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ABSTRACT

The purpose of this study v{as to provide a descrip-

tlve analysís of the first phase of a Professlonal Develop-

ment Leaders I Trainlng Project sponsored and directed by the

Professional Development Branch of the Manitoba Department

of Education" To this end, the study lncluded a rationale
for, and. descrlptlon of, the details of eight training ses-

sions aimed at lnprovlng partlcipantst competency in the

leadershtp and organizabion of professional development

programsc Exaninatfon focused on actlvities d,esigned to
foster tlre personal growth of individual-s, the development

of interpersonal sk1IIs, problem solvlng and decision mak-

ing skills and ffnally the study of organizatr.on functlons
and improvement, strategies.

The study also .lncluded a colLection of data for a

fornative evaruation of progran effectiveness. Two self
evaluative Ínstruments were employed, one of which airoed,

at provldlng evidence of attitudinal and behavíorar changes

in indivldual-s, and the other, informatíon as to the effec-
tiveness of each training sesslon. Anarysis of these data

revealed that the overall structure seemed to be satlsfactory
in terms of lntended goals to be aehleved. Flnd,ings indi-
cated that the progra¡n design lncruded ln large measure

organÍzatlonal forms, procedures and skirrs potentia3.ly

useful. to the partlclpants. Becommendations for improve-



ment were directed mostly at evaluative procedures. It
was suggested that more approprj-ate qualitative and/or

quantitatlve lnstruments be used before and after such a

program for the detection and analysis of measurable

effects.
ïn summary, the study may be described as a descrip-

tive overvÍew and analysis providlng evldences whereupon the
individual reader night himself pose Judgment as to the

relative merits of the traini.ng program d,esign.
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Chapter 1

A STATE}ßNT OF THE PROBLEM

INTRODUCTTON

As society in general rlses to its challenges for
change, so do school organízations respond accordingly to
dlfferent environmental demands, Recent acceleratlng

changes have 1n effect altered the response emphasls from

one of coping with changes to the actual initlation of them,

This new focus is a very healthy one as dlfferent expecta-

tions for education are challenging schools dai1y.

Three typlcal response strategies are j.n evidence

today: the scholarly consultation or solicitation of t,he

services of outside experts for advice and sense of direc-
tion i the initiat,Íon of human relations training prograrff¡

aimed at chqnglng indlviduals and finally change programs

concerned with organlzational effectlveness. This study

ls prinarlly eoncerned wfth a design incorporating prÍn-
ciples of the latter strategy involving three maln pro-

cesses namely, tralnÍng, consultLng and researching. Such

an approach may be termed nOrganlzatÍonal DeveJ-opmentrn

defined by l{arren G. Bennfs as:

o . , a response to changer â compJ-ex ed,ucational
strategy lntended to change the beliefs, attitud,es,
values, and stn¡cture of organfzablons åo that they



can better adapt to new technologles, markets
and cha]lenges, and the dizzying rate of change
ftself. o

This strategy focuses on laboratory traÍning as a means of
effecting organizational development efforts.

PURPOSE

The maJor purpose of thls study was to provide a

descriptive analysis of the Professlonal Development

Leaderst TraLning Project (Dec. 1973-Dec. L97t+) directed

by the ProfessionaL Development (P.D.) Branch of the Manl-

toba Departnent .of Education. The study includes:

Lo a statement of rational-e underlying the

program i

2n a description of the actlvlties included in
the training sessions;

)" an exanÍnatlon of the strengths and weak-

nesses of the tralning as perceived by the

participantse :

SIGNIFTCANCE OF THE PROBLEM

The speclal trainlng project examlned 1n thls study \.

was lnitiated by the directors of the Professional Develop-

ment Branch with the intent that such a program might be

2
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instrumental 1n effecbing change in the beliefs, attitugu",
values and compebencies of the parbiclpants and subsequent}.y

in the local school divisions which these members serve. 0n

thts rationale for change a variety of lnstructional- tech-

niques such as Simulated Experi.ences, Lecturettes, Labora-

tory Training, Readlng Asslgnments and Fie1d Experience

v{ere lncluded Ín the program design" The organizatlonal

conte¡ct, withln which alL these training procedures were

usedi was deemed worthy of close scrutlny for, if success-

fuI, such a desfgn could serve as a model for future train-
ing programs set up by bhe various agencies Íncluding

Manftoba Unlversities, ManÍtoba Teacherst Associations, and

Department of Education personnel" There is a possiblllty
that such a design, with necessar¡r modifications, might

serve to co-ordinate activities of all ühese agencies so

as to use resources more effectively,
The task of desÍgning training programs is diffl-

cult and. an obJective d,escriptive analysis or overview -of
thls particular one should provid.e the reader with perti-
nent inforrnatLon about the probable effects of different
tralnÍng procedures such that he night Judge for hinrself

the merits of a program design aimed at the intensive

trainlng of persons who would in turn become resource per-

sonnel for professional developnent in their own school

divislons.



4

DESÏGN OF THE STUDT

The int€nt of this study was to descríbe and make

commentary upon the effectfveness of the nentloned organl-
zatlonar deveJ,opment program" To thls ond., the writer has

included a rationale for and descrlptlon of the details of
the tralning sessLons as well as evldence of the effecÈs

of the trainl.ng as exempllfled by observable changes in
the behavior of partlcipants. Data for tho latter come

fron two serf evaluatfve questlonnalres, one of whlch pro-
vldes evidence of at,titudfnaL and behavlorar changes ln
lndivlduals and the othero lnfor.mation as to the effective-
ness of group process. The anarysls of data polnts out the
strengths and weaknesaes of the progran and, al-rows for the
foruulatLon of recommondatfons.

SAMPLE

, The study was conducted on the twenty-four partici-
pants i.n the tralnlng program, representtng twenty-one'school
divlslons, the Manltoba Teachersr soctety, and, the catholfc
Parochiar schoors of l4anitoba. serection of personnel to
the progra¡n was based on each apprlcantrs potent,ial reader-
ship quaritles and reco¡nmendatlons of both superintend-
ants and prfnclpals" &lembershÍp incruded three assistant
superf.ntendents, ten prlncipars, one vlce-prinoipal, fÍve
teachers, two guldance counserrors, one psychologi,st¡ otrg

Profeesfonal Development Branch consultant and the Assistant



Ðfrector of Professional Development, Manitoba Teachersl

Soclety.

LÏMITATTONS

The followlng llmit,at,ions were recognized in the

study:

J. This study was based on a single proJect and

the first of its klnd fn Manltoba. The innovative nature

of the project limited the possibillty of comparative anal-
ysis wlth sLmilar projects.

2. The study was confined to the first phase of

the project only. It attenpted to provide an overview of

the tralnlng sessions held during the period December Lg?3

to 0ctober l97l+ only.

3. The nature of the study, that of descriptive
overview, dÍd not allow for an in-depth examination of
every laboratory workshop.

l+. The collection of data involved, participant
self-evaluatfon which was essentially forrnatlve ln nature.

DETTMITATIONS

The following deJ-imitations vüere placed on the

study:

1. Research evaluaËion for the field experience

phase of the proJect was not lncluded in this study" The

experience component and ultimate success of the progra¡n
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v'rill have to be ident,ified by another researcher.

2" The study was basically concerned l.{ith the

effectiveness of tralning sessÍons Ín terms of intended

goals to be achieved. No cosÈ-benefit analysis was mad.e.

DEFINITION OF TERMS

For the purpose of this study the folLowing defin-
Itions apply:

Professi r Trafnine Pro

laboratory program d,esigned as a method of provid.ing know-

ledge and skills to particfpants such that they might

become resource personner in designing and irnprenrenting

professfonal development programs e

Transagtions: Procedures or methodologles employed to
produce desired outcomes of the training program, For

example, use of a structured actlvity for the establlshnent
of group goa1s.

OrEan&lrtåon Developmgnt: An approach for nanaging

change and improving an organizatlon and *increasing its
effectiveness, doing so with a sound theory base that suc-

cessfully integrates behavioral science lnsights wlth the
traditionar wisdom of people who have rearned. a rot about

peopre and organizatlons by having lived a rong time in an

organization, n2

2--J. Jennings-Partin, êd" r_nOrganlzational DeveJ-op-
ment: A Perspectivern fn cuirent_Persõectives in oreanizä-
@_(RêadlnePubllshing Co. , L9731 , p. 3.
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Leadership: nleadership is the process of lnfluenclng
group activities toward goal settlng and goal achievement,ft3

ORGANTZATTON OF THE STUDT

The purpose of the study 1s del-lneated 1n Chapter

1.

Chapter 2 presents a critlcal review of soae selected.

11üerature with enphasls on efforts at organlzatÍon deverop-

ment.

Chapter I descrfbes the research methodology.

Chapter 4 includes a descriptÍon of the various

tralning sessions includlng statement of goals, transaccions,
resources and outcomes"

Chapter ! presents the results and findlngs of the
nPersonal Evaruationn and nGroup Evaruationn instruments.&

The final chapter incLudes a restatement of the aim

of the trainlng program, a brlef su¡n¡nary of the najor find-
lngs of thfs studyu concrusions drawn and flnarry rêcornmenda-

ti.ons for practice and furüher research"

3Fred 
E"

ness (New York:
Fledler

McGraw-H

4"r" Appendlces A and B"

Effective-



Chapter 2

NEVIEIII OF THE BELATED LTTERATURE

INTRODUCTTON

The review of the literature relates to three nain

areas. First, historfcal themes in the study of leadership

and organizatj.on theory are briefly outlined" Second,

efforts at organization improvement througþ leadership

development training progra¡ns are explored, Finarry, Organ-

ization Development approaches as strategies for improve-

ment in schools are reviewed.

The purpose in reviewing the literature was not so

nruch to provÍde a historical stunmary of change strategles
and programs but rather to provide theoretfcar background.

and descrÍption of a few re-educative strategies employed,.

ït 1s the wrlterls hope that this information will be

heJ-pful to the reader 1n detecting the theoretical under-

pinnings and franework design of the rproJect to Train
Professlonar Deveropment Leadersrtt directed, by the pro-

fesslonal Developnent Branch, Manitoba Department of Educa-

tÍon.

TEADERSHTP AND ORGANIZATION THEORIES

The leadershfp process has been defined in raany

I
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ways, Chester I. Barnard states: rtleadership refers to
the quality of the behavíor of individuals whereby they
guide people or their activities in organized. efforb,tll
Fred E, Fiedler, proponent of a more modern leadershlp

theory, concludes that a leader ls
the individual in the group gÍven the task ofdirectilg and coordLnating tásk-relevant group
actfvities or who, in the absence of a desig--
nated leader, carries the prlmary responsiUltitvfor performiñg these functions iä tfre'group.2

A historlcal review of the study of readership identifies
some attenpts to formulate theory of leadership.

Early philosophers proposed the ,tgreat-nann theory.
Biographlcal analyses of the rives of men who made history
attempted to document criterÍa for successfur leadershlp"
rt was berieved that leaders rrwere borrr and not ¡nade, that
nature was more important than nurture, and the instinct
vras more important than trainlng.rr3 Ident,ifícatlon of
personal-ity factors conmon to leaders led to the subsequent

formuratÍon of a ntraitist theory,n Essentialry the theory

Chester I. Barnard, Organization and Management
(Cambrldge: Harvard Universíü

2Fred E. Fledler, A Thercry of Leadership Effective-
(New Tork: I{cGraw-HíI

-Laverng I," Cunnllgham and Vlllliam J. Gephart, ed,souLeadership the science and-the 4rt Today. Trverftñ Annúal - '
3-laverne

3I'r Tt'l
onãf Research (Itasca,

ness

In., L973'l , p, 2n
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held that leadershíp traits are both observable and measure-

able'4 Men such as Kelth Davis and, chester Barnard active
in the traitfst school cond.ucted research in an attempt to
list characteristics of leaders. As there was rack of
agreement on these traits, he and others realized. that
descripüions of leadersh5.p in personalistic terms onry was

lnsuffÍcient' Thls led to the view that patterns of traits
are ltsituatÍonally relevant, if not situational-Iy specifls.n5
This dual recognition of psychorogicar sociological factors
was embodÍed in the nsituationist theory.rró Its claims v¡ere

that the person best suited for readership in a given situa-
tion would emerge from the group. Anarysis of and stud,ies
based on the situatlonar approach identified, many weaknesses

in this proposÍtion. For example, it was found that the
ability to assume an ínformal leadership role was not neces-
sarily a guarantee of success in fornal leadership. rn
addltlon there was found to be a wider diversity of sltua-
tion variables that had an inpact on 1eadership effective-
,r"""'7 These limitations carred for a further investigaÈion

4uil J, Hodge and Herbert J. Johnson
l_ A I'{u]- imensioy&

- 
5*eith Davis, Human Behavior at Vlork

McGraw-Iiill Book Comfra .
to0unnlngham 

and, Gephâft, op. cit. r p.
7rbld., p. r41.

(New Tork:
I03-104,

3.

}[anaEement
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of the leadorship phenomenon with a shíft to the analyses

of the behavlor of leaders, As a resurt a group of human

relations theorles began emerging Ín the late l-g3ors whj"ch

skillfully combÍned l-eaders and, situation factors as power-

fuL determinants. They focused, upon îrthe observed, behavior

of the leader Ín-situationr,,S and suggested that both psy-

chological varlables and, role variabLes were impor'tant fac-
tors ln the generation of data on reader behavlor. The

latter, rather than leadership, became subject to d,escrip-

tion and analyses. The conceptual framework for thls
approach is well exenprified by Fiedlerts contlngency nodel

of leadership Ín ¡¡hich 1s ncontalned the relationship
bet¡ueen leadership st,yle rr,¿ tu" favorabloness of the situ-

o
ation. rt' other inportant pioneerf,ng leadership studies ln

8ïbld,, p. b,

9F"ud Luthans, or izatio Behavior A Modernoral A ement [New York:
flC. ¡

terms
I.

TrThls favorableness was described by Fiedler Ínof three dimensi.ons:
the leader-member relationship, which is the mostcrltical varÍable in determiniñg t,he situation¡s
favorableness ;the degree of task structure, which is the second
most important input into thé favorableness ofthe situatÍon; and
the leader¡s positior-r -power obtained through
formar authority, whicñ is the third most õritical
dimensLon of the situatfon"

2n

2
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the late 1930rs u/ere those conducted by Ronald Lippit,t, and

Rarph K' TlhÍte under the direction of Kurt Lewin. These

studies analyzed leadership fi-om a scientific point of vfevr.

Â conclusive flnding was that different Leadershlp styles
can produce different, complex reactlons from the såme or
simllar groups. rtGroup dynamlcs was Ín a Eense raunched by

thls experlment.ulo

The evorution of organizatÍon theories has rogicalry
crosely paralleled the development of leadership theory. A

brlef review of twentieth-century developments in organiza-
tional theory j.ndicates an attempt at a synthesis of scien-
tific management and human relations,

The scientific management approach was concerned

wlth the achievement of maxÍmunr efficiency in attaining
organizatlonal objectives under the control of a single
executive head endowed wíth leadership rltraits. rr This
management ad,vocated, þy F. Taylor (fe5O-19tt, ignored the
nmotivatÍonal, interpersonal' and emotÍonal factors involved
in mobllizing human effor-t for co¡nmon purposes.,,ll FranklÍn
Bobbltr12 folrower of rayror, li.kewLse ennphasized centrali-

10_
dacoo

Campbel-l. Educa
'l'heorl¡. Hesearc

I'ü. Getzels,
ional Admir

James 11.
stration

Lipham and Roald F.
saSoc

sners,
ctice

o

IlEdg"" -t. Morphet, Educational Organization andA.dnrÍnistratiõg (New Jeisey! ,ffi
12Get"u1" eü a1,, op, ci.t.r pp. ZT-ZL.
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zatfon and definite direction by supervisors of all enter-
prises" Concerned with job analysis, the proponents of
this theory seemed to forget that

adninistrative efficiency ís valid only to the
extent that it contri.butes to the goals of the
organization, the goals of Uhe actõrs in the
organization, and to the extent that it meet,s
the requÍrements of the envírgpment for thesurvival of the organizatj.on"rJ

The princlples of situation management invorved were êssên-

tialry plannlng, organizJ.ng, coordination and conËror as

enuncLated in the trfourteen principlesrt llsted by Fayol.14

The hunran relations approach was an outgrowth of
the scientlfic management movement and yet opposed, to it
in many ways. Pioneer human relatfonists such as Elton
Mayo and his Harvard. colleagues, F. J. RoethrÍsberger and

T. N. !ühitenhead,, were legs concerned with ntraitn and
nsi.tuationrt factors and more concerned with the worker

and the dynamics of human relationships with coordination
belng the underlylng strategy of the organization. As a
result of the famous Hawthorne studiesr15 r.ry concepts

3Morphetr opn citn, p. |j1,.

- 
l&H"o"i Fayo1, Gene-ra1.--an4-Ind-ustrial Managegen!¡translated by_Çgnçianée r.r,& Sons Ltd, , 1967), pp. 19r ZO.

5F"""*ont E. Kast and James E. Rosenzweie.
9rganiz=+!*gn and Man svst"*s neerõàcb (ñilr rork:
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about human behavior were deveroped which contributed to
the evorution of organlzatlon theory. Other valuabLe

fnsights were provfded by men such as Carl Rogersl6 who

underscored the need for self realization, and, J. L.

Morens who 1n hls studies of lnterpersonal relatlons under-

scored the val-ue of nposltive feelings and liking as fund,a-

mentars fn effectlve group *.g1oo.rrr7 As mentioned earrier,
Kurt Lewln (195I) and his assoclates contributed to the
fleld of group dynamics with effects to Èhe present d.y.18
Another outstanding theorist who can be calred a ntransi-

tionallst between traditional management theory and, the
evolving behaviorar conceptsnlg was chester Barnard who

expressed communication as an essential part of organiza-
tional management. He made crear distinctlon between
neffectlvenesstt and neffÍciencyfr with t,he former referring
to the naccomplishment of the cooperative purposen and, the
latter referring to the satisfaction of individual
motives.n20 The enunclation of thÍs duar concept red to

r6rbr.u. 
,

171¡Iarren

McGraw-HÍIl Inc,,
(New Tork:

p. 91.

Bennis,
t966);

1g_-Kast and Rosenzweig, Ioc. cit.: nMuch of thecurrent work in group dynaniCs and sensitlvity trainingis being dgrg through cênters esÈabrished to äeveÍop añaexpand Luvlnian theory,n
l9rura.r p. gz"
ZoGetze1s et aI, op. clt.¡ po l+I"
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the understandÍng of a so-called nformaUr organizatlon of
consciously coordinated activfties ås contrasted with
ninformaln organj.zatf.on, unstructured and j.ndefj-nite. The

intimate relat,lonship between the two types of organLza-

tlons lnitiated studies of organlzational climate2l and

occasioned the postulation of new adroinistratlve theories
relating more speciflcally to administrative behavLor,

Accordingry, more modern behavioral scientists advocate a

democratic, particlpative approach. Rensis Likert (1961)

proposed an ninteraction l-nfluences system based on theoret-
lcar berief that nevery organlzation j.s a hu¡ran enterprise
whose success depends upon the coord,inated efforts of its
members "n22 Hfs nllnking pin nodeln was based on this con-

cept of supportivà human relatfonships between members 1n

the organization on a group-to-group basis" Formal linkages

for communicationu motLvatlon, influence and coordination
were deemed necessary on both the vertlcal and horizontal
d,lmensLorr" .23

2L.
Ancf re!{ Halpln,

The trtlaclvÉon (New Tork:

22^--RensÍs_ tfkert, New Patterns of l4gneggment, (New
Tork: McGraw-Ilttl,, Inc.i ffi

29

ment, and VãÎileTå* Or "@i1ed.infIuenceisexer{,eã--iåð""áiíy,uþwara'
and downvrard, and the notivatfonal forces needed, ïor'co-
ordinatf.on are created.n

in Admi.nis
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this theory of effective inter-linked working groups

was further supported by the democratic-participatlve Theory

T proposed by Douglas McGregor (1960) such that:
Under proper conditfons, parLiclpation and

consultative management provide encouragement to
people to direct their creative energies towards
organizatlonal obJectives, glve them some voice
ln decisÍons that affect them, provlde signiflcant
opportuníties fg¡ the satisfactÍon of social and
egoistic needs.é'+

Chris Argyrfs (L962) equally supported. the viers

that for organizational effectiveness, nthe appropriate

influence Ís in the dlrection of increasing ínterpersonal

competence"n25 The contribution of more modern theorists

such as Blake and Mouton (fgO+) and Schein, Bennis and

Beckhard (1969) will be reviewed in the course of training
progran descriptions"

The brief sr¡mmaries of the aforementloned theori.sts I

vievrs do not do fuII Justice to their id,eas but they do

provlde necessary backgrouad Ínformatlon to the examinatlon

¿kDouglas M. McGregor, ttThe Human Side of Enter-
priserrt Management Review November 1957; rpt. in Behavioral
Sclence and tþe,þnagelþ Role, eds.William B" Eddyo W,

e and Oron-Smith (Lôé Angeles,
N.T.L. Learnlng Resourðes Corporatf-on, L969), p. L65,

25Ch"Í, Arevris. Interi¡ersonal comoetence and Orsani-
zatfonaL EffectåvSñäss. (ti ,
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of any leadershlp or organizâtional development programe

Such theoretical lnformation provides a better understand-

ing of the lnter-relationships arnong the various components

of any organÍzation and provldes a broader base of lnforma-

tion from whlch to draw when establlshing or analyzLng

tralning programs. ft is posslbLy true to state that
attempts to apply the best features of varlous theories
lead dlrectly to the establishment of leadershlp and organ-
j.zational developnent programs viewed as:

. . . viable approach(es) for humanizf-ng the
organÍzation and increasing its effectiveness,
doing so wlth a sound theory base that succesé-
fuIly integrates behavioral scj.ence wlth the
traditional wisdom of people who have 1earrred,
a lot about people and organizations by havine
lived a long-tlme ln an oñganization,lo

IEADERSHIP AND ORGANIZATTON DEVELOPMENT PROGRAMS

The intent of leadershlp development programs is
usually to change or nould the behavior of the leader into
patterns that w111 in turn contrlbute to organizational

"hange,z7 To this effect r. many d,ifferent programs are

avallable, but this revlew wiLl lncrude dlscussions of two

baslc laboratory trafnlng programs, namely, sensltivlty
trainlng based on Lewinlan theory and 0rganlzation Deve1=

26J, JennÍngs Partin, Ioc. ci.t.
27w^rr.n Bennis. Chan

Development and EvoíuEïõl
n

o
o

r P.

nizations
New
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opment laboratory training based on the theoretical work

of, among others, McGregor (1960), Likert (1961), Blake and

IUouton (1961+), Argyris (Lg62) and ScheLn, Bennis and Beck-

hard (1969).

Sensitivity or T-group traíning evolved from the

group dynamics concepts of Kurt Lewin. Early laboratory

sesslons originated at the l,lational Trainj-ng Laboratory,

Bethel, Maln, under the guidance of Leland Bradford, Kenneth

Benne and Ronald LÍppitt" The training process relies primar-

ily and almost exclusively on the behavior experienced by the

particlpants. In a specially designed environment the par-

ticipant ls helped to experience and ndlagnose his own behav-

ie¡n28 and relationshipsr2g as well as to come to an under-

standing of effective group functioning. As a part of the

design there is a purposeful lack of formal agenda and

directive Leadership to provide maximum possible opportunity

for the lndividuals to expose their behavlor, give and

28rh"r" Argyris, rtT-groups for OrganÍzatlonal
Effectlvenessrr Harvard Business !evie1y, VoI" l+2 (I,'iarch-
Aprll Lg6I+l , i'p. ,eäs. Gerald' Bàltman, firttip ltotl
Tork: HoIt Rlnehart and lrliñston, Inc., L972), p. 411"

Z9B"nrri", íbid,. , p. 120:
Iearn to analyze and become more
of hunan lnteraction and acqulre
troL these phenomena.rr

rtln short, the participants
sensitive to the processes
concepts to order and con-
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receive feedback, experiment wíth new behavior, and develop
neverlasting awareness and acceptance of self and others.tt30

Leland Bradford lists the main goals of sensitivity training
as:

1. . c . increased awareness of and sensitivity tothe emotional reactlons and, expressj.ons Ín hln-self and othersc

2. c . . greater ability to perceive and to learn
from, lhe consequences of-his actions through
attention to his own and others t feelÍ.ngs,

3. e . o to stimulate the clarification and, devel-
opment of personal values and goals consonantwith a democratic and scientific approach to
problems of social and personal deõislon and,
action.

4. e . . the development.of concepts and theoretLcalinsights which will serve as tõols in linkfng
personal values, goals and intentlons to actions
consÍstent with these i.nner factors and with
requirements of the situation.

5. c . . foster the achievement of behavioral
effectlveness in traSrçactions wlth the pafrici-
pants r envlronments.Jr

whlle there seems to be doubt t,Lat ilsensitivity
trainingn32 has been and is especialry usefur for individ-
ual growth and f.nterpersonar skíI1 developmentr âñ examin-

atlon of the goars themselves would seem to indicate that

30.- Argyris, Interpersonal Competence and Oreaniza-
t,ionat nfleõliveáe

31l"1"nd Bradford
eds. ,

Kenneth Benne,
(New Tork: Jóhn

, Jack L Gibb and
orato

32luthans¡ op. cit.r p. 5i'L"

Iüiley &
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payoffs are more individually than organizationally

orÍentated. A leading crftic of this type of training,
George Odiorne, conments: nNo proof has been shown that
1t changes behavior on the job,n33 0n the other hand.,

advocates such as Argyris clainr that laboratory education

ls a new way of heJ-plng executi-ves develop neÌ¡Í inner

resources nwhich enable then to mltigate e . . organiza-

tional ilI; .n}l+ Althougb heated, debate as to the effective-
,r"""35 of T-group trainlng continues, there seems to be

general agreement that since the late 195Ots emphas5.s has

shifted away from personal growth to organizatlonal devel-

opment.

Organlzation Development refers to a general

classification of behavlor techniques almed aü managing

change and inprovlng organlzatlons. IÈ ls an outgrowth of

the sensÍtivity laboraüory training programs but differs
substantially in that it emphasizes nteam development

33*"o"*u s. odi-orne, r?The Trouble wlth Sensitlvity
Tralningrn in The Progress ement Proc s Behavior,

esearc zarus
arren t N,J.: Prentice-Ha1! Inc., 1968

pn 272"

,
s

ness, n

Marvin
People
po 23.

344"gy"i", nT-Groups for 0rganlzational Effectlve-
op. cit", p" I+47.

aEt'Fot a complete review of this problem, see D"
Dunette and John Campbell, ttlaboiatory impact on
and Organizationsrn indusúria! Re1agiöns r' 1968,
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rather than lndividual growth.nS6 It Ís concerned wlth

how effectively a team uses its material and human

resources and relies on team decfslon-making and problem

solving for optimunr release and fostering of growth. The

Organizatfon Development approach is slmilar to the sensi-

tlvity strategy 1n that 1t emphasizes experience-based

learnin g"37 Likewise it is classified wlth the sensitfvity

training approach as a ftnornative re-educationrr strategy

for change according to the view that:
change in a pattern of practLces or actlon
. ¿ , will occur only as the persons lnvolved
are brought to change their normat,ive orienta-
tíons to old patterns and develop commitments
to nevü ones. And changes j-n normative orienta-
tions involve changes in attitudes, values,
skills and significant relationships, not just
changes in knowledge, information o5*inte1lectual
rationales for action and practice".

- 
A sampJ-e strategic OrganizatÍon Developnent model

d,esigned to induce changes in the dfrection of team manage-

ment was d,eveloped by Robert P. B1ake and Jane S" lulouton.39

36- . ì-r.ì i ì r '. rr- John E. V'Iilson, Donald P. Mullen and Robert Morton,nSensitivity TraLning for ïndividual Growth--Team Training
for Organizatlon Development?rr Trainins ead DeVç:lop4enq
Journai, January 19óô, ipt. in O ,
Values Process A¡i4jecl4ql%[, eds. Newton Margulies and

Graw-Hill Company, t97Z), p. 357.e

3?vl"""un G. Bennl.s, Kenneth Benne and Robert Chin.
The_Lle¡rningof Chanse (New Tork: HoIt, Rinehart and trfinston,

g: trTet both aócept the principle '
that people must learn to learn from their experiences if
self-directed change ls to be maÍntaj.ned and continued.fl

38rbid. , p. 3t+"

39Robert P. BLake and Jane Mouton, Buildine a DyEen:Lq
Corporatign throuEh Grid Orqanization DeúeI@
MassachusetÈs : Addison-tr{esley Publishing Courpanl¡ 19ó9) .
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Their rrManagerial Grid Programn is based on two key vari-
ables found in organizatj-ons, nanely a concern for produc-

tion or output and a concern for people. It proposes a

self administered analytical investigation such that each

participant might identffy hfs own manageríal style. A

graphic represenÈatÍon or grÍd diagrarn4o locates five types

of managerial styles: a Ir1 style with minir¿aI concern for
peoplei 1r9 style with maximal concern for people and minlmal

for production; 9rI with maximal concern for product and

minimal for people; 5r5 a mediary position; and 9r9 t:ne

desirable position representlng maximal concern for both

production and hr.¡.n¡an reLati.ons. Basically there are six
. lr1phases"^ in a Grid Organì-zatlon Development program: the

grid seminar phase for the learning of behavloral theories;

the applícation of Grid theories or a teanat'¡ork phase; an

intergroup development phase; an organization goal- setting
phase; a planning and implementation phase; and finally a

phase for evaluation or a ffstabillzation and replanning

stage. The authors of thls systems approach identified
ncommunicationn and nplanningrt as barriers to corporate

Áxcel-lence and proposed, thÍs programmatic and structured

approach as a ttstrong foundation for solving communication

problems by prouiding for sound interacti.on in the pursuit

lrO
Ibld. r

&lrbld.,
P' 61t

pp. 89-109,
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of organizational goa1s.nhz They claimed. that the resultant
rreffectiveness in work relationships contributed directly to

strengthening the organizatfonrs capacity to design an ideal
strategic model and to implenent plans for achieving i¡,'r43
Applicatlons of Grid O.D. seem to ind,icate that it is a

npractical,workable and realistic wayrr&4 ao effect change.

It is to be noted that there have been numerous other

Organization Development intervention techniques developed"

The interested reader may refer to research reviews by Jay

N. Nisberg45 or J. Jennlngs Partin.h6 This writer has chosen

to describe the Grid ¡nodel only, for 5.t seemed representat,ive

of all OrganÍzatlon Development strategies that have i-ncor-

porated into their struct,ure applications of the theoretical
body of knowledge dravun from psychological and sociological
research. Insights of personality and counseLLing theories,
group dynamics as well as concepts relating to normative

42Rob""t R. Blake and Jane S. Mouton" nGrid, 0.Ð.: A
Systems Approach to Corporate Excellence,rl ín qoc.lê1 Inter-
¡1eryt-lon A BeheVferêf_qqience Approach, eás" HafiffiFEñ--

ner Burke, i{arion
Glndeå and Roy {. LewÍgki. (New'Iork: The Free Púess, CoI-
l1er-Macmlllan Ltd. , Lylt.), p. 40r*.

43ïord., p. bo5"
&4ruia. 

r, p. 41r
l+5 ---Jay N. Nisberg, A Synopsis of Various 0.D. Inter-

vention Techni-gg Il¡""' fffizL.
46p"*tr,r op. cit .
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change and organization

this modeI. Further as

based learnJ.ng concepts

compare and contrast it

culture are all lncorporated ínto

a strategy enrploying experience-

it has a common base on which to

with lrsensitivityrt approaches.

ORGANIZAÎTON DEVELOP¡IENT TN SCHOOLS

The concept of organization development as applíed

in schools is relativeLy new, Schmuck and Uiles4T report
Organization Development efforts at educationaL improvement

launched 1n the 196Ots. The history of Organization Devel-

opment efforts 1n schools is of lesser lmportance to this
paper than an fdentÍfication of features that identify
adoptÍons of the Organi.zation Development approach to
schools, Studfes reported seem to ldentify models for
change based on the assumptions developed by Richard Beck-

hard:

Organizatlon development is an effort (1)
nplanned, tt (21 norganizâtion wide, n and (3 )
managed from the top, to (4) incréase ttorganiza-
tion effectfvenesstf and nhealthl, (5) nplanned
interventionsrr ln the organizationfs fþrocesses,nuslng nbehavioral-sclencõtt knowIed,ge.4ö '

47M"arh"w Miles and Richard. A. Schnuck, rrlmproving
Schools through Organization Development: An óverviewrn fn
OrgaF=Ízallon=Delglopmçpt in Schools, eds. Richard A. Schmuck
and Matthew B. Mi1ês-(Pãrõ-TIEo , Ef:ifornia : National press
Books , L97L¡ pp . L-23.

48Richard 
.Beclhard, organizatr.on Development : gtrate-

W {Reaglng, Massachusetts : Addisðn-weslfl-
Publlshlng ConpsnIs Inc., J-969l, pp. g-L3"
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Attempts to make this definition operatlonal include the

settlng of normative goaLs to provide optlmurrr conditions

for the improvement of lnterpersonal competence and the

development of team management, such that the relationships
between and wlthin the organizationrs groÌrps are both

satisfying and productive. In all cases there has been

an effort to develop a ftself renewingn system as proposed

by John GardÍner.&9 To thts effect school personnel on all
levels have pafüicipated in structuring a design for their
own systemrs Lmprovement" rnportant aspects that have been

included in most designs have been: refornulation or set-
ting of goals and objectives; specificatlon of learnings

intended to meet goals and objectfves; an action progran

or a serles of training activl-ties and finally an iden-
tiflcation of guidelines and procedures for assessing the
results of thelr own improvement strategy, The tasks of
deslgnlng are dlfflcult and most successfur interventlons
to date have made use of research flndlngs and recommenda-

tÍons from CASEA, the Center for the Advanced Study of
Educationar Adminlstration, universlty of oregon. Recent

efforts of OASEA to appLy ûhe signs of research and empiri-

Àq
,r

Harper & Bow PublislieFs, Lg6j), p. j"'
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car study of Organization Deveropment in schools5O would

seem to forecast a future for Organlzatlon Developrnent

practitioners in schools. rt is, however, rather early
to pass e Judgment as to effectfveness of Organization
Deveropment as an improvement strabegy in school_s. As

Jo Jenníngs PartÍn states:
. è . it (O.0. ) will either fade off into thesunset like so many other ideas and innova_tions which have been tried in the last tv,/enty-fltg years or lt will grow into maturlty 

".,d 
-'

adulthood as a method for creating and ímp1à_
menting meaningful and needed chañee into asystem that has had few alternativõs for maklng
change during lts-past three or four hundred e
years of hÍstory.)L

50^' '- Philip J. Runkel, The _Effects of Traininq for
0 r gani z at i onal_ ! eve_l_Qpment', o¡

,

5lPartin¡ op, clt., p. 238.

\-
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¡MTHODOTOGT

DESCRTPTTVE ANATTSTS--CASE STUDY }æTHOD

The nProfessional Developnent Leaders Tralnlng
ProJect,n (PDITP ) lsas lnttfated on December 14th , LWT

tvlth the Lntent of developlng 1n parttclpants the capa-

bllity of becomJ.ng resource persons for professlonal

development in loca1 school dlvlsions" The ninnovatlve

nature of the proJect and its tnpllcatlons for various

educatfonal organizatíons 1n the provincenl pronpted the

nrlter to write a descrtptive anal-ysis of the program,

It was the wrlterts lntent to provide d,escriptlve data on

the varLous experlential learnlng sesslons in Iluman Rela-

tions and Organf.zatlon Ðevelopeent that wer€ held during
Phase r of the training proJect. The case study approach

was employed as research procednre primarily because it,
Bras not nllnited to any one nethod of data collectlon.n It
was hoped that the intenslty of the study mlght provlde
nsufflcient l-nformatlon to characterize and expLain both

the unLque features of the case belng studled and those

ú+? r,- 
iDepartrnent of Education, Manitoba, Bulletj.g, VoI.

Xf I, No. 7 ('lÍinnipeg: Queen ts Priírter, Lg? t+) ,-Fã
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whích ft has ln common wlth other cases,"2 In an attempt

to provfde the reader wlt,h all avallable evidence, informa-

tion was collected througþ a variety of techniques lncluding

direct observation, participant observatÍon, as well as

dÍary and audio-vfsual recordings. Data provided as to

goals, skill-tralnlng, group and inter-group exercises and

outcomes were considered to be essentlal information to any

reader vrho was interested in the effectlveness or non-

effectiveness aspects of such a leadership and organlzation

development trainLng programo Consequently descriptions of

tralnlng sessíons in the followlng areas have been provided:

Team BulldÍng and GoaI Setting; Group Dynanics; Synergistic

Decision-Making Process; Group Process and Problen Solving

Techniques ; fntervention Strategies ; Evaluation; Trans-

actional Ana1ysJ-s and Organizational Development ; Trans-

actional Analysis and Curriculum Development. As the

writer was a participant Ín the trainlng program, she

recognized the possibilÍty of personal blas in both report-
thg and ínterpreting j.nfornatlon and made a conscfous

effort at objectivity in providing the aforementloned.

information, Efforts to overcome personal bias3 included

201.ir" Selltiz, Marie Jahod.a, Morton Deutsch and
Stuart ltü. Cook, Researèh Metþqùs i¡r-social- Relati-ons (l{ew
Tork: Holt, Riáe

3Ibid.., p. 2!3, ftWhether these ways of perceiving
and interpreting constj.tute a serious source of potential
bias depends to a large extent on the nature of the data
belng studied,n
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relfance on sound and video tape recordings, and the use

of interpretive data& compiled. by participants and, recorded

on evaluatlon fnstruments. In the final analysls, hovrever,

Judgnents posed are those of the writer,

SELF-EVALUATI ON TECHNTQUBS

fn this study no attempt was made at a sur¡mative

evaluation of the training program. The collection of
daüa to that purpose would only be avallable after Phase

II or the rtfield experiencett stage of the program 1s com-
rpleted./ The writer did, howeveru consid.er 1t useful to

provide opportunlty for forrnative evaluatf.on, referrj-ng to
the evaluation of estimation of merits, worth and value of
the training sessions as perceived by the partÍcipants

themselv€s. The technlque employed, conmon to most

Organization Development lnterventions, is termed r?survey

feedbackn whereby individuals and the group ngenerate

important and valld data to serve as a springboard for

- 
&fbld.u p. 2!5. nHe can help himself to some

stmply by being aware of the tendenðy to take thÍngs
granted. tt

extenf
for

E/Robert E. Stake, ttThe Countenance of Ed.ucaüional
Evaluationrn, in ReadinEs in Currlqqlum EvaluatÍ.on" eds.
leter A" Táylor : M.M.C.
Prown Company Publishers, L972), Chapter 13r-p, l-0I:nThe evaluator who assumes respònsibÍ.]ity fór- sunmative
evaluation--rather than formatÍve evaluatlon--accepts theresponsibÍlity of lnformlng consumers as to the meiit ofthe program.n
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planning and, actÍon.',6 The information provided may be of

interest to the reader but, the actual use was intend.ed, for
the participants such that they could trunderstand the

experlence more fuIly, make up for deflciencies and con-

flrn or disconfirm subJectlve feellngs about the programn

as well for the proJect d.irectors who must frdecide whether

their resources are well spent and whether they should

continue sponsoring similar programs. r,T

INSÎRUMENTATION

Two lnstruments were ernployed in this study, a
nGroup Evaluationrl instrument and a ftSelf Evaluationn

inventory. The purpose of the former was to obtain a

measure of the effectlveness of each individual training
session fn terns of rtClimate, nResourcestt and ttÇ,¡s¡¡¡þtt

experience for individuals and, groups, The resultant data

were intended not on1y to be useful in maintaining the
groupts awareness of Íts own co¡Dmunfcation process but

also to provide lnsight into posslble vrays for the groups

6Rlchard Arends, Jane G, Phelps and Richard A
schmuckr- orçanizatig! DevelopFent BgildÍnE Human svstems
1n öcnoors ($ugene, uregon: uenter for the Advanced stud:¡of Educational administration, university of oregon, n.d.),p. 29.

TRonald G. Havelock. and, lg"y-C. Have1ock, Lr-ainÍnE
åor 9þa{rE.a_.llscents, (All Arbor, Michigan: CRUSK,'IñffiEãfor Social Reseafch¡ The UnlversÍty õf Utcfrfgaá¡ Lg?jl,
P. gãa
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to develop more sklllful procedures in Phase II of the

project. The trPersonal Evaluationfi instrument was íntended

to provide opportunity for the individual participant to
identify and assess any perceived changes 1n personal

attftude or behavlor whlch he or she considered attribut*
able to Phase f program effects. Both lnstruments measured

responses along a seven point scale with the hÍgher score

indicating the greater degree of effectiveness or change,

The instruments themselves were flrst constructed by the

author and then brought to the tralning group for modifi-

catLon and adapùaüion so as to best neet the objectfves and

needs of the group and indivldual partf.clpants Ín terms of
necessary feedback infor.matton.

DATA GATHERING ANÐ ANALTSIS

The nGroup Evaluationn survey to measure meebíng or

indivldual trainlng sesslon effectiveness was topic on

the agenda of a three day workshop held Ín November 1971ç.

The total group was randomly divided into three sub-groups

to evaluate the eight sessions held from December LgTj to
October I97l+" Results of the sub-groups t findings were

reported to the total group and then subnritted to this writer.
The personal" survey forms were distributed to each

of the twenty-four prograrn participants at the November

session" Any participant not in attendance received a copy

of the sane by natJ-e
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PROFESSIONAL DEVELOPMENT LEADERSs
TRATNTNG PROJECT

ÏNTRODUCTION

Responslble efforts to improve schools cannot bub

be fruitful if optimum use is made of all resources" The

quality of the human resource in particular is most irnpor-

tant, for it is this resource that can have the greatest

effect on and maximLze the use of non-human resources. In
effect, a change agent or effectj-ve leader would be one

who would impact on the interaction of all resources, human

and non-human, in such a h¡ay as to release maximum poten-

tÍal for maximum production. As rdifferent persons have

vastly differing pohrer and potential power to act as change
Iforcesrn'one can readlly see how lnvaluable it would be to

ldentify such persons and provide opportunity for them.to

deploy thelr energies"

It was the belief of the project directors that:
It is possible to ident,ify and differentiate

within our total society a variety of knowledge-
building, knowledge-disseminating, and knowledge-- gotguning rr_subsystemsn each with its own proteõtivenskin of values, beliefs, language and noimatlve

-Char1es-C, Jung, nThe Tralner Change-Agent Role
I¡üithÍn a School . Systemr tr- in Change in Schoof Svãtems , ed.
Goodwl n lrlat s on_ _!W""þi+g-too,Laboratorles, NEA, L967'1, É, 89.

32
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behaviors o o . and o o " the prime task of know-
ledge utilizatlon is to brlng these subçystems
into effective J-lnkage with each other.r

Likewtse it was their belief that trresource linkersnS with
proper knowledge and. skills would, be Ínvaluable in coordin-

ating and facilitating these linkage efforts.& In view of

training such resource personnel they d,eveloped a training
progra¡n designed to glve participants new knowledge and

skills required to design and implement professional develop-

ment programs that would effecü changes on a larger sphere

and generate a continuance of self renewal. Very specifl-
cally the resource person was defined as one who nshould be

capable of--
âo establishing collaborative helping relatj-onships

with adnofnistrators and teachers in the divisiõn,
. b. diagnosing the professional development needs of

groups of teache.rs in the division,
co designing programs (for in-service days, work-

shops, in-school experience, . o o) that best
neet the diagnosed needs,

2.--Havelock and Havelockr op. cit,, p. 25.

3Ronald G. Havolock, The Chanse Asentrs Guide to
ln4slation 1n_ nduggti-on (nnel

atlõns r Ig73), p.'9ott. e o tllnker_, r_i.e., the person who bllngs people
together, who helps cllents find and make ttre- best use of
resources inside and outside their ovJn system.rr

4lbid,, p. L?.,rt. c . persons with special skills
1n com¡runicatLon and relationshlp bullding aré inportant
change agenËs.t
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d. identifying avaílabJ.e resources (hunran and
materiaL) ttrat can be used in implementing
the planned programs,

€, selecting from among the avallable resource
personnel and materials, those which will most
effectiveJ"y benefit the system,

f " acting as a support consultant to individual
teachers or groups of teachers who v¡ish to
implement well-conceÍved innovatl-ons or
projects,

g. encouraging divÍsion personnel to plan for Ethelr ov¡n personal and professional growth" 2

PARTICTPANT SELECTION

The training program was brought to the attention

bt att Manltoba educators through an official nÐepartment

of Educatíon Bulletlnr announcement in June , 1963.6 All
persons interested were invÍted to send an account of

experlence and Ínterest to Dr. J, Banman, Director of the

Professional Development Branch. In September L973 Dr,

A, M" Johnson, Project Director, forward.ed to all Manit,oba

school principals a brief resum6 of the current status- of
the project with further lnvitation to superintendents and,

principals to nominate candidates. Fina1 selection vfas

5cf . Appendix C: ItProJect to Train Professional
Development Leadersrrt _(Let,ter to Manitoba school princÍpals,
Province of Manitoba, Department of Educatlon Professional
Ðevelopment Branch, Sept. fl, 1973) 

"

6^-9ep_artment of Education, Manítoba, . Bul-Ietin, VoI.XI, Non 10 (Winntpeg: Queents Prinüer, ]-973).F
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made by the Professional Development Branch consultants

on the basls of recommendatÍons recelved from the local
school division personnel. Final selectlon of parbicipants

was announced on November 10, L973" Mj.nimum qualifications
for selectlon considered were:

leadership potential or demonstrated skills
- completion of a B.Ao, B.Ed. program

- at least_five years experience as a pro-
fesslonal teacher or administrator

- time available to meet the dernands of thÍstraining progran

- experience or ínterest 1n Organlzation
Development training
cor¡mitment to the improvement of education
through planned professional development

- the confi$ence of most educators fn the
di-vision. /

Twenty-four participants were selected, representing

twenty-one school dlvisions, the Manitoba Teachersr society,
the cathollc Parochial schools of tr{anltoba, and the Depart-

ment of Education"

TRATNING SESSTONS

Tralning meetlngs in Phase I (December 1973 to
october Lg?t+) required thirty days (ereven days of school
plus nineteen days of particfpantss personal time) and were

7c|. Appendix C, p. Z.
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all held ín the Winnipeg area. ALI meetings wÍth the

exception of one were held at St, BenedÍctts Educational

Centre. Workshop hours as agreed to by partlcipants vrere:

8:00 ânrn" - L2:00 noon, 1:10 p,mo 5:3O pnn,, and 7:00

p.m, - 10:00 p.m. daily" All sessions were nlive inn with
costs defrayed by the Department of Education.

(MeeginE #1. Deg" 14 and 15. 197?)

Rational-e

Team bullding was consldered essential to the success

of the trainlng proJect for as A1fred Marrow states: nIn a
group everyone contributes dynanically to the conduct and

attitudes of the othersrn wlth the result that nthe group

makes ì¡p a whole which is more than the sum of its pr"t,", nB

Thls is true, however, only if thts interdependence is
cooperative with membership glving fndtvlduals a sense of
securfty, belongingness and p,r"po"".9 Hence this session

was devoted to indlviduar growth and team buirding actlv-
Ltles.

Goa1s " A tralning program is essentlally na system

8Au""d J.
York: McGraw-Hil1

, 9P"rt,ir,r opo clt., p. 6"
tLon Ls one 1n whlch each menber
suLted to hlm and lntegral to the

FIamow, Makin
Book Compãny,

n (New

optinal organiza-
a role uniquely
of the group" rt

Mana
,
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with goals, a division of labor (trainer-trainee), a tem-

porar sequence, and a definabLe set of training activities
or experiences o c ,nIO It was the intent of the leaders

of the proJect to allow the group to deterr¡ine and establish
1ts own goals, rules and leadershlp. Consequently the
first training meeting was essentlally a goal and direction
settlng session such that the mutual goals of participants
mÍght become forces of cohesion. The theoret,ical base for
thls npart,icipative readingnlr were the two important assu¡np-

tlons underlying Douglas McGregorts Theory T, namely:

The notivation, the potential for development,
the capacity for assuning responsibility, the
readiness to direct behavj.or toward orgañiza-
Ëional goal-s are all present Ín people-. . .

The essential task of management is to arrange
organizatfonal conditions and methods of oper-
ations so that people can achleve their owñ
goals nbestil by direeting trtheir o1¡4n efforts
towards organizational obJectives .rZ -

Group members likewise viewed thÍs session as an

opportunfty to establlsh their own goals to ensure the
posslbiJ-ity that group obJectives courd. be internarlzed

10
Havelock and Havelock, op" cft., p. 5J-.

IT---Jack R. GÍbb, rlDynamÍcs of Leadershi-p, ¡t in
Behavioral_science and the Manage_rjs_Roþ, eds-,'vüil1Íam B,

ana Oron Smit,h
(Log_Angeles : N.T.L. Learning Resourcês"corporation, 1969),p" L33 "

l2tr{.G""go", op. clt.r p. L63"
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by lndividual membe"".13

Transactíons

1. Acquaintance

ParUÍcipants met at p:00 â.mopintroduced them-

selves informally and conversed with each other 1n an

effort to establish relationships, After an hour of init-
ial conversations anong the members, the directors, Dr.

Allan Johnson and Jack Lutes had each member score a nTeam

Development Scale.nl4 Activities of the day followed

lmmediately.

2. Goal Settíng Exercise

The goal setting process took place in three steps:

wlth the ald of guide question"rl5 individuals iden-

tified goals with respect to the training progran;

small groups spent time formulating goals and out-
IlnÍng plans to achieve them;

in a large group sesslonr. members shared their goals

with the intent of testing the validity and approprlate-
ness of each goal for Lnclusion in the plan for the
training progra¡n"

13J".k Fordyce and
errs Handbook of 0r

Raymond Weil, IianaFing with PeErIe
anization Development, Fe€hõlG-

them"!
' L4cf, Appendix D.

I)

2)

3l

15cr. Appendix E.
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By thls process a consensus !,¡as reached on a set of
gou1"16 acceptable for the total groupo

This goal setting exercfse was very time consuming,

for the leaders gave mlnfmal guidelines in asslstlng the
group. Thefr strategy was part of an educationar process

referred to in the Review of the Literature as nlaboratory

educatlon'n thts method was consÍdered appropriate in
assisting the members to create and deverop a group havlng
its own norms conduclve to learning.rT Further it was

intended to faciritate the discovery and development of
processes whereby members would learn from both individual
and group experiences. The actual goal set,tlng process

itself v¡as not unlike that developed in nGrld Trainingnl8
as mentloned ln Chaptet 2.

l. Behavioral Triangle
The group was directed through an exercise. related,

to nThe Behaviorar Triangren for the identification of
extremes of behavlor, conceptualized by Blchard, lrlallen'
as nTough Battler, n nFrlendl,y llelpern and nObJectÍve

16"r. Appendix F,
L7.' {rgyrlg r op. cit. , p. 4o7 " ir n . . Íf laboratory

educatlon ls conducted competeltlyr -and. if the right puopi"attend, it can be a very pöwerfur- éducationaÍ ""pä"i";;;:''-
- 

l$rlake 
and Mouton, BufldinE a Dvnamic Grid orearyL-zation, op. cit.r pp. 62-65._=-----
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Thinker,nlg Given the classificatlon names on1y, lndivid-
uals classifÍed thenselves as belonging to one of three

groups depending upon personal Ídentifícation with behav-

iors conceptualized. Each group engaged in a round table

discusslon of thelr strengths with the result that polariza-

tion developed in the triads. A lecturette, glven by the

di.rectors on the possibility of expanding oners repertoire

of behavior, led to a large group exchange of ideas, The

effectiveness or non-effectiveness of the behaviors exem-

plified by the lüa1len types and possible alternatives became

the subject of serious study and discussion for the total
groupÐ At the end of this activity, a1l group participants

agreed to allow for experimentation in the laboratory set-

ting. Some participants contracted with each other to both

provide and eliclt feedback as to the effect of new behav-

lor practices wlth whlch they proposed, to experiment.20

h, Debrieffng

At various times d,uring the two day sesslon brief

1g^-'Cyril R. Mill and Lawrence C" Porter; eds., ttAn
Expanding Repertgire of Behavior,r? in Rea4inF Bgok fgr
lAþolat_o_Ii_q_q in Human Relations ÏlaininE (Arlînþton, Va. :

Scienc e-, J..giZ) ,
Po L5.

20-.--John L. Wallen, An fntroduction to Interpersonal
&gþtigæ., (paper presentéd
Supervîs:ilon, Oregon, Summer L965) , p. 3 " ttWe must create
a situation in whlch the learnerfs desire to change and
grow is strengthened and his fean of, change is weakened,n
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evaluation or debriefing sessions vùere called for by the

leaders to determine whether the goals and prioritles of
the group were being net; whether the group¡s resources

were belng brought out,i and whether the activities engaged

1n were meaningful to all particÍpants" Brief lectures on

the value of process and feeling-checking served to shed

llght on the dynamics of meeti.ng. To aid in debriefÍng

sesslons members were urged to keep díarles of all sessj.ons.

OJ¡t,coqes

The acquaintance time provided a basis for future
trainlng in communication skills and set the stage for
personal and interpersonal relatÍonship development,

The goal setting exercise, although very tÍme con-

suming, served to provide participants with a clear concep-

tion of one anotherrs goa1s" l{ith a clear referent in
mind, members expressed feerings of achievement at having

established a frame of reference for the training progran,

DebrÍef5.ng sesslons seemed to provide evidence of affilia-
tive feeJ-ings having been gratlfied during this activity
which was intended to Íncrease clarlty as to goals of the
program, This satisfaetion was noü instant for members

experienced uuch difficulty in reaching consensus especially
ín the rarge group. Likewi.se, the non-directive approach2l

2L.--Argyris, op. c1ü.r p. l+11" nThe educator . o e

$g"q ngt-provide the leadershÍ.p o o o o This prod.uces a
i<lnd.of 'lpower vacuumr and a^gieat deal of behavlor whlch,
1n ttme, becomes the basis of-learnÍng.n
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of the leaders, with lack of strÍct time derineations and

procedures, was confusing to most particlpants, 0n1y gradu-

aIly did the members reari.ze that the group had to determine

iüs own leadership, norms and procedures for meeting it,s
goals" Tenslon and anxlety levels were high until this
realization came about 

"

The structured exercise initÍaIly arlowed individ-
uals to become actively Ínvolved wit,hout too high a personal

risk. The polarizatlon that occurred in triads provided

excellent opportunitles for behavior description and feeling
perceptlon checking, Resultant díscussÍons ín the rarge
group provided for the establishment of important group norms

concerning acceptable behavlor" Behavlors which facilitated
or inhiblted involvement were clearly identified,.

DebrÍefing sessions served to deverop an awareness

process. Members became av¡are of the difficulties being
experienced in moving from serf, to smaIl group, to totar
group. These evaluation periods provided oppoftunities for
nelr cognitive learnings. The leaders provided theoretical_
learnings rerated to the experiences being reviewed., along
with invaluable feedback to members concerning their own

behavlor, Time lossesr âs werr as ineffectuar process or
procedure features urere likewlse quickly recognized and

assessed,
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(II) Grou Dynamics
Jan. 2 and 28

Rationale

To build team effectiveness within the large group

1t was Judged useful to first focus on the Í.nterpersonal

relationships of the members utilizing some of the inten-
sive group dynamic processes employed in sensitivit,y train-
1ng" It was hoped thaü this approach would help the group

ildevelop authentic relationships and interpersonal effective-
nesstt22 such that it, might move quickly from ninterpersonal

effectiveness to intragroup effectÍveness, to intergroup

effectfveness . o .1r as proposed 1n the first phases of the

Robert Blake and Jane Mouton nodel.23

$oaþ" The broad .objectÍves of this sessLon were

basically self insight, a better understanding of, and a

personal ahrareness of onets impact on others, as well as a
better understanding of group processes, and. lncreased

sktlL in achieving group effectiv"¡""".24 It was hoped

that an increased av¡areness of onets own feelings and reac-

tions and. those of others would result in changed attitud.es

24Edg"" H. Schein and, I{arren G. Bennis . Personal and
xe Laborat,orv

22^--Gordon Llppitt, VisualizinE Chgnse (Fairfax,
Virginia: i{.T.L. Learning @ion, IgT3r, p.zgg.

2381.t" and Mouton, op. ci.t. ¡ pp . ?6-96.

nizational Chanee ThrouEtr Grou
DSr InC., r p. 36"
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toward self and others, thus allowÍng for the possibilÍty of
íncreased interpersonal competen"".25 This growth was

intended to provide índividuals wÍth ever increasj.ng skílIs
in achieving collaboratj.ve relatlonships with superiors,
peers and subordinates. One mlght say that organizatlon

development was actually seen as a long-run goal to be

achieved by the participants who were to have this group

experience of working together 1n more effectlve relation-
shlps.

Transactions

For the four day period the large group was sub-

divided into two groups. On a half day alternate basis

each group spent time in either Gestalt exercises or inter-
personal encounter for growth experiences in communicatlons

and group processes.

1. Gestalt

In the Gestalt context the resource personnel frora

the Department of Education, Mike Purinton and shann Purin-

ton v{ere of the belief that ttgenuine growth requires that a

person ftrst recognize and acknowledge his present qualitles

25v¿itti*m P. Go1d,en , Jr ,, rrOn Becoming a Trainer,nin lliodern Thepgr-a }lerhod iá G4oúp Tgginine, ãd. WÍl1iam'g, pãry, 1g7ã\, p.5.rr. è o I discovered that personal growth had-to-6e concómi-
!?nt with gloup . c . each group member had to be concerned.flrst of all wÍth lntrapersónaI-and interpersonal relation-
ships before he courd be concerned with gioup phenomena,n
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before he can proceed with his own natural development.n26

Consequently they provided the group members vrith a series

of experiments designed to provide individuals with rraware-

nessn opportunlties to discover more about themselves either

working alone or with others, The exercises were reLated to

the ühree zones of awareness ldentified by John 0. Stevens:

1) Awareness of the outside world . . . actuaL
sensory contact with objects and events in
the Present.

Awareness of the inside world . . " actual
sensory contact with inner events c . . ó

Awareness of fantasy actlvity Ò . . includes
all mental activity beyond present awareness
of on-going experi-ence: all explaining,
imagining, interpreting, gueq¡ing, thinking,
comparing, planning o o e ott6(

Before introducing participants to the phenomena of

experience and perception, the resource personnel saw fit to

have the members undergo total relaxation. To this effect

Jacobts tension relaxation model was utilized. Following

thÍs exercise members were introduced to the Gestalt school

of thought by way of a shorb. lecturette on the tenets of

gestaltists " The belief thaü the whole is greater than the

sum of its parts $tas lLlustrated by the classic irtütter Lyer

2l

3)

26st"rr1"y M. Herman, nA Gestalt Orientation to
Organization Ðevelopment, tr in- Conternporary Organization
Deiel-eBae4l: Conce'ptual'Orien ,

27Johr, 0. Stevens. Awareness: explorine experiment-
inq-experlenclne (Moab, Uúa "
5-6.
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111usion28 and the objectives of the activitfes to folIow
were discussed Ín the llght of thÍs belief, narnely to

heJ-p the individual recognize, develop and experience
his own potency and ability to cope with his organi-
zation world, whatever its present conditj.on . ô .
and to encourage him to dÍscover for himself his ovln
unique wants of that environment and his capacÍty to
influence and Ehape it in ways that get hlm-more- of
what he wants.¿Y

Given thls brief theoretical insight, members freely entered,

lnto the following experiments: nNow I tm awarett of exer-

cise on the levels of awarenessr30 nRorebush Identifica-
tlonrn3l and nüIise pisrn32 perceptlon fantasy Journêïs¡
twenty-fíve questi-ons nWho are you?n exercÍse ln pairs for
the rtre-exploring of ndifferent aspeets of o e . experiêDC-

a)
ingn''',, and finally an experinent 1n artistic self expres-

sion.34 BasÍcal1y all the experiments were designed to
expand the awareness and percept,ion of self to free the per-

son for growtho

28_--Luthans, op. cit., p" 66"

3ost"rr"rr", op. cit,¡ p. B.

32Tbid. , p. r-61.

29H""r"r,r op. cit;, p. TL

3rrbid., p. ig.
33rbid., p. L6g"

3l'*- .- ïbid., p. 2b7. ItBy deepenlng awareness of thecreatlve rprocess, r Ie-can resolvè and-clarÍfy this expres-sion of ourselves. This resoluti-on and cLariîication
releases energyr_and permits us to develop and grow fur-
ther, and we realize that every area of our lives can
beeome a nedfum for growth, creation, and self expression.
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2. Interpersonal Encounter

To help the group acqui-re informatÍon and concepts

relevant to the understanding of group dynamics and to
improve group interpersonal skiIIs, Edith V¡. Seashore,

resource person from t,he National Trainlng Laboratories,

Bethel, Maine, chose to employ inductlve methods whereby

the group studied its own development. The learning exper-

ience sessions were essenti.arry T-group in nature in the

sense that no strueture or agenda was provided except as the
group provided it. rn the educatorts role EdÍth seashore

slmply guided the group to establlsh a clinate that included,

a high leve1 of trust, support and openness of communica-

tion.35 rn her openlng remarks she merely encouraged the
group members to express freely their thoughts and feelings
1n the nhere-and-nowtt situation. Thus the group was suddenly

left to tts own resources responsible for creating its own

learning opportunÍtles" The learning began immed.iately with
this opportunity to study the reactions to this unforeseen

situatlon" confronted with the unexpected, members focused,

their learning efforts mainly on the communi.cation process.

Through indlvldual and interpersonal reaction to the situa-
tÍon, opportunities were provided for active ristening,

35.
educatorls role o . . c As òne member ofwill stri.ve sincerely and openly to helpture that can lead to increàsed- authentic
and lnterpersonal competencê.tr

. . a T-group
the T-group, he
establish a cul-
relationships
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sharlng of feelings¡ feedback, confrontation and dealÍng

with personal agendas. concomitant with this focus was the

development of an atrnosphere whlch allowed for personal

risk taklng and openness. rn this freeing atmosphere mem-

bers lndfvidually experimented with their own behavior,

This created for each group and each member a series of
unique emotlonal and lntellectual experiences, The unique

naüure of these non-strr¡ctured opportunities makes it
impossibre to describe the details of the work sessions in
each of the groups. rt is important to note, however, that
the experiences did 1n effect, revolve about conmon issues.

The developnent of the group climate, the resolution of the
dtfficultles encountered in the acceptance of the differ-
ences 1n indlviduar memberst needs, and the complexity of
the com¡runication and group processes were experienced and

deart with in both groups, Rerated practise sessions in
verbal and non-verbal communications were provided.

rn order to optimize rearnfngs and understand the
group experiencese theory nperiodsrr were herd on topÍcs
such as: the emotlonar factors involved in the formation
of a new group, the dlfferent styles of emotional expression,
the quarity of effective feedback, strategies of confrict
and collaboration and defensive behavior with coping

responses to emotional issues. Members were llkewise
direcbed to readlng nnateriars on rerated topics, As a

further aid to the deflnlng of experiences, members were
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advlsed to formulate the happenings in formal Jottings in
their diaries,

The final session was devoted to a learning exercise

in dyads called ItA Program for Career Development.rf Essen-

tially ft was a sharing of work history and ltcareer

desiresn36 "rd an evaluation of personal resources for the

purpose of establ-ishlng mutual consultation agreements,

Outcomes

The exploratlon of awareness 1n t,he Gestalt sessions

provlded lndlviduals with opportunities for simprifying and

clarifying personal positions by helping them to get in
touch with the reality of the moment. The degree of devel-

opment of this fuII awareness necessarlly varied for every

individual. Participants did seem to agree, however, that
all had a nneed to improve our capacity to become aware of
core issues rather than symptoms"nST The d,egree of openness

seemed to indicate the individuarrs personal comfort with
self and others, 

'

The group experience contributed to the development

i6- Robert B. Morton, The OrEanization Delelopment
Laboratorv (Sacramento, cáfÃ'fs'ffiG, 'rnc,, 

Lg6g) . 
-----

37Hu"*rl, op. c1t. r p. 69.
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of strong group cohesiveness.3S Group climate developed

ln a positive direction such that the quality of inter-
personal communícation improved markedly. There were

strong evidences of trust formation, effectÍve feedback,

openness, inter-dependence, reality testing, conflict
resolution and group standards, Ìilembers, in general,

indicated a high degree of personal investment to the

grouprs goals as well as an acceptance of differing leve1s

of commitment on the part of others. In general the T-

group training was viewed as basic training for the l-ater

workshops. It was viewed by the group as an effective
method of dealing with personal needs and relabionship

problens before moving on to resolutÍon of ühe organiza-

tionls needs"

The Career Resunrá activity allowed, for personal

contracting for growth goals"

( IIIJ SvneåEtsgic Dec!¡åon-Mak:inE Process
(Meettng fl, February lJ and 16, Iyll+)

Ratlonale

The inprovement of the decisfon-making was viewed

as an f-mportant fact,orl9 1n aiding the group to become more

38- Marrow, op. elt., p. 55. nTo be cohesive--this is
the characterisú1c'vita1 úo-the existence of any group. ft
distlngulshes the creative group"n

39^lt1"r, Johnson, Oreanizatlonal Cltmate : An-Ess-ential
(cont td)
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synergistlc. It was realized that 1n making decisions the

group would in effect be committing their organization to
some course of action either positive or negative; hence,

the development of abllities to make effective management

decisions was consLdered f.mperative.

The synerglstf-c or group consensus declslon-naklng

model was Judged to be the forrn most sultable for providlng
lnsight lnto the decisÍon-maklng process because of its
focus on the ttinterpersonaL as welr as the problem-solving

factors in arrivlng at effectlve decislons,u40, 41 The

quantlty and flow of information to any decislon-maklng

group frequently depends on the interpersonal relationships
between people" Therefore Lt was deemed. usefuL to use a

decfsfon-making experience mod,el that would nstress as

principres for lnproving decÍsion-making lnterpersonal
factors such as:

9oncept (I,{innipeg, Manitoba: Professional Development
Bralch, Department of Education, L}ZL), p. L8" frCommuni-
cation and decision-making are iital- eiements in fulfirl-
lTg ana lntegratlrg-the two basic purposes of an organiza-tÍon c . " task-âchievement and neèds-satisfaction I . . on

À0' J. Clayton PatrÍck M. Eady and John M"Elmers, Man
Lafferty,

Desert Sur yel-Broþres (Plymouth,
Mlchlgan: E;f,.M; catlons, rP. a

&lIbid.., p. 18, - rrlvithou!,_ interpersonal support
ar.no-ng team members rationar p_roblem-soiving becomôè splitwit'h.cornpetitiveness e e . ,-üIlthout a ratlonar probläm-
solving process the supportf-ve clfunate breaks down becauseof lack of dlrectlono I'rustration and fndecisiveness.n
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r?Genuíneness, n or authenticitT, which
involves acceptlng others without threat
and beÍng receptlve to their ideas and
beliefs.
nDescriptlve non-evaluative feedbackrn a
process by whlch one tells others what
effect he perceives a behavioral act is
having on the group, wÍthout, expressing å
value Judgnnent of that behavior.

Increased nsensitivitynby the executive
to the effect that his own behavior has
on the other people 1n the groupo

nAn unemotional, rational responSen to
and acceptancçrof the emotions of others
1n the group.'

' Transactions

Instrumentations chosen for the learning experience

fncluded: nThe Desert Survlval Problem ,nl+3 which provÍded

the three essentlals necessary to any good Learning sftua-
tion, L,e", rtnevr skiLls o c . opportunity to put these o . c

in actlon d ô " and feedback as to the results of the

actions taken ., , .bl+ and a graphic model of awareness

interpersonal relatlons, nThe Johari lfindowrn developed

Joseph Luft.45

42Robutt Go Orvens¡. OrEanizational Behavj-of in Schools
(Englewood Cliffs, N.J, .'P

&3l"ff""ty et âI, op, cit. r pp, l-lO.
4&Ch*"I"s G. Kepner and Benjamin B. Tregoe, trDevel-

oping Decision-Ilakersrrr in socÍal rnterventÍon-A Behavioral
Fcieñce 4pprgach, eds" Harv
lunker, S" Vüárner Burke, Marion Gindes and Roy J. Lewickf
(Nery ïork: The Free Press, Co111er-Macmillan Limited, 19ZI),p. 1,2l+.

&5Joseph Luft, 0f Human Interactign (Palo AIto, CaI,:
lüatLonal Presã Books; ffi

I,

2n

3.

l+.

Ín

by
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l-. Desert Survival Problem

The trProblemn luas self explanatory. Essentj-alIy it
was a símulatl-on exercise wherein lndlviduals were expected

to make survLval declsions" Uslng it as a reference point,

participants lndividually and then ln üeams worked to ratj.onal

solution of the problem, using a systematic problen-solving

method like unto that proposed by CarI G""go"y.46 Aspects

of individual and group behavior were explored using video

tape recordfngs of performances 1n terms of leadership task

functions such as: inÍtÍatÍng, information or opinion,

seeking and glving, clarlfying, summarizing, consensus

testÍng, and leadership maintenance functlons, namely encour-

aglng, harmonizing, compromislng, gate-keeping and expressing

group feelings.W
Data from the partlcipants I own experiences and a

so-called rexpert ranklng"4S allowed for the computation of

average individual and. tean scores as a measure of the team

vsn individual effectiveness ln decislon-makÍng.49 Further,

1"6' Carl Gregory,
Scientiflc Problem-Solv oronto: Gravs-

¡ lflco¡

47Go"do., L. Lippitt and Edith.i{" Seashore, The
lee{ef l,gqks at Grogp Effectivenesg (ltlashlngton, -DF. 

:i), p' r, '
48r"ff""ty et âr, op. cit., p" 12.
49rbid., p. r" nEighty-three percent of the teams

score þetter on the Problem than the average lndlvidual
and ?5/'score betten than the best indivídüaI on the üeam.n
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to this scoring a sunmary analysis of ltFactors Influencing

Effectiveness ln Decísion-Makilgrrf50 *r" made" Factors

examined were talk, status, lnfluence and knowledge. Pro-

cess observers, using observation guidesr5l were excelLent

feedback sources for t,hls actívity"

2. Johari !{lndow

After a brief lecturette on the theoretical implica-

tlons and uses of this model, parüicipants were asked to

take part in a written exercise as part of a seLf discovery

process" Members were encouraged to ltnote o o . on cards

those of their motLves and characteristics which up to this
point they consciously try to hide from their felIows.n52

Participants rejected this invltation and chose instead to
enter l-nto a lengthy discussion of group norms and criteria
of group maturity. The resource personnel, Dr. Allan

Johnson and Jack Lutes, conducted this session and provided

participants with much pertinent reading naterial at the

end of the exercise,

Outcomes

The declslon-maklng exercise presented an occaslon

5oMorton¡ op" citu
51.f. Appendix G i, il, iil, iv, v"
5¿Lufr, op. cÍt"
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for an intense experience in group p"oa"".r53 monitoring

and effective feedback.54 Practice ln skills of dlagnosis

or sltuation analysis, obJectf-ve setting, explorati.on of

alternatives and choosing of solutlons was part of the

problem-solving sequenee "

As members rejected the ldea of using the ttJohari

Windowrt self reference fnstrument, the input was of theoret-
ical value only.

Discussion of grouprs norms served to identify and

assess the effects of the norms establlshed thus far in
the group. Likewise, the consideratíon of criteria for
growth permitted the group to begin to measure its effec;

tiveness and maturfty.

ess Problem-Sol-vin - TechnL
Meetin March 7 and L97 t+

Rationale

As the group vras Ln a process ¡'¡herein goals and

53_- - Dee G. Appley, T-Groups and Therapy Groups in a
ChanEins Society_ l3an- Ér rs,
ffi1l5. ttThe role of proäess should. become
a ski1l which can be practiced much of the tÍme in the
natural situation of the group interactlon.rt

l4*"* O. Goodson and i{arren 0. Hagstrom, ttUsing
Teams of Change Agents,rr in Oreanization-and Dèvelopmõnt
in Schools, eðs" ñichai.d A.
(Palo_A1to, CaLifornia: Natlonal- Press Books, L}TL) I p" l.6j"
cf. n0rlterla for Effective Feedback.rt
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obJectives were being constantly dlscovered it was con-

sidered valuable at thf,s point 1n time to evaluate prograÍl

design to determine lf goals were being met o .4, needs

assessment, formative ln nature, vras deemed necessary

reality testing for the maintenance of balance anong goals"

Consequently, the group decíded to devote a conslderable

amount of tlme to ndlvergent ühinklngn conceptualizing and

syntheslzlng patterns of thought and 
^"p7s^n55 

through

problem-solving and synergistic procedures.

1. Force Field Analysis

The group was first involved in a brief theory
session on the t,echniques of ttForce Field Analysfsn56 

"nd
then proceeded into an exercise deslgned to diagnose all
causal factors in a probJ,em-solving sequenceo Mro Brian

Tnrmp, a consultant of !ùinnipeg SchooL Division 11, guided,

the group through the four baslc steps of this sequence:

a) Idegtificatlon of Needs - An open ended problem

Harol-d T. _ Shaf er, þ¡UASupervísors and Curricuiu 'supervlslon and Cur-
riculum DeveJ.opment , NEA , L)6f ), p. 25 ,

56Rodrr"y W, Napier and Matti K. Gershenfeld, Groups:
ILeorr +¿ gxpgriencq (Boston: Houghton Mifflln co'. rTs .25.rrrhe primary aim of this exercise is to give the participant
access to more data and aLternatlves and a gfeatei avrarenessof thelr posslble lnrplications in terus of Iater conse-
quences.n



57

statement: rrAt this time I feel the needs of
our group are o o on üras topic open for discusgion,

fndividuals flrst reflected and listed three or

four priorlty needs that they consldered to be of
importance to the group and then shared their
lists in dyads and groups of four ln an effort, to
come to group 

"or,""orr"57 about the priority cor-
cerns of the group"

Egtablishlne a Common Gg+I - The process was

repeated ín the total- group such that one list
for aLl was agreed orr,58

Identificatlon of Helps and Hindrances - Having

reached agreement on a priority list of needs,

members brain-stormed in an effort to identify
ndriving and. restraining forc""n59 impinging upon

the conditions necessary to fulfillment of these

needs" The group concentrated its efforts on the

restraining forces, defined then clearly and drew

up a priorlty list
Action - Specific proposals for actton to over-

57 

"f . Appendix H: ttDefinition of Consensus and,Guldelines for Achieving Consensus.rt

58.f . Appendix I: trNeeds of Our Group. n

59U.p1"" 
and. Gershenfeldr op. clt. r pp. ZZ?-ZZL.

b)

c)

d)
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come negative forces vtere drawn up and acted upon,

, As a result of thls problem-solvlng sequence,

members engaged in:
(i) a long debrleflng session with resource

personneL for a deeper underetanding of

type of Leadership belng employed ln
sessions and the developmental sequence

almed at.
(fi) a study dÍscussion on leadership skills

and proJected progran design to acquÍre

some of these sk1lIs.60
(fff) study of baslc steps in an intervention

design.

(iv) activity for designing self awareness

and value deterr¡ining instrrrments.

2. Intervention Design Theory Presentation

A brlef period of time was devoted to a theoretical
presentatÍon by Dr' Allan Johnson on interventfon theory,
He lnvited total group exchange on the following topics:
1) good consultant crient rerationships and climate set-
ting; 2) the valuing process including goal setting, data

gathering and articulation of needs as problem statements;

60.f. AppendÍx I li for list of skilLs discussed"
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3) fdentificatlon of al-ternatLve solutions and analysfs

thereof ln terms of possible consequences; {r) choice of
solution strategies; 5l lmplementatlon of lnnovatlons and

final}y evaluation and revision"

3 " Designing self Awarenegs Instmments

Participants were divlded Ínto five groups for an

lnstrument designing session" Each group first designed a

self avÍareness instrument that they judged nigþt be useful

in self-assessment inventory. They then admlnistered it
to the other groups for feedback and critique as tb its
format and effectiveness. ïn general, scoring items dealt
wlth personal values, strengths, weaknesses, avüareness of
preJudices and biases and relationshlps with others"

b. Needs Assessment Model

Idella J. Moss, CrrrrÍcu1um Speeialist and Needs

Assessment CoordÍnator for the Schoo1 Board of Sarasota

County, Florida, introduced for examlnation a system pro-

cess model for needs assessment d,eveloped by Roger A.

Kaufman.6l A descrlptlon of the system process lncluded

a detailed explanatlon of sfx reLated functlons or parts:

61
, Roger A. Kaufman, ttA Possible Integrative Modelfor the systematic and Measurable Improvement of Educationrn

rpt. Americgr_Psvcholosist (San Dlegó: Graduate Schoo1 of
Human Behavior, Uqriled ftáües Internatlonal University,
Ivf,axch I97L) , pi. 250-256.
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1. Identify problem (based on documental
needs ) .

2" Determine solution requlrements and solu-
tion alternatives.

3" Select strategies and too1s.

l+" Implement.

5. Determine perfornrance effectlveness,

6. Revlse as require d.62

After a brief expose to the model, Idella Moss

lndicated how it had been app1ted63 to a needs assessment

process in Sarasota county with steps as follows:
(a) goal development;

(U) goal validation;
(c) goal rankÍng: (1) süudents; (2) professional

staff t l3l citizens;
(d) translation of goals into performance

standard.s;

(e) validation of performance standards;

(f) transLation of output standards by school
Ievel;

(S) coordÍnation of output standards from other
curriculum development and state accreditatLon
srandards;

(h) program costing and aseessment;

62__--Kaufman, op. cit.r p. 25[.

63ïU"rL* ,. Moss, Rçviel! o{ thp Nes¡Ss-Assessment,
fn Sarasota Coqrrtlr_, Memora
@r Board of sarasota counrr) Áu65u"i eB,
L973¡ po 5" cf, Appendlx J.
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(i) approximate pupil discrepancy analysis;
(j) prelimlnary pupil dlscrepancy reporb;

(k) preliminary buflget development to meet
discrepancies. e4

The entire workshop htas lect,ure orientat,ed with
the maJor porüíon of the descrÍ.ptfon referring to detailed
procedures following in the goal setting stages of the
project.

Outcomes

The Force Field Analysis actÍvlty provided partici-
pants wÍth exposure to a usefur technique to facÍlitate a

problem-solvlng sequence, Increased pafüiclpation and

involvement helped to uncover many issues. The group

recognized and dealt with the issue of some partícipants r

dissatlsfaction with the lack of structure in the program

design. As hidden Ínterests surfaced, members assumed a

process of Joint dlagnosis i.n assessing needs, redefining
and crarifying goars. Not all the goals of the activlty
were nnet wlth, for although parüicipants were actÍveLy
invorved in discussing l-eadership skilrs and generating

alternatlves for a proJected program design, they were

rather inept at choosing solutions. Thls seemed to indicat,e
only slight lntegratlon of skllls had occurred, some members

6l}_.-'Ide11a J. Moss, Memorandu4 (F1orlda: The School
Board of Sarasota.County; Feb. Lylh), nimeographed paper.
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continued to experience and express dlssatisfaction and

could only agree to a temporary accord whereby they acceded

Ëo support a plan of activities scheduled for work sessions

1n April and May. '

The fntervention theory session vùas particularJ-y

informative as to the levels of interventlon in any activity,
i.eo, intrapsychlc, Ínterpersonal and group process level-s,

tfkewise valuable fnformatlon was provided with regard to
the Íntervention tasks of naking diagnostÍc inventory,
promoting the generatlon of aIüernatlves, choice of solu-
tions and internalizatlon. In spite of the excellence of
the material provided, participants were in general very

dissatisfied with the dynamics of this work period, There

was a low level of interaction among participants, much

tlne loss and very little personal investment.

Parbicipants displayed more interest in the instru-
ment designing session. rnstruments buÍIt, by each group

for the purpose of seLf r"""."rent were severeLy crltlqued
by the other groups, [Infortunatery there was no innedÍate
nodlflcatlon or redeslgn of the instnrments.65 The failure
to do so may have occurred as a resurt of severe crittquing

65Roburt Glaser and Wiltiam M. Coo1ey, nïnstrumenta-
tion for Teachlng and Instn¡ctfonal Managemeäú,n in Second
Handbook of &eseerch on Tegg[!4g, ed. Roõert M" 'il. Travers

uriirring óon'p.ny; fiTiil-p .|iT "nrþ" design of instrumentatiõn involves ; . .-tryóut, ãvári- -'atlon and redgsign- in order to determlne that thä príncÍpresof learning whlch have been lncorporated in the inåtrumeñtationygrk app-ropllately in the spectfiõ imprenentation or applica-ùion at hand. -
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and a degree of defenslveness present 1n the group at this
time, There were strong evidences of a competltive element

prevailing in the practicum part of thís session.

The Sarasota Needs Assessment process model work-

shop provided fnvaluable insight into procedures for con-

ducting systems wide goal- setting activities" Members were,

however, disappointed that the final steps in the process

were not discussed in detail. Total dependence on the lecture
nebhod of presentation did little to raise the energy and

lnterest levels of participants"

(V) Intervengign Strategies
(Meetine #5" April lr. 5 and 6. l97l+)

Rationale

The task of translating program concepts intottusable formfl actually requir:es both geneializa-
tion (from specific tiaining experienões) andspecification (back home applicatigg from thetrainÍng program generalizations ) .oo

The major intent of this sesslon vras to help participants
internalize rearnlngs reLated to intervention activlties
thus rendering them capabre of back home application of
skilIs" To thls effect, the use of einuration exerclses

îras¡ considered both desirable'and expedÍent"67

67ch"rl""
Fort1and, Oregon:
L97O, in Havelock

6óH"lr"Iock and Havelockr op" clt., p. 53"

9" Jytg, nGeneralizations abouü Trainingrrt
Northwest. Regional Educational Laboratory..
and Havelocko opn cit"r p, jZ: (contrd)-
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ïf an intervention 1s to be considered a |tstrategic

and pranned actionrtt68 it ls useful and at tlmes irnperative

that special- attention be given lntervention technoLogy as

appLicable not only to the díagnostic stage but to all sub-

sequent steps Ín a problern-solving sequenceo This technology

both ltchanging and experimentaln69 requires that tine be

devoted to the exploration and deveJ.opment of new techniques

nindful of John Selleres view that:
The future of organizational development depends
upo-n the- creatfve application of new knowledge
rather than on a haphazard and blind commitment
t,o the techniques as ends rather than as mgans
üo lncreased órganfzatlonal effectiveness.TO

Tranqactions

'As the primary focus of this sesslon was on the

building of entry and diagnostic skills in interventlons,
the program for this workshop included a long practicum

session on entry procedures utilizing nole-playing and

process observation techniques and two real consultant- role
..

activities,

ttrhe more simllar the conditions of the training setting tothe back home. settingr thg more I1ke1y will be ãhe appllca-tlon of new skirls and orientations bãck home. This'is amajgr-rationale for the use of símuration techniques in
trai.ning.

ization D

68ronr, 
o " P:i*"ff nSociotechnical, Systemsrn in Ofgen-

echnolòey, eðs.
argu lês Newton

ok Company,
9rbid.

a tNew rork:
26h.Hfll Bo

Torbid.

t: Va1ues. Processffi
Inc. ) , LyTZr p. 2

at{-
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I, Simulation Exercises

For the role-playing activities the total group was

divided fnto two groups, each of which was further divided
Lnto groups of ftclÍentsfr and trconsurtantsorf lrrhile one group

enacted roles on a problem situation, the other became

process observers for a critique session. Problems si.tua-
tlons were descrlbed as follows:

SLtuatlon 1: Consultants receive a phone call from a
principal requesting help in introducing a

multi agett class system in his school. In-
service time is available.

sltuation 2: consurtants are asked to intervene in a

sLtuatlon where a schedule of events for a

long term Professional Developnent program

is to affect the thirty-three members of
the locaL Principals I Association, seven of
whom are adverse to rtsensitivity training.n
A planning committee fs already conmitted

to a three-day program and would appreciate
help in:

1) getting the group to sanction the

agenda of üraining events;

2) determlning whether or not attendance

will be voluntary.

3't determining who will defray costs (fiZz

per day), i.e., the indfvidual or the

Division,
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rnstructlons for these activities were sinply that partici-
pants should role-plaT the fLrst stages in any intervention,
namely 1) initial contact and 2) contract settlng, and that
they should clearly d,erineate the principres conditlonlng
consultant behavior duríng these stages, Thls they were to
do whÍre keeping in rnind the prfunary tasks of any interven-
tion, inê. e

1) üo trelp generate valid and useful infonnatíon;
2l to create conditlons in which clfents could make

informed and free chofces;

3) to help clients develop an internal commltr¡ent,

to their choice,

2. Consultant ActivltÍes

A group member requested feedback from the total
group on a two-day symposium design. The object of the

activÍty was to criticize the first draft of the program

design and to offer materiar that would improve it. The

crientts ¡nanner in presenting the materlar prevented a

contnact from belng established and ln effect this workshop

perlod turned into an exerclse on conflict resolution. \

The second consurtant activlty involved six members

who volunteered to help a participant draw up a progran for
a three-day in-service" The first step in the exercise was

a rlbrain stormlngtt sessÍon for the generation of ideas.

Evaluation of alterrratives was followed by cholce of ectiviti.es
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and formulation of a program deslgn.

Participants who chose not to
this exercise dld not pursue any other

become involved in
actf.vity"

Outcomes

The learnings that ensued from the role-playing
activities were multiple. In the flrst actÍvity members

learned through üheir own error how ímportant it was in
the first step of any intervention to seek the assurance

that npranned changer? would indeed be wercomed, and secondly

that consultant u"".ri"u" were desired by all members of the

client group. Resistance met with and subsequent conse-

quences 1n the simulation exercise demonstrated that such

feedback was crucial at this point of entry and that con-

sultants must enter into the unity of a group for only a
nstrong creative relationship can carry a change progra¡n

through the most dlfficr¡lt obstacles.nTl Unfortunately

the consultants took for granted that their services were

desfred by aLL72 and tried to move t,oo quickly to a con-

tracting stage" They proved ineffectlve Ín establtshing a

7rH"rn"lo.k, op. cit,, p. h:'.

72Ron"1d Lippit,t, in Havelockr op. cit,., p. 59"lrAn eagerness-by one sub-group to chaúge-may noú be âueto readiness for change for other sub-groupà or of thetoËaI group or organizatlon . e " oÌ
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relaxed rapportT3 and consequently ft became almost lmpos-

sible for clear statements as to expectatlons and competen-

cies to be made. Misunderstandings were multiple as they

attempted to retrieve information and rrtest the author-

itiesf willingness to carry introductory discussions of a

potentiaL programn7b 
"o 

others 1n the cllent system. As a

result, ILttle go.f prlority lnfornatlon was forthcoming

from the clients. Important situational factors such as

interest, time and money were but superfieially consldered'

such that the client system could not understand the aim of
the intervention nor frnegotiate an understanding about the

kind and degree of effort which must be put forth in the

collabor"¡io¡,n?5 At the close of both exercÍses no con-

tract had, been made. A debriefing of the exercise indicated

the importance of clinate setting lest energy be dissipated

resoLving co¡nmuni.catlons problems. Consequently participants
revlewed the princfples of, and practÍce engaged anew in:
paraphraslng, behavioral and feeling description, perception

73_'-Partinr op, clt., pn 6. ttO.D. theorists have data
wþich-suggest that opennegs, trust and acceptance have posi-
tlve lnfl-uences on the way thlngs are done,lr

74Br.n** 
schmuck, Jane Arends

g Consultation in Oreanizatj"on
and Richard Arends,
Development for Par-
niversi.ty o

Gn Schein, lrocess Consultatlon: fts Role
uevelopnent (Heading, Massachusetts : Addison-

75ndg*"
lzation

onpany, 19691, pl'6b.
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checking and fftransactíonal communÍc.¿1ontt76 with its
lnherent opportunities for feed.back"77

In the second slmulation exêrcise, members were

lnltially more successful. The work climate established

was such that clients and consultants moved very quickly

to an identification of goals, There was good clarifica-
tion as to situational factors, êog., number of members in
the principalsr association; number of committee members;

role of cornmittee and chairr¡an; length of program pro-

posed,;?8 topi"al interests of client system and fÍnance

fee, ïn other words the strategy desf.gn for the diagnosis

of the current situatíon made excellent provision for a

systematic look at the

6Ri"h""d A. Schmuck, Plrilip J. Runke1, Steven L
saturenr-Rgnald R. Marterr and c, B-. Derr, Haná.book of Organ-
tzationar Development in schoors (Oregon irlational press,
19721 , p. 3l+, ltTransactÍona1 cornmunlcation is a recipro-cal process; each participant initiates messages and eãch
attempts t,o understand the other. . . e each individual
lnvolved can be designated as source or receiver only ,
temporarlly... o orl

?7--.. . fbid. , p. _35 , :t " o o error-correct,ing process in
which information about the output of a system ls- returned.
as input so that the system can control its own performances.tl

78Ibid., p" ll. ftThe consultant should. be certainto note that thg_ improvement of these processes through o.Do
consurtation will take time. Recent evidence (vùyant r-Lg7t+)
lndlcates, for examplg, that less than 25 hours ôf tiainingtn communi.catlon skiLrs and problem-sorving can have long -run detnimentaL effects "n



7O

client as a system o o u as a number of people and,groups who are lnterrelated and at least- paitty
independent, trying,.,to work together to aðhievä
some common goal-s"rT

As clients eirtered into the contractual stage there was

¡oirit und,erstandlng and specificlty as to objectives of a

program and nature of a long term agreement. Unfortunately
however the unsklLled consurtants became overly specific
in explorfng and establishing contractual conditions to the
polnt where apprehension and susplcion set up conmunication

blocks. Debrlefing of this sessLon centered around the word.s

of a client nember: nr wouldnrt hÍre them. They didnft hear
what we were sayÍng o e . .tt Learnings incLuded the value a

consultant must place on listening to clients completely as

they voice expectations and concerns and the extreme impor-
tance of skill in handring confrict situations rest the
discord have a disnrptive effect on alr members of a group

such that people are forced to choose between opposing forces.
Opportunities for practising the skilrs in managing

conflict were provided in the fj.rst consultant activity.
The participant who requested consultanÈ feedback on a
symposfu¡a program was percei.ved as using a rrsares pitchil
approach, glving the lmpression that he was justifying his
position rather than requestfng herp" Group resistance
resulted in an open confrontation situation. Eight or more

?9H.rr"lock, op" cit. r p. 66.
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persons commented on the impact the clientrs words, actions

and manner of feedback had on them. The comfort level Ín
deallng with this sltuation varied from ¡noderate to low.
Debrlefing followed and instnrction was glven ín the three
conflict nanagement modes as outlined by C. B. Derr: ilco1-

laborative, bargaining and power-pray.n80 The advantages

and dlsadvantages of each approach ¡vere consldered in the
bellef that rf. . o the manager must conslder coLlaboration,
bargaining and power as strategies to be used, situationarJ-y
for effective confllct management,,,8l The situation at hand.

was anaryzed in the light of the coLlaborative approach.S2

The quality of feedback and organizational- climate was assessed.

The design actlvity r,ras a learning opportunity for
members to practlse skirls in considering lrMajor Deslgn

Paranetersn:

zat,fonal Co

uate
pp. l+-5.

81ïbid,., p" 35,
82

rbid." r p. 2. _ncolraboration Ís the most prefe*edstrategy for the good of the enterprise because: '
1. +t, pronotes authentic interpersonal relations;2. it is a creative force for innovation and impíove-

nent;
?. it enhances feedback and information flow; and4. 1t has a ray of aneriorating the climate ór-ir,eorganization so that there ls more openness, trust,risk-taking and good feelings of int'egrity.fi
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1. The contract.

?. The J"ength and tlmÍng of the event.

3, The locatÍon and physlcal facilities,
4" The- famillarity of participants with
. each other.

5. The training experi.ence of the part,icipants.
6, The availabillty of qualified staff.
7 " The nuurber of participants 

"

8. Access to materials and other aids.
g. The opportunity for follow-through.83

Participants succeeded in drawing up a desfgn for a two-

day trafning event.

Rationale

connitted to learner goals, under good leadership,
school staffs shoul-d be capable of drawing,'.up prograns and

desf gns that wirr fulffl-l these goals. No mod,el, program

or project 1s nonetheress of great value unless it is put

through some process of evaruation" Assessment, formative
or su¡runå.tive 1n nature, is required for nscreening data

8¡' J . Vlilliam Pfeiffer and John C " Jones, tiDesign
Considerations ln Laboratory Educat,ion, rf in-ifrã'foii

Tag111$,a!gfs 
- 

( Iowa@owa :

(VI ) Evaluation

)r'P" f77"
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through values as a basis for planning of currÍculum and

Ínstruction.tt84 Objectl-ves, lnstructÍon and evaluation

programs must be mutually consistent if goals are to be

met. Consequently a workshop on evaluation can be viewed

as a necessary and natural sequeJ- to a riNeeds Assessmentrt

workshop, skÍlIs are required not only to nanalyze conte>ct

. .' state purposes o . . plan engagements o ., âttd provide

opportunitles for engagenrent o ô " .n85 uut also to retrleve
trfeedback information therefrof,r,, as a basis for making

choÍces, for such is the major function of evaluation in
systernatic curriculum building.86 A study of the basic

characterLstics of evaluatÍon activities seems approprlate
to any leader 1n educatlon who hopes to guide future edu-

catLonal progra¡[s.

TTans.actions

The in¡nediate goals of the workshop were to: I)
learn more about the theory of evaruatlon and the use of

8r'Arbhur J. Lewis, sion for ved ïnst
.t,lon (Be1mont, California : Ëdswortg;!!ll \.Dsr¡¡¡t-llll,e v;t¿II 9rn¿A; uvAqSWOft,n fUDJ-ISnJ.ng UOmpany,Ï1.. , -L972), p" 85. ]tTo_provide an adequate [uide'foi.'rnc. t -LYl4l t P" ö), _"'Io_provlcte an adequate guide forplanning, evaruatÍon shouLd lncrude data -on thõ effective-
ness of the pro_cess of 

- 
provÍding educational engagements

as weLL as on the quallty of tt¡e product.rt

85*. .--Ibid., p" 93"

86_- .Ibid. 1l . " . â
provide for an evaluation
varlous products.n

comprehensive evaluatlon shouLdof the process as well as these
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the varlous evaluation techniques; and 2l to galn experience

tn applying these technlques" Activitíes desÍgned for thls
purpose included:

(1) Use of a nTerm Famlllarity LÍstrt and a rConfid,ence in
Evaluatj.on scarettST to determine the knowredge r-ever- of
partlclpants 1n tho area of evaluatlon and attítud,es to
game.

(21 Presentation of a lecturette on the theory of evalua-

tion and the roles of the evaluator"
(3 ) Descrlption of a sample mod,er of evaluation proposed by

Robert stake88 for colrecting Judgments of quality and

appropriateness of goals.

,(4) PractLce exercise whereln participants in groups of L-5

prepared and adninistered curriculum units accordlng

to t'he stake moder with wrltten tabulations of nrnter-

ests, Transactions and Outcomes.n89

(5) Critique and debriefing sessions related to (4).
(6) Lecturette on the difftcurties encountered, in statlng

obJectives, measuring outcomes, and the role of infer-
ential statlstfcs and standardized tests ln measu"erent.9O

87"r" 
Appendices K, L, M"

88Sa"t*r op, cit., pp" {;}3-|,t+O.

89rbld., cf. Appendices N i, ii, iLi"
90,if. Appendlces o, pe e, R.
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nl Practice exercises for integration of learnlngs pro-

vided 1n lecturette (6),

(8) AdmlnistratÍon of a nposttr test in nTerm Farnlllarity
List . n

Outcomes

Va1uable informatlon sessions vüere provided 1n thls
workshop. Dr. Thomas Maguire, Universlty of Alberta,

presented a comprehensive review of the nstate of t,he artr
of evaluatlon theory and methodology, including excellent

descriptions of three nain klnds of models of evaluation i

nneo-TylerÍan c . .n with nfocus on the learning process and

the sequence of obJecüíves necessary for achievement o . . in
'nthe eclectic . e .n with nfocus on the collection of data

both to answer and, to raise questlons . . . i* and tradmlnis-

tratlve models, llke Stufflebeamts c e . tied to the collec-
tion of information for particular decisions.ngl

PractÍce exercises provÍded opportunities for inte-
grating learning and reinforclng sk1Ils. The letsurely
pace of work alrowed ampre time for group maintenance. The

nature of these activlties facilitated team building, com-

munication and, inter- and, intra-personar interactlon" De-

briefing and critiqulng were most arduous.

91D, A. MacKay and T, o. Maguige, Evaluatíon of
. 
(tà:"*", iluñan Résffirr
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Group members were most satlsfied with the practical
nature of an almost ovenphelming volume of resource mate-

rÍals offered to them" Taxonomies of obJectives, sample

models of evaluation, multlple criterion measures, report

cards, survey forrnso standardízed tests, scale and lnventory

forms Ì{ere provided and studied.

nsactíona Analvsis and 0r
eveJ-o tor es

Ratlofrale

Interpersonal behaviors essenti-a3.ly determlne the

effectiveness and satisfaction of ourselves and our organi-
zations. Consequently special attention must be given to
the systernatlc clarification of roles indlviduals assume in
their relations with others.92 Thls workshop was designed

to provide partlcipants with an opportunity to further
exprore and examine their modes of behavior such that they
might becone more arvare of their potentiar effectiveness

and plan for its achievement. consultative contracting,

92"- Kenneth D. Benne and PauI Sheats, nFunctional
Roles of Group M-embers r 

rt 
_in Group Developmént, ed. Lel_and

| :.PT.dford^ ('f{ashlngton : Nat@oratories,
1961)r p.-52. r. . . at the leve1 of groüp funct,ionlng,
member roleso relevant to grgup growth-and,-accomplishmãát,
must be clearly.distingulshed frõm the use of thä group
environment, by-indlvlduals !g satisfy Índividual aña groupirrelevant needs, if clear dlag{rosfs-_of member rolee iequired
by the group and adequate traiñing of, members to perfort
gnoup-required roles are Èo be advanced"tr
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nTransactlonal Analysisn93 ¿¡fl an Organization Deveì-opment

Laboratory were selected as methods of tlexpl-orÍng individualffi

team and intergroup effectiveness. It was hoped that the

Transactional Analysis system would provide the individual

with a tool for situatlon analysis and consequent broaden-

ing of his,/her range of alternative actions depending upon

the needs of the moment. Likewise the OrganizatÍon Devel-

opment Laboratory was intended to

provÍde each participant vrith knowledge about hin-
self; nethods for contÍnued appraisal of his own
actions; insight regarding how he influences others
and how he Ls influenced; . . . how efficient lþe
work groups are wlthin whlch he must functlon'7¿+

Transactions

I. Consultative Contractlng

Participents, aware of the quality of human resources

available to them 1n the group, entered a process aimed at

self improvement and effecüiveness, Steps fn the acÈlvlty

included the followlng: I) a tyrenty minute reflectÍon-
period to consider what one wanted to see changed 1n another;

2l the filling ouü of an rflssue Dlagnosis Formtt whereby a

o2
"Thomas HarÍs, I !m OK=:_Tpu,re_!K A Practlcal-

Guide to Transactlonal Án
. trÎransactionäl analysis

is a net,hod'of examÍning this one transaction wherein rrï
do something to you and you do something back o e n "rr

94Rob"* Bu Morton & Assoclates. The OrEanlzatlon
DeveropmenE ¡,aooraEor¡r [ùacramenEo" varr¡ffi

c,, I969't - i, ].2. cf. no e e

specf.flc goals are: . . o or
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partÍcipant indlcaüed to another what he would have the

other ?tcontlnue to dorn ndo less ofn or nstop doing;¡t )l
the exchange and clarÍficatlon of messages; l+) selection

of areas for negotiation and dlscussion; 5) agreement and

commltment to a pJ-an of action and follow up; and finally
a posting of written contracts'

Further practice in providing consuLtant services

was provfded via engagement in a crltfque perfod for the

improvement of a preliminary Qraft of a rtHandbook for Organ-

izing ltrorkshopsn as proposed by Peter Derenchuk. Thls work

task was optlonal, The aLüernate assignment open to the

group was to develop, plan and present a proposal for a

workshop designed to aid a staff of seven members who were

committed to the total planning of a ne!.r school with the

guidance of their present princlpal. Directions were mini-

mal" Teams of four consul-tants were advised that they

should devlse a plan to aid the clients and submit a pro-

posal to the total group for crltÍquing.

2 n Transactional Analysfs Laboratory

The three day work session in Transactional Analysis

vlas conducted 1n a combj.natlon of lectures, discussions and

practiee under the direction of Dr. John Banman and Dan

Rosin" Background information in this system of analysis

as developed from the work of Eric Berne95 and Thos¡as

95g"1, Ber^ne, Ganes Peop1e PIav (New ïork: Grove
Press , L96I+l 

"
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tlarrisg6 provided, theoretical framework for the discussion

of the following topics:
I. Ego States - with verbal and non-verbal cuea

2. Transactions complementary-crossed and dia-

gramming.

3" Strokes.- posiüive and negatl-ve, conditlonal

and uncondltional"

h. Time Structuring - withdrawal; activl,ties;
rltual; games and Íntimacy.

5. Life Positlons and Life Scripts.

Activities for the appJ-ication of TransactÍonal

Analysls principles were a natural fotlow up tò each topical

discussion. ltlork sheet assignments and role-pJ-aying were

used as techniques in the detecting of cues and ldentifica-
tion of the ?tEgo Statestt and rrgames.tt Dfagramning was

employed as a vÍsual aid to the recognition and. understand-

ing of transactions and a practicum period was devoted to

verbal strÍking. A study of, nlife scripts and positi.onsn

culmlnated in an activity wherein lndividuals identÍfied the

qualitles of five heroes of thefr choice and then drew up a

courposite picture of the nselfn they wished to be. A further
examinatlon of ltarchaic tapesn and feelings concluded with an

exercise in nprobability tesüing,n97

96H.r"1"r op. cit.r pp . L7-LI).
rrbfd. , p. ii ,
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Two summation exercises provlded opportunlty for
applicatlon of Transactional Analysls skllIs, First, mem-

bers in groups of three engaged in a problem-solving

""q,r"r"".98 One member specified a problem situation and

the two members as consultants aided the nember in the
applicatlon of principles of TransactlonaL Analysis for
problem resolutlon, Next, three groups rrrere formed for
ldentlfying and reporting on the ncurriculum and the school

as seen from each of the ego states.tr The compiled report
was lntended to be of use in the training session scheduled,

for Septenber, I97b

2. Organlzatlon Development Laboratory

Group members rdere requested to spend some ten to
flfteen hours fn preparation of the training program.

Ïndividuals executed an trln-Basketn exercise directly related,

to a school setting; identified factors rerating to serf or
others which helped or hindered personal and team effective-
ness and completed some assigned readings" A1l this pre-

work was to serve as content source for many of the exercises

and experlments to foIIow.

The sequence of, exercises was headed by scare rating
and testing aetivities entitl-ed, nTo What Degree Am r rnflu-
enced by Qual-fty of rdeas versus the rnfruence of prestige?n

98.f. Âppendix S.
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rf Statements from Polit,ícal Phílosophyrt? and rrBias in
Decision-Making--Statements from Polltica1 Philosophles rng9

deslgned for testlng assumptions regard.J.ng working relations
wlthin the group" Feedback and critique followed.

A second exercise was aimed at identifying the fac-
tors that infl-uence a grouprs effect,lveness in decision-

making. As a first step Ín thls decislon-making exercise,

members llsted rfactors in creativltyn 1n t,he order of
lmportance as seen by them personally, and then a sÍmilar
ranklng procedure was pursued in four decislon-making groups.

Each group consisted of five or six participants, chosen in
random fashion. Next, average individual scores, group

scores, percentage improvement and ttstatusrtt ntalkrn ttknow-

Iedge[ and rrrankrr lnfluences were drawn up ln a sunmary

reporb. tikewise, ItForces Influencing Team EffortnloO re""
charted, These data urere subsequently used in extensÍve

debriefing sessions in both sub and total groups for the

identificatlon of ninfluences within the groups whÍch were

both strengths and weaknesses.nlol Similar chartings and

team analysis periods occurred after all subsequent exercises"

99
Morton &, Assoclatesr op" cl.t., cf" section narkednExercises.r

100-. . -rbid.
trotrïbid., p. L.."
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A totar of elght ratings was recorded on forces such as:
group task and maintenance functions, content, process and

n¡ethodology orientatlon; meeting of goals; group atmosphere;

achievement of personal expectancÍes, etc.
A third exercise relating to rnanagerial behavior

was preceded by a lecture on the relatlonshlp among five
types of behavior: structuring, avoldant, confronting,
manipulaü1ve and gaining acceptarr.".lo2 rnmediately there-
after an opportunity was provided to use these behavloral
factors 1n serf and group analyses, first by scoring each

of ühese behavlors as reflected in the individualrs soru-
tions to ftems of the ttrn-Basketn exereise and then creating
and, scoring a group answer" One hund.red, score points were

distributed among the five behavfors in both cases, This

variance among individual scores was the data base for a

prolonged analysis of managerial behaviors in problem-

sorving. subsequent to this discussion, participants
individually selected five items as basls for an evaluàtion
regarding t'heir approach to probrem-sorving. rn dyads a

thorough study was made of the indivídual¡s personal behavioral
orlentation as viewed by self and one rs partnero .\,

rn a finar exercise the probJ-ems of group conpetition
and collaboratlon urere concentrated upon. Divided into
groups, members were to develop a report on a given probrenrlo3

102ïbid., Lecture lrA to IlH.
tr03"f. Appendix T.
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and submit it for Judgment by a group of judges selected

from each group. This exercise quickly generated into
nsubil exercl-ses in the resolution of: disparities in com-

municaÈions between indfviduals and groups and inter-group

confllct. The activity ended with a levellfng exercise"

Twelve variables relatlng to personal behavior (e.g,, lnitl-
ator ideas goal directedrfacilltates new ldeas etc.) which

influenced team and indlvidual effectiveness were scaled

for each parüicipant by the five other members of his/her

work group. Results were tabuLated and again members entered,

into dyads for analysis of results and further consultation.

The Organizatfon Development Laboratory ended with a
J.ong personal thinking and planning session for rrBridging

the Gap between Training and on the Job Appllcatfons. rrl0lr

Participants reviewed learnings of the week, identified new

areas of interest for furüher investigatlon.and pJ-anned for
future undertakings ln the ltght of the experience gained.

Outcomes

The Consultative Contractlng session and the two

laboratories provided a systematic framework for members to
approach situations as a consultant, person and manager and

to discover multiple posslbllities for growüh and develop-

10l}'Morbon & Associatesr opo clt,u cf . nExerclsês.lt



84

ment of thefr human potentials,l05 Data generated in all
three sessions provided feedback for an increased avrareness

of habitual behavior patterns and their effects on others,106

The readlness with whieh nembers entered into the

consultatlve contracting activitles reinforced the learning
that na consurtative reratlonship is built upon the confi-
dence persons have in one anotherts integrlty, goal orÍenta-
tlon, and commitment to a problem-solving process. nLOJ

Interest leveL, favorabre time factor and quarity of critfque
of workshop design and handbook attested to increased devel-
opment of skills for effective work group effort.

The Transactional Analyses sessions provided members

with both knowledge and experience in the application of
this system to their daily lives. Members obviously enJoyed

their experiential learnings and lndicated that lransactional
Anarysis wourd be a useful toor in broadening their range of

r06co"don L. Lippitt, ItorganizatÍonal crimate and rndij'vidual Growthrrr in I
t

t+
9"9n south (tg" Angêies,.cal.: N.T.L.'rnstltute ror ÀþpÍiããBehavioral Science, L96g), p. I8Z. nIn whatever wav Lire inBehavioral Science, -L969), p. lg2. nIn whatever way tñe indi_vidual finds possible, he-sirould, througþ trainlng,'. . . andthrough opportunities to assess irimselfl increase-úis own self

Io5c"o"ge-4..__Ke1ly, nl psychology of the Optional ManrnJgly l, L261, p, j (Mimeobiaphed þaper)f- r. . . män is con- 'tinually in the process of rè-defLning his potentiarities
through the sheer audacity of his achlevements o . . there areprobably a J-ot more of them than any indfviduar can, even in
þis^ mgst gxpansive movemenüs, reasoirabry hope to exfroit in alifetime. rt

through opportunities-to assess
lnsiEht. In this rdå.v- the indJlnsigþt'. _r-n gli" lar¡ thg individual ié more capabre of rerat-lng hlmself effectLvely with others"rr

Io7rbfd., pn L?g"
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arternative actlons for lncreased skill and effectiveness

1n interpersonal and organizational- problem-solving, for
a managerrs ability to deal effectively with dif-
ferences depends on:

- his abllity to dlagnose and to understand
differences;

- his awarene s of, and abiLity to select
appropriately from a variety of behaviors;

- his avüareness of, and ab[[[ty to deal wiüh,his own feelings . . . .ruö -

critlcar incldents reported, data summaries and pro-
cess recordings suggested that the Organization Development

Laboratory workshop promoted individual improvement in:
ldentifying rore aLternatives to be used in team effort;
analyzing weaknesses and strengths in inter-group connuni-
cations; developing an understanding of the forces infru-
encing group effectiveness; and idenüifying and assessing

the effectlveness of different managerial behaviors" skllls
ln confronting, levelring and resolvlng differences were in
strong evidence during the probrem-solving and Ínter-group
competit,lon exercises" Frequent analyses of the differ-
ences between intent of a message and actual- inpact on the
receiver reinforced members t recognition of thej.r need to
anticipate possibre consequences of all their words and

101g"""en H. Schmid,t , and RoberL Tannebaum
ment of DÍfferencesrn in
!1on Developrnent (Fairfaxlï
ResourCes-Torp", fnc, o L97Z) ,

, Ilanage-
0rsaniza-
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actions. skllls in transmitting and exchanging sígnificant
lnformation lncreased noticeably d.uring the final exercise.
Partlcfpants in generaL were belng very attentive to timÍng,
cllmate and data content in the delivery of their messages

and were being equally diseerning in the reception of informa-
tion. i{uch rrchecking outtt was in evidence. rndividual plans
for rron the Job appricationtr reflected an integration of the
rearnings in behavioral management inherent in the partlcu-
Iar systematic methodology proposed by Morton & Associates,
rlembers expressed very great satisfaction wÍth exposure to
this management approach based on a sociar Learning Theory
proposed, by Julian B. Rotter.log Data provided in debrlef-
ing sessfons and on charbings of behaviors in meetings seemed

Èo support the beLief that

!!" potentlal o{ any_behavior occurring in any situa-tion is a function ôf : (1) ttre expectaãcy of i,heindlvldual rhat the behavior will'be rewäraè¿; (zl
li: $iÏT";f,lf; #"iil3 H,:l:".1$'ii3"1il"+ii"iii,

As members became more altare of the forces fnfl-uencing. their
behavlor there were numerous evidences that members were

- 
rO9Ju1ian B" Rotter, June-E, chance and E. Jerry

:l#"1,ståry_(N@Îtïn S.L.T., four basió
ar¿uy \r\¡ew rorK: loJ_!, fl,rneharf & hlinston, Inffi
iÍ:-t:}. I:;^Íîl: b":_i:_gonceprs. 

"""-üõiiiå"d-il'tñá' predie_tion of behavior, These conõeprs arg tuãñãiiã; põ"ilüi;eTpecta¡crr_relnforeemenr valuè, r and the ;p"yõr.õiõlicar
eituation. ûtr

110
Morbon & Assocfatesr. opo ctt"r p. j"
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experimenting with alternate forms of behavÍor so as to

achieve optimal outcomes 1n the various management sltua-
tions. ThÍs was particularly evldent in the lnter-group
competÍtlon actÍvity,

(VITI) Transactional Analvsis and Curriculum
(Meetlne #8" September 19 . 20 and 21 . L97I+)

Rationale

Learning for the child Ís facilitated if educators

recognlze the process as involving the individual as a
total human being, i,e., the physical, mental, emotional,

spirit,ual and social being.lll Education can only be a
tool in the progressive movement to maturity and it r¡n¡st

aim at developlng the basic life skills, especially those

of communÍcation and creative problem-solving: ilGompetan-

cÍes of reading, writing, communicatíng effectÍvelïr rearn-
ing how to thÍnk, learning how to feel with one rs serf and

others o . .nL12 are all components of curricu1un.ll3

111Dr. Jo Banman, The Third Alternative public schoorEducation in tþ.e=79ts (Uan
. g. "ri edùc"ùroñ i;-;-p"ðp.ratio"for rlf_e, then 1t 1s the responsibility of educätois to teachthe whore child, not Just the cognitivä component, in orderËo"keep^hlr in contact with, and-master of iris ruir reper-toire of human learnlng poténtial,tt

112rbid., p. ro.
113o". 

George B. Brain. ïncreasins your A
rr-s t n ueallng with the Instructional pro

ministra-t ive
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nThe

e-
real curricuJ-um, whlch consists subject

(conü td)

Yoo/ r P.
more than
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Responsibillty for the development of curriculum devolves

directly on educators who must provide the local communl-

ties wlth leadership such that aII will rethink phíJ-osophies

of educatlon, êxamine existing programs in the light of

educational goals and obJectives in order to map new roads,

In order for the leader to provide satÍsfactory coordination

of such efforts he must have himself studied the nature of
man, society, knowledge and learning, for these serve as the

data source for the derivatÍon of learner goa1s. Llkewise

he must be capable of making key priority goals operational

for the individual learner in such a nanner as to allow him

to recognize his potentialities and release his creative
power. This impJ-ies a need for skill in recognizing and

utllizing the best components of available alternatives
usually best achleved by a collaborative systemaüic approach

promoting the formation of a consortiun for combining exper-

tise. consequently a training program should incrude prac-

tice "time for col-laborative efforu in resource acquisftion
and cumiculum design. skilIs learned can be transferyed
later to the broader diagnostÍc research in the total com-

muníty for the determination of concerns, prioriüy goars,

ident'ification of related learnen needs and eventually the

matter taught embraces classroom and classroom-reLated
experiences of.pupils anq includes skills and processes,
as well as attitudes, values and appreciationsltt
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establlshment of related, educational prograns,114

Trglnsactions

Using the expertÍse available and desirous of
gaining performance competencÍes in curriculum pl-anning,

it was judged worbhwhlle to direct the rearning activities
of thÍs session to 1) a study of the bases and criteria for
currÍculun; and 2l the designf.ng of an integrated curricu-
l-un model based on the princfpres of Transactlonal Analysi.s.

This session began by a lecturette by Dr. J. Banman.

l¡Iith the aid of fl1p chart outlines, he reviewed with the
group the basic concepts of Transactlonal Analysis studied
in session f7. To test the thoroughness of comprehension,

groups nrole-playedn each ego state and lndividuals answered

individual check up sheets.

FollowLng this neview, work attempts at defining
ncurrlcuLumn were nade,. first individual.ly, next f.n groups

of three or four partlcipants, and finalry in the totaL
group. This exercLse was critlqued as to process. Next,
with one baslc definit,ion in mind, participants read

lndlvtdually, and studled ln groups, a- hand,out entit,led

- 
ll4ossoclation for supervision and curricurumi:l:åi'ifil3i, : ¿*;,Èli;{nå'

cumulatlve intéracúion of studént, 
_ st,árr, 

"ont"nt, 
-met,nóa,

resou-rces, school and conmuqity milieu aád famlly'rela- '
9igl"þlps_whlch direcrly affects the d.evelopnenr" oi-rhelndividual ts potentlal.h



g0

nA Theory for the Curriculum of Public Education"n Dr. Ed

Relmer, author of thfs paper, directed the study session

introducing members to the foundatfons of curriculum, ioeo,

nature of man and nature of society. Consideration was

also glven to the nfnputsn of curriculum: nthe situation
of curent socÍety, the state of youth, organization of
knowledge, and theorl-es of learning.rrllJ Members reviewed

the basic princJ.ples of psychology as compiled by Goodwin

Watson and four basLc curriculum patterns: trseparate Sub-

jects,n n0htld Centredrn nBroad Fieldsrt and nlntegrative

Corern116 as developed. .at Stanford University under the

leadershlp of Dr. P. R. Hanna.lLT As sequel to this study,
session members scored an attÍtude test for the ident,iflca-
tlon of the three maln types of educatlonal phllosophy

ldentified by Rupert C. Lodge as ttReal-ist,n nldealistn and

nPrp.gmat1snll8 and which characterlzed their own educational

thinklng. rn addition to scoring the items, members iden-
ttfled each by its relatlonshf.p to an nego staten and l

tt?uu Reimer, A Theory for the Curriculum of publ-ic
Educatlon (Manttoba : 

-Manitoba- 
Department of Education, n.-d . ) ,mimeographed paper.

l1óGoodryin Watsonr tfEd,ucational psychology ïre Believe
Inn (mimeographed handout, ) .

, õ 
ttlte,rl Hq*?, ItFour Basic Curriculum patternsrn

(mimeographed handoutl "
118R,rp"", c. Lodge and E. R. Enlow, philosoÞhy of

EducatLon (Uew Ïork: Harler & Brothers, tgfrZffi
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selected those statements which they Judged would best fit
lnto an lntegrated Transacüronal Analysls curriculum.

Finally, uslng findings of thís study sesslon and

the summary resulüs of tfcumiculum and school as seen from
Each of the Ego statestt compiled during the July Transac-
tional Laboratory, participants entered into a workshoprll9
for bullding a modeL of an integrated cu*iculum based on

the concepts of Transactlonal Analysls. Depending upon the
area of their expertíse, partlcipants vol_unteered for work
on one of three models: primary, niddle or high school.
Steps ln the process included: I) rrbrain stormingn session
as to the nnature of man, soclety, knowledge and rearningrr;
2) discussion of: generar and speclfic educational goaJ-s;

functions of a schoor; staffing and teacher competencies;
evaruatLon systems; schoor clinate roles of teachers, stu-
dents and parents; 3 ) deslgning of a mod,eL for the specific
Level; l+) pranning of a strategy for implementing the noder;
5l presentation to the total group for feedback and critlque;
and 6) the f.ncorporatfon of alr three moders into one lnte-
grated ¡¡e¿"1120 by a six-member inter-sesslon work group.

The session crosed wlth a generar debriefing period.

119cf. p. 76 of this thesis and also Appendix U.
]-20cf, Appendix V.
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sry*
The study perlods provlded participants with some

key principles Ín curriculum planning and development.IzL

The readtng materiaLs repeatedry emphasized the fact that
curriculum design, regardless of the components 1t mlght

lncIude, must be in harmony with the values and purposes

herd by the people invorved and that lnt,egrity wit,h respect

to intent depended largely on the view of man and the values

with respect to human beings held by the planners. ïn
response to this lnformation participants chose to examine

the nature of man, society, knowledge and learnin gL22 which

they believed wourd herp them ln the identÍfication of
learner needs and careful selecüion of goals, lrlork groups

worked at this task effectlvely wlth the exception of one

group" The latter experienced difflcurties in cornmunlca-

tions and production halted. rnterventlon by one of the
coordinators temporarily focused attenüion on process" I¡ühen

group members resolved their diffÍculties they became prod,uc-

121gt"r,.Hass, 
Joseph Bondi and Jon Vüi1es, Cur¡iculum

p. _xvlr lrrhe curriculum is arl of the experiences thatlndividual learners have 1n a progra¡n of èducation, which isplanned _in terms of a framewort< of üheory and reseárch orpast and present practice used in prograir planning,n
122Ibid., p. xix. nAIl four curriculum bases. are

needed for maklng decisLons regarding lndivldual differences.
among learners and for providiñe baIãnce in a curricutunlñ--'
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Èive, Recorded learnings and debrlefing at the end of the

first day indicated that particlpants had treated the four

toplcs of human development, soclal forces, knowledge and

learning separately but had subsequently inter-related them

by examinlng the¡n 1n the light of Transactional Analysis

concepts. ïttith these four bases of curriculum well
researched, partlcipants ldent,lfled with ease and agreed

to general educational goals and skllls for tÍfe. Consider-

ably longer periods.;of time were spent dlscussing how these

alms could be transLated lnto practical form. The role of
the varÍous controLllng agencies and the responsibllity of
each was the subject of long debatel23 in each group, The

final draft of a model from each group varied especiarly in
the degree to which items appropflate to the institutional
level (e,g., faciLities, teacher competencLes, materi.als,

media, etc. ) were specifled.12'/+

l23K"r,rr"th A. Type, ttEducational Accountability in
an Era of change, rf in ErnerginE Patterns of Administrative
Aqqou4labålir{i Þq. Le
ffiishing Corp. , J-}TJ-), p"' h59. rJohn G'oodlad
suggesls four sets of authority añd- responsibirity. Theseare: 1) values selected by a âanctioniäg body, Z) educa-tional aims selected by a äontrolling agency at a socletal
rev.er, 3.1 institutiomi-obJectives sõreãted- by a professionar-'.-v ' v*, J t 4¡.u v¡ vqv¿v¡¡q¿ vvirev tr¿ v ç¡Ð Ètç.LS'\; t/l;t¡ U! 4 Pf 

-l,f çiÞÞtL)I¡il,
üechnical staff and l+) instructLonal obJectivãs air¿ learnÍng
centers selected by teachers at the Ínsùructlonal level_.n

L2lL'Ibid., p. -1q1. nThe formulation of such objec-tives is the responslbilit,y-of those at the lnstitutioñallevel-, the professlonal-teôhnicar staff and appropriate
c onsultant,s.
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rn the general critlquing period members looked at
features common to all models and discussed dlfferences.
There was generar agreement that overspecification of
situatl-onar and materiar factors at the institutional
lever was to be avolded as this was contrary to a basic
principle of Transactional Analysis that the adurt must be
nfn chargê.rt Members expressed satisfaction at having
experlenced a systematlc approach to curriculwr nodel
building. They reviewed. the six baslc steps of the work

sequence: L) aettnltlon of curriculum; 2) positing of
philosophical assumptÍons as bases for curriculum planning;
3) identification of educational ains and goars; t,) defin-
ition of particular rores of differenü groups in pranning,
i.€., students, professional staff, conmunity etc,; 5)
rnodel designing; and 6l strategy for implementatÍon.

This session marked the end of the basic training
program designed for phase r of the trainLng project.
Training sessions planned for phase Ir were to be similar
ln nature but more fmmedÍateIy rerated to tailoring organi-
zation Deveropment lnterventions for particular schools.
Itlork topics scheduled for included topics such as: nOrgan-

j.zati-on Diagnosis and Improvement strategissn .125 norganiza-

125H"".r"y 
A.

DiaEnosis and
Hornsüein and MNoel

rafe e
Tichy,
:Anïmprovemen

to
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tion Development in Schools--Intervention Strategiêsr tt

with Dr. Btlt starling, cadre coordÍnator, Eugene public

Schoo1s, Oregon, and rtsurvey Feedback Systemsrn with
Dr. Jay Nisbêrgr Drake Beam & Assoclates, N.u. Ad.ditional

content for training sesslons was to be identlfled as long

term proJects indfcated a need.126

- 
t16"f.-nsequence of Eventsrff Appendix lf (excerpt ofa letter from the Department of prófesèionar oeveropment toall School- Ðivlslons, f{by Lll\).



Chapter J

EVATUATTVE FEEDBACK: RESULTS AND FTNDÏNGS

INTRODUCTTON

In the synergistic type of organization where mem-

bers share in the planning and coordinating of actÍvities
to achleve some conmon goal, evaluatlve feedback is Dêcês-

sary for providing members with information on the growbh

and thrust of their programs, Such monitoring of the

direction of activities aLlows for the progressive devel-

opment of new criteria and guidelines permitting adapta-

tions and modificat,lons to the existent project. To this
end effor'ts at fornatÍve evaluati.on were made throughout

the progran mainly through debriefing sessions. The resulüs

thereof have arready been descrÍbed ln the n0utcomesn relat-
ing to each training event. A funther at,tenpt at informa-

tion gathering v{as made at the end of the basic trainihg
progran, Ttvo self evaluatj.vel instruments were administered

lFred T. V,Illhe1ms , €4 . , ttEvaluation as Feedback, w

in Evaluation as Feedback and Guide (l¡/ashlnston. D.C.:
Ass iculum õeveiopment,
NEA, L967), pp. l+-i, rtEvaluatlon must facilÍtate^self '
evaLuation e o e o In some degree he has to be equippedto be his own diagnostician, because in t,he final añälysls
he wllL be his ogn 4lqgnosticÍan anybray--he is the person
who is ln control of his learnlng energfes o o o otr-

96
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ln the hope that the results would provide evidence as to
the success or failure of attempts to translate ideas from

theories to deflnlte worthwhlle practices, procedures and,

technologies c

PERSON EVALUATTON QUESTIONNAIRE
RESUITS AND FTNDTNGS

This lnstrr¡ment was administered in an attempt to
determine any rfattltudLnaltt and ttbehavioraln changes2 that
might have contributed to greater effectiveness and to an

lncrease in indi.vidual and/or group performance sk1lls
basic to any organization improvement strategies.

Evaluative comments and critical incidents recorded

by the participants under the section of this instrument

entitled ttSelf Analysislr and nlmpllcationsn3 indicated that
expectancies for personal and professionaL growth had been

achieved to a relatLvely high degree by most members. The

following are typical general comments: trPenspnal change

i.n ne has improved. relations with students, staff and famiry
. o "tt; llo e . most worthvfhile experlencen; nstaff members

have commented that I see more solutÍons to a problem c o .n;
frpeople have cornmented that I am more open, confj.dent . o nt;

Zcf . pp. 1 and 2, Appendix A.

3"f . p. 3 Appendlx A.
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11 o . . the program has enabled me to put skills ínto an

organizational framework o o .tt; rr. ø o I am especially
pleased with improvement ln the area of effectlveness.
Whatever amount of energy deployed seems to pay off and

the need to renew intervention efforts has been greatly
reduced . . .tt; nI am more avúare of myself and my response

to sltuatlons . . . o The program has helped increase my

confidence ln confronting and dealing with difficult situa-
tions . . .,; nI an¡ better organized and have a greater

understanding of the dynamics involved in an organization

. ô .tt; ll. . . the sesslons have more than.met my expecba-

tions for personal and professional growth.tl

Pafüicipants I statements as to program benefÍts
relating to n0ommunicationtt and t?Influencert indicated
nawareness of self and an understanding of impact on

othersrt as being a key factor in their indlviduar growth

and interpersonal skill development. Examples: tt. o e

awareness is probably the key--aware of the impact you have

on others--aware of hor¡¡ things they may be doing impact on

you c o .n and again, nr have been abre to make a tremend,ous

J.mpact on peopre and subsystems fn a much shorter period of
time o e ' due to a greater awareness of environment and the
esÈabllshing of open relatíonships"n

As to trpeer team buildingn and rtparticipation in
organÍzationsit members repeated,ly refemed to improved

qual'f.ty uslng terms and phrases such as rlmore effectivern
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rlmore involvedrrr rrmore willing to work as team membersrlr

rractlve participant.fr In addition frequent reference was

rnade to the ftknowledge of process skillstt gaíned and. ?ran

understanding of dynamics at workrr which nhelp me to be

more facílÍtative in my lnvolvement in the organlzatÍon.n

It would seem that benefits v'rere both índividually and

organizationally orientated, for all members made at least
some reference to on the job applj.cation of skills, ë.g.7
nI have noted an eagerness on the part of colleagues to
learn some skills and techniques from me . . .tt; tt. . . I
do feel r have much more to offer my staff on a professÍonal

level.tt Comments of that nature did seem to provide an

indication that the aim of participants was to be of resource

help to their eorreagues' subjective as these süatements

may be they were, nonetheless, indicators of a concern for
the quality of peopLe to people interaction, responsible

ín a large degree for the human invorvement cornmitnent and,

flnal product which in the last anarysís is the real measure

of the effectlveness of any program.

scores indicatlng lndividual natings of the program

are as found in Tables 1, 2 and 3.

Fllsllnes.

The range of scores did not

any clear distinctions to be drawn.

pattern of rating scores moderately

appear broad enough for
The al-most uniform

hieh nay have lndicated
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that the format of the questionnaire was ineffective in
ellciting a range of response or that the use of t,he

superlatlve tfveryr on the scorlng scare deterred scorers
from marking extreme positions. Another possibirity is
that particlpants vùÍth an aLmost equal.l-y high investment
of time and personal input fnto the program may have been

in agreement as to progran effects. vJhatever the reason
for the lack of spread, this writer attenpted to interpret
the meaning of the scores reco¡ded generally within the
narrow range of 3.j to 6.0.

ExaminatÍon of these data in thÍs range (Table 1)
seemed to indicate that program effects were felt in terms
of attitudinar changes prÍmariry towards self, peers and

subordinates and one rs organization. Ratings üoward,s the
rrfamilyn appeared to be average whilst stirl lesser effects
related to parülcipantsr attitudes towards nfriendsrn
lrbosses?t and nothers r organization.ir

A reading of t,he resulþs relating to behavi.oral,
changes (Tables 2 and j) suggested that participants Judged
themseLves as having become more effective members in their
own organizatlons. skilrs for confronting problems rated
highest in terms of increased effectlveness Ín use thereof.
rncreased skilr in ?rcommunicatlon with peersn (rable j)
appeared to be consistent vù1th the lncreased effectlveness
in nparticfpating in own organlzationn (Tab1e 2 ).
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The overall rating as to the design to which
expectancles for growth had been achieved lndicated a

sright'Iy htgher satLsfactlon relating to the area of per-
sonal growth (lable j) 

"

GROUP EVALUATION QUESTTONNATRE RESULTS
AND FINDINGS

Thls instrument vras devised for data retrieval4 as

to: r) toLirnatett referring speciflcarry to those factors
that influenced team effectiveness; 2) nftesourc€sr,r that is
to say content, process and methodol0gy ernpl0yed by resource
personnel; and J) trOutcomesrf or results in terms of the
opportunities provided for Índlvid,ual and collective growth.S
Descriptlve results as conpiled by the group members are as
found in Table 4"

Findines

Results wouLd suggest that the Organizatlon Ðevelop-
..

hllh"h", op. cit.r_p. l+. rn c c lt is revaLua-tive feedbackl--" -, 
ì negaráräss 'of whether ft is rqood.tor tsensitivet or radequãter--whetrrer ii--iã uã"ãã oã'tr,"reasoned analysis of sóund data or orrfv some vague i-npres_slon--that condftions what happens ,rã*t,.n

5
'Roberb_ L. lvorf , ,How Teachers Feel Toward Evaf,ua-tion.rr in school Evaluaiion: The politics and process, ed.Ernest H. shinø;i,ï;ïäi :":':.äiï*membens of the educational team evaruate thelr ovÍn effect-

i"ã"ããi"'äirãä. ;
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ment Laboratory was a signiflcant training event in the

total deslgn (table 4). The high scorlng of ttresourcesrt

llkewise indlcated that the quality thereof had been a

contrlbutÍng factor to the overall effectiveness of this
sessj.on. lr0uruÍculum Buildingtt aetlvitfes appeared to have

been relevant to the needs of partlcipants as dià t,rainÍng
experiences in rtGroup Dynaurics, fr ftTransactlonal Analysistf

and nsynergistic Declsion-Making.tr Al-1 three events scored

high in ilResources.rt rraining sesslons with low effective-
ness ratings had ninimar scores in the area of resources.

There appeared to be a direct relationship between quarity
of resources availabLe and degree of meeting effectiveness.
The exbremely low ratfng of Meeting /ÍL might possibly be

attributed, to the fact that partlcipants were attempting to
find their way lnto new interpersonal modes through very

unstructured experiences dentanding much personal commi.tment,

This appeared to be borne out by the higher rating given to
the subsequent sessj.on wherein members had begun to assume

greater ownership for the agenda of the trai_ning events and

consequently experienced less frustration at the absence of
stnrctured skill activities. The extreme ratings scored for
the achievement of rtleaders t goalstt and rtgroup goalsr for
this session might lÍkewÍse be exprained by the fact that
the lntended Lack of directedness on the part of resource
personnel was a source of annoyance to task-orientated par-
ticlpants" The nature of the sessi.on dfd not, however, offer
any posslble explanation for the Low scoring of r?Resources.n



Chapter 6

Su¡,rr,mRy .q¡ro coNclusroNs

ATM OF THE STUDT RESTATED

The major purpose of the study was to provide a

descriptive analysis of the first phase of the Professional

Development Leaders t TrainÍng Project (December Lg7j--Decem-

ber 1974) directed by the Professional Development Branch

of the Manitoba Department of Education.

This basic training proJect had as its priurary aim

the development of personal and professional skilrs in
participants for thelr Íncreased competency in the leader-
ship and organization of professlonal development programs.

Experience based learning sessions ained at providing know-

ledge and skiIls in areas such as: interpersonal communica-

tionsr group dynamics, problem-solving and Organizatron

Development lnterventions. , l

SUMMART OF MAJOR FTNDINGS

using the data sources relied upon for a description \
of and analysÍs of t,he trainlng events (i.e., diaries,
observation records and self evaruation instruments), the
findings indicated to the writen tt¡e foLlowing strengths
and weaknesses 1n the progra¡n¡

107
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1) The program design included 1n large measure

organizational forms, procedures and skills
potentially useful to the participants. This

fact was attested üo by the ttOverall Ratingr?

measurement as scored fn Table 3 and items I
to viÍi in Table 2.

The recycllng of the processes of goal setti.ng,

diagnostlc informatlon gatherLng and sequencing

of evenüs, in general, assured cornmltment t,o the
project. l

The ricommunicatlonsn sessions appeared to be

effectÍve ln improving conmunlcatlon skil1s wlth
Itpeersrr in partlcular.2
Theoretlcal and experiential exposure to a

variety of approaches, for individual and

organization development, ranging .from ttsensi-

tivityn to current Organization Development

practices provided opportunftles for the :

acqulsltlon of a varlety of interventlon
skflls and techniques.3

The quality of tfResourcesn was not always

adequately researched,. This may be Judged by

lcf. ngoal commitmentn scores Tab1e
?cf. il TabLe 3 "
3"f . participants g comments Chapter

2l

3T

3)

5)

l+.

5.
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the adverse effect a weakness therein had on

the group dynamics and processes of sessj.ons

#ö ana #S ln particular.4
6) The use of observatlon techniques, A.V.

recordings, debriefing sessions and self
evaluatlve lnstruments'alone for evaluative

purposes appeared to be somewhat lnadequate lf
the focus r,rere intended to be on directly
measurable outcomes.

CONCLUSTONS

The tralnlng program Ìùas launched on the beLief

that lndividuals had a capacity for growth that could be

cul-tivated and used, for thelr oürn good as well as for that
of the organizations served by them. Basing Judgment mainl-y

on observation data this writer believes that the partici-
pative system created by this program encouraged and obtained

to a high degree: group loya1ty, inter-member cooperaùion,

hlgh motivation to produce and a degree of competence in
designing and implementing professlonal developnent programs.

Thls was partJ-y the result of exposure to varlous strategLes

and methodologies based on the. behavloral sclenceso Valuable

3cf. particlpantsr comments Chapter 5,

4cf. Table I+.



1t_o

lnsights were gained from theorj-es related to personalit¡
counseLllng group dynamlcs (e.g,, leadershlp, decision-

maktng, power and lnfluence) and concepts such as norms,

goal-s, roles and functions. Equally important were exper-

ienced-based learning activities whereby members became

skiLled in the use of a variety of OrganizatLon Development

techniques and procedures rel-evant to organization lmprove-

ment. This wide range of methodologies studied and employed

provided the participants with valuable tools for the dellb-
erate planning of inüerventions should they be asked to
serve as resource help or take the lead in any organizatÍon

development program. Wlth this conceptual base for under-

standÍng organizations and the proper resource skill-s, this
writer believes that partlcipants have been adequately pre-

pared to enter the nfield experiencerf phase of this train-
ing program, during the period October, I97l+ to February,

1975" thi.s on the site practicum under the continued guid-

ance of the tralnlng proJect consultants will hopefully
provide members with furb,her opportunities for development.

At this stage the possibillty of fallure 1s very real buü

the risk must be taken for the refi.nemento consolfdatlon

and integratfon of sklIIs to. take p1ace.

RECOMTMNDATIONS

A) Practice

Although self eval-uative findings seemed to indlcate
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a high degree of satisfaction wlth the overall structure

of the tralnlng proJect, this wrlter would suggest that the

following aspects of the program design be reconsidered:

1. Resource Personnel: In the selection of resource

personnet participants should be concerned not

only with program content possibilities offered

by qualifÍed persorurel but more so with profes-

sional competency in employlng a variety of
methodologies 1n program presentation. The

dynamics ln all sesslons appeared to be highly
dependent on the mode of dellve?y,5

2. Theorv Lecturet-tes: To aid participants in the

understandíng and transfer of skills, trainers
night consider providing more theoretical input
especially during or lmnediately following
sessions employing sensitivity or gestaLt tech-
niques 

" 
6

3 " Communications: Judging by the ratlng scores :

on Table 4rtralning ln basic communication

skÍIls rnight receive greater emphasis, Low

scoring of the task and rnalntenance functions
1n Meetings #l+ ana fi5 stressed the need for

5cf, Table h.
6"f . Chapter l+, (II) and (flf ).
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5.

opportunlties to lntegrate these sk11ls.7

l+, Learning Sequence: It mlght be advlsable in
the learnlng sequence, to advance the Organiza-

tlon Development Laboratory tralnlng activltles
which appeared to be a natural follow up to
those sessions #2 and #4 reLating to group

dynamics and problem-solving sklIls respectlvely.
Evaluative Proc.edurgs: In order to better coL-

lect experimental or evaluative data as to
effectlveness of such a program the wrlter
suggests:

(f) that some appropriate qualitative
and,/or quantltative lnstrument be

used before and after such a progran

for the detection and analysis of
measurable effects.

(ti) that a charting of meeting effectlve-
ness, simlJ-ar to that done in the ..

Organfzation Development, Laboratory,

be carried out throughout the entire
training program.

(fff) tnat journal recordings be source

materiaL for a specified group sharing

and analysis perlod at the end of each'

sesslon.
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( lv) video tape recordings be used

extensively ln debrleflng sessions.

B) Further Researgþ

rt ls recommended that an lnterested researcher
should monLtor one or more of the various extended fleld
proJects of Phase IT through the foLlowing stages:

a) entry into the system

b) establl-shing the contract
c ) data generatlon (collectlon)
d) atagnoslng the system

ei consider strategies
f ) select strategies (ident,ify techntques)
g) implementation of the design

h) withdrawal from the system.S

Data colrectlon on these fierd experiences will
provide a more measurable basis for a summati.ve evaluation
of the program described, rt is to be hoped that as p?r-
tlclpants wlthdraw their resource services, they wlrr be

satlsfied that people, opportunities, sancti.ons and objects
Ithave become realized as resource".n9

8"f. Appendix Irü.

9J.r"" crowfoot
Perspectives on Planned

that

more

and Mark A. Chester, n0ontemporary



BIBIIOGRAPHT

T:9roup? and Theraw_Grouns ln a Chanelns
San Francisco: Jossey-Ease@

.å,req4s, Richard, Jane H. PheLps, and Rfcharrl A. Schmuck.rOrganfzation Developnent Bui.tdtng Human Systens ln
-Schools.n Eugene, Oregon: Centei for the-Advanced
Study of.Educatlonal Adninistration, Unlversity ofOregon. (Ml,neographed)

Appley, Dee G"
SocLetv.W

Argrrls, Chrfs. I
Effectlveness.

å,ssociatfon for
ngton,

Organlzatlonal Effectlveness. n Har-
,' Vol. d2, Marcb-Aprfl- Lg64,'rpt44_ ¡ rqarcn-Aprll Lgo.þ t rpt .

eds. Gerald Zaltnan, Phlllp. Ne¡s Tork: Holt, Rineharb &

and

and Cuml.cul,r¡m Deve

., Lnz.
SupervLslon

vldual P

BGcklåädü"ååiå:"lml

ffiIirr

Barnard, Chest,er I" Organizatlon ani
brldge: Harva¡d U@

Benne, Keruteth D., and Paul. Sheats.
Group Menbers, n ín Group DevelqGroup fltembers, ¡r ln -G_rggp Devel
õradf o¡d, iùasáinç oñ:TlTãïü
1961 n '

Thfrd A1 tive PubI
. IuanLto or' LYIL.

Mana . Cem-

rFunctlonal Ro1es of
IaboratoFies 

u

Bennis, I'Iar1!4. Beyond Bureaucracyo NeH ïork: McGraw-Hi1r,rnó.r L966" 

-

n urea
Kotter, -ãñä-
llLnEton, Inc

e

-

and

11&



115

-l-;ñ'pr
@pan¡ rnc. r'L969.

o¡

. Kenneth-D. Fen-ne, and Robert Chln, Ttre planning

@9.N"" YorÈ:'ntnàhart' *"a úirlåtãñffi,

Berne; Eric. GFnes Peopre Plag. lilew Tork: Grove press,
. L96l+.

Blake, Rober.b R. , and Jane Sry l{fouton". Dynamlc Cor r Orsanlzat
on

, 0rEanízatLon

ttd. , l.lll-"

Its Na

Press, GolJ-ler-MacnllLan

, nGrid O.D.: A Systens Approach toreellencer' ln socfai rrytãräñiiãñ I B

Bradford, Lerand P., Jack R. Glbb, and Kenneth D. Benne.
. i{ew Tork ¡ John

Braf.n, Dr._ George B. I- Ín Deallng wtth theCllffs, NoJ. ! Prentice-Hall Ine. , L966"

Growfoot, . James, ild Mark-A. cÞester. ncontenporary per-
s_pectives_on Planned Social Change:_A Compärleoä n
¡ðurnal of Aeelieajer¡Ãviorai--säiãncä, -;;'ñ;:';';' 

Ln h.
0unnLngham-, Luvern L., and lÍtlLLa¡n J" Gephast, ed,s" Leader-ghlp üþe Sclence à Ar.t Today, - tt¿eúttr Annuã

UEIIA ÁADDA
Illinots';'F. nposlum on EduEatïoñaL Research. Itasca.. Peacock Publlshers, Inc", n.d"

Daviqr_Fe_f.th. Hurnan Behavlor at lrlork. New rork: McGraw-. Hill Book c

Depallqgn! of Educatlon..Manltoba" Bulrettn. rr, No. 10oofflcfat publtcarioá. wlnnip"grm-ba--îú"ão rs
PrÍnter, June Lyl3 "

æ" Bulletln, III, Non ?.- Wlnntpegr Manltoba; -Queents Offlcfal Publlcatlon"
Prlnter, L%b.

Corporate
al Scl



116

" rtProJect to Train Professlonal Development Lead_
Tõ,1 {r,erter ro Menr.roba schooi Fr";1p;üI;Ïin"rpãe,Manltoba: Profeeslonal Developnent Branõh, sépt. 11; v'

Lg73 0

Derr, Co Brooklyn. M zetLo Confl-ict: VIhe
roaco Use Collabo

slty
res, ual.o: uradua
Californfa, Ln4, (Working paper)

ool. of .u;ducat oDr un

e, Jack K,, and Raynond ltteil.
rg book of niza veJ-o

nEr S r ! ACLdl.SoIl-W€ ng uonpâtrlr

Gardlner, John W. Se1f-Benewa1-- and

earc tice " EïT IO

ga

YêI-

a

Dunette2 D._Marvln. and- Johq canpbelr. nlaboratory rmpact
on People and Organlzatloirsrñ rndustri_ar Relationsl 1969.

Fayol, Henrf .. oeneral and , rndugirial .Manaeement. Trans " byCónstance S nd sonã -"trd., (Igr+gl L967.

Fledler_, F_1e{ E. A Theory of Leadershlp Effectiveness. NewTorÉ: McGraw-¡t

Getzgls, Jacob-w. , James Id. LÍ.phan, and Roard F'. ca¡npbelr.uEqcatlonal AdmLnistration as a Socl.al Process- Tireor-tt-

Gfbb, Jack R. _nDynamics of Leadershtp,r in BehavloraLscience and the I'ianaeel"b_+gk:, eåå. wfuffiay,
p;ã; and, Oron Sntüh.

l9g^tngetes : N.i.L. Learning Reåoui'cãc-cã"pö"ããio",
Lg6g.

Gl-aser, Robertr.eld vüilrlan lI. coorey, nïnstmrnentatlon forTeaching_and fnsrructional Managäment,,n-[;-S-ããðna Hànd_-book of Research on Tqaclrl_ng, eã. noU,årtï.ffi
å pùurïãñi;ã,-îe?; 

" 

-,

Golden, willi?m P. Jr. non Becomlng a Trainer,n in r,Iodern

x';iiiår.*ìffi.
Goodsonr Max R., ald-warnen o. Hagstrom. nuslng Teams of

3å3:*ñoåf;i*"¡" ¡3,¡ro. ùÇÃrtrtrcx anq &urtüt¡ow ts.AIto, Cal.: l{atlona1 prese nootJl-f ní.



Ilalpln, Andrew. Theory and Researchln Adminl.stratlon, I{e¡øYoit: The ¡¡ac

Hanna. Paul. Four Basic currieulum patüerîso (Mlneographed
hándout )

Gregory, Carl,
Problem-So-Solv

e ment of nco: Scl
ty. oronto:

Harrls, Thomas, Itm OK - Tourre OK Practlc de t,o
Transact . $elt Ior

,

fferman, stanley M" - nA Gesüalt orlentatLon to organizatlon. Ðevelopnentrtt in-9ontenporary oreanÍzatLon oävãronmenr.
Conce ons . lü. warner

LLz

tuEe-Tor Applled Behavloraltil¡rKe. bïashJ.ngton! N"
ScLence , LTIZ.

Hodge, BllIy,.J., and Herbert. Organizational Behavfor A

Ilass, Glen, Joseph Bondi, and Jon ÌiliLes. curzlcurum plannLnE
a !{ew Approagh. Boston: Allyn & Baconffi

t'o"Ìl"få,,l:äîåå. G' 
u,,

TõõEñõæublicãtlons, Lnj .-'

-[tn''Arbor, 
ldtchlgan, ORUSK, '

Research, The Univeisity of Mfchlgan, Lg?j"

Hornsteln. Ha. Dlaenósis
4., and

ove

Johnson. I{anagenent and
tldlmenslona þt, rnc. , LYlv,

Noel zati

soclates,

IC

RoIe wlthln a
¡ €d. Gsodwin

Laboratorles,

¡Ia¡nes E. Rosenzwêlg. Oreanf.zatlongtens Approach. Iúã'w Tõ;ffiõGñF

Johnson, Allan.

Kast, and
AS

entlal C

¡¡ngr Oharles 0. rThe Trainer-Change-Agent#:i3:å."*lii*l*fffi
NEA, Lg67

Freemont E.



Kaufmano Roger, rfA Posslble fntegrative Mode1 for the
Systematlc and l{easurable Improvement of Educationrn
rpt,. AmerLcan Psychologist. San Dlego: Graduate
Sõiroo inited Staües international
Unlversity, March, L97Lr pp. 250-2560

Kelly, ggglee 4_._ 
nA Psychology of the Optlonal Manrn July

I, 1963. (Mimeographed)

and BenJamLn B. Tregoe.n ln SocLal fnterventio

118

n, öarDara
Glndes and Boy

Kepner, Oharles H,,
DecLslon-l[akers ,

tenis, Arthur J,
Be1¡nont, Cal

Warrrer Burke, Ir{arlon
r o L. Lewiekf :' 'N;; i;;il;' rñ;' Ë;å"ïää ,Macmlllan Llmited. LllL.

CollLer-
Macmlllan Llmited,

Lafferty, Jn Eady, and John M. E1mers..
BrobÌem. Pl¡nnouth, Michl-aL-

a

a

, Inc.,
Ly72.

LlkerU, Reqgts. New Patter:rs. of Manaeement. New Tork:
McGraw-It1II,

Ltppitt', Gordon L. nOrganlzatlonar crLnate and rndivlduarGT*tþll_ln Behavioral Science and the l{anasqrrs_@,þ,
eds. l{íflfa4
Qoprg, and_Oron Snlth. Los Ange1es, CaI.: N.T.L.fnstitute for Applled Behavforãl Science, L969, '

@. wasutãgtãã, o urcesffi6r)"
Lipp-Lttr_Gordon. vlsualizins ghanee. Fairfax, vlrginia:--N.T.L. Learnin@tlonr- Ini. o

Joseph, 0f Human rnteraction. palo Alto, californla:atlonäI fr

-ffiT

tufü u

nDeveloping

Glayton, Patrick.M.
The Desert Survl-val

Su ved I

Lodg_q, Rgber'È r - and E. B. ,Enlon, phirosophy of Education n- Ne¡r.Tork:'Harper & Broth€r6,



MacKayn Do A, u

ew Io

Maguireo E
Hr¡man Besour-ces

119

, NeT{ ïork: McGra¡s-

ô

and T, on
Alberta:Programs.r97r'

Marrow, A1fred J. Mak
HiÍf Book Conpaffi

McGregor, Douglas M. nThe Human. SLde of Enter

N.T.L. Resources

Mlles
t

Uattfrew, and Richard A. Schmuck.

'egorr_Douglas M. nThe Human. SLde of Enterprisern Manags-
ment RevLer¡¡, November L957. rpü. ln Behavl-oral Sclence

r.t? Fg,Ie, êds. I'liLlfan ffi
and Oron Smtth. Los Aneeles:

Corp. , L969, Ép" L58-L66.
nlnprovlng $chools
Overniew, n 1n
eds. Rlchard A.

o AIto, Cal.: Natfonal

olr Va.: l{.T.L. fnstltute
{or Applfgd Behavioral Sciencei Assoclated wtth the
Natlonal Education Assoqiatlon, LTIZ. ',

Horphet, Edgar L. Educatfonal- orEanløatlon anll Adnlnistra-
!¿gú" . ñew .lers

C.
Ln

tlorton" Robert B. The
Saóramento, . celïñ
Inc. , L969.

Moss, rderJ.aoJ. Memorandum, Florida: The schoor Board of
Sarasota County, Feb. LyTl+" (ldJ.neographed handout)

. Review of N

zat: DeveLo

essme Sarasota
e a¡o. -É)- f )-u¡

School Board of Sarasota.County, Aug, 38, LgT3"

Napier, Rodney lll., and ÛlattL K. Gershenfeld. Groups: Theo¡v
and ErcperLence. Bostoa: Hougþt,on Mifflfn @

"'oFãfu{&ä: .D.d. ';'

ctional

0rganizatlon Development: An
tlon Develooment in Schools-

Forter" nAn Expandlng
ratorles



OdLorne, George S.
in The Proerau

nThe Trouble

l_20

bora¡-
ong, .;865.

nManagement of
of Oreanization

ourceE

with Sensitlvfty Trainlngnn
Process Behavior andof Mana

t oso ñarol.q Lazarus anc $.
ffe, N.Jo : PrentÍce-Hall,

Klrby
Inc. ,

1968.

Botter, Julian 8., June E, Chance
Appllcatlon of 'a SociaL Learn

Jerry Phares.and E.
ns Theo of Pers

ew IorK: , 81ne , BC. ¡ LY'/Z.

Bunkel, PhÍIip J, Effects of for Orsanizati
Development .on r
our Iear

Er1Ct,S.

-t

versl.ty regon,

arren.

Orvens, Robert G, OrganLzaülonaÌ Behavfor in Schools" Eng1e-
wóod Clfffsr N

Par-ttn, J. Jennings. nOrganizatLonal Development: A Per-
speclivern in Qurrent" PeTspecþlveP ln 0rÈar.rigatton
Development, ed s6¡. :
feffslõã:Fæ"Íey Publishing õonpany , L9/li. -'

PfeJ.ffer, J. WLll1am, and John E. Jones. nDesLgn Oonsider-
atlons 1n Laboratory Education,n in fbe l9D_Annual
Fa$uooF ror croup . Iffi

Ref.mer, Ed. A Theory for the Gurrlculum of Pub1ic EducatÍon.
Wtrllipegr_ Idanltoba: Manltoba Departnent of Educatfon, pp"1-I1.- (Mtmeographed)

Seheln, Edgar H., and
OrsanizatlonaL Ch

Wamen G. Bennis,

Steven L. Saturn,
Derr. Handbook of

schelnr.Edgar H. Process consultatlon: rts Role in OrsanL-
zaú1on-Develop
@,L969. 

e'

Grid
ey

Tannebaum.
echnolo

! N.ï.1r.

Schnuek, Richard, 4., PhilÍ-p J. Runkel.
Ronald T. Martell, and-C. Brooklyn
QrganLzatlon Developnent tn SchoäI

Schnidt, lVamen H. , and Robert
Dlfferencee.! 1n The Socla
Deveiopmenu. . FaiiffiüF
Cõfpæ Lylzo '

re8s .6ooKa t Lllz. " oresõFFrìilõ'ããl



Schmucko Rlchard, Jane
lns Consultation I

Arends
0r

and Rlchard
zatlon Develo

€In
Lylz.

121

Arends. Tallor-
t for Par-

verslty of

SeLler, John A, nsoclotechnlcal_ Systems,n in Organizatlon

"
Book Conpany, Inc,, LyTZo

se1Ltiz., Gralre, Mar-l_e Jahoda, Morton Deutsch, and stuart w"cook. Ressarch_MeËhods in sociar Relattoås.---uãr Tork:Holtr n

gon:
8otrr

Shafer, HaroLd T. I Profess ãavisors and C . raBrLc
Supervislon!,'Jashington, DnC, : AssocEatffi- for

Curriculun Developnent NEA, Lg6T,

of Su
Á9a

and

Stake, Robert, E. rThe Countenance of Educatlonal Evalua-tfonrn ln ReadLn Br eds. PeterA. Taylor e, ïowa: ül"M,C.
Brown Oompany, -Publlshers,

Stevens, John tü, Aù ori
Experlencinq.

-

in an Era of
tLve

6Xr

ing. for 0rgânlzation-Devg:,opmenilñ Deve
þ, riour.n+1r_January 1968.' rpt.,. ln

Te
e¡r

WaIJ.énr. JohT t. nAn IntrodrrctLon ro fnt,erDersonal Reletio¡¡s¡nPorbrand ïIorkshop in crfnlcal supervl;iããr-o;"g;;, -Eùñðr
L965. (Mfmeograpfred ) -- ---- --5-- ' 

v' vbv¿ 
.

watson, Goodwln. nEducatlonal psychorogy lÍe Belleve LR.n
( l,flinqographed . handout )

Wilheln:, Fred_ T, nEvaluation as Feedback,n in Evaluation
RsoFee*back, ang Gu{der -ed. Fred t, I'¡ilt"rrä.ffion.rrnu.: Associati.on for supe¡:vision and currlculun Ðæãiõi;ment, NEA, 196T o -

IÍi1son, Jgh+ T., Donald p. trïulIen, and Roberb Morton"nsensltlvirÍ Training_for_ rnaivrãüar crówrh::,iã; Traln-

Typer,- Kenneth A. nEducatlonal Accountabflity
Changêrn ln Emerelne patterns of Adninisi,
ilËå5å¿.,iT,cal. : l{cCutchan Publishinþ Corp., Lg/L"

¡'targu¿t eg and
Conpany , Lnz. Grarc-HILL



L22

'¡JoIf, Robert L, tfHo¡ø

Schoo1 Bvaluation:
í. HOUSe" öerl(I€y
Corp, , Ll|), pp. I

FeeI Toward EvaLuatlolrt in
1cs and P essr ed. Erneet

utc bllshlng

Teachers
The Po]-

. ual.l_Io
56-t6g "



APPENDTXES

L23



Appendix A

PE3S0l\rAL EVALUATT0IT

Scoring Direction: place an X at the

ATTïîUIINAL CHANIES Very Negative

col f

subordinates
( those over v¡hom
you have orgatl-
izational control)

I

I

I

interval of your choice 
"

Very Positive

o

I

I

I

I

I

I
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t

I

I

l

I

I

I

I

I

I

I

I

I

I

Mopt

I

I

¡t
__^lt
.H, 1f ec-E:]- ,tl
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I
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I

I
¡

I
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I

I

I

I

Iiii) peers
( those in the salne
organizational
level with you)

bosses
( those who have
organizational
control over you)

fanily
friends

one e s organization
( school system in
which you work)

otherss organizatî
( of which you are
not a member)

I

I

tIv)

v)

vi)
v]"1)

I

I

t

ì
I

I

I

I

I
I

I

ctive
I

I

t

I

I

I

Ivt11)

BEILAVIOBAL CI-IANGES Inef
Communication skiIls with:

i) subord.inates

fi) peers

iii) bosses

iv) family

v) friend.s



The degree to
been achievedu

l_n

1n

expec
or vio

which my exp
neglected o

tanciJes foú profdssiona0.
vioiqted" ¡ I I

12 r."*)

i¡1ios-b Effec'r;lve

grwoith har,,te

tt
,l I

Ineffective
Effecti-veness in c

i) confronting prob-
lems årrd issues

ii) decision-making

iii) resolving conflict
iv) plartring

v) innovating

vi) implementing
changes

vii) participating
oiher organi-
zati ons

viii) participating
other organi-
zations

iz"LL<tl_____i- _ __ . : . î._a
lrlrrrr,

I

I
¡

I

I

t

I

I

I

I

. 
peqsonal ¡growth¡

înr-q prog{amn 
I

t¡t

have þeen
I

I

OVERALT RATTNG

Degree to which my
achj-evede neglectéO

I

I

I

ies Íìor
ted 51n

I
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i) influence on others

ii) communication

iii) peer team building

iv) participation in organizations
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Appendix 3

GROUPJi¡ALUAäJ CIit

Session if_ Date(s) Program

R.esource Personrrel-

Rationale for incrusion in a Leadei'sr rraining p::ojec-i;r

I Goals:

a) Leaderc

b) Groups

rr rR¡'I\TSACTTONS: (Descrip,cion of nrethodology ernployed ornature of experiences and.-activities etc")
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?lace an X lt';rl ,iì-ücï'vâ-, o'î ¡-c;.: cl^-c:ce

Lov¡
.)

I

+

I

lt¡I
illiti

S c o::::,9 Cr::c ct i c:i r

CLII!\TE

Goai conrni-tment

Decisicn Process

'Ieam cooperation

Team effectiveness

Idea Initiation
Supoortive -
Faciii-bative

Gaoi Direc'ced

Tea¡r Direc'cion

0pe'nness

i content

ii process

iii methodology

OUÎCOIGS:

Grov¡th

A) personal

,orofe ssional

B) achievement of¡

leaders u goal-s

group goals

2

I

Ì

i

I

¡

I

I

I

¡

I

I

I

¡

i

I

I
I

I

I

I
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A projeci of the P:.oi"essional. Ðever..c¡:ie:i
Bra:rch, I"íaniioba Department of ücÌucat,i or

Dr" Aila¡ M" Joh:rson

Al1ar Ìui" Joì'i:rson, Jack Lutes, JoÌr:l Ba¡i:nen

Progran planning and deliver"y vil_i be
unaeir;al<en by iae Steei.ing Corr',-:i.ttee a¡c
:esoulcc -0e1.sonnci j:c;:i ¿. ",;:ì-c.;;; 3j
organiza';ions incl-uiing o-¿her'¡rar,ches oi
'che Depar'cneni of Ecìucation, Univer-sities,
a¡d lfanitoba School_ Divisions"

Tvrenty
Fo::ty days (20 school days plus 20 Ca¡rs o,.
caniid.ates oirn'cirne) 

"Superintend.en'i:s and pri;-rc:-pa1s har,,e been
askeci to nornina'ce ca.lididates" Indir¡icual_s
rnay a,oply on their or,.:i to be consio'e¡ecl
as c*iiidares for. the selecticn process"
All nchinations and ap^olications shoulrj
be made by let',er to:

Dr" Ail-a¡ Ì"i . Johnson
Professionaì De,¡eìo¡rnen.t Branch
506-118t po:"tage Âvãnue
!/innipeg, ìvía¡i-boba
Rfc ov8

Ph" 786-ai74

Final- seleciion rvill be naCe by the p:-o-
fessicnal Devel_cprnent Bra:ich. consuì_talts,
þllt on the basis of informa.Lion obi,ainec
from school division Ðersonne1"

Exoea$es fo:: this prôjec'üu inciudins
locging and subsiitute teacher.s" ',;-'ii
be paid by the Department of niucation.
October Ji, 1973

lJo" of participants
Tine allotrnent (per year)

Procedure for Recruitment

Procedur"e for. Selection

Co-sts

Deadl-ine for Application
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Fi¡'lal Seicc'i:iorr ïjû.Ce Pùblic
Fro¡:ran S'ia:'t Ðate
ilee-cing Lcca-bion

LTALÏFICÂTJOi\iS TOR S:J,ECTIÛIi TO

Ì'rove;b;:: iO, 'íc)73
l---lr¡ ,-: ^¡-,r¡:::- 4c,n-;rúvv.¡¡uç'-, ,2()

Il,_*.:: e- ur¿ra:.¿ ,;:_'(j _.,j-1t35
irli -.." -i *. -rr r¿a¡À¿ì/! o

'¡iil be hcl á in

ViI "

VIIT.

Any of ';i,c rlroicGsionûl s';aî-i ( ¡;r¡r-j.n-l(j::c^';r-:r;, ;r-^:.;:ci:als, 'cce c-:_.=rs,,etc") fron i'ía::i'toL-¡a scirooi di-¡isío:lG iï;y n,;ke appJ-ica.ì:ion or be jreccítuîe:.ìd.ed
for seicciion to the ';raining progra.ri" ?hc seiec'Lj-on ¡:"ocees ,,+iil_ be iac-iliiaied, if 'the îolior,;i-ng rni;linur¡ qualifica"bions are consi-ce¡.ec. i+hen nak:n¿application or recomrnending sorneone for ca:'lcìidacy" Pe;'sons beinq consj-cererj.
shoulC have---

-leadership potentiai or dernons.tra,ceu ski11s.
-cornpl_e-tion of a B" A"r ts" jlC" prograrn"
'a'i; ieast five years of erpe:'ience as a p::ofessional teacher
or administ,i.ator"

::mrilu; ïi.;r:"ffi i.i:*:ïtffi t:;i::.?ï.ii::Ï;ï :i:;ii "

professional cLeveLopi-ncnt.
the confid.ence of nnost ed.ucators Ín the oivision"

NEED I¡OR TIJE PROJBCT

A. The Pro.ject to Traj-n P.r:ofessional- Develqplnqn! Lead,e¡.s pre-Eujlposesthe need for vesource pcrsonnei in c::cr ccllcci d.1..'isj.on of the p:.ol¡itice,
t'¡ho has 'tho l<nor+ledge and skills required. to oesi6n and innplement nrofessional"developmeni programs, apnropriate to the needs of -bhat schooi division"Specifically, he should be capable of---

I'o establishing collaborative hel;cing relaiionships l.rith
aCministrators and. teachers in the division.

b. diagnosing the professional devei,opi'nent needs of grouos
of teachers in the division"

ce designing progra¡ns (for in-service ciays, vrorkshops, in_
schoor experience, """) that best neet the diagnãsed
need.s "do id.en-i;ifyin6 avail_able resources (l-runan and nateriai) thai
can be used in j_nniementing the pia-,rneC prograas"

€s selec'uing frorn among the avaiiabl-e re€iource Ðersonr-rel alld
and ma'tei'ials, those vrhi-ch r^rill- most effectivel_y benef:t
the s¡rstem"

f. ac';ing; es a sulluort consul";a¡i io inoividual teac].le::s or.
groups of teachers, v;ho v¡ish to inpiement weri-ccnceived.
in¡ovations or projects"

go encouragiäg Civisioii. ?Êrsonrrel -to p1a:i for iheii or',':n

personai and professional 6rovrth"

ts. In-ser-vice prograns in school divisions are presentl¡r provi.ded bya nurnber of a.c;encies includ.ing the þlanitoba Teachers' Societyl Teachers 'Local Associations, various 'ora¡ches of the Departrne¡-rt of Educa.tio:i, ì,ÍanitobaUniversity Personnel, and Fie1d Officers (fnspåctors), f"""u-uo"ious agencies
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ar e c(lÌjtribu'cing grea'uly to tilc p,:ofcssicncl- cjevel-opn,:nt oî o.rr 'cec.cîeys,but ';here may be ¿i r-:ced to co-orcìina-be activj-'c j.es so -bha,c thr: ava,il,;tbLe
resources are util-ized nost c.iíec,ci.;ciy"

C" Tìrc:'ll is no ir-",c;:-ci-.i r.l¡:.¡:.ì,;l; cc;:¡;'..,r',ln'ic f*";:.1 ,¿;.L p-rc¡.!t::;-j.c,r-r,',
I)evelonirle¡it llr¡ucir oi tìic Ðcpelt,;ric::-; of lidu-c¿.-tio;i co'iiü (t(:i)::.i\y; ¡inri j rrn.t_¡:ne¡i.c
tIiinrlr¡ J)t:oSrûns for aii ::cach<::s ir if- Ì4r::.;ob¡. sck-oo: çív -¡j^.::,,. .J.;c'r^
a cetiti'al izei delivûi:.-r sy.s'vern migìii be coi.rre v;r"y ia::¿;e aäi ',,¡oi;l-cì not be asfiexj-biel noir as resironsive to l-ocai needs, as r+oul-ã a. sys,ien* vtheçe kr,X,personnel ii'o,n .'ach divÍsion a::e irr'bensively traineo to becomr: effecti.¿eprofessional developrnent consultants and traine'i.s within their ov,.r.l schocl-
systems "

IX" PROGnÁ.ì.1 ÐrìscRIF{IOÌI

ft is pIa:rned to develop in partici-pants -bhe capability cf becoising
rnajor resource pel:süns f,cr profcasional d.evel-op:irent in 'bkLeir scì:ool divísions.

A rationa-le for chal.ge, innovation a:rcì pr"ofessional de.¡eloi:ment r^;iIl be
estab-L:-sheo ancu on the basj-s of this, a variety cf i:lstructional 'b,eci-¡ricrues
r^¡i1I be used to achieve the goals of the pro;ec'1" These tc-chniciues inclúdeLectuletteso Simulated E>;periences, Fieid Experiences und,er sucervisiono
Reading .A,ssignments, Laboratory Training and Audio-Visua1 Techniaues"

The tentative goals foi this progi:ain, as outlinec. belovr, are basec ona bel-ief that transfer of training is bes't eÍ'fec'lecr v¡hen al-l th:.ee nsycnoÌogicaielcments (co,gnitive, affective and psychomobor) ¿ìre e:'i-rphesized "to sc.¡ne ce3ree"Participan'cs in the progra,n l.¡ill- lea¡n nev,, behavioral patterns r,cl ractiðe
net+ sltillsr but ihey should do so fron a 1<¡o,,.,,1-edge basã. Thj-s alloivs thel ,¿o
justify the behaviors and to understexd their inportance to thern end/or. theirprofession" The a'¿ti-tudes and. values ihey hold tor..¡ard such corr.cepts as changeand irrnovation detern'íne greatly the extent to r+hich they me)/ operâte aseffective professional devel-opment lead.e:'s in their school d.i.¡isions" Cnthis basiso then, the following tentative goals have been stated for thisproject:

Knovrlcdqe

-to have participan'Ls reari the literatur.e on charge, innovation
and professional ceveiopment so that they rnay opeÌ'ate from a
knovrledge base i+hen pla:rning a¡d impiernentii.l.g progre,ns"

-to have par-bicipants -l-earn and pr.actice the skiLls of systemaiic
resource searching and selecting.

-to have particinants red.d and analyz? cese studies that relateto change and innovation in school systerns"

-to have participan'bs study 1i';erature on systems theor'¡r.

-to have pariicipanis establish'a routine fo' the :-eading ofriterature that will ensure their being kepi up to qate intheir fie1d"



¿))

Slcills

-to develop the ínterpersonal ano gro'.ìp process skil-ls oi
partÍcÍpa:rts"

-to cievelop in par';icipan';s sl<j-l-l-s of buiiding inte-r-;rerconal
suppor-t systens and helping relationships"

-to develop in participants skiil in diagnosing tLre ;:rofessj.onal
developrnent needs of teachers at the schooi or schooi aivisi-o:t
level-"

-to cevelop in n¿rrt,icipa:rts skill- in gene:a;:ng pr-ogran .lec:6:rs
based on ihe dia8nosed professional i.evelonrnent needs of a
group of teachers a¡d inpiemen,ciilg prog-r.ams"

-to develop in participa:rts the adrninis'¿rative sl<irls needed
to arra:rge the facilities, food services a:rcì other resour.ces
required for professional development programs.

Experience

-to give each participant some líuman Relations and. Organizaiion
Development experience o

-to give each participa-nt experience in problen-so1ving,
decision-maì<ingr estabiishing goals, evaluation procedures,
and the communication processeso

-to give each participant experience in the use of avair-able
training instruments.

-to give each partici¡a:rt field er-oerience under ihe super-
vision of a professional consul_iant"

-to give each participani e>pe:.ience in siress situations so
that he vriil develop an ability to recognize a¡ri aa:tage
stress in himself and f::.ctecrs.

Detai1ed proaranning rvill be plenned as the project gets under way and in-
dividual- an<i group needs of the seiecied ca¡didates are assessed."
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S O¡Til Di!îällS I Ol'iS f li ÏilíTtl:lR?DRS CitAi,

Initia"¡ive

Conflic'c Style
Generate Iviodez'ate

S'catus Preference
One dov,rn Equal

Degree of
C onne ction

Intimate

Amount of Time

LittIe

1_2j
Lolv

Expe ctations

Dependency

i{idden,
Ambiguous

l
Dependent Inter-

dependent
Resource Allocation l- Z j t+

C orope ti-bive

Preferred Anxiety
Level

l\ledium

/¡.c-bive

l

l1í:-) +

t)-,-.^- 1r^.

fr v u.Lu

One up

Distant

Great

Self Disclosure Lt

--_l).-

v lJtrjì1,

ïnd ependent

C ollaborative

ii r åli
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A -^-an7, ¡]: 1; :l¿-yLJt.

G3A:;,S

Exaiirine carefuity vrhere you ai'e on eacn of ilre fa-t1ç,¡"i--
a.ues'i,ions 3

1o 'iJhy am I hez'e?

2, What do I hope to get out of this prcgram./

3 " r¡'jhat will r be able to contribute to 'chis prog::an?

4' state some specific achievable goal-s for yourseif l,¡ithrespect to this prCIgrano

Sl-ro:r-b ilan,qe

L.gne Range

5. l{ith respect -bo this coursee

a) Vfhat are my expectaiions of myself?

b) l,''Iha"c are my expectations of others in this group?

c) '[r,lhai are_my expectations of Jack, Al and other resourcepersonnel?

/ ,". ,oe i:'inaï do r see as.the i:sychologieal coniract, vririch rhave made by op-üing this progiam?
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individual statenent of puz'poses agreed to b¡r all nernbe¡,s

v/ere å

1) to foster the hurnan grorv'ch of eacir indivicìuai meraber"

?) to become cornfortabie in working 'viih others"

3) to d.evelop a clima-be in v,¡hich those arouncl u.s have the
opportunit¡t'5o grotv professionally"

&) to p'epare for a readership roie in in-sei'vice 
"

5) to gror,v and develop personally through group expez.ience.
6) to promote developmen'c of comr¡iunication skiiis,

organizationar techni-ques and. resources in our school
divi 5le¡15 

"

7) to d.evelop an awareness of what is happening around.

seif and. others.
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GROUP 0BSERVATI0i'l GUiDE - t4AitlTEN/rlíCE FUI{CTl0liS

The foiìotvÍng is a list of contributicns to group rnaintenance. As the clroup
on its task, watch for t^taj,s in v¡h'i ch nerÌ¡bers cont¡ ibute. iianie nlembers in tl¡e
provicied and use i:aììy marks to'i ncl icate frequency of occu¡-rence.
it is possible that fett or none of these coniributìons to group majntenance irill be
observed in this group session. Be as objective as possìbìe ìn your clata coljection.

h,H0

CONTRI BUTTS?

r'lorks
spâces

u^r.t

FRTOU É\îL Y ?CONTRiBUTTONS TO GROUP T{ÁINTENAI{CE

l. t"lecijates differences betr,reen group members
and aitempts to reduce tension.

2. Praises others. Agrees r,rjth others. Acceptina
of others ideas. llarm and friendly.

2

4.

5.

His own idea or status is invoived 'in
flict, he offers a compromise; admits
etc. in int,erest of group cohesion.

Faci I i tates part'i c'i pati on of ot,hers.
keep conrnunication channels open.

error;

Hei ps

Keeps track of the group process and 3ives
data when it evaluates its procedures,

gr0up

6. Goes along wìth the group, more or 'less
passively- Acts almost as an audience rather
than particìpant.

7. Cracks jokes; jumps group off topìc rvhen
tension is high; caìjs for coffee break, etc.



GRCUP OBSERVATION GUIDE - TASK FUI.ICîiC¡IS

The folìo';r'i ng is a list o" cont,ributions to task acconpiìshnen-u. As the gi^oup r+o'rks
on its task, vratch for tiays ìn t'¡hich ¡ilembeirs contribute. {ane members in the sii¿ces
provided and use taììy nrarks to indicate frequenc¡, of occurrence.
It is possible that few or none of these contni butjons to t.ask accoritpjishirent rijll oe
observed in this group sessìon. Be as objective as possibìe in your dar.a colject,ion.

CONTRIBUTIONS TO TASK ACC{)I'JPLiSHMENT

l. Suggests ways of organfzing and
getting the job done.

HH0
COI.iTR i BUTES?

unt,t

FREQTi i¡lTLY?

2. Sugcests to the group some .nevr vrays of
ìooking at the problem or goaì and of
soìvìnç the probìem.

3. Recoqnìzes the neecÍ for information.
(l,Jan-us authori tat j ve i nformat'i on, facts
and asks that suggestions be clarified.)

4. Gives information (offers facts and
general i zati ons , rel ates personal
experi ences . )

5. Recogn'izes needs for opìnions ancl feelings
(Ask for clarification of values pertinent
to grcup task and for opinìons of others.)

6. Reporiing opinions and feelings. (Emphasie
on his beljefs, not on relevant facts and
i nformatj on. )

7. Tries to clarify reìationshfps among
various ìdeas and biis of information and
to coordìnate members efforts.

8. Elaborates on informatìon, suggestions,
opinions and feelings.
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GROUP OBSERVATÌOII GiJIDE - TASK FUIiCTiOi\is

The follol'iing is a list of contributions to iask accompiìshnen'u. F,s the Qroup i,ro*'ks
on its -t-ask, tr,atch for t.rays in vrhich members contri bute. Narile members jn the siraces
provìded and use taììy marks io indjcate frequcncy o'l occurrence.
It is possìble that fevr or none of these contrjbutjons to task acconpl'ishment r,r'ilj be
observed in this group session. Be as objectjve as possible in your data collectjon.

CONTRIBUTIONS TO TASK ACCO|4PLISHi'iENT

9. Eval uatì nq sol utions proposed. (Assesses
progress toward goaìso looks at practìcaìity,
ìogìc, facts and procedure.)

j0. Surnmarizing group progress, decìsions that
have been made askinq for a sunarary.

ì1. Making procedural suggestions to heìp co-
ond'inate activities or doing rouiine tasks
for group.

12. Checking for agreement and asking for
deci si ons.

'13. Caìììng attention to time limjts, amount of
time remaining to get the job done, and agenda
still to be covered.

14. Serving as group memory by recording
suggestions and decisions.

15. Checkìng to make sure one knows r,rhat a speaker
means before agreeing or disagreeing with his
contri buti on.

!,rH0 HOli
c0ÀiTRitstJTES? FRtQUilrîLY?
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PRCCLi S Sj 0lS;-lii,Ti RS
%

Thjnp:s to J,ook foJ:

Participa'üion c

Leadership:

Roles:

De cis i on-Making :

C ommunicati-on ¡

Sensitivity:

Did all have opi:or-ûunities
l',Ìere some exclucieci? lCas a:l.
draw pe ople out? Dio a fev,¡

to participate?
e f f or-b rnade to
d ominate?

Did a leaderu as such, einerge? L,Ja.s a
.leader desi.g-nated? t,Jas ieaãership shaz.ecL?
i',las there any struc-Luring of ,che lroup?

i,'r¡ho initia-ced id.eas? \¡Jere thet¡ su¡aor-bed
and by ',vhom? Dici anyone biock? Vühb
helped push for d.ecisions?

Did group ge'r a lo'c of ideas silgges-bed.before beginning to d.ecio.es or ãl¿ i,r,
þgqi" deciaing oi: only a single idea?Did everyone agree ,ro-,rjhe d.eõisions mad,e?
I,'Jho helped influence decisions of others?

Did people feel free to taik? r,",Ias the::eany in'cerrupting or cuttiieg people off?
lJ:.c. pecpJ-e J-ls'cen to o-bhers? !,las tirereclarification of points made?

ruüere mernbers sensitive io the need.s a:rdconcerns of each other?
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^tqæl¡.m 
J¡rvr!!rrr!r\ i¡i

c orr.ru xr c p.ñn.q rrm Ì,r

'SRVER ÌIISTîUCTIONS ¡.Ì\D TAI¿Y SIIEET:

0n this shee!, mai<e a taì-1y mark each time a participant opeaks. ì,fake the na¡k in
the col'umn under his number, next to the nu¡nber of the person to vhom he ado¡.eosed hj.s
comnlent. If you cannot tell to r,¡hoin the comnent r¿as addressei. or if it vas to the rhoÌe
group, place a tally next to I'Gt'.

Spcaì<in6
PartÍcipant No"

BeLow is a diagram representing the group five times, once for each nember. Copy thediagram onto newspri-ni', if display is required. l'Inen the discussion is ôver, transfe:. thedata you collected on the form above to the diagram in this rnanner For each participant,
find the line from his number 'uo the number of each person he spoke and on the linc vrite
^rre numbe¡ of times he spoke to that pe¡sono
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Append ix !i

To be "undecid.ed." means thatwhether yoì.ì are willing to implemeni

that you are
reservations 

"

you ere not yet sure about
'ühe plan 

"

D$trIl\1ITï Oir 0F cOi\Tsltisl{j

Consensus is a decisjon that the group agre es _Lo ra.l<ea given action" .Some may have d.oub'cs abou'¡ 
"he 

v¡isciorn of theaction, bgt cornmi'c thernsé1ves to impiemen-l; the ac-bion becaüse ia) tire conseo,Lrences of fail-ür"e seein not ,úoo 
6r.ea.,u"b) the grourr can leai'n fron íair-ure, ,üo irnprEve i,csnex-b atternp-b.

c) a ne,xt at-üãmp-b vrill be possibie ror ínoivicluaì sin the group"

Thus u io be " f or,' the ac-ûion mea:iswilling to implernent it, not that-yãu ùave

T.o b" "against,, the action ïneans that:l) you are no'û_',^iilling to irnplernent ii for aïÌy reasoile
^\ Pyt us;oecially foi^ theseu
i! lle consequences of íailure are too severe o)) rt will not be possible to learn from failu.re--there is no second. choices no ooportunity-tã useany learning"

1" Avoid arguing_f9" youiî-ov,ryl rankingsn present your positionas lucidiy and iogically as possiõre, but l_isten to theother members' reáctions and consi¿er thern carefullybefore you press your pointo
2, Do not assume,chat soineone must lvin and. someone must l-osewhen discussion reaches a star_errrate u rnstead, loorr f orthe next-¡nost-accep'cab1e alternaiive for arr partiesu
3 " Do not change your mind simply to avoid conflict and ,ro

reach agreement and harro-onyi -l'Iiren 
argreement seerûs to conetoo quick]-y and easilyo be" suspiciorrsl Explore -¡he reasonsand be sure everyone âccepts ,cñe soru-bion f";-basicai]-ysimilar or comprementary reasons n vi"rã--o"iu ;;'positionsthat have ob jective and"rogicarry sourd for.mdationso

4' Avoicl conflict-!edueing-t-echniclues sucþ as majoriiy ..¡o-be,averagese coin-fri;os ana oa:.g1in_ing" j,,,Jhen 
" ,Tiiè"å,rins-'member finally agreese donst-feer ina-u he ""=i-¡årewarded by having his ov\ríI way.on some iatei:poir.t"

5" Differences -of opinion are natu.z'ar and expected" seerç'chem out "*g try to involve u,r""yãr-,à in üre-¿ecisionproeess. .Disagreements can_help" the groupÉ s decisicnbecause r,¡ith a rvid.e range of inãormàtïo" 'urrã äpi"rons,there is a srêater chanõe ürat ir",ã á"o,rp v;i1r irii rrpor.more adequate soiutions"
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n -^-- :ndix f.r1p-iJr

ltx-i]DÞ 0F OuR GROUP

I R]]SOURCJ]S

1) more pre ancr pos'c inforrna'cion z.e group pï'ocess

i.e" consuitants help,

2) continuecl direction from leaclers"

3) reraxed pace -bo alrolv for interpersonai excirange

maintenance é

II ll'lFORIIATI0N

ì\t) pre and pos'o informa-bion -[o provid.e incentive
a:rd security

2) clarification and definition of goals"

3) utilization of ind.ivid.uat members as information
sources e

ÏI] STRUCTURE

1) need to structure ,ühe sessions up to Dec" ,?\.

taking into account the initial goaIs, expectations,
needs of the individuals and the group ( ftexi¡iLity) .

2) provide opportunity to use strengths of indiviciual
participants 

"

3) need for structured time for group maintenance"
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SKiLLS

Li'ADiJ RSI{IP S]iI II,S

self av,¡areness

- needs assessmcn-b

- buiiding rela-bionships and ciirnate se,c,cing

- decision-making anci implernen,cation

cornmunication

- prograrnming

- evaluaiion

organization iue. diagnosis and ma:raging

- norm identification
- group process êuge observation

- problem-solving

- role clarification
consensus seeking

- designing
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Appendix K

Tillì¡i FÅIiiLiÄIriTY LtST

Tire ternrs below ,r.tJ * ::a:lcionl
cio rvitii evaiuaiior-i " îaey a::e
they all to bc ireated. .; n the
degree of e:<posü,:e to each.

0
i
2

3

4
5

lieve:: Ìreerd of it.
Llca::cÌ or it, but ii:atts about all.
Studied ir, but scili don't know v¡hat it
Feei that I underscand it well enough to
Irve used it correctly I think.
I(now it so r¿ell that it v¡ouicl be a waste

spend much more time on j.t.

coilec-¡ion oi: LeriÌis ihai ltave something to
i:oi- necessilrr.ì-y prerequisiLe, to ! nor are
couíec. I a;n siirpiy inte::ested ii.r your

Ì"í;rli eacjt terin using the cocie belov¡:

is ali abouc.
use it if I had to.

of rny rime to

formaci.ve evaluation

summative evaLuation

regression effect

antecedents

transactions

outcomes

validity

reliabiliry

unobÈrusive measures

random sanple

stratified sample

behavioral obj ectives

Bloomrs taxonomy

Ë- test

achievement measurement

contingency tabie

meta evaluacion

v-tiu¡ L

analysis of covaríance

semantic difierential

iterû difficuity

item discriminatl_on

affective domain

control group

aÈtitucie äeasuremenL

i.nf erential sËaiisEics

norin referenceci tesE

criterion referenced test

correlaË ion

random assignmeni
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" Bcl-orv are a nu¡nberof s-batenen-bs abou.-i'cne ê:'¡ãiuãTion or*ãduca-bioà.i prágraÍ,rìs eA progr?rn car'r b? 
" 
r. I essonu a, corìÍ'se, a rvhoie curr"iäui,_irn, ora{V training activityo Consid.er each sta-iernent as ?¡ s,;aienen-i;of opinion. rf_you àgree at reast a li,c-cl_e ¡it v¡itñ t:restateneutu circie -bhe l-e-bter A" f f yõu di;"#-""ä""" a lit,cl-ebit lvith 'che siatementu circl_e ihe iétter D"" ti you-'uotir

|gree and disagree s or if you have no opinion, i"ä,ru ti-ruletters uncircled,

Appendix L

A'ïTÏTIL]E SCALX i,iO-" t_Ll

N: -Y^^ -

A=ltGREE D:DISAGREE Bla-nk=lTeithes

Iu A D The T?i-or purÐose of an eclucational evalua-bion stuoyshould be to gather informa'cion that wirl be helpfuito the edu.ca,üors 
"

2" A D rt is impor'cant for -bhe prograrû evalua,üoÍ. to find outhow r,vell various people tilçe tne prograrn,

3, A D General-Iy speakingu an ed.ucational progralû should beevaluated with reference to one or more "control,,prograrâs o

4, A D The evaluator shoul-d acce-o-b the responsi-bility ofti^u1lg. :1" srrongest, moãt aerensiiri;;-;ã-pünricryattractive poin,;s of the program u '

5" A D fn evaluating a programo it is at least as importantto study and report-on the types of teachir.r! "" itis to stud.y and-report on thä'amount of leaíroing"
6. A D The evaluator shoul-d. di.arv a conclusion as to v¡he,cheror not 'r;he goals of the progrem are v¿orthwhile 

"

7 " A D r-t is more important 'üo evaiuate a proglram incomparison to what other programs d.o than to eval-uateit v¡ith reference to rvhat^i:cã òu¡""ti""='u"v irshould do.

B" A D Principals a.rrd superintendents shourd not gatherdata about the quai-ity of instruciion in tñecl_assroom"

9" A D the taslç. of putiing educationai objectives intorvriting í" Hg. the responsibir-ity-of the-eväiuatorthar: that of ,úhe educatõr"

Please 'turn over



LLrS

10 " A D I'r is essential that the fu.Il_ ¿Lrra\f of eCu.ca-ti oneL
ob je ctive s be sta-Lecl be f oz'e ,uhe p.ä6ru.ro-i.'ai"s ; --

11" A D Evaiua-Lron s-buoies v,,oul-d. iinn:rorre if -;he;r ga_-bher.eamore kincs of infor¡iation, ð.¡en lf a-L tÉ.e"ezpenseof gati-iering less reiiable information"
rz" A D Evalua'cors shour-d ignore da,ra tirat cannot beobjectively verifieC"
13 " A D Educa'bion shouicl have rûore of an engineeringorientation than it nov¡ hasu

1!'" A D The job of an evaluator is mostiy one of findingout how well students rearn what they ,*"-supposeoto learn.
l-5" A D Evatuation should aid an ed.ucator in revising hisgoals even while the prograrn is ,n-prã!r;;;"
16' A D Th" process of decision-making about the cui.riculurnrs one of the weakest rinks iñ the ,o""=urri operationof the schools 

"

17 " A D Ed.ucators have some Ímportant aims tha,c canno,ü bestated adequately by anyone in ,cerms ãr ffit-"behaviors u

l-8, A D rnformation from an evaluation study is not ivorththe trouble it makes,

19" A D The first job in instruction is ,ühe formulationof a statement of objectives"
20" A D A teacher shourd terr his s,cudents any a'd. a1i ofhis teaching ob jectivesl- *'r *rq

2r' A D The ma,r.or.purpose of educationar evaluation is tofind out the v¡orilr of wha,c is frappeninã;- 
--

2? " A D The evaruator shourd be a facir_itator more tha,r acritic or reformer or seholar"
23, A D sorire schoor expe::iences are desirabre because *h,¡¡¡round. out a chiidus iife--*rreirrer o" ,.ói-thã; i"'ãlu*"uhis competence or change his attitud.es"
2l+ " A D An evarua-bor should find ou,r if i;he teaching is infacr rhe kind rhat the schoor iacuity-;;Ë;i" itto be"

25. A Ð l''lhether or not an:. evaruation repor.t is a'y good.should be decided pre,cty.much oä tire-õa¡re"gio,rnd.sthat reseai'ch journar eäi,cors use to d.ecide vrhetheror not a manuscript should. be publishea"---

Please turn over



26. A D

27" A D

28. A D

L!r9

T1" T?in purpose of e.¿al uation is to gain unaer:_
s-banding of the causes of good" ins-,cruõ-bion"

Desc¡'irr'cion and .¡al-u.e 
- 

judgrnen-b are eorualiy Lrripor'cert'c
componen'ûs of evaiua-Lion,

rr 
. g onducting an evar uation, there is no jusi;ifi-

ca'6i-on for the e>rercise of subjective jud[iaent orany kind by 'che evalua-tor"

29, A D

30" A D

3]." A D

32, A D

33" A D

40 " A D Evaluation interferes v,¡ith the
more than it helps"

Educational evaluation is
everyday operation of the

The strategy of eval_uaiion
in terms of the par-bicular
for evaluation data"

a necessary step in 'r,he
school 

"

should be chosen orirnarily
needs and sponsors have

The educational evaluator shourd attempi to concealall of his personar judgment of the uroith of ,úhe
program he is evaluating"
The sponsor of an evaluation shoulcì have the finalsay-so in choosing or eliminating variables to ¡ã-studied,

The -main purpose of educationar evaiuation is toI'rnd out what rne'chods of instructi.on work fordifferent learning situations 
"

Parents0 attitudes should be rneasured as part ofthe evaluation of school progra:ns,

An evaluator finds it al-nos-b im;oossibl-e to d.o hisjob without intruding upon tiie ãpãrãiió" of theprogram at least a little.

+11 important educational aims can be expressed. interms of student behavÍors"

some educational-goals are best expressed. in termsof teacher behaviors"

rt is essential that evaluation sti;di-es be clesig-nedso that the find.ings are generaiizable to othercurri-cula"

An evaluation study shourd. pay less attention tothe statistical significance of a finding than aninstructional research study v¡oulo"

3t+" A D

35"AD

36, A D

37. A D

38, A D

39" A D

Please turn over

running of schoois



þ1" A D

47*,

*)"

45"AD

46, A D

I+7" A D

48" A D

L+9, A D

4l+ " A D An eval-uation of an ed.ucationa.r rrrograni shour_cj-rrc.ludg a criticar analysis of the latue of thegoals of the programo

150
Little evaluation_pranning can be done before yougei a statement of instruðtionai objectives"
The leader of arr evaruaiion team shoulci be a teacher.
The en'cire school day and 'bÌre entire schooiexperience shrould be divid.ed up anci assigi:cd ,rc
'r,he pursuit of stateo ed.u.ca-bioãai goais 

"

-Eve-ry 
teacher shoulci have formal ways of gatheringinformation about the s'r,reng'ühs ano" sr,órtõomingã--"of his instructional program"

lr{oney spent on evaluation contributes more to theimprovement of educati,on than arry otñer expenditure,
There just is no rvay that careful and honestevalua-Lion can hurt a school program"

rf an evaluation study is v¡ell- desígned., the prirnaryfindings are likely -tó irnprove aeciãionå made-b},' 
-¿

administrators, 'úeachers ¡ anct stuclents themservés 
"

l''Jiren the evaluator has to choose be,cleen helping-chis staff z.r.rir i]r* prograjn be,c-cer ano helpi;ä - -
eclucators every'heré uncterstand. alr prograns alittle better he shoul_d. choose the tätter"

AD

AD



Appendix i'{
CI]ìCE .Âttitude Scå1c l--4b Nai-f,e

Diffcrcnt pcopJ.c have different iclcas ¡f:out thc evaiuation
of cducaiionai programs. Some bcl-ieve tha-u rnaint,aining a
-iod school- and improving instruction requiro carefully
- .anncd cvaJ.uation- Others believe that evaluation acf:iv-
itics intcrfcro wj.th têaching and loarning, doÍng more harm
than good.

Differcnt pcople seo dLfferent ì)urlloses for educatlon.
Ccrcåin peopla ûrè oriontûd moro t,o puplt bohaviora or f:o
classroom condltions or to other aspects of thc program,
Rosponscs t,o thc ltems on thie attltude ccaLe provido us
with 6 scalc scores. I¡J'ncn plotted on the profile 6heot,
bolow thcy aro cxpocted to indicate bhe respondentrs
attitudes toward sducatlonal eval,uatlon.

¿)L

Ði¡cctj,ons for SeIf Scorir¡q
ffio¡
this pagc. For cach scale check
your shect to sce how you respond-
cd to cach of i:he elcvcn iteins.
For examplc, uif:h SC|LE V irow ô.id
you mark fEcm 'ií2? I1. you marked
i'É "¡\" put a chcck in the parcn-
thcses. Put the numbcr of checks
in ti¡c iìaí. l.1,irk r-¿ch hqrizoníal
scale (at the righL) at the rrunbcr-
point shown in lts box. Draw your
profile by connecting your scoreg
on the flva scales, I-V. then
your CONFIDENCE acore.

;l
3t
3t(/)l

sl

Ãl
dl
Øl

l
do4,( oéo4 4ê4
F¡.{lnrO c)dNo @O\OlF{NN OfrlF Í} a.)rr!e

<Éal¡ <ô41¡ d44
dS@m ñrONCÐ ONrlrFl FiFls¡cr,¡ ñmó

I. A R¡SEÀRCH orlent,atÍon to
Eval-uation

The pcrson high on this scale appeaxs to betleve that
evaluation should rely on precise measurement and
statistical analysis to gain general understandinq of
!¡hy programs do or do not Êucceed.

II. A SERVICE orientation to
Evaluation

The person high on this scale appea¡s to believe that
evaluation shoul-d be designed according to the neeCs of
the educaiors involved so as to aid then in tneli-
present. v¡ork a:rd fuÈure declaions.

III. À TaqCHING orientation to
Evaluation

Tho pcrson high on this scale appears t,o believe that
evaLuation shou1d be focused con6iderably on thê *Clf!¿
of tc¿ching and shoul,d discover the int¡lnsic urerig in
facilities and in instruct,l.on.

fV. OEJECTIVES orlentation to
Evaluation 01234567891-Ol_l-

The person high on t,his scaLe appears tc, b¿lieve thât
instruction, and therefore evaLuatj.on, shouLd be focused
considcrably on apriori statenents of objeetives, that
the merit of the program is large]-y indicated by the
success of sguAents i"r¡ reaching those objectlves.

V. .i\ u-JDGii-liìT orienËat,ion to 

-

Evaluatlon 0i23456789i0IL
The person hlgh on t'h,ie scale appears to believe that
educational evaLuation is largely a rnaLter of
establlshing the v¡orth of the program for v¿rj-ous
pì¡rposes as porcelved by variouo groups of percone fn
and Bround the progreD.

To obtai¡ a¡¡ oveÌà].l....CON!íIDENCÐ IN EV.ALUÀTION êcore,
do the 6ame thing lrlth
Èhe check-I¿Êt aÈ thø
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Descriptíve dat.a

Intended
Antecedenls

r

Intended
Transactlons

lo

i'
I

LOGICAL I

CONTINGENCY

A

ï
LOGICAL
coNTrNcENCYl

t
H

I

Appendix I\iii

CûNGRUENCE *

æ=- CoNGRUE¡üCB _@-

Observed
ransactfons

I
I

I
El'{PIRICAt
coNTINcENCY,

I
IT

¡

EÌ/TPTRICAL

coNTINGENCYI

I
IE

r

Flgure 2. A

*- 
CONGRUENCiT --@-

0bserved
Ant.ecedent,s

Intended
OuËcomes

Observed
OuË.comes

rePresentat,ion of che processing of descrfptÍve daEa.
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ABSOLUTE
CO}PARISON

Æ

RELATIVE
CO}ßARISON rrt!ll

A represenEation
resulL of

of the process of judging
a.n educaEíonal Program.

¡

I
I

¡

i

DESCRIPTIVE DATA

from

ANOTHER PROGRÁJY
I

I

I

DESCRIPTIVE

Figure 3. the
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InEroduct,ion to llegressíon

An lnet,rr¡ctor, e¿tf{er to eva'iuate his one semeste-r ¡nusic apureciaLion cou::se,
createa a conìPo8er ldcntJ"f j.caËion tesl. llacir stucient is g:'-r'en a iisi of. 25
compooers. Nl.neiy, one minute excerrrts are played antl the student is recuL::.ed Co
select tire composer who corresponds io the excero'c. Foll-or+ing ihe couise the'ce¿i-
is repeated. The resulLs are shorvn belov¡.

Student PretesE PostËest Student pretesÈ,
Number Score Score Number Score

PosttesË, Student
Score Number

Pretest, Pos Ltest
Score Score

1.
)
J.
4.

35
35
35
35

35
4U

45
50

23.
¿+.
25,

11

28.
)a
30.
31.
')a

34.
a(

36.

50
50
50
50
50
50
50
50
50
so
50
50
50
50

35
40
4s
4s
l, É.

50
50
50
c^

55
55
55
60
65

37.
JÕ.

39.
40.
4L.
42.
l.')

44.
4s.
46.
47.
48.

55
55

Étr)J
55
55
55
55
55
55
55
55

45
4s
50
50
50
55

55
60
60
65

5.
6,
7,
B.
u

10.

40
4U
40
40
ú+u

4\)

3s
40
45
45
50
50

1r.
12.
13.
L4,
15.
16.
T7,
18,
19.
20.
11

'))

45
45
45
45
4s
45
Lc.+J
l.c+J
45
45
45
4s

49.
50.
51.

JJ.

54,

60
60
bU

60
60
OU

45
50
trcJJ
55
60
6s

35
+U
40
45
4s
45
50
50
50
55
55
60

the scores is shovm below.The scatter plot of

P"sf

èq

@

@

@

o

o

o

t5

(o

55

5o

4ô

ô@

g@

55.
56.
57,
58.

65
6s
65
65

50
55
ó0
65

,f,âù\i/

@

@

7
v35 40 S5 âø 56 6o d6

', e.

7eE
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O'bserviirg that the pretest mean and ,,;he pos,ctecjt nean v/erebgth 50t ihe ins*¿ructor vras crestíalren" i-iovrever, one ofhis colreagues sugges-Led. 'chat he look for soïne studen,cs ,r¡ho
may have improved. their knowledge during the course 6

Firsi of arl, he loolced, at the stud-ents 'who had pretest
scores of 35"

Stu.dent
1

)
&

Pre.te st

))
aÉ

35

Pos tte s-b
2())
&o
t+5

5o

tr',fha'c was the rnean
for 'chis group? _

pretest score

Vrlhat v¿as the meatl pretest score
{o" this group? _l,ihat r,vas the mean

l¡Jha's was the mean posttêãilsõre
for this group?
on the anãru.gäu ffi,cs
of. this group tend. to gain or 1ose
po].nts'/
Hov¡ much v¡as the aveiãgè-gãñ-or
loss?

secondly, þe loolced at the six students who had pretesiscores of ¿+0.

S tudent

6
7
oU
o

10

Pre te st
-õ:-¿lo

4o
4o
4o
4o

Postjest
35
þo
45
45
5o
55

posttest scorefor this
Did the
or lose?
Hor^¡ much
loss?

group?
majority of students þãin

rÁ/as the average gaín or

ìilhat should the instructor conclud.e from this?

Look at the four students who got 6J on the pretest.
was their posttest average?

Did these four students tend to gain or lose?
VJhat would you conclude from this?

1,'fhat



Seeing these resultsu ainstructor look at thegot 6j on the pos,ctest"
scores are sholn¡rr below.

L57

second colleague sugges,ced that ,che
pretest scores of all-of those v¡hoThese four s'sudents and their

S t!9ent Pre te s t !_dteål36 50 
-6t-tr.p ss 6i

5) 60 6i The students shown tend. to be highsa 6s 6i i:^i;;;äi; " 
rheir scores seemed

Average 5Z "5 65

Looking at the students who-did poorly on the posttestui.êo atl of those who got 35;; iñã-frå"ìtu"t, the insrructorf ound

Stndent Pre-besl posttest1 3 5 --rt-
5 4o i5il 45 3t23 50 3t

This
lov¡er
scale

group of students at the
end of 'che achievenent
appeared to

Average 42"5

Itlhat would the instructor concl-ude from these observations?

How does thís observation compare with the previous one?

35



Situation I

Situaiion II

Situatlon III

Situatlon IV
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Appendix p

Exercjse on Statl-ng Ob.iectíves

A kindergarten unl-t on colours and shapes.

A sixth grade Level unit on man and the bal_ance of naiure.

A sevent,h grade uniL on addition and subtract,ion of
sfgned numbers.

A unit on the design and throwing of pots for the
eighth grade.

A. Take the desJ.gnated siÈuatÍon for your group, and try to develop
some leveL two objectives. Try to wrlte sone objectives in each of
the lhree domains. Also, tlithin each domain, try Ëo writ.e objectives
at severaL levels.

B. Report to the assembled mul-titude.

C. Return Eo the groups, and take some of the level two objectlves and.

rewrite them in behavioral terms. Be sure Ëo use the three components

suggested by Mager:

L. Specify the kind of overt behaviors that vrill be accepted
as evldence that the learners have achieved the objective.

2, DescrÍbe the important conditions under whÍch the behavior
r,¡ill be expected to occur.

3. Specify Ëhe criteria of acceptable performance by describing
how well the learners must perform to be considered acceptable.

Remember, You may v¡ant to express the objectives in terms of overall class
behaviors. Not alJ- objectives need be evaluated at the 1eve1 of Ëhe

individual st,udent.
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Exercise on Measuring Outcomes

1. \,Jrite sonle multiple choice quesËlons that measure Lhe achlevement

of students on the followtng objectLves:
a. The student knows the capitals of the provinces of Canada.

b. The student can apply a knor¿ledge of long division.
c. The student can estimat,e dístances betv¡een various

Canadian cities.
d. The student understands the distinction in role between

police and the courts.

2. List some unobtruslve measures that might be useful ln evaluatíng
student outcomes:

a. A curriculum in art appreciaËion

b. A family life educatfon program

c. A ner¿ math curriculum
d. A recreaËion program

In each of the above cases, indicaËe the purpose of the instrument
(what facet of the outcomes are you trying Eo evaluate).

3. For the situatíons outlined in nurnbet 2, list several att,ít.ude
items that night be useful, for evaluaÈing attiLudes for:

a. student.s

b. t.eachers

c. parents

4, Suppose that fn your language arts curriculum you have a unl-t on

business leEters. DesLgn an instrument thaÈ r¿ill evaluate the
success of your efforts. since you may have to do some remedial
work, set up the insËrument so that iE will reflect, different
kÍnds of errors, thus making your feedback more useful.
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Suppose that you have been
used by Judges for rattng a

Appendix R

Exercise on Judgrnents

asked Èo develop a
program. You have

ratlng scale that can be
decided to use a five

d. fully disagree

about all

abcde

program

pofnt scale:

a. fully agree b. agree c. disagree
e. not applicable

Develop some items thaÈ could be used to elicit Judgmentsaspects of rhe program. some examples have been provided:

1. The reading leve1 of learners necessary for Lhis
program is clearly slated.

2. The teacherrs training necessary for this
is clearly stated.

3. The general objectives for this program are clearly
stated.

The teaching methods for this program are clearly
sËated.

The order of presenËation of materÍals to be used
in the program is clearly stated.

The assumpËions about hov¡ Learning should take
place are clearly stated.

The materials used in this program are approprfate
for the age levels of the students.

The teaching methods are appropriate for the trainíng
of the Ëeachers.

From the vlewpolnt of the disclpline the obJectives
are v¿ort,h while.

10. The students enJoy the methods employed in the
t,eaching of che program.

4.

,5.

6.

7,

B.

o

abcde

abcde

abcde

abcde

abcde

abcde

abcde

abcde

In Èhe development of the scale some of Èhe dimensions that might be
useful to you are appropriateness, clarity, worth, and enjoynent. These
dimensions when combined wíLh Lhe antecedents, Èransactions and outcomes
might form the backbone of your instrument.
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Appendix S

PRqBLEt/r_SOLVING

In Define the problem (write it dor^¡n)

2" Consid.er @ opinions, information and behaviorabout the problem

3" Consider (Ð feelingsu attitudes and info about'ühe ltroblemAre you playing arry games?

4 " Evatuate the @ and @
vrlhat @ attitudes hinder the sorution of the problem?
vlhat sorution wour-d please your parent? rs it gooci for you?
r¡lhat sorutj-on v¿ould. p]-ease you @ ? rs it good for you?

5. rmagine alternate ways to solve the problern
6" consi-der internar and external resources
7 " select tv¡o or three of the most possible alternatives
B. Establish the contract you need. to carry out the d.ecision
9, Plan of action

10. Evaluate ( strengths a'd. wearmesses of your play ( ad just) )
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Appendix T

TNTtrRGROUP TO-Prg

"The lever of collaboration is widely perceivecl as a
significant variable affecting the level of accomplishmen,r
in an organization"',

Describe ihe factors which contribute to the quarity of
collaboration and ho' variances in the factors are refrected
in the levels of corlaboration" rtrhere need.ed, d.escribe
al-ternatives and. eva]uate the anticipated consequences o
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Appendix U

CURJìTCULUI,4 AND TI{E SCH-OOL

I"
ï.

( i) Ma' is basically a. rationar¡ rêslronsible u ob jective 
ulogical being vrho is in chaige o? irirnsãlá and hisac-L].ons.

(ii) society is a correction of ind.ividuars whoseactions faciritate the eontinuance of life 
"

ïf , Educational Goals ( Ob jecti_yesl

( i) d.ata gathering ability
( ii) d.ecision-making ability
( iii) Iogical reasoning
( iv; comprehension
( v) concept formati-on
( vi) analysis
(vii) reality tesiing
(viií) evaluating
( lx) synthesizing
(x) personal autonomy
(xi) aPPlication
(xii) communication skills

rII ' Areas of study which lend. themselves to the clevelopmentof stated objectives:
( i) ma'bhematics
( ii¡ sciences
( iii) philosophy
( ivl psychology
(v) history
(vi) geography

ïV, P-rogram of Stgdies

child selects topic arr.d. pursues it to a logical conclusion"
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V" C ontgnt

Irre levant

VI. Tnstructi-Qgal Techníoues

( tcacher) - chilcl ancl chilcl child
relationship is rorally (Ð Ð (^,

VII. Sclrogl Õlimate

trusiing
facilitative @

VIII " Teacher CompetelrcJ.

- a person who functions through the adult ego state:

Mgterials

multÍ-med.i_a

human resources

Evaluation

integral part of objectives of program"

- as applied to student grovr,ch wil_l be throughteacher observation and feedbacrr to studenï willbe processed through ad.uIt ego state,

(Ð 4+@
Çchool Facilities

A learning centre accessible at all ti-nres and. school
personnel who are available d.uring specified. hours"

@
I

tr>
o
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Io

Stgf f ilrf,_Patterns

- "competency based" differentiated staffing pattern,
supported by technical staff

0_þhers

Resources and personner outside learning centre rnay

be employed at any time 
"

Needs Assessmenl

See Evaluation

RoLe.s

students play fundamental role
others play ,,availability ro1e,'

ïT " Parent Sgo State Cgrriculum

1, Man is an a¡limal that must be trained"
2" External fofces are needed. to motivate firârro

3, Man is orj-entated to tradition and the past
rather than the futureu

4" Man is basically J:azy"

5. IVIa' is happiest when he lives in ]arown rules
and limits 

"

6" Man is ruled by emotions - badt

7 " l,{an has set stages of development"

B, Man learrrs best by stimulus responsee

9" Natural ability d.iffers from man to Írâ.rro

10" Man owes a debt to society"
11" Change is bado .

I2. hlork is good.
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13. Idleness is the Devi1ûs workshop"

1þ" A penny saved is a penny earned"

L5, Anyone can be president"

and other such pieces of wisdom as have

been passed down through the ageso

II " Educatjonal.Goal-s_ and_ Ob.iegtives

four R0s: Readingu Riting, Rithmetic and the Rod.

- Good citizenship

- llell disciplined - Respect for authority
- Hard working

- Value tradition - patriotic

- Clean habits

- IvfantyÆomanly

- Know their roles in society
- Firm principles - responsible

- Know right from wrong

- Special classes for ability
- Recognize acad.emi_c standards (absolute)

- character building through ru1es, sports, etco.
ïII, Program S¡f Studies

Subiects¡ Readingu Penmanshipu Spelling, Arithmetic,
Elocution, Canad.ian and British liistory,
Art, Science, Civics, Geography, physical

Training,
Obiectiv.es: By the end of Grade vr, stud.ents shall

be able to read fluently all books on

Program of Studies" They shal1 be able
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to recite ZO separate poems D pass

provincial examinations in aLL subjects
to be advanced to GraCe VII, Stucients

must demonstrate acceptable attitudes
and behaviour. Departrnental guidelines

will be strictly ad.hered. to" Textsu

materials and methods of evaluation
will be strictly adhered to as pre_

scribed by Departrnent guiclelines.
ïV. SchooJ Climate

- A place of quiet orderly learning.
- The principal is responsible for the running of

the schoor- and the teacher for his crassroom"

- The principal has rights of disciprine over
teachers and students 

"

- Teachers are to famiriarize students with rur_es

a'd regurations and punishments for breaches of
sarne .

- cornpulsory religious read.i-ngs lvill be observed.

daily,
- Teachers wirl find it convenient to use the

strap as the Bi'ole marker"

- The staff wirl ad.here to all rules regarding
deportment, dress, morals, smoking, d.rinking,
frequenting disreputable establishments 

"

- f,esson pra's must be âvailable for school
inspe ctor,
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V" Teacher Compsrtencies

- cl-ass T s rr, rrr teachers only witr be emproyed

by the Board to teach Grades r - vr and wir_r be

responsible for all sub jec,cs,

- Teachers v¡iIr teach dirigently the material
prescribed by the Department of Educa,ûionu

- Teachers wilr i-n no way voi_ce opinions other than
those enunciated. in the official manuals"

- The teacher sharr- in aIr- ways be a' exampre to
students,

School Facilities
School facilities shall meet fr¡rctional requirernents"

costs of operation sharr not exceed. $J"oo per stud.ent
annually after start of year" Equipment, furni-ture and.

supplies and quantity shall- not exceed Department of
Education prescriptions .

VI " Roles

Studentg to be moulded. as useful_ citizens e

Parents support the schoolr pav their taxes and

teach morar/religious standards to their child.ren,
these the school wi1l reinforce"
Derrartment of Education sets standard.s for learning,
facilities, teaching method.s, teacher competence"

communitv will reap the benefits of the finished
product 

"

societv perpetuates the high stand.ards instilr-ed
by the schools,
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III. Chi.l d_ llgp Slats: Curriculu,m

Iu Phl onhi Assump:i;ions ; liature of l{an anci -q ocie t
a) It{an is: kind, uninhibited, Ioving, sponianeous,

content, curiouse intuitive r- fun-loving,
warm, creativen a social beingo happy"

b) Man experiences c j_oy, delight, contentment, d.iscovery,
aloneness 

"

c) Man-initiates:

d) I,{anss social struc-bure nurtures mano

II . Li-:fe Goa}-s a:rd Activities
To develop self-worth, self-lcrovrledge and self-concept
of all natural children"

- All activities arid experiences have an affective
component.

- The child will be encouraged. to initiate, to explore,
to discovere to experience and to create 

"

- To encourage the child to deverop his own learnings
from activities and. experiences"

- To encourage spontaneity and creativity"
- To provide opportunities for joyo delight, contentment.

- To encourage the child to express.

- To develop the child.,s individuality"
- To encourage the chir-d to cherish individuality,
- To encourage nurturing tendencies in each child"
- To encourage the chi1d. to share himself, his

activities and his experiencês"

- To encourage the chird to discover a'd to meet his
needs and the needs of others.

- To encourage the child. to establish and maintain
relationships,
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"

Any planned or spontaneous activity anywhere"

a) SubJects

- The people facilitate this
that it makes sense to the

f) Stuff and -Things

- Natural and manufactured. materials in abund.ance

and variety.
g) t¡ihat Has Happened.

- Subjective evaluation by the child."
IY. Climate

- Accepting, openr æd stimulating
- mutual 1earning

V. Facilitator Competencies

- Ba1anced. @ @ @ hurnan beingu wtro is nurturing
parent, or adult¡ or natural chii-d when facilitative
to the child"

integrated activities i no designated subjects
or discipline

b) Ob i9 ctive s

- To allow the child to grow and. learn at his ov¡n rate 
"

- To alIow the child to take charge of his own leanring"
c) "!Ïre How l',ie Do It,'

- The child orga'izes his own system of learning
and takes charge of j_t"

d) "The þIhatss rn f t,'
0pen

I'Tethod trate
process to

child"
the extent
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Vf " Fa.cilj.tieg

- Ror¡nd arrd about; the community

- Al1 year round.o all d.ay long
VII. Pc.or;le patt""tt"

- Facilitators

- volunteers; community senior citizens (New i{orizortss
mothers and fathers, senior students)

- Paraprofessionals

- Pattern fluctuates to meet existing need.s

- Flexible team approach

VIIT " Qtlrers

- Open for exploration
IX " Needs_Sssessment

- Continuous by the child..
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TNTEGRAIID (T.A. ) cuRRrcuLUM

I SUPERORDI NATE GOAL:

To develop an integrated curriculum K-12.

I I MET.HOD:

To review'the three nrodels: primary, middle and high school, and to

develop a composite outline for drawing up an integrated curriculum.

IiI PHILOSOPHICAL ASSUMPTIONS:

A) Nature of Man

- Man is kind, ìoving, uninhibited, spontaneous, content, curious,

intu'itive, fun-ioving, vlarm, creative, happy, rationaì , responsible,

I objective, ìogicaì, a sociaì being, in charge of himself and hjs

acti ons.

- Man has set stages of devejopnrent and differing levels of abjlities.
- Man has four basic aspects: intellectual, psychoìogicaì, spíritual

and physi cal 
"

- Man experiences joy in success and a furr range of emotions.

- Man has a desire to understand sejf and to get aìong with,others.

B) Nature of Society

- The nature of society is a direct reflection of the nature of man

and is the result of human interaction.

- society's vaìues, norms and laws are constantìy changing.

- Man is a contributing monber of society, interdependent with and

within it.
- Society bombards man with over-choice.
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C) Nature of Knolledge

- Knot^¡l edge i s a cl ear and certai n perception of that vrhi ch exi sts .

- Knowledge is constantìy expanding.

- Knowledge can be structured into disciplines.

- Knowledge heìps man take charge of his life.

D) Nature of Learning

- Important considerations for learning are previous learning experi-

ences, perceptions, needs and interests.

- Learn'ing 'is indiv'idual.

- Readiness for ìearning is dependent upon the stages of development.

- Learnitlg proceeds from known to unknown, simp'le to compìex, spec'ific

to genera'1, concrete to abstract, gross to fine.

- Formal learn'ing requÍ res maturi ty.

- Students learn from one another.

- Physìcaì, psycho'logica'l and emotional needs must be met before the

intel lectual .

- Immediate reinforcement is conducive to effective learning.

- Learning is evidenced by a change in behaviour.

IV GENERAL EDUCATiONAL GOAL:

To develop the total indiv'idual.

A) To understand himself and others, the individual must:

- Deveìop self worth, self knowledge, self concept.

- Value himself and others"

- Develop ìndividuaìity.

- Develop socia'l skills and awareness.
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- Deveìop personal autonomy and sociar responsibil'ity as a func-

ti on'ing member of soci ety.

- Develop hìs own system of values.

- Deveìop his creative abilities and/or aptitudes.

- Deveìop an awareness and appreciation of the finer aspects of life.
- Be able to recognìze and nreet his needs.

- Develop an ability to share his ideas, feelings and experiences.

- Establish and maintain ongoing relationships.

- Be able to meet the needs of'others.

- Learn frorn his experiences and activities and be able to integrate

them.

- understand the relationshíp of man to his environment.

B) To deveìop ski lls for ìife, the individual must:

- Develop a desire fon learnìng.

- Be able to communicate his ideas and feelings through speaking and

wri tì ng.

- Be able to understand the communications of others through lis-
tening and reading.

- Devel op functi ona'ì s ki I I s.

- Learn and appìy probìem-solving techniques.

- Develop psychomotor- skills.

- Develop physicaì fitness and leisure time activities.
- Learn from his activities and experiences and integrate them.
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V FUNCTION OF A SCI]OOL:

To provide opportunìty for the development of all the aforesaicl goaìs.

Vl STRATIGY FOR IMPLEI4ENTATI0i'l 0F A PROCESS 0F ADAPTATl0i'l (Process not.

A) Devel op staff rel at'ionsh j ps by establ'ish'ing a cl imate for personal

and profess'ional grovrtlr.

B) Awareness, understanding (buying in) and commitment to learner goals

are necessary before you proceed.

C) Design a model.

D) Eval uate the feasi bi I i ty of the model .

E) Triat

- Take teachers, time, money, 'learners, facilities, discipìines,

competencies as they exist now.

F) Adoption

- DeveloP a program over a period of time in order that individuals:

- gt ow wi thi n the concept of the model

- revise goaìs wíthin existing curriculum

- may have time to identify goals and utilize own expertise

- re-allocate resources

develop curriculum which is subject to continuing adaptation

- pl an conti nuous eval uati on

G) Integration

- Becomes a u/ay of life, an attitude of mind, an ongoing process.

changes are made as they make sense to the agents of change.
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VII Rr'l t¡rtr0RRtro cuRRtculuN roR llrE (potEr,¡l¡RL RrsouncEs)

STUDY OF

Li terature
Li fe sci ences : bioì ogy,
zooìogy, ecoìogy, etc.
Social sciences: psychologyo
sociol ogy, economi cs , anthro-
poìogy, history, geography, etc.
Comparative rel igions
Conmuni ty
I ndiv i dual s
Fami 1y
Marrf age

Study of

/- Listening
( - Speaki ng

) - Reading
1 - uriting
I - tr¡inking
L- Conceptua'li zi ng

PERSONAL DEVELOPME¡{T

¡- Creative arts, drama, arts and

f crafts, dance, music, etc.
I - ptrysica] fitness, life ìeÍsure
\ skillsII - Taking charge of self
I - Apprenticeship
/ - Specific skill training
L- Va'lues c'larif ication

INTEGRAT I ON

- I'lathematics I- Science I
- Career direction (
- Decision making I
- Living 'in commu- \nity and society ì- Logic -/

f
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rowth
needs

Sel

Stud

informati on

Stud ì es

(soci ety)

Probl em

Soì vÍ ng
Ski'l I s

Conmuni -
cati on

Skiìis
'ú
E

(Personal g
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Appendix W

III Overview of the Design for Phase fI (p.D.L.T.p.)

Bill Regehr
JoeI Sim¡lson
Lorrise Van Belleghen

John l(eogh
Ruby Charnbers
Garth }4clntyre

Jacl< Stewarb
JacJ< Winters
Bob MarshaLl

Steve Dyorak

Ken Loewen

It4argaret Bean
Lorne Ferley
Alec Shewchuk

Field V'/ork

Iord Selkirk S.D.
St. Boniface S.D.
Parochial Schools

Brandon S.D"
Turtle l4ountain S.D.
Tiger Hills S.D.

River East S.D.
Seven Oaks S.D.
Birdtail Rlver S.D.

Assini-boine South S -D-

177

Assignnent
Parochial Schools

Principals

Client in Brandon
School Division

Client in
Assiniboi¡e S.D.

Client in
Assiniboine S.D.

The second year of this program will involve participants in an ex-
tended field project with a specific client, such as a school staff.
Tne program description contained in this paper is still sons¡¿hat
tentatii¡e and flexible.
Seventeen participants have chosèn to rernain in the prograrn and corr
plete its field e>çerience phase. f'or this purpose, they have self
selected into the follcnving Organizati-on Developrent consultant teams:

Names Hone School Division

Boundarlz S.D.

Each team has been assigned to a client and will work with that clierrt
through the stages of an organization i:rprovefient process. Tearns will
practice and rmnitor carefully these stages:

a) entry into the system
b) establishing the contract
c) data generation (collection)
d) diagnosing the system
e) consider strategies
f) select strategies (identify technigues)
g) irplenentation of the design
h) withdrawal from Lhe system

EacJr participant is oçected to keep detailed notes on the viirole pro-
cess of plannÍng, designing, revision, inplenentation and debriefing
of their i¡rtervention i¡r the client system. EacJr team will produce a
repor-u on their projects to be rnade availabre to the ctient and to
Allan M. Johnson and JacJ< Lutes. All projests are sdreduled to be conr
pleted before Decernber 3L, 1975, but a short exbension nny be negrotiated
arcng all parties concerned, if it is required to ænplete work already
underway.

Manitoba Teachersr Society Client in
Non¡ood S.D.
Agassiz S.D.

A.
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B" Debriefing Sessions lt78
During the tirre tJrat cortsultant teams are workinq on their long termproject, tJ:re gror:p will neet several tines to clebrief each others'work. Professional Developnent Branch personnel will have a respon-siJcility to neet with individual teams ãoncerning work on their äpecific project at tj¡res other than the groì¡g neetlngs. These indivi-
dual team neetings will be scheduled with the Professional Developnent
Branch consultants, by the tearrus.

C" Trainj-ng Sessions

The training sessions, planned for the seconcl phase of this proglramwill- focus on developing specific organization developnient consultantskiIls. Sonie of this content has alieady been identilied, but the con-tent of sorß3 sessions will relate specifically to needs determj¡ied dirr-ing tlre first half year of r,nrk in l}re fieId. The dates for training
sessions are shown in Section V A - Scheduled trÞetings of Trotal p.D.L.T.p.
Group.

fV Sequence of Events

Event
Basic Training Program

Ibeting to overview Organization
Developnent astiwitíes and to dis-
cuss plannjng of short, term work-
shop p:oject (2-3 day) .

Consultant teams, selected at October
neeting will plan and develop at
least one short term workshop for de-
livery in one schrool before.the end.
of Jam:ary, 1975.

Grot4> ¡reeLs to test eacLr tearns, desigm,
for feasibili{ and predicted inpact
on a school staff.
Consultant teams revj_se their desj_gns
to better neet the puq)ose for vfiich
tLrey are intended.
Delivery of short term workshop to
one sclrool staff.
Consultant tearns prepare t-horough
analysis and re¡nrt of the ptanning,
irpleirentation and analysis of their
short term workshop design.
IÞeting of P.D.L.T.p. gror-p to debrief
the short term workshops in totâl gjroç.
TWo day workshop w-ith Or. Bill Starling
for training on the topic ,'Organization
Developnent j.:a Sclroo1s". Training will
relate ôirecEly to t¡e design of this
prograrn.

A.

B.

Deadline Date

December L973 - Septen'ber 1974

October 23 - 26, L974

Novernber 28, 1974

Novernber 28 - 30, 1974

Before trrforkshop is delivered
to a scLrool staff.

Before Januarlr 31, L975

Before Februarlz l4, 1975

February 14, 7975

Febri:ar1z L5 -16, ]-975

c.

D.

!a

F.

G.

H.

ï.
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L7g

consul-tants will sel-f-select into February 25, rg75
teams of two or three persons per team
v/no will worJ< together for the rernain-
der of the program.

Jacl< Lutes and Allan Johnson wilr nego- Februarlz 2g, Lg75tiate witir sone to obtain cl-ients foi
the program.

consultant tearns enter i¡rto a relation- Maïch 30, rg75
sh-ip with an identified client (e.g.
sdrool staff) to r.l-rdertake long term
projecb.

Allotlpnt of Tirne

Scheduled }4=etjngs of Tota1 p.¡.f,.f. g,__Grow

Purpose of l@eting Nu¡ber of Days Dates of tGetj¡rg
Scf¡.ürre Per.Ti¡re Trotal

Debriefing (analysis) 1 0
and critique of the
2-3 day workshop de-
livered in ,lanuarlz.

Training session with O z
Dr. Bill Starling.

1 Februaqz 14, L975

2 Febrr:a4z l5-L6, ITTS

"Organization Develop-
nenttt

Training session witl¡ Z L 3Allan Johnson & Jad(
Lutes "Organization
Diagnosis and Inprove-
nent Strategies"
Training Session with 2 O 2Dr. Jay Nisberg "Survq¡

March L3-I5, I97S

lAay 8-9, 1975

Feedback Systerns" -
Parb I.
Training session with O 3
Dr. Jay Nisberg
"Survey Feedbacl<
Systems" Part. II.
Debriefi¡g session on 1 Iinitial stages of the
work on the long term
project, Uy conèuttant
teanrs.

Training session. 2 L
Content to be identi-
fied as long term pro-
ject inôlcates need
for training.

3 July 2-4, J-975

2 Septenrber 26-27, Lg75

3 ¡üor¡enrber 6-8, L975

K.

L.

V.

A.



Debriefing session

TOTALS

B" Tipe A-ll_otted to Client
Each consultant is also
following days:

1o Delivery of a
with at least

2o Planning time
term project.

responsible for scheduling the

i.B0

DecemberJ-6u1-9?5

(2 days) Ja:r o Ig? 5

( 4 days) t/iay-De c , /? 5

(tz days) l,{ar, -De c , /? s

(¿+ days) May-De c,/?5

made up from(tt aäys) 
"

= Z days
= 13 days
= I2 days
= l+ days
= 5 days
= ll d.ays

40 d.avs

1

_2 3 1B

2-3 day workshop
one school staff"
allowed for long

3, Commitment to one client for
long term pro ject"

+. Debriefing with professional
Development Branch consultants 

"

co

The 2? days of team scheduled tirne areschool time ( tl aays) and personal time
Time al-lottment f or 1o? <

= 20 days
= 20 days

þo 4grg

1, Schoo1 time
Personal time

2u Delivery ?f Z day workshop
Training Sessionâ
Field worlc- on long term project
lr."ryllg tiTg fof-Iong rerm projectDebrie{i"S time in totat groüp v - -

Debriefing time with profãssibnal
Development Branch consultarits


