase - Howard
10:30 - 11:00 Introduction Phase (Practium Model) - Bill
11:00 - 12:00 Diagnosis Phase (Practicum Model) - Bill
12:00 - 12:45 Lunch with discussion
12:45 - 1:45 Reinforcement Phase -Howard
1:45 - 2:15 Instruction/Planning Phase (Practicum-Model) - Howard
2:15 - 2:30 Break
2:30 - 3:15 Continue
3:15- 3:30 Closure - Howard

EVENING
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Agenda

INSTRUCTIONAL SUPERVISION VTAE WORKSHOP
Wednesday, March 7, 1990 Mead Inn-Wisconsin Rapids

8:00 - 8:30

8:30 - 9:15
9:15 - 10:00
10:00 - 10:15
10:15 -12:00
12:00 - 12:45
12:45 - 2:15

2:15- 2:30
2:30 - 3:30

Review/Objectives - Howard

Observation/Script (From Video) - Bill and Howard
Analysis/Conference Planning - Howard and Bill
Break

Observation, Script, Analysis, Conference Planning and
Conference

 (two groups) - Bill and Howard

Lunch with discussion

Instrﬁctional Supervision

Break

Implementation, Assignment and Evaluation - Howard "~
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© Madeline Hunter 1986

CUNICAL SUPERVISION FOLLOW-UP

I. DEVELOP YOUR SKILLS AND UNDERSTANDING OF CONTENT

Review your notes and books (distributed practice)

Discuss what you have learned with other informed people.

Diagnose yourself - what are ycur areas of greatest/least understanding?
Sacl’:ct one area for your first concentration. Task analyze what you need
o do. .

Design a lesson and teach to a group of students. Arrange for observation
by an informed observer or have the lesson videotaped and analyze it
yourself. Revise the lesson based on what you !>amed and teach it again,

m ON@m»

il. DEVELOP YOUR SKILLS AND UNDERSTANDING OF TEACHING

A.  Find a teacher with whom you feel you can work and TEACH with that
teacher. Both of you will learn a great deal.

B. Observe that teacher after reminding himvher it is for your growth.
Praciice 5§ - 10 minute script tapes. Go over the script tape with
hinvher just reading what you have recorded. |f you feel comfortable, do
a Type "A" conference. (LEVEL il SKILL)

C. Observe and teach for fellow administrators and have them do the same for

you. . .
D. Al of the above will give you examples to use when you begin to share
your kn.wiedge.

11l.  SHARE YOUR KNOWLEDGE AND SKILLS (done for your benefit)
(Beware of just sharing a list or your notes. Without comprehension,
presentation at a knowledge level is not only useless, but dangerous).

A Select one area and do an input to a small group (use films, tapes, charts,
chalkboard, outline, eic.). If you need a lot of notes, you do not understand
your content well enough. Make sure you model what you have learned in
this course as you do your presentation (small meaningful amount of
information, lesson design, motivation, checking for understanding, etc.).
Also make sure you demonstrate and label (right and left hemisphere) in
your presentation the content you are teaching. Use examples from your
own experience 10 insure understanding.

B. Ask your participants to anonymously evaluate your input so you can get
honest feedback.

Redesign your input and do it with another small group and again get
anonymous feedback,

D. Develop skill in each area using this process. It is the only way skill
develops. Otherwise, you are just parroting and it comes off lacking
credibility. REMEMBER, THIS TAKES TIME. BE PATIENT BUT
PERSISTENT.

ERIC °c
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Page il
Clinical Supervision Follow-Up

IV. DEVELOP SKILL IN INSTRUCTIONAL CONFERENCING (Level Il skill)

A With one or two teachers with whom you have been working, explain what
you need to leam to do and ask for their help. Observe, take script tapes
for 5 - 10 minutes, and hold "A", "B* and "C" conferences. If they
request it, you have move to a "D" conference. MAKE SURE YOU KNOW
THE TEACHER'S REASON FOR MAKING A DECISION BEFORE YOU ASSUME IT
WAS INAPPROPRIATE.

B. Teach for those teachers and ask them to observe and conference you.

C. The word will spread and you will get other requests. PROCEED
SLOWLY!

D. Ignore "heel draggers® (extinction) until you have the rest “up and
flying® and your skills have escalated. Then tackie them.

IF SOMEONE "HIGHER UP” TRIES TO JAB YOU INTO FIRING A TEACHER OR RETRAINING A
WHOLE STAFF THE FIRST YEAR, SHOW THIS PAPER TO THEM AND TELL THEM THAT
MADELINE SAYS SUCH ACTIVITY IS A SURE WAY TO KILL AN INSTRUCTIONAL
IMPROVEMENT PROGRAM.




INSTRUCTIONAL SUPERVISION

VTAE WORKSHOP

WISCONSIN RAPIDS
MEAD INN
, MARCH §, 6 & 7, 1990

A WORKSHOP FOR VOCATIONAL EDUCATORS
| WORKSHOP INSTRUCTORS:

Howard Lee, Co-Director, Center for Vocational,
Technical & Adult Education, University of Wisconsin-Stout

&
Bill Mamel, Manager, Operations Training-LORAM, Hamel, MN

CENTER FOR VOCATIONAL, TECHNICAL AND ADULT EDUCATION
University of Wisconsin-Stout
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| INSTRUCTIONAL SUPERVISION
TABLE of CONTENTS

1. Agenda
2. Instructional Supervision
e Clinical Supervision vs. Evaluation
 Instructional Supervision ProcessA
 Instructional Supervision
* Prerequisite Skills and Knowledge
« Workshop Objectives |
o Process of Instructional Supervision - Chart
| « Script Tape Sheet
3. Planning the Conference
 Introductory Phase
« Diagnosis Phase
* Reinforcement Phase
o Instructional Phase
. Fbllow-up Phase
o Worksheets
 Suggestions for Mini Lesson
4. Articles
5. Elements of Instruction - Task Analysis

6. Feedback
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The difference, is the instructional aspect. In clinical supervision, you set an objective to
reinforce, and an objective o teach to (improve teacher’s skill). g evaluation, you really don't
have to do any instruction, just rate various categories on the cvaluaiion instrument.

Also, scope of evaluation is broader, and covers ail aspects of the job.

Another difference, is that one purpose of evaluation is to pinpcint teachers who really need help -
(probation possibilities), but if a teacher is "satisfactory”, no turther effort is required to help the
teacher refine skills.

In evaluation, cover a broad area of skills a teacher has and assess them i.e. - classify where they
are in the overall teaching profession.

In clinical supewision‘.e:geciﬁc lesson is assessed and what you want the teacher to continue is
reinforced. You may a part that is left out with the understanding that you will return at »
specific time agreed upon to see if the missing part has been fixed.

Clinical supervision zeros in on instructional skills which are more specific and exacting - the
criteria are more clearly defined. It requires that the supervisor teach. (in the conference!)

In contract, evaluation is an inventory of whether the teacher is doing a satisfactory or
unsatisfactory job on a myriad of areas. The items are more broad and conferencing less specific.

Evaluation: Means using a district instrument to assess & teacher’s overall abilities in many areas
for a given period of time. It is an inventory of the person's abilities and skills.

Clinical Supervigion: May also use a district determined criteria, but the purpose is for
maintenance and improvement of skills. The supervisor must have a knowledge of the elements of
instruction. Youmboldn;forwhatiseffectivemdminfacethatmdwhatneedsimplwanmt
and provide instruction for improvement - with follow up.

One way to distinguish is like the difference between a referee and a coach. The evaluation
requires the referee; the clinical supervision is the coach.

The referee calls or makes judgement on all phases of the operation while the coach is aware of
what is going on, but buiids on the strengths and tries to improve weaknesses - works on this.

Differences between evaluation and clinical supervision:

In evaluation you are to determine whether or not the person is doing the job he was hired to do.
In clinical supervision you are to determine the strenﬁlu and weaknesses of a person's teaching -
to reinforce what he is doing effectively and to teach him ways to improve those areas that are not
helping the kids to leam.

The purpose of evaluation is assessment. Itis a check-list inventory of various competencies of a
teacher - such as instructional skills, management skills, relationships with teacher and students. it
is like giving a student a report card. Thepurgocofclinical supervision is to zero in on a certain
aspect that needs to be maintained and to build in comrection of an aspect that needs to be refined.
The major distinction is that clinical su ion requires the administrator to teach the instructor
according to a deficiency observed within the teaching skills.

Clinical supervision implies reinforcement of good teaching skills plus suggestions to help in arcas
that need help whereas evaluation suggests the final report card for the year.

1
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k THE INSTRUCTIONAL SUPERVISION PROCESS

1. In the instructional supervision process, data is gathered by conducting an observation of an
instructional episode in a classroomy/lab.

2. A detailed anecdotal record of the observation or analysis of the self-directing process is
compiled, documenting specific points in the episode.

3. An initial diagnosis of the specific documented points is made identifying those points which
were effective and those which were less than effective.

4. After the episode has been analyzed in detail, the observer prioritizes those points which were
effective and those which need strengthening.

5. Utilizing the identified priorities, the instructional supervisor plans an instructional conference
‘ in order to verify what was observed and to utilize the information which was gathered in order
to improve future msuuctlon

6. A conference is conducted between the instructional supervisor and the teacher, The major
components of the conference are diagn:-is of the episode, reinforcement of an effective
instructional skill, and (if necessary) sti ., thening of a less effective skill.

ERIC 97
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INSTRUCTIONAL SUPERVISION

The role of the instructional supervisor as an instructional leader has been an intention of
education/training for some time. Instructional experiences focus on the the improvement of
instruction. As insu'uction improves, other key factors such as school climate, discipline,
attendance, retention, and the quality of the curriculum in general improves.

mmmm_sxmunn_xmmm

Knowledge of Bloom's Taxonomy
State objective in performance terms.
Formulate a task analysis in relation to that objective.

Differentiate between a dependent and independent sequence in relation to
component objectives.

List the dependent objectives in sequence of difficulty.
Have knowledge of the curriculum goals and objectives of the school district.

Have knowledge of the criteria (Elements of Instruction) used to diagnose quality
instruction.

Workshop Objectives
Upon completion of the workshop, participants will be able to:
1. Comprehend observation and feedback process and techniques.

A. Label examples of elements observed in teaching episodes
B. Demonstrate comprehension of observation - conference process
C. Explain process of instructional supervision
e; ‘tse“af::il:\yg episode by oompleting. in writing, a diagnosis of a given
A. compiling a written anecdotal record.

B. demonstrating ability to analyze the anecdotal record by labeling the teaching
behavior.

C. list supportive and specific data from their anecdotal record for each category
of the elements of instruction.

D. classifying the labeled data under appropriate element of instruction.
E. use the classified data to judge the teacher's ability in each element of instruction.
3
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3. Select conference cbjective(s) for a conference by writing the conference objective(s):
A. prioritize teaching competencies to be reinforced.
B. prioritize teaching competencies to be extended.
C. arrange the prioritized competencies in a dependent/independent sequence.
D

. use knowledge of teacher leamning style to assist in final determination of conference
objective(s).

E. write conference objective for reinforcement and extension of instructional skills.

4. Plan an instructional conference by completing in writing a five phase conference plan.
A. The task analysis for the five phase conference plan follows:
1) Intoductory Phase
o plan a statement for greeting the teacher
o plan a pleasant fecling-tone statement
« plan to review the conference sequence for the teacher
2) Diagnosis Phase

o design a question that will give the teacher an opportunity to reflect on the
insuucﬁmalskillsmnmeffectiveinpmodnglwn g

o design a question that will give the teacher an opportunity to reflect on the
instructional skills that were not as effective in promoting leaming.

o design a question that will narrow the focus of the teacher to the instructional
skill to be reinforced in the conference.

o design a question that will narrow the focus of the teacher to the instructional
skill to be taught in the conference.

« provide for professional dignity of the teacher.
3) Reinforcement Phase
« write the objective for the instructional skill to be reinforced.
» mark in the anecdotal record the examples of the skill being reinforoei
o design a statement to recommend continued use of the skill.

o plan to explain how the continued use of the skill being reinforced will assist
the student in leaming.

4
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4) Instructional Phase
« write the objective for the instructional skill to be taught to the teacher.
e sct
* objective - plan to tell the objective to the teacher.
« purpose - plan to explain how this skill will assist the student in learning.
* model (if appropriate)
» check for understanding

* input - write the task analysis for the objective (list any information teacher will
need to receive in order to achieve the objective)

* guide practice

e closure

5) Planning the Follow-up Phasc

«  assist the teacher in deciding the amount of time needed by teacher for the practice
of the skill before your next observation.

o decide on date and time for next observation

ERIC 30
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PROCESS OF INSTRUCTIONAL SUPERVISION
Diagnosis - - Select Conterence |
Objective - - Plan the Conference -~ -»| Conduct the Conterence
|1.  Ask teacher for instructional | 1. List instructional skills that | 1. Introductory Phase
objective - to see if they can promoted and Interfered with
articulate learning. 2. Diagnosing Phase
2. QGatherdata 2. Rank (order) lists 3. Reinforcement Phase
3. Labeldata 3. Check for dependence - prior | 4. Instructional Phase
knowiedge is necessary.
4, Group data for analysis : §. Follow-up Phase
o 4. Consider:
Ask: Did the teacher teach
to the objective? * Is the teacher ready?
Was the objective at « I8 the principal able?
the correct level of
difficulty? §. Formulate the objectives:
Was there monitoring + Reinforcement
of the learners and an
attempt to adjust the + Instructional
teaching?
Was there use or
abuse of the Principles
of Learning?
] 31 B
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ESSENTIAL ELEMENTS OF INSTRUCTION

Can the teacher:
Teach to an Objective
 generate teacher behaviors relevant to an objective

« generate student activities relevant to an objective

Select an objec..: . at the correct level of difficulty for students
» formulate an instructional objective
 write a task analysis

« use the task analysis as the basis for the diagnostic process

Monitor the student and adjust the teaching
o elicit overt behavior of students
o check the overt behavior

o use an analysis of the leaming and/or knowledge of the principles of learning
to interpret the overt behavior of students

 act on the interpretation

- reteach
- practice
- move on
- abandon

Use the principles of leamning (some of which are listed below)

Active Participation
Anticipatory Set
Motivation
Closure
Reinforcement
Retention
Transfer

“w
(Ve
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SCRIPT-TAPE

NAME DATE
SUBJECT TIME
CRITICAL BEHAVIORS
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PLANNING THE CONFERENCE

Purpose & Skills

1. INTRODUCTORY PHASE

A. Purpose:
* o establish physical comfort and a pleasant feeling tone
 to establish a mental set toward the conference process
* to establish the professional tone of the conference

B. Skills: (ability of the principal to:)
1) plan a statement of greeting
2) plan a pleasant feeling-tone statement

3) plan to review the conference process for the teacher

2. DIAGNOSING PHASE
A. Purpose: '

* to get additional information about the lesson and the teacher’s perspective to complete
the diagnosis.

+ 1o allow the teacher the opportunity to analyze the lesson.
* to narrow the focus of the teacher to the conference objectives.
R. Skills:

1) design an open-ended question that will allow the teacher an opportunity to reflect on the
instructional skills that promoted leaming.

2) design an open-ended question that will allow the teacher an opportunity to reflect on the
instructional skills that interfered with leamning.

3) desifn a ecéucstion that will narrow the focus of the teacher to the instructional skill to be
reinforced.

4) desiin a question that will narrow the focus of the teacher to the instructional skill to be
taught.

5) monitor the teacher’s responses and adjust as appropriate.

©
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3. REINFORCEMENT PHASE
A. Purpose:

* to kiiﬂcmtify and reinforce an instructional skill so that the teacher will continue using that
skill.

B. Skills: ,
1) write the objective for the skill to be reinforced (see Selecting Conference Objectives).
2) mark in the anecdotal record specific examples of the instructional skill being reinforced.
3) plan how these specific examples will be shared with the teacher.
4) design a statement to recommend continued use of this instructional skill.
5) design a statement to explain how this instructional skill assists student in learning.
6) plan a procedural closure.

4. INSTRUCTIONAL PHASE

A. Purpose:
* to develop or refine an instructional skill

B. Skills:

1) write the objective for the instructional skill being developed or refined (see Selecting
conference Objectives)
2) develo?:

- anticipatory set: plan to focus the teacher’s attention on the instructional skill being
developed.

+ gbjective: plan to relate the objective to the teacher.
« purpose: plan to explain how this skill affects the student’s leaming process

+ input: develop a task analysis for the instructional skill being develeped.
- plan how the information from the task analysis will be provided.

o model: plan examples that will illustrate how the instructional skill is utilized.

+ check for understanding: design a question that will check the teacher's
understanding of the instructional skill being developed.

. W design several activities that will serve as practice for the
instructional skill being developed. :

o closure: design an activity that will allow the teacher the opportunity to summarize
his/her understanding of
- the instructional skill that was developed
- the instructional skill that was reinforced

10
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l S. FOLLOW-UP PHASE
A. Purpose:
« toallow the opportunity for growth

« to hold both the teacher and the principal accountable for the improvement of the
instructional skill covered in the conference.

 to provide support for the teacher’s efforts in improvement
B. Skills:

1) plan to assist the teacher in deciding the amount of time needed by the teacher for practice
fore the follow-up observation.

2) estblish a date and time for the next observation
3) plan a statement of support for the teacher’s efforts in instructional improvement.

11
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DIAGNOSIS

1. Ask teacher for the instructional objective. (What will the students learn and how will they
demonstrate that they have learned.)

Instructional Objective

' 2. Script-tape the teaching episode.
b 3. Label the data in terms of the Elements of Effective Instruction.
4. Using specific supportive data from the script-tape, ask:
«  Did the Teacher teach to the objective? Yes/No
Evidence (from script-tape)

o Was the objective at the correct level of difficulty for the leamer(s)? Yes/No?
Evidence (from script-tape) ) |

o Did the teacher monitor the studeats' progress and adjust the teaching in relation to the
students' progress? Yes/No

Evidence (from script-tape)

» Was there effective use or was there abuse of principles of learning? Yes/No
Evidence (from script-tape)

12
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SELECTING THE CONFERENCE OBJECTIVE(S)
1. List the skills tiat promoted leaming and list those that interfered with leamning.
Promoted learning: Interfered with learning:

2. Rmkd\esﬁlkma&r:mwdlwning.me&mbdngmemedmminswmm
_topmgresstowud learning.

Circle the item ranked #1. This will be the instructional skill to be reinforced.

3. Rank the skills that lcaming, the first being the one that most interfered
‘withprogmswwud learning.

Circle the item ranked #1. This will be the instructional skill to be taught.

4. Consider the ability of the teacher to receive instruction at this time.
Consider your self and your ability to teach the instructional objective.

S. Write the reinforcement objective and the instructional objective for this conference.
| ~ Reinforcement Objective '

| Instructional Objective

13
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PLANNING THE CONFERENCE

1. INTRODUCTORY PHASE
* Plan a statemeat for greeting the teacher.

» Plan a pleasant feeling-tone statement.

* Plan to review the conference sequence for the teacher.

2. COMPLETING THE DIAGNOSIS PHASE

* Design a question that will give the teacher an opportunity to reflect on the instructional
skills that were effective in promoting leaming.

 Design a question that will give the teacher an opportunity to reflect on the instructional
skills that were not as effective in promoting learning.

 Design a question that will narrow the focus of the teacher to the instructional skill to be
reinf in the conference.

* Design a question that will narrow the focus of the teacher to the instructional skill that is
to be in the conference.

o Listen and mentally label teacher comments.

14
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3. REINFORCEMENT PHASE

*  Write the objective for the instructional skill to be reinforced. (See Selecting the Conference
Objective, item #5) |

* Mark in the anecdotal record the examples of the skill being reinforced.

* Plan how ygu will relate these examples to the teacher.

* Design a statement to recommend continued use of the skill.

. gmwaphinhowthecmdnueduscofthesﬁnbdngminfacedwmmmemﬂem
learning,

¢ Plan a statement to elicit closure.

15
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4. INSTRUCTIONAL PHASE

o Write the objective for the instructional skill to be taught to the teacher, (see Selecting the
conference Objective, item #5)

 Anticipatory Set
» Objective - Plan to tell the objective to the teacher
 Furpose - Explain how this will assist the students in learning

. In¥ut - Wrrite the task analysis (see Essential Elements of Instruction: Task Analysis
Information Packet)

* Model - Examples, lllustrations
o Check for Understanding
o  Guided Practice
e Closure - (Teacher summarizes)
5. PLANNING THE FOLLOW-UP PHASE
 Statement of support
 Statement of accountability

» Establish date and time for next observation.

16
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SUGGESTIONS FOR MINI LESSONS

b

. How to tie a tie/bow

Waxing skis

Preparing attractive food garnishes

Napkin folding

Ten essential Spanish words for communicating in Mexico
Blood pressure

Wood carving

Rules for Cribbage

. Counting a Bridge hand

© ° N W AW N

[
o

How to do your own personal color analysis

b
b

. Hand cut letters

[
g

Water color techniques

. Techniques for renmhbering names

b s
& W

Creatihg paper flowers out of tissue paper

[
bt

Ribbon poinsettia

[
o

Hockey infractions
. Football penalty signals
Filleting fish

[ N B
© ® 2

Soft sculpture

X
o

How to sell your car yourself

N
[

. Creating your own transparencies

N
N

. Food exchange system
. CPR

N W
& W

Dealing with abrasive people

™o
W

. Aerobic exercises

17

©

ERIC 43



ARTICLE TABLE OF CONTENTS

TITLE COLOR

1. Effecting a Reconciliation Between Supervision and Pink
Evaluation by Madeline Hunter

2.  Supervision by Robert J. Krajewski White

3. Preparing for an Instructional Conference by Green
Madeline Hunter

4. Script-taping: An Essential Supervisory Tool by Blue
Madeline Hunter

S.  Script-Taping: A Method for Recording Classroom Yellow
Observations by Jack Sutton

6.  Critical Attributes of a Staff Development Program to Gray
Increase Instructional Effectiveness by Madeline Hunter
and Doug Russell

7. The Coaching of Teaching by Bruce Joyce and Tan

Beverly Showers

EKC 44

Aruitoxt provided by Eic:



(© Copyright 1987 Madeline Hunter

Effecting a Reconciliation between Supervision and Evaluation

Madeline Hunter

I take exception to the assertion that teacher evaluation is a high-cost,
low-yield investaent. Teaching has improved more in the last decade, since we
have done research on teaching and teachers are being evaluated in terms of
that research, than it had in the previous centuries. Granted, there always
have been outstanding teachers, bug their skills usually were intuitive, not
consciously practiced. Granted, also, that more research has been available
for determining effective teaching in the last decade than in previous
centuries. We need only look at the contribution of criterion testing to
improvement of student performance in order to supply evidence that high yleld
results from application of research to the evaluation of students or teachers
(or principals).

I will also grant that many principals still have not had the opportunity
to learn how to either supervise (help) or evaluate a teacher: an indictment
of our universities, many of whom still do an inadequate job of preparing
principals for either professional responsibility.

Another issue with which I do not agree is the "fix or fire," “"improve or
remove” implication of formative and summative evaluation. We are way beyond
those rudimentary notions. The outcome for both supervision and evaluation
should be escalating teaching effectiveness. Summative evaluation becomes a
check point when decisions need to be made about pay, promotion, or release.
Expectations will vary for beginning and experienced teachers but both must be

certified as growing professionals not merely “"adequate” teachers. The
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processes of gathering supporting valid evidence for formative, and summative
evaluation are much the same. Observing, script taping, and analyzing
constitute the diagnostic phase of both. Prescribing for continuing
professional growth or making decisions about future status constitute the
prescriptive phase. Formetive and summative evaluation must be sequential
processes, not simultaneous, for the latter is a summation of and achieves
validity from the former. The decision to terminate must be based on evidence
that the individual has, throughout the year, had the opportunisy but has not
demonstrated the capacity and/or intention to grow professionally from that
opportunity. Intent to grow can be stimulated as a result of supervision by
someone who has the power to make a final evaluation and who has collected
ongoing data to support final evaluation. Of course, principals want to be
supportive. They will feel so if they have been involved in helping, not just
Judging. . |

In a Los Angeles inner city school, the principal attempted to help a
resistant teacher. Finally, in desperation, the principal {ssued an ultimatum i
that better professional skills would be demonstated or the teacher would be
terminated. Improvement beg;n. By the end of the year the principal rated
the teacher as "better than average" and éonfessed. “I've always been ashamed
of myself for losing my temper and threatening to fire you. What caused you
to grow?” The teacher responded, "No one had ever explajned professional
growth to me that way before.”

When there are two adainistrators, teaming rather than seﬁaratlnz
formative and summative evaluation should be the procedure. In that way
stimulation and correction are built into both nrocesses. To have no
communication between the two is like concealing from your doctor all relevant

health information when you have your annual physical.
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It is tine we do some "marriage counseling” to avert the potential divorce
of teacher evaluation from supervision and coaching. The two are really very
compatable. With understanding of the role, purpose, and activities of each,
marital productlﬁeness out of which is born escalating instructional
effectiveness (and even bliss!) are possible to achieve. Those who believe
otherwise seldom have had extensive experience in dealing with both processes
in routine clinical school practice.

It is interesting that in no other enterprise do we consider helping
people become more skilled, and determining that they have become more skilled,
to be mutually exclusive enterprises. Typically, the teacher who works daily
with a class believes no one else can evaluate them as fairly. Surely,
teaching graduate classes does not interfere with grading those same
students. We would stipulate it contributes to a fair grade!

A coach who has worked with players usually can give a more accurate
appraisal of their present skills and future potential than can a one time,
skilled observer. Only in competition where the contestants are being
compared and ranked in identical situations, are the judges different from
trainers who could be biased in terms of their “one and only.” Evaluators of
teachers do not have a "one and only" who is competing against another's “one
and only” in identical situations. Competence must be evaluated in teras of
appropriateness and artistry of teaching decisions and behaviors in
bewilderingly different situations. The athlete's high jump bar is not at
different heights when it is supposed to be at six feet. The coﬁdltion of the
ice does not vary considerably fror one skater to the other but classes and
teaching situations do.

Teaching is an action performance behavior based on cognition. Information

or skills can be acquired through inservice, self analysis, observation or
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independent study. The "how" is less important than that artistic skills and
accurate knowledge are acquired. Proficiency and artistry develop, as in all
action performance behaviors, through practice with coaching. In education we
call the coaching process "supervision,” or "peer coaching,” or formative
evaluatfon. Coaching requires that the coach possess and utilize the skills
necessary to increase the effectiveness and/or artistry of another's
performance (something not always true in current peer coaching). It does not
require that the coach be able to perform better than the individual being
coached. The diagnostic-prescriptive aspect of coaching to remediate or
stretch performance through formative interactions has been misting from much
previous supervision (hence, the name “snoopervision”). The primary purpose
of supervision, coaching, or formative evaluation is to enhance performance.

Formative evaluation empioys the process of observation, script taping,
and analysis of productive and, if they exist, less than productive behaviors.
The purpose is to increase teaching effectiveness and artistry through a
subsequent instructional éonference.

Summative evaluation is a summation of those same processes for the
purpose of certification of a person and/or assignment to a category which can
range from "inadequate® to "outstanding.” Evaluators must have the skills
necessary for making judgments about teaching performance which can be
supported by reasonably objective dita gathered from frequent formative
evaluations. A valid summative evaluation can not be made after one
observation or oner conference.

Consequently, to validly supervise or evaluate teachers one needs to be
highly skilled in both formative and suu.atlQe evaluation in order to

determine whether the teacher's decisions and behaviors were appropriate (and
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artistic!) or are becoming increasingly appropriate to these students in this
situation with the particular content being learned. The professional skills
essential to engaging in supervision and evaluation also require formative
supervision/coaching during their acquisition and require suamative evaluation
to certify their possession.

This is not to say that only the evaluator contributes to professional
growth. Both principals and teachers need all the help they can get to
translate research about teaching and learning into effective and artistic
classroom implementation. Principals welcome the augmentation which results
from assistance of resource teachers, central office supervisors, and peer
coaches to assist with, pot replace, their own supervision because daily
assistance over a period of time is not usually possible for a principal given
the other responsibilities.

It is essential, however, for a principal to know the area on which a
teacher's attempt to grow is focused and to be aware of the effort put forth
and the progress being made so this becomes an important consideration in the
final summative evaluation. It is naive to believe that the teacher will
reveal problems to a supervisor and conceal them from an evaluator. Problems
in performance behavior cannot be concealed. They are inevitably revealed to
any sophisticated observer. Do you think the coach doesn't know who lacks
skill in passing? The teacher doesn't know which students can't multiply?
The observer doesn't know when a teacher has discipline ﬁroble-s, doesn't
understand math concepts, asks only "yes/no” questions? To believe that a
teacher must reveal a problea for a skllleq\observer to know it exists is
wishful thinking.

It is equally naive to assume the principal does not have the time for

supervision when instruction is the first priority of schooling. Granted,
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none of us has all the time we need and we welcome and need additional help.
Every principal can schedule a few hours, inviolate, each week to supervise
(assist with) the development of escalating excellence and artistry in
teaching. “"Walk through” supervision enables principals to visit four to six
teachers in 2 half hbur. Seldoa should any supervisor's visit last more than
ten to twenty minutes. The necessary feed back and coaching can follow at
breaks, before and after school, in preparation periods or in the classroom
with the students on "autopilot.” Frequently, "don't have time" means "don't
know how,” which is understandable, as skills of supervision often ar? not
adequately taught in administrative preparation.

Supervision is a much more difficult process than is evaluation although
the latter appears nore‘fornldable. The former requires diagnosis of what the
teacher is next ready to learn, prescription of how best to acquire that
knowledge or skill, monitoring the process of acquisition, accelerating or
remediating the process as required, and assuming part of the responsibility
for the teacher's professional growth.

Evaluation, while not easy, requires only a final assignaent to a category
with supporting objective evidente. To do either supervision or evaluation
well requires the same process (observing, script taping, analysis, and
finterpretation of script tape) but each has the different purpose of
“teaching” or "grading.” Teachers see a final evaluation as fair and just if
it is based on many samples of their teaching, not one fatal visit.

Principals feel secure in final evaluation {if they have been involved in a
teacher's growth throughout the year when "summative” becomes truly a summing
un of a year's effort and achievement in the demanding process of teaching.
Evaluation should be an outcome which reflects supervision in the same way

that grading {s the outcome that reflects effort and instruction.
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Let's look at some actual situations which support the marriage of

formative and summative evaluation.

1.

Teacher A is a nice "average” teacher. Students make routine
progress in her class but are not very excited about school. Parents
(and the custodian) don't complain, but never request that teacher.
The supervisor works hard all year to try to get Teacher A to try some
new ideas, to add a little spark to her class, but to no avail. At
the end of the year, things are just the same as they were last year
and the year before and the year before that.

Teacher B 1s a teacher who begins the year with considerable chaos.
The room is disheveled, the students noisy, and teaching is spotty.
The supervisor works hard and slowly things begin to improve. At the
end of the year students are well behaved most, but not all of the
time. The room is usually orderly, but exciting student activities
sometimes leave it messy. Teacher B has tried and mastered most, but
not all of the teaching techniques suggested.

An evaluator, unaware of what the supervisor has been striving to
accomplish with both teachers makes a visit to each room. Which
teacher do you think will receive a better evaluation? Which has
demonstrated potential for continuing growth? How can the evaluator

know that?

An evaluator observed a class where one boy was drawing a motorcycle

while the teacher was explaining a process. The evaluator marked the
teacher down for not making the boy put the motorcycle away. He was
unaware that the teacher had grown from "taking the student on" in a

public display of "tug of war” from which there was no honorable



to others and was well along the way to interesting the boy in the
lesson. The evaluator, not having worked with the teacher had no way
of crediting the teacher with professional growth in a very difficult

situation or knowing that the boy was behaving the best he ever had.

The author, observing a mature teacher, felt he left a lot to be
desired. The principal, who had been supervising hia all year, stated
that he had arrived this year as an administrative transfer from
another school where he had been permitted, by “average® evaluations,
to continue with less than mediocre performance. The current
principal had assisted with, but insisted on, improvement and the
growth had been remarkable. School district personnel marveled at his
improveaent and prediéted he would shortly attain better than adequate
performance. Would the author's or the principal's be the more fair
evaluatlon?'

An important aspect of evaluating teachers is knowing what new
skills they are learning, how eagerly they seek constructive
appraisal, what and how hard they are willing to try in order to
improve their performance, how much ihey have accomplished
professionally this year. The person who supervises is aware of
these aspects. The evaluators may not be cognizant of how well
teachers have learned what they have had the opportunity to learn and
how much supervisory effort it took to achieve these results. All of
these aspects are predictors of continuing professional growth or

stagnation.
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4. It is interesting to note that in the Napa Project® where the
consultants supervised and the principals evaluated, as soon as the
consultants lef%, the teachers no longer continued with what they had
learned but went back to their "old ways.” Evidently, the teachers
felt there were different expectations in supervision and evaluation.
This provides provacative evidence that supervision and evaluation
should be marriage partners, not divorced activities. Let's reunite

them but, through inservice in both, build future compatability.

¢ Jourpal of Elementary Education, February 1987.
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Trends

Supervision

ROBERT J. KraJEWSKI

Undemandln’ the Why's of
Instructional
Whylsluhauomanymchmdohot
receive the instructional improvement
support and services they feel they
nced? Why don't schools have an
abundance of improvement pro-
grams? These are complex: questions
that lead to others witt Jeeper impli-
cations for supervision. Are there
enough instructional improvement
personnel? Do they have the necessary
preparation ang skills to carry out
their instructional improvement role?
Do they understand what their role
entails? And do their job 1equirements
give them sufficient time to devote o
that role? Perhaps in our zest to excel
in instructional improvement, we have
been t0o quick to .respond to the
bow'’s and have ignored the uby's.
Understanding instructional super-
vision is not easy, and implementing
an instructional supervision program
remains a persistet challenge. Most
supervisors develop assumptions, prin-

framevors o which 1o base thelr

theories and build their supervision
ideas. They express concern that in-
structional is too often
thougix of as a process

straints, or motivation techniques.
Wihout the reasons behind the pro-
cesses, it is nearly impossible for su-
pervisors to communicate efecivelv
mn bneommye of the wh.;‘d

must S,
and any instructional
model must integrate the why's with
the how's.

From vhe instrucsal supearsion
literature 3nd from practice, 1 chose
six key.elements that provlde
a firm foundation for building a viable
instructiunal program.

1. Instructional supervision requires
a percelting, bebaving attitude. The
most important task instructional su-
pervisoes face Is relating to the affec-
tive. Crucial to success is forming and
mainuining a positive attitude nnd en-
thusiasm towatd. instructional  im-
provement. Just as 3 prerequisite for

that focuses on-
- specific sklls, advamages. time con-

eflective teaching is a teacher’s accept-
ance of self, so too must the instruc-
tional supervisor know, accept, and
respect self as a prerequisite to work-
ing eflectively with teachers and guid-
ing their instructional improvement
efforts,

Wilhelms (1973) helieves that the
only teachers who can really do the
job are those who somehow (ecl good
about themselves, the
work with, and the world they work in.
The same holds true for supetvlsom
Effective instructional supervision re
qQuires that supervisors be in touch not
only with themselves but with -col.
leagues as well. Knowing and accept-
ing self-limitations allows
to better accept colleagues, work with
them as they are, and encourage them
10 accept themselves and to
students. Moss important, such behav-
for facilitates a perceiving, behavlng
antitude and enhances supervisors’ en
couraging a like anirude in teachers.

2. Instructional supervision requires
a becoming attitude. Supervisors who
try 10 do their best for instructional
improvement -and who model im-

nt in their own professional
havior will hold similar expecta:
tions of the teachers with whom they
work. The concluding sentences of
ASCD's Perceiving, Bebaring, Becom-
ing (Combs, l%Z)naeMdnper
son who has values, 2 pmmve view of
sell, is creative, open W experience,
responsible and trustworthy, well in-
formed, and aware that he or she is in
the ‘of becoming, is the person
most able (0 survive and deal with the
fuure. Our actions speak louder than
words. Confidence in seif encourages
confidence in others; others becume
whaweexpeamlhelpmemtohe

3. Instructional supervision requires

nunturing of mutual trust ar.

pont. Rappon—a harmonlous refation- |-
ship, especially one of mutual trust—is

vital. Trust is the foundation of instruc-
tional supervision; its development
must be continually promoted and
nourished. While perceiving, behav.
ing, becoming attitudes are necessary

prerequisites, rappont aurturance s

- supervision.
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the binding element for instructional

4. Instructional superiesion reyuires
ndicmmm Mm

ralon programs, prospective superv
$0rs must e a

thorough knowl
edgebueduumluuldallnr.d
theory as well as an ability 0 that
dneoq'ln::prmialwld teach-
ing. Too ofien, however, supervision
credential programs lack this impor-
minimal-
ly. Whhout necessary skills in plan-

ning, observing, and analyzing

conferencing and counseling with |

teachers; and planning and imple-
menting improvement with
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PREPARING FOR AN.INSTRUCT IONAL CONFERENCE
Madeline Hunter

All instructional conferences have "increased excellence in future teaching” as their goal. The teacher
will never teach that same lesson to those same students again. Consequently, the purpose of the conference
is not to compliment the teacher or repair that lesson, but 10 use that lesson as a data source to reinforce and
extend effective teaching or to remediate less effective teaching so in either case positive transfer to that
teacher's future lessons will become more probable. '

Observe and Script Tape the Lesson

It is assumed 1) that an observation will precede any instructional conference (unless teacher and
observer are only planning for a subsequent lesson) and 2) that a script tape (running anecdotal record of
what the teacher and students said and did) will be made during the observation to be used as the primary data
for the conference. :

Using a checklist 1o determine whether a teacher did or did not do something is an unsatisfactory
means of recording data for an instructional conference because there is no record of temporal cause-effect
relationships or of the context in which the behavior occurred. Presence or absence of any behavior is not
the question. The question is whether the behavior observed was appropriate or inappropriate to that

_situation and for those students.

Analyze the Script Tape

As soon as possible afier the observation, the observer should identify the teacher’s instructional
objective and analyze the script tape in terms of that objective, recording in the margin those sections which
have relevance for the conference. This identification can be done by marks (2, !, *, ---) or colored pen.
Sections identified should be labeled with the professional term that will be used to describe and
communicate concepts and generalizations in the conference ("anticipatory set,” "massed practice,”
"extinction,” "meaning,” transfer,” etc.). Labeling builds a common vocabulary which subsequently can be
used to discuss professional understandings. The part of the script tape that will support that label or
generalization should be marked s0 it can be readily located during the conference.

From the script tape, teaching decisions and actions are analyzed to identify cause-effect

relationships and to determine the conditions under which similar decisions would be effective in the future.’

For decisions that were not as effective as intended, theory based practical and specific remediations need
to be developed. The following activities should be included in the analysis.:
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Identify and label any non-typical, effective decision or behavior which occurred only once or
seldom in the lesson. Frequently this is intuitive behavior, so the teacher needs to be alerted to that behavior,
leam the generalization that supports its effe. iveness and identify the conditions under which that same
behavior should be used in the future,

If they occur, identify patterns of less effective teacher or student behaviors, not just one instance.
One instance of not enough "wait time," a blurted out answer, an inappropriate rhetorical question, a lack of
specific feedback is not all that important but observers tend to "pounce” on such instances. Only
sophisticated teachers welcome being alerted to their occasional “slips.”

Prioritize what needs to be accomplished with the teacher. Remember, you can't accomplish
everything in one conference. The first items of priority are the concems of the teacher: the discrepancy
between what the teacher hoped would happen and what did happen. Little else can be accomplished unless
those discrepancies are discussed, understood and handled. This does not mean you begin every conference
with, "How did you feel about the lesson?" It does mean that whenever a teacher’s concemn surfaces it -
must be attended to before proceeding 1o other matters.

It there are problem or inappropriate student behaviors, those need 1o be handled. Very little can be
accomplished when students are not in order. Try to determine what triggered the unproductive behavior.
Was it teacher, students or situational? Plan a workable (practical!) remedial plan that is possible for that
teacher 10 implement with that student in that situation. Also plan how you will teach/assist/support the
teacher in the implementation. Anticipate, also, how you will follow up 10 determine if the plan was
successful, if it requires modifications, and how they will be determined and effected.

If student behavior problems are not an issue, determine a primary objective for the conference. Is it
to identify effective teaching decisions and behaviors, to develop altematives for future situations where those
strategies might not work (increase the teacher’s pharmacy of altematives), to encourage the teacher to engage
in self-analysis, to remediate behaviors that were not successful or 1o stretch effective teachers to new heights
of professionalism, or a combination of these objectives appropriate for teacher and time available?

Any one, or the combination uf these objectives, may need to be modified as information emerging
during the conference indicates a different direction would be more productive. Remember to include, in
whatever are the priorities, strategies to pruduce positive transfer of understanding and/or skills developed in
the conference to future teaching situations.

- Plan the Conference

1. From the analysis, generate a sequential “lesson plan." Remember, the observer has responsibility
for teaching. How will you open the conference? While something initiated by the teacher may cause you to
modify you beginning, it is wise to plan the words you will use 10 start the conference productively. Usually
it is advisable to begin with a successful teacher behavior. Don't waste time on "small talk.” Usually starting
off with "What went well and why,” will get teachers' attention and make them more comfortable in the
conference situation.
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Beware of the use of "I" in the conference, ("I liked," "I was impressed by,” "I noticed.”) "You"
has more potential to build the teacher’s self concept. ("Your lesson was impressive.” "You used excellent
judgment when you ---." "You really thought on your feet when you ---." "When you --- it caused

students to —--,") Occasionudly it helps to tape record your conference to discover whether you have the "1, I,
1" habit, and to hear how you "come across.” |

-

z. Have your script tape marked in a way that you can easily find the sections you wish to "play back”
to the teacher. Don't bore him/her by reading the whole script tape ("and then you---and then you---and then
you---.") The teacher knows the sequence of the lesson. Work from only the parts you have selected and
develop those into generalizations with the condition under which their future use is or is not appropriate. If
the teacher raises a question about a certain part of the lesson, take time to find it in your script tape. Don't
try to work from memory. This is the reason you need 10 script tape the entire observation, not just the pans
you see as important. A different part of the lesson may be more important to the teacher.

Support your comments with data from the script tape $o the teacher knows the part of the lesson to
which you are referring. Always being aware of and responding to the teacher's questions and concems,
make your suggestions become generalizations useful in the future. Then determine how you will check
for the teacher's understanding of the use of that generalization in similar situations which the teacher
may encounter in the future.

3 Work from a teacher’s strength to a problem area if there is one. Plan questions that will elicit the
teacher's reasons for what occurred before you make a judgment about it. ("You've done an excellent job of
teaching students to raise their hands and wait to be acknowledged. One time you ignored Mary’s blurted out
response and mmertimeyouaccepwd it as the answer to your question. Was there a difference in the two
situations?”) When you hear the teacher’s reasoning behind actions, you may be impressed by the “custom
tailoring" to differing sets of circumstances. If there was no difference, simply inconsistency in the teacher's
behavior, it usually will be discovered as (s)he hears the script tape and considers the answer to your
Question.

“Typically we are questioned only when something is wrong. The ability to ask a question without
implying that something was amiss is one of the most complex skills for observers to acquire. It helps to
precede the question with the indication that the teacher’s action was productive, “Your rephrasing of the
question was surely effective, what caused you to do it?"

If the teacher's action was not productive, questions are more difficult to phrase so they don't
become value judgments or accusations and imply, “"Why in the world would you do that?" An observer

-7, needs to develop phrases such as, "Take me through your thinking when you---." “What was your thinking
when —-1" "Help me know the reason for ---." |
4 It is an important responsibility of the observer, before the conference, to develop altemadves to less
effective teacher or student behaviors. If the lesson wasn't interesting, what specifically could be done to
make it more interesting. General admonitions or platitudes are useless. ("Your lesson should be more
related to the students so they are interested in leamning,” needs to become, "It's sometimes hard to make

Q 3
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parts of speech interesting. Usually it helps to use students interests such as, "He put the tape in the video
player, under the video, away from the video.") If the observer can't suggest something specific (and
peactical in terms of teacher time and energy) to make the lesson related to students, don't expect the teacher
t0 generate solutions. You need to be prepared with, “There are several ways of doing it, such as " and
suggest several, not just one way or it becomes an order rather than a repertoire of possible altematives.

S. Practice enabling statements: “Tell me what you were thinking when you . "Help me
understand what happened when -—." “I'm sure you had a reason but 1 don't know what it was.” "It work
beautitully. If it doesn't work in a future time you might try —." "There is a potential booby trap nere that
the strength of your teaching got you through. You need to watch out for —-."

Avoid giving suggestions as questions: “Might you have tried, used, done ---2" needs 10 be "You
might have —--." "Could you have ---7" is more honestly expressed as “You could have --." A genuine
query is acceptable. Suggestions in the form of questions are not.

Avoid such words as: “problem,” "trouble,” and “incorrect." They are red flags. ("Youhad a
problem when ---.") Use "sitvation,” "episode,” or better, simply read from your script tape what
happened. ("You asked, ‘What should we serve at the party? and the students all started calling out
answers. That is probably not what you wanted. Let's develop some ways 10 avoid it in the futre.”)

Avoid the use of assumptions: "The students were confused when --." Use specific accounts from

your script tape of what actually happened. "When you asked -, several students gave incorrect answers.”

6. Develop ways to encourage the teacher to analyze and generate incressingly effective behaviors so
self analysis becomes more routine after every lesson. Don't be afraid wo give information, however, when it
is requested or needed. Remember, a sophisticated observer who is only observing and recording can often
perceive more than a teacher who is having to generate high speed responses in terms of what students are
saying or doing which often necessitate modifications of original plans; to “catch it coming down and un
with it.” -

7. Plan for a summary of the conference with the teacher and/or the observer reiterating the most
important points and remaking them when necessary. Avoid a summary that becomes an “inquisition.”
Determine whether those points will be recorded, how and by whom. |

8.  Build an enabling bridge into the next observation and conference. ("] leamed a great deal from
observing your teaching. I'm looking forward to the next observation.” "It will be a learning experience for
me to see how you develop these ideas.” "Let me know how well these ideas work and whether 1 need to
rethink them or develop some new ones.”)

Conferences are like lessons in that the better they are planned, the more productive they are apt to
be. However, as in all teaching, things seldom proceed exactly as anticipated. Consequently, it is very
growth evoking to videotape your conference or have an observer script tape it in order that you too will get
feedback so you continue to enhance your conferencing effectiveness.
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Script-taping: An Essential Supervisory Tool
Madeline Hunter

The fundamental purpose of all supervision is to accelerate growth, in a desirable
direction, of those supervised. Essentlal to this growth s identification and labeling of
behaviors which are contributing to productive performance, behaviors which are con-
suming preclous time, energy and materials, but contributing licele or nothing to
productive performance, and behaviors which, albelt unintentionally, are actually
{nterferring with productive performance. Only through such ldentification can those
behaviors be strenghthened, eliminated or remediated. |

The easiest way to identify specific behaviors is by observation of a person’s
performance. Final scores, whether in sports or tests, indicate whether you have
a winner or loser. Ouly observation will yield the information necessary to change
the latter to the former. To be useful in accomplishing this purpose cbservation must
be valid, objective and recorded. Script-taping is probably the eastest and most
efficient way to provide a record of teaching performance.

Script-taping s ;l;e process of capturing with pen and pad *what happened” in
an observed segment of teaching. The anecdotal (not judgemental or categorical)
notes of & script-tape enable observer and teacher to "play back” the teaching episode
so salient cause-effect relationships can be tdentified, discussed, reinforced o
remediated.

Criteria for efficiently and effectively obta‘ning records in any situation are:

1. ‘They require minimum equipment in tcrms of cost, bulk and time

for sctup.
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2.

3.

4.

S.

6.

Their focus is {lexible rather than static.

They provide sequential data {rom which can be inferred cause-
effect relationships.

They are not biased.

They are easily "played back. "

They can be edited easily and a specific part located quickly.

Let's look at several taping devices in relation to these criteria.

Videotape

Nothing excells the use of videotape to "see ourselves as others see us. * Teachers,

principals, supervisors, superintendents should have frequent oppottunities to see them-

selves in action. It is inexcusable that, in this day and age, anyone be denied the growth

potential from viewing a completely objective record of his/her professional performance.

Videotapes when examined according the the 6 criteria listed ebove have assets

and liabilicies (as do all records).

1. Videotaping requires equipment which is expensive, takes time (o set up

and take down, usually needs a technician to operate, and can, frequently,

"not work. "

2.  Videocameras cannot easily be "swung around” the classroom. Videocameras

"take" only where they are pointed and time is required to change focus

without obliterating what is happening or making the subsequent viewer

dizzy.

3. Given an educationally sensitive and skilled operator, videotaping can

capaure "what lead to what” in probably more vivid and obvious form than

any other method of recording. But, if the camera {s not focused on the
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right place, the cause-effect scquence is lost.
4,  Whatis recorded is what really happened. Aside from the bias of where
the cameri is pointed, the record is completely objectiye.

s.  "Playing back" reﬁuires setting up equipment or the provision of a permanent
setup to which observers always must come. It also ;\ecessltites.d\e
subsequent erasure of the tape .or investment of money in tapes and
storage space.

6. | Finding the place needed in 2 videotape can be an exasperating, see-
sawing experience. The alternative is watching the entire tape which
takes the same amount of time as it did to see the lesson originally.
Occasionally, it is important to review everything that happened in a
segment of teaching. More frequently only the salient parts are discussed
.ln an instructional conference. These parts can be difficult to locate
quickly on the tape. °

In spite of these liabilities, the assets available only in videotape make its

occasional use imperative to accelerating teaching effectiveness.

Audiotape
Ahdiouplng also has an important place in professional growth, “To hear

ourselves as others hear us”can be a surprise. The lack of recording body language,
however, can give an inacurate impression of what was meant. Words and intonations
accompanied by a smile and a twinkle can mean something very different from the
same sounds a;:companled by a frown or a glare. What is recorded is not .alvays

what was “heard" by the students.
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Audiotaping also has assecs and liabilities.

1. Its cost in terr.s of equipment and time (or sct up is not as great as video-
tape. It requires no operator, justa m]ke placed so that it catches
significant sounds.

y R Flexibility is limited only by the position of the mike and the electrical
outlet. Equipment is easily carried and mbved.

3. Sound sequence is recorded, visual or movement sequence is not.

4. No bias exists except in the limitations of what the mike can "catch.”

S. Playback requires only the tape recorder and an outlet. Little space
or money is needed to "save” tapes.

6. Audio-taping presents the same problems as videotaping in locating and

listening to salient segments of the lesson.

Script-taping
Script-taping is the least expensive wol of the effective supervisor and it

effectively produces needed records because:

1. It requires only a writ.u;g {nstrument and paper, easily portable equip-
ment available in every school.

2. It has extraordinary flexibility. The writer can change focus ouickly and
monitor two or more areas which are operating simultaneously. Quick
ﬁeepa of the observer's eyes can pick up activities and responses from
all over the room. Focus can be changed tnstantiy trom teacher to studeats

80 the most salient aspects of each can be recorded.
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3. Script-tapes provide easily accessible temporal rclationships of events
from which cause-effect relationships can be inferred.

4. Script-tapes correctly done are bias t.ree for they arc a record of what
actually happened. Done by an inexperienced or unsephlstlcated observer,
acripe—tapes can be biased if the records show only what the observer
thought was important or worth recording.

S. Geript-tapes can be played back anywhere because. from the written
record, the observer becomes the playback lnstrument. The fldellty
of the reproduction is, as with all recording, dependent on the sensitivity
of the recording instrument and the reproduction capacity of the playback
instrument. A trained observer can produce an unbelievable performance
in both recording and playback. The cost of storage is only a folder and
file space.

6. The optical scanning of the human eye and the dexterity of the hand in
turning a page are the only time consumers spend in locating the needed
part of the teaching episode. Skilled observers mark salient parts when
recording them, making their location obvious. All parts of the lesson are

almost immediately accessible.

Developing the skill of script- taping
Learning the skill of script-taping is & re;narkably easy but extraordinarily
painful process which can be accomplished with about two hours of practice. The

pain results from the “taper’s conviction that "it can’t be done.” Groans, anger,

wishes for shorthand skills, indignation about “being expected to do this" are all
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(amiliar symptoms of the beginner, generated by the bumbling inadequacy of the
beginner’s attempts contrasted to incredible accuracy 2 inclusiveness of an
accomplished script-taper. Beginhers can't believe that such a dramatically
useful skill can be acquired in such a short amounc of time. Two practice hours
later, beginners flushed with pleasure, are successfully "playing back” an ac-
curate sequence of what teacher and students said and did in a teaching episode.

The following is a sample of a scripc-tape and the plqyback from ic:

Open p. 43 I'm ask ver hd - use mark to find ans when fnd sho me with sig who
has lots of pets Every had mark on rt ans Who can't see Mr. Sleeper (wrong
ans) that re if asked who sees but can't see, Now just rt.

From this script tape the recorder can play back:

Open your book to pagv; 43. 1'm going to aak some very hard questions. Use
your marker to find the answer. "When you have found the answer show me with the
signal (thumb up) Who has lots of pets? Everyone had the marker on the right
. answer. Who can't see Mr. Sleeper? (A girl gave a wrong answer) That would
be right If 1 asked who sees Mr. Sleeper but | asked who can't see Mr. Sleeper?
(Same child responds correctly) Now you're just right!

.From this script tape the obsarver can verify that the teache. had every
student answering every question with a marker and that the teacher {s monitoring
each student's information location skills. Also the.teacher is to be commended
for &ignl!ytng the student’s incorrect answer, giving a prompt (1 asked who can't
gee Mr. Sleeper) to help that same student be right, thereby leaving the student
with a success experience rather than leaving her with a feeling of being “wrong”

by moving to a different student for the correct answer.



© Jack Sutton 1985
SCRIPT-TAPING:
A METHOD FOR RECORDING CLASSROOM OBSERVATIONS

The purpose of a script-tape is to have a temporal record of what occurred in a lesson in order
to (1) identify cause-effect relationships in teaching and learning, (2) to support those
relationships with specific examples from the observed teaching episode, and (3) have them
available for use in an instructional conference. This means the observer needs to record as
much of what is said and done duiing the lesson as possible. The following are guidelines to
help observers record an adequate script-tape: :

1. Prior to the observation, write the name of the teacher, date, subject, time, etc. on your
script-tape paper.

2. You may find it helpful to diagram the classroom before the lesson begins - particularly the
teacher's and students’ positions. If you don't know students’ names you can aiways
label them during or after the lesson. The diagram might help you recall areas where
students were working productively/non-productively, couldn’t see, were easily distracted,
etc.

3. The best position from which to observe is one where you can see the teacher, the
students, and the board/screen. Try the front at the side. You do not, however, want to sit
where zg:l become a distractor to the students. At times you will sit wherever you find an
emptly chair,

4. Once the lesson begins, you need to record enough of what is said and done to be able to
remember specific examples for the instructional conference. You will soon develop
your own “shortword" and will bacome selective as to what you think will be necessary to
record in order for you to recall the remainder of the lesson. You have recorded enough
information if you always have enough specific examples during conferences. |f you find
yourself unable to remember specific examples from the lesson during the conference,
then you have not recorded enough in your script-tape. |

5. At times it may be necessary to just observe how students are working, how particular
student is reacting, or just rest your hand. If you to do this, indicate on your “tape* that the
lesson continued while you were nut script-taping. This might heip you remember
something which occurred while yos were not 'npln?.'

6. You may wish to record the ime periodically (try the left-hand margin). This will give you
information as to how long different sections of the lesson lasted.

7. Record as accurately as possible what the teacher writes on the
chalkboarditransparency/chart/etc. Include position, size, etc. You may wish to focus on
chalkw‘boud .t:chniquos during the conference and this will provide the spaecific examples .
you will need. ,

8. When describing non-verbal behavior, record what the student(s) did. “Johnny stared out
the window" is a record while "Johnny looked bored” is an interpretation.

9. Observers should no: become involved in the lesson. If students approach you with
questions, explain that the student(s) need to seek heip elsewhere as your job is to script-
tape what is happening during the lesson. (Students should already know this).

Teachers should aiready know that the observer will be writing throughout the lesson to record
what happens so specific examples can be used during the conference. Teachers who have
not been observed previously should already have seen a copy of a script- tape and have
observed a conference (live or videotaped) so the teacher knows what to expect during the
observation and conterence.
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Using the script-tape, the observer plans an instructional conference., (There
is no way this can be done from memory). Skimming the anecdotal notes, the ob-
server can pick up specific examples from actual performance to give meaning to
the discussion “When you s;nld, ‘Be ready to give an example of o' then
waited, all students were alerted to the possibility of being called on but were given
'time to formulate and refine their answer. " ‘I'.hls eliminates the need for the ob-
server to talk categorically with such general statements as, “You gave students
enough thinking time. " Regardless of what type of instructional conference is
planned, the data which bring validity to the interchange are easily available.

" In the author's opinion, script-taping should become a required proficiency
for any educator who has responsibiuty for improving the performance of another.
Ic is a necessary element in .supetvisory and administrative pre service training

and a constant in effective supervisory performance.
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CRITICAL ATTRIBUTES OF A STAFF DEVELOPMENT PROGRAM TO INCREASE
INSTRUCTIONAL EFFECTIVENESS
Madeline Hunter and Douy Russell

Staff development for instructional effectiveness is a focus which frequently has been
missing in the quest for improvement of schooling. Previous foci have centered on
organization, curriculum, materials and technology: all of which are important in the
conduct of schooling. Each of these augments but does not substitute for
instructional competence which is the foundation of educational excellence. Common
sense and research now are in accord that by far the most important school element
which contributes to successful learning is skill in teaching. Teaching (instructional
competence) can be defined as a constant stream of decisions made before, during
and after interaction with the leamer: decisions which, when impleminted increase the
probability of learning. Staff development which prornotes an increasingly
sophisticated basis for making those decisions is an essential continuing aspect of
effective schooling.

There are many inservice programs which can band aid certain aspects of teaching:
“Discipline," "Skills," *Time on Task," “Classroom Management® to name but a few.
Anything may be better than nothing, but such a disjointed patch work seldom
becomes the profe.ssional mantle which encompasses and relates the hundreds of
educational decisions made each day.

Based on the assumption that there now exists a science which undergirds the art of

teaching, staff development programs need to be constituted so they create a

foundation of cause-effect relationships which are not limited to any one content area,
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learner or situation but which are useful in all educational decisions and applicable to
- any educational endeavor.

There are five attributes critical to a program designed to k::rease teaching
effectiveness: |
1. Specific research-based content which can be transiated into classroom
implementation and validated by observation of subsequent teaching
performance. | |
2. Leadership to teach that professional content, monitor progress and
keep the program moving "on‘ track.”
3. A written plan whlch details all aspects of the program including a time
line with formative evaluation check points.

4. An adequate budget 8o time and personnel to accompilish the program
are avalable.

5. Knowledge of the problems common to such a program so solutions for
those problems become a deliberate part of the plan.

1. CONTENT
Content for staff development, either preservice or inservice, is comprised
initially of basic skills required for any teaching: diagnosing learners, analyzing
the learning task, sequencing leaming, eliciting many student input and output
modalities, using learning principles that affect students’ motivation, rate and
degree of learning, retention and transfer of that learning to new situations.

While this basic content is the foundation of effective and artistic teaching, it is
not the total of what is now known of cause-effect relationships between
teaching and learning. Consequently, for those who have translated the
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*basics” into effective practice, there must be on-going input of more advanced
content to promote continuing professional growth. Districts should consider
inservice for rene'wal of previously learned skills plus additlon of new skills to be
a recurring item in the annual budget.

The content for staff development must be organized as a clearly defined, well-
articulated instructional model which emphasizes teacher decision making in
the cause-effect relationships of teaching and learning as they are translated
into artistic teaching. These same cause effect relationships should be highly
visible in the leader’s performance throughout inservice activities. Any program
of inservice for administrators and teachers should model the concepts it
*preaches" rather than being a "do what we say, not what we do" violation.

2.  PREPARATION OF A CADRE OF DISTRICT LEADERS
initially, experts may be brought into a district, but if a productive inservice
program is to survive and grow, district educators with potential for leadership
must be recruited and trained. Potential leaders should progress through the
following phases with proficiency at each phase being validated by someone
qualified to do so. -
PHASE|I  Comprehension of the Inservice Content
" In this phase the participants acquire knowledge and
comprehension of the cause-effect relationships of teaching and
learning. Participants can label and explain the concepts and
generalization, and identify and labe!l examples observed in
teaching episodes.
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PHASE i

PHASE lll

Internalization of the Inservice Content

Participants demonstrate the use of the cause-effect relationships
of teaching and learning while teaching students in a sequence of
consecutive lassons rather than a "one shot" performance.
Content taught in these lessons should be familiar to the
puﬂdpantsbodwsemeomphaslsbonpracﬂchgand
internalizing skills of effective teaching rather than working with
new content. This phase includes participants being observed
and subsequent modification of their teaching performance as a
result of feedback from knowledgeable observers.

Comprehension of Observation & Feedback Techniques

“This phase is focused on comprehension of the skills necessary

to analyze another's teaching performance as validated by giving
the teacher observed some growth evoking feedback which
modeis the same principles of learning that are expected of the
teacher. This involves the skills necessary for (a) observing
teaching episodes and capturing the sequence of what happened
in a script tape (b) from that script tape labeling teaching-learning
behaviors, then generating examples of different types of
feedback (conference) statements to the teacher who was
observad. Since this phase requires acquisition of knowledge
and comprehension of the generalization of the observation-
conference process, practice is achieved through the use of
filmed, taped or live teaching e_pisodes which have been
specifically selected for this purpose. Phase lll of leadership
training also involves participants teaching lessons and becoming
the recipients cf conference feedback from knowledgeable
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PHASE IV

observers 80 there is a continuation of the internalizing process of

Phase |l as well as experiencing the observation - conference

process of Phase lil.

Internalization of Observation and Feedback Techniques

This phase requires the internalization of the skills necessary to

conduct a growth evoking hstructlonal conference. The

participants synthesize the skills to:

1. Observe and script tape a teaching episode.

2. Analyze the script tape.

3. Design objective(s) and the strategies for achieving those

~ objective(s) in a subsequent instructional conference.

4, Conduct the conference modifying strategies as a result of
sensitivity to the teacher's responses.

5.  Evaluate the success of the conference and generate
information which can not only be used in subsequent
conferences with the same teacher but can be extrapolated
to increase the success of conferences with other teachers.

Phase [V involves being observed while conducting conferences

and making modifications as a resuit of feedback from

knowledgeabile observers. Since this phase is a practicum for
developing observation and conference skills, participants
practice observing each other teach and conducting instructional
conferences. This provides continuing practice in all the previous
phases. Eventually this phase should provide opportunities to
observe and hold confarences with teachers who are not involved
in the leadership training, followed by the opportunity to receive

feadtack on those conferences from knowledgeable observers.
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PHASE V

PHASE VI

Comprehension of Presentation Skills for Statf Development
Thl;phasolsfocusodonﬂweaidllsnoce#sarytodesignand
implement a staff development program. Potential leaders need
to become familiar with the research base of current professional
knowledge so they can support the content and respond to
questions they may encounter in their future leadenhlbroll. They
also need to develop skills in organization and articulation of
inservice content (rather than “parroting” it) with special emphasis
placed on their generation of original examples. These examples
must be valid, unambiguous and related to the inservice
participants’ personal as well as teaching experience. In addition,
potential leaders should practice generating hypothetical
questions from inservice participants and creating "satisfying"
answers in anticipation of the "on your feet® responses that are
suetobomededtosaﬂstyme‘yéahbut'reluctanwmgonson
every staif, ‘
Internalization of Presentation Skills for Staff Development
This phase yields leader performance behaviors which model

* artistic practice of the professional content being presented in

district inservice. Those behaviors include the development of
group dynamics skills plus small and large group presentation
skills which can range from showing films, leading discussions
and monitoring learning to being completely responsible for all
content input and participant achievement. The difference in skills
required and peffbrmanoe complexity between Phase lll
(Comprehension of Observation and Feed Back Techniques) and
Phase VI (Internalization of Presentation Skills for Staff
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Development) is as great as the difference between being able to
help a student with his math assignment and being abie to design,
organize, and implement a math program in a classroom of
diverse students. ltlsaquanunleapandmanypoopletryto

“make it from Phase | (knowing) to Phase Vi (teaching the content)
without building essential skills, corrections and the integrity |
generated by the intervening phases.

For most educators, progressing from Phase | to Phase Vlis a
minimum two year growth process of study, articulation, practice
and internalization. This growth process requires continuing
coaching from knowledgeable observers to correct the inevitable
mutations which creep in, as well as to keep adding to and

~ refining the knowledge and skill of the district leaclers. Without
continuing observation and renewal, information and skilts can
become mechanical, stagnant or even incorrect.

3. PLAN
it is essential that from the beginning, leaders from administration and from
teacher organizations work togather 30 a collaborative rather than adversary
relationship be established in planning, implementing and evaluating an
inservice program designed to increase instructional effectiveness. An outside
consuttant can facilitate progression through the initial stages of the plan and
provide periodic feedback to extend the competence of district leaders.
WHO - (in order of involvement over a five year period)
1. Leaders who represent administration and teacher organizations

collaboratively develop a plan and establish a time line.
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2. All central office and local school administrators (and possibly teacher
leaders) develop initial acquaintance with the vocabulary and content of
the inservice.

3.  Volunteers (administrators and teachers), who have the potential for
future leadership, develop knowledge and performance skills in the
content of effective instruction.

4. Future trainers, selected from the volunteers, develop knowledge and
performance skil's necessary for district staff development Ieaders.

5. Volunteer administrators and teachers, who are seen by others as
professionally competent, progress through phases appropriate to their
responsibilities. (it is essential that the program does not initialty become
associated with teachers or administratore needing remediaﬁon.)

6. Any administrators or teachers who volunteer, take inservice to increase
professional effectiveness.

All administrators take inservice to increase supervisory effectiveness.
All teachers take inservice to increase teaching effectiveness as
resources (leader, time, money) become avaliable.

WHAT - (in order of presentation)

There is a logical sequence but content can be learned in any order depending

on the needs of the district and the judgment of the trainers. Following are the

most common categories but they are not inclusive of all the content now
known to be useful in effective and artistic teaching.

1. Principles of Motivation, Reinforcement, Practice

2. Elements of Planning for Effective Instruction

3. Extending Students' Thinking, Task Analysis, Diagnosis and

Prescription

ERIC
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4.  Transfer, Self Concept, Hemisphericity, Retention
5. Lesson Analysis and the Instructional Conference

WHEN

Ideally, inservice is conducted during the work day. If it is done after school or
on non-work days, there should be some acknowledgement of the extra time
and effort involved. If it is just "charity," a donation of time on the part of the
participant, there can be little accountability demanded.

A frequently neglected but essential aspect of the time demands of "when" is
the necessity for systematic follow up observations of the teachers’,
administrators’ and district leaders’ implementation of the inservice content.
These observations should be followed by prescriptive feedback which is either
reinforcing or remediating. Unless there is translation of learning into daily
performance, much of the initial inservice investment is lost. The time required
for observation and feedback (coaching) is one of the most costly inservice
factors but is essential to a successful program.

WHERE
Training facilities should accommodate large group input sessions and small

group discussion seminars plus opportunities to observe and teach in a typical
setting. Often a "center school” can be developed which will accommodate all

these requirements.
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help a student with his math assignment and being able to design,
organize, and implement a math program in a classroom of
diverse students. kis a quantum leap and many people try to

~ make it from Phase | (knowing) to Phase VI (teaching the content)
without building essential skills, corrections and the integrity
generated by the intervening phases.

For most educators, progressing from Phase | to Phase Vlis a
minimum two year growth process of study, articulation, practice
and internalization. This growth process requires continuing
coaching from knowledgeable observers to correct the inevitable
mutations which creep in, as well as to keep adding to and
refining the knowledge and skill of the district leaders. Without
continuing observation and renewal, information and skills can
become mechanical, stagnant or even incorrect.

3. PLAN |
It s essential that from the beginning, leaders from administration and from
teacher organizations work together 80 a collaborative rather than adversary
relationship be established in planning, implementing and evaluating an
inservice program designed to increase instructional effectiveness. An outside
consultant can facilitate progression through the initial stages of the plan and
provide periodic feedback to extend the competence of district leaders.
WHO - (in order of involvement over a five year period)
1. Leaders who represent administration and teacher organizations

collaboratively develop a plan and establish a time line.
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2. All central office and local school administrators (and possibly teacher
leaders) develop initial acquaintance with the vocabulary and content of
the inservice.

3. Volunteers (administrators and teachers), who have the potential for
future leadership, develop knowledge and performance skills in the
content of effective Instruction.

4, Future trainers, selected from the volunteers, develop knowledge an
performance skills necessary for district staff development leaders.

5. Volunteer administrators and teachers, who are seen by others as
professionally competent, progress through phases appropriate to their
responsibilities. (it is essential that the program does not initially become
associated with teachers or administrators needing remediation.)

6. Any administrators or teachers who volunteer, take inservice to increase
professional effectiveness.

All administrators take inservice to increase supervisory effectiveness.
All teachers take inservice to increase teaching effectiveness as
resources (leader, time, money) become available.

WHAT - (in order of presentation)

' There Is a logical sequence but content can be learned in any order depending
on the needs of the district and the judgment of the trainers. Following are the
most common categories but they are not inclusive of all the content now
known to be useful in effective and artistic teaching.

1. Principles of Motivation, Reinforcement, Fractice

2.  Elements of Planning for Effective Instruction

3.  Extending Students’ Thinking, Task Analysis, Diagnosis and
Prescription

4, Transfer, Self Concept, Hemisphericity, Retention

"
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5. Lesson Analysis and the Instructional Conference

WHEN

Ideally, inservice is conducted during the work day. If it is done after school or
on non-work days, there ahould be some acknowledgement of the extra time
and effort involved. It it is just "charity.* a donation of time on the part of the
participant, there can be little accountability demanded.

A frequently neglected but essential aspect of the time demands of "when" is
the necessity for systemnatic follow up observations of the teachers’,
administrators’ and district leaders’ implementation of the inservice content.
These observations should be followed by pres~riptive feedback which is either
reinforcing or remediating. Unless there is transtation of leaming into dally

- performance, much of the initial inservice investment is lost. The time required
for observation and feedback (coaching) is one of the most costly inservice
factors but is essential to a successful program.

WHERE
Training faciliies should accommodate large group input sessions and small

group discussion seminars plus opportunities to observe and teach in a typical
setting. Often a "center school® can be developed which will accommodate all
these requirements. ' "
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BUDGET

Budgets may be lavish or frugal, but reasonable expectations should be based

o expenditures rather than wishful thinking. A "one shot* can stimulate and

inspire but will not produce practitioners who can translate what they know into

what they do. Internalization is a long process which results from inservice

interaction between ptofessionals and practice with feedback. If budgetary

support in terms of time and personnel is not provided for this process, there is

high probability increased instructional effectiveness may not occur.

COMMON PROBLEMS

Anticipating and developing solutions to the following common problems can

do a great deal to alleviate frustration.

1. Too much is expected too soon. The content is deceptively simple in
presentation, incredibly complex in application. Often the content is not
.spelled out clearly enough or understood well enough so those who are
responsible for the decision to initiate a staff development program can
be realistic about anticipated outcomes.

2. Trainers attempt to go from "knowing" the content to teaching other
professionals without the practice necessary for internalization in their
own performance. This resuits in the "never use a preposition to end a
sentence with* syndrome and the program loses credibility, It is highly
probable that trainers will make some of the same instructional errors
that they are trying to remediate in teachers unless performance skills
are developed then validated by knowledgeable observers. Credibility
and integrity of the program will more likely bo maintained if leaders
occasionally teach students in thelr own schools and build in the
correction and humility which resuits from performance in the real world.

13
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3. Because it is costly in time, follow up of participants' performance
(teachers, administrators and district leaders) with reinforcement and/or
remediation is often minimized, yet this is a critical element for success
as well as the ultimate measure of success.

4. Trainers are discouraged by the "yeah but" reluctant dragons that exist
on every staff. Reluctance stems from several sources. (a) Much past
inservice was useless because it was not based on sound theory so it
became a “this too will pass" fad. (b) Inservice can present a seemingly
impossible time load. (c) Inservice participants are fearful that they may
not be able to learn new skills and so protect themselves by denial and
resistance.

5.  Consclentious administrators often want to start with the "terminal cancer
cases" in teaching rather than first developing their own professional

 skills by working with eager, motivated teachers so competence to
handle more difficult problems is eventually acquired.

6. Effort is diffused by too many projects. While it is impossible to become
single purposed in schooiing, if teaching effectiveness is to be
systematically developed and enhanced, major time and budget must be

- gllotted to that objsctive.

7. Once people are "trained" the temptation is to assume they're "finished"
and get on to the next group. Research tells us that distributed practice
usually is necessary to maintain any performance behavior 80 systematic
renewal and extension of skills must be scheduled and funded.

8. Districts often proceed without a long range plan so attention, effort and
budget can be consumed by ad hoc interests and emergencies. As a
result, essential professional time and energy is diverted or diluted.

14
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9. Leaders do not receive periodic renewal, remediation or extension of
ineir skills. These people are the fountainhead of a successful program
and their competence continuously needs to be enhanced.

SUMMARY .

Resear:h is mounting which attests to the imponan; of the principal as an
instructional leader, and to the necessity for increasing instructional effectiveness in
the classroom. Waves of "quick fix" panaceas have come and gone as schools
changed curriculum, materials, organization, technology and staffing. Because the
basis of professional competence had not been articulated, teacher certification was

assumed to denote instructional effectiveness even though evidence to the contrary
was present in every school.

We now know there is a science undergirding the art of teaching. That science can
predictably be acquired. Resulting increases in teaching effectiveness can be
observed and validated in subsequent instructional performance. Effectiveness

. cannot, however, be mandated, admonished or acquired in "one shot” inservice but

requires enough time and coaching for internalization and "polishing® before artistic
performance becomes possible.

A district which plans, implements and supports continuous inservice for instructional
effectiveness will reap rich rewards in student learning, parent support and
professional satisfaction.
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. E. oration by reuding Willisin Cordon’s

“The Coaching of Teachmg

BRruCE Jovce,AND BEVERLY SHOWERY

Bruce Joyce is Dirvctor of Beksend (abea-
tories, Palo Altu, Culifuenia; and Beverly
Showers is Auistunt Pmfesww, College of
Educution, University of Oregon, Fugene.

Candst Chon Wt

he cight members of the English
I partmient  of  Lazaews  High
%luml in Sucramento, Califor-
mn aee um:udumg nw luclnmg strale.
gics for use in some of theie coures,
The model of teaching they are now
studying is Synectics (Lndou. 1961),
desigued to: :timulate mctaphoric think-
ing. Several membens of the depurtinent
think Syicctics will be useful both to
enconirage craative weiting and in the
study of Rction ad poctey.
The Eaglish teachicrs bogan theie ex-

%k, Synectics. Latcr, su ou the
strategy camic to the school, detonstrat-
od it several tins, and held discussions
with the teuclers. They alo suw a
videotape of Cordon explaining e the.
ory hehind Synectics and  visited @
schoul in Stockton where keachiers have
ued Syncctics for e last two or theee
years, ‘ITien, hused on Synectics, they
planned minikasons in creative writing,
puctey unalysis, aid tie use of metuphor
in loneaco'’s playx. Fach teacher prace
ticed the teaching strategy several thines
with the other deuchers: and, Anally, k.
tcams of two, they bogan to ry & out
with the nunt able students in thele
clective crcutive writing clames. One
am eanber aught wllilc the other

and offered contructive eritis
clsm; tloen they switcld places. Some.
times they taught together, Fach pracs
ticed several Hines with the “coaching
p:’hm sent & mﬂcct"mn ' '
and 0 offcr suggestions shout how o
im thenexteedal, .- -5 ..
o still working in teavns, tey
began o use Svictics in u kw of thele
courscs when it appeaned e stratogy
mﬁl be it peecluctive and likely b
Nt m?nhiugl\. they fonnd
the lmdc« part of using 3 ew nwnded of
teaching was st leaening what b do us
a teacher but teuching the shixdents to
relate to the wdel. For exanple, part

+ ' . 8 4 Faove vy L sty
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of the Synectics strategy invulves asking
students to gencrate “personal analo-
1 gies” by "being a tennis ball, dinesaur,
wnmower. or toothbrush.” St stu-
dents were puzzled by ghe instruction to
“be a toothbrush and describe luav vuu
feel and what you think about youe
users.” It took time for them to “tune
into” the procedures and kel connfort
able with them. The Synectios nuadel
also asks students to share their writing
blicly, an wncomfortable procedure

¢ some of them,

As time pussed the Lazanas team
found it usctul to rercad parts of Cor.
don’s book and revisit the teachers who
were more cexpericnced users of Synce-
tics. They were fortunate to obtain the
consultative scrvices of a Synectics cx-
pert for a day. She reviewed the theory
and gave them tips for practicing and
coaching onc another.

The Lazarus tcam is studying alterna-
tive models of teaching (Joyee and Weil,
1980) and is using training procedurcs
that virtually guarantee the sucecssful
implementation of almost any ap-
-] proach. The elements they use includc:

® Study of the theorctical busis or

rationale of the tcaching method
. @ Observation of demonstrations by
petsons who are relatively expert in the

]  © Practice and Wh.m«d
conditions (such as trying out the strate.
gy on each other and then on children

who are relatively easy 10 teach)
one shuother
| into their

coechi

finally,
.thid?cm

tions, and practice with focdbeck—peu-
vided they are of high quality—arc suffi-
cient ia cmblendm bumg 2
I : II u y . .o " "'

nately, the devc‘m;en 2) skill by
N ouself dza not ensure tmt;fcr: relatively

few teachers, having obtuined skill in »
new approach, will then transfer that

Like athletes, |
put newly learned skills to
use—if they are coached.

teachers will

skill into their active repertoire and use
the new approach regularly and sensibly
\|l'l|¢l'l they receive additional infonna-
tion.

However, when thie coaching compo-
M:I.) is sdded and imp'ﬂ::ll:ﬁ'd lcn:;
tively, must (probably ucarly all) icach.
crs will begin to transfer the new moded
hito their active ire,

reperion
While the major portion of this srti-
cle is devoled o the cusching proces,
we want 10 cinphasine that the other
contponents arc extrencly important if
skill is W be obtained. Unkas penple

n-ea?:‘l:d. ‘scutially, ouce s teaching

skitl has been obtained, it neods to be
transformed when it is transfereed in:?
the active repertoire, The conditions

the classraom arc diffcrent froms tralning

i

17
F

situations; onc cannot siniply walk froin
the training scmion into the clussromu
with the skill completely ready for se—
it has to be changed o fit classeoo
conditions,

. The appropriste use of the skill in
context also requirns ot an under-
standing of tih students, subjoct usticr,
objcctives 1o be achicved. and disuen.

v context unlil it is
the ssue kvel of Ruidity as

o
clement of the previously existing rep-
| ettoire w :

" nllmnp ntm'i;at fur-
bolevion that have

P

I
|
i

;
R
i

first jomewhat
88 the (escher moves ﬁdz"?mw

:

e

1 relaxed stance, relics more oot fiitative

;“ﬂw studoy e l\'clu.p ml! . 'l::ll uider.
8 m b

ansiher foodack. The e b

scons awkwurd. I picy

[ scoms slow. The keaching hetuvion that

served 30 well before o sppeur to
rctard progross. After a while, peactice
in context sonthis off rugh ug.m ad
the new strategy gradually fees as cone-

Ocroser 1982 3
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fortable and “in control” s the old o | Forecasting the procuss of teansfe is | The Process of Coaching .

did. extrcincly impartant. “Tecachers need to (deally “cosching teams” are devel
I urdee for teschens to oficctively | understand that they cannet simply walk | during the training procest. If we had
attack the trasfer problen tor, really, | away from a training session and have | our way, all school facultie: would be
prevent it fronn being o problaw) thiee | no dificulty thercafter. Quite often | divided into coaching teams who regu-
techuigues are available in addition wcachers who attend eclatively weuk | larly.ohlcmmanolh« s beac and
caaching: . training scssions and then try o apply | provide helpful information, k,
. . _ what they have leamed report that it and 10 forth. In shot, we recommend
o Forceating the teamler process | 80 o 0 "0 course it doesn't work. | the development of 3 “cosching envi-
| theoughout the teaining eyl With weak training, the product could | ronment™ in which all pernonnel see
@ Reaching the Dighest possible bevel 1 (o0 "oy “Fuen with the strongest | themscives 23 one ‘another’s cosches.
of skill dc-\-clc.»pmcltt during tmmmg" | aining, there is a period of discombort | But, in the J""‘"‘ context, the primaty
¢ Dovchping “esceutive cmtrol.” | or'scing any new skill. Even cxperi- | function of cosching is o assist the

that is. 3 “wcts undentanding” ahout enced capable teache ition of s of .
Iu.:w lllcalll::':‘l w:nlu. luw zt‘cau bhe and s should be | acquisition of new elemen epet

. th t the training toice. |
fitted into the instectional repertoire, g The of tesching involves five
:m:l how it can be adupted to students. that they will need o gear w major m ¢

ves
for a sccond stage lumiwtwil
come aftce the skill has been |opd. @ Provision of m”“wip ‘
~ Skill development, of coure, is cs- @ Civing of technical feedbeck
; Ml- Whetl we lhill.k o‘. Me' o‘ .m'”h d .wrmﬁ”: Cmﬂdiﬂ‘
teaching of average difficulty, we as-| ko ontrol

| sume that the study of theory will occu- | ™"\ 4 v the "

‘py 3 much a3 20 1o 30 hours (complex o Pe W‘ bell‘ “. M“""“"

models require much more than that). ons .

At least 15 %0 20 demonstrations of the fdenMCuch-
model should be observed, using learn- | ing’s first function is to provide inter-
th vacious characteristics and sev- | change with anothet human
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cxccutive control incresse the oddi that | bers leam 1 provide feedback to one
) mcc:nﬁnl traafer can take place. | another as they practice theic new mod-
‘Togethier, they st the stage for couch- | el of tcaching. They point out omis-
ing. sions, cumine how materials arc ar-
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tanged. check lo see whether all the

wts of the strategy have been brougit

gether, and so on, “Technical” fued-
back helps ensure that growth continucs
through practice in the_classroom. The
pressures of the context tend to diffuse
the teaching experience and draw atten-
tion away from the new tesching strate-

. The provision of technical feedback
alps keep the mind of the leacher on
the business of perfecting skills, polish-
ing them, and working through problem
areas.

Neady any teacher ‘'who has been
theough a training process can leam to
provide technical feedback to another
teacher.?

The act of providing feedback is also
benchicial to the person doing it. The
coaching partner has the privilege of
seeing a number of trials of the new

4

ished and how we t sccomplish

: :LuD.ud traini “n‘e':oehlmhdn

need o ) ble amount of

‘ ﬁwphmm::'in; ﬂi'e';mlll":em P:'nmktlah
ns 3

ot the mo.dcl.w'l;nce‘n.'z the process of

transfer begins and practice in the class-

coom intensifics, closer and closer atten-
Ocroser 1982

tion must be given to appropriate use
(Showers, in prussi.

Adaptaticn lo the Students. Succens-
ful teaching requires successful studeint
tesponse. Teachers know how o enguge
students in the instructional processes
that arc most comnion; a nwodel that is
ncew to a gmup of students will canse
ther trouble. They will need to leurn
new skills and to becone acyuainted
with what is expected of them, how to
fu.::me demands d: the new nictlud,
8 to gauge their own cxs. In
addition, the model of mdlmq:ds to
be adapted to At the students, Marc
training must be provided for some,
more structusc for others, and so on. In
the carly st':'gcs adaptation to the stu.
dents is a relatively difficult process re-
quiting nmwch dircct assistance  and
compunionship. \

One of the najor functions of the
coach is %o help “plavers™ to “read™ the
responses of the students to muke deci-

sclves during tho cardy tds. Tohen'
lack of dnterpennel support ol closg
contact with othen in the contest of
teaching is a tragudy. Coaachiing redices
this isolation and incrcases suppont,

Who should coach? We're eally s
surc about that. On a practical busis
most cuaching should by perfornwd I
tcums of tcuchers wurking together to
study new appraaches to teaching and to
polish their cxisting dcaching  skills.
There is 0o scason why adwinistraton.,
curriculum supurvisuns, or college peree
fessoes camt alo be effective cuachies.
But from a purcly logistical puint of
view, teachen are claser 0 one another
and in an excellent psition to caeey out
mit of the coaching Ructions.

Parallels With Athletic Training
We are beginming to discover purallels
between the problem of tansfer in
teaching and the problenn of transfor in
athlctic skills.
‘l::‘u‘t':&ng b b s miany llo.i'np. in
e
«
bl this is to rcles, mm'l’..i

!
i
i
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| tacklis

cin't currcct it till they know. 57 i
3| what the skill is? :ag:cf,-:-.:s:g;iq_' .

"] strate with pec

Itrigued by the obwious parallel be-
tween Cosch Brooks' plavers and our
teachers, we asked hin to talk ghowt
teaining and the peoblenn of tamfer,
“I'he resulting interview eevealed steiking
similaritics in the teaining  probles
faced by teachiers, foothall playens..and
theie ciaches.

O: Cuuch Braoks, 1w interested in
how you approach skill developuwent in
foothall training and if vou consider
the transfer of thase skills to gaine cone
ditions to be a scparate tesining prob-
lem.

A: Although oue players coe th us
with skills, we retcach amd rehne those
skills as though we were starting from
sceatch. We teach then our way of do-
ing it, hecause all those skills have to
fit together into one team, they'ee all
iulcx-pcudcul.

L d

Q: Could you tell me your appraach
to skill developiment?

A: We use a partwhole/part mcthod.
Al skills arc broken down into discrete
stepe. We work on each segent, then
cothivre them iuto wholc skills, then
into plays, cte., then go buck and work
on the specifies of skills that are giving
problens,

Q: Could you give mic an cxampke of 2
specific skill and how you would ap-
prouch the training for that skill?

A: The fundn':;r.-uh:'ls «: :lc:ki: ‘a'ng :

ding the kneos sd strik-
ing a blow. All positions ne;a llnil“""é.
akill, Tic trick is to get the plaid B -1

visuslize, b0 have & mental pictureof - |

how i bk and Do it focks. Other-, 35

wise, foedbuck tan't effective. We can 5} -He: .

el them where it's wiong, but they

. TR T3 X LR ARS 3R
Q: How da you get thom o “kinow™ ¢ t'
.- LI "1.'.."‘ Y ‘o':. X
A: We tell them, '_lum'l]mf ‘:u'n:'i_;f',
ple and with fln, show
them fling of hanachves, have' them -

with the mechanical duniy.

e have themn practice cach nune
scparstely, then put the nines logeth-
er, Rest one, then two, then throe—
how their knces should be b, where
theie aemis should cone up, where
they steike, what all the muschs

should be doing. We diagnese peoh-

88

les with the dunnny and keep ex- Q: How docs the training break down
plaining how it should wark, ovee and | foe vour plavens right now, before
OVCT agditn, i sequence. school starts?
Q: In teacher training, we helieve that | A: We spend three hours in the class.
thewecticul widerstandinng i important | 00m aid two hours on the ficld. On
for tater perdformance. How imporant | it own they spend a couple of houns
B it in fouthal il und s couple of houn vt
| ¢
A: It's cssential—they must undenstand | trainers, working out their bumps and
how their bodics work, why certain bruises.
sl groups e e tons | @ And sher school sarts?
explaining. . A: Welll 45 minutes a dav in
: class, two hours on the practice ficld
Q: Afer iy have mastered blocking | plus whatever they can manage on
to your u" ction with the dummy, theie own, after studics.
thew what? Q: How does that difier from pro foot-
A: Moving fronr the machine to a live | ball players’ training regimen?
best is difcu&: movi; fro;n icc to | A: They meet two or theee hours daily
a ganwe is also very difficult. in positios offens .
peuple have all the physical ability i mmﬁ“&wm ive and de
the world, all the moves, but can't themselves and theit then
play because they can’t grasp the entire | practice two 1o four hours a day, de-
picture. work and time with the train.
Q: We have with transfer of ;: h‘:::';:m W get into
e 0 Aarsb AR - what :.m I
s i offoorkall? What wil you be | ([ bt e e o o o,
ly,
Syt Ty | e e
you qua o .
ou transfer? mm s goif club, or laltilﬁn. an
A: Fear of ilure i o factor, My job is | Suiry proscdusc for aclence weaching
| 1o crosk confdencs and succas stus- | ¢riging practice. The fact that the new
o be overlea )
sey're piot skill may have been perfected in r::l
for s bk -
whet'the "‘mf""“ or behind | 0 P e now Trvar.
s doly ,‘%{“"-: nemrari ] nest is oien enough (o ensure a retum
A T o o suach | 0 the former smooth, f lew eficient,
P fe R o do it |l e frmer s, o cic
DR ST AN SR I the most striking differcnce
o SEPEITIUTT iy les sd achen
A: Fist, we rc-cinphasizc skill traini inital assumptions. AtNetes do not be-
e e o | Ty wedeaid e cnormo
R T
rdcat on on, . . We, o ol . have
just '8 new kind of teaching. Caucliing oﬁe:'c behaved as though teaching skills
is really just ieaching. We work on were 50 easily oa:itd that » sin:rlc
mﬁd:'l:c lﬁr putting ﬂu-:.n h‘n situa- :;:mhﬁm m y or n-
Wy Can K o videotaped dermonstration suin-
e, I.f*:“;uy w: ﬁfiicl;\g z'f:;;?ﬁ."ﬁa zi:'nt o cm‘tlm: :luc‘cmful clrxx:||pcr
twn wev wn i 0 now, wirce. To the extent that we have
m:’me lm:l'c? tell b lo:ls‘ gcttin::’“ c«m'mnmica':d this nnmgc‘l.o tcachers.
stronger, we lave prohably misled then. Leam-
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gt use an inductive strategy for the
feanting of concepts is prodxhly at leaust
s dificult as fearning to theow 3 block
properly. ‘

Cuoucly Browks” description  paeallcls
the argunent we luve tried ko make.
The tnk of leaming mew skills and
integrating them, not only as an individ-
ual perfortice but as un entire testn; the
knowledge thut we'll generally make you
wurse we make you betler; snd the
impurtance of cuntinuing to try when
results are discouraging cloquently de-
scribe the transfer process. The necessity
of ovedearning skills to the point of
awtomaticity if they are to be uscful in a
more cunplex setting is reflected in his
training regiten. “Exceutive control”™ is
sought in the cnpliasis on theory and
the clasroom work on Splays,” “gamc
plans.” and analysis of Rlms.

'Iln:| clements of t:?dlilt‘ in Oc:chh
ing—the peovision of conipanionship
and techimical feedback, analysis of ap-

plication and students (or oppusing
teanus), and personal facilitation—are
clear in the interview with Cuach
Broaks. Foutball players, however. have
# built-in advantage when implenicnt-
ing this pruccss; their training is orga-
nized us 3 group activity with continu-
ous fkvdbuck from coaches. We canic
away from this interview fecling more
strongly than ever that leachers miust
;I:: organize llmnnl: into groups for

cxpeess pu traing -
scives and acmt and b0 facilitate
the transition from skill developmient to
transfer. EL

Teansber of new items of rpertvire is
more dificult thun the transfer of skills that
polish or “fine tunc™ models of iuching in

ing repertoire,

fTechuical fecdback should not be con.
fuscd with generel evaluation. Fecdback in-
plics no nt about the overall quality
of scaching but is confined 1o information
shuut the cxecution of model-relevant skills.

* ruary 1980 379-345.
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sble s “in control” s the old ane | Forecasting the process of teansfer is | The Process of Coschi ‘
‘f;;:ltablc and “in conteod .».‘l w old e cxtt:-::cly .:‘;m': oschers :'cul :‘; :de;"y :::d“ t“m“!‘“ l‘f“

W aeder for teaclien to oficetively | understand that they cannt simply wa uring the training process. If we
att:'l:‘lﬁ‘;?u?'lu‘l"ufcrJ:n::‘k'm.lm. reully. | away from a teaining scssion and have | our way, all school faculties would be

it frons being 4 poblemt tiree | no dificulty therealter. Quite often | divided into teams who regu-

B s are available i akditon o | Wachcrs who stend eclatively weak | larly observe one another’s eaching and

coaching: training scssions and then try 1o apply | provide helpful information, 53.:&.

o Forcasting the tramfr process what have lumd‘ l;p::.‘wt :;:I w0 forth. In sl;d._« ma;w

througliout the traiving cycke m“m‘k q““’:n‘ —d mh"" 'hkh*' .umhh "
® Ruuching the highest prssibile level neves M.“E'm*‘ with "u:"'" ronment = one’ m’ el

of skill developaent during training | it Tt oeriod of m ‘M"““'lh h"" “dmh“dﬁmmry

® Developing  “cxccutive conteal,” | Lo £ function . ist the
that . @ “wecta undentunding” shout amd‘:in? d m&um acquisition om of reper-
how tie model works, fow it can be | S W‘Fr the re.
wi

fitted intn the istactional repertoire,
and lm.w it can he adapled to students. ::"‘M
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tanged, check to rve whether all the
wts of the strategy have been brought
gether, and so on. “Technical” fed.
back helps ensure that grouth continucs
through practice in the classroom. The
pressures of the context tend to diffuse
the tesching experience and draw atien-
tion away from the new tesching strate-
. The provision of technical feedback
ﬁlphcpthe mind of the tcacher on
the business of perfecting skills, polish-

d‘Nurly any teacher ‘who l\t'been
rough 3 training process can leam to
pcov":g :lechnical &cdback to another
teacher.

y
i
by
o
1 1

H
1
3
b
fered

k

s
g
i
[
P OFif
5:3

s
i
i

It
lgi
T4

&

F

tion must be given to appropriate use
(Showers, in press).

Adaptation to the Studenis. Success-
ful scaching requircs successful student
response. Teachen know how o enguge
students in the instructional processes
that arc most common: 3 nwdel that is
new 10 2 of students will cawsce
them trouble. They will need to keane
new skills and to become acquainted
with what is exporicd of them, how to
:u“lgw demands lh:i‘ the new nuﬂu:l.

(o gauge their own progreas. In
addition, the madel of icaching nceds to
be adapted to fit tie students. Maec
training must be provided for some,
more structuec for others, and so on.
the cady mg:: aduptation to the stu.
dents is a eclatively dificult process re-

quiting much dircct assistance and

compenionship. :

Onc of the nuzjor functions of the
cosch is 1o help “players™ w0 “read”™ the
responscs of the students to make decie

iy
%ﬁ
;

behavior and it is dificult o woery
the s well
tion. The successful usc of a

:

schves during thew cardy triabs. Tadwn'
lack of interpersanal support e clone
contact with othen in the contest of
teuching is a tragudy. Cimacliing exluees
this isolation and increases suppuert.

Who should cuach? We'ne reully ned
surc about thet. On a practical husis
most cuaching should be perfonned by
ks of tcachiers working together W
study ncw approsches ® teaching and to
polish their ‘cxiﬂiv:'w ting  skills,
'l'lu:tc‘iis 10 rcason why admit';e:un»
curriculune supcrvises, or college peo-
m cannt al:: be e‘ecti\vlc uncr:':.r

m 3 purely logistical point «

view, teaclen are claser to one anaother
and in an execllent position o carry out
st of the coaching Ructions.

Parallels With Athletic Training

We arc boginning to discover paralicls
between the o of taansfer in
teaching ;"Iﬂ the problan of transfer in

athictic
Thoee s
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"1 tacklie

.| them Rlins of thenmelves, have

tutrigued by the obvious parallcl be-
tween Couch Beooks' plaven and oure
teachers, we asked him to talk ghaout
teaining and the problans of transfer.
"The resulting interview reveaked steiking
similaritics 10 the training  problems
faced by teachiens, foathall plavers, and
theie couchies.,

Q: Cuucli Browks, F'm itsterested in
how you approuch skill develupuent in
foothall trsining s if vou consider
the transfor of thse skills to gane con-
ditions to be a separate training peob-
ket

A: Although our players come to us
with skills, we retcach and rcfie these
skills ax though we were stueting from
scrateh. We teach them our way of do-
ing it, hecause all those skills have o
At together fnto one team, they're ol
interdependent. -

Q: Could you tell e your approach
to skill development?

A: We uxe a part/wholc/part method.

All skills arc broken down into discroi:
steps. We work on esch segmient, then
combine them futo whole skifls, then -
into plays, cte., then 'r back and work
on the specifics of skills Hist are giving

Q: Could you give nic an cample of »
spucific skill and how you would ap-
peoxach the training for tat sill? )

A: The Rundanentals of bl king snd :
wding the kncer o

inga
: &Bl.“ielﬁckkh.daww

visualize, to havé a nm:iteﬁé‘o’f H

how it looks and how it focks, Other-, 4
wise, feedbuck bsn't ciective. We aan_ &
tdl them where it's wrong, but they
| cin currect it till ey hﬁ,’;?{:g‘?

oy o
. IR UL X8 o Yo ‘;':ﬁ?
Q: llow do "y

. rm gt them o “kneow” &

what the skill is? 27ie2:30%0

o N o ";3:'2'!#" s

o] A We kel then, show thevin, demont .
strate with people and with lilu_u‘n."dmw~

thew
with the nawchanical dummy.
“:‘l:ﬁvc’ ﬂ\::l“ M‘k‘:aﬁ um
. put the nunes t-

cr, st one, then two, then threee—

how their knees should be bent, whre

their armis should conte up, where

they steike, what all the muschs

t| Reeveryons.

should be doing. We diagnase peol>-
X

lems with the dwnmy and keep ex-
plaining henw it shonld work, over and
OVCT again, in sequence,

Q: lu teacher training, we helicve that
twurctical understanding is important
foe later perfonunance. How important
is it in foothall skills?

A: It's cusential—they must understnd
how their bodies work, why certain
muscle groups in certain combinations
achicve certain cffcets, We never stup

explaining.
Q: After ﬂmw mastered blocking

% your satisfaction with the dunimy,

o a game’)
Bon? . G R 0L
. “The sccond, thind, bux

 guys 88 well-awe're alv.-r,':':ock-
ti:'nwmd exceution. Theu we
work hardest ot indegration, which &s |
just 8 new kind of deaching. Couchiing
is rcally just dcaching. We work on
‘unfidenee by putting thew in situa-
dons where they can see the improve.
ment. I 2 guy was liRing 00 pounds
two weeks agn snd i lifting 350 now,
00 one has to kdl him le's gutting
stronger.

92

Q: How docs the training break down
for vour playens right now, before
school starts? ‘
A: We spend theee hours in the cluss-
:mu and dt:; l\ou:l on tltcpzcl:lf. On
wir own they sperd a cou hours
in the weight room and ng out
and another couple of hours with the
m. working ‘out their bumps and

Q: And after school starts?

A: Well 43 minutes a day in
class, two hours on the practice field
plus whatever they can manage on
their own, after studics.

Q: How does that differ from pro foot-
ball plavess’ training regimen?

we have prohably misled the. Learn-

Eavcarnosar LeEanersite
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g to use an inductive strategy for the | plication and  students (or oppusing References ]
kearning of cotcepts is pmlulx/ at lant | tcams), and personal facilitation—are r ‘
J.\ dlﬁuult as leuening to theow a block | clear in the intenvicw with Couch uc"""{“‘u“ sn““‘ )1 hi"";‘&f:v Cam.

werly. Brooks. Foutball plavers, however, have ',:‘:‘“‘ lmmdl. Sanhe. \l “M

Omh Brooks' doscription paralicls | @ builtein uhm?: when implenient- of Teaching. Eiglowood Clile. N.1. N
the arguenent we have tried o nwke. | ing this process; their training is orga- tice- H‘“"f“ [
e twk of learning mew skills and | nized 23 2 group activity with continu- Joves. Mﬂﬂm m -
integrating i, not only as an individ- | ous feedbeck from coaches. We came {nservice Tt The Messages of
R Edeesimel &
uul pcrfcmnm but us au cutiee teane; the | away from this inkerview fecling more nu'uuww.. 37 (Feb-
: that we'll generally make you | strongly than cver that teachers aiust |- ruary 1980y 379-183.
bdt«wmkcmbcﬂcrmddw akio organize themselves into groups for |  Jovee, Bruce, and Showers. Beverly.

:mpothucc of continuing o try when | the express purpose of traini 1« | “Teacher T""‘h Rosewrch: Working Hy- :
results arc discouraging cloquently de- | scives and cach other and 1o facilitute :“"’ Oesign snd Directions [
scribe the transfer The necessity | the teencition from skill development to Further ng of the M“‘"’.‘“&" .
of umlamn‘l;gm lls v ':I:: m:zl:ltt of | transfer. EL MI % soct i‘h"l_.‘“" m“'”.
autonwmticity are to na

nore cumplc.x sctting is reflected in his | Tender of new items of jrc @ | Showen, Beverly. The Cosching

h on Transfer: An Experimente! Study. Eu.
teainitng reginien. “Executive control” is moce difficult than the transfer of skills that , Ore.: Center for Educstional Policy
mght in the cmpliasis on theory and | Plish er -ﬁ"'."“" models of teuching in | Fo70 . )
the classroom work on Splays,” “ganic mu' feodback should not be cont- o
pluns,” and aiwalysis of Alnus. fm«l vﬂlm evaluation. Fecdbuck in- - j

The chanents of cusching in tach- hﬁm sbout the mll qu-lily - -

ing—the Ewimm of companionship ofludoi
-.ﬁdm fculbuck. amr. of ap- Mhmd utodel-ulcmﬂ skills.

+
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.J‘?‘:Daytona B«ch K
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O 1 enclose $95.00 registration fee. O Please send additions! information.
Make check payable to: “Leadership Project”, P.O. BOx 88, East Rochester, N.V. 14448
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Teaching is a stream of decisions, the implementation of
which increase the probability that learning will occur.

Madeline Hunter

go)
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SELECT OBJECTIVE AT THE CORRECT LEYEL OF DIFFICULTY

Definition: « the decisions and actions of the teacher wherein he/she
determines where to start teaching by matching
appropriately the students and the content.

Critical Attributes: « learning is incremental
Factors: 1. Formulate the objective

A. content - what is to be learned
B. student behavior
C. thought process (Bloom's Taxonomy)

2. Task Analysis

start with an objective

state qualifier

. state baseline

list essential components

consider independent and dependent sequence

Monw>

3. Diagnostic Activities
A. formal

B. informal
C. inferred

When: « formulate the objective - always, in some form
o Task Analysis - always, in some form
« diagnosis - always, in some form
Why: « to use instructional time more effectively and efficiently
« to provide with greater accuracy for the instructional needs
of the students .

Examples:

96
ERIC
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TEACH TO AN OBJECTIVE

Defirition: « the relevant actions of the teacher as he/she implements
decisions regarding the instructional objective.

Critical Attributes: . 7{!?&

Factors: * Four teacher actions

A. provide relevant information

B. provide relevant questions

C. provide relevant activities

D. respond to the efforts of the learner

When: « whenever we teach essential information/skill
Why: « to utilize instructional time more effectively and efficiently
« to help students identify and focus on the essential
information/skill
Examples:
2

37




MONITOR & ADJIUST
Definition; « the behavior of the teacher wherein he/she elicits an overt
response from the student(s) and acts on it.

Critical
Attributes: * gvert

Techniques: 1. Monitor the progress of the student(s)

A. elicit overt, relevant response
B. check the response

2. Adjust the teaching

A. interpret the response
B. acton the interpretation

reteach
practice
abandon
move on

When: « continually throughout the leaming, especially with
' essential information/skill

Why: ' « to provide for continued diagnosis

« to determine when and if the students are ready for the next
increment of the learning

. 98
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Definition:

Critical
Attributes:

Factors:

When:

Examples:

ERIC

Full Tt Provided by ERIC.

MOTIVATION

« the ability of the learner to maintain focus on a task with an
intent to learn

« focus

1. Success

a. level of difficulty
b. recognition

2. Interest

a. vivid

b. novel

c. meaningful
3. Level of Concemn

a. raise
b. lower

4. Feeling Tone
a. pleasant
b. unpleasant
c. neutral
5. Knowledge of Results

a. immediate
b. specific
6. Attribution

« continually throughout the lesson

+ to help students maintain relevant focus on task

* to promote the likelihood that learning will take place

a9



RATE AND DEGREE

Active Participation
Reinforcement
Anticipatory Set

Closure

100



ACTIVE PARTICIPATION

Definition: « the consistent engagement of the students mind on that
which is to be learned
Critical
Attributes: * consistency
Factors: 1. Overt
2. Covert
3. Covert/Ovent
When: « consistently throughout the lesson
Why: . t? promote rate and degree - students learn more and learn
aster

‘10 promote involvement and accountability on the part of
the student

« 10 provide the teacher opportunities to monitor

« Active participation relates to all the Elements of Instruction

Examples:

~ 101
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- REINFORCEMENT
Definition: « the interaction between the behavior of the student and the

reinforcer of the teacher - the se of the siudent to the
reinforcer determines the kind of reinforcer

Critical :
Attributes: «immedigte, linkage
Factors: 1. Positive Reinforcer
2. Negative Reinforcer
3. Extinction '
4, Schedule of Reinforcement
When: + when there is a need to modify student behavior
Why: « to strengthen behaviors that promote learning
* to suppress and/or eliminate behaviors that interfere with
learning
Examples:
7
Q 102
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ANTICIPATORY SET

Definition: « the opportunity for the students to bring prior knowledge
or experience te the current leaming situation provided by
the teacher, performed by the students

Critical

Attributes: « transfer, focus

Factors: 1. Relutes to objective

2. Relatesto past (transfer)
3. Active participation

When: 1. beginning of lesson
2. after interruption
3. beginning new leamning objective

Why: . }o promote rate and degree - students learn more and learn
aster

« to focus students' attention on the upcoming learning

Examples:

©

ERIC
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Definition;

group
Critical

Attributes:

Factors:

When:

Examples:

CLOSURE

* the opportunity for the students to bring forth a sunimary
of the learning and a chance for them to inventory or
the essential parts of the icaming

* summary

. Explanation of leaming in own terms, oral or written

. Opportunity to do again; repeat
. Active Participation

W N -

. Formal - at the end of instruction or lesson
. Procedural - at the end of a learning

N

. g)romote rate and degree - students leamn more and learn
aster

* to provide opportunity for students to inventory or
organize the leamning

* to provide an opportunity for the teacher to monitor

104



Definition:

Critical
Attributes:

Factors:

When:

Examples:

RETENTION
« the ability of the learner to remember leaming
 mental access

1. Meaning

a. value

b. stucture

¢. Mnemonic Device
2. Degree of Original Learning
3. Practice

a. how much?

b. how long?

c. how often?

d. how well?
4. Transfer
5. Modeling

a. correct/accurate
b. critical attributes

6. Feeling Tone
a. pleasant

b. unpleasant
c. neutral

« at times appropriate to each technique
« students retain leamings via a number of different

strategies. The above list increases the probability that
students will retain more as various techniques are utilized.

10
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Definition:

of

Critical

Attributes:

Factors:

When:

Examples:

TRANSFER

* the ability to learn in one situation and to use that leaming
in a modified or generalized form

Kinds of Transfer:

« Positive - when the old learning assists in the ééquisition
the new leaming |

« Negative - when the old leaming interferes in the
acquisition of the new leamning

+ usability

Similarity of two leamings

Association of two leamnings

Degree of Original Leaming

Identification of essential and unvarying clements

hwp=

a. categorization

b. identification of critical attributes
c. preliminary practice
d. gencrulization

« at appropriate times throughout the lesson

* to promote transfer or leaming
« to eliminate factors that may interfere with learning

* to help students form relationships between various
learnings

11
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I learned:

q
(‘(

...-‘-..‘

today was:

I would have liked:

A problem I solved

& Kok Kk

more about: I plan to:

I would like to know

Use reverse side for additional comments and suggestions. Thank you!
Adesod fram 1 form deneloned bu Sidneu L. Hahn, University of Nebraska at Lincoln 1985
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TRANSPARENCY TABLE OF CONTENTS

TITLE COLOR
1. Introduction Blue
2. Script-taping White
3. Process of Instructional Supervision Yellow
4. Conferencing Blue
5. Staff Development | Cherry
6. Implementation Green
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INTRODUCTION

l} Workshop Purpose [} Knowisdgy, Skilis and
. ‘ , * Kaowledgs of Bloom's Taxouomy.
¢+ The Development of the Skills Nesded to s« Sume objectives in parformancs terms.
D oo o nstructiona] Separition S+ Formulen s tak snalysis in relation to that
i chjecive.
: « Demonstrate comprehension of the criseria
(Elaments of Instraction) used 1o diagnoss
instruction.
[} Teaching the Elements P> ATwo-Part Process
Topic: * o Knowledge of the Bssential Elerasats of
Definition: . Instrection Interacting with Principles of
Factors: . E Learning ond
i ~ : * Followap acivties designed 10 provide
Tochmiquss: S fodioack 10 the teacher reganding he
Bxamples: : epplicstion of the essential Elemsents of
:  lnstrecton in s live waching episods.

} Instructional Supervision

The maia purposs of instructions! supervision

: is 10 improve the process of weaching by
: cooperats more when eacouraged vather than : obeerving tesuers, describing thelr sctions in
: m"""'" o foc E terms of the essential clements of instrection,
. rl-r bebavior we espouse {  winfordeg what they are doing well, and
students also apply 10 educstors. ¢ eaching them addisional or ahernative ways of
H schisving instrectional goale.
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110




INTRODUCTION

[> Research and Behavior
Change

Mathed % Indiesting Chenge

odel Bohavier 16158

Miwe-Tosthing e 3B

ntatn L

-
e sevs e

l’ What is Instructional
Supervision?

Instructivnal supervision assesses a specific
lesson, sets an cbjective to seinforcs and an
objective 10 teach t0 improve the teacher’s
instructional skills, reinfoross whet the teacher
doss well snd should continue 10 4o end
tonches & ekill that needs refinarnant. This is
dons with the understanding that there will bs
& follow-up obesrvation st & specific tims

¢ agresd upom 10 ses if the teaching skill has

¢ . beenapplied.

instructional Supervision
» vs. Evalustion

Ons way 10 distinguish detwesa evalustion
, ond instroctional supervison is 10 consiGer the
s difference between & referes and & coach.
o Bwination soquies ¢ saliuse,
o lnstvestionsl supervision soquines & soash.
¢ Tho saben ealle or malne judgemonts besod ea ol

phass of e eporation,

o Tho conch s ewase of what b guing on, bt Sl

o 6 svenghs nd wise to meln e lprovensst bn
sons that nend bngrovenmnt or soflnsmens.

L] L

P> instructional Supervision

is classroom instructors and administrators/
poers working together for the purposs of
improverment and growth opportunities.

P> What About Evalustion?

The scops is broader ia evaluation.
alvaluation covers all aspects of the wacher’s
Jjob by uemily rating verions cassgories on an
evalustion instrument. Bvaluation is m
inventory of whether & teacher has done &
satisfacsory or unsetisfactory job ia all arees
identified in the teacher’s job description. The
purposs of evalustion {s assssement. |k uees &
checkiist laventary of the varions
competenciss of s teacher; a.g., instractional
+  skills, menagerncnt skills, bumaen relations

» okills, Bvaluation hes 80 instruction.

> B

1. Have two discrets funceions:
. o Promots growth (instructional conference).
v Assess teaching (suramation of instrectional
conferences).
2. Apply principles of leaming.
3. Are based on an mnalysis of teaching behaviors.

® 80 ce e L)
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} Money an* Tralning

“M oot companies spend SO% to TO% of thoir
moncy on poapis’s salaries, and yot they spend
less than 1% of thoir budget to train their
poople.”

The Ows Minws Manger

INTRODUCTION

P> osservaTiON

Supervisors must be taught how to observe
and what 1 look for s0 they can reinforcs it.

Just becauss supsrvisors kmow how, doss not
mean they can do &t correctly,
1. Throwing send when your car is stuck.

2. Computer repair.

00 S0 0 00 00 00000000000 DS
*

> INSTRUCTIONAL
SUPERVISION

Instructon and supervisors working together
for the purposs of improvement and growth
opportunities,

112
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An instrucsional leeder:
¢ ls concemed with the quality of instruction.

+ has the knowledge and skills to work
with instructors.

L] L ]

l} Observation Effect

Observation will always affect both the
teacher and student. The effect can be
minimizsed by: |

1. Conducting frequent obesrvations.

2. Emphasising thet the purposs is teaching
improvement sether than evalustion.

P> WHY - WHAT - WHEN

WHY - Exwnsion of ths elemants into the
classroom 10 help the instructor grow.
A suparvisor owes & 10 the instructor
0 obesrve teaching.

WHAT -  Observation, script4aping, analysis,
conferencing and follow-up.
WHEN - Scheduls cbssrvation and conference

with teacher.

L) L)




INTRODUCTION

I} Madeline Huriter r} Madefine Hunter

“instructional Supervision is a : *Any growth demands a temporary
rinership squarely targeted ¢ lossof . & period of

n discovering and refining :  creative flou
teaching to enhance learning.” :

*
[~ gt e " st

I} Instructional Supervision Model

*This model is equally effective in -

elementary, ssccndery, postsscondary,
waiversity weaching. In fact, it applies 10
every lnman insenaction that is conducted
for the purposs of learning.”

’ Process of instructional

Fociliuses professional growth.
Provides consistent, relevant feedback.
Relases direcily 40 "seaching” decisions and

Rocuses on elemants of instruction that increass
the probability that leaming will oocur.

.
Lr ] L] L] L
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INTRODUCTION

[} Characteristics - (cont.)

Builds commisnent to improve instraction.
Postars relationships between staff and
administration which are buik on trust.

ressarch-based content us the
foundation for planning instructional
improvement.

Fosters instructor-to-instructor support for
improving teacher action and decision

making.

—— L ]
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> Workshop Objectives

1. Comprehend the process of lnstructional
saparvision. .

2. Diagnoss s teaching episode by completing,
in writing, s diagnosis of & given teaching
episods.

3. Select conference ohjective(s) for an
instructional conferencs.

4. Plan sn instructional conference by completing,
in writing, s five phasse conferencs plan.

L] L




SCRIPT-TAPING

|} Purpose of Supervision

:  Acoslerse the professional growth of those
who sre supervised.

L] L

r’ Script-Taping

“The sasiest way 10 identify specific behaviors
is by obsarvation of & persca’s peformance.”

“Script-taping is probably the easiest way 10
provids a record of waching p xrformance.”

D> Wy Script-Tape

¢ o Better then audio taps - chance %0 view and
document nonverbal communication.

» QGives you a chancs to edit.
* Don\ have t0 rewrits.

r Essentlals of Growth

Idantification of thres types of teaching-

lsaming behaviors: those thet
1. contribute 10 productive psrformance of

. tsacher and stdent.

E 2. consume precions tims and energy, snd
matgrials, but contributs linls %0
productive performance.

3. have potential 10 interfers with
productive performance.

I} Rationale for Script-Taping

If supervisors must be abls o provide specific
feodback, they need 10 bs skilled &t recording

:  behavioral sequences in engoing classes.
¢ A simple check list is mot desicable.

P> Script-Taping

‘The purposs of a script-taps is 10 have & recerd
of what ocourred in & lesoon in order to:
1. identify cause-ffoct relationships in
teaching snd learning.
2. 10 suppert these relationships with spocific
examples from the obsarved teaching episode.
3. have them avallable for use in an
instructional conference.
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SCRIPT-TAPING

[, Advantages of !

D> ScrpeTaping P> script-Taping
1. Requires only paper and pencil. In scripttaping, you noed 10 gather specific
2. Very flaxible. : "“"l"“& ”
3. May provide scouraie accounts. : ons eajoys
4. Unbiased and sccursis when done correatly. : B. Tiring

— '
P> script-Taping > When Scripting

. There is a0 cae corect way 4 orgmize & : Lefi Column | Right Column
script-taps. : Whato! Teaching | How of teaching

* Each observer develops their own syssemn. :

} TT0,CLD, WA Principles of leaming

1. Collect complets examples.

2. Write fast.

3. Use sbbreviations.

4. Rest - but keep sys contact - don just listen.
$. Get other impressions of the Jesson.

116




PROCESS OF INSTRUCTIONAL SUPERVISION

Process of Instructional
" Supervision
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- Conference Guidelines
(cont.)

¢ Use specific examples from the lesson in
the conference.

Stant and end with positive comments when
spproprisss.

Limit the amount of information included in the
conferenca.

Invits the instructor 10 be an active participant in
the conferencs.

“M‘tcmnnhmuamnawhnhhh;

L ) e

P> Diagnosis

1. Ask seacher for instructional objective

2. Script4ape the tesching episode.
3. Label the data in terms of the Elements of
Effective Instruction.

ese
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P> Conterence Guidelines

Ask sbout instructor concems regarding the
lesson.

Seloct important, as opposed 10 insignifican
umbfowon:ﬂnm;:au. -

Be prepared with alternatives when a concem
or problem is identified.

Suggest altemnatives 10 decisions which worked
this time but might not work other times.

Limis the Jength of the conference 10 10-30
minutes.

L ] L )

>
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Conference Guidelines
(cont.)

* Monitor and sdjast in the conference, just
as instructors are 1o monitor and adjust in
in their classroom as they teach.

Sy

[} Diagnosis (cont.)
4. Using specific supportive data from the

script-tape, ack thess questions:

A. Did the teacher sach to the objective?

B. Was the objective at the correct level of
difficuly for the leamer(s)?

C. Did the teacher monitor the students® progress
and adjust the teaching in relation 10 the
students’ progress?

D. Was thers effoctive use or was there abuse of
the principles of learning?

Sttty




PROCESS OF INSTRUCTIONAL SUPERVISION

>

E Promoted leaming:

Selecting the Conference
Objectives

1. Listinstructional skills that promoted and
inerfered with leaming

Imerfered with leaming:

|

6. Wrise the relnfercement objective

Selecting the Conference
Objectivos (cont.)

and the
Instructional objective for this conference.

Reinforomnent objective:

“.

>

Select Conference
Objectives

* Don\try and fix the Jesson!
o Teach for the future - not the past.

*» The issus is, how can we help teachers 0
grow and lmprove 50 students leare:.
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’ Select'ng the Conference
Objectives (cont.)

2. Rank the elements that promoted leaming, the
first being the one that was most instrumental

10 progress toward the lsaming.
+ 3. Rank the clemonts that leaming, the
¢ first being the one that most interfered with
progress toward the leaming.
% 4. Consider the ability of the teacher 10 rocieve
¢ instrection at this time.
E S. Consider yourself and your ability to teach the
*  inmructions’ objoctive.

Select Conference
Objectives (cont.)

Don' pick the cbjective 1o reinforce, select
&, based on the script-tape!

F} Plan the Conference

. 1. Imtroductory Phase
2. Diagnosing Phase
3. Reinforooment Phase

4. Instructional Phase
3. Follow-up Phase




PROCESS OF INSTRUCTIONAL SUPERVISION

P> introductory Phase

Purpoes:

+ 1. To establish physical comfortand &
pleasant feeling tone.

! 2. Toesablish s mental set toward the
conference process.

3. To establish the professional tone of the
conference.

ee 00

P> Diagnosing Phase

Purpose;
1. To get additional information about the
lesson and the teacher’s perspective 1o
complets the diagnosis.
2. To allow the teacher the opportunity to
analyze the lesson.

3. To aamrow the focus of the teacher to the
conferencs objectives.

A

f> Diagnosis Phase (cont.)

Skills Neoded: (cont.)

4. Design a question thet will narrow the
focus of the tacher 10 the instructional
skill $0 be taught in the conference.

S. Monidtor the teacher’s responses snd
adjust as appropriata,

R IRRIXY NN Y

l
|
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’ Introductory Phase

Skills Nooded:

1. Plan a statement for greeting the
teacher

2. Plan a pleasant feeling-tone stastement.

3. Plan to review the conference
sequence for the teacher.

[ TR YRR YWY

> Diagnosis Phase

Skitls Needed:

1. Design an open-ended question thet will
allow ths teacher an 10 reflect
on the instructional that promoted
leaming.

2. Design a question that will give the teacher
an opporumity 0 reflect on the instrctional
skills which were not as effective in

promoting leaming.
3. Designa that will narrow the foces
ol the

10 the instructional skill 10 bs
reinforoed in the conference.

P> Reinforcement Phase

Purposs:

To identify and reinforce an instructional
skill so thet the ssacher will continus
unsing that skill.

A
&



PROCESS OF INSTRUCTIONAL SUPERVISION

P> Reintorcement Phase

Skilis Needoed:
1. Writs the objective for the skill to be
reinforoed.

2. Murk in the anecdotal record specific
exsmples of the instructional skill being
reinforced.

3. Plan how these specific examples will be
shared with the teacher.

ses e ss B0 O e RO BB EENSDS

Sty e

r} Instructional Phase

Purpose:
To develop or refine an instructional skill.
Skitls Needed:
1. Writs the objective for the instructional skill
being or refined (see Salecting
Conferancs %

2. Develop a lesson plan 10 “teach” the skdll.

\4d

Follow-up Phase

Purposs:
1. To allow the opportunity for growth.

2. To hold both the teacher and the supervisor
accountsble for the improvement of the
instructional skill

3. To provide support for the teacher’s efforts
in improvement.

|

» Reinforcement Phase

Skitts Needed: (cont).

4. Design a statement to recommend continued
wee of this instructional skill,

$. Design a sstement 10 explain how this
instructional skill assists students in
leaming.

6. Plan a procodurul closure.

P> instructional Phase (cont)
Develop s lesson plan (cont.)

+ Wei the ebjetive for the Insrestionel skl 0 s
weght w the tasher. :

o Sat

o Objsstive * plan oo 0l the ebjestive 10 the Wacher.

o Parpem - plen wexplah how this okl will asist the
student ln boeraing,

o Modil - Of appeupriom).
« Chosk for sndmetanding,

« Ingut - evite the task analysis fax i sbjparhve.

« Quided promies.
+ Cluswe.

esose s ss s B BRGLEBEBPsIas S

r} Follow-up Phase

Skills Needed:

1. Plan t0 assist the teacher in deciding the
smount of time nosded by the teacher for
practics before the follow-up observation.

2. Estsblish s date and time for the next
obssrvation.

3. Plan a sustement of for the teacher’s
cﬂmhhﬂmﬁhﬂmwm

BEST COPY AVAILABLE
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CONFERENCING

“My goal for a conferencs is Lo be able to look
forward 10 another because [ know ! will lsam
and grow, and it will be a rewardin,
experience.”

Some Conference
Guidelines (cont.)

Limit the amoeunt of information you
inciude In the conference.

1. Teachers need tims 10 develop an
wnderstanding of the information
presanted.

2 mmummu&.
likely sachers will process it and/or
retain it

3. Limit the number of teacher conference
decisions andfor growth needs to ane.

[ e d

P> Conterencing Guidelines
(cont.)

o« Select important (s opposed 1o insignificant)

: areas 10 focus on in a conference.

. ¢ Selectinstances whers a behavior was 2

: patiamn rather than one oc-urmence.

¢« Maks genenlizations which will transfer 1o

¢ other lessons rather than s specific for only
ane lssson.
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Some Conference
Guidelines

Start and end a conference with positive
ocomunents,
|k will create a feeling which facilitates

productively by having the panicipant become
involved in the conference.

Some Conference
Guidellnes (cont.)

Previde For Active Participation In The
Conference
« Check for understanding.
- Find out whers the lesson fits.
- Find out how they decided what 10 teach.
- Ask what they feel went particularly well,
< Ak if there wers sny surprises.

Conferencing Guidelines
» (cont.) o

. m‘mmw‘ work
with some students but might not work
with others.

« Be prepared with altematives when you
have idontified & concem or question.

o Use specific examples from the lesson.




F» Type A Conference

Affirming Effoctive Tochniques

1. Identify and label one or more elements of
instruction thet the sacher has applied
affectivaly.

2. Explain how it was usei nd why it
worked.

3. Objective is to bring the behavior 1o the
conscious level.

L]

CONFERENCING

’ Type C Conference

Critiquing by the Teacher
1. The teacher is asked w refisct and
seif-evaluate nortions of their lesson.

2. Supervisor and seacher provides possible
solations.
3. Objective is 10 identify solutions with

potential for changing wnsatisfactory
aspects of the lesson.

0000000 0000000000000

L]

P> Type E Conterence

Encouraging Excellence

1. Provide specific fesdback and recognition
0 excelient teaching:

A. So teacher knows that they are excellent.

2. The objective is 10 have teachers select the
next step in hisher professional growth.

Sesss esscsnnensens s

B. S0 continued growth can be encouraged.
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> Type & Conference

Broadening the Behavios Repertoire

1. Ask the teacher 10 think of akemative way of
dealing with a particular situation in the lesson.

2. Supervisor als) provides aiemative
examples.

3. Objective is to stimulate the development
of a repenoire of effective teaching responses.

YR R L I I N Y N Y

L Y

r’ Type D Conference

Developing Aliematives 10 an Ineffective

Technique

1. Supervisor recognizes and labels
insffective practices which wers not
obvious 10 the teacher.

2. Supervisor seconurends techniques which
fia inso the pasticular seaching style.

3. Objective is for the tsachsr 10 select from
aliemnatives generated ha/she might ese.

IR NINY N YN XY

LY

[} Your Follow-Up

1. Revisw your notes and books (distributed
practics).

2. Discuss what you leamed with other informed
people.

3. Diagnoe’ < yourself.

4. Seloct one area for your first concentration.

S. Design a lesson 10 teach a group of students.

6. Invite a trrined peer/supesvisor to observe.

et

esssssesss s es s s OIS
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STAFF DEVELOPMENT

=t ‘

Development Procees -
[> Elements of instruotion (cont'd)

Snsitustionsl ol
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Development Process -
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P> Process inhibited By:
1. Lack of a district-wide position.
. 2. Ignoring what is known about the teacher
E a3 an aduk learmer.
2 3. Adminiaradve siiosdes toward salf and the : 02 Denostrates Knowledge of Elements.
: prooets kel : 03 Comprebends Elemenss.
: 4. lnsdaqume proparstion of st . : 04 Applies Eloments 10 m Instrectional Episode.
b emimsinjeturinyuisheger 05 Capebla of Conchngor Teaching he
- o
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STAFF DEVELOPMENT

R T Cule = e ot
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P> 1. Develop Your Skills
and Understanding of
Content

Roview your aowe and Sechs (dssibutnd prastioe).
Dissnes wint you lonrasd with sther lnformnd pusple.
Disgase youmil

Salost eno aren e yaur font asnssntiution.

Deusign ¢ Jassun to tsadh 0 & growp of sndes,

levie o walnad peagimparviser » sboarve,

I R

IMPLEMENTATION

l> iii. Share Your
Knowiledge and Skiils

« 1 Solost eno asne and provids buput o ¢ emall gronp.

A M you nsad o 1t of nate, you do net vndasstend e
content well cnsagh

E B. Model 00 you ach.

* 1 Ask you paniaipents 15 samymously oveluats yoor lnput
+ 3. Rodeoign your input end do & again with ansthor proup.
E‘. Dovelap skl in cach esua nsing this procem.
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D> i Develop Your Skill

(YA NN N YN ]

and Understanding

L Mad s wadder with wham you fosl you an werk end
TEACH the contnnt 0o e tmash,

2 Obsarve the tsashey aftar saminding hinybur & b for holr
grovd, Reviow e saript-tape vhih e wadher,

3 Labul e surigt-tps.

\ 4

V. Dev Skii in
Instructional Conterencing

L Wih ene or twe Sashes with vhem yos hove
Soan weshing, englaln e ased s "em o &,
ond ask fr Gk halp.

2 Obearve and sovigttoge 5-10 mimtne,
3. Cndust °A°, B, & °C° emnbimense.

4 Omidunt D", & %’ oonbhumes whan you el
cunbwible with A-C (onhosnsss,




ATTACHMENT F

Certificate of Completion
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Instructional Supervision VTAE Workshop |

- Certificate of Completion

This is to certify that

Participated in 18 hours of Instruction March 5-7, 1990, Wisconsin Rapids

Howard Lee, Project Director William Mamel, Consultant

A project sponsored by the Wisconsin State Board of Vocational, Technical and Adult Education and the
University of Wisconsin-Stout, Center for Vocational, Technical and Adult Education




ATTACHMENT G

Rating Scales and Participant Comments
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EVALUATION FORM

INSTRUCTIONAL SUPERVISION WORKSHOP
March § - 7, 1990 MEAD INN - Wisconsin Rapids

Please rate the following and comment in your own word(s).

1. Clarity and appropriateness of workshop objectives - 1 2 3
Comments:

2. Applicability of Workshop Content - 1 2 3
Comments:

3. Delivery of Information/Modeling - 1 2 3
Comments:

4. Relevance of Activities - 1 2 3
Comments:

5. Attention to Your Efforts - ' 1 2 3
Comments:

6. Use of Principles of Leaming - . | 1 2 3
Comments:

7. What is the most significant thing you leamed from the workshop?

8. Should we consider offering this workshop again?

Why?

9. Your personal comments, suggestions and/or concems:

e 130
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DISAP, Version 2.0, VAX-11 BASIC. Program: DES101 Page: 1
Center for Vocational Technical and Adult Education

Group numbers based on the PRIMARY group for this analysis

Analysis on 15-Mar-90 at 10:44 AM. Data from file: INSUPER_89

Survey analysis of response to 6 questions, by 20 people

Question: 1
oRy SEIEETNSENDSEEE SIS
Gzoup ---- Mean ---- =--- Stand Dev --- --- Number --- ------ Quartile ------
: Oomit No Omit Omit No Omit People Checks First Median Third IQR
0 4.65 4.65 0.49 0.49 20 20 4.21 4.73 5.12 0.9

Omit 1 2 3 4 5
0.00 0.00 0.00 0.00 0.35 0.65 People
0 0 0 0 7 13 .

AIMEENENSERL 1SRG SR EE IR

Question: 2
SEENUR S IR AL TE 5N U G0 IR B
Group ---- Mean ---- ~-- Stand Dev --- --- Number ==- =<=--- Quartile ------
Omit No Omit Omit No Omit People Checks First Median Third IQR
0 4.60 4.60 0.60 0.60 20 20 4.17 4.73 S5.12 0.95

Omit 1 2 3 4 5
0.00 0.00 0.00 0.05 0.30 0.65 People
0 0 0 1 6 13

Question: 3
GBS S A O 5 GBS 2R 0% 5N
Group ---- Mean ---- =--- Stand Dev --- --- Numbeér --- ==---- Quartile ------
Omit No Omit Omit No Omit People Checks First Median Third IQR
0 4.85 4.85 0.37 0.37 20 20 4.62 4.91 5.21 0.59

omit 1 2 3 4 5
0.00 0.00 0.00 0.00 0.15 0.85 People
o o o o0 3 17

Question: 4
SRS IRI TN IR IR SR I
Group ---- Mean ---- --- Stand Dev --- =--- Number --- -=----- Quartile ------
Omit No Omit Onmit No Omit People Checks First Median Third IQR
0 4.70 4.70 0.57 0.57 20 20 4.50 4.83 5.17 0.67

Omit 1 2 3 4 5
0.00 0.00 0.00 0.065 0.20 0.75 People
0 0 0 1 4 15

Question: 5
ARG EREE IS S 1 5% U5 0% 5N
Group ---- Mean ---- --- Stand Dev --- --- Number === ====-== Quartile ~~-=---
Omit No Omit Omit No Omit People Checks First Median Third IQR
0 4.85 4.85 0.37 0.37 20 20 4.62 4.91 5.21 0.59

Omit 1 2 3 4 5
0.00 0.00 0.00 0.00 0.15 0.85 People
0 0 0 0 3 17 '
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DISAP, Version 2.0, VAX-1l BASIC. Program: DES101 Page: 2
Center for Vocational Technical and Adult Education

Group numbers based on the PRIMARY group for this analysis

Analysis on 15-Mar-90 at 10:44 AM. Data from file: INSUPER 89

Survey analysis of response to 6 questions, by 20 people

‘Question: 6
AR TRAST U NN US GS G 6
Group ---- Mean ---- --- Stand Dev --- <--- Number --- <===-- Quartile ------
Omit No Omit Omit No Omit People Checks First Median Third IQR
0 4.85 4.85 0.37 0.37 20 20 4.62 4.91 5.21 0.59

Omit 1 2 3 4 5
0.00 0.00 0.00 0.00 0.15 0.85 People
0 0 0 c 3 17
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Instructional Supervision
Evaluation Form
March § - 7, 1990

Comments for Question #1 - Clarity and appropriateness of workshop
objectives

Every objective written and spoken appropriate for both instructors and supervisors.
Very clear.

Good to start with summary of Elements and putting it together on the wall - it helped me
see the "Gestalt"!

Use of overlays - pass out and reinforce at beginning and end of class.

Finally we got to see the Gestalt of Hunter's Mode! - it made everything clearer - | would
liked to have seen it at the very beginning of the 1st seminar.

The objective was clear and was strived to be taught to.
Right on - stayed with workshop objectives.

Comment for Question #2 - Appllubilily of Workshop Content
Though there isn't District support, yet.

Just concerned what “can do® back at the district.

Right on target.

Both workshops for supervisors - first workshop for instructors.
Relevant.

Great presentation with modeling, role playing, etc. - effective enough to transfer the
majority of material to "back-at-school” situations.

Although concept was great the length of time to be fully operational is a hindrance.
For me, this is very applicable and timely.
Still struggling with implementing certain parts in our system.

Information is great/okay, however, time limitation and local District emphasis would
hinder.
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Page Il

Instructional Supervision-Evaluation Form

Comments for Question #3 - Delivery of Information/Modeling
Wonderful organization and materials. Thanks!

Great with your role playing and coples - transparencies in workbook.

Especially well done.

Excellent role playing.

Great job role playing - showing us the right direction.

Bill and Howard did a lot of modeling to reinforce information shared and with overiays.

Information blended well with practical appiication - conscious competencel!

Very timely and good content.

Good job - enjoyed varied AP _(2).

Outstanding - instructors worked hard at it - good job at role playing - was helpful.
Certainly a strength.

Comments for Question #4 - Relevance of Activities

Would have liked at least one more opportunity "to do" a conferenqe. The first one really

scared me t00 much.

For me, doing the 5 step conference role play with Howard gave me feedback to see if |
was on track.

Great.
More guided practice, more on implemanting, more peer coaching.
The conferencing was excellent - (writers' cramp).

| feel smaller groups for the conferencing would have been more productive and more
practice. :

Activities were coherent and congruent with the objective of the day.
The activities made the information understandable and real.
One of the few conferences where there was not “fluff.”

Need to work this into evaluation.
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Page Il
Instructional Supervision-Evaluation Form

All directly related. Stayed on time/schedule. Group work was fitting.

Comments for Question #5 - Attention to Your Efforts.

Very good role modeling by both Bili and Howard regarding effective teaching.
| have a lot of work to do in the next five years.

Excellent listening to each participant's ideas.

Howard and Bill always took time to answer our questions and made comments if we did

good or bad.

Both of you are excellent at reading your audience and structuring your activities
accordingly.

Awasome guidance - right on. | would have liked a little mora correction (instructional
supervision) - something to be able to correct my errors on know if there are_errors.

Helpful - patient in explanations yet able to maintain interest in the rest of the class.
| felt great about the personal concern both Bill and Howard demonstrated.
Considerable efforts to keep us on task.

No problem - always called upon/aliowed to speak/ask questions.

Comment for Question #6 - Use of Principles of Learning.

Very good role modeling by both Bill and Howard regarding effective teaching. (used this
same answer in Questions #5)

Excellent active participation and good transfer from the previous workshop.
Excellent.

| liked it when you used the principles and noted aloud that you had just used it. You
were good at manipulating the motivational variable to keep the interest level high.

You practice what you preach.
Right on base - special attempts appeared to have been made to do this.
Super role models.
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Page IV
Instructional Supervision-Evaluation Form

Comments for Question #7 - What is the most significant thing you
learned from the workshop?

11 be a more effective supervisor. Reinforcement and clarity on Elements of
Instruction.

The positive effort - to improve instruction techniques to be an advocate for the
instructor.

The intention behind conferencing and the elements that make it.

1. How to conduct a conference. 2. The elements of instruction.

Elements of learning/teaching/and supervision.

This method of dealing with instruction is much better than check lists.

How to script-tape and conference.

A betier understanding of the elements. Better understanding of conferencing

Bill, | must admit that | really was not looklng forward to participating in the role
playing, but you can read the situation well and | came away from the conference feeling
good and confident.

| received information, saw it in action and got to put it in action that will help me be a
better instructor.

Peer conferencing.

How to plan and deliver a conference after all the information is gathered - practical
apnlication!

| learned more about the elements plus the value of having someone else help you access
your use of the elements.

How to effectively use different elements of instruction.

The script-taping with and concerning peer coaching.

The model.

Hunter model.

The model - script-taping and the conference.

Is this difficult to answer. Clinical supervision = coaching. The dignity of the

instructor is paramount. | need to and what to study the elements of instructicn in more
depth.
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Page V
Instructional Supervision-Evaluation Form

Comments for Question #8 - Should we consider offering this workshop
again?

Yes.
Yes - need for others to receive the training form excellent leaders.

I'd rather have you offer one that's an extension of these two, 1o help stretch me some
more.

Yes - valuable - especially for instructors and for supervisors.
Yes - on campus at each technical college - more on peer coaching.
Yes - to all supervisor to make them aware.

Yes - if you want to implement "Hunter" into Wisconsin VTAE and Hunter related
conferences.

Yes, until every VTAE faculty member in Wisconsin has this down pat. This shouldlmust
replace existing certification courses.

Yes - what instructors can learn and share - we need supervisors that have the
supervision skills|

Very definitely - because it does cause growth.

Yes - with cost of putting it all together and *need" of Wisconsin vocational and technical
staif.

Yes - worthwhile information for both instructional and supervision.

Yes - | may need reinforcoment, the more peopie that know Hunter's model and
vernacular, the better the conferencing will work universally.

Yes - because it is a model that is very constructive.

Yes - ititis to be the language of teaching - if it is to be familiar to all teachers - they
must be taught.

Yes - more instructors and supervisors should be exposed to this as an alternative to and
leading to evaluation.

Definitely - a must in our system.

Yes - | would like to recommend it to others within our organization.
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Yes - all districts need to know this model. If it is the model for VTAE system, all
districts should have it.

Definitely. | hope we can offer similar workshops and inservicing in our district.

Comments for Question #9 - Your personal comments, suggestions and/or
concerns.

Thank you very muchl You both did a superb job.

An idea: to put some conferencing segments on video tape to show the different pllasés -
as another modeling technique. These could be optional. An idea to even break it down
further: to stop video at the time it moves into the different phases - to analyze what has
gone on, etc.

I'd encourage a handout similar to the "wall activity.”

I'm not sure | will have any opportunity as an instructor ut use the things | learned
about supervision. However, | will certainly put the elements of instruction into
conscious practice.

Implementation at a technical college.

You were both very professional and aware of the student's ? feelings. UW-Stout has two
excellent people presenting this program. Thank you for the learning experience.

Questionable aétivlty for line teachers, but a must for supervisors. Advantage of
teachers at workshop is to make proponents to this "Hunter” theory where they probably
won't be'dolng conferences but will understand them and "pass the word" to the rest of
the faculty.

Please don't insist on every person get involved in role playing. | for one am very
uncomfortable as & participant.

| would like to see things taken one more step. Another seminary after things fall into
place in our heads. More practice.

| think you need to focus your efforts to groups of teachers and groups of supervisors in
the same school 8o that a large portion of the faculty and administration is aware of this
model and technique. | realize that this effort is to at least get it into many districts. It
would be interesting to, with a voluntear, take the role playing into a slightly less
cooperative situation (keeping it in focus). | know that Bill and Howard could probably
make that work. | think this would probably bring out some tactful methods of
questioning which might in time break down some barriers.

It was a great experience to meet and share information from 8o many levels and areas.
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Session #1 should be prerequisite for session #2.
Have the workshop last 4 days - specifically for more active participation.

| don't have as high a level of understanding of the elements of instruction and
conferencing as many others in the group but | may have learned more given my starting
point. Thanks Diane Weberg.

Do not do role playing in such large groups - not as interesting to see it 16 times as 8
times - too "scary.” Why not have rotation - like last time and have Bill and Howard go
back and forth, and observe, not be the participant? We should be timed t00 - like last
time (at least a limit) (i.e., however many steps we could get done in 10 or less
minutes)l Give some examples of really poor instruction so that we have to look hard to

find good points.
Thanks.

At times reached burnout. May have been too much encompassed into the short time
frame. |

Thanks for putting the workshop on and for your fine effort o make it a success. Also -
rea'l plus was to get to know supervisors/instructors from other districts. Great group
of folks. . '

Keep up the great work. You dedication to quality instruction is admirable.
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