











Activity 4: Group Development Think-
Pair-Share

15 minutes remaining

Slide 59

Activity 4: Group Development Think-
Pair-Share

10 minutes remaining

Activity 4: Group Development Think-
Pair-Share

5 minutes remaining

L &4 Activity 4: Group Development Think-
//'I'\‘/ Pair-Share
H 2 minutes remaining
Slide 62
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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
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Slide 71

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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