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Culturally responsive
principles _
*There is no checklist of behaviors or beliefs

that describes a particular culture

*Every stud hould be understood from
his/her unique frame of reference

*All students are a dynamic blend of multiple
roles and identified cultural groups

The benefits of becoming
culturally responsive

slncreased level of comfort with members of different
cultures

*Increased knowledge of own culture
¢lncreased freedom to explore other ways of being
*Di y of passions and i that compl

current interests

¢lncreased capacity to teach members of diverse
cultures
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Cultural responsivity principles:

There is no checklist of behaviors
or Dbeliefs that describes a
particular culture

Every  student  should  be
understood from his/her unique
frame of reference

All students are a dynamic blend
of multiple roles and identified
cultural groups

The benefits of becoming culturally

responsive:

Increased level of comfort with
members of different cultures

Increased knowledge of own
culture

Increased freedom to explore other
ways of being

Discovery of passions and interests
that complement current interests

* Increased capacity to teach members of diverse cultures

* Increased resources and knowledge

Indicators of cultural
responsivity
*Awareness of and semsitivity to personal culinral heritage/s

Value and respect for differences between cultures

sAwareness of the role of cultural background snd experiences,
attitndes, and values

of personal competency and expertise
=Comfort with differenices in race, ethnidity, culiure, and beliefs
*Sensitivity towards potential negative emotional reactions

“Willingness to contrast awn belich and artindes

connection with others

Indicators of cultural responsivity:

Awareness of and sensitivity to
personal cultural heritage/s

Value and respect for differences
between cultures

Awareness of the role of cultural
background and experiences,
attitudes, and values in creating
unconscious and conscious bias
that influence communication and

*  Acknowledgement of personal competency and expertise

*  Comfort with differences in race, ethnicity, culture, and beliefs that exist

between self and students

»  Sensitivity towards potential negative emotional reactions toward others that
may cloud interpersonal connections

*  Willingness to contrast own beliefs and attitudes with those of culturally
different people in a non-judgmental fashion
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What are culturally responsive
educational systems?

Culturally respansive educational systems believe that minority students
live in a racist class-conscious society but they can excel in academic
endeavors.

These systems are concerned with:
-instilling a caring cthics in the professionals;
ssupporting the use of curricula diverse content;
~encouraging the nse of diverse communication strategics; and

-nurturing the creation of school cultures that are concerned with
leliberative and participatory di practices.

NC
What  are  culturally  responsive

educational systems?

Culturally responsive educational systems
are grounded in the belief that students
live in a racist class-conscious society but
can excel in academic endeavors if their
culture, language, heritage, and experiences
are valued and used to facilitate their
learning and development.

These systems are concerned with:

- instilling a caring ethics in the professionals that serve minority students;

- supporting the use of curricula with ethnic and cultural diversity content;

- encouraging the use of communication strategies that build on students’

cultures; and

- nurturing the creation of school cultures that are concerned with deliberative
and participatory discourse practices.

Moreover, culturally responsive educational systems create spaces for teacher
reflection, inquiry, and mutual support around issues of cultural differences.

Features of culturally responsive
educational systems

Practitioners and Administrators assume
responsibility for the learning of ALL students from
ALL cultural and linguistic backgrounds.

I b Pita aondarst u}‘mrim 1 1

Every
& linguistically.

Access to high quality teachers, programs, curricula,

and resources is available to every student.

Features of  culturally
educational systems:

responsive

e Practitioners and Administrators
assume responsibility for the
learning of ALL students from

ALL  cultural and linguistic
backgrounds.

* Every student benefits
academically, socioculturally &
linguistically.

*  Access to high quality teachers, programs, curricula, and resources is available

to every student.

Now’s a good time to ask
questions or clarify something
you heard...

to 5-7 minutes.

Now’s a good time to ask questions or
clarify something you heard...

Participants may have jotted notes on the
information you presented. Take a
moment to ask if they have questions or
need clarification on anything they've
heard to this point. Don’t get caught up in
a debate over the information — make sure
you stay on task and on the material
presented since you have only a short time
to facilitate the academy. Limit this period

© 2005 NCCRESt
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Activity 2: Culturally Responsive Group

Processes

g

R il WA For this activity, you will find the lesson

Processes plan and a copy of the handout (if
Participant Handouts: Accountability Hot H H 1 . ili

Topic; Collaborative Leadership Team apphcrflble) Ifl APPCndIX A X F?CIII‘tator
Handbook; Collaborative Leadership Team Materials. This activity has a built in timer:

Process Roles; Team Meeting Agenda . A .
simply click to the next slide when you

S 1 e sl i el finish reading the instructions, the timer
(amat) will keep you on schedule so you won’t
Step 2: Read Hot Topic. (10 minutes) have to WatCh the ClOCk

Time Limit: 30 minutes

SL A Hald seans i L10 e 1] e

Facilitator Materials:
Culturally Responsive Group Processes*
Participant Materials:
Accountability Hot Topic™*
Collaborative Leadership Team Process Roles**
Collaborative Leadership Teams Handbook**
Team Meeting Agenda™*
Time Limit:
30 minutes
Purpose:

This activity allows participants to practice using CLT Process Roles by holding a
short meeting and discussing a current educational issue.

*Found in Appendix A
**Found in Appendix B

. /% Facilitator Note: Allow 5 minutes to explain this activity, and 30 minutes to
Q

N \/// complete the activity (Slides 25 - 31).

Part 1 — Assigning Process Roles

Provide 5 minutes for this part of the activity.

The goal of this part of the activity is for the participants to assign CLT Process Roles
for their small groups. The groups may use the Collaborative Leadership Team Process
Roles handout and the descriptions of process roles in the Collaborative Leadership
Team Handbook to aid in this assignment.

The Collaborative Leadership Team Process Roles handout lists a variety of people
that might have interest in team membership. On the handout, these stakeholders are
represented by dotted circles. It also describes the official CLT Process Roles,
including Facilitator, Time Marker, Decision Taker, Greeter, and Temperature
Taker. The Collaborative Leadership Team will probably consist of many more
people than the few which have those official roles.

Note: Explain to participants that the terms “Process Roles” and “Collaborative
Leadership Team Roles” are used interchangeably throughout this activity.

Step 1:

Provide a minute or so for existing teams to partner with two to three other teams.

© 2005 NCCRESt
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This should create small groups of 6 — 9 participants.

Breaking into groups can be time consuming. Be prepared for how you will handle
this so your time isn’t wasted on this part of the activity. Will they be grouped by
proximity? School? Grade Level?

Step 2:

Give the groups 5 minutes to decide who is assigned each official Collaborative
Leadership Team Process Role in the group. Remind groups that they need to be
culturally responsive when assigning the roles: when electing CLT officials, keep in
mind the diversity of the community, school, and team membership.

Part 2 — Hot Topic — Accountability

Provide 15 minutes for this part of the activity.

Step 1:

Provide 10 minutes for participants to read the Accountability Hot Topic.

The hot topic reports that some states are tying student promotion to test scores, and
opponents are “concerned with the validity and reliability of making high stakes
decisions that often are based on performance of single exams.”

Step 2:

Explain that the issue is not whether it is right or wrong to promote students based on
performance. Rather, the issue for this part of the assignment is that this method of
promoting students is not culturally responsive because it is based on a single measure.
Step 3:

As a whole group, spend 5 minutes discussing the reason why this is not a culturally
responsive practice.

Part 3 — Team Meeting

Provide 10 minutes for this part of the activity.

Step 1:

As an alternative to the Accountability Hot Topic’s position of promoting students
based on a single test, have the small groups use the Team Meeting Agenda as a guide
for their mock CLT meeting, and ask them to come up with an alternative way(s) of
making student promotion more culturally responsive.

Step 2:

Remind the groups to keep their roles during the discussion. This can be difficult
when discussing a heated topic such as accountability.

Activity 2: Culturally Responsive Group

Processes

g

Activity: Culeurally Responsive Group
Practices

30 minutes remaining

Materiale

30 minutes

Time limi: 30 minutes
Parc 1: Break into groups and assign roles, (10
minures)

Pam 2: Read hot ropic. (10 minutes)

Par 3: Hold ream meeting. (10 minutes)

© 2005 NCCRESt
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Activity: Culeurally Responsive Group
Practices

Accountability Het Topic:
Callaborative Leadership Team
Handbook; Collabarative Leadership
Team Process Roles: Team Meeting

Agenda

Materials

Time limir: 30 minuces

Parc 1: Break into groups and assign roles. (10
minutes)

Pan 2: Read bt ropic. (10 minuzes)

Par 3: Hold ream meeting. (10 minutes)

20 minutes

D

s

Activity: Culeurally Responsive Group
Practices
Accountability Het Topic:

Callaborative Leadership Team

Handbook; Collabarative Leadership

Materials

Team Process Roles: Team Meeting

Agenda

Time limir: 30 minuces

Parc 1: Break into groups and assign roles. (10
minutes)

Pan 2: Read bt ropic. (10 minuzes)

Par 3: Hold ream meeting. (10 minutes)

10 minutes

D

s

Activity: Culeurally Responsive Group
Practices

Materiale  Accounsabiliy Hot Topic:
Callaborative Leadership Team
Handbook; Collabarative Leadership

Team Process Roles: Team Meeting

Agenda

Time limir: 30 minuces

Pam 1: Break into groups and assign roles.
{10minaes)

Pan 2: Read bt ropic. (10 minuzes)

Par 3: Held team meeting. (10 minutes)

5 minutes

s

Activity: Culeurally Responsive Group
Practices

Accountability Het Topic:
Callaborative Leadership Team
Handbook; Collabarative Leadership
Team Process Roles: Team Meeting

Agenda

Materials

Time limir: 30 minuces

Pam 1: Break into groups and assign roles.
{10minaes)

Pan 2: Read bt ropic. (10 minuzes)

Par 3: Held team meeting. (10 minutes)

2 minutes

D

NCCRESt

Activity 2: Culturally Responsive Group
Processes

20 minutes remaining

Activity 2: Culturally Responsive Group

Processes

10 minutes remaining

Activity 2: Culturally Responsive Group

Processes

5 minutes remaining

Activity 2: Culturally Responsive Group
Processes

2 minutes remaining
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Activity 2: Culturally Responsive Group
Processes

g

Activity: Culeurally Responsive Group

1 minute remaining

Practices
Materiale  Accounsabiliy Hot Topic:
Collaborarive Leadership Team
Handbook; Cellabarative Leadership .
iy & T 1 nunute
Team Process Roles; Team Meeting
Agenda
Time limit; 30 minutes
Pam 1: Break into groups and assign roles.
{10minaes)
Pare 2t Read hot topic. (10 minues)

Par 3: Hold ream meeting. (10 minutes)

Time to move on...

Gently remind the participants that it is
time to end the activity and move on to
the next topic in the academy. If they were
in groups, ask them to rearrange

ﬁ themselves so they can all see you and the

presentation.

lime to move on...

Facilitator Note: You should now be around 1 hour 25 minutes into the
academy. Adjust your presentation if you are running over this allotted

schedule.

Developing trust:

Developing Trust To be effective at creating change, the

people involved in or affected by the
change must trust the Collaborative

| “The foundation of all group work is

trust,”

Leadership Team.
“It is an interwoven thread . .
hsinghont e asgsand ey ob The Collaborative Leadership Team
team's life, and it must be continually (CLT) develops trust on two levels.

e First, it is essential for the team members

to trust and rely on each other if the CLT
= | is to be an effective change agency. The

members must be dependable and responsible for the CLT to be influential and

trusted by their stakeholders.

“The foundation of all group work is trust. It is an interwoven thread throughout the
stages and cycles of a team's life, and it must be continually monitored and nurtured.
Trust is slow to develop and quick to be lost. It is built in a team over time through
shared experiences in which members show themselves trustworthy by
communicating openly, following through with commitments and acting effectively
with and for the team.”

Michigan State University Extension (http://www.msue.msu.edu/msue/

© 2005 NCCRESt
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imp/modce/05000021.html)

<\// Facilitator Note: Allow 15 minutes for this lesson on trust (Slides 33 — 39).

Developing Trust

. “If you have a good relationship and
Shde 34 mu:(ual trust beglween yourselfapnd
those you are working with, you are
more likely to find them receptive to
the new ways of thinking and the
| improvement methods
you want to introduce.”

e

NHS Modernisation Agency (http://www.
improvementguides/human/3_4.html)

Developing trust:

The second level of trust is at the
stakeholder level — the level at which the
CLT groups want to instigate change.

“If you have a good relationship and
mutual trust between yourself and those
you are working with, you are more likely
to find them receptive to the new ways of
thinking and the improvement methods
you want to introduce.”

modern.nhs.uk/

You can encourage people to trust you if you:

* Do what you say you will do and do not make promises you can't or won't

keep.

* Listen to people carefully and tell them what you think they are saying.
People trust others when they believe they understand them.

*  Understand what matters to people. People trust those who are looking out
for their best interests.

Slide 35

following slides:

*  Concentrate on relationships first

How do you develop trust?

Peter S. Adler and Juliana E. Birkhoff
provide “Twenty Tools, Tips and Trust
Building Strategies to facilitate the trust
building between and among change
agents and stakeholders.”
http://www.resolv.org/pubs/

buildingtrust/bt06.html

These are four basic trust-building
concepts that are elaborated upon in the

*  Acknowledge different ways of knowing

*  Create a group plan and agreements

*  Define decision making

22
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How do you develop trust? Concentrate

How Do You Develop Trust? on relationships first:

Build strong relationships with people. In
doing so, you develop trust and mutual
respect. These relationships affect the way
you create change and the way the people
Comemmieonuverti i) recejve change, making the process more
comfortable and collaborative.

<

It is important for team members to
know each other as individuals.
Encourage team members to step outside
their typical roles and engage in a fun activity such as sharing a meal or attending a
social event together. Trust will develop among team members once relationships are
built. Furthermore, invite each team member to consider the impact of the change
effort in their own lives as well as in the lives of others. This collaborative ownership
further builds trust among team members.

Peter S. Adler and Juliana E. Birkhoff: Twenty Tools, Tips and Trust Building
Strategies, Concentrate on Relationships First:

(http://www.resolv.org/pubs/buildingtrust/bt06.html):

“People need to know each other as individuals, not just as scientists, community
members, or representatives of organizations. Learn each other’s histories. Share a
meal together. If people do not know each other, they will not trust each other and
will revert to fear-based interactions. As a collateral procedure, it is often useful to
have stakeholders create interpersonal "contexts" by having each participant identify
what the impacts of a decision might mean in their own lives, versus for their
community or group.”

How do you develop trust? Acknowledge

How Do You Develop Trust? different ways of knowing:

People interact with the world in
different ways. Some people are quick to
make and adopt change; some like to see
change tested by others before suggesting
or adopting a new innovation. Some
people want to know how a change
affects the greater good before trying it
out; some want to know how it affects
specific people before suggesting its
adoption. To build trust, you must find a way to touch every person’s values by
addressing the various ways of knowing. Some of these ways of knowing are covered
later in this lecturette.

Acknowledge different ways of knowing|

Explain the significance of recognizing multiple ways of ‘knowing’ and
communicating practiced by team members. Collaborative leadership teams are
diverse organizations composed of members of diverse cultural groups, varying
occupations, and community roles. The teams therefore benefit from appreciating and
respecting the different ways of knowing held by the people with whom they work.

Peter S. Adler and Juliana E. Birkhoff: Twenty Tools, Tips and Trust Building
Strategies, Acknowledge Different Kinds of Knowledge:

© 2005 NCCRESt
www.NCCRESt.org

23


http://www.resolv.org/pubs/buildingtrust/bt06.html

Slide 38

Slide 39

(http://www.resolv.org/pubs/buildingtrust/bt06.html):

“From the beginning, explicitly legitimize that there are different ways of "knowing"
and different modes of communicating important facts and ideas. No one -- scientists,
Native Americans, planners, farmers, ranchers, people from the neighborhood --
wants to see their kind of knowledge trivialized and most people have specific "ways"
they want to be engaged.”

How do you develop trust? Create a

How Do You Develop Trust? group plan and agreements:

When there is a plan, people trust it will
be followed. They want open
communication and agreements. If you
are part of this plan, they trust you will

_ stick to it. If you earn this trust and keep

Y &) ’;‘ q your agreements, then people are more
ey m likely to follow your lead in the future.

.. | Itis crucial that plans and procedures are
known by all members of a CLT. Policies
for attendance, amount of time devoted to meetings, and ways to handle logistics
issues must be discussed among team members. Expect that the CLT will be
composed of a diverse group of individuals, each of whom may have a different
expectation of the way these policies should be handled. Once members have come to

consensus, it will be necessary to answer any questions participants may have about
the policies.

Peter S. Adler and Juliana E. Birkhoff: Twenty Tools, Tips and Trust Building

Strategies, Create a Game Plan and Group Covenants:

(heep://www.resolv.org/pubs/buildingtrust/bt06.html):

“Stakeholder processes usually have beginnings, middles, and ends but, at the start,
not everyone knows the plan. Make game plans negotiable and transparent. Groups
come with expectations that collaboration will be made up of diverse interests. They
also may have expectations about how long it will take to accomplish the work.
Stakeholder groups require flexibility for work to go faster or slower but "time" is a
key element of culture and handled differently by different people. Engage the group
in some gentle discussions about how much time people can devote to meetings and
how they will handle attendance, alternates, and ‘logistics.”

How do you develop trust? Define
decision making:

Who decides what will happen? How is
the decision made? By telling the
stakeholders exactly how the process
works, they understand how their lives
are affected. Laying out procedures, and
sticking to them, allows them to build
trust in you and in the system.

As the CLT is a team of diverse individuals, it is necessary to establish group processes

© 2005 NCCRESt
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Culturally Responsive
Educational Systems

I\\j(»\. I\ :-'\ .:_J...

for decision making. Furthermore, set group standards for team representation, the

procedure for making final decisions.

Peter S. Adler and Juliana E. Birkhoff: Twenty Tools, Tips and Trust Building
Strategies, Be Transparent About Decision Making:

(http://www.resolv.org/pubs/buildingtrust/bt06.html):

“Clarify the "rules of the road" before you start trying to build agreements -- who will
make final decisions, how representation will be established, how the group will
decide things. Craft opening moves that will help the parties manage complex
technical discussions. Set the stage also for informal versus formal across-the-table
discussions by asking stakeholders to identify when they are speaking officially or

unofficially.”

Now’s a good time to ask
questions or clarify something
you heard...

&

period to 5 - 7 minutes.

T

Activity: Trust Building

Participant Handouts: Trust Building
Strategies; Trust Script

Time Limit: 35 minutes

Step 1: Break into groups and read script.
(10 minutes)

Step 2: Score trust building strategies.

(10 minutes)

Step 3: Compare and discuss scores.
(15 minutes)

Facilitator Materials:
Trust Building*
Participant Materials:
Trust Building Strategies**
Trust Script**
Additional Materials:
chart paper, markers, tape, sticky-notes
Time Limit:
35 minutes

Purpose:

Now’s a good time to ask questions or
clarify something you heard...

Participants may have jotted notes on the
information you presented. Take a
moment to ask if they have questions or
need clarification on anything they’ve
heard to this point. Don’t get caught up
in a debate over the information — make
sure you stay on task and on the material
presented since you have only a short
time to facilitate the academy. Limit this

Activity 3: Trust Building

For this activity, you will find the lesson
plan and a copy of the handout (if
applicable) in Appendix A: Facilitator
Materials. This activity has a built in
timer: simply click to the next slide when
you finish reading the instructions, the
timer will keep you on schedule so you
won’t have to watch the clock.

© 2005 NCCRESt
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This activity provides opportunity for participants to apply their knowledge about
trust, and compare their ideas with others.

*Found in Appendix A
**Found in Appendix B

< Facilitator Note: Allow 5 minutes to explain this activity, and 35 minutes to

X\/// complete the activity (Slides 41 - 48).

Part 1 — Role Playing

Provide 10 minutes for this part of the activity.

Step 1:

In this activity small groups are given a script of a team meeting. The scenario is as
follows:

Joshua, a fifth grade student, is having difficulty pronouncing some of the letters of
the alphabet. His teacher, Samin, has asked Ezra, the speech teacher, to observe
Joshua in class. Ezra has also conducted an informal assessment with Joshua, and has
concluded that Joshua could benefit from speech services. Maria, the principal, has
called a meeting with Samin, Ezra, Jim (school psychologist), and Joshua’s parents,
Jennifer and Paul. Maria is very new to the school.

Step 2:
Option A - Ask participants to: a) break into groups, b) assign the roles of Joshua,

Samin, Ezra, Maria, Jim, Jennifer, and Paul, ¢) read through the script, and d) then
move on to Part 2 to complete the activity.

Option B — Ask participants to read through script individually and move on to Part
2 to complete the activity as a group.

Part 2 — Scoring Trust Building Strategies

Provide 10 minutes for this part of the activity.

The Trust Building Strategies handout contains four strategies for building trust in
teams. Ask groups to use the handout as a tool for scoring how well each strategy was
demonstrated in the scene ona 1 - 5 scale.

Part 3 — Compare and Contrast

Allow 15 minutes for this part of the activity.

Step 1:

As groups are completing Part 2 of this activity, display four pieces of chart paper
around the room, one for each trust-building strategy. Under the strategy, list the 1 —
5 scoring scale in column form.

Step 2:

Next, each small group places a sticky note on the chart papers corresponding to their
scoring decisions for the trust strategies. For example, if the group related the
“concentrate on relationships first” as a 2, they would place their sticky note in the
“2” column on the corresponding chart paper. This representation of all groups’
measurements of the trust strategies provides the participants with a visual way to
compare conclusions.

Step 3:

After the scoring procedure is completed, conduct a whole group discussion about the
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Slide 43

f

Slide 44

results. Invite participants to offer comments about what the group in the script did
well and suggest ways to improve their interactions. If there are any major
discrepancies on the chart paper results, have groups discuss the scoring differences.

T

Activity: Trust Building

Participant Handouts: Trust Building
Strategies; Trust Script

Time Limit: 35 minutes

35 minutes

Step 1: Break into groups and read script.
(10 minutes)

Step 2: Score trust building strategies.

(10 minutes)

Step 3: Compare and discuss scores.
(15 minutes)

D

T

Activity: Trust Building

Participant Handouts: Trust Building
Strategies; Trust Script

Time Limit: 35 minutes

W minutes

Step 1: Break into groups and read script.
(10 minutes)

Step 2: Score trust building strategies.

(10 minutes)

Step 3: Compare and discuss scores.
(15 minutes)

D

T

Activity: Trust Building

Participant Handouts: Trust Building
Strategies; Trust Script

Time Limit: 35 minutes

20 minutes

Step 1: Break into groups and read script.
(10 minutes)

Step 2: Score trust building strategies.

(10 minutes)

Step 3: Compare and discuss scores.
(15 minutes)

D

Activity 3: Trust Building

35 minutes remaining

Activity 3: Trust Building

30 minutes remaining

Activity 3: Trust Building

20 minutes remaining
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T

Activity: Trust Building

Participant Handouts: Trust Building
Strategies; Trust Script

Time Limit: 35 minutes
10 minutes

Step 1: Break into groups and read script.

(10 minutes)
Step 2: Score trust building strategies.
(10 minutes)

Step 3: Compare and discuss scores.
(15 minutes)

T

Activity: Trust Building

Participant Handouts: Trust Building
Strategies; Trust Script
Time Limit: 35 minutes
5 minutes

Step 1: Break into groups and read script.

(10 minutes)
Step 2: Score trust building strategies.
(10 minutes)

Step 3: Compare and discuss scores.
(15 minutes)

T

Activity: Trust Building

Participant Handouts: Trust Building
Strategies; Trust Script
Time Limit: 35 minutes
2 minutes

Step 1: Break into groups and read script.

(10 minutes)
Step 2: Score trust building strategies.
(10 minutes)

Step 3: Compare and discuss scores.
(15 minutes)

T

Activity: Trust Building

Participant Handouts: Trust Building
Strategies; Trust Script

Time Limit: 35 minutes
1 minute

Step 1: Break into groups and read script.

(10 minutes)
Step 2: Score trust building strategies.
(10 minutes)

Step 3: Compare and discuss scores.
(15 minutes)

NATIONAL CF

Culturally Respe
Educational

Activity 3: Trust Building

10 minutes remaining

Activity 3: Trust Building

5 minutes remaining

Activity 3: Trust Building

2 minutes remaining

Activity 3: Trust Building

1 minute remaining
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Time to move on...

Gently remind the participants that it is

F ] time to end the activity and move on to
: e t6 miové on the next topic in the academy. If the

Slide 49 s ' b Y Y

were in groups, ask them to rearrange
% themselves so they can all see you and the
presentation.

L Facilitator Note: You should now be around 2 hours 25 minutes into the
? academy. Adjust your presentation if you are running over this allotted

/ E; schedule.

Stretch!

Give your participants a chance to stretch
their legs, get a drink, make a phone call,
or chat with others. You'll find them re-
energized after this 10 minute break.

Slide 50

Group Development:

Group Development Developing an effective Collaborative

| a-n..,....!‘_l Leadership Team takes time. Just as

important as building trust between

6

mn N t~

Slide 51 . group members, taking deliberate care of
*.]."j":i‘;j:":-jﬁ' y team development leads to greater success
in reaching the goals of the Collaborative
Leadership Team.
. ‘ ' i Bruce Tuckman developed a five-stage

... | team-development model in 1965 that
demonstrates how community-building
goes through five stages of forming, storming, norming, performing, and adjorning or
transforming. (http://www.catalystonline.com/parts/

thinking/tuckmans.html)

The following slides elaborate on those stages and some content is provided by Alan
Chapman at www.businessballs.com.

- /\}7 Facilitator Note: Allow 20 minutes for this lesson on trust (Slides 51 — 56).

N
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Forming;
Forming

Forming is the stage of introductions and
relationship building. A group goes

*High dependence on

Slide 52 leader for guidance through the forming stage multiple times:
and direction. first when the team is new, and again
Tadioidiad vol aid whenever a new member joins the

responsibilities are process. Time and patience are

pgtEer: important whenever a new member joins
and a period of group reformation takes
place.

p—n

Alan Chapman, www.businessballs.com, on characteristics of a forming stage:
* High dependence on leader for guidance and direction.
* Little agreement on team aims other than received from leader.
* Individual roles and responsibilities are unclear.

*  Leader must be prepared to answer lots of questions about the team's
purpose, objectives and external relationships.

*  Processes are often ignored.
*  Members test tolerance of system and leader.
e Leader directs.

Facilitator Instructions:

Allow the participants a few minutes to think, pair up, and share with each other a
significant “forming” experience.

Storming:
Storming Team members determine to whom they
can turn for leadership and guidance in
*Team members .
Sld 53 determine whom they the Stormlng stage. GI'OUP members may
1 . . . .
¢ e tits fo o air dissatisfaction and find new ways
|eadefsh|p and .
guidance. through conflicts.

Alan Chapman, www.businessballs.com,

*Clarity of team .. .
% on characteristics of a storming stage:

Pufpﬂse incme\s.
*  Decisions don't come easily
rev within group.

*  Team members vie for position as they attempt to establish themselves in
relation to other team members and the leader, who might receive challenges
from team members.

*  Clarity of purpose increases but plenty of uncertainties persist.
* Cliques and factions form and there may be power struggles.

*  The team needs to be focused on its goals to avoid becoming distracted by
relationships and emotional issues.

*  Compromises may be required to enable progress.
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Slide 54

Slide 55

Leader coaches.

Norming

*The eventual
agreement on how the
group operates.

*Roles and
responsibilities are

clear and accepted.

et

Norming;:

Norming is the eventual agreement on
how the group operates. As stakeholders
grow more comfortable with one another,
patterns of collaboration develop and
consensus can be built. This is the stage
where trust is developed.

Alan Chapman, www.businessballs.com,
on characteristics of a norming stage:

* Agreement and consensus is

largely formed among team, who respond well to facilitation by leader.

Roles and responsibilities are clear and accepted.

Big decisions are made by group agreement.

Smaller decisions may be delegated to individuals or small teams within

group.

Commitment and unity are strong.

The team may engage in fun and social activities.

The team discusses and develops its processes and working style.

There is general respect for the leader and some of leadership is more shared

by the team.

Leader facilitates and enables.

Performing

*Team members work
together in a way that
values difference and
produces high quality
collaboration and
results.

*Team members look
out for each other.

5

Far

Performing:

In the performing stage, team members
work together in a way that values
difference and produces high quality

collaboration and results.

Alan Chapman, www.businessballs.com,
on characteristics of a performing stage:

*  The team is more strategically
aware; the team knows clearly
why it is doing what it is doing.

The team has a shared vision and is able to stand on its own feet with no
interference or participation from the leader.

There is a focus on over-achieving goals, and the team makes most of the
decisions against criteria agreed with the leader.

The team has a high degree of autonomy.

Disagreements occur but now they are resolved within the team positively
and necessary changes to processes and structure are made by the team.

The team is able to work towards achieving the goal, and also to attend to
relationship, style and process issues along the way.
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Slide 56

¢ Team members look after each other.

*  The team requires delegated tasks and projects from the leader.

¢ The team does not need to be instructed or assisted.

¢ Team members might ask for assistance from the leader with personal and

interpersonal development.

*  Leader delegates and oversees.

Facilitator Instructions:

“Performing” is the high-point of the team’s activity cycle. Ask participants to think
of a time when they were in a group that achieved high success. Why do they think
the process went well? What would they do again? Ask participants to write a few
notes to themselves for the following activity.

Adjourning/ Transforming

*Collaborative work is
closed and

accomplishments are
celebrated in the
adjourning phase.

*If collaborative work
is ongoing,
transtorming is a time
to reevaluate goals and
vision.

p——.

Adjourning/Transforming:

Collaborative work is closed and
accomplishments are celebrated in the
adjourning phase. If collaborative work is
ongoing, transforming is a time to
reevaluate goals and vision.

Alan Chapman, www.businessballs.com,
lists characteristics of this stage:

*  Tuckman's fifth stage,
Adjourning, is the break-up of

the group, hopefully when the task is completed successtully, its purpose

fulfilled; everyone can move on to new things, feeling good about what's been
achieved.

From an organizational perspective, recognition of and sensitivity to people's
vulnerabilities in Tuckman's fifth stage is helpful, particularly if members of

the group have been closely bonded and feel a sense of insecurity or threat

from this change.

Now’s a good time to ask
questions or clarify something
you heard...

period to 5 - 7 minutes.

Now’s a good time to ask questions or
clarify something you heard...

Participants may have jotted notes on the
information you presented. Take a
moment to ask if they have questions or
need clarification on anything they’ve
heard to this point. Don’t get caught up
in a debate over the information — make
sure you stay on task and on the material
presented since you have only a short
time to facilitate the academy. Limit this
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Slide 58

r<\«/

q:zw{y Pair-Share

Activity: Group Development Thisk-Pir. For this activity, you will find the lesso_n
Share plan and a copy of the handout (if
B",’:iif,ﬁ’,’,::ﬂ"‘"“““‘ Phases of Group applicable) in Appendix A: Facilitator

Materials. This activity has a built in
PP — timer: si.mply cli‘ck to the. next slide when
through the group development cycle. (10 you ﬁmsh readlng the instructions, the
i) timer will keep you on schedule so you
won’t have to watch the clock.

Time Limit: 15 minutes

Step 2: Share answers with a teammate. (5
minutes) s

Facilitator Materials:
Group Development Think-Pair-Share*
Participant Materials:
Phases of Group Development**
Time Limit:
35 minutes
Purpose:

This activity allows participants to link the concepts of group development to
prior experiences.

*Found in Appendix A
**Found in Appendix B

e

/ Facilitator Note: Allow 5 minutes to explain this activity, and 15 minutes to
complete the activity (Slides 58 - 63).

Part 1 — Think
Allow 10 minutes for this part of the activity.

Participants use the Group Development handout to recall times they went through the
cycle of group development.

Part 2 — Pair-Share
Allow 5 minutes for this part of the activity.

Participants pair-up and share the experiences they noted for the Forming —
Adjourning activities.
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Qfm@
Activity: Group Development Think-Pair-
Share
Participant Handouts: Phases of Group

Development o
15 minutes

D

Time Limit: 15 minutes

Step 1: Recall times when you went
through the group development cycle. (10
minutes)

Step 2: Share answers with a teammate. (5
minutes)

“%s

Slide 60

Qfm@
Activity: Group Development Think-Pair-
Share
Participant Handouts: Phases of Group

Development )
10 minutes

D

Time Limit: 15 minutes

Step 1: Recall times when you went
through the group development cycle. (10
minutes)

Step 2: Share answers with a teammate. (5
minutes)

“%s

Slide 61

o
Activity: Group Development Think-Pair-

Share

Participant Handouts: Phases of Group
Development

5 minutes
Time Limit: 15 minutes
Step 1: Recall times when you went
through the group development cycle. (10
minutes)

Step 2: Share answers with a teammate. (5
minutes)

“%s

Slide 62

Qfm@
Activity: Group Development Think-Pair-
Share
Participant Handouts: Phases of Group

Development
2 minutes

D

Time Limit: 15 minutes

Step 1: Recall times when you went
through the group development cycle. (10
minutes)

Step 2: Share answers with a teammate. (5
minutes)

NATIC
Culturally Responsive
Educational Systems

NCCRESt
Activity 4: Group Development Think-
Pair-Share

15 minutes remaining

Activity 4: Group Development Think-
Pair-Share

10 minutes remaining

Activity 4: Group Development Think-
Pair-Share

5 minutes remaining

Activity 4: Group Development Think-
Pair-Share

2 minutes remaining
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Slide 63

Slide 64

Slide 65

o

Activity: Group Development Think-Pair-
Share

Participant Handouts: Phases of Group

Development .
I minute

Time Limit: 15 minutes

Step 1: Recall times when you went
through the group development cycle. (10
minutes)

Step 2: Share answers with a teammate. (5
minutes)

ime to move on...

D

schedule.

Things to Remember

*Be culturally responsive when creating team
leadership.

+Use Process Roles to conduct effective and efficient
meetings.

*Develop trust within your group and with
stakeholders.

*Take time to develop a strong team: establish norms,
foster relationships, and celebrate successes.

\ (Slides 65).

Activity 4: Group Development Think-
Pair-Share

1 minute remaining

Time to move on...

Gently remind the participants that it is
time to end the activity and move on to
the next topic in the academy. If they
were in groups, ask them to rearrange
themselves so they can all see you and the
presentation.

Facilitator Note: You should now be around 3 hours 20 minutes into the
academy. Adjust your presentation if you are running over this allotted

Things to remember:

These are the highlights of the academy.
Participants should have a good
understanding of these outcomes. Briefly
run through the list. In the next activity,
Outcomes Review, the participants will
have the opportunity to explore these in

depth.

e “7 Facilitator Note: Allow 5 minutes to highlight the main topics of the academy
Lo
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Outcomes Review

Activity: Qutcomes Review

Participant Handouts: O

P

Review

Time Limit: 10 minutes

Outcomes Review

For this activity, you will find the lesson
plan and a copy of the handout (if
applicable) in Appendix A: Facilitator
Materials. This activity has a built in
timer: simply click to the next slide when

Step'1: Complete youir'ch you finish reading the instructions, the

P

Ml e it yous el gosuap abok timer will keep you on schedule so you
what you've learned. (5 minutes)

won’t have to watch the clock.
Step 2: Share your ideas with the whole

group. (5 minutes)

Facilitator Materials:
Outcomes Review*
Participant Materials:
Outcomes Review™**
Time Limit:
10 Minutes
Purpose:

The outcomes review provides the participant with an brief way of reflecting on
knowledge and skills gained in this academy.

*Found in Appendix A
**Found in Appendix B

“«  Facilitator Note: Allow 5 minutes to explain this activity, and 10 minutes to

S complete the activity (Slides 66 - 70).

Part 1 — Review Academy
Provide 5 minutes for this part of the activity.

Participants use the Outcomes Review handout to work in groups and brainstorm the
knowledge and skills they learned in the academy. Groups should focus on one
outcome, or at Most, two outcomes.

Part 2 — Sharing Results
Provide 5 minutes for this part of the activity.

Bring the whole group together to share the results from the small groups. Since the
groups focused on one outcome, take time to have all groups report out and make
sure that groups cover the big ideas from the academy.
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Slide 67

Slide 68

Slide 69

Slide 70

Outcomes Review

Activity: Qutcomes Review

Participant Handouts: Outcomes
Review

Time Limit: 10 minutes

Step 1: Complete your ch:
and talk with your small group about
what you've learned. (5 minutes)

Step 2: Share your ideas with the whole
group. (5 minutes)

10 minutes

D

Outcomes Review

Activity: Outcomes Review

Participant Handouts: Outcomes
Review

Time Limit: 10 minutes

Step 1: C

5m

group. (5 minutes)

lete your ch
and talk with your small group about
what you've learned. (5 minutes)
Step 2: Share your ideas with the whole

mutes

Outcomes Review

Activity: Outcomes Review
Participant Handouts: Outcomes
Review

Time Limit: 10 minutes

Step 1: C lete your ch
and talk with your small group about
what you've learned. (5 minutes)

)

Step 2: Share your ideas with the whole
group. (5 minutes)

minutes

D

Outcomes Review

Activity: Outcomes Review
Participant Handouts: Outcomes
Review

Time Limit: 10 minutes

Step 1: C lete your ch
and talk with your small group about
what you've learned. (5 minutes)

Step 2: Share your ideas with the whole
group. (5 minutes)

1 minute

D

e

Outcomes Review

10 minutes remaining

Outcomes Review

5 minutes remaining

Outcomes Review

2 minutes remaining

Outcomes Review

1 minute remaining

NATIC
Culturally Responsive
Educational Systems

NCCRESt
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Thank you!

Te" us whal you l.‘l'loughl“‘

Thank you!

Thank the participants for coming,
congratulate them on what they’ve
learned, and ask them to fill out the
Academy Evaluation as they leave.
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Resources

Anderson, B. T., Brown, C., & Lopez-Ferrao, J. (2003). Systemic reform: Good educational
practice with positive impacts and unresolved problems and issues. Review of Policy Research,
20(4), 617-628.

This article describes the National Science Foundation's systemic reform programming, including major
accomplishments and barriers to systemic reform. The challenges of systemic reform and new directions for
education reform are discussed. The focus is on the results and challenges of policies implemented by the
systemic initiatives, namely the mandate for the alignment of standards, curticulum, instruction, and
assessment with the implementation of a standards-based K-12 mathematics and science education program;
increased science and mathematics requirements for high school graduation; the delivery of intensive, high-
quality professional development; and improvement in student achievement after three years of funding. A
broader view of education reform in the future will require policymakers and educators to pay more attention
to formulating mutually supportive policies across education, health, and social services; establishing fiscal
policies that provide sufficient funding to ensure equitable outcomes; and revising accountability policies to
facilitate rather than impede the reform efforts.

Artiles, A. J., Trent, S. C., Hoffman-Kipp, P., & Lopez-Torez, L. (2000) From individual acquisition to
cultural-historical practices in multicultural teacher education. Remedial and Special Education, 21(2), 79-
89.

Due to poor school performance among significant numbers of minority students in U.S. schools, many
parents, educators, and policymakers now look to teacher education programs (TEPs) to prepare preservice
teachers more effectively for student diversity. Unfortunately, although multicultural TEPs and courses have
been in existence for quite some time, we know very little about the nature of teacher learning and
development and the conditions that promote teacher learning for student diversity in both preservice
courses and field experiences. Moreover, we know little about what program components improve learning
experiences for culturally and linguistically diverse students. In this article, we propose a reconceptualization
of multicultural teacher education. For this purpose, we summarize basic principles of cultural-historical
theory that must be considered by teacher educators who prepare preservice teachers for student diversity.
We also discuss how cultural-historical theory can inform research designs as teacher educators attempt to
assess preservice teacher learning. Through preliminary analysis of a study conducted in a preservice teacher
education course, we include examples of how constructs from cultural-historical theory are being used to
assess teacher learning about teaching and learning in multicultural contexts.

Fullan, M. (2001). Leading in a culture of change. San Francisco: Jossey-Bass.

Business, nonprofit, and public sector leaders are facing new and daunting challenges--rapid-paced
developments in technology, sudden shifts in the marketplace, and crisis and contention in the public arena.
If they are to survive in this chaotic environment, leaders must develop the skills they need to lead effectively
no matter how fast the world around them is changing. Leading in a Culture of Change offers new and
seasoned leaders' insights into the dynamics of change and presents a unique and imaginative approach for
navigating the intricacies of the change process.

McLagan, P. A. (2002). Success with change. T + D, 56(12), 44-53.

Summarizes research on how organizations implement change successfully. Focuses on five lessons for
implementing and sustaining change: (1) be sure it will add value; (2) match the change process to the
challenge; (3) provide management supportt; (4) prepare the system for change; and (5) help people align.
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Pasi, R. (2003). Special issue: Visionary leadership. NASSP Bulletin, 87, 1-72.

A special issue on visionary leadership is presented. Articles discuss an analysis of 13 of the better
known lists of the characteristics of effective professional development; the role of shared values and vision
in creating professional learning communities; how principals can most effectively lead their schools through
successful organizational change; the significance of certain aspects of brain research on school leadership,
teachers, and students; and visionary leadership in schools that go beyond test scores to focus explicitly on
students' social and emotional development. An introduction to the special issue is also provided.

Rice, D. & Harris, M. M. (2003). Leadership in community schools: A frame analysis. Reclaiming children and
youth, 11(4), 216-220.

Part of a special issue on creating communities for growth. A study examined leadership in community
schools. Data were obtained from leaders of a full-service community school project in Grand Forks, North
Dakota. Results revealed that leaders had confidence that they could collaborate based on eatlier work on less
complex projects, saw their interrelationships as paramount to success, saw themselves as a team facilitating a
network, were flexible about project details, valued data and project evaluation, and were inspired by their
involvement in national networks. Results also showed that the converging goals of leaders' organizations
strongly influenced leaders' commitment, leaders maintained their organizations' support, external support
assisted leaders in mobilizing internal support, the community council was crucial for involvement beyond the
original partners, professional development allowed professionals from different fields to understand one
anothet's valuable roles, and the management team was heavily involved in the project. In relation to four
organizational change frames, results showed that the structural frame was used most often, followed by the
human resource, political, and symbolic frames. Implications of the results are presented.
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