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PREFACE n

. It is masy ‘to get/eo caught up in worrying about what social studies
is (or are) that we lgse ¥ight of the fact that something cslled “social
studies” i3 being taught every day in school classrooms by thousands of
teachers—some of whos, perhsps, cquld.use s little help from time to
time.. And it is tempting fot thd¥e of us engaged in "aducational improve-
menc” to concentrate our efforts on devaloping new and bettar productg--
curriculz, materials, avaluatijn iostruments. -

) Yat research has cousistently.shown that the most important variable /
1n the classroom, from the standpoint of how much and what ¥ind of learn-
ing takes place, ir the teacher. TPew of Ué would g so far as Presideat
Garfield, who stated that he required nothing more for education than a-
-student (himself) on one end of a bench and a teacker (Mark Hopkins) on
the othert Still, past expariments with innovative social studies -
cu:ticull'havn-conv(ncnq‘nol: of us that the particular products dsed in
the classroom—~no matter how cleverly designed and developed--are less
important than the processes used in teaching the materials. Nor is
mastery of effective. teaching processes snd strategies enough, if a,
teacher is deficieit id content knowledge or in the kinds of interpersonal .
skills gcquired for ciz:trgon managemant aind communicaticn. .

‘Because the pers 1 and professional skills of teachers are criti-
cally important factoys in, the learning procass, a systematic staff
development plan should be an integral part of every educational prograh.
As che authors of this book point out, staff development is especially
important in social; tudicg/aocill science aducation-because of the
proliferacion of new strategies and content areas in this subject field.

In an effort tg identify the charccteristics of successful staft _
development programﬂ"for social studies teachers, the authors interviewed .
" educators all over Fhe,councry; Most of the suggestioas . end guidelines -
in this book reflect the knowladge and expertise of these educators-- _r/’
ofte. acquired, cﬁiyadmit, the hard way. By sQaring the hard-earned
knowledge of these/contributors, we hope to provide aid and comfort to
those who believe/that education can often be usefully achieved by
putting a teacher on one end of a bcnqh-—and another teacher on the other.

: ' | |
' Irving Morr.ssett

, . Exacutive Director, Social Science
‘ ’ Education Cohsortium

Director, ERIC Clearinghouse for.
Socdial Studies/Social Science Education
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The publication of 1unnrous articles and books on the lubjccc ' | "
reflects the increasing attontion focused by .educators on scaff develop~ .
ment and inservice ‘education.- Often, such publications begin with - . - .
rationale wvhich justifies sxpanding staff development efforts, polu:tng L
_out that declfning student populations, financ¢ial constraints on school »
discricts, and other factors have coutributod to the ooaiffgltion of.
teaching staffs. » - ,

jince adequate rationnloo for staff dcvclopncnc prograus alrcady

sxist in profusion, va have ‘mad« no attempt to formulats yet another cme; ( :
t4qthdr, we have assumed thar staff developmsent 1q‘|{vital component of M W
an effective educational program, and we have attempted to identify .
critical varisblas that influence: the success or fatiure-of boeh long-

range ::nf; dciittpnnn: planc and specific inservice activicitc. We have
also compiled, and herewith share, a variety of lugzultlon: for planning -
sad implementing successful 1un¢rv!cc programs, particularly id\rha ficld
of social .smdi,«. o ,

The daea usad in prcparins :hin paper came fron a variety of sourchs.
Thé sxamplds cited and comments quotcd woro~zarnnrad Lrow {ntervievs
conducted by the authors wirth 24 persons of diverse backgrounds in
education. Many contributors were staff developmant specialists tor
local q#hdol districts; some were district-level sociail studies consul-
tants or administrators; others vere employed:as staff development
specialists for intermediate service units; still otfiems were classroom
teachers. (A complate list of contributors {s on page vi.) Each. partici-
pant respouded to a partially structu'ed interview consisting of gquestions
which progressed from general to spe ific topiés. This format allowed the
authors to obtain general information and spontanesous coxmaents befcore

* " addressing specific issues of interest. The interviews were racorded, and

the transcripts were analyzed by means of accepted methods of content

' analysis. In addition to data from the interviews, the authors relied ‘mn
their own pracfical field ‘experiences in planning and conducting staff
development pidg and on their knowledge of the literatureu especially
in designing the ln iew. ‘ .

To the 24 aducators who took the time to share their ideas and
experienles during the interviews ;hﬁt provided the basis for this book,
the authors are immeasurably grate@él. Also deserving of acknouledgment
are the contributions of Miriam Gjrigras, who typed the final copy and
many of the transcripts, and Ann’ﬂilltams. the SSEC and FRIC/ChESS senior

editor.
L

Elizabath‘Dillanwpetersdn 4

G Did Groenawa.d

Dacember 19379 '
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i. - THE NEED FOR STAFF DEVELOPMENT IN THE SOCIAL STUDIES

“The school disc:tct gives you a day and then thop bring in some ]
goof to talk to you. The Best type (of xnlnrvic. day] ks when, they .
say, ‘Ne have no program~we hope that ynu will work within your - ' ‘
‘ dapa:tmnnc: ' At lesast. you can get yaur supplies straighccnvd oyc.‘
P ' . ., ==A social studies teacher

The uéac:mnn: quoted sbove (Hutzler 1978, p. 9) gpflccc; the pél-'
simistic view of staff development huld by many teachers. Rnucnrch fakto
the topic consisteatly indicates :ha: teachers find dowst 4nservice . '
activities to be 11l conceived, irrelevent, and 1no£fact1vn (Brinu angd
Tollqcc 1976 Howey 1978; HbLaughlin and Berman 1977, P 191; Zignrmi
et al. 1977.¢p. '549) . Faced wi:h mounting evidence thac most staff
dev«lopncnc offor:s fall far short of their mnrk and may even incur

, ridiculn ahd resentment from the nudianpcs they 1rtend to hclp, many
individuals rasponliblc for inaervice programs are searching for unys
of improving their products.

Yat there is genaral agrecment among educators that innn*vice pro~" :
grams are an ‘sssencial factor in ensuring cthat our classrooms are , ;’*’/’,//
stnffcd by aunlifind'tcpchers, and the field of social studies has ' :

:especially urgent s n‘iidcvelopment nceds. As one obaerver commented,
“Perhaps no field of \gducation has changed more in Tecent vears than the
social studies. In th last 10 to 15 years there have been considerable
changes in artitudes about what should constitute social sbudies and impor=~
tant developments in teaching sttategies designed to Bring about desired
outcomes (éwiczer 1977, p. 3i). Teachers face everagrowing’damands to
provide inscruction in new areas and must choose from a vast and confus-
ing array of instructional materials and scracegies. manv of which they
may aot have encountered during their yvears of undergraduate teacher
grepararion. Yet manvy teachers apoear £o be unfamiliar with materials
and pedagogies which could help them deal with the new deminds thev face

(Switzer 1977, p. &4; Fox et.al. 1987}, Three recenc studies of social

b)




" and zaulcy

VWeiss 1978, p. 142; Wiley 1977, pp. 121, 129, 143)

-~

. science education funded by the National Sciencd Poundation suggest

that socill studies’ teachars lack depth in Iolt'lﬂcill -science dis-
ciylinnn. :hat sany tocl they need {inservice cducltton in inquiry
tuchniqu ,‘nnd that soms fasl pqorlx prcpntcd to iostruct social
studies ,u« because thay are teéaching on.. ot their fields (Stake
11978; ‘Waiss 1978; Wiley 1977). > *

. i
" Thus, :h- field of social studfes.éducation hn- several cpccific

" kindt ot ataf! dcvclopl-nt needs. !1:-:, taach.rl need to be made

avare ag ch. variaty of :opics. goals, -ltutiala1¢und 1nstructionnl
strnccgiqu availnblc to :h- ‘Second, teachers need acaiotnnco in,
deciding how-to ‘ndke r:tionnl cholces from. smoug the options available
and in aclccting conpa:ibln topics, 3011:, nncnriull, anf toachip;
strategies. , : ;
" An isportant compopent of. any decision-ma
edge. Rasearch suggests chat prcccrvic. teacher Qducation pro;rtul
"provide 1nlufticicnt background 1n content sreas  Brubaker 1973, p. 7;
Kot omly do o
require kndvlcdgc

ptbcol:’in knovl*

tzachers nch additional contetit knavlcdgc, thay a
about 1npovi:1vo {nstructional ctratngins. Since
lished cqxri ioclude acrivities basad on mich strategies, ccachnrs may

st recently pub-

ncad’asaistancc in ‘order to use these texcs effectively. Assistance
in selecting and applying a variety of instructional stxategies should
sncourage crcltivity in adapting materials and ;trlﬁhgics té meet

; f
- wv,,p’!pocinl needs.

AT

Finally, teschers may need'hclp in developing’ the skills required
to £;:cg:a;a the broad rauge of topics dnd goals for social studies
educacion into gn organized, intesrated curriculum. They need to
lea—n how to sailct nppropriate“content from the options available
and to davelop sequential curricula uhich meet 1ocal needs. Finally,
they need to. {evelop expertise in selacting goals, evaluatring materials,
'and identifying &nd implemencing new ceaching stracegies

These general stacements about the needs for staff development in

. the social studies are noqvlncended Lo suggeit a rigid plan for devel-

oping a social geudies staff development proéram. Different schools

.~

a9




“ind.ditfnrouc teachers haws diffcriné aeeds, aid these individual needs .
. should. provide the guidolinca for local ltatf developmant otlor::. The
. following chapultl di:cus- soma of the factors that a local school or
diuricc -:L;ht vant to ccmudcr before phnning aud nplcn\utins 2
ntnff dnvnlop-nnt progran. Thhan tnctorn are kayud to the !ollowing
co-ponon:s which are ptcrcquiuiccn ot an ctt.ﬁL&vn ‘and cucccslful utatf
.development -ffor:" o : (

.\‘\‘_

‘_—=A positive clinntc’chltncccrizod by cf!occivo co-unication,

'.organizaciuunl comnitment,” and cauuuif:EI;upport. . T X
--A systematic and continuoua P B procnn based on assessulnt
of long-cnrn and ,short-term nesads. ' - 5 jﬁ
. i --Approprintn and permanent asgignment of 4¢adcrihip and : o v’3.
respondibiliry. | _ . R
--Adequate and conliltent allocation of huunn and financigl ' )
resources. | . ‘ ' ‘ _ . _ ,
~--Formal nnd inforull incentives for pa:tfcipltion. : , “ [
| -!ffuctivc and appropriatc goals, content, and tcrntogies.

«-Provizion tor data collectiod, evaluation, r-visionm, and -

[

. | . . | R

follow-up.
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2. CREATING A CLIMATE YOR SUCCESSFUL STAFY DEVELOPMENT

™ w . . -

Jro bo luccns‘tul, lny prsgrtn dolignad to -improve ﬁh. off.ttivc-
nesp. of scaff ‘sust be based on 4 solid commirment to pronocing poui—
tive. int.rporoonal rolationn, 8 belief in humen potcneial and a
desire co cncourlgo p:tnonal and ptoto:nionnl 3rovth.' Throu;hout _
,:.cho-proccnn of {ncetvieving oducttora during the prcparation of this | .
’publicnticn. t-npond.ntl cnphnsizad ch. need for inservice’ plannors .
.to be. guidedl by an undcrlying sense ot respect for chcﬂstntfﬁitnbcro '
ndind“oc'ved.' Thers seemed to be a ;cauinn desire on the. pnrt of
these educators ta be in ‘the role of providinz service, rathetthan {na .
7 position of authority. There was resounding’ support for inservice .
prégrlns to be viewed as development, not lo)rcnndihcion. There
were many references to "shared d.;iaion making." There vas ready
acknowlaigﬁnnt and apprcciacion for tha abilicy and villinguess of
.teachers to guidc and direct their own staff dovolopncn: programs.
. b All these factors combine to establish the kind of positivc cli-
mn:a without which no staff devclop-nuc -ftorc can succeed. Thn com-
ments of the educacors wve interviewed lugg.stcthat unlass staff
developmant plannors truat thcir collonguna ability to collcborace

. in a meauningful way in their o1 staff devglopment, such efforts are
' likely to fall short of the mark. ' ‘\&
Tie cl:abliihncnt of a positive climate can be a veéy élaw process. .
The director of staff development in’ cne sehool'diatrict vhich has made
5, ' a .ubatantial commitment to staff development for more thin ten years Y
reports that ouly racently has a climate bear well enough established
so that solid work can be done. *
Tt i3 helpful to léox at the creation of a supportive climate
b#\compxring it to Maslow s concept of the ' self-acgualized person."
In this context, the perceptive staff developer,will make an attempt to
cstimaﬁe the needs of’the audience and to provide for those needs. It |
stands to reason that new teachers, faced wi(ﬁ the uncertainties which
confront all beginners, wili respond primuarily to inservice efforts

Focusing on safety and survival. Tc do litrle zond to expect teachers -

N

vy . ,
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to think about, the apvliclticn o! :hoorctictl conztructs vhcn cl;uuroon
cancroi is of parsmount concern. By the same token, the enthusiam of -
croative. and energetic long-term scaff'lalhgtc might be stifled or
traa.foriod into boredo. and resentmant by prosrlns and activities
' which are not sufficiently chall*n;ing' o ,
One way of creating a pocitivc climate for staff development is

to base it on thc otages of caraer dovelopsent or ‘concerus through
‘which teachers :qnd to move. Recent ressarch at the University ot Texas
indicates that ttachnrl pass thoough predictable otages as thay are ‘
involved in changs or innovation-—and steff development, if it is effec~ ‘
tive, iy change. One study focusiang om these stages ralated to change
is being used extensivaly by one of the school districts whose repre-
acntjt#yes ve incerviewed. The director of stnit‘dgvdlcpﬂcnt describes
its applicability in the following way: '

Yov mest the teac.rs where the teachers' concerns are.

If their concern is for more information--you address

that. If their concern is & minagement problem—-you P

address that, If their concern is "What impact is all

of this stuff having ovn kids?," you address how to

assess effects on kids. 1It's basing what you do on

the identified, specified interasts and needs of your

clients, and then systematically csrcying :hat out~~

monitoring as you go along, to see that you're gtill
on barss.

(%

The term staff development may be used tv describe two different
kinds of cfforts. In one sense, the tarm may refer to a specific indi-
vidual 1na¢rvic¢ activi 'y or projcct--for example, a workshop or seminar
designed to intrsducc teachers to new curriculum materisls. In a
broader sense, the term describes an ongoing program of which iadivi-
dual inservice activities are a part. 1The intent of this handbook is
both to provide practical assistance to educatori responsible for plan-
ning and carrying out individual staff developfient activities and to
help those who have broader program-improvement responsibilities in
enliscing resources and support for continuing, long~teym, institutional
efforts.

While it is important that each individual staff deveiopment acti-
vity be as effective as possible, it is equally important that each




xndivzduni progran be pare of a coﬁquivu. oisgolag, ifrstitutional com-
micm:ar to the professional gfﬂwih of all sisff czembarw. Ore cesponsi
bility of sta! semders responsible fuf planning long-range inservice
programs is Lo ACt a» eifAactive advocdkci for cheir particular content
T . Othntwinu. the activities planned for any giv:n area are
unkikealy to lead covard extansive progrnn develop ent and iuprovcman:.
Furthermore, if & progran is seen as s "frill” or as nana:unntlal in .
is Tikely to be eliminated or seversiy cut back in the compecition fnr E
BCAT.® sconomic rasources.
 While {r (e counninua difficult to have wuch lmpact on the bureau~

:»rsgias wvhic' lany 1lrsn achaol districts have be-ome, the focial
etudtes ugnznisrtator Q¢ teacher who. has tn:pousibiiityytor‘s:atf devel-~
opmany zan and should do evarything possible to snsure & solid, long-~
Ters msun,tutiml o mitainr Lo ouff. devclomnc in this iuporunt
ares “The 7 rux evtdnnce nf organizltionnl comlcment 19 taund in the

Bftig.sl policies nnd stal statezencs o2f a school dis:r#nc. Lf they !
| Bake ©g atntiaa st eesponslbilicy for the concinuxng professtional devel-
spment nf stsff. thera s litels likelihood thae funding will be ailo-
2ot 4 regulavly mrhthnn leffmr i to provide ?f(gftiuc inseprice wild be
raven aRticuRly. Lo S
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privtu AOCLOT CAn ansure that :hou ruponaible for stu! f developuoent
-h‘vn acuu O adequatce ‘uourcn. '

In smty. aftccziu comunluti.on. argmizaticml comnicment
and community luppoz‘t . an hulp establish a.climate in which staff and
students alike will be encouraged to grow toward tHeir potential. Ia
some digcrieu wh-m all thes fuccuru are evident, tl.re is widespread

expectartion that tvnryone in zha dis:ric?. will conrinue co learn and
Lm'prow,

e
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3. PLANNING uN THE BASIS OF ORGANIZATIONAL AND leIVIDU&L NEEDS

Plnnning.farvnocill studies inservice should be an inin;ril'par&

‘of the overall plauning and budgating process of a-'school discrict.
Ideally, a school district would schqdulc'a-ragulur reviav Qf-épch of
the various curriculum areis a« a.part of ics program improvument
_ planning process. Dq:ing“thig proénni,*sdcial'stﬁdion axpe.ts can -
and ahould'prgvide iisis:quge‘angdireciiou in establishing outcomes
which are reasonable and reachable. If the district does not bave an
utgnnized pracedure for :ollepting and rovicwing data related to
individual and dintrict~wid¢ prograss, the social studies consultant
or coordinator can htlp dnvila a plan for doing lo. The resulcs of
such a reviev, espacially if viewed against comparative data gathered
ovar time, qhaﬁld reveal both broad and specific areas of inatruction
that nead to be introduced, quppldme@énd, or strengthened. Provision :
for appropriate tnserﬁica’aadistguca shouldd be an impo;tnnt component

- of any systematic .+n for improving instruction.
. N /

[
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"when I an *old what ¢o do, I do* it if I want to. If I don't want
to, I just prete.. I'm gyolng to do it later, and then I naver get arnund
to it." w=A junior high school student

Most people feel a lot of resistance when they are asked to do
something they don't want to do or don't accept as important or neces~
sary. People must perceive a'need ro act before thef'do anything. This
i5 not cé say that all sense of need is initiated from within the indivi-
dual; most people will acespe qutside-inic{arﬂd requirements 47 they
are perceived as legitimace. And If people can "buy into” these require-
ments on 4 personal level, thev become "felt" needs.

Alchough it 15 {mpertart that scaff development efforts in all
diseiplines he based on "f.lt" needs, it 15 particularly iinortant for
rhe social soudieg. The rapid proliferation of courgses, materials, and

methods has created many areas of petential need “or soclal studies




teachers. The new d.unnd-’gad opportunities faced by these teachers °
give rise to :tiil othar poédntial naeds. Hovtvbr. because actyal needs
vnry among 1ndividhuln, buildingu, and diatrictu,ﬁindividuuls responsible
for acatf d‘v’lopnnn: nust dcttrnine and atttnd to the uniqu. needs of
their particular staff.

" One teacher commented: "I think the key (o succnasful iaservice] .
is baning it on _teacher needs. If tonchnra/fncl that they hava a partic—
. ular problem, or that ‘they are lacking skills in a cartain area which .

_ directly lffcc:a thair classroom -teaching, you're going to have 2 lot

of inservice participntion. _
_Almost all the examples of successful inservice efforts described

by thc educators we intarviewed wvere the result of a planning and nteds--

assessmant process vbich involved at leasc a :aprcocutativo sanpln of

the target audience.. Ome typical axample vas doscribcd in this way:

"We have leadershibp tclms in high scbcc . fhase are principals and

deans  of instruccion who sit with the inatruccional facilitator for the

lOcill studies at the high school 1ev.1 to plan seminars ou the needs or

requescs of teachers.” | \ _

Perception of need seems to be particularly crucial in attracting

km individual
responsible for staff development observed: | \_ '

high school teachers to staff development activities.

Not only do we have more difficulty getting secondar
teachers involved in most of the programs, when we ze
them there many times they are less enthusiastic abou
and don't seem to be as committed to, or as interested
in, the programs as elementary teachers are. We have
spec' lated that secondary people are conditioned to
think in tearms of a more-limited subject area. Almost
all of them teach. specific subjects, such as math or
social studies, and they counsider themselves--often
rightfully so~~to be experts in their fields. They
may be lass open to getting involved with new content
bacause they feel responsible only for their own sub-
ject aress. Elementary teachers, on the other hand,
are accustomed to having to bring in lots of different
things: they tend to maintain an awareness of the entire
instructional program.

One successful secondary inservice program was designed in response

to reports by teachers that their major problems were related Lo .

40 |+ /?
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within r.h. curricul

" in learning." As a alult of, this rcportnd nnad, a uorkshop vas N o

~devoted to helping te chcrn- any of whom "had a tanduucy to be book-

dependent and lecture-dependen "--gec ctudents norc accivuly

involved in the social ntudias\puntcnc. Lnarning cantarl vers set

- up 80 that . tcachcrs couxg actuaily g0 through rhe’ procoalcs choy H!tl

oxpcctcd to carry dut 1n&thc clukaroon. One center wal focubed on

iinquiry, "another on the u;ilizatiQP of primary rosource nntotiuls,

one on inattuctiaual games’ and ations, one on case ctudih-, and

one on utilizing small tssk\?rou::?i . L ]
Inservice plsuners can unk- uocxof a wide variacy of 1nforultion

sourcas in identifying the nchs of tdlchc'i for~sta£f dav.lopnnnt.

Some of che most useful soutccu and strategies are briofly dascxibad

¢ 1

in :his section.

nformal A:ncssm-nc

Thc ‘most common method of gathering infcrmation about zneds is to.
survey the target audience or a random sample qf it for cxprcslions of -
" opinion. Such an inquiry m:i simply take the form of an open-ended. \ -
‘question ("List five topics you would like to have inservice sessions .

on"). Social studies consultants may havn‘conéluded from observation
and study what needs exist {in a particular group. Or needs may be sug-
gested by department chairpeqxoqy »r administrators who arc avare of
instructionadl deficiencies. :

Almostﬁall of the educators we interviewad indicated that téachers
xthemselvcs were deeply iﬁvolved in the process of identifying needs. A

The following response is typical:
. 3 ,
Committees made up of representative teachdrs from
throughout the district work with -urriculum special-
ists, with whom they meet on a regular basis. The
curriculum speclalists and these coomittees identify
needs for staff development at these continual meetings.

Tests of Student Achievemeng

0f all the k;nds of data sources to which asocial studiey coordina-

“tors can turn for information abou: staff development needs, one of the

11
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" most nnltgnod 1e rhn"néud.ur nchicvu-ut'iddt; !ct lootin; at achiovc-
Dent test acorc- can provida inservice planners vith good clucs lt to ;
vhat specific areas need work. A drop in achievement test scores at a
given levsl in the area of "charting and graphing, " for example, can |
result in further assessment to dcrcruinn ‘whether there is a relation-
ship b.cv-nn the decline in lcornn lnd the manner in which the nnrnrial

'_ is prcucnccd or the adcquacy of propnrution of the teacher.

Scandtrdizod tests provide useful dats about how students are: doina |
\‘EPOOI by school, and: uirhin ..

in a national conr-xt. virhiﬁ the dinrricr,

a clanuroon Critorion-ro!oroncod tests :ell educators how crudout: aro o

uoin. {n r.lation to the cpocific curriculul being tau;ht in addirion R
‘providing a useful profilo of student strengths and "lknlll.l. o
~ In one prograa improvement effors, teachers at a given gradn lcvcl
vere ankod co collsct informstion over a- pariod of time to. dctorninc
. vhat spacific errors their students wure uaking in the.use o! maps.
~ These errors were noted and sent to the central office for tabulation.‘
'An inservice program was then designed to introducs auvural vays. of

it st e < e e g 21t e F

R R 1
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: prcscuting thesd concepts to students more. proficiontly.
All of these kinds of messuring toola ‘can Pprovide ducinion nakcrs

. with useful data for establishing :argotl for inprovnnnnr-—boch for stu~
dents and for rcachoro. '

L4

uir uts of New urricula

e Hhcnqur a4 gevw curriculun program is adopccd, those who are rncpon~'”

sidble for 1:- implemantation should undertake a comprehensive review of
_its content and cechhing lrratczios in order to dcrerninc whut ingervice
training vill be needed to halp prepare :onchcrl to use the program
cffecrivoly. A coupl:rc inservice progrtn should be in place before a
new curriculum is inarnlled.

e curriculum consultant rcportcd to us that the tedcher competen-
cien iduntified by the dcvelopnrs of a new curriculum program had pro-
vided the outline for the inservice afforts raquircd to implement it
properly. This consultant’'s district is now in the proce:s of estab~
lishing criceria by which individual teachers may dctermine whether chey
need to participate in staff development related to given competenzies. )




Mﬂnﬂm}.&u! l | S - . '
- Ore of 'th ncéoptcd facts of life in public aduca:ion is thnt out=- " ‘
. side puthori:iﬂl adB\prcunurt groups pcriodically identify needs !ron - | Lg:ﬁv
their porlmti{vn lnd subuqmcly attow*to iapose otatf dovc.lop- .
_ment ihqair-hnnta nchoolyp.r:anncl Tor example, in one respon-

.~ dent's school diltrict the board of education wandated an a;grc;atn
yuar 8 nchicvcn-nc in the basic skills for all ltudcnta. Although the.
conncqu-nccl of noncohpliancc vare aot elaarly spelled: out.o:hn action
of the board rcportodly .stimulated a hi;h dcgrco of sttontion-—nnd

. tension~-on ths part of staff members at all levels. . g
| " Teachers and adlinistrltorl aliko feel the impact ‘of lnch fcdctll

. © requirements as Public Law 94-142 or eourt-ordcrcd desegregation, and

they may U.ll request (or readily atcopt) inservice training in how to -

IS deal with these new situations. The fact that this kind of cutside

pressure is readily translated intq & Eclt nead was clcarly dcscribcd

by one teacher: = = o ‘ }‘ _ oy c) I
“"“‘"“”“You nay bl dealing vi;h“'"a;ffircdt socioncononi&"lnvcl T
- -than you're used to. Thosce kids are going to réquire '
some different skills. You ask yourself, How do I
deal with this? What tools sre available to help me
, organize my classroom so that it will be meaningful
L S ~ to those individual students and so that I am bcttcr

able to get them involved in the learning yrocesa?

I

Department, Building, snd District Assessment: S

Many social studies dcpartmnnts conduct annual nccda assesswents in \
an effort to imprcve instruction. Typically, the dcpartment chairperson "
and the local district socinl studies coordinator meet with members of | '
the department to determine the needs (and intarcs;s) of the departmentr
mzﬂbera ln regard to staff development. Plans are : hen made for cou-
— : vductingrinservieéwprogrlué aimed sﬁecifically at those needs.

In some school districts, individual schools cogduct fnstructional’
neéds assessments and use the rasults to design builbing-based staff
development lactivities. dauigned to achieve the ,bJ¢¢t1ves fdentified
during the agsessment. A schonl may focus its progiam {mprovement

effort: on a diiferent content area each year, or the effort may reflect
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a louz-ccrn collitn-nt acroos ubjects. One district's approach vas
dgccribcd :hil vay: f g D - ‘ f*u .
- svory achool in chn district has to dooign its own
- .tive=-year plan, snd the district designs a fivo-ycnr
Pplan to implement that. Much of the need cams out

.- of each'of these various buildings vorking to dovnlop
{ts owm plan. _

Another method of u:;n; 1nppt fron various levels to establish a
district-vide plan relies basvily ou the opinions of individual teachers:

; We look at things that are of importance.  We look at our
own needs as a school district, and we also gain input
from teachers. We have monthly msetings of department
chairmen, and everybody chips in with what they would
like to se¢ as inservice.' From these ten or so possi~
biliticn, wve send out a questionnaire to the teachers,
and every teacher indicates a profcrtncn. We go with
the wore popular omes. - - S ' ‘

S
]

Summary ‘ . - . , o

\

Hhatc%or spccific procedutco are used to collcct and lnalyzc 1nfor-'
'mation about organirational staff dcvolopn-nt nocdl, throa linplo uaxims
snould terve as guidclinn' ‘

.o .

I. Do loock at a varidty of infornltion tn zslossihg nouds. Inves-
cigatc both self-perceived needs and those perceived by othnrs Collect
both objective and subjective data. Solicit the views of practitioners
~ ranging from clasiro@n teachers to district-level administrators, and
- don't forget input from people dutside the system. One staff dcvolopmnnt
director put it this way: ﬂ o

.\‘
s

I think it is important that we look at a lot of scurces
of nesds, .not just the incividual perception of need

or- interest. We need to draw upon some other sources
such as review of yearly staff evaluatlon, student
achievement data, and comrunity perception of need.

No one of these alone is the answer, but in combina-
tion, they probably provide better data thnn just
asking people what they need.

2. DO involve tbachers in asscssing their own needs. The one
seemingly inviolate rule followed by effective staff development person~'

nel i3 "Always work from che felt need of the inservice pureie ipant

g
14 )




' .Alnoat wichout cxccptian. .duc‘iors vho were intorvitund for this pub~
~ lication indicl;cd that they raly hntvily on inmput. £ron those for vhou.‘

~thc activity is dccignod. They hear and ttkn into accouut the kind of
/ffllﬂtillntl .:ptaaaod by one claosrocn tacchcr~' g

‘assess their own needs or to engage in staff dcvnlopmnnt'activities ) -

< ’ ¢

. A lot o! concern is voicod by teachers -about the

- {nservice program—you hear voices saylng, "We want
to have jome input—wve don't want to just sit and
listen to somathing that somacne up thnrc in the
vhite tovar is telling us." .

3. DON'T hclitatc to ‘use your owy judqunnt. Social studies spe~

ﬂ’ciaiistl vho are assigned responsibility for staff development should

feel confident about relying on their own expertise to make ‘judgments
about inservice activities. Because of their positions, they probably
have a more comprehensive view of the total program and specific instruc-
tiog;l‘nnédq than it is possible fqr anytindividual teacher to have.
They can also bring some influcnco to bear in soliciting the partici~
pation of staff members who may not be highly motivated either to , . -

educator we interviewed oblerved thqt 7 y 7

]

« « « sSome of the tcuchers who need Bclp the most don't )
get involved., Getting reluctant teachers involved 1is a

problem chat we keep working on.

L

Getting people involved in a genuine sense in their own ?peda assess-
ment has proven to be one of the nost «ffective ways of promoting pro-
fessional development. '

A}

.

Providing for Individual Needs ,

Although teachers are constantly being urged to individuaiize their

’

instructional programs for students, all too often Lnservice effort:
make no attempt to provide for the individual needs of teachers. As ome
teacher described typical practice,

a lot of districts will bring all the teachers together

on a day and put them in an auditorium and give them a

lecture, or some districts with a social studies con-
sultant will bring everyone together and do something




vith them 111 even :hnugh it s vnly appropriate for

about 20 percent of them. Moving out of that “What's

. goed for-some £ good for all" wode snd giving people
,rocogui:ian ‘for individual growth' is what we nc.d

-~ _ Unfortnnatcly, lcv staff dav:lopn-nt pRograns allov for individual
diagnosis and the varyins nncdn of teachers at different levels, even
-though thera may be avareness on the part of scaff dcvulopuunt planncra
ot the desirability of making such ditf.r.nciaciond. It is clear that
norc attention needs to be given to individual nccdo, prinntily by
giving teachers choices !rcn ¢ wide variety of ataft dcvnlopnnnt

offerings. . | ’
' The OPPOttunity to make ouch choices, of course, does not guarantcc
that :oachcr: v 11 :clec: inservice options that mect their acrual noodu. : y

, Soa-:hing sore in the way of direction uny need to be provided.
One ‘social studies consultsat vhom ve 1nc.rvi.!bd described how - ‘
hcr di:tricc had planned au inservice program to accompany the installa- ' .
tion of new cmrcial social studies materials: Hrlt,, rcpr.unu- .
- tive group of thgﬁtgnchcg;ny@gmyould be implcnnnting tha program met-to
identify the inlcructional knowledge and skills vhich would be needed to
ptcocn: the materials cuccodlfdlly. These data and skills vere' then T )
organized into a self-study mode through which each teacher could iden-
tify which skills and what knowledge he or shc.nccdcd. A needs-assessment
inatruntnc was provided for teachers to use to dc:ernine vhether :hcy

were sufficiently knowledgeable or cnpablc in cach area. Finally, three

strategies vere outlined for mastering the needed knowledge or skills,
‘either independently or in a group.

. The following :cchniqucs are helpful in understanding and providing ' v
for 1ndividual nccds for n:aff development:

Oblervation

Observation or supcfvision, if wull‘done, wnables a knouledgeable,
objectivo colleague to give useful feedback on classroom process which
can be used as a basis for assessing scaff development needs. Such '
observation can be formal or informal, either within or outside the

i

~ regular personal evaluation process:




formance review procges. The obs
"for instruction or a social studies coordinator. Too often, however,.

Formal observation usually c:::p place as part of a fcgulnr bcr-
er may be af assistant priucipul |

formal obscrvacionl are of the "drop in, look around a bit, and make o

a hnlty jud;ntnc based on genersl: 1apr-asion-" vnriccy. It is par-

~ ticularly helpful 1f the- classroom :oacbc: estsblishes, at least in

. part, what will be observed during the visit. The poot-oblcrvztion
3con£¢rcnco nbould enable the teacher to select npprapriacn inservice
lctivitic. on the basis of 1ntornltion received £ron the obscrvuf

wbilo intorual obscrvltion is no lass plannnd thnn totnal obser-
vh:ion, 1g is not a part of the hierarchical eupervisory system; it
clk.q,pilcc batween teachar peersy, dopartﬁln: chairpersons and meambers,

" or others who taks respousibility for Qvalulting one another. 1In one

form of peer obncrvation, the teacher to be observed roquolts a col-
league to visit the class. The :cschor shares the lasson plan to be
taught and asks. the observer to critiqua spacific bchtviors. The

'ccgchcr should give the observer clear directioums about what kind of
7 fesdbuck 13 desired:--The vbserver gives-‘fesdback only-in-those-sregs;—— -~

making sdiztscionnfif he or she has been asked to do so. The tsacher
whose behavior was stserved then determines what kind of staff devel-
opment 13 needed on the basis of the obsarver's ieport.

Intervievs 4 }

One intercsting approqcﬁ to indiviaualizing an inservice program
for teachers is to use a structuped personal interview to collecﬁ {nfor-
mation. For example, if the purpose of an inservice effort were to
help ciachnrs install and present new curriculum, the social studies
comsultant would'f;rst identify_(wiih ;he aid of a representative
group of teachers) the skills and knobledge needed to effectively use
that particular curriculum. Each teacher using the curricalum would
then be asked to rvespond to duescions gesigned to give the interviever
a general picture of ! »w well the teucher understands the curriculum,
what processes are being used, and what problems are occurring. On the
basis of this feedback, the consultant can plan programs for groups of
teachers who are haviug'similar\difficulties or provide individual help
for teachers with isclated prdblems. '

17 0.
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alf-Initd ’c ugsts
. Perhnpl the most 1nd1vidualizcd spproach of all 1s lilply to nnkc

1t essy for n:aff members .to request asniu:ancc on a on--:o-on. baaia. -
This may bo acco-plishad in a number of ways. Soms school districts -
" retain & “hot linoévﬁunbcr (often the aumber of the social studies con-

.oultanc. but other resnurce persous in various buildinkys at various

‘ lcvcla ould alac providc thil lcrvicc) which .msy bé called at any. :ipn
a teachar has a qu‘ltion. ke a result of this initial contact, the
. teacher may ask for speciric assistance in the 1-p1¢-cntntion or use ot
a nev teaching. ttchniquc or nev materials. A ccnchnr might also rcquost
that the resourcs’persen conduct a dcnonltration 1n chn classroom so |
that the activicy aay be obsnrvcd in the most natural saetting. .ﬁr a
group of teachers might identify problems which have occurred and brain- ‘
storm vith the resouréts person ways in vhich they might be solved.

Leadership Opportunities

thy cdncltorl vho have becn working wvith u:aff development for
Sime have dilcovercd thlt one of the best ways of providing for the
: “tnamamr"ﬁam"at SEAL! SambSrs 13-E6 PAEPULE and train 1Rterasted
teachers to lend their expertise to others. Uofortunazely, teachers—-
aven capable ones—are sometimes initially reluctant to take on this
role; however, once they have had the opportunity to shlfo their knowl~- |
adge and expsriences, they usually bacome extremely coup;kent und confi~ -
dent. In fact,. .teachers thnmnclves frequantly are the blAt staff

development leaders availabla--and gc moderate cost, in compariscn to
the expense of hifing an outside resource persnn whose influence may
well be only transitory. 3

" participstion in Planning

One of rhe educators we Lnterviewed suggeasted thar a good say of
providing for iadividual input is to make the whole staff development
activity developmental in nature:. Slch an approach m#%&l be fnitiated
by inviting teachers to attend a meeting at which cthe fationald for an
inservice program will be determiged by asking, “th should we be here?
What do we need to learn?” This process enables teachers, the orpanizer .

of che acriviry noted, ro "ser their own purpose¥y' He suggegted thar a

18
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committes might be appointed to do some preliminary vurk.qn identifying
possible objiactives so thn: the” me¢ting would have at least a tentative
general direction. The participants should be asked at the outset of
the mseting how comfortable they feel with these objectives, with the
assurance that if they believe snothe: direction to be preferable the
tentative plan will be }hf?"d so that it is responsive to their needs.

Delivery ggtionl

' Another way of providing for the 1ndividual needs of teachere 1is
to offer thnn tions about the kind of inservice delivery they would
£find wost accefftable. Cpnvcntionll visdom indicates that some teachers

prefer small groups in which they can share ezpcricncda and solve

| problems togethaer, uhilc others ZQed saall 3rqupn to be a waste of

time, 2 mare "pooling of ignorance.”". Some adults learn wnll from

printed materials and aie -able to apply the ideas they have rcad about

to their daily‘ictiviticn without clclrly dascribed application plans.
Others need a step-by-step pl:n for putting ‘ew learning into practice.

t One of the linplclc ways of providing for individual ptcfcrcncns within

an inservice activity i{ to provide at least two options for learning

what needs to be learned. Informal assessment of this strategy indicates .

that inservice activities--particularly those vhich ire mandated--are
much becter received i{f a choice of delivery is given tc those involved.

Summa. v . ; )

The important thing to remamber in plauning for individual scafi
development needs is that no aingle approach will_ze successful for
every teacher. Furthermore, if individual ryeds are to be met, there
must be variety and a:tencion to perceived-needs as well as exposure.
to ideas which may generate felt needs--in short, to put into practice-
the follewing thoughts expressed by a 2ocial studies consultant:

[ think oue or the keys to the whole business is to
relate to people where they are and get them to huy
into the situation--the ongoing plans that you are
trylog to initiave. 1T don't think anything can happen
unless people are in a state of readiness, and vou have

o prenty much take peonle from where they are,

s




»

\ . 4. ASSIGNING LEADERSHIP AND RESPONSIBILITY

It is important to identify ion;:paftigular‘petcon or grodp.wi:hin
a achool or district who will have official responsibility for staff
developuunt and to clearly spell out thc respousibilities ot chnt pcr-
son or group, for tha following ressons:

Visibility. The presence of .am official "staff dovclopcr." social
studiey consultant, or coordinator with -pccific regsponsibilities for
social studies inservice orovides visible evidence of thc ongoing com-
micment of the district to quality programming in social educntion.

Accountabilicy. Lcnderlhip respousibility is linked with tesponli-
bility for carrying out established objectives. -

. Coordination. In addition to coordinlrins'curx;culun goals and
ataff development within the discipline, the person raspon-ible-tor
social studies staff development is in a position to work with other
subject-area coordinators to provide for coordihation of inlcrvidh
- efforts across disciplines. This is particularly important when ale-‘

mentary tquchcra’(vho are riqpausible for all subject areas) are
involved in order to avoid stress resulting from lack of communication.

Continuity. Identification of responsibility makes it possible
for the individual or group of individuals responsible for social

studies statf developmeut to make a long-range plan to develop and
utilize & broad spectrum of capability within and outside the school
district. If there is no clear job description of this role, it is n
ipportant for the individual(s) given that respousibility to request
that one be devclopgd in order to provide foi continuous support of the
progran. In formulating suﬁh a dascripcion,'ic is wise to solicit sug-
gestions from individuals who vill ultimately be served by the office.
This job description should be periodically updated to ensure that it
1s still valid and to determine wiiat changes should be made.

Leadership in sgtaff developmen;, @3 in almost any endeavor. is
crucial‘to success. The educators we interviewed had a gréat deal to
say abou: what characteristics they look for in successful inservice

leader=. Among those most often menticnad wire credibiliry and
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praceicalicy. Othar imporcant characteristits unntionnd.uw:c_lﬁccull— ,
- ful ttack Tacord, ability to mh.--sd:h-ocm;-r—mic&aim-rmrllo,-»-w»-w-~- S
ehility to teach necessary cobcepts, amd pct:on&l@ty»-a touch of show- |
usnthip apparently doesun’t hurt! "x
Two of the teschary we interviewed pointod out tha néed tot the
insarvicu lwldar to e & good !iscéuner, to be genuinely interested

fo responding to the needs I!prillld by staf! members, and to ba ubln ,?'
to affer wasningful assiscan s Ona dascribed such & perem in :hn-c
vords:

- Somebody vho really liltqnc ro che quastions that ywu L L
ask beford giving ansvers. Who, ofter listening, can : -
focus oo what tha problems are. Somebody who doesn't ‘
junz talk a good line, It's aize to have a friendly
parscn coma into your duilding and say, "“Well, what
cas 1 help you with?,” but 1f the person doasn’t

!oilaﬂ-tbrnugh it's mesuingliess. ' | : L
Agother zanaunt iisted *hese charaa:cria:1~u-
. Firac of all. & succassfyl tracher, and sacond, a crea- K

tive persom. s such a» that can be ascertainegd. Third,
& task~orientad persou. A& fourth swould be brosd knowl-
edge o rhe ares of sociz) studies. Ability to Telate
veli.to sdul:.s would e anocher characceristic.

Wow ghouid & districe or schaol R0 sbour .dentifying the person(s)
vho will be sasigned leader ship and responsibiliry for scsff develcpment?
Should distticr planoere ook to reschers to . 11 this role? Adminis-
trators’  Sublect-ares aoacisliste® Outeide consultants? No singie
snw.er w1il o all situacfone, wech discricy ov school wmust zaks this
desision un the basis of Lrs ow. atrenaths, vegknessas, and Jraeniza-
rlanal rerycture,  The tajance of rhiz hapter {3 dewvoted 20 a dis us-
winn mf cre adientades sed limirations of assisuning chis [unction, ar

£ fer WITEYy L A vaTioae FRERASCT ien b edae At on Tt el )
Taw hern
fe cqrsmm 0r @A hLLiry, nhers APDRATC v B ) 4LTONR AL M nt 1ot

vt e mper om0l wE Pemder o Do s att deve loement s s e ol v,
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develogieen’ activitias for other teachars. Aq,hnc social studies con-
sulcant naid, )

¢

Th' most succcauful ncaft dcvtlop-nnt prosr:ma I'va
been associated with ara those that teachers conduct .
themselves. They.talk about their auccesses in the
classroowm, give oxssples, and.bring unturinln-—chingn
other teschars can wuske.. It allows teachers to
actually try somsthing based on vha: other teachars -
aty Hork’.in the clnllraon._,

This canlulcnn: rpinforrud cho crndibility :hcory by noting,
.,

Thn locul teachers sre thnrn avary dny. and thny knaw
vhat is going on. Vary often-an.outside person's
ideas and angwecs sxrs just nor realistic in tecus of
what s actuslly happening.

The same basic ideas ware rhic.rntid by anvther educator:

1 uould sy chat teachers are mucii more willing to

listen to oth.ratctchtrs or practitioners who spend
sevéral hours a day in the classroom, because what

vas successful for those teachars would probably be ‘.
applicable to & lot of clissrcom gituations. I think
there is s general feeling [on the part of tesachars] v
‘that a lot of courses offered or sponsorad by a uni-
versity have a lot of good theories Lut litrle practi-
cal application. 1 think there needs to be a balance
hetwaen the two. You need some theory, but you also
+1 od some practical spplication. TIf you're going to
expose people te ‘heory, that cheory should have baen
tastad in a classrcom sitvation.

1o most districts, teachers are ragﬁlarly involvea in general
systemwide needs assessment for tocial studies staff development, and
representative teachers sarve on an advisory committess to assist in
identifying needs, planning snd providing for the prasentation of appro-
priare stafi development ac ivities, evaluating results, and mak!ng
recoumendations for {mprovement. Merely assigniag staff development:
responsibilicies to teachers, howvever, does nor ansure success: thev
aust reteive specific craining in‘aow to plan and present inservice
programs in orde. to do an sffective Job and to derive satisfaction
from doing it.  All too sfren Ll is assumed fhlt i tearher wh iz aftaec-

tire im the classroom L9 automarlicallv able to rranster thia expertiae




to collaagual | Teachars who are. iipccttd to assuma leadership roles in

.statf d.vclopltnt need 1hlttuction and practice 1n¢1¢qdcrnh1p -kills.

cftcctivc co-uunicntion tnchniqu-t. and -strategles for, -aking clear and

balpful pr.atnencionn :o thcir adult collcagucn.

Building Prigcig 1

" The lnadcrlhip role of - the principal 1n the' success or failure of

. -nny progra-inprov--nt cf!ort has been u.ll docun.n:cd. Our survay

tninforccd tha ides that the siccess or £a11urc of s ltatf dcvclop-nnt
program i3 nt:niticnncly influenced by the intltﬁlt ‘shown by the build-
ing priancipal, and pavticularly to :hc extent to vhich he or she is
dlzce:ly involved in planning and 1np1¢lnntatian. One staff dcvnlop-tnt
lplcillilt cxpllincd' ' -

I felt tbhat it was important for .the principal to be

the instructor of the cours:, and for other people to B
be his resources. My feeling is that if [principals]

teach their own teachers, thcy re going to learn the

content really well. They're going to be more comfor- :
‘table dbout going in and working vi:h those teachers

in chat clallroon later on.:

e

. In discussing the iﬂpltﬂtntltiOn of a major new instructional model,
one consultant .commented: : ‘ :

I fael that a principal should keep  up with change.

‘Thare's teally no chan * *a a school unless the prin-

¢ipal in supporting it also believe-that change is - \
a ldnely pracess. Lf one particular .eacher attempts .
tu bring about change, he or she often is met with resis-

tance by other faculty membars or administrators. Some

pecple feel that teacher 1is trying. to get out front,

trying to ‘sake them look bad. 'There should be at least

twvo people invelved so that {the inservice planners]

have somabody to share frustrations and su¢cesses with,
an?%whcnevcr possible tha principal skould be involved

so“he could support the teachers who are attempting

to b:ing about the change in the curriculum. Inservice
planners must have both peer support aud administrative

support. They must partioiplte as a group. The team

approach has workad great.

Obviously, a principal cannot be axpected to be trained as an
instructor i1 every curriculum area, but L. i3 im srtant for social

grudies educators to ensure rhat principals tave an opportunity to
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become reasonably familiar with the curriculun and lcrntogicl being

W

cnploycd—-particular‘y vhen a chnnge is con:cnplatud-and to cnlict

‘thnir aid and suppore,

Rnc.arch suggests that principnls are the ' zntckccpcrs" of their.

_ schools (Hann 1977; Tullan and Pomfret 1977, p. 383). To a large

exteut, thoy dctcrninc the climate and' activities 'within th.ir buildi 8.
Therefore, their support for staff development is critical. .
demonstrate lnpport by uttnndinz stzff development functionn, a ocnting
rasources for inocrvicc and follou—up, enccuraging tllCh‘rl to attend
voluntary ltlff development activitics, formally and 1n£orun11, reward-
ing ot;tf members who participate, cntabliahinc an(. msintaining sdminis-
trative structures dedicated to planning and impiementing a. ctu‘.f

‘development program, demtnstrating avazeness,of the goals of current
- social studies staff gnvclopnnn: efforts, and.offcring nloiqginci to

those responsible for planning and implementing staff development
activities. ' R

District Administrators and Consultants ‘ .
The fact that teachers are increasingly seen as having potential

for leadership in staff development does not mean that thosa with . 'i)
responsibility for soctal studies ac:the central office or consultant
level should not feel comfortable about exerting in! luance or providing
direct leadership. Some of the social studies consultants we inter-
viewed clearly indicited that they assume dircct’résponsibili:y for
leadership in staff development by assessing needs from their own per-
spectives and #ntroducing new ideas which they predict will be of
interest or hclp to tcachern with whom they work. In a sense, they
make educatad guesses about inservice needs;, and they take advantage Bf

their organizational functions in attempting to provide for those needs. '

This is justifiable, because unless leaders feel free to influence or
to suggest, there would appear to be no need for consultants, coordina-
tors, directors »f instruscion, or department chairpersons. The astab~
lished credibility of <«he assigned leader and the nature of the
involvement of staff members in subsequent decision making und in
implementing the l+ader's ideas will determine whether an administra-
tor's leadership will be accepted or rejected.
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If s district's organizationsl cowmitment: to -taff"davilcp-nt'i.

) nonexistent or 1nlutficicnt. ths perldn w18 toaponntbln for social
| . swd,u- innm;n s? be abls ;o-n;.hwuts v (mpadt. a8 single itdi- R
P ' vidunl however, it i poulibla for. such’ s pctooa to 1n£1noucc ot!tciall R C »
- .+ of the district in’ capcort with others. Tha logical route lise thtvnqh T
. the {netruction divieton’of tha gcbol district. Every-eghool district SN
has at least oue staff mesber vho is ‘charged vith curricults end'the .
delivery of instruction. The social studies spacislist way be ableto =~ o
* joln forces with thiy’ 1ndiv:|.du.l {n @ effort to butld the necessary . - - -
organizational nupport. T S ~ L

4 toe . . Co .
. . . PRRE

W ' . e
| whilintho'"ccachnr { 1.ldar" concept: hns conoid.rablc nupporﬁ at . | Y
the present time, there is alio 3 distinct place i seaff development SRR
o for ‘outside exparts.” Howaver, those roaponniblc ‘for choocing these con-
' sultants must be vcry ccloctivu. paying careful attention to ths practi- , _
- ¢ality and c:cdibility of their presentations. “Many UQCCIlIfut’lzlff' T o
development ptpctitioncrs advocate the ktnd of "inside-outside" rcaourcc o
' person rclacionship ducribcd by one d:l.roctor of auff danlopm €2

)

AT
We believe that a pccr 1s tpo ID.t 1n£1u.nt1‘1 poroon :

you have.’ This doasu't mesn that we write off other

people, but pedr leadership is a higlly wotivating and .
highly ntimulating\gynpricnce, ve have found. Zven if i
‘we bring outside-pegple in vz navi an incidc person vho v ‘

aots as the nonitor.‘lhn “qnvenar. S R ;
| WL

| An outside conaulctntftin con:ributo acndcﬁic ot lttltl‘ic exper-
| ciso which 1is not available or not fcasibly dcvalopablc within a district.
Thc efforts of such a resource person can ‘be rcintorccd and carricd fur-
ther by the "innidc" nember of the team--perhaps the aocial scudies
consultant or a teacher--with the thp of tclcphone conuultations or
occasional follow-up visits.

Summary
‘ All in all, the desir.uble craits for a scaff devclopmmnc leader -

were described succinctly by one educator we intarviewed

You have to bilitvc in' teachers and kids and be a
fantastically effective listener. You have to be

% ) ~ .
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au:hnntic in th. vay you donl wvith pooplc, you h-vc to S e

,know how to access the resources that extst within the = = " -

. . - 'system at largs. You have to be successful with admin- A S
e -- 18trators-4s-wall as with-tesshers, - aad—you have-te be -~ o~ ELLT
= ‘ able to ¢coms up with thoss things which' tltcborl thcll- R e

N . v ez Avh
‘ cclvo. poronivn that they nsed. S _
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mrﬁg mgj}ﬁny w.lthdut

7173: tf;f No: ltlft dcvnlapnunt p:e:rll c:
ad&qultn rmweu.- w‘m conavd _ ,
m lttuﬂlan may bcl WTE 0T less tlua u uodcd 1n mocbr.‘ AIr.hough e ‘;";

- magt -staff developsent people would 1ike :a’%-m a“cedillac” of 4 - Th o o
2 gni. qny probably’ mld ndl’/t that thoy cen acemlioh almost -

,,' vcrythir.; they \unt to accawu.ah vith a good servizeable Cb-vrolot. e

“ANpdstness manager 1n Nebrasks used the term "minimm standard of S

nce" to ducriu what he msesns by prmu.ng the best program

possible in the wost w-t-otnehnt manner. It is. the task of the
staff development ipccialiht to determine what that -1ninul ‘standard ot
c:collcndi chould be and to, acqrire appropriate resources, both human -

and material, cto support the effort. o 3

, Seme allocntion pf financial and hulln resources 1. nnconlary fo)

each 3:;;“32-;5; ntgff dovolopncnt pltnning process. However, the-

sajor emphasis’of chis chnp:cr will be on o:;anization. 1-p1¢n.n:ntion,

e

and follov-up. . . o o )

Figancinl Resources -
It iq-inﬁortqnt to list all the factors involved in an inservice

affort and estimate the costs of each. Will the progran rcquitt

’telclacd rime? - If‘so Ahnw--any hours or days per teacher? Will it be

nocuulnry to provide lunch or dinncr? Where will the meeting be held--

'will it rnquirc facilicy tental? How much will the instructional mhte-

rials cost? Will an outside concultant fn. be nlc.slnry? Will

participants work om rcgular school time, or will stipends be necessary?

Are tuition fees to be included? What reimbursement, if any, will be | 1

giyen to leaders? .Will travel expenses be necessary? ©L ‘ .

Once the plan, with astimated .costs, has bcgu completed, it repre-~ .
sents a strong athumcnt’for adequate funding. 'fﬁ the absence of such a
plan, it is easy for administrators to make overall cuts in the total . -
bueget. However, ir is much more difficult to reduce or cdt-specific
budget items which are shown to be necessary to suppqrt 2 defensible

. student cutcome. Some pebpie suggest that one of the reasons for

29
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1nndoquatc fundin; of public oducl:ion is that oduca:cra hnwn not elcnrly
cxplaiuod to eha public ctactly vhat they are tryin; to do. Clear tom

) munication is nopccially 1lportlnt in cho social studies, where there 10
ilu cmm nﬁouc m_nf. is happening and what the intint of the pro-

grll 1l-¢ The cducatorn vhom v' surveyed 1ndicatcd rcpcatodly that '
..or;nuixatiqall eouliclnut in ;h- lor- of adoquato bud;ct vas am cccon-
cial nl-l-u: in cucgcul!ul o:aff dovoloplnnt.

Appropriat. hulnn rcoourc.s arc availsble to cvnry so.ial luvdtc-

1pocrv1cc planner, otton at minimal cost. As indicated in Chapter 4,
_ there are master’ teachers with good ideas to share in dvery district, ra

~

" matter how small. Many teachers might be willing to be trained ou:oida

the diltrict 1n preseuting nev techniques or curricult. programs and
then return to train others‘withia the district. Intcr-ndiatc service
units lnd state dcpartnnn:n of oducation aay be lbl. to provid. assis-
tance tnd p.tlounal. ‘Quite & few institutions of Wigher cducatiqn are
.eager to work closely wvith teachers in the field, in part bocaund they
aay be looking to 1n.orvicc Qducation to rnplacc the gap left by declin-
ing prcncrvica enrollnents.. SchoolAdiotricts in reasonsable proximity to
one -another can band toge:hcr in consortias, and pool resources and person-
nel in order to develop a cadre of trainers vho can serve mamber dis-
tricts, or in order to employ od@sidc cotsultants. District social
‘studies consultants or‘coordinatofs can obtain traininj’a: 8 university
or social siudicl center and then con&uct training saQaions for teachers
in their districts, perhaps in cooperation with teachers who ars.also
mombe:: of the training team. ' . o

Social studies departments csn also look for resource persons

within the community. Many professionsls in other fields may be willing
o assist with training at little or no cost. Pdl%cc and attorneys are
excellent rasources for law-rclatid inservice training courses. Repre-
sencatives of various national and sthnic grOups can provide rich -
rcsouru-s of information and experienge in the area of global or multi-
ethnic education. The groﬁing movement toward using the community as a
| laboratory Eor active practice in citizenahip was described in this way
by one educacor
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-Social studies svaff donlopcru can use creative ,

_ mathods to stretch the resources available to them
locally. Confersace calls can be set up at reason-
able expense, through which students can converse 4 :
vith students or experts in other sreas or other
countries. They can listen to leaders in many flelds . o

'of hiumsn endeavor by means of a telephone lecture - '

anplified by an mxvmm{n-mg that enables the
vhole class to hear and ask questions. It is surpris- -

ing how many capable people are ldlling to ;1v. some
tiu to otudcnu in this unnor.

ds .
In some 'ny-. the need to |COB¢I18. and the idea “hat "cnnll.r
1- bo:tnr“ say lead educators to bu mre. cro&tivn, to use their '
1ng.nu1:y. to recognize and make better use of tvniiablo saterial and
human resources. uon.thalcol, districts lhould not use th.-‘ ideas as a
rationale for vithholdin; the rolourcol needad to provido effective
nﬂ staf¥ development. R.gardlcln of the creatiwvity of 1nscrv1c. plannnrs.

-8 certain minimm level of support is olocnticl for the successful

“opcrntion of any-program. ~The following factors teed to be opchIlcaIly
.considered: ° * .
Time. The most crucial resource for staff dovclovnnnt is time,
- wh:l.ch \uually represents a form of dollar expenditure. In many .states
and school diatrictl. spocill>dayl sand half-days oaruarknd for staff
dev.lopmenc are included in the regular calendar. thn one calculatas,
the hourly pay of tcachcrs, these days represent a substantial financial . ~
investment although there is no direct outlay of cash, Other cima may (/\(
be availaole (in accordance with teacher nngociation packages) after %
school, in the evenings, og Saturdays, or during the summer ;- howevar,
- teachers usually must be conpan-atgg for participating in inservice pro-
8r ms on their own time. 1In some 1hltnnces, buildings or districts
arrange for the studéut day to be dclayed or shortened byhoée or more
periods in order to provide time for staff development activities. 1In
otﬂer cases, substitutes are provided in order to permit teachers to
parcicipa:e in staff development work. S

§£g££: While it is not necessary for overy district to assign a
permanent staff to coordinate and present inservice programs, it 18 not

reasonable to expect that social studies prog;;ms‘wil; improve unless

)
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knovlodg.ablo pcrlonnnl are asouxcd nuf!iciunt time to lVllult. the
instructional prc;ral and plnn 1lptov¢ltnto on the baoio of that
assessment. Although in larger districts social ltudi.o con.ul:aa:s or .
.wcoocdina:ora_azc -frequently- assigned full- iill—!ﬁulitﬁf— IV ty -
there in a ecndcncy for districts to vicv thnnc 1nlcruccionn1 poroou—
u.l as being diopcncabla if they are required to cut costs. Thus,’ .vcn
, lurgn\eiotrictl say find it nacessary to plan how to provide for B
inservice ueeds vichout the benefit of fnll-till administrators, as - ,
smaller districts have albty- had to do. One ey in which this cam - -
_be accaupliohnd is to appo;nt a social studies staff dovnlop-nnc com
- wittes wade up of ropraocata:tvto from all lavels of lchooling. The

Achairpca.Ou of this co-littoo could be ;1vnn soms releasad time for |
planning meatings, organizing curriculum review uo:k. aund providin; B ‘
.inservice in accordance with the needs dotcrnined by the committee. )

ro!oosiona; traval. Oftén seen as a 1uxur7 by the public and nany
boards of cducation. professional travel can be an oxctpcianally vtlid ..

.u—of—%mq‘rrtwmy it 4:4l—judieioulh—u¢~thcu¢he£uuy—piw —
Travel can provide teachers with opportuniticl to acquire brondor per-
spectives, to maks contacts with experts in ‘their fields, and to inter- -
act with professional colleagues £ton dittorcnc gcogrlphic areas and
backgrouudo. However, it is important tha: social studies o;aft deval-
opment planners choose visitation sites and professional conferences
carefully and be fully prepared to justify travel expenditures in terms
8! concrate ideas and improvements which havg been brought back to'the:
district. - , .,

Couiultiu:s. As suggestad earlier, there is strong juitificntion
for the judicioui'ulu of outside consultants in an effort to bring dif-
ferent ﬁorlpcctiv.o to a local staff development program. Consultants
should be chogan who have demonstrated genuine cxpnrfinc in the area of
the specific kind of 1uprovounnt-dos;rcd. <

Meterials. Sowe fundingllhould be made available for a variety of
miscellaneous other expenses incurred in the planning and Brcscntntion
of successful scaff &cvelopmanﬁ programs. Learning materials, profes-
sional publisations, printing costs, refreshments--all are essential or

useful, and all ccst money.
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6. - SELECTING CON'ENT AND STRATEGIES '

Sodinl studies opccialicti'and thnié adviaory coliit:oo lilboro

o and long-ringe |o¢10 for .u‘f! dcvnlovn&nt in thoir fiold. ‘In one dis-
R trict, for example, each aubjnct area connul:tn: d.vnlopo s general .
chrto-ytar loug-rlngn prog:a-pilprov-tnt plnn 4o addition to a much . :
oTe apccitic plan for the first yesr of . that throh-yntr period. Rach - ‘6
year the plan is extended by cue year, with the first year of the new - ‘ 7'f?
sequence being mede éxplicit. This plan is reviewed t!'nlltly by the -
top adninistration of the district end communicated ia ganeral terss
to ‘the bocrd of -ducation for approval. The plan 1ne1udol the cutinnccd
E costs of the program bo:h tot the first ynar and. qu the :hrc.—ycnr
'poripd. s . " : s
Once & workable and -yotcnatic planning procedure has béen cncab- “
liahnd. the next step is to docido on.content priorities tor -both long- .
" range and short-range programs. Obviousiy, these priorition should -
. rcflect oraanizacionnl and 1ndiv1dunl needs (see Chaptnr 3). 1In genersl,
hcvuvnr. inservice . prograns can be classttiod 4nto chrnc types:
1) those related to special content areas or new cuxriculn (2) those
designed to ¢1llnn1nat. nev or improved teaching strategies, and .
(3) those faéulcd on interpersonal relations, classroom governan.e,
social interaction, and individual grovth. Over the long rum, a sound
staff developmant program should 1nclude activities from each of these
‘categories. The first part of this chapter deals specifically vith all
three types of inservice focus. ‘

Determina¢ion of Content

Curriculum-Related Sgaff Development

The contene-of many inservice programs is specifically related to
the curricula and content which tu‘chers are expected to present in the
classroom. The involvement of tcachers in the selection of a new curri-
culum is in {tself an excellent staff dnvelopmcnc activity in that Lt
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pnrni:o participcn:r to tnalylc chci: preseat pto;:tn. dntnrlino~uh¢t
changes are needed, snd look at other curricuia. Such en exparienco can
bs made aven wore offactive if. :ho‘o vho are responsible for inservice

actually set 1¢nrn1n; objactives and design apptopriat- uny. of l.ctin; .

-~ — -

- " . them {n the course of the _Selsction process. |
| Curriculum dtvhboplunt is an even better forn of inserfice train-

'ing, since the teachers involved must decids vhnt loatning outcclns are

| "expected and what nctivieiol -ould WOst iikuly result in atudcn:o'

. ' achieving thoss cutcomes. ' Thi- ‘procedure requires teachers to think

o carefully about the L-gxning process. and hov they ;rn going to msasure.

results. - : : s
. Quce a ‘curriculum has been -clcc:.d or d‘vulopcd. its nftncttvc
1-plunnntatian is hd;hly dependent on the extent to which caaeh.rl under~-
stand and beliave ;n,tcja- vell as on their knaulcd;o and skills:
in using the program with studants. -Successful progran implementation
is a lon;-:nr- rather than a short-term effort requiring ‘doth catcful '
pllnuiu; and opportunitiol for lup‘?71l.d practie-. One educetor who
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responded to our 1nq“1ti" described & #n inservice Plnn that seats these -

?

critoria'

Participants will have two days of released time from

school duties for initisl training to implement our new

social studies/environmsntsl education unit. On the -

first day, the inservice will be 1lsd by the coordina-

tors .and prograa ofiicers in the central office.. That
' day teacharp will review the curriculum guide~~what's

to be covered, the-sequence of activities, the mata~

rials and hov they're used, how simulations are

conducted. The other day rhey will come prepared

to go out on site and conduct the fisld experience

for kids. They'll sctuslly bus out tc field sites

and go through the experiences of seatting up a shelter,

bacoming awste of the environment, and stlving problnla

.tulutcd to the apvirommant.

This dcscription illustrates a number of charactaristics of good
. rurriculum~rclltcd Lnnurvica nftorts. The plan racognizes the need for
teachars te¢ have unencumbered tima for the activity, and it permits
participants to cibc:itncc the kihd of situstion in which they uiil be
.axpected to work with students-—buc only afrer they have been givan an
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opportunity to rcvicv tha content and to bnco- oau-what familiar with-
the dnli;n of the new cutriculu-.\

Curriculul as the central focus for 1nanrv1co training 1: uaunlly :
acc-ptabln o teachers. Most caachoru rcndily sccapt rocponsibxlity
for -teaching a new curriculum, and they rccognizo the need to rccnivu
soms trainiag 1n presenting new conteat, nntcrials. :nd ctratugicu.

This is particularly true of s.condlry teachers.

More and more !toqucnely. local school districts are rcquircd to

implement curricula vhich are -nndn:cd at ch- state level. When this

s the case, school district personnel should do as much as ‘possible to

belp teachers support the new program and feel soms investmsgut la its

~ guccese. Yor iitlpln, teachers should hava au'ogportuaity to halp doti:nj

the implessntation plan, to write adqptnd forwme of the curr;culul suit-
able for chnir plr:icullr situations, to have soms. 1npnt 1nto dntnruining
‘the schedultng and (objectives of the 1nurv1cn. to affirm the studese
outcomas expeacted, and to actunlly hnlp daciln and conduct the ttlin;ns
progranl ' - o
Inservice programs rclatcd to curricula naad not be sterile,
uninnsinqc;v., or limited: ltric:ly £o the prescribed hor1zgun of the

uplrticullr’cuftieuluu program. The involvement of people outside the

field of education in ttiff development can éoﬁ:ribﬁtc both special

' ‘expartise and broader pqrspcctivnl. Ao example of a creative connnnity-

based approach wvas described by oune respondent . vho axplained how

teachars learned to help s:udnntl conduct mock criill in connection

with a law-ralated aducation unit. Lavycra and other legal petonnel’
from the cowuunity served z& human Tasources duxins the lnservice train~ °
ing to help ‘prepars teschers for working wizh the studnnts.

In anocher example of extending eurriculun scaff development Llato.
the communicy-~and vice versa--teachars learned strategies for scimulat-
ing interaction batween groups of varicus ages and socloeconomic back-
grounds. .In this project, cegpher&. and lacer students, conducted ore{l

hiscory projacts with community rasidents. Thev also engaged in such

cicizen adﬁccacv activicies as lobbylng for a streetlighr at a dark

coarner, worring o #stabllish parks, and sssisting in election caopaigns.

Y
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-rospondenc rcpotted.

~ Teachers should ba vtvta bo:h opportunity and encouragament to
1d¢nt1!y curzicnlun-rolttod needs and organize inservice programs for
thesselves. One teacher we interviewed reported, "There seemad to bc’ R
little inservice in grography at the district level and nome at all from.
the state level, %0 wve gensrated 2 programa for ourselves through the
concept of a geography fair." '

The close relationship between curriculum and staff development was
succinctly described by'a central office coordinator: "I focus on curri-,‘
culum because howv teachers pcrforl in their jobs haa a lot to do with
what :hcy are. uning in the clllltocu."

Pro (") od ~ } gtruction : | T

The prisary #u'rpéu many of wmany inservige ptograms 1s to introduce
or inpiavi methodology or instructional ltrltcgics. Such strategies

" adght. includc 'rouping £or {nstruction, diifctmtiating content for

individusl lcatnqrn, usin; ganmes and ninnla:ian, coordinating inter-
disciplinary tnscructidu, and 1den:1ty1ng telnonablc objectives for

| students at 3 particular macurity level. In a sdqsu. this kind of sfaff

development is independent ofvcho-curticulun. :1nc¢ the strategies taught
ltl applicable to ‘many différent disciplines and content areas. Ome
ltlff dovalopuunt dt:cctor dc:cribnd the need for this kind of tocuz'
"We decidad that the key was roally making the ccachcr wore effactive

~ overall--not just in teaching math or wricing, but %n undcrc:anding moti~

vation theory and learaing theory." .
One good way to bagin dealing with teaching skills that transcend -

- & glven contcn: ares 18 to ask each teacher to do a lalf-annlysis One

Wa began with a qunsciaunaire entitled "Am T an Inquiry
Teacher?” Teachers-did a self~-rating, self-scoring
activity, follgwed by an actual ir ulry activity called
"Children's Interests," in which they looked at children's’
‘interests and inquired into what that might mean for
social studies teaching. They actually taught it and
experienced it.

Periodic and systematic analysis of the actual teaching process in
social studies classrooms should be used as a basis: for determlning |

statf derelopment needs. Such ap analysls could @ made on a random

-
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Les'e by souial sewiten \pqclalil 8, consujcants, ot departmnt chair-
persoss  Tea.hers themsalves are often vary sffective observars of
chily pears and Raey can he taught to give halpful tnadbnct(:o their
”ullnnguis, {1t scaff nnnb-rm are uvofemiliar vith effective pbrnrvn~
tiom techotlyuas, this Iilht ba a good topic for a scaff dovnlupu-n:
avtivacy ¥ Tt obmervation critaria have not_;lrt:dy’paqn established,
1t 1s useful to davalop & st of eriteria cooparstively. Reprsssncacive
obsarvars aod "obeervwss' cay wurk to;cchnzlto (nccrnlnixthnnc‘critnrin.
8y ~oking the question "What should be apparent to the Bblutvnr in an
atfactive social studies rlaasrooa it your lcvnl?,“'s group of fndi-
{dusls, or one ptr-ont stould be lbll to s:cabliuh vhat could tll”ﬁu'
ably be shaerved.

lssurvice ¥ocuped og Self-Conceprs and Socis) Intersceion

There 1% gensrsl agrsement that the socisl ltudico should sncoursge
the parsonsl and cocaai grorth of irdividual s:udun:s. 1Anglpprop:iato )
Wiy To telp zctchnrn prowote sucl growth 1s to pravidu thag with
iavervice rrsizing an: practics in crganizing and managing small groups
and tu coschlog chese groups in sech processes as problem idintificacian;
daca snalveis, idenyificarion of slternatives, consensus building, and

sntline resolurion, Nany socisl srudies programs today use these tech-
tigues .0 dealing with che grosiem anl opportunicies asssclated with
&é@agrmgamﬁ«n, Nuiticultural euphssis, «nd othel eguityerelated macters.

There ts va o Vir-je agvrsaven: asear vhether Lt {3 the Humctten of
Dy 3ehany L0 &Gt 8o @ jaberatory tor sociei chauge.  owevar, fow would
AiRue 4x8inar the wlew rhay aecia]l studiew and Lhe s0cisi sciences have

T I CaAvwnAl g for resching cirizenship.  Dwcauge various groups

o o

Haes

LT WDRT {3 ceRnr L cltizesadipy differently, hefare plawming stafy
teow fonmant Yo clulzership e ycariow by b adwiqabie o as rhreugh

S did aE T ere A s Bad T4 L ) WIS ety B s Yo deeabilisk dlrec o ton.

PUES e L gems By 8RR LR A o PuwA g Laa ], (eptedent ative 2youn

Choet g fedas pople tremo vhe doddobdual actueal, vne gehoent diatricr,
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0v.r and over, as ve in:orviauod cducatorl sbout ct!activo staff
development, certain terms kapt rnappnarin;: -odoling. hands an..qctual.
practice. Obviously, the frequemcy with which these terms wers mentioned
indicates that }XAnniug for effective inservice should take into azcoung
the need for reschers to actually experience some part of the learning.
Further, it is necessary for teschers to be introduced in a nonthreat-
aninq way to new strateagies vhich they are, sxpected to inplc-nn: in the
classroow. Many respondents obsarved that a potent process for profes-
sional ;ruvtb may be found in the sharing and diacqauion which takes
place between parcicipants at an inservice program. rinally, variety in
dnlivnry atrategies 1is sesn a» important to tha succass of staiff develop~
mont ef forts. ’

Planning Sxperiential Ipservice Activities

Host teachars find it ‘rery usaful to participate thamselves in
sxercises which they will be cxpdctcd to organize for students. One
teacher we {nterviewed, who has led a numbar of staff development acti-
vities, strongly advocated this approach.

I1've found that hande-on stracegies are most effective.
In other words, if I'w trying to promote an idea or
¢nucept or particu.ir-technique or metnod, I want to
tm the teachers through it as 1f they wete my high
school class. I've found that to ba most affective,

wnd T've tried a number of methods in the [resenta-
tions that 1've given. Saecond best is where content

is interprated through a slide presentation or lecture.
The least effective way is for teachers to be talked at.

Another respondent obsarved, ''If we get teachers aztively involvad, they
are morse likély to put their training into practice when they go back to
the classroom.” An experienced inservice planner put it this wav:

You know, just a speech on a topic will not suffice.

[Teachers] need to carry that miterial to their hoaes

and to their classrcoms and wor@, with {t. And they
need Jomeone to walk them through those materials.

Inrroducing Thange in 3 Nonthreatening Way

Commenting on the i{des that teachers' Aeds Yor secus oV omunt be




respectad as change is in:rodﬁcad, one teacher remarked:

The best way to gat teachers over the fear of how new
saterials or new mathcds are going to wurk is to have
them go through it themseives, 80 they can see where
the pitfells might be and ask questions. The kind of
respouses that they Gome 'up vith are somewhat similar
to the responses that they might be able to expect’
from their students.

A social studies s-~cialist iiid:

When something new comes in, we try to let [teachers]

experience it first and buy into it emotionally and

intellectually so that they are pot afraid. They

night see someone demonstrate something, but 1if they

have not done it themrelvas, they would not be very *

thg that somaone is gcnuinely‘ interested and available to help

vith problems which arise after thvinlerﬂi:; Eraining can be a boost
to teachers' security and self-confidence. It may not be sufficient
for inservice leaders to simply say, "We're here to help you; if you '

have problems with this unit, give us a.buzz." Teachers' apprehensious ‘

can be significantly alleviated 1f they know that resource persons will -
be stopping Ezdsgp@r classroom to see how they are getting along. As
one -espondant observed, "Change is a lonely process.” o .

<

One staff development specialist whom we interviewed noted that '
staff developwent has a better chance of success 1f it helpg teachers
improve what they are already doing. He also commented that programs
which seek to achieve new goals or drostically modify teachers' behavior
will be much harder to implement and take a much longer time.

Providing a Variety of Experiences

Teachers are admonished both to individualize instruction for
students and to provf&e variety in their teaching strategies. In the
same way, staff development, which should exemplify the best in teaching
strategies, should also include a virlety.of approachee. This factor is
important not only from the srandpoint of modeling good practices for
teachers but also for the pragmatic reason that inservice activities are
more pilatable and better received if they incorporate a variety of

teaching tochniques and some change of pace. Apparently the sraff
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dov.lopcri and teachers we. interviewed agres with this philosophy,
because the o!f‘ctivg“ltltt dcvq}opn.ntvrbgraqt:hcy described were full
of variety. Some examples of variety follow:

o

In almost sny activity, there is a minimum amount of

' ” information that has to be given. This can be dons in
‘other ways besides straight lectures. Most of our
activities are action oriented, and the teachers them~ .
selves are involved in the actiok. They ara actually
trying out things rather than just hearing about them.

: /// People don't want to sit and listan, particularly if

' . you are talking ‘about something that they can .better
understand through active participation. They like
variety in the format. You know, kids say the same.
thing when they are evaluating teachers. They like
variety in what they are doing. ' -

We opened with a couple of general sessions.on Japan
and had a dioner speaknr. That evening, wve had a sake

. raception for our visitors from the Japanese embassy B

who were sponsorad by the Japanese-American Citizens' . .
Lsague. Instead of coffee breaks, we had tea breaks.

‘We triad to bring a little flavor of Japan into !
everything we did. We used exchange students from ' N
Japan as speskers, along with vice-presidents of vari- )

ous corporations--industrialists in charge of trade *
operations. We had some sessions on bonsai, cook.ng,
art. v

We try to have on site a variety of resources for - -
people to use for purposes they lay out'for t'iemse'lves. .

Other Factors in Successful Planning

Ome of the first things that neophyte staff development planners
learn is to pay attention to the human needs of those whom . they are
attempting to ;erve. That attention may take the form of providing fo.
individual differences in needs, interests, an&upfeferences as well as
such mundane consfderationa as convenience of location, appropriateness
of time scheduling, gccommodatibn for physical cquort,_provision of

refreshments, and effectiveness of audiovisual equipment.

Practical Considerations ,
The effectiveness of ar inservice program can' be materially lessened

'y lack of consideration for management details and physical arrangements.
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The follouing quoltionl nocd to be aoknd in planning ] staff dcv.lop—

aant activity. ' : S ! .

* —~How much time is neaded for the ac:ivity? Will it require more  °
_ than one. session?

/ --What vuuld be :hc best time to schndulc this activi:y?

' —=What kind of apacc ‘I8 needed?

ﬁ ~~What would bc tha most convanient IOCltion?
-—Is it polsiblc fot participantl to carpool?
—What equipment vill b. needed? Who will be rasponciblc for ‘

making sure that it is availablc and. that it works? . '
. —How will the "creature conforts" ot'tho~¢udi.uéovbo provided
for? (Ventilation, lighting, temperaturs; do participants know whorc
restrocus are located, and is there a bttlk?)
~-Where is parking? Is it adequate?’ :
- ' ' -w1114rc£rclhnnncn be providcd? ‘Who will be tctponllblo for doing

[

%ﬂ this? ' : ’
Lo --what is the lch-dulq? Ia it flexible enough to allow for emerg-
‘ing needs? - I
;s“g" Tcnchofi themseclves can offer valuable suggcotiona'about how to

ansver these questions. ' ,
It is also important to suit the group -8i1ze to the activity.
While informatioun can be delivcrcd afficiently in a. large gtoup setting,
the anonymity of a large gtoup removes much of the individual sense of
responsibility that stimulates genuine participation. Varying the size
of the working groups during :he course of the day or session will help
sustain interest and involvement. For example, 1f the purpose of the
) activity is vo let teachers experience using inquiry strategy, a small
group provides maximum opportunity for interaction. Generally, small
groups are mofe appropriate fur active learning situations while larger
groups are more appropriate for speakers or audiovisual presentationg.
. — It is also fmportant that the activity be well organized, have
. cl&arly stated object*veé, begin and end promptly, and be evalun:ed in
some vway that provides constructive feedback which can be used to

improve further efforts.  Those who'plan staff development activities
, can spare themselves many'negaciye comments by organizing well,




éince wost teachers deeply res&nt‘utncing thoik.cin.;

' Pdrticigantu.ata likely to.rccpbnd poliéivhly or negatively to
inservice depending on the way in which s forthcoming staff development
activity is described. In a sense,’ notification.of u:aff dcvalopnnnt
activities should be connidarod advertising.. Tb. arnouncement ‘should
have soma visual impact, and it shouid convey the escintial information
to those for whom it 1is d.nigand. The descriptiomn should provide nnough
1n£or-ntion for teacliers to make a valid judgment about vhether or aot
they lhould coantribute their time, yet bo concise enough so that. busy
teachers will not lay it aside to read a: 8 later time (which may never
come). addition to announcements of specific progrann. there should

" be a rquhr channel of tw-my commmication through which the social e
studias oﬁficc can conduct naeds assessments nnd recaive direct ouggol- ‘ R

’

tions from tolchors.

o
A\.

' Interaction N

4

It is surprising how many. ltltf dnvclopnln: activiticd--vhich Jro,
by gqgin;tipn, designed to enhance the effectiveness of human beings in
vorking with other hunnnibcingn—-fail to recognize the uniqueness, and :f

. 1somatimes aven the prasence, of participants as individuals. 1t is safe

. to luggeac that avery staff dovolopnant sctivity should providn at lcaat

" one nnaningful opportunity for thuse present to: interact with one anochcr..
Ideslly; this interaction should take place in 2 way chat is relevant to
" both the objectives of tho staff development activity and the needs of
participants. ’

One soéial studies consultant told us about the "{inclusion nctivity“
-which she uéca to start all her ctnff developﬁcnt pgasiona' each ipdivi-

" dual in the group takes a few moments to share one problem or idea from
‘personal expcriencc which 1s relateu to chu topic being considated at
the inservice session. Often, :hu group participaLing in a s:aff dcve1~
opmant actiV1Ly is its own best resource, not only for problem identifi-
cation but also for problem solving. ‘

The idea that opportunities gshould be provided for teachers to share

their ideas with other teachaers and learn from each other was mencioned




”

ropu:cdlv thm:hout our innrvim Om rupondont co_nntod' |

‘1‘1- _and autn tuchnn tell un that the most useful
Athin; thay hid a chance to do’during the duratiod of

the seninar was coufer and cgasult and talk with other
tuchou about. cowmon ptob].«mo-ohnro 1deas.
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LAV L DAL A NG
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7. PROVIDING INCENTIVES FOR PARTICIPATION

Of all thc qucatioul that must be conoidarcd in planning 1no¢rv1cn -
'prograll, p.rhapo the most crucial is this one: What motivates tea hers
Uco participate in staff development activitioo, and what kind ot'co-
pensation or reward do they cxpccc for having done so? “Once tha purposs
of a purtxcular inservice activity has been established, a plan has
"been made, and a target audience identified, an even bigger challenge
may be to ensure that :cgepnr- do, in fact, participate. At a time.
when there is much tplk of teacher stress and staff "barnout," it is
" not ulways easy to ensure enthusiastic participstion in educational
staff d.vclopunnt. Furthermore, it 1n'fthu¢n£1y difficult for those
rcnponliblc for staff development to .make sure that the "right" people -
participatc. All too often, the teachers most willing to participate
in such activiticl are those who are alroady among the most capable;
_those vho are least interested in participatinz way be those in the most
. need of help. S ‘

~ Not surprisingly, thcroforc, thorcducnéora ve interviewe:! hudrn
great deal to ;iy about 1ncent§v§s for inservice participation. Some
. of the ‘wide variety mentioned were of a rather low ordcr-—for.cxtnplc,
convenient or attractive location. Other incentives mnutipned were
related to such facto.s as a teacher's real satisfaction in doing a
300& Job of instructiom. All are valid and worthy of conaideratiou.

Succnssful Historz ,
- A strong incentive for teachers to participate in staff development

is past involvement in similar worthwhile experiences (Firch 1977,

p. 219). If a district has a track record of effactively delivaring
staff development activities that address perceived needs, teachers
are likely to be receptive to future e forts, Well planned and imple~
mented activitias will have a'éumulacive effect on future success.

Not only do effective ingservige activities eﬁcourage participants
to return, they also create an essential compounent éf a staff develop-
menﬁ program:  a cadre of ‘vocal supporters. ,Frequentl}, teachers who
have participated in inservice activities whi:h they have found to be




useful are the bo;t rocrdicors of future participsnts. One canoultant ' o
observed: "You havc to have’ [anough] enthusiasm to pcrlund. others that. |
this is a very good 1do.." Another remarked, "I think the major incen-

" tive [Eor teachers to participate] was that they saw thoir colleagues
very .xcic.d abou: it, and so they rcllly dié want to get into it snd
learn about te." se111 ,another connultant describad how enthusiasm 1a
critical to the continuing success of & program: "You can tell (& pro-
. gram] is vorking because pooplc go back to. their schools, and the success
-vf the progrtn is discussed in lounge talk, ‘and it starts co catch on-—
“to snowball.” Requasts for*rcpont pcrforu:ncel and expectations of
future excellence ars characteristic of every successful ntnff develop-
Dent prograa. | | ’ |
Establishing a tradicidn of‘succ.slfulrinqprvica requires attention -

©0 all of the various c ts described in thil handbook. Att-ntion
tu dctail is particularly: 1np§rtant, as one of the educators we int-r-

vicwnd—cnphnsiznd. ‘ \ . S o .

‘First of all, you should start on tino - The leader
“should be well orgnniz-d\and have all needed materials
tcady. Everything sbould be convenient and within
reach. Chairs, tables, and other items should. be

' arranged ahead o!’timn. Audiovisual equipment should
be checked out'and set up. Preplanning is as important
as actually conducting the inservice.

The content objective should be met in as short a.time
as possible; the activity should’be neither too short
nor too long. If it's long, unless it's very well
planned participants probably won't be back again.
Each program should require no more than 1 1/2 hours .
unless it's a workshop where teachers actually make =
things. Lectures should require an hour ‘at the most.

Variety and Choice ) .
It is vitally important that those responsible for irservice pro-

grams plan them carefdlly, try to anticipate all contingeucies wﬁich'may
arise, and prcovide variety. Often there is value in déé;gning an
inservice activity around‘an interesting theme. Oue exaﬁple of this
approach is described in the following report:

We're going to have a session dealing with multiethnic,.
mulcicultural and women's studies. We'll have about




3 400 social studies teachers in the junior and senior

. high school levels for a full day, and we'll lead
. .off with an auditorium ptoccntatian by the Urban
Leagus staff director. We'll mové to a folk-fair '
situation where ve will have about 33 publishing
houses showing print materials that are supplemsn-
tary in nature. They'll also show supplementary '
audiovisual materials. At the sams tima, wa'll -
have about 35 ethnic groups: Serbian American,

- Japanase Amsrican, Afro-Amsrican--all of the ethaic
groups ve can gst in touch with in our city, along
with other institutions like the Asian: Studies
Center and the Ethnic Studies Center, who will have
booths. At these booths, there may be slides, azti-
facts, cooksry-—the idea is to drav teachers in and
get the people who are there to become involved and
talk about their cthnic heritage and background. To
close the morning, we're going to have a 15-piece
tambura orchestra, silver string (Croatian), who
will provide a concert. In the afternoon, we'll
have sectional msetings, repeated.twice, from which .
teachars can choode, Thase will include topics pre-
sented by such groups as the Jewish Council, the
‘Croatian Ethnic American Group, the Asian Americans,
and the Ural Americans.

The response to an 1nscr§ice progfnn is much more likely to be posi-
tive if there is variety in the presentations, if activities are action
oriented, a;d if there are many options for participation (Goddu et al.
1977, ». 28): Adults are no more willing to endure the same activity’
for & long time than students are. It is importnnt. howvever,, for each
activity to contridbute to the lesrning objectives. All fcachera, and
secondary teachers 1n particular, iesehtoactivitics vhich appear to‘be

lacking in purpose. nnd meaning.

Inservice planncrs should attempt to identify individunl differences
in the nceds aud concerns of participants and to provide a variety of
options for meeting the objectives of the program. One option might be
structured, sequenced, directed learning;. another mighc be swill-group.
interaction supplemented by resource persons or lnarning centers; still
another option would be individual work or independent study through
programed instructiqn‘or'with the assistance of a consultant on a one-

to~one basis. Having some opportunity for self-determination in terms

- of both content and learning strategy seems ty make inservice programs,

whether required or voluntary, more acceptable to teachers.
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_' One o!'ehn incentives for participation most frequently santioned
‘was "ownership" of a program—a sense of parsonal investment in the
ioservice activity. Many respondents to our survey noted. that those
‘:cachorl who had been involved in the needs assescuent for; p'anning of,
- and conduct of the ptolrli were the most likely to participate '
equnthusiascically. . - :

One respondent said, "We've learned the hard wvay that if you don't
generate support by involving teachars.and adlgnistrntors all the vay
through the decision-meking proecll,\yéu are almost doomed to failure."
Another obsntvcd,‘"Ybu can’'t implemsnt a program which 1s imposed ot
people without their having some .kind of ownarship of the program,*
Still another put it th.s vay: L )

' The first thing .that uskes or breaks [a program] is

vhether ia fact you are operating on the basis of a .
Teal need.. Just because you perceive a program as
‘necessary dogsn't ensure that parcicipants will "own"
the naad that is supposedly being met. Help that is
‘not perceived as help. is not really help. The parti-
cipants need to have a decision-making voice in vhat
- they are going to be involved in and how it is going
to happen. They have to develop a sense of ownership
.or you aren't going to get very far. The outcome would
be superficial at baest. .

, Oné‘approach to dcvsloping a sense of owmership 1s to work through
pfofdicional organizntion’. One educator we interviewed reported that a
regional association of geography teachers had convinced several school
districts to provide released time and inservice credit for a geography
fair which the geographers' group wished to sponsor. The planning and
implementation of the fa}r was entirely arranged by the professional

. [ ”
organization. _

This kind of approach, which cuts across district lines, has several
advantages. First, it can focus individualized'actencion on the gpecific
needs of a small number of teachers within each district. Understand-
ably, a district might not wish to expend prsources to support 1nsar§ice
programs for only one or two teachers; however, a professional orgahi;‘—
tion which includes many teachers with similar interests can att-nd to
very speclalized needs. ‘
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Oihcr~rnnpondcn:a'r¢portud additional vays of coopiratin; with pro-
fcllional organizations. One district uses curriculum ;uidcltncl duvil-

) opcd by the Na:ionnl Council for the Social Studtcc,an a source of -

" topics. for 1nscrvic|. Several discrices rcly on professional publicn«
tions in identifying timely topics for inlorvigc efforts. ‘Some dintricca“
integrate artlclct from protn-nional publications into thoir staff o )
developuent activities. Statc, ttgional. and national meetings of
professional or;nnizaticno~wurc fraquently sintioned as a source of
nev ideas for stimulating iandividual growth.

Lea gg;lhig Qgg ptypities : -

!nthuaiaatic participation in inservice 13 liknly to be cnhnnccd it -
prograns offer leadership opportunities for choac teachears who are inter-
ested. Taachers who ars asked to assist with presantations or who anti-
cipate having some iind of leadership rclponnibillcy for a program are
likely to be betzer consumars and to develop a keon interest in ataff
development. : L

When asked how a school district uight providn appropriate oppor~

tuniciaa for - lctdn:ship in staff devalopment, one educator luggeaced .
this nppronch' , o ‘ .

I voald form a cadre of extremely talented teachers who
. would be the trainers of other teachers on released
‘time. - T would provide this group with ss wuch marerial
as I could find relevant to the curriculum, and I would
send them to workshops to find ocut what is happening 12
the field. Social studies is a field that is flounder-
ing around right now; we are not sure where we are
headed. So I would want to make sure that the group
of leaders has a chance for a broad exposure to cha
overall thioking in the field. .

Qutside Requiremencs or Mandates ' “ ;

~ “Although most persons with responsibility for social studies staff
developuent would.prefer that participation be voluntary, they accept

as a fact of life the necessity to respond to local school district man--
dates, state aqd federal requirements, aud state textbook adoptions--

all ofuuhich may yaquire attendance at inservice seésionsu While ir i3

‘more difficulb to conduct wJell-rveceived ingervice acrivities under

these circumstances, outside requiremenrs mav provide the only kinds
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of iacentives by which soms taschers 2an be: plttuldld to angage 1n pro="
tnnoioual ‘development efforts.
Condaquently, it is vinc for: locinl studies ctaff dovnlopcrn vho are

faced with the necessity of complying vich outside mandstes to be pruptrcd
o orgsnize excealleat prograns in order to ouccnsatully serve choir ”cap-
‘tive audience.” Oone stratagy that has vorkad well {n soms_such oituacionn
1s to provide "optione within no optioms.” In othst words, all -taft
wmmbers affected must pnrticipctc. bue those {n charge of staff develop~
ment work out-a plan with representatives of tha tar'n: grovp to offcr _
staff wembars as -lny ‘choices ss poalibln-choiccc of tima snd plsce, for

Lqp:aacn. - -
La;illation has a gtcuing influence on boch curriculuu conteut and
staff dqvnlopntnt. aduca:orl ve surveyed rcportcd ghat their dis~-

trices had’ installed nandated pto;rt-a in such areas as nnviron-nncal
education, trnl-cn:arptis- consumer sducation, and cupittlitl versus com~
nuni:u, in- addition to ainilulrcoupcccncy raquirements for graduation.

"In one lchool districe, IVsz teacher whose performance is being
sprivaised is rcquired to 1dcn:i£y both job targets and the staff develop-
vent activities in which be or she will pa:cieipa:: in order to west tham.
The social n:udicl consultant may ptovidc AlaiStance in this procass by
identifying some possible job targets and preparing to offer the accompany-
ing staif development support. . |

It i crucizl that those reasponsible for planning étuff developmenc
resambar :hnt. althougb it is poulible to mandate artendance at insnrvice
activicies, 1: 1s not posdible to mandate attentiow ot response-~the
participant is uscinntuly the gacakueper, totally in counand Iharefare.
it is 1mpor:an: to use the best planning skills available, to make the
dccivicy as approprista as possiblc. ugd'to actively sell each activicy so
is to bulld a reputation for providing uorthbhile prograss. Such efforcs
will do much to ensure that subsequent offerings will be parceived as use-~
ful and profitable.

Acadenic and Salary Credits

Ideally, perhaps, all educators would participate ir stafi Jevelop~-

ment activities out of inrriasic mocivation=-rhe simpia desire to 4o their
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work petter vith the intent of improving ecucation for a:uden:s‘ And
indead, this hope sesnad t0 be realized in the reports w raceived from ‘

. .

both tsachers and sfaff development leaders. Oue teacher volunteerad -
this refreshing cCIllﬂt“ "I alresdy am higheast on the salary o?alc in
terms of . credits, experience, and years of sorvico, so when I partici—
'patn {in ntlff development] it doasn't mean moze pay for ne, I go for
solf-iuprovcunnt."- She added, havnvcr. "Ocher poopla participate for
crndicu as wall a3 -alf-iaprovnunn:-or simply for the money., .In some
cases, they are paid an hourly rate.™

Many districts reported that hourly: payunnt wvas offerad as an
incentive ll vell as cradit toward lalnry adwancamqnt, ‘the ‘option of
receiving csollege craedic or, occauionally, cnllgge tuition. The follow-
ing other lacentives were mentioned by ronpondcnfi mouey to buy class-
room aaterials, the opportunity to make and use nntarinlc which had
. been proven effective, and funding for such specia; student activities
a8 field trips. One staff developmnht leader said, "We pu:c&asid The
materials for ‘theam, un&-wn offered the option of untverslcy credit, s0
' thete vas a ‘carrot’ for participation.

nelibnrately or 1nadvurcent1y, school districts comnonly budget
relatively large amounts of money to reward teachers for engaging in -
staff development over which che disrrictS have little or no contro{.
This revard comes. in the form of advances in salary given to teachers
who ‘ake additional ucademic courscs at institutions.of higher education.
While some of these courses are direcrly relared to the teacher 8 assign—

\,> ment, many of them are only peri?herally related to improved performance

ﬂin the classroom. For example«, a teacher may receive salary advance-
menn cradit for pursuing an admin'strative credential, with the express
ircenr cf leaving the clasaroom to become an administrator.

AS a reacher nears the rop ob che salary scalg, it may be de irable
to w.e additional advances contingent on participation in apprbvgd
mnservice acti&i{ies. or it wav be posaible for boards of educatioﬁ Lo
be more preacripciﬁnxabout what kinds of experlences will be accepted

far salary increases. ~Many school districus cuvrrently allow salary

credic fovr in-discrice quif i¢ve lopmer t purticipation in addicien ro

sabbatical leaves which permit reachers to work In areas which will




CriAnc g THRLIY tesching ef et cgneus. ,
feivan the gqeaduil aging of the teaching population, tellege sredic

A6 Aeneral alacy advancement cradit are likely ro hscone iass fepor-
Tant a4 Lotenzivas 4t %0re and pors toavhers reach ths tap of cha'aulary
radule. Tharefore, it is 1apof:anu'¢ﬁ idanr ity arbev morivating
Yaztars for pareicipetion in svaff JeRL L0, Bnt PrOgTANE .

ianvenience of Pareicipasion

The sducarors v&lincnrwiﬁmnd descridad & number of ways i{n which
rhiey atLampt o sake iwsutvlc: parvicipation as €28y as possitie for
*#3SNATA<-n0Y becAuse thay be.ieve rhat staif members wouid wot parci-
cip#te Eﬂl@il'&t wate very comvenient o ¢ %o, but.:n:hn; our of
reipact faor the huavy Jowd that teschers carry and the desire to lighten
itoaw muet a8 poNsidle. Oue sreff development consuitant listed seversl

Tagtata ral~ced to convenle e of parricipation: (”‘

Pauticipany s sust be comfortable with che tiee when 3

rrogram iy offered ami with the accessidbility of the

location The tialag of & program o relation ro the ,
iatrodu tion of npew concepts into the classrocmw is '
a0ther copslderation. The avatlabiliey of materials,
sdaguate spuce, and the windg of facility thar 1x
#vdilabie for rhe [ngervice pragram=-all are imporran’
TS Tl
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ba considered. One school discrict holda its ccnff‘dQthopn-nt acti~
"viticu in the morming on & half-day released-tima basis. Thg student
‘day is delayed, and teschars can pavricipate while they are fresh and
rccnp:in. Ope rtnpqndcnt sugxcutld thlq&aftur~uchool prograns are
more acéeptable 1f the taacher's personal needs are acknowledged:
"1f you do have programs attar school, it helﬁu to. have afreshmcnts!
I try. to make {participants) feel wilconq,\ When :cachgrs have baqh
working all day and then come to scaff developmant, ch&y should get
a pat &n the back. Teaching achool is aot easy," ' .
The approach chosen by one ttspoqdant's district was ro institute
3 cowpensatory~time policy that pcrmit; ~eachers to attend inservice
programs in the suamer , afturbuchool,'agd‘on Saturdays on & voluntary
basis, for which they ars given time.credit. Teachers may later
uschange that time cradit for equivalent time off during'the five
inservice days which are scheduled into the schnol calendsx by stétp
sandace. This process makes it possible for small school districts ‘o
organizu group activicies for the'limited aumber of teachers in social
jtudies in each district. ‘ )

Career and Job Demands

One of the most interesting ldeas mentioned by our respondents was

that of focusing staff developmeat on teaching career stages (Ryan 1979).
(ne raspondeat identified four categories of individuals for whom staff
development should be tatloved: (1) the new teacher, who {s either new
to teaching or has been transferred fraw another position or content
area--from science to social studies, for example, (2) the peripherallu
iavalvei teacher, who 15 teaching foer the time being but does not
necesgarils have.a lifelong commitment, (3) the carser reacher, who 1s
coppletely Jedi ared 1 teaching 2s a llfe work and who may even take ﬁ
secand Yeb in prder ro stav in teaching, and (4) the upwardly mobile
redcher, whe plans to leave resching at the earliest opportumity tor a
tub pervetlved t2 e batrer. Uur respondent pointed out that altheugh
pnese carepuries are nor tixed thew idre genecallv rv;bgnizablﬁ. He
sodbeared char we placed fhe moar emmpiasle on 3tnf?\dvvvlﬂwmwnt fary new
Feaumrtr s oand caeovy oo hey o sTmor fhe Lopa noem herer (e far e
e ddies ! o et b groareg e aropnf e han to the eamemlitura of ‘:u,‘?"n'l

ree,




RBach of the catagories of teachers dascribcd above has different
needs for and‘oxpuctacioua of ataff development. Idcntification of nnd
attention to these varioun needs can provide a powverful incentive for
participation in staf’ dcvelopmont Activitios. For exanpla, beginning'
teachers often expreus a nedd for help wi:h clansroon panagement and
cortent. ”IncroductOtyvlqvel staff dnvelopmnnt efforts in these areas,
however, might not be appropriate for a career teacher. Rassarch sug-
gests that teachers with less than three years or more than sight years
of experience are more interested in content knowledge than in pedagoigic
atnn:cgicl,‘uhilc teachers in the intermediaze stages of_;hcir'carecrs
sre more concertnad with instructicnal techniques (Katz'1977, p. 68):
Because career teachers derive most of their revatds from classroom
success, inservice programs address;ng their classroom needs might
r~ovide « strong incentive for participation (Lortie 1975, pp. 82-108).
ypwardly mobile teachers, on the other hand, might be more concerned
with opportunities to demoustrate leadership or to participate in
projacts with hig% vigibility. Rewards for peripherally inmvolved
teachers probably are highly idiosyncratic; however, if these teachers
can derive inergaaed satisfaction from their jobs as é result of parti~
zipation in staff devel_ yment efforts, they wmay become more carzer
oriented. ‘ |

Another job~related incentive for teachers to parficipate in staff
development is the need to change teaching subject areas as a result
of declining or increa4ing enrollment. This possibility offers an argu-
ment for crogss-disciplinary training, which might enable teachers to
acquire mcere experience in working in an area of minor preparation or

obtain exposure to a new subject area of special interes: .

Summary

As ls the case in all walks of life, educators can be found at every
poirt along the hell-shaped curve; they will need different kinds of
incentives, and they will respond to different kinds of "carrots.”
Repeardlv, however, our respondents'cited two related and powerful
incentives for partiaipacion:' 17 the promise »f'éelp in golving a con~
tinulng and chroniuc nrublem fn the classeoom and () the gonuine desire

£ learn new aud betrter wayys of reaching.
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8. ARRANGING POR EVALUATION AND POLLOW-UP

¢

The purpose of all staff developmnnt 18 to- bring about positive ST
change.. If the desired.change does not occur, or if its impact is
fleeting at best, the time, resources, and ‘energy devoted to nlanning
" and conducting 1nscrv1cc artivitios wiil have boen ‘wasted.

How tan plannerl deterninc whcther a ntaff dcvolopucnt program
has achieved its objectivol? And, perhaps more important, how can
those responsible for staff development ensure that the programs they
offer will have a lasting tnp;gt? The task of the staff development
planner does not end at the close of 4an ilhservice day. ®-gluation and
follow-up are critical components of a staff dcvelopnnnt program.

-'u

Evaluation

3

Regular evaluation of all aspects of an educational program fhnv v

essential in order to maintain high quality (King et ali 1977, p. 687).
Most school districts of a reasonable size employ staff members with
evaluation training or skills. Universities may providc.graduate
students for this purpose at a reasonable fee, as ma; intermediate
service units. If ncne of these resources is available and an outside
consultant must be retained, adminiscracors or teachers can be given
rudimentary training in evaluation which will enable them to decide
what kinds of data should be collected, how the information should be
interpretéd, and wha% decisious should be made on the basis of the
interpretation. Educators who are responsible for planaing social
studies programs should have some exposure to techniques for identi-
fying needs and deciding how to meet thos. needs, so that they are able
to work Jompetently with both staff evaluation specialists and outside
consultants in identifying object.ves for inservice programs.

I'n spite of the acknowledged importance of evaluation to an
educational program, evaluation of staff deVelopment is a bit like the
weather, 1f data collected from our interview3 provides an accurate

indication: everyone talks about it, but little is being done about
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it in any lophiscicaccd sense. One ctaff d.volopdr dqnéribcd cho ntato
of the are as "vcxy prinitivo-—tha clooct thing we have to cvaluacion of
our ltnfi davclopmnnc cfforts at uhis :iqn is vnrbal tcedback fron
: participunts."- , ;
Idaally, 1t would be posliblc to evaluate staf! dnyolopuant tcti-
vities in terms of‘ltudcnc lotrn1n34 Some of tha educators we contacted
described efforts to do that, but geveral réferred to the difficulties
encountsered. Most cvulua:ion [ to bo»focutcd on partizipant nnrning
rather than utudant learning. Ouc rclpondcnt said: \\\_N/ .
Goncrally, ve have some sort of eveluation. For many ° )
of the programs, we have dcvclopcd fairly sophisticated |
cognit ive instruments that are tied directly to the
outcomes of the _programs. These are not matched co’
student outcomes or to vhat goes on in the classroon.
, unfortunatcly. .
. .
The recent trends toward .identifying student outconnl, establishing

compcconcy-balcd rnquirennnts, and tying nccoun:ability to fedcral pro= -
grams nny lead to a closer relationship between staff dcvclopnnnt
evaluacion and student outcomes. One ataff dcvclopnnnt diractor sug-
gested that a basis for inservice planning and a base line for evaluation
might be astablished by ccnchers' asking themselves, '"What do 1 want the
kids to learn? How will I get them there? How will I know that they
hgve arrived?" and inquiring of students, "What benefits do you think
you ought to receive from participation in an activity like this?"
Staff evaluation which is tied closely to atudent cutcomes can be
very threatening to teachers. It is understandable that teachers are
reluctant to be evaluated’'on the basis of students' successcs or fail~
ures, since they -cannot comtr 1 such variables as student motivation, 7
personal behavior, parental support, administrative support, adequacy of
materials, class size, and student ability. However, some respondents
reported some specific ways of relating staff development to general
student achievement. For example, one district compiles a computerized
list of skills in which students are deficient. Teachers use this 1list
to determine instructionsal neéds, and staff development leaders use the
information to ensure that teachers are given adequate help in meeting

" thege student needs.
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!valuation ot 1n-¢rv1cc nccivitian. other :hnn in terms of student . .
'outcomas, is usually ‘conducted for the purpose of monitoring and '
1nptov1n; th. staff development process itself. A -yacountic assessment
e ‘procndurc halps thona in chn:g. dntornin. vhat kinds of activitia- arc
' most successful and’ best rccoivnd. vhich consultants: aro most hnlpful
‘and what vnaknorsnl need to'be corrected. Nearly averyone vhom' ve
intervieved indicated that it is current practice to evaluate most .
‘1sta££ dcvolop-tn: activiticl in some fashion--ulullly through a quoa—m“““’”w'”‘f”“j%ﬁ
tioanaire which stnply asks teaclers vhether -the progran vas helpful. b
. The following remarks describe a typical qunstionnnirc of chis type.

" For nny inservice course that we offer, we have a

standard evaluation fqrm for patticipants. It asks:

Was the course relevant? Were teachers' needs mat?

Were the objectives of the inservice courae net? Did

this course provide you with motivation to exrlorc

the topic further? Was the session well planned and .
exscuted? Were the requirements clear and fair? Was
the atnolphnrn enthusiastic and interesting? Was the
instructor knowlcdgcablc? These ara graded on.a scale

of 1 to 4. Do

We learned of saveral evsluation efforts which went ﬁiyond soli-
citing the teacher's immediate opinion of the activity. The comments
that follew providn a good dcucription of the nntionale«for delayed

‘evaluation" ' ' '

Gencrally, if you evaluate an activity on che last day,
the majority of the class has a wavm- feeliug about the- :

- activity, and they probably are little saddened by the N
fact that it is over. So there is some hzlo effect ‘ '
going on. We think that whea you take evaluation”'hot
off the prcsgr*/rhnediatcly after the class, you don
get as true a picture as ycu do when you wait for a
semester or a longer period of Yime. If you are look-
ing for long-range change, then you're not going to be
able to measure that right after the class. What will
happen next fall? Will the chanuye be internalized? If
you send out an evaluation form a semester later and the
participant’' responds that he or she doesn’'t remewmber
taking the class, then we have some definite questions
about what happened in that class.

Some other forms of inservice evaluation’reported by our survey

respondents were assessment of the level of program implementation which
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was dcpcndcnt on staff dcvolopu-ut. analyuio of test scoras toward which
-:aff dcvclop-nnc ac:tvi:ios were targeted, interviews with teachers
folloving an inplcn-ntntion pcriod to determis. cffoctivannso of the

__inservice training, and observation in the clac-rocn to dctcrninc dogrnc'
‘of use o! lclrning

ob ' 0 mtion » ' .

. _As indicsted provtounly,.if 1: 995 .any to evaluste staf! dcvnlop—
nnn: aetivi:ioa cffoctivcly, particularly 1n'tlrﬂl of -rudcnc ou:co-no.
It 1s crgn possible for ‘the evaluation process to get in the wly of
providing a contihuously‘pooitive cliqqtc for lt‘ff'd.V.lOPI‘nt.” Some
distric:s-bhich consistently try to gacher evaluation data on inservice
autivitico rcport that there is growing rusiatancc on..the part of parti-
-q‘pnntn to thn qvaluation precc:s “itsalf. In onp case, in vhich inser-

vice phrticip:ntl vere latasr unkcd "How could this session have been

imprqved?," a frustrated :eaehcr (who ncvcr:holcll graded the session as
having been "very worthwhile") answared, "By not having to fill.out
these questionnaires.” adniniatra:or agreed: 'Many times we gct a
‘more negativa response from coﬂductins the pr-/post cognitivc assessment
‘than we think we can live with, and we would rather get [teachers to
inservice programs] and hope that something is happcning‘;;ther than
turn them off completely.” |

Staff development plnnnora also have the problem of 1ntarpret1ng
the results of opinion qucationnairns, bcc;use there is invariably a
broad range of reactions to any given staff dcvelopmént activity.  Many
educators we interviewed pointed out that for ev 'y participant who
evaluates an activity as "one of the best I have attended,” another w.ll

. almost certainly dismiss it as "a complete waste of time."

Future Directions for Inservice Evaluation

It seems likely that evaluation will continue to be of vital impor-
tance to those with responsibility for staff development. Skaff develop-
ment programs will become more and more difficult to fund and maintain
unless they clearly lead to improvement of the instructional program;
ﬁhus, evaluation efforts must become more sophisticated- and varied. It i1s

likely that the increasing availability of computer technology will
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providc plannors vith sccess to better informaticn, through analysis
. of student test lcor.o, for 1dcn:1tying compatencies, n.edcd by both
atudents and c.lchorn. This kind of information .should cnnblc plauncrn
to 1dentify’ ,ghcci.gic goals amd objectives for future efforts vichouc
Q ¥rnlying quii!pi% iu;h on individual staff members’ opinians..‘
_ - Thete 48 also growing prolsurc for more clarity in curriculum |
“_objcctivcp Public Law 94-142, which requires individual educational
‘ plans for hnndicappcd children, is already having an effect on the
‘rcgular nducttionn; progranm, and 1t is likely to continua to have more
and more influev:e. As the curriculum and educational cxpcctations :
for all ltudcntr bcconn more clear, the identification of what
:tcachcr: need to knav or bc able to do will also be clarified; con=
, " sequently, planniag fqr staff devclopgcnt vill need to become .more
- | _ spacific, with increasingly measurable. results.

R

Fullow-Up \
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Most of the .educators we interviewed believe that district-level
administratprs seldonm dgvote sufficient thought and atteantion to the
full'implcmenta:ion of a new curriculum. As the general practice is
descfibed,-a new'progrum is presented to a large group of teachers
in a single'inlgtvicn session for which Qh inadequate amount of time

"+ has been provided; little or no follow-up help is available”for teachers
who will be'working with the new program in the classroom. If’follow-up
help 1is provided it,is not likely to be extended beyond the first year
of implcmcntation ~ This practice may accoun: for the fact. that most
curriculum change is not as well implemented as it might be. "’

One way to rcmﬁdy this problem is to develop, from the outset,
comprehenaive,'long—rango plans for the establishment, support, and
maintenance of the inservice efforts which will be necessary to success-
fully implement a new program. If a new social studiﬁgm;fogram under
consideratiou cannot be implemented /properly, given‘aviilable resources
of time and money, it may be better<:;N::uose nne that is not so
desirable but whoset¢implementation is within the reach of those who

must try to mike it work.
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Another way of providing on-site follaw-up is to rastructure tha
‘work of buildint tdminiltra:m;a in such a wvay as to make theam, in real-
ey, m:ra‘wﬁu 1nd.w b Hucl! 9P what wany adisinistrators do’could

.bn .handled by someone: clqo, of‘tg 1""!nportln: than the bulin‘ll of -

, tnproving,inlcruction. Social‘studiol boncultantl can pro#%dn di:cc:ion,
:oncourngcmnnt. ‘and acsintlnco to principlll ia holping thon support
tcachcrs as :hcy iuplcn.nt nev curricula - or :ry new ltratogios.:

Dopartm.nt chairpersons and team leaders: can also” provide on-citc
* assistance to teachars and follow-up to tnlorvicn\:rnining. Ihc district. -
sociai studies specialist can conduct training sessions for‘s:aff nem-
bers in such roles, focused on vays in which they can support and aosis:
teachers in inatalling & new curriculum pro;ran. _

. Social studies coordinators thcnlelvol can be powerful sources of
on-site support and help. Noching 1nc:catas :h¢ crndibility of a new’
© program m§ru than effective demonstrations with "real live students” of -
new todhniquna'which teachars aro'suppoacd to master and use. At the
Dvery lea;:, the district social studies specialist can visit the schools
where a new program is being installed andzfilk to the tcachors--find
out what is going well and what problems are occurring, and arrange to
deliver assistance as neaded. ) ’

Qne of the most frequent criticisms we heard of central office per-
sounel is chat they heve’lost touch with the '"real world." One school ’
-district atterspts to avoid this p:oblhm by requifing each consultant to :
teach at least one regular daily class every semester.: A social studies
speclalist who was concerned about his own lack of axperience in elemen--
tary school teaching reported that he had arranged to teach social
studies units at several schools, choosing a different grade level each
time. Another school district requires that all social studies consul-
tants spend half their time actually in schools rather :han in the
central office, |

Internal and External Communication

Continuous, accurate communication 1is very important to the develop-
ment and maintenamce of an effective climate for staff development. One
school district periodically announces the resalrts of inservice activity

evaluatiors in the staff newsletter, which goes to all teachers. It is
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\hnfd to uz‘uo that ‘htnﬂ usnbers are disenchanted with inservice
activities when these rosulta rcgullrly rtv.nl very high pcrcon:azan "
af approval . -t .
Although it is more: difﬁ.cult to couunicatn wvith the public at

large in regard to staff development wurpoicn and outcomes, it ig

_ important to try to do so, pazticularly in the lighc of dcclining

", ;financial resources. One school princtpal told us that. she comsuni-

- cates with the public through the school newspaper, seeking input tat
the formation of instructionsl -goals and providiang regular rasports on o
staff activities. - Another invites a parent to_nt.i'rcgulnrly with the
instructional improvement committee, vhich"ii made up of team leaders,.
in order to help intabliih diroction; parent communicates with the
‘rclt of the parent group at its regular n.otings. bocial‘;tudics con-
sultants could provide individual buildinsl vith prepared notices which
might be inserted in newsletters to halp parents become awars of what .
is happening. Parents and community representatives .might be asked tb
serve on an ndvilory'comnittoo that also includes tcﬁchors and
administrators. . ' |

«oal
'

Useful communication can also take place through a council of
subject-area consultants which neets regularly to oxplore and plan
interdisciplinary team efforts and to lobby as a gréup for rocognition, P
and support of curriculum aalcction, implonnntation, and improvement. v
) ) 'Mnuy school districts have a regular schedule for reports to the Board
of Education to be submitted by individual subject-arec specialists;
these reports can serve as effective media for communicating the goals T
and needs of programs to those who ultimately make the decisions and
control the purse strings. The same kind of regular report to princi-
ﬁals can help them become more knowledgeable about all curriculum areas

and to support the efforts of consultants.

Suppdrt From Peers and Supervisors

v The importance of follow-up support to the success of a staff
development program was dummed up by 6ne survey resnpondent: "In most
1garnihg experiences for adults, if you don't develop a maintenance sys-
tem for the new behavior you are teaching, the chances for retention and -

application are slim.

Altnough the inservice leaders we interviewed
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ltrongly a;rccd vith cthis ltucl-.nc. ona cricicisn oftcn luvnlcd at
stltt dnvolopn-nt efforts is that they lnil to provide onough !ollcv—up
and support to pctni: participnnto to 1ncorporato the new lpcrnins
experiences into their rc;ular teaching (Brinl and Trllett 1974, p. 522)
It was noted, however, that not all inservice activities have an cqual
naod for follow-up. ‘

Sonn 8 tivities need it wore th:n othotu. !or exnnplc.
(those dealing with] skills--classroom process vith
studen. s. I separate [insarvice programs] into ~
information-giving and process-skill classes. The
process-skill classes need the follow-uvp. It is
absolutely”’ nnccssary. . , ‘ >

Obviously, the 14.41 form of support vould be to havn ao-onc avail-
able to assist in the clnlnroon vith problems ecach-rs encounter as they
attt;pt to 1npl.n.n; the staff davelopment learning. However, g.ven
diclining school populations and increasing economic prcisdrcs. it secms
unrealistic to expect :hat this kind of suppart will ever be available
on a broad scnlc. As oune respondent observed, providing such a high' -
level of support would be extremely timn consuming: "In our ares we
have one supervisor for 300 pcoplev That isn't enough mnnpaﬂhr." To
vconpcnllte for nis inability to help each teacher pctaonally. .this par-
ticular supervisor worked through department hntds at rhe various high
schools Tha importance of the role of thc dcpartment qhairporson is
growing, with more‘and more emphagis placed on program improvement and
related staff development. , ‘
| The following excerpts from the interviews are illustrative of ways
in widch sipport can he provided: | ‘ '

The support system takes different shapes. Sometimes
it is done by small~-group interaction and somecimes it
i3 done through or by the department chairman within a
school. It can be done by principals or by the in&truc-
tor of the [imservice] class itgsalf. Participants can
be pulled back together to develop an internal suppert

- system. This has hajpened in our human relations
program. Participants get back together to support each
other. They stroke each other, and that motivates them
to go on to the next level.

A workable support structure can ronsist of at least
two, but preferably four or five, teachers from each
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school who pnrticipnto in & given 'inservice activicy. .
Often, teachers will go back to their individual
schools and no one back homs knows wist they are - . ,
talking abou:, they become like voices in the wilder- : St
ness, Wheress if wore then one t.scher from ¢ '
school is iavolved in an inservice program, they can °
get tolnehn: later and talk about-it. There is
a definite sdvantage in terms of continuing- support

'fron including more. thnn one hcach.r at aach site. .

Invqlttxntorn of change ptocntsas hav. long known that one wa-
of facilitating chenge is to .ltlblilh a "critteal cass" of 1nnovatora ‘
(Maon et al. 1975, p. 39). Since atny staff dnvoloputnc .fforta ave

‘ 'dcligncd ultimately to producc classroom chaages, this couccpt has
lpcrcinaucc for inservice plsnnars. 'Othar research tupport- rclianco
on this apptnlch by indicating that teachers perceive gther teachars
" as being the most valusble and reliable sources of information. CK:::
1977, p.- 60; Loreie 1975, PP 71-79; Reilly 'and Dambo'197S, P 126.
Zigarmi et al. 1977, p. 347). .

The 'teachars and consyltants we 1n:crvi¢und contiscently strassed
this point. One teschet summad up this perspective by saying, "Even
though thers is great respact for our social icudinl tupervisory l:aff,
the feeling is that they hnvcn't been in the clulnroauﬂin a long time,
The pcople 'who know what 1- going on [in tha claalroon] are those who

“ are doing ie.® Anothar tnachnr indicated the i%ﬁst:anca of peer
support' “The curriculun vas definitely conveyed to me by ny -mates.
There was a lot of informal discussicn of tha philosophy and objec=~ ¢
tives of the wait." | ‘ . k&

| Follow-up support that relies on a cadre of teachers in the same
building,chen is bennficial for maintaining and continuing inservice
afforcs bacause it providca teachers with support from the- -source which
they respect and trusc most: other teachurs. However, administrators
alqo have 8 critical role to perform within a staff development support

‘network. The follouing commants from survey gspondents suggest a
variety of ways in which administrators aud supervisory personnei can
provide support: ¢

"In e ery ingtance, there is alwavs 3 link between
the school principal and individual participants In

A
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tarms of ;c:cin; principcln to provido support for
participants’ isplemsntation plans. It is required
that teachers and the principal sit down together
early i the school year, that teachers clarify cheir’
implementation plavs, and that the priancipal must
indicats the ways in which be or she 1s 'illing to
support teachers in thnir c!!orts to carry out chctc
. - plann \h‘ .

Our regular sta!t is uvlilablc :o hnlp [teachers)

io various vays as the year progressss, and we

sacourage this.' Yor example, we guide teachers to

sadis and instructional materials that will halp ' _ 4
‘them implement the ideas that thay lestned ia ,

inservice workshops. We.provide assistance with .
‘sched 'g'varioul kinds of involvemant and sctivi-. .- ' IR
ties with the commmicy--field trips, lectures, - . ‘
guest speskers. Wa are willing to help teachers - .
genarate ideas for instructional progrsus in thair ' b
classrooms 1f thny lat us know of their needs.

Indaed, we encourage teachers to call upon us with

any felt need trelated to the goals ¢f an,inservice
workshop, and we try to help if we po-aibly can. We
get quite a faw calls.

Our pevple who go out and offer assistance [to :cachnrs]
are not in an evaluative position. Absolutely not—-
that's not their role. 1f they daetect a serious 'eak-
ness which they suspact the principal might not know
about, they may say to the principal: "I visited this
course, this classroom. Thase program objectives ware
bairg faplemented pretty well; these were not, I found.
.Any. perceptiona I have I vill be glad to share with you.'
The principal does the evaluating. :

The continuous introduction and support of "change is an important
funetion of an insecvice program. If that fact 18 not accepted, staff
development is likely to consist of no more than a series of relatively
‘mrelated short-term efforts that havs lictle visible effect in the
improvement of instruction. In the absence of s cantiuuidg commitzent,
A8 one educator told us, "you've gone in, .you've done a shot, vou go
away--and 2 year lacer you won'r evenr know the program's bYeen rherve. e
need te provile assiscance, a budget, and sufficient time {for staff
deve 1npment programs ] o ‘get ro the puint where chew are, by rhemselves,
qelf-renaving.”

j0¢ leog-tange formes of follow uwp which respondents reported ro -

have heen successful (n rber . Jiscricre are described helow:

Yy
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—Raviev/refresh sessions, in whizh individglla select thoss areas
of interest or concern to them frpu amoug the varicus competencles or
tbhjectives of the progras. ' ‘

~=0Open lab sassions, in which nawly inplannnccd materials are
nnda available in conjunc:ion wich Tesource help from a publishing
hou-n or other agenc}  $0 that teschers can Tequast and “nccivc help
in und-rs:andingfand vaing the materials.

~A crisis intervention "hot line," uhich staff mambers can call
to raque st nlliscpncc with a problex in implementing new materials
or s.rategies. L

-—0n.~to-ona conault:cion, Ln which tedchers may ask & resource,
person to dannnltrl:n in their classrooms, arrange for: Vildts to other
teachars' classrooms to view programs in action, ask for oblcrvation
and feedback om implementation, or ab:tiu asaistance in viewing and
'annlyzing videocapes of their p.:formnncc.

~~A regularly acheduled rotacion system, in which all units and
compnnents of tha Program are rnponced periodically in ordnr to permit
all teachers :o bruuh up on arel; in which they feel they have special
neads and introduce new staff members to the prograan. ”
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RLLATED RESOURCES IN THE ERIU SYSTEM

\

The resources described in thia section have been entared into the
ERIC (Educational Resources Information Center) system. GSach is 1d§nt1-
fied by 8 six~-digit numter and two letters: "EI" for journal atticla;,
"ED" for other documents. |

If you want to read a document with én ED number,:icheck to see
. whether your local library or‘inzttuctiounl media center lubucribds_;o !
the ERIC microfiche cullection. (For a list of libraries in your area
that subscribe to the-ERIC system, wfite to ERIC/ChESS, 855 Broadway,
Boulder, Colorado 80302.) | |

If aa ERIC collection is not accessible, or if you want a personal
copy of the document in either microfiche (MF) or paper copy (PC), write
to ERIC Document Reproduction Services. (EDRS), Computer Microfilm Incer-
national Corperation, P.0. Box 190, Arlington, Virginia. All orders
must he’accompauied by payment in fuli, including prepaid .ostage.
Prices (zorrect as of December 1, 1979) are cited for each ED document.
(Note that for some :ocumentspaper copies are either not available or
tiust be ordered from the publisher or diatributor instead of from EDRS.)

1f your local library does not have a journal article that you want,
you may write for ome or more reprints to University Microfilms, 300
North Zeeb Road, Ann Arbor, Michigan 48106. The following information
is needed: title of periodical or jourmal, title of article, author's
nome, date of issue, volume number, issué number, and page numbers. All

orders must be accompuanied by payment in full, plus postage.

Basile, oseph C. II, et al. Indicators of Effective Inservice:
Instructional Packages. Charjeston, V¥, Va.: West Virginia State
Department of Education, 1978. ED lel 872, EDRS price: MF ¢0.83
PC $1.8Z2; plus postage.

Stressing that instructional behaviors, programs, and mite-
rtals developed fo. inservice education must be systematic,
stimulatiag, psvchologically sound, and well or ianized, this docu~

ment provides a gulde to the development of inservice instructional

Py
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packages. It includes extensive ~rlteria for evaluating inscrvice
instructional éack’gn undar the following headings: (1) organi-
zatioe, layout, and format, (2) rationale, (3) objectives, (4) pre-
assessmant (evaluation prior to use in inntruétion), (5) instruction
(evaluation as a tool for facilitating effective instruction),

(8) nelf—evuluation (helps purticipant assess needs), and (7) over-
all evaluation.

Besgle, Char?cs W., and Roy A. Edelfelt, eds. Staff Development: Staff
Liberation. Whaﬁington, D.C.: Association for Supervision and
Curriculim Duvelopment, 1977. .ED 141 872. EDRS price: M™ $0.83:
plus postuge. Paper copy not available from EDRS; order from ASCD
225 N. Washington St., Alexandria, VA 22314 ($6.50).

This publication contains 156 chapters on varipul aspects of
staff development. =Aﬁoug the topics considered are change strate-
| gles, staff improvement, and teacher training.

Beats, Richard H., and Kenneth R. Howey. '"Alternmative strategies for
the Delivery of Inservice." Paper presented at the national con-
ference of the Natiomal Council of States on Ingervice Educatiou,
San Franciscc, November 16-18, 1978. ED 164 453. EDRS price: MF
$0.83, PC $1.82; plus postage. '

The means by which different delivery strategies can be matched
with or wmade toaccommodate to different inservice goals are dis-
cussed in this paper, and a framework for assessing wﬁen one deli-
very strategy is more appropriate than another is provided. The
framework for planning inservice delivery outlines distinct but
complementary strategies that focus upon three basic and related
goals. The first of these goals is to enhance adult cognitive,
intrapersonal, and interpersonal development as it impinges upon
teaching effectiveness. The second is to alter environmental:
(school) conditions that impinge upon teaching effectiveness. The
final goal is to improve teaching effectiveness directly, espe-
cially by altering teacher instructional behavior in situ.
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Bishop, Leslee J. Procedures and Patterns for Staff Development
Programs, field test edition. Athens, Ga.: Center for Curri-
culum Improvement and Staff Development, Univarsity of Ceorgia,
i575. ED 163 650. EDRS prica: MF $0.83; plus postage. Paper
‘cops mnt availlable. A : ‘

This resource guide suggests ideas for implementing needs
assesszent, evaluation, monitoring, and planning for staff
development programs. It grew out of*ﬁ&bcricnccs.of 148 Georgia
school systcni that in 1974 initiated ntaff development programs.
The author msintains that leaders of staff development programs

ought to ‘ba cblc to conduct a learner needs assessuent, sclcct

an cducationcl iuprovcm.nt program, identify needed staff com-
pcrencica,_organizc anc implement the program, provide adminis-
trative support, and evaluate the program. The booklet presants
a prdpoaal"for making the basic plan for the staff development
project slso serve as the structure for evaluation. ‘Because
_there is of ‘en a gaon betvccn identified learner nccds and the
consequent instructional program, a process of developing
increasingly specific objectives and syztem cowponents is recom-
‘mended and explained. A detailled outline and chart include step-
by-step procedures for instituring a staff development program.

(-"r

. Devore, Paul W. Variablas Affecting Change in InserViﬁa Teacher Edu-
cation: Final Repott ' Horgantcvn,fw: Va.: University of West
Virginia, 1971. ED 070 764. E£DRS price: MF $0.43, PC $6.32;
plus postage.
| This review of the literature on inservice teacher education
focuses on two boinrs: (1) the teacher as an individual in the
process of change and (2) the variables necessary to promote change.
The introduction describes the purpose and types of inservice
programs as well as current practices and assumptions surrounding
the programs. Some of the variables discussed are evaluation of

- student achievement and teacher improvement; the design and format

of the programs; teacher attitudes, beliefs, and involvements;

selection of schools. The review stresses that variables related
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| ' altoring inservice teacher education programs arcithc same or
lar to those of any othor social orgnniration engaging in change.

Thcraforn. the chan;o proclas is discussed, identifying such fac-
tors as communication, resistance to change, envirconmental factors,
change agents, inhibitors, and facilitators. The last section
doall vith the questicn of evaluation and presente personal reflec-
tions on inservice teacher education. References and bibliography
are 1nc1uded ' )

Edelfclt, Roy A., and Margo Johnsonm, eds. Rethinking Inscrgdco Educa~-
tion. Washington, D.C.: National !ducatiou'Aalociation, 1975,
ED 106 399 EDRS price:- MF $0.83; plus postage. PC not avail-
able from EDRS; order from NEA Publicationl, The Acadtmic Building,
Saw Mill Road, West Eavcn, CT 06516. .

This booklet atttmpts to foster a better understanding of
selected problems and issucs in inservice education. Nine chap-
ters have boan written by as nany authors, presenting ideas and
recommendations for revitalizing inservice education.

"Elfenbein, Iris M. - Participant, Instructor, Planner;. Perspectives on
the Teacher's Role in Inservice Education. Washington, D.C.: ERIC
Clearinghouse on Teacher Education, 1978. ED 161 875. EDRS price:
MF 30.83, PC §3.32; plus postage. - '

In an attempt to determine the attitudes of teachers toward
inservice sducation and the roles teachers play in it, this paper
records the personal perspectives of a small group of teachers,
reflects these views against the literature, and indicates some
possible directionps. 'Concepﬁual and operational definitions of
inservice educat.on are provided, and teacher opinions on the
following topic3 are presented and reviewed: (1)’ conceptual pro-
gram models, (2) incentives and participation, (3) planning and
implementation, (4) staffing, (5) evaluation, (6) research, and
(7) funding. A bibliography is included.

Firth, Gerald R. ''Ten lssues on Staff Development " Educational
Leadership 35, no. 3 (December 1977), pp. 215-221. EJ 171 496.
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This articls identifies and discusses ten issues related to
the d.vcloﬁnnnt and implementation of a staff development effort.
The author not only directs attention to ways of planning and
.conducting stat!‘dqvalopu-nt cffozf; more affectively, he goes
‘on to ask gduéaiorn to examine the purpose of staff development.
.The following issues are addrcasid° concept (the idea of staff
development as a continuous, intc;ral part of the educational

. p:occsl) basic puspose (the degres of overlap. betwaen individual
and’ orglnizational goals for staff development), counon priorities
(the degree to’ which individual and ‘institutiousal priorities can
ka congruent), strategies (the dczraa to which appropriate strate-
gles can beselacted), inducements (the degree to which appropriate
. incentives for participation can beoffeved), participation (the
degree to which participation can be obtained), progress (thq
degree to vhich continuous progress can be achieved), incorpori—”
tion (the extent to which teachars can use skills and knowledge
acquired in staff developmentactivities), alternatives (alternatives
to staff development programs), and assessment (the degree to which
accurate assessment of staff deveiopmnnt.a :ivicics is poosible)

Goddu, ﬁoland, et al. "Inservice' The Professional Devnlopmsnt of v

Educators.” Journal of Teacher Education 28, no. 2 .(April 1977),
pp. 24-30. EJ 163 181. )

.o, - This article offers a model for designing an inservice program/

activity. Fot each phase in the process,‘the authors offer sug-
gestions aud caution against possible difficulties

" Hite, }l:lerbeu(‘mtf/ Kenneth R. Howey Planning Inservice Teacher , o,
Education: Promising Alternatives, Washington, D.C.: American ‘.
Association of Colleges for Teacher Educ:tion and ERIC Clearing-
house on Teacher Education, 1977. ED 137 229. EDRS price:

MF $30.83, PC $6.32; plus postage. Also available-'from AACTE, One
Dupont Circle NW, Suite 610, Washington, DC 20036 ($4.00).

This monograph, co.sisting of two papers, is ﬁesigned to help
analyze and study the broad picture of inservice education. In the

first paper, a rationale for the present state of the art Ls given

o
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along with a projection for the futudp?' Differing, but equally
effactive, approaches to the inservice cducationdbf ecachcts are
analyzad. TFactors that determine program purposas and chnfactcr-
istics are discussed. Scenarios of thrae illustrative inservice
education programs are presented in detail. In the second paper,
4 number of basic conditions that need to be considered in plan-
ning inservice nlctrnativon are conlidcr.d and sugs.stious on how
some of thlll ‘1ssuex may be r.solved are. offlrad._ The point is
made that :hc "whys" and "how:" of inservice education will be
erstood norc clelrly if they are examined in relatiouship to

oresoqablc chnngcl 1n the* total approach to teacher education

and school conditions in general.

Howey, K;nnoth R. "Inservice Teacher Education: A Study of the Percep-

tions ‘of. &aachora. Profcsaors, and Parents About Current and Pro-
jected Practicc." Paper presented at the annual mncting of the
. American Educational R;:ca:ch‘AssOCiqtion, Toronto, March 27-31,
1978." ED 152 701. EDRS price: MF 30 83, PC $1 82; plus postage.
; This paper reports the results of a survey on inscrvice
teacher education. Three primary groups were surveyed.‘ teachers,
professors, And parents of schoolctildren. 'There was unanimous
pgreement between the three groups that there is not enough
inservice currently provided to teachers. However, there was wide
variation of opinidn on what the best type of inservice program
might be, who can best implemgnt ity and how it should be financed.
This study was conducted in three states--Michigan, Georgila, and
California--and included both urban and rural communities.

Joyce, Bruce R., et al. Issues to Face. Inservice Teacher Education

(ISTE)‘Report 1. Washington, D.C.: Natioual Center for Education
Statistics, U.S. Department of Health, Educatiqu, and Welfare, 1976.
Reprinted by the National Digsemination Center, Syracuse University.
ED 129 733. EDRS price: MF $0.83, ¥C $3.32; plus postage.

The Inservice Teacher Lducaticn Concepts Study gathered infor-
mation from educational professionals and policymakers. The result-

ing information and concepts are presented in this overview of the

M~




nature of ISTE and its problems. The gcncral structural problem
of ISTE involves the interaction ‘of acvoral dinnnliona (1) the
~g§overnance system, composed of the dccision-unking utructuros
vhich legitimize activities and govern them; (2) the sub-tancivc‘
systea, coaposed of the content and process of ISTE, vhich deals
“with what 1s learned and how it is loa:nod (3) the delivery

« system, ificluding incentives, interfaces among trainees, trlinora.“

' and staff, wvhich ddals'with motivation, access,.and relevance ° .
.to the role of the individual professional; and (4) the modal
systcm, consisting of the variou- forms of IST!, ranginz from .
sabbaticals abroad to 1nt¢nsivo on-gite institutes. These
dimensions and ‘their interaction are discussed.

e+ Perceptions of Professionals and Policy Makers. 1ISTE Report 2.
Stanford, Calif.a- Center for Research and Development in
Teaching, Stanford University, 1977. ED-142 546. EDRS price:
MF $0.83, PC $9.32; plus postage. | N
This report presents the results of a survey of che perccp-
tions of over 1,000 people in the educational fleld. It deals
with such topics as incentivﬁn, satisfaction with inservice,
“gavernance, perceptions of past experiences, and suggestions for

future programs.
4

‘Krathwohl, David R. "Inservice Education: Theory, Pracgice, and Policy."

‘ Paper presented at qhe annual meeting of the American Educational
Research Associatign, Toronto, March 27-31, 1978. ED 152 718. EDRS
Price: MF $0.83, PC $1.82; plus postage. _ |

The aﬁtﬁqr looks at the role 6f the arts and sciences in
inservice educﬁtion, touches on delivery systems, considers the
problem of how to motivate teachers to engage in inservice educa- d
tion, and investigates three approaches to guiding insérvice

programs. Two roles for arts and science are described: first,

n

that of enriching teachers' lives so that they may enrich others,
and second, that of providing a broad background against which
teachers may view their own specialties. It is argued that non-

traditional means of delivering inservice education must be




utilized, cincc 7 iy teachers would bn hllitlnt to cntoll in campus-~

‘based programs in which their progress would be rated aaainlt that

of subject specialists. Motivation techniques for involving
teachers in inservice coursss include combining inservice with
preservica cdﬁ&q;}on, assessmant-diagnosis centers (vith physical
exanination 2 n.ﬁ:al)pnotional tests, and intlrvicwc), and iategra-

 tive frannﬁprks 1n-which the teacher helps to determine personal
" development levels’ :nd n.cda.» Three programs of {nservice aducation

are examined: (1) a counselor entry approach, dcccribinginothoda
fof/,aaiﬁg counselors into fully responsible counnelin; positions;
(2) a modified couﬁ,clor entry program applicable to ﬁcachcr.; and
(3) a three~stage model of tcachct~grovth ptocacdinﬁ from presenta-
tionr~centered %o 1nt¢rac:ion-cent¢ncd to pupil-ccntcrod activities.

McLaughlin, Milbrey, and Paul Berman. “Retooling St‘ff.v.v‘lopuent ina

Petiod of’ Retrenchment." rducational Leadership 35, no. 3 (December
1977), pp. 191-94. EJ 171 491. ’ |
This article, based on the authors' experiences while doing.
research  for the Rand Corporationm, id.ntifids'a number of factors
which seem to beAassoci;tad with successful change-agent programs.
One of these factors, a developmahtal approach, has six character-
istics: (I) principals and teachers have both financial support
and considerable autcnomy; (2) continuous training of principals

is seen as necessary and appropriate; (3) teacher centers mn§ be

established to attend to teacher-identified needs; (4) standardized

district programs in which everyone must participate are rejected
in favor of individualized approaches; (5) local resource persons
are used whenever possible; and (6) released time rather than

monetary incentives are used to promote participation.

Nicholson, A.M., et al. The Litesrature on Inservice Teachér Education:

An Analytig Review. ISTE Report 3. Washington, D.C.: National
Center for Education Statistics, 1976. Reprinted by the National
Disseminatioﬁ Center, Syracuse Urniversity. ED 129 734. EDRS price:
MF $0.83, PC $7.82; plus ‘postage.

“his report presents an analysils of literature dealing with
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general substance, proccca; and organization of teacher education.
The topics dealt wifh are "Varieties of Inservice Teacher Educa-
\\\\ tion," "Collaborative Arrangounnts;" 'Value Orientation Toward
\\ggfghor Bducation,” "Definitions f Inservice Education," and
"Othqr Issuas in Inservice Teacher Educatiom."

0'Banion, Terxy. Organizing Staff Davalopment Programl That Work.
Washington, B.C.: American Anlociltion of Community and Junior
Colleges, 1978.\ED 164 023. EDRS price: MF $0.83; plus postage.
Paper copy not available from EDRS; order from AACJC, Onc Dunont
Circle 'NW, Washington,™\.C. 20036 (85.00).

Guidelines for organizigg a staff dnve‘opunnt program in a
coununity'collcga are outlined this booklet. Initially, the
author argues, some kind of assessiegt must be made to determine
administrative views and Y
support, (2) present level of staff develo t activites, {3)

d (4) iutermal
and external vesources available to the ins:itucioﬁ A statement

'prograﬁ_nieds. Four areas to assass (
institutional and personal/professional needs,’

of philosophy for the staff devrlopment program ahould‘tg‘devaloped
-and approved by those for whom the program is desiguad. fﬁn
organization of the program must be appropriate to the limit;\}oqg
and resources of the instituticn. A wide variety of activities
must be designed to meet the various needs of all the constituen-
cles represented in the institution. Appropriate incentives and
revards must be made available to the participants. An adequate
level of funding is needed for the successful implementation of
thé'ptogram. Finally, there wmust be an evaluation of the overall
program, including indications of’improvemeﬁt in the develnpment
of individual staff members.

Parks, Darrell L. "Establishing Priorities for Local Inservice Staff
Dev-lopment.'" Paper presented at the summer convention of the
American Association of School Administrators, Minneapo™is, July
8, 1978. ED 159 375. EDRS price: MF $0.33, PC $1.82; plus

postage.

Thie author of this paper bellieves that inservice education is
- 3




pPrimarily planudd and justified o. the basis of itas eo.tribution
“to and impact ugon t%e'alnsuroou; Alfhough the students nult )

rsasin ©mtral, st44f developwent Prograss can and must c0ncur-

Tancly address md relate to other institutional and/or organiza-~

clonal poals and ok,ac:ivcu. Inesrvice staff developw nt should = .

net he vieved aw a pirfunqtory sctivity but as an integral com- '

peaant of a higher, more couplex system, and. slould be viewed ) ,

#8 & facilizavor of changa toward dchxnﬁing program any organiza~ - o !
tim:al davelopuent gosls as well as impactirg on student beb.vior

and enharcing profeseicnal growth,. Five factors influence success- '
ful davalopment of programs: coopérati&a inservice, education plan- - '
aing, relatidughip to the school rrbgrt;. rasources, commitment to
~ra*tnuiqnll“dnvulopnnnt, and revards.. Tbc catnblilhnnn: of

priovities for lacal in:crvice staff dcvulopneﬁc could be based

on a.composite of five different variablcs. Thcnclncludc iastitu~ .

tional goals, Anticipltnd program dovulopunn:/andIOt redirection,

scatf pcrfgruagct appraisals, an anscs;nau: o{ sgudcnt dfvclopn-n:,

‘and pemiv-d teacher needs. { .

Rubin, Louis J., ed. Ihp:dvingﬂLn-Sarvicn Education;\Proposals and
Procedures for Change. Boston: Allyn and Bacon, 1971. ED 052 _154.
Not avaiiable from EDRS; drder from Allym and Bacon, 470 Atlantic i
Ave., boston, MA 02210. T : I
‘. This book offers an ovetviaﬁ of ‘the problems of professional
| -growth nnd attempts (1) to provide an understanding of the organi-
zational conditiona which are pretequisitcs for professional
development and (2) to provide curficulum workers with a deeper
Lnsighc into the connections betwean a course of study and the
teacher who trauslates it into realiry.

iigarmi, Patiicia, et al. "Teachers' Praferences in and Perceptions of ‘ -
" In-Service Education." Educational Leadership 34, no. 7 (April
" 1977), pp. S47-551. EJ 158 740.
. This article, a report of the results of a survey of teachers
in every school district in South Dakota, identifies 21 different

types of inservice programs and reports teachers' ratings of their

. y ) : ‘




ussfulness ind interest leval. Ihn iuthorl then analyse “the
common hcton of highly rated progrm Amoag these qmlicin
. ‘ere (1) focus on new educational trends, (2) relevance o
r.uc!uu' interests, (3) structure that allowed choice, (4) long-
tern duracipn rather thao on¢~d;y efforcs, (S) opport:unitiu
for teachers to 1nc¢uét snd learn from each cther, and (6) oppor-
tunity for teachars to exert some coutrol over the a;aff develop~
nent effort. &




Appendix A _
s \
- SAMPLE OUTLINE OF A LONG-RANGE STAFF DEVELOPMENT PLAN

¢

L)

The uutlinc raprcsantad herte -umnarizus a long-range plan far
providing inunrvicc sctivities focused on helping elementacy-level
teachars 1nutlll snd use new curriculum materials. .

Phase 1: Ingroduct on and g;ugtratiou
- Workshops will be held to increase :eachcrs and principals

awvareness of the objcctivco of the new materials at each grade level.
In atdicion, thooc workshops will extnine the objectives of other mate-.
‘rials at each’ grade level. Auircncss uorkshopl uill be hald in April,
May, and June and before school opcns the folluwiag fall fhe Eollowing
staff members wil; participate: )

~—~Teachers who will use the new materials. )

~~Teachers who have bcen.uaing'cha new materials, but who did not
parcicipate in the field-test 1naervicg training program.associated with
those materials.

—~Teachers who will use other materials.

ﬁ'Prinéipalé,

L]

Phase 2: Aasessment of Needs

This phase will be devotad to tdenci:ying the*sk*lls and assistance
. needed to use the new materials effectivaly in order to plan an 1nsgr~
vice program based on individual needs. At the beginming of the fall
term, teachers will have the opportunity to use a ueeds-assesaient
instrument as a tool for selecting which competencies they wbuld,like
c@IQae emphasized in staff development activities, so tﬁa:lprograps can
L. designed that allow for variations In learning actvies, téaching
styles, grade levels, and existinz resources, ‘A s@mple needs asgess-

ment form is reproduced on page 82.)

Phase 3: ‘Follow-lp and Maintenance

Follow-up and anintenance effocts will consisr of four kinds o
detarities:

== mrinue Phase | wad Phase 2 acclvities £or aeveral wears.
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~~Duvelop an “implementation sca . instru.ent to medsure how
weell a schoal has implemen:éd the new objectives ~nd waterials. The
gtcale will also sesess dlatrict support for the prograw. .

-=Asnens stydent schieverent. |
- -Form committees delrgatisd *o evaluate and ‘mprove the Program

and materials at each grade level.




appendix B
STAFF DEVELOPMENT .PROGRAM ASSESSMENT FORM

)

This checklist is intended to offer aeducators an overview of their
current staff development activities. It 1s not {ntended to he used in
a quanticative seuse, with a numerical score being assigned to describe
each activity. Rather, it is designed to sensitize Qfaff development
planners to some of the issues discussed in this handbook and to help
them to asndss their exist}ngAprograms in relation to these isaues.
Because it helps plauners identify characteristics of exiuting prograas,
this assessment form can z2lso be used to determine goals for improvement
of staff develoﬁmcnt activities,

To use the form, simply place a check in the appropriate column
after each statement. (Some 1tem; have been listed uvwice because they
are appropriate in more than one categ.ry.) A kéy to the column head-
ings i3 provided below: |

Key: N » pever, § = gseldom, ST = sometimes, O = often, A = zlways.

1. Climate

The district ceuural office and/or board of
education has tssued a policy statement
supporting staff develdpuent

Speciiic persons have bren assigned responsi-
bility for plamning and corducting staff
development

Pact %t districr budget is specifically
set aaide for stuff developmenc every
voar

swaff dvvelopeent i3 perceived Wy the com-
muni.v 49 2 lezitimate use of school funds

DMarrice level adminiotrators suppart and
cartlotpate o the planning of gtalt !

I |
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chool-level administrators and supervisors
. support and participate in the planning
of staff development programs

Subject~area specialists and consultants
gupport and participate in the planning
of staff development programs

Classroom teachers support and partici-
pate in the planning of staff develop-
| ment programs

Staff development activities are viewed
as vehicles for building on existing
skills, not as remediation

Staff development is viewed as a contin-
uing process that is an integral part
of the educational program of the
district

2. Needs

Data are systematically collected about
the needs of: :

individual teachers
department or subject areas
buildings

the entires district

Data about clients' needs are collected by
means of:

self-evaluation.

evaluation by administrators/supervisors

recommendations from subject/area

consultants or specialists
L

formal observation

informal 'bservation

pergonal interviews

surveys/questionnaires

Assessment of student outcomes I8 used to
identifv staff development needs

Data about stude t outcomes are collected hy

weans of: i i
criterion~ref: “gnced testa l, L
arandardlzed, aatlonallvy normed tosts MWVL_&MwquWWWHMLMWW

. { . :
informal Gbioerean lon T AU DT T A




(VS

Duta from a variety of sources ire used to
establish long-term poals

Data from a variety of sources are used to
establish short-term goals T

Clearly communicated procedures exist ﬁbr
clients or groups to express their
staff development needs

Staff development activitigs Are focused on:
installidg and using new .curricula
improving instructional stratagies

enhancing students' and clients' self-
concepts

Staff developﬁent programs are planned with-
in the context of changing community
needs |

Effective attempts are made to identify the
individual needs and preferences of
clients .

Participants have options in the selectionm of:

content and focus of activities
type of activity or strategy
scheduling and location

Clients have opportunities for input through-
out all phases of inservice planning and
programs

Leadership

Speciiic persons have Lezn assigned respon-
siyility for planning and conducting
st.ff development

Responsibilities and tasks related to staff
developument are clearly defiued

Outside resource persons and consullants
help plan and conduct inservica programs

Nutside consultants nrovide training to
district personnel who will be respon-
5ible for planning aud presenting
fnservice nrogramsg

It outsdde ceusultanta are igvalved in roayd
devalovmant, they ware ciogely wich
el and dlotyiar snaf s

s ad

]
]
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_ .

Clients are encouraged to .take on
responsibility for planning and
conducting staff development

Clients are given opportunities to .
receive sperial training in con- _ . ' b
dueting inscrvica prograns : :

Building adminia:rntors play an active
‘ role in planning and conducting staff
development *

4. Resources vt

Part of the district budget is speci-
fically set aside for staff develop-
ment every year

The staff development program has access
to adequate resources in the follow-
ing areas:

funds ‘

\ staff o L
facilities

equipment

released time

travel opportunities

consultation

community support

The availability of various kinds of
resoucsces is considered during the
inservice planning process )

The following categories of people are used
as human resources for staff develop-
ment:

classrocn teachers

department heads/supervisofﬁ

subject~area specialists/cousultants

~ building-level administrators

district-level administratory

state-level administrators

university faculty members

outside conselrtants I

community residents




5.

~ Long~range and short-range objectives for

Content and Strategies

3

Broad goals and specific objectives for
inservice are identified 'on the basis °

of individual and organizational needs

staff development are clearly statad

Sufficient time is allocated to accom- '
plish the objectives of any. given
program or activity :

Inservice activities are.scheduled at a
- time and location convenient for
<.ients

Inservice activities provide ample
opportunities for interaction and
active learning

A variety of strategies and activities
are employed

The size of the 1ea;ning group is appro-

priate to the activity

Audiovisual and other equipment is
available and functioning

Learning materials and resources are of
good quality and available in suf-
ficient quantity

The physical comfort and basic needs of
_ clients are given adequate
consideration N

A schedule of activities is posted and
followed .

Participants have amplé opportunities to
share ideas and learn from ‘one another

Parcicipants have opportunities to prac-
tice what they will be doing’ later in
the classroom '

Cliepts have 4 variety of choices for par-
- ticipation 4t staff development

activities

Inservice pragrams ire widelv announced and
aceuratelv described




"Incentives

Previous staff development efforts have
been successful and well received

PR

.‘Inaervice programn address the express

‘and perceived nca&s of clients

Clicnts are involved in planning and
conduc:in; staff developmcnt
programs '

Clients have opportunities to assume

leadership roles or seek pro-
-fessional advancement through

- staff development
Participation in staff development
is voluntary

Specific kinds of inservicé programs
- are p'escribed by:

Id

state mandates
district policies
school-level decisions
department-level decisions
certification requirements

Released time 1s offeted for inser-
vice participation

-Compensation or compensatory time is
provided to inservice participants

Ingservice participants may earn
academic and/or certification

credit

Tnservice participants may earn credit
toward increxsses in salary

Particlpants in inservice related to
new curricula are provided with
materials that can be used in the
classroom |

Staff development prograws are planned

" and presented in conperation with
professional organizations

Ingyervice activirles are well attenied

S




Informal feedback about staff development . .
programs is positive and enthusiastic

Formal evaluation of inservice activities - . :
yilelds favorable results . °

N _
7. Evaluation and Follow-Up

A systematic procedure axists for evaluat- _
ing inservice progra A B : B N B

The following evaluation tethniques
are used to assess inservice activities:

survey/questionnaire at conclusion of
activity

survey/questionnaire several weeks or
months after the act’'vity .

classroom observation

tests of student performance

self-evaluation via audio or video tape-
playback

The results of eva}uation are used in plan-
' ning future staff development afforts

The results of evaluation are used to
stimulate support for staff development

A systematic procedure exists for providiﬁg
follow-up supnort to inservicas
activities '

The following types of follow~up support
are available:

in-building peer suppor:

in-bullding supervisory aasistance

district~lev.l suppo't and assistaucs

regularly s¢cheduled v :etings or work- ' B

shops : rmsromsdyesromamced |
" . ) I
hot lipne  for reque ting ad hoc ; |
assistance I i
lagsroon vigits frow outside consul- !
cants or districtelevel cpscialiaste Lkmgmmmw“,“*nmL~m”Lu~”J
! i
Pareleipanty are perlodically surrovee to , : I
detarmine thetir needs and Jesivens for ' ! ! (
fullow-up cupnort AVEIUR NS SRS NN SO
"
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