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Abstract
Creating meaningful and effective professional tlgwaent (PD) programs for K-12
teachers is an ongoing challenge. The problemasesbated when PD models are
implemented without fully aligning PD resources g@fahs with the training needs of
teachers and the organization. The guiding questaight to understand the experiences
of teachers at an online charter school abouttipdementation of PD as a means for
improving student outcomes. The purpose of theystwas to find ways to enhance PD in
order to improve student outcomes at the schod.cimceptual framework for this
study is interwoven through the constructs of sttrdentered learning, adult learning
theory, transformational learning, self-directegrifeng, and emotional intelligence (EI).
A qualitative case study was used in an appreeatiguiry approach that included a
document review, written response survey, a pasassessment of El skills, and focus
group interview with 5 teacher participants. Thedgia were analyzed using descriptive
statistics to create an average El profile forgtmup, and qualitative data were analyzed
using inductive and comparative techniques. Theltesdicated that the teachers
desired more focused PD that aligns to organizatigoals, is collaborative, and includes
support from leadership. Results informed the desiga workshop for school
administrators focused on designing a PD implentiemtglan. This study promotes
positive social change by increasing understandirigachers’ professional learning
experiences and proposes a research-derived Pbimdgand implementation cycle in

order to increase student achievement at the school
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Section 1: The Problem
Introduction

Education in the United States has increasinglytersiged accountability and
student achievement as a result of the No Child Behind Act, popularly referred to as
NCLB. Under NCLB (2002), all students must be prigint in math and English
Language Arts by 2014, and schools must make aryeaaly progress towards this goal.
In California, students’ proficiency is measuredaally through the California
Standards Test (CST). The challenge many schoodsifiethe era of accountability is
how effectively to develop teachers as the primmaspurce for improving student
learning (DeWitt, 2013). Professional developm@&d)is an essential factor for student
achievement and improved student outcomes (Yoonc@n Lee, Scarloss, & Shapley,
2007). The National Staff Development Council (NSD€@ collaboration with several
national and state organizations, created standargsofessional development for
educators (NSDC, 2001). The purpose of these stdsida part, was to facilitate the
design of quality professional development exp@&esrthat would improve student
outcomes (NSDC, 2001). In 2001, the NSDC revisedstandards to express more
explicitly that high quality professional developmehould be driven by outcomes and
occur as embedded activities of the day-to-dayofabe participating teachers (NSDC,
2001). In the recently publish&tandards for Professional Learnifgearning Forward,
2011), there is an even stronger call for educdtotake an active role in their

professional learning and development.
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Although criteria for effective PD for teachers baween established, there is no a
single model for how those criteria may be impletadnLearning Forward (formerly
NSDC) created a formal definition of professionavelopment for use in the
reauthorized version of NCLB: “The term ‘professaabdevelopment’ means a
comprehensive, sustained, and intensive approachpi@ving teachers’ and principals’
effectiveness in raising student achievement” (heay Forward, 2012, para. 2). PD can
occur in many forms, including individually guidedtivities, an observation and
assessment cycle, teacher-developed school impentegfforts, training programs and
workshops, or research (Sparks & Loucks-Horsle$9)9Effective PD programs share
common elements; they (a) link to schoolwide imgrent efforts, (b) conduct activities
within the context of a support network from schi@aldership and other participating
teachers, (c) teachers select appropriate goala@nties to meet their learning needs,
(d) the training is ongoing over time, and (e) &srongoing support and feedback
(Sparks & Loucks-Horsley, 1989). It is criticabtrschools implement a PD model that
follows these criteria, a model that is focusedmproving teachers’ skills and
knowledge to improve student learning and schotdmues.

Definition of the Problem

The problem that prompted this study is one thiacéd many underperforming
schools nationwide: it is far from achieving th€INB goal that all students score
proficientin math and English Language Arts.

But another requirement under NCLB is that teachefgghly qualified All

teachers at the charter school under study arertiyrteaching within their credentialed
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areas, as required under NCLB. The teachers ardoatver, receiving ongoing, high-
quality PD to maintain and enhance the knowledgkshails they need in content and
pedagogy to improve student outcomes (DeWitt, 20th@y are not receiving the kind of
training described by Moore, Kochan, Kraska, andriRes (2011) that links student
outcomes, PD, and financial resources availabledaiculum, trainings, and student
intervention programs, to name a few. Quality R&gpams are essential components in
improving school outcomes and meeting the goakbéshed by NCLB. Yet
“professional development practices have histdsidaen unplanned and haphazardly
implemented in schools” (Moore et al., p. 66). Etleough the nature of quality PD has
been well-established, schools continue to impléntéhe same way they always have,
regardless of any measurable impact on studentifgpor teacher effectiveness.

Rationale

Evidence of the Problem at the Local Level

The local setting for this research study was &Kehline, charter school based
in a small, unincorporated area of California. @mdhiled teachers at the school teach
synchronous daily classes to students in a satfitigeir choosing, typically their homes,
via the Internet. The charter school opened in Aug004 with 8 students and ended its
first year of operation with 54 students. The sdistarted its second year of operation
(2005-6) with an enroliment of 100 students. Cullyetihe school has approximately 185
students in grades K-12. The staff consists ofecthr/principal, an office
manager/registrar, an enrollment coach, and 8 &achihe students come from four

counties in southern California and from a var@tgchool communities with diverse



4
socioecomic households . The charter school prewatealternative to traditional school
models through its distance-learning format. Parantl students elect to attend the
charter school for a variety of reasons: (a) @nsalternative to the traditional
comprehensive high school, (b) it offers studergafa environment and the flexibility to
pursue outside activities, and (c) parents who sado home school often find that their
resources and teaching abilities are insufficientlfieir student’s needs, especially in
high school. Some students have physical limitatihat restrict their ability to attend
classes in a traditional setting. Another grouptatients comes to the school with
challenges, whether social or attentional, thaehandered other schools ineffective at
meeting their individual needs.

The target institution for this study has not exgeced consistent growth in
student outcomes over the past 5 years as medsythd Academic Performance Index
(API) and California Standards Tests (CST). Tabilkustrates how the school’'s API
score declined every year since 2009 and thenaserkin 2013. Table 2 compares the
percentage of students scor@ficientor higher in math for both the state and the
school. The school has consistently trailed thie staerage in math, which was 50%
proficient in 2012, by more than 20%, with a pr@iccy rate of 24% in 2012 (California
Department of Education, 2013). Table 3 showsdbaiss the state, improvement on
CST scores in science, math, history-social sciesmo@ English Language Arts have
been inconsistent. Additionally, the school hasemewet all criteria for making annual

yearly progress (AYP) as indicated unti&2LB. The sponsoring district for the school is
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putting pressure on the school to improve its stugerformance outcomes or risk losing
sponsorship for charter renewal.

Table 1
Declining
Performance Index

Scores for (2009-

2013)
Year larget School’s API
Score
2009 755
2010 743
2011 738
2012 728
2013 742

Note.FromAcademic
Performance Index (API)
Report,California Department
of Education (2013).



Table 2
Comparison of Students Scoring Proficient or Higberthe California

Standards Test in Mathematics (2009-2012)

Year California Target School
2009 46% 16%
2010 48% 19%
2011 50% 30%
2012 51% 24%

Note.From “Fiscal, Demographic, and Performance Dat&alifornia’s K-12
Schools”, by Ed-Data (2013b).

Table 3
Statewide Percentage of Students Scoring Profiaehtigher on the

California Standards Tests (2009-2012)

v English Mathematics Science History-Social
ear X
Language Arts Science
2009 56% 16% 42% 42%
2010 51% 19% 50% 40%
2011 55% 30% 34% 52%
50% 24% 43% 56%

2012




Note.From “Fiscal, Demographic, and Performance Dat&ailifornia’s K-12
Schools”, by Ed-Data (2013b).

In 2009, the school went through the Accreditapoocess with the Western
Association of Schools and Colleges (WASC). Théinig committee’s findings
identified four school wide critical areas for fm-up. Two of the four critical areas for
follow up were related to the linking of studentaame data with staff development
activities and allocation of resources (WASC, 20046). Professional development for
teachers at the charter school has historically loseaducted as individual efforts, rather
than as a connected practice of linking all programd student outcome data with staff
development activities and allocation of financgdources. Four years later, however,
professional development for teaching staff corgsito be implemented as individual
efforts that may or may not be linked to studeritome data or school wide identified
needs. Teachers develop their own staff developpiantfor the year and submit
reflections on those activities to the principal.the same time, however, the school
continues to experience inconsistent growth inettidutcomes as measured by API
scores and CST scores.

There are several potential data sources for egaldrat there is a lack of
improvement occurring in student outcomes, as agelhsufficient professional
development for teachers to address the needsugigling students. Records of past
professional development activities can be accefssaddocuments kept at the school’s
office. Student outcome data from the CST, as agBchool data for APl and AYP can

be found through the California Department of Edioca
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The purpose of this study is to clarify and undardtthe experiences of teachers
at the charter school about current and past sioiesl development (PD)
implementation as a means for improving studentaaes at the school. By identifying
positive aspects of past PD efforts and connectew initiatives to student outcomes, it
is hoped that future approaches can be developkdrgoglemented to increase teacher
and institutional effectiveness for the school. ¥o0(2005) provided a framework for a
similar study that employed the construct of emm@lantelligence to provide a common
language for the appreciative inquiry. Based oeaash about the connections between
Emotional Intelligence (El), intelligent self-dirgan, leadership skills, and teacher
effectiveness (Ghamrawi, 2013; Jha and Singh, 20lL@er, 2008; Nelson & Low,
2011; Nelson & Reynolds, 2010; Nelson, Sen, LownHeett, & Surya, 2009; Putman,
2010), this study will also use a measure of Bhtduce the construct and vocabulary
of emotional intelligence to participants. Theulesfrom the Emotional Skills
Assessment Process (ESAP ) (Nelson & Low, 2003)beilused to enhance discussions
surrounding the role of El in PD as a way to indiyeand positively impact student
outcomes.
Evidence of the Problem from the Professional Liteature

Perkins and Cooter (2013) stated that professidexalopment which is tailored
to address content and is aligned with school ivgmeent needs does enhance student
achievement. Yet many school systems provide teaati¢h limited professional
development opportunities each year, numberinggustv days per school year (Perkins,

2013). When compared to other professions, thd 6eékducation falls short in
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developing the skills and knowledge of the teacii®most valuable asset for improving
student achievement (Patti, Holzer, Stern, & Bréci2912). While professional
development requires a significant use of a scBaekources in terms of finances, time
and effort, the assumption is that it will be a tharhile investment through improved
teaching and learning (Dean, Tait, & Kim, 201208 connections exist between
effective professional development experiencesdachers and improved student
outcomes. According to Spelman and Rohlwing (2018%hly qualified, effective
teachers are the most powerful factor in increastndent achievement” (p. 155). This
made it incumbent upon school organizations to idewepportunities for quality PD for
teachers.

However, educators also need to be able to idethigy professional learning
needs in order to take steps to improve their macBouwma-Gearhart (2012)
emphasized that PD should not be treated as aipadits-all approach. Rather,
educators should learn to assess their own leang@ads in order to seek out meaningful
and effective PD activities (Bouwma-Gearhart, 20B2cording to Patti, Holzer, Stern,
and Brackett (2012), PD is effective when the leagonnects to the new learning on a
personal level. They also claimed that a PD prodi@amhored in compassion versus
compliance has a greater probability of promotiegickd, sustainable change in attitudes
and behaviors” (p. 265). Teachers need supposdfiioerand improve their instructional
practices (Bostic & Matney, 2013).

According to Spelman and Rohlwing (2013), in ordeenact sustainable changes

to teacher practices to improve student outconhesetmust be strong leadership and an



10
organizational climate that supports professiomaiwgh. Students who have an
ineffective teacher for even 1 year will experieaadrop in their later achievement; yet
as the level of teacher effectiveness increasedests of lower achievement improve the
most. Studies like this led to a dramatic shiftnimking about PD from the traditional
one-day workshop model to ongoing, embedded legrexperiences (Spelman &
Rohlwing, 2013). Further, PD and the continuousrgjthening of teachers’ skills is not
just a personal responsibility, but a critical argational responsibility.

Definitions

AggressionAn El problem area related to the degree to whini's
communication style does not respect the rightsfaelthgs of others. It is characterized
by communication that results in bad feelings aegative outcomes due to ones
expression of strong emotions, such as anger (N&doow, 2011).

Appreciative inquiryAn alternative approach to traditional action reskawhich
is often used for inspiring organizational chanigarf, Conklin, & Allen, 2008).

Assertion An EI skill related to direct, honest communicatiespecially in
difficult situations. It is characterized by comnization that respects the rights and
feelings of both parties (Nelson & Low, 2011).

Comfort An EI skill related to establishing rapport arevéloping trust through
open, honest communication. It is characterizeddnyfident, relaxed interactions with
others in a variety of situations (Nelson & Low120.

Commitment ethicAn EI skill related to the ability to completesks and personal

responsibilities in a successful manner, even wdtker distractions or difficulties arise.
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It is characterized by inner motivation, persisterand a personal standard for goal
achievement (Nelson & Low, 2011).

Decision makingAn El skill related to problem solving and coaoflresolution. It
is characterized by collaborative planning, thdl sikireaching out to others, team work,
and effective problem solving (Nelson & Low, 2011).

DeferenceAn EIl problem area related to weak, indirect esgron which results
in unclear messages. It is characterized by ineflecommunication, often resulting
from fear, which negatively impacts relationshipeison & Low, 2011).

Drive strength An EI skill related to the ability to set goalsdafollow through
with an action plan to achieve those goals (Ne&dow, 2011).

Emotional intelligence (Ei) Salovey and Mayer’s (1990) definition of El sict
that it is a set of interrelated skills in whicheocan appraise and express their own
emotions, the ability to comprehend the emotiontho$e around them, the ability to
control one’s own emotions, and the ability to rptet emotional responses and act
accordingly (Yuan, Hsu, Shieh, & Li, 2012). Goldm@000) defines EIl as “the ability to
manage ourselves and our relationships effectiaetl/consists of four fundamental
capabilities: self-awareness, self-managementakagiareness, and social skills” (p.
78). According to Nelson and Low “Emotional Intgnce (EI) is the learned ability to
think constructively and act wisely. El is bestghtiand developed when viewed as
learned skills and abilities that can be practiaed developed” (EITRI, 2011, para. 5).
This study will operationalize Nelson and Low’s idéfon of El because it is skills-

based, educational, and transformative in its éi@miyTang, Yin, & Nelson, 2010).
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Empathy An EI skill that allows others to feel heard amtlerstood. It is
characterized by nonjudgmental, active listeninigiclv may lead to being considered as
caring and compassionate (Nelson & Low, 2011).

Highly qualified teacherThe definition of highly qualified teacher found
NCLB (2002) states that the teacher has obtainkdtaie certification or passed the
state teacher licensing exam and holds a licensmatt in that state. If the teacher
teaches in a public charter school, then the teanhnst meet the requirements of the
state public charter school law. Additionally, teacher must hold at least a bachelor’s
degree and demonstrate knowledge and teaching skidlach of the academic subjects
they teach, usually through the passing of a rigestate examination (NICHCY, 2009).

Professional developmerfor the purposes of this research, PD will berdefi
as high quality, sustained activities that arendesl to have a positive and enduring
effect on classroom instruction and the teacherfopmance in the classroom which “(i)
improve and increase teachers' knowledge of théese& subjects the teachers teach,
and enable teachers to become highly qualifiedafe an integral part of broad
schoolwide and districtwide educational improvenm@ahns” (NCLB, 2002, Title IX,
Part A, Sec. 9101).

Self-EsteemAn EI skill related to a positive vision of thelf It is reflected
through high regard for self and others and idoldation for realizing one’s goals and

happiness. (Nelson & Low, 2011).
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Stress Managemenin EI skill related to exercising self-controli@sponse to
stressful events. It is characterized by the afxigtax and utilize coping strategies in a
demanding situation (Nelson & Low, 2011).

Time ManagemenAn EI skill related to the ability to effectivetyrganize one’s
schedule for the purpose of task completion. ¢chigracterized by the ability to
proactively manage time as a resource, ratherrénsting to the demands on one’s time
(Nelson & Low, 2011).

Transformative EIA person-centered approach to El, which combpueestive
assessment with El learning models to facilitateviilual growth and development in El
(EITRI, 2011).

Significance

It is anticipated that this research study will doute to an understanding of how
PD has been approached at the charter school frempetrspective of the teaching staff,
and shed light on the direction and approach titatré PD could take. By understanding
the teachers’ perceptions about the effectivermdack thereof, of PD opportunities,
and the relationship between EIl and a settingghypports successful PD, it was my
intention to give the school administration a bésianaking changes to the way PD is
approached. Putman (2010) stated that effectivdelship is necessary to guide and
support teachers in their efforts to improve tipeactice and thus facilitate student
growth. Thus, these changes could be a catalysditgy PD more effectively as a means

to improve student outcomes.
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Guiding Question

In alignment with the research problem and purpbpesed the following
guiding question: What are the experiences of eacht an online charter school
regarding the implementation of PD as a meansproving student outcomes? One
broad, open-ended guiding question is posed inraod®cus the study while remaining
open to what might emerge from the data (Cavana2@tr).

Review of the Literature

This subsection is a review of the literature ondpiproaches for cultivating
individual teaching practices, improving studentcomes, and supporting school
improvement efforts. The review includes literattirat positions PD for teachers in the
wider context of student-centered learning, addtring theory, transformational
learning, and self-directed learning. A connectiomade among developing efficiency
in self-direction, leadership abilities, and tramsfiational EIl for improving teaching
practice. Finally, the review addresses the estaddl criteria for an effective PD
program for adult learners.

The literature | reviewed included peer-reviewetitkes, research reports, and
books published during the period 1989-2014. THeviing databases were used:
EBSCOhost, Education Research Complete, ERIC, SABEEQuest Dissertations and
Theses, and Google Scholar. The searches werededdusing the following keywords:
PD, staff development, student-centered learnidg|tdearning theory, andragogy,

emotional intelligencgransformative learning, appreciative inqujigarning
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organization andself-directed learningReferences within these publications were used
to identify additional publications.

Adult Learning Theories

The PD model that exists at the school in thisystadn individually guided staff
development model. This model assumes that teaahersapable of self-direction,
adults learn most successfully when they initiagedctivities, and individuals are most
motivated to learn when they articulate their oearhing goals based upon a personal
needs assessment (Sparks & Loucks-Horsley, 198@)individually guided staff
development model is based on the theories of stumntered learning and andragogy.

Student-centered learningRogers (1969) presented the student-centered
learning theory, which is based upon five elemémas result in significant learning. The
five elements help to explain why individuals vé#ek out learning opportunities and
personal growth under certain conditions. Accordm&ogers (1969), a significant
learning experience is characterized by a levplen$onal involvement, is self-initiated,
is pervasive, and is evaluated by the learnerssbbmas. These elements work together
to underscore the importance of the relevanceashieg experiences to the learner.
Additionally, the aspect of self-evaluation is innfamt in minimizing a sense of external
threat to the learner, allowing the learner toyfalésimilate the learning experiences and
move forward in the learning process. An individpguided PD model, it seems, should
contain all of the elements to potentially resnlsignificant learning.

Andragogy. Knowles’s theory of adult learning, known as andiag is based

upon several assumptions about the adult learmer filst assumption is that adults need
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to see a reason or purpose for learning. KnowleftoH, and Swanson (2011) stated that
when adults are aware of the gaps between wheyeatkeand where they need to be in
their knowledge or skills it operates as a motivédoundertake the learning experience.
Additionally, adult learners have a concept of baesponsible for their own lives and
will resist efforts by others to impose an agenddhem. It is from this assumption that
Knowles put forth the idea of adults as self-dieelciearners. Knowles went on to explain
that in any group of adult learners there will bside variety in the quantity and quality
of experiences, therefore, learning experiences kavary greatly in order to address
the specific needs, interests, and goals of thieithehls. Adult learners have to be ready
to learn, or as Knowles explained, they have toeseeed in their own lives for the
purpose of effectively remedying real-life issuésrther, learning experiences for adults
need to be task-centered or problem-centered lzasedhat the learner perceives as
useful and necessary for performing tasks or r@sglproblems they encounter in their
daily lives. Knowles’s theory of andragogy explamisy individuals have different
professional needs that they want addressed iledineing experiences for PD.
Andragogy also helps to support how an individugliyded PD model can be powerful
in enabling teachers to problem solve in the andash negatively impact their
professional practice, organization, and students.

A PD model that is individually guided requireg tharticipants to be self-
directed learners. All participants may not havached a level of self-directedness
required for this type of PD to be successful teifpeely impact organizational and

student improvement efforts. As Merriam (2001) peshout, levels of self-directedness
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can also vary for learners depending on the topgkitls that need to be learned.
Merriam further stated that one should not assuraeltecause a learner was self-
directed in one situation that they will also bei@ty successful in a new area. Steinke
(2012) stated that it takes time for individualdberome efficient in the process of self-
directed learning. An important aspect for deveigpan effective PD program for
teachers, therefore, may be how to accelerateahelapment of self-directedness in
ways that will positively impact the participantsdaultimately, organizational
performance.

Transformative learning. Mezirow’s (2003) theory of learning posits that
transformative learning is a uniquely adult formr@dsoning in which a paradigm shift
occurs, whereby we critically examine prior int&tations and assumptions in order to
form new meaning. Transformative learning is intcast to instrumental learning, which
focuses on the acquisition of new skills and knalgke Transformative learning focuses
on why, whereas, instrumental learning focusesam dnd what. Qualities of El are
assets for developing the ability to recognize appreciate alternative beliefs and to
participate in critical reflection, which can resul transformative learning experiences
(Mezirow, 2003). Organizations which focus on tfanmative learning activities are
able to accomplish positive transformation by biaddon people’s strengths (Steyn,
2012). One method for capitalizing on the strengthadividuals and organizations is
through appreciative inquiry (Al).

Teeroovengadum (2013) argues that many organizatomus on training and

instrumental knowledge as a means to improvingthities of the employees.
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However, what Teeroovengadum (2013) argued istagcisi a focus on personal
development of the employees. The concept of ailegorganization was been
proposed as a way to address the transformatiempfoyees as a means to improving
organizational performance through the processarhing (Teeroovengadum, 2013).
Learning organizations strive to allow all peogals,individuals as well as collectively, to
reach their full potential (Teeroovengadum, 20T&eroovengadum (2013) argued that
by cultivating individual transformation throughfsgevelopment it aids in the learning
at all levels of the organization thus resultingransformation at the organizational
level.

Appreciative inquiry (Al) is one method to suppodividual transformational
learning, but also to encourage positive orgaronaii growth that align both individual
and organizational goals. According to Evans, Ttarpand Usinger (2012),
“Appreciative inquiry is a positive approach to\8ngj organizational problems and is
centered on the belief that inquiry into and disomss about organization strengths,
successes, and values will be transformative” §9).1Steyn (2012) identified several
requirements for effective PD programs throughpespectives of Al and continuous
PD. Participants described their experiences widhaB a way to construct meaning about
positive experiences with PD and strategies to anpit. Evans, Thornton, and Usinger
(2012) found that when individualistic strategiesiinplementation of change took place
it resulted in little organizational growth andwskxd the development of a shared vision.
The use of appreciative inquiry as a method fora@gghing organizational change in

practices focuses on what is working in order &oréfrom and build upon those
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strengths. Therefore, if organizations inquire ithteir strengths and positive qualities,
then those strengths can be a starting point &aterg positive change (Evans, Thornton,
& Usinger, 2012). By using Al as a method for idmig what works well for PD, it
may create a foundation developing a shared visiowhat makes an effective PD
model.

Emotional Intelligence

El was originally developed as a psychological thidry Salovey and Mayer
(1990). According to Salovey, Mayer, Caruso, ardrfg) Hee (2008), “El refers to the
ability to process emotion-laden information congpéiy and to use it to guide cognitive
activities such as problem solving and to focus@yen required behaviors.” (p. 185).
El is thought to be an important predictor of swstel relationships, both personal and
professional (Salovey, Mayer, Caruso, & Seung 12668). Further, it is believed that El
abilities can be developed in individuals. Salogay Mayer’s theory of El has four
branches; perceiving emotions, using emotions, nstaeding emotions, and managing
emotions (Salovey, et al., 2008). Goleman (200gyesated that emotional competencies
are learned capabilities. The four sets of El cammpaes proposed by Goleman are self-
awareness, self-management, social awarenesspamatiskills (Goleman, 2000).
According to Goleman (2001), individuals with higlid have a stronger foundation for
developing these emotional competencies, whichbegpredictors of job performance.
Jha and Singh (2012) showed connections betweandEleacher effectiveness.
Benjamin, Gullliya, and Crispo (2012) argued thabaganization that emphasizes the

development of EI skills in its employees can iaseits performance potential. Yuan,
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Hsu, Shieh, and Li (2012) found that EI plays @& ial predicting an employee’s task
performance, and that improved task performance nesylt from developing an
individual's El. Therefore, a school could pursu2 &f teachers and school improvement
from the perspective of a learning organizatiorfdnysing on individual development of
El skills, content, and pedagogical knowledge tigtoa variety of learning methods,
including self-directed PD.

This study seeks to operationalize Nelson and Lavegk because of its skills-
based, educational, transformative approach (Témg.& Nelson, 2010). Nelson and
Low’s (2011) theory of transformative El seems &tidate Steinke’s (2012) claim that it
takes time to become an efficient self-directedriea According to Nelson, Low, and
others, intelligent self-direction is the ultimatanifestation of El and a critical skill for
success in the 2century (Nelson & Low, 2011; Nelson & Reynolds120Nelson, Sen,
Low, Hammett, & Surya, 2009). Another important weation between Nelson and
Low’s approach are the learning principles reldatedther important theorists. Nelson
and Low borrowed from Rogers (1969) in their advimcpthat adult learning
environments should ensure permission, protectind,potency (empowerment) for the
development of critical EI skills and abilities. 8halso borrow from both Rogers and
Knowles by emphasizing the importance of a persatered framework for meaningful
learning to occur. A summary of benefits providgdab El-centric PD program is

conceptualized in Figure 1.
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El can be predictor of successful
relationships & job performance

El can be developed in individuals

Organizations that focus on
development of EI skills for employees
can increase performance potential

. J

Connections between EI and teacher
effectiveness

Figure 1. Benefits of Elfor PD programs.

PD

While no singlenodel ofPD for teachers hdseen established as most effect
there are established criteria what an effective P[program should cons of. Blank
(2013) provided a summary of recent research tleaisores the effects PD on student
achievement and identified several characterigtigsofessional learning that leads
positive results for sdents and teachers. BI¢ s findings echoed many of the findir
by Archibald Coggshall, Croft, and G¢(2011).According to DeWitt (2013) he
“common elements of effective PD programs includedi$ on core content a
modeling of teaching strategieor the content over a longer duration of profesai
learning, including follov-up assistance, coaching, and feedback.” (pr't8 PD should
involve a variety ofearning activitiesand typeswith the learning experiencselected to
align withthe learning goals of the participants ¢he school’s growtlgoals. DeWitt
(2013) asserted thaPD should incorporate collective participation bg¢hers an

provide opportunities for collaboration among tesx¢” (p. 3). None of the studie
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specifieda specific model of PD for incorporating these edats, and most ranged frc
all school training sessions, to coaching, teatdmns, and seguided learnin. Figure 2

illustrates the characteristics associated witeatife PD program

Meets
individual
teacher’s
learning

Interest-
driven

Aligns to
school goals

Addresses
needs of
students

Embed

day-to-day
activities

Collaborative

Figure 2. PD model stabilized with effectiness characteristics.

Kelly (2012) endorsed the ideas presented by Krg, Holton, and Swans:
(2011) for what makes effective learning experisrioe adults by outlining how t
implement effective PBor teacher. Kelly argued that for Pb have a lasting impact ¢
student outcomes the teachers must recognize gtefaeimprovement that is addres:
by the PD activityKelly asserted that training is typically organizedmproveteaching

practices based on tegsumption that improvement is nee. However, if teachers @
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not see the need for improvement there is smallihkod for long term change to result
from the training (Kelly, 2012). Additionally, arBD training must meet teacher’s
individual needs. Those planning PD must recogtiizeneed is essential for
commitment from the teaching staff. Kelly suggesieghnizing a committee to explore
options for PD based on school-wide identified setedpresent to the staff to review and
select from. Kelly (2012) added a new element Drildplementation, suggesting that
teachers and administrators should participateaofepsional learning activities together,
to form what DeWitt (2013) referred to as a comnof interest, which is committed to
the long-term implementation of new skills and pergs.

Moore, Kochan, Kraska, and Reames (2011) indicduadPD is most effective in
an organization with strong leadership. The findisgggested that one factor in student
achievement may be having a principal who recognize benefit of implementing high
quality PD. The PD could vary from workshops, tadaing, to collaborative teamwork,
and self-directed models. The common factors weaethe PD aligned to the needs of
students and to the goals of the school, that@ng-term and ongoing, embedded in
everyday practice, and that it is a collaboratiffere

Lutrick and Szabo (2012) found three themes reggnghat instructional leaders
viewed to be traits of effective PD. These themesevthat PD should be ongoing,
collaborative, data-driven in design, and intedsten in design. These themes echoed
both Knowles’s and Rogers’s assertions about delalhers, as well as the key factors
for effective PD (Archibald, Coggshall, Croft, & €02011; Blank, 2013; Hirsch, 2009).

Lutrick and Szabo argued that ongoing PD allows keawledge and skills to be
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integrated with existing knowledge and skills thatved to promote change in teaching
practices. Collaboration involved those participgtin PD engaging in conversations in a
nonthreatening environment to discuss what is amebi working and to problem solve.
These discussions led to reflection and changé, ket factors in transformational
learning. A data-driven design involved using studmitcome data to design PD for
various levels of participation and need. For exanhey found global topics for
school-wide needs, grade level or departmentals)esdl individual needs. Interest-
driven PD allowed the teachers to get involvechmplanning process and led to more
buy-in from participants.

Personal, professional coaching (PPC) presenté&thtiy Holzer, Stern, and
Brackett (2012) also stressed the importance ddlootation in the form of a coach in
this approach to PD. PPC is grounded in refleginaetice designed to enhance the
teacher’s social and self-awareness, as well as@maband relationship management.
Through the process of reflective practice, a pgod@int connects to the new learning on a
more personal level, thus creating a meaningfuhiaeg experience as explained by
Rogers (1969). Further, Patti et al. (2012) arghetiwith the development of skills
associated with El, teachers are better able teeddligh quality instruction and
leadership. This type of “coaching has been usedhar public and private sector
industries to develop the skills and performanceroployees in order to meet
organizational goals” (Patti et al., 2012, p. 264)erefore, it could be posited that the
PPC approach to PD could also be effective for mgetchool improvement goals when

used to support teachers in the “acquisition ofkiedge, skills and abilities that target
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student achievement” (Patti et al., 2012, p. 264jough the coaching model, educators
learn to expand a personal vision for growth, ptong motivation, ownership, and
directionality to change. It is the personalizatafrihe learning process that guides
professional growth through PPC that leads torigsthanges for improved practice.

Putman (2010) discussed the importance of leaefsheffective PD through
the use of mentors, or change agents as referiiedhe intentional teaching model
(INTENT). INTENT was created to provide a step-lbgpsmethod school leaders could
use to design and select PD activities for teacidrs INTENT model incorporates
many of Knowles’s (2011) assumptions about adaltrlers, but includes the assistance
of a change agent. Phase 1 addresses the rolelofesdner’s experiences, by getting
the teacher to recognize their underlying belibisua teaching and how these beliefs
impact their practice. Phase 2 addresses learadiness to learn, and utilizes the change
agent to get those who are reluctant to participatee change process to explain why
the change is necessary, which also addresseseauérs’ need to know why they need
to learn something. Phase 3 is the action phastich teachers are making deliberate
attempts to modify instructional practices basednugneir goals (Putman, 2010). The
action phase does not specify if the activitiessglédirected or determined by the
organization, but only that the change agent im@t¢b encourage and build confidence
as the teachers participate in learning experierassess their learning, and reevaluate
goals. Since the goals are set to address defiegemcpractice for the purpose of
improving student and school performance, one csutdhise that the learning activities

are problem-centered, which again pertain to Knelwlassumptions, which will make
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the teachers ready to learn in order to remedylgnad impacting them. By Phase 4, the
learners are practicing an ongoing cycle of usiiegtechniques and strategies learned
during the other phases with continued suppotefthange agent. The INTENT model
does incorporate many aspects that align with godyg and student-centered learning
models. However, the added aspect of the change ageaks to the point made by
others (Steinke, 2012) that not all individuals emeally skilled in the practice of self-
direction.

Steinke (2012) pointed out that learning expemsnary by learner: The flaw of
the one-size-fits-all approach to PD assumes tr&tyene learns at the same pace. With
self-directed learning (SDL), the learner deterrmaihew much practice he or she needs in
order to grasp a skill. An SDL model for PD accaufior varying degrees of self-
directedness in learners. Steinke refers to a{pin@se learning cycle to move learners
towards self-direction, which includes both evaluad by an administrator, but also
developing a process for self-evaluation. The mea# self-assessment will create a
system for individuals to improve their own perf@mece.

King (2011) cited research about PD for teachefenmal educational settings
leading to transformative learning experiencesttasr King (2011) stated that
transformative learning may emerge from PD tha¢sgiace in safe and supportive
environments, as well as through online learningeeences. King’'s (2011) study
focused on the potential for meaningful transform@aPD in a virtual, informal learning
experience, as well. King found that successfulagghes to PD using social media

were self-directed, involuntary, and informal. Kifigdings revealed that self-directed
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learning is an effective way to stay up-to-datéwtite ever-evolving body of knowledge
in education, and that informal learning via soamgdia could help educators stay
current in their field (King, 2011). The transfortive learning experiences reported in
King's study could be one avenue for exploring ang@rofessional learning, in a
situated, self-directed manner.

Ghamrawi (2013) revealed a PD model that embadmmnstructivist approach
using teachers to train each other. The PD modetescher-centered approach to
professional growth and seeks to increase theofdkachers in school improvement
decisions. Providing high quality PD to improvedeer skills is central to school reform
given that teachers, who are the heart of learpingesses, exhibit the greatest influence
on student achievement (OECD, 2009).

The findings from Ghamrawi’'s (2013) study indichthat teachers who are
central to the educational process are able togreofly lead their own professional
growth. In order for an educational organizatioménmefit from that expertise requires an
environment that recognizes, develops, and nowitecher leaders. The PD model in
this study was found improve assertiveness skiltheé teacher providing the trainings to
others, as well as to further the acquisition d¢ffetficacy and motivation for those
teacher leaders (Ghamrawi, 2013).

The PD model in Ghamrawi’s study supports Knovdl¢2011) and Rogers’s
(1969) assertions about adult learners that th# Eduner is capable of self-direction
and self-evaluation, and must know the purposéh®tearning experience in order for it

to be beneficial. Because teacher leaders apgyetment a workshop of their own design
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there is a high level of personal involvement. iegurating teachers are able to select
which workshops they attend out of twenty offereddd upon their own professional
growth needs. The PD model was also pervasiveainfofiowing the workshop sessions,
groups of teachers met to design a plan for ongonpdementation and support. The
teachers who led workshops reported that they dpedl a reflective practice through the
experience of planning and leading a workshop,thed implementing in their own
classrooms the practice they shared. Reflectivetipeais a powerful tool in teachers
learning to become self-responsive and cultivdtes ability for informed decision-
making (Ghamrawi, 2013).

Alimehmeti and Danglli (2013) also referred to tlezd to develop the skills
required for reflective practice in teachers thito&pD. Alimehmeti and Danglli
emphasized the need for ongoing PD for teacheedbas the idea that teacher
credentialing programs cannot provide the knowlealue skills necessary for a lifelong
teaching career. Teachers need to cultivate newledge and skills over the course of
their career. Alimehmeti and Danglli summarizedlgdar effective teacher PD policies
including the idea that PD incorporates a continwdneacher education from initial pre-
service training that is ongoing throughout a teaishcareer. Additionally, policies
should encourage the development of reflectivetpi@aers who strive to be self-
directed in their PD. Further, Alimehmeti and Ddingthoed the findings of Ghamrawi
(2013) stating that PD should serve to facilitet&chers to take on leadership functions.

Alimehmeti and Danglli (2013) addressed Knowl¢8811) idea that adult

learners have a variety of backgrounds and expmggethat need to be addressed through
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learning experiences, because a teacher over thisecof their career will acquire a
variety of competencies and skills, yet have otlieas they continue to need to work on.
The collective body of knowledge and skills thectesrs have should be combined both
horizontally (simultaneously) and vertically (chodogically) through PD (Alimehmeti &
Danglli, 2013).

Several studies revealed the perspectives of éeaettbout PD programs (Altun &
Cenzig, 2012; Torf & Sessions, 2008). Altun and Lg1(2012) found that teachers felt
that inadequate time for self-development durirertivorkday was a barrier to PD
opportunities. The teachers in this study exprefisedssumption that schools improve
when teachers improved firgltun & Cenzig). The teachers also expressed tleel far
PD to be practical and applicable rather than #tezal. Further, PD should encourage
teachers to be researchers, and collaboration ateangers should be strengthened in
order for PD to be more effective. Torf and Sessi@D08) summarized results from a
survey which indicated that PD was rated as mdst&fe when it was sustained rather
than short-term, focused on academic standardsa@arteént, provided opportunities for
active learning, offered teachers opportunitiesrigage in leadership roles, “involved
collective participation of groups of teachers frima same school, and was
meaningfully integrated into the daily life of sdtb(p.124).

The organizational culture within a school wa®dsund to impact PD outcomes
(Geer & Morrison, 2008). The perceived collectiyBeacy of teachers to influence
student learning had a significant effect on the@geaade by individuals through PD

(Geer & Morrison, 2008). In other words, the extenivhich a school organization
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supports the pursuit of PD by its teachers effgtampact that PD has on student
learning. A school attempting to implement a progfar improvement should tend to
both the collective and individual needs of teasheiterms of their professional learning
needs. This would be difficult to accomplish inreeesize-fits all model of PD, and
speaks to the value of implementing a self-guidedehthat also incorporates a
collaborative element to maximize the implementabbthe individually learned
knowledge and skills (Bouwma, Gearhart, 2012; &&i2012).

Siegrist, Green, Brockmeier, Tsemunhi, and Pa@dé&3Pargued that improvement
strategies that focus on an organization’s culvees able to produce the most
improvement with the least amount of effort. Wheaders approach managing
organizational change from the perspective thabthanization is a social system, in
which all parts of the system function as a whsignificant gains in performance
became possible (Siegrist, Green, Brockmeier, Tedimé& Pate, 2013). Therefore,
when school leadership facilitates an increaseemumber of meaningful interactions
that occur between teachers in a school it inceetisesystem’s potential. A shift to a
more collaborative approach to school improvemehtch speaks to the characteristics
of effective PD presented in the literature (Al&i€Cenzig, 2012; Archibald, 2011,
Blank, 2012; Lutrick & Szabo, 2012; Moore et @D11; Patti et al., 2012), could result
in improved student performance. According to Sgtgat al. (2013), student
achievement is a reflection of the tools that amioled to teachers and how those are
used. When school leadership understands the d#ipalmf these tools, and focuses on

the selection of the most effective tools, whilepding PD opportunities which focus on



31
maximizing the knowledge about the use and impleatiem of these tools, significant
increases in organizational performance can o&ieg(ist, et al., 2013).

Studies suggest that emotionally intelligent lealip is a factor in creating
workplace conditions that encourage employees tammzae their potential (Yoder,
2005). A relationship exists between El in lead#rs,performance of an organization,
and the organizational culture (Yoder, 2005). Agamization that has leadership with
strong EI competencies has a climate in which ildials are empowered and seek to
collectively succeed. The El competencies displagetdhat Yoder referred to as a
“leaderful” organization are those that when préseay also lead to successful PD
programs. For example, developing others throughatiility to mentor or coach, relates
to Putnam (2010) and Patti, Holzer, Stern and Brtisk(2012) argument in favor of a
change agent as vital to successful PD. The albdifgrge relationships for the purpose
of creating an environment favorable to teamwortk epllaboration is important as
collaboration was shown to be a factor for a susfceé®D program (Altun & Cenzig,
2012; Archibald et al., 2011; Blank, 2013; Ghamra@13; Lutrick & Szabo, 2012).

For any PD program to be effective it has to eqtmtaeaningful learning
experiences for the participants. Having strongdfiabilities align with traits of adult
learners who participate in meaningful learningexignces, as defined by Knowles
(2011) and Rogers (1969). Strong EI capabilitiss align to individuals undergoing
transformative learning experiences as defined byiMw (2003). By developing
teachers’ El capabilities it may perhaps createeereffective PD program in order to

improve student outcomes. Benjamin, Gulliya, andggr (2012) asserted that by
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developing employees’ El competencies, an organizaan ensure more success from
their employees and therefore more success frorart@nization. Benjamin et al. (2012)
described several traits such as self-awarenesshwemiable an individual to accurately
self-assess their strengths and limitations, shgwiitiative, self-management, and
achievement orientation which are all valuable @sfee self-directed learning. Muller
(2008) found that “a significant positive relatibiys between self-directed learning
readiness and emotional intelligence” exists (p.19)

Jha and Singh (2012) found a positive correldbetveen El and teacher
effectiveness. “Among ten components of El congden the study; emotional stability,
self-motivation, managing relations, self-awarenass integrity emerged as the best
predictors of teacher effectiveness” (Jha & Sirgfi1,2, p. 667). El is important for
teachers to possess because an effective teadts teeunderstand the emotions of the
students in order to create a positive learningrenment and motivate students to
perform at their best. Teachers can do this thrabgin understanding of how their
students learn. Therefore, developing teacherim&yl increase effectiveness and lead to
improved student learning (Jha & Singh, 2012).

Nelson, Low, and Nelson (2005) cite evidence tmnsthe value of El in teacher
preparation programs. The research links EI toheaperformance, therefore, providing
training in El skills could be a benefit to teach&ar both personal and PD (Nelson, Low,
& Nelson, 2005). According to Nelson, Low, and Nel$2005), El is a set of learned
abilities which require a person-centered procesgtfowth. When EI skills are part of

the focus of learning it relates to positive outesnof achievement, classroom
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management, and teacher retention. “Becoming anienadly intelligent teacher is a
journey and process, not an arrival state or esdlt'e(Nelson, Low, & Nelson, 2005, p.
4). A focus on El skills in PD is part of a transfative learning experience (Nelson,
Low, & Nelson, 2005). “Transformative learning pides a focus on the development of
knowledge, behaviors, and skills” that could bedfmmal to teachers to improve their
teaching practice and advance their careers (Nelsom, & Nelson, 2005, p. 3).

Patti, Holzer, Stern, and Brackett (2012) makectise for a PD model called
PPC. The PPC model “is grounded in reflective picastthat cultivate self-awareness,
emotion management, social awareness, and relaipmanagement” (p. 263). Patti et
al. argue that when educators patrticipate in thesetices they are better equipped to
provide high quality instruction and leadershigeslThe PPC model is grounded in adult
learning theories, motivation, and El (Patti, Ho)Z&tern, & Brackett, 2012). Patti et al.
argue that the PPC model for PD creates an enveanfor teachers “to strengthen their
leadership skills through self-reflection, collalton, feedback, and emotional
awareness” (Patti, Holzer, Stern, & Brackett, 2q1.265). By developing El and
teaching skills simultaneously, teachers are apply learning to their classroom and
school. Through the practice of encouraging leartetake responsibility for their own
development, as in the PPC model, educators camigemore self-aware leading to a
more student-centered learning environment.
Nelson and Low’s (2011) formal definition of Eltise confluence of learned

skills and abilities that facilitate four succegsensions in life. The El success

dimensions facilitated by El skills include (a) accurate self-knowledge and self-
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appreciation, (b) a variety of healthy relationshift) working productively with others,
and (d) healthily managing the demands and stresg@veryday work and life. Nelson
and Low have published a five-step, systematiaiegrprocess for developing El skills
to improve academic and career performance. Theienablearning system (ELS) is a
positive learning model that simultaneously engdgesxperiential (emotional) and
cognitive (rational) systems to develop El skiisaugh (a) the authentic exploration of
key skills, (b) identification of strengths and asd¢o improve, (c) better understanding
key skills and abilities, (d) learning to incorptaaew skills, and (e) modeling and

applying new skills. The ELS is illustrated in Fig.B.

Understand Apply & Model

¢ Understand
skill

*Use
coaching,
mentoring,
or active
imagination

to learn the

skill

* Practice
applying
and
modeling

the skill

regularly

*Explore
attitudes
and
behaviors

* Identify
current skill
level

Figure 3 The five steps depicting Nelson and Low’s (20dmptional learning system.
From “Leadership and emotional intelligence: A ptraenological study on
developmental experiences of effective federal guvent leaders” by D. A. Rude,
2013,George Washington University dissertatignb1. Adapted with permission of the
author.

Nelson and Low (1977-present) have developed dyarhpositive assessment
models that measure and assist with the éxplorestep of the ELS. Transformative El
has been found significantly related to a varidtgerformance outcomes using Nelson
and Low’s assessments. Tang, Yin, and Nelson (2@Lo) and reported El to be
positively related to the practice of transformaéibleadership among leaders in higher

education. Rude (2013) found EI to be an importactor in leadership excellence at the



35
highest levels of federal government executiveisernHammett (2007) found El to be
significantly positively related to satisfactiontivicareer PD and advancement in
professional adults. Finally, Hammett, Hollon, addggard (2012) found EI to be highly
and significantly related to leadership performaac®ng mid-career officers in the U.S.
Air Force. To the degree that these findings rdlatgchool and classroom leadership,
career progression and satisfaction, and persddahfany of these findings may
translate well in support of constructing effectR® programs for teachers as well.

There are connections between El and a productya&nizational culture, strong
leadership, and teacher efficacy (Benjamin, Gull&&rispo, 2012; Hammett, Hollon,
& Maggard, 2012; Jha & Singh, 2012). Thereforengsin approach similar to that
modeled in Yoder’s (2005) research, the use ofrdmesformative theory of El
operationalized through the ESAP (Nelson & Low, 20@ay be helpful for creating
awareness in individuals for the purpose of devialpp D activities to influence career
effectiveness, facilitate mentoring and collaba&tvork relationships, and identifying
relevant focal points for learning activities.

Implications

PD that addresses the needs of teachers to ehabietd effectively teach
students, improve student outcomes, and collegtizthin organizational goals is vital to
improving education. PD programs within schoolsuti@ddress the identified
organizational goals based on close analysis destiuoutcome data. However, an
effective PD program must also seek to developrtiidual needs of the teacher

learners, as well (Bouwma-Gearhart, 2012). As teischre able to become more attuned
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to their learning needs through the developmeidl akills, they may be able to becor
more proficient selfiirected learne, too.

Nelson and Low’s shortefinition of transformative El isthe learned ability ti
think constructively and act wis¢’ (EITRI, 2011, para. 5)if El is a reflection o
wisdom, wisdom is developed through life experisnhemd El is reflected in intellige
self-direction, then ifollows that intelligent se-direction would take time, based
one’s individual experiences, to develop in thesredtworlc. As illustrated in Figure £
following Nelson and Low’s pers-centered approach for developiggskills in
individuals, it slould be possible to accelerate the developmemttelligent sel
direction by incorporating elements of transformadl El into PD in order to positive

impact the effectiveness of individual teachers thedr schools

Intelligent Self

roDevelops individual Direction (« Teachersas problem
needs solvers

» Develops EI skills

* More attune to own
learning needs
» More effective teachers

« Effectively addressing
gaps in student learning

» Improved Student
Outcomes

\ Collectively attaining
organizational goals

Figure 4 Connections betwe PD, intelligent seldirection, and organizational go.

As teachers develop intelligent sdirection, theybecome better problem solve

to more #ectively address the gaps student learninghus improving studetr

outcomesBased on a comprehédve review of the literature, a souddection for the
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project for this study was the use of appreciatngiiry to pursue a PD program to
improve teacher knowledge and skills. Transfornmatidel was incorporated to give a
common voice and positive framework through whichae effective PD program
could be explored and developed (Yoder, 2005).

Summary

As the NCLB target date of 2014 for all studentbagoroficient in English
Language Arts and mathematics has arrived, it penative for underperforming schools
to take steps to develop their greatest asseirfpraving student performance, the
teachers. Teachers cannot continue to pursue Ridigglual efforts that are not directly
connected to student outcome data or organizatgwes. Additionally, individual
learning needs of teachers need to be consideseddiziduals will experience varying
degrees of skill and knowledge on a wide varietjopics throughout their careers (Torff
& Sessions, 2008). Therefore, PD designs musteratningful learning experiences
for the participants. The PD must also meet thabdished criteria for effective PD
(Archibald, Coggshall, Croft, & Goe, 2011; Blank13; Hirsch, 2009). Research shows
that these criteria can be met through a varie®@Dimodels. Additionally, PD may be
more effective for the learner if it is designedattdress their self-identified learning
needs. To support teachers in the process of dawnglthis self-knowledge, the use of
mentors, coaches, or other leadership support maffective if used in conjunction
with efforts to develop individuals’ El skills. Ekills are associated with effective
teachers (Jha & Singh, 2012) and effective orgaioza (Benjamin, Gulliya, & Crsipo,

2012).
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The methodology for this proposal is discussedaatiSn 2, including an
explanation of the proposed qualitative researdigdeand approach, population and
sample, data collection, instrumentation, and datdysis. Section 3 provides a

discussion of the project, and Section 4 an aralysmyself as a scholar practitioner.



39
Section 2: The Methodology
Introduction

The primary purpose of this study was to clarifgd amderstand teachers’
participation in current and past PD and its effectess. The secondary purpose of this
study was to use a measure of El to introduce @hstecuct and vocabulary of El to
participants. The goal was to enhance discussiomstahe role of El in PD with respect
to intelligent self-direction, leadership skillsycateacher effectiveness.

In this section, | outline the qualitative reseadelsign and rationale for this
study. I discuss the sampling method, sample sh@racteristics of the sample, and
protection of research participants. | also proadgescription of the data collection and
analysis and a discussion of the findings. Thegatdhat resulted from this study is
given in Appendix A.

Research Design and Approach

In order to thoroughly address the research questiesed a qualitative case
study because | sought an in-depth look at the iereences of the teachers at the
charter school (Stake, 1995). As an in-depth ldak lgounded system, the emphasis was
on the subject under study, rather than a partica&thodology for data collection or
analysis (Stake, 2005; Merriam, 2009). The unardlysis in this study was the
experiences of the teachers at the charter school.

A framework was sought that would keep the reseprobeedings in the school’s
PD program positive and productive (Yoder, 200%). this study, an appreciative

inquiry (Al) approach was used to provide insigitbihow to effectively use PD as a



40
means to improve student outcomes. Al is an acdepsearch methodology, and widely
used as a process for organizational developmenblis et al., 2010; Reed, 2007). Al is
an alternative approach to traditional action redgavhich is often used as a
transformational approach for developing leadershacity (Hart, Conklin, & Allen,
2008), and is most frequently used for inspiringamrizational change (Hart, et al., 2008).
Al seeks the positive aspects of lived experiemtesder to provide a foundation for
creating the possibility of transformation and imygment. The goal is to build shared
meaning out of the experiences so that collecttt®ia can be taken for personal and
organizational improvement in service of a shareal ¢Hart, et al., 2008). Further, Al is
emerging as a useful approach to school improve(Weéiibughby & Tosey, 2007), the
underlying purpose for improving PD, as well asdkeaesis for this study. Al, therefore,
is thoroughly aligned with and an appropriate mddethis study.

In this case study, the qualitative method of apipteve inquiry is the primary
orientation that guides the research. As modeleddaer (2005), a measure of EI was
used to introduce the construct and vocabularyl b Belp maintain the positive,
appreciative nature of the study. The positive sgsent instrument of El skills, the
ESAP, was embedded within the qualitative methad,sought to inform the study on a
theoretical level. While descriptive statistics sgported for the results of the El
instrument used in this research, the small sizedicipant sample and population for
the charter school under investigatidh< 5) did not meet a threshold for quantitative

research (Creswell, 2012).
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This study focused on the experiences of teachersrtly employed at the
charter school. The goal of the study was to gtaaifd understand the teacher’s
experiences with PD. As a problem-based studyarekeadesigns used for purpose-based
studies, such as a grounded theory design, woultdeneffective for this study.
Appreciative inquiry was appropriate for this stumbcause it challenges the traditional
problem-oriented approach to “provide a positiibeathan a problem oriented lens on
the organization, focusing members’ attention o&tnh possible rather than what is
wrong” (Grant & Humphries, 2006, p. 403).

The research findings for this project study emeéirfgem a document review,
email interview, and a focus group interview. Toelep the findings, the researcher
began by reviewing the PD record documents, loofangnformation about the types of
and topics covered by PD activities that partictpdrad engaged in during the prior two
years. Prior to the email and focus group interyiparticipants were asked to take the
ESAP. A group profile was created from the indiattesults to identify current
strengths, and identify skill development priostier the dream and design phases of the
appreciative inquiry 4-D cycle during the intervvParticipants were then asked to
respond to four questions as written responsesmil. These questions were part of the
discovery phase of the Al 4-D cycle. These resppmsae used to gather descriptive
information, which was then coded and categoripdokt compared with the analysis of
the data from the document review and the focuamgnoeterview. The focus group
interview was the final stage of data collectioheTocus group interview contained six

open-ended questions focused on the discoveryngmasign, and destiny phases of the
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Al 4-D cycle. The categorical findings from the dogent review, email responses, and
focus group interview transcript were analyzed emahpared to formulate the themes
presented in the findings of this study.
Setting, Sample, and Participants

Sampling Method

The population from which the sample was drawn K2 teachers. The
sampling procedure | used for this study is purfpdsampling. Purposeful, or criterion
based, sampling is most appropriate for this shebause | sought to discover what
occurs, as well as the implications of what oc¢Msrriam, 2009). The purposeful
sampling strategy | utilized is convenience sangptmmfocus on the experiences of
teachers at a single school site.
Sample

The sample for this study included five teachers wiork at the charter school
being studied. All of the teachers teach classésefor grades that range from
kindergarten to 12 grade.
Eligibility and Participant Characteristics

Participants for this study were selected basea tipeir role as teachers at the
online charter school, which is the focus of thigly. All of the teachers taught classes
for students that range from kindergarten t8 gade; with one of the teachers teaching
in grades kindergarten through §rade, three of the teachers teaching classes for
students in 7 and &' grades, and five teachers teaching classes fdestsiin 8 through

12" grades. All five teachers were licensed to teadhé state of California. One teacher
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held a multiple-subject credential, and four hefdje-subject credentials. Two of the
teachers with single subject credentials were §ednn English Language Arts, one was
licensed in Mathematics, one was licensed in Seieaied one was licensed in History
and Social Science. Four of the five teachers leat credentials, and one had an
introductory credential. Teaching experience rarfgexth 1 year to more than 10 years.
Protection of Participants

| had access to the study participants becausedlsora teacher at the school site
that is serving as the focus of this study. | ha@en a teacher at this charter school for
nine years, and a master teacher for one of thesesyln my role as teacher and master
teacher, | did not hold any supervisory positioeroany participants. Because of my
participation in PD at the school, it may bias mynoviews when conducting data
collection and analysis. However, awareness ofggbiential bias allowed me to make
note of it and remove it as much as possible floerésearch process, and to present
findings and interpretations in a manner that afle@aders to see how conclusions were
reached based on the available data.

| took care to establish a good researcher-paatintip/orking relationship by
following good research practices as outlined belovompleted the National Institute of
Health (NIH) training for the ethical treatmenthafman research participants. Prior to
any data collection, | obtained approval from thaltfén University institutional review
board (approval #03-24-14-0294633). | also obtaeéztter of cooperation (Appendix
B) and Data Usage Agreement (Appendix C) from tinectbr of the charter school.

Additionally, | received written informed consenbin each participant before collecting
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any data. Participants were given information albetature of the study, any perceived

risks, and any rewards for participation. Additibpathey were informed that their

participation was purely voluntary, and they hawe tight to withdraw their participation

at any time without adverse impact whatsoeverdpttaon, | took the following steps to

ensure confidentiality for all participants.

All papers collected during the data collectionga®s were kept in a locked file
cabinet.

Data from papers were transcribed onto an eledrgprieadsheet file for data
analysis and the spreadsheet file was kept on msppal password protected
computer that | use for my research.

All data collected electronically via e-mail usexepdonyms and the user names,
domain names, and any other personal identifiers Wwelden when publishing or
storing interview data.

Data obtained online was stored on my personalmassprotected computer
that |1 used for my research. Data will be keptSorears.

Personal identifiers were not used and intervieta eaas not attributed to any
single individual.

Data Collection

Appreciative Inquiry

The qualitative data collection for this study i@Bld an appreciative inquiry

approach. Appreciative inquiry (Al) is “a coopevatj coevolutionary search for the best

in people, their organizations, and the world atbtirem” (Cooperrider & Whitney,
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2005, p. 8). Watkins, Mohr, and Kelly (2011), emgikad that when something
appreciates it increases in value, so that usipgeggative inquiry will identify those
factors within a system that we want to enhanc@der to increase the value of an
organization. Therefore, Al seeks to systematiadibgover what is most effective about
an organization to build upon those traits to @eatlimate of change. Successful
organizations create a climate of change by legrftom successful practice and
building upon those strengths (Anderson, 2010)sAd problem solving approach
utilizing an appreciative framework (Michael, 200Bppreciative inquiry is a narrative-
based process of positive change consisting oDacyele (Cooperrider & Whitney,
2009). The four key phases of an Al process, iiéistl in Figure 5, include discovery,

dream, design, and destiny.

Discovering

What gives life (the
best of what is)

Appreciating

Dream

What might be
(What is the world
calling for)

Destiny

How to empower, Affirmative
learn, and

adjust/improvise

Topic
Choice

Sustaining Envisioning Results

Design

What should be the
ideal?

Co-constructing

Figure 5.Appreciative Inquiry 4-D cycle. Fromppreciative Inquiry: A Positive
Revolution in Changdyy D. Cooperrider and D. Whitney, 2005, pg.1&apted with
permission of the author.
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During the 4-D cycle, the appreciative interviewkglace in a focus group
format. The process began in the discovery phasedbyaving participants respond to
open-ended interview questions as written respoviaesmail. The next step was to
engage participants in a focus group interview toaered a broad range of related
topics about strengths, resources, and capabitifibsth the organization and individuals
within the organization (Cooperrider & Whitney, ZH)OThe interview consisted of six
open-ended questions. In the discovery phasegcjpatits sought to identify best
practices and strengths as a foundation from wiudjuild upon for improvement. The
cycle then moved patrticipants through questionaded on envisioning possibilities for
the organization and individuals in the futurehe tiream phase. Cooperrider and
Whitney (2005) describe this phase as a time wiagticppants create “a clear results-
oriented vision in relation to discovered poteritaald purpose (p. 16). The participants
were then asked to discuss plans and propositi@tisiill guide their growth towards
organizational goals together. This is the Al degbase. As a group, participants sought
to create possibilities for action by articulatihg ideal organization that they feel is
“capable of drawing upon and magnifying the posiibore to realize the newly
expressed dream” (Cooperrider & Whitney, 2005,§). Einally, in the destiny phase,
groups are formed to implement changes to bringltbkams and designs to fruition. The
destiny phase did not take place as part of thee ctatection phase of this study, but
could potentially play a significant role in theganization should the findings and

project from this study get implemented.
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The appreciative inquiry protocol for the 4-D cyaoleluded participants
providing written responses to interview questigiase-mail, followed up with a focus
group interview, which lasted approximately 1 houlength. Three of the five
participants took part in the focus group intervi¢hwe other two declined an opportunity
to schedule a separate interview. The session amu@authe cessation of new
information and themes (Knibbs et al., 2010). Téué group interview took place
online using Blackboard Collaborate, a web confeirepprogram, and was recorded
then transcribed. The interview took place aftérost hours to accommodate
participation by participants. The researcher tahed the interview immediately
following the interview for use in data analysis.

Appreciative-Inquiry protocol. The following questions were asked as part of
the appreciative interviews, in email, and in fogusup formats. These questions were
adapted from Yoder (2005) and modified based omsion granted by Taylor &
Francis (see Appendix D) to incorporate the essefhaea appreciative inquiry, while
addressing the specific conditions of this study.

Discovery. Think back through your career as a teacher. feserhigh point
when you felt most effective and engaged. How did feel? What EI skills,
competencies, or abilities in yourself or otherslenthat situation possible? Describe a
time when you were part of a PD experience thatwaasable to you as a professional

educator? What made it valuable?
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List and describe any experiences you consider@Dybu have participated in while
employed at the Charter School. Describe the malsiable aspects of this school’s
approach to PD, both past and present. What makekiable?

Dream. What applications of El are most relevant to ypesition at the school?
What dreams do you have for your school’s gredtec#veness and outcomes? What
dreams do you have about your personal effectigeeags teacher?

Design. What would be the ideal PD program for teachers?

Destiny. What would be the most desirable outcome of thgepative inquiry
for the PD program at this school? If you had eéhréshes for future directions of PD at
this school, what would they be?

Additional data collection techniques included tise of archival data in the form
past PD records. The data from these records prdwdéscriptive information to develop
new categories of data (Merriam, 2009). The redudts each of the sources were
compared to one another to determine what the degatcollection would look like, thus
driving the data collection process.

Emotional Skills Assessment Process

The Emotional Skills Assessment Process (ESAP;ddefsLow, 1998), a
guantitative measure of El skills, was used toteraacommon language and experience
around EI during the appreciative inquiry and st(dgder, 2005). While the ESAP is a
guantitative, 3-point Likert-scale measure, thatp@sassessment instrument was used in
this study as a means to inform, guide, and givElaroice to an Al qualitative process

and design. Item responses from the ESAP are expasing descriptive statistics to
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create a group profile, and individual EI profilgsre provided to the participants. The
ESAP was used to establish a universal experiemcad E| for participants, to
encourage cognizance about El, and to enrich Ssussion of El during the
appreciative-inquiry sessions. Four of the fivetipgrants completed the ESAP. It was
the intention of this study to use the written m@sges from participants and focus group
interviews, informed by El and ESAP skills, to ralvparticipant’s perceptions about
current and past PD activities, as well as proindeghts about avenues for
improvement.

The ESAP (Nelson & Low, 1998) is a cornerstone $skeasment instrument used
in education (Appendix E). The ESAP is the posiagsessment instrument used to
quantify EI and provides scale and factor speafe@asurement of emotionally intelligent
behavior (Nelson, Low, & Ellis, 2007). A permissilatter from the authors of the ESAP
to use the assessment in this study is providégppendix F. The ESAP is just one step
in building self-awareness in order to identifyestgths and areas in need of development
such as interpersonal, leadership, self-manageraedtntrapersonal skills, as well as
several problematic behaviors (Hammett, Hollon, &ddgard, 2012; Nelson et al., 2007).
The instrument employs a three-point Likert scaleneasure 10 skills, 9 of which
contribute to composite scale measures. Each geesponded as either Mhost like or
descriptive of me S Sometimes like or descriptive of )nand L (east like or descriptive
of mg. While some of the items are negatively worded i@verse scored, most are
scored as M=2, S=1, and L=0. The ESAP also meafiugdbree potential problematic

scales of aggression, deference, and change dremtBor the purposes of personal and
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PD, the three problematic scales are addressedatisd skills; (a) aggression is treated

as anger management and control, (b) deferenceaitetl as anxiety management and

control, and (c) change orientation is treatedasstipe change (Nelson & Low, 2011).

The ESAP’s individual skills are presented withitlmemposite scale measures as

follows:

Interpersonal Communication

0 Assertion (measured using 18 summed items)

Leadership

o

(0]

o

(0]

Comfort (Social Awareness; measured using 12 sumteet)
Empathy (measured using 12 summed items)
Decision Making (measured using 12 summed items)

Positive Influence (measured using 12 summed items)

Self-Management

(0]

(0]

(0]

Drive Strength (Goal Orientation; measured using@5med items,
one of which is reverse scored)
Time Management (measured using 12 summed items)

Commitment Ethic (measured using 12 summed items)

Intrapersonal Knowledge

o

Self-Esteem (measured using 25 summed items, Aichvare reverse
scored)
Stress Management (measured using 25 summed &8na$ which

are reverse scored)
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¢ Potential Problem Areas (not a composite scalalmattegory measure)
0 Aggression (measured using 18 summed items)
o Deference (measure using 18 summed items)
o Change Orientation (measured using 12 summed items)

The ESAP assessment leads to the creation of af®p&#ile. The scores
obtained from the assessment are converted to feseoth a mean of 50 and a standard
deviation of 10, which are converted to a standamade then interpreted by assigned
labels of develop, strengthen, or enhance (Nelsah,2007). The ESAP problem areas
of aggression, deference, and change orientatomtarpreted as low, normal, and high,
with low and normal being more desirable, and mgbatively correlating with EI skills
(Hammett, Hollon, & Maggard, 2012). Participantsngdeted the ESAP online using a
proprietary, web-based assessment delivery syRarticipants were emailed a standard
form of instructions developed by Emotional Inigdince Learning Systems (2008) for
completing the ESAP.

Reliability and Validity of Instruments

Nelson, Low, and Vela (2003) have shown that thAEE8as construct and
empirical validity. Nelson et al. (2003) statedtttiee instrument was extensively field
tested and “independent researchers completedcatialidand normative studies with
culturally diverse groups” (p. 26). The ESAP skithles are significantly positively
correlated with one another and the instrumenielasllent internal reliability (whole
testa=.91) (Nelson, Low, & Vela, 2003). ESAP scales asoelate with other

assessments of El, mental health, and school aahient (Nelson et al., 2003).
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According to Kaplan and Saccuzzo (as cited in CaX&dson, 2008) construct validity
helps determine what the results of a given testmiiyy correlating one test to another.
When a test correlates to another it provides cayerd evidence of validity. Cox and
Nelson (2008) showed that when the ESAP was coecelaith the Constructive
Thinking Inventory (CTI; Epstein, 2001), which maees thinking patterns, “there was a
significant relationship between CTI positive thim scales and ESAP skills” (p. 17).
According to Cox and Nelson (2008), Epstein recogthiglobal constructive thinking as
a foundation of El, which is significantly positiyecorrelated to the skills assessed on
the ESAP. Also, the problematic indicators assebydtie ESAP are negatively
correlated with measures of constructive thinki@gX & Nelson, 2008). Cox and Nelson
(2008) demonstrated that the ESAP was correlatddaenstructive thinking, a measure
of El when they published statistically significaatrrelations with many individual and
composite scales on Epstein’s CTI.

Data Analysis
Qualitative data analysis for this study was inckecand comparative. The

constant comparative method was used, employingpg@s$ a means to compare data
throughout the process of data collection (MerridfQ9). Written responses and
interview transcripts were coded to look for theragshey emerged. Data was coded into
clusters and categories to formulate themes. Tiinesees were compared to the findings
from PD records and the ESAP results to help deternvhat, if any, elements were

missing from the PD program that could be added.
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As data was collected, notes and a journal weré Krping the document
review, | made a list of each type of PD activitgted in the PD Record and Reflections
(Appendix L), and created a tally sheet to couatrtbmber of times each type occurred
in the documents. | created a similar tally sheetdpics covered by the PD activities. |
took notes during the focus group interview to ctengent the recorded data. During the
transcription and analysis sessions, any overagdml sub themes that emerged were
noted. | used different colored highlighters toensimilar ideas and identify patterns in
the written responses and interview transcriptsedfighlighting, | assigned descriptive
codes to the various colors. From these descrigtides, themes were extrapolated. |
wrote entries in a research journal to note reastand connections of ideas in several
data sources, including interviews, written resgsnsnd documents reviewed. This
process helped me to connect information from @ta gdource to another. The research
journal further allowed me to recognize any redearbias in an effort to minimize it in
the analysis of findings (Merrian, 2009). Quotesiirthe interview and written responses
were used to support the themes that emerged.

As a resource and tool for developing El awareriesss not the intent of this
study to develop and evaluate hypotheses usingS#d> data results. Rather, the ESAP
data were analyzed, presented, and used throuttestudy by employing descriptive
statistics to create a group profile and provideusmdation of positive El-centric
language for the participants. Upon completiorhef@nline ESAP, each participant

received a profile of their EI skills based on trsgores in each of the 13 scales measured
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by the ESAP. The participants also received a g@hietfile with the research-derived
composite scale and subscale definitions.

An average ESAP profile (Appendix G), a horizottat graph based on ESAP
results, was created to illustrate the group’s aecoresl = 4) and allow for self-
comparison of individual participants to the ovegabup results. One of the participants
elected not to participate in the ESAP online agsest. The ESAP provides a personal
profile of self-estimates for the respondent'sEéskills and three potential problem
areas. Interpretation of the profile is focusedhore score ranges identified as develop,
strengthen, or enhance (O’Block, 2007). The poa¢ptioblem areas were interpreted on
the profile the ranges of desired, average, anbl@naatic. The ESAP profile was used to
give participants a guide for identifying curretresgths, and prioritizing those skills in
need of further development for the purpose ofudismn throughout the dream and
design phases of the appreciative inquiry 4-D cpdeion of qualitative data collection.
Validity and Reliability

To address issues of validity and reliability, iliméd triangulation and member
checks (Merriam, 2009). To ensure internal validityiangulated the data from the
ESAP group profile with focus group interview tranpts and PD records. This allowed
for the cross-checking and comparison of data ctein different formats from
different perspectives. The use of member checlssalgm used to ensure credibility. In
addition, participants were asked to share thepaases to the emerging findings by
providing feedback on the preliminary analysis afadand were encouraged to make

suggestion for ways to better capture their petspgs: Respondent validation also
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helped me to identify my own biases in the intetgdren of data, or any
misunderstandings of what | had heard (Merriam 9200
Role of the Researcher

For the purpose of this study, | served as researeind held no direct
supervisory role over any of the participants. Mierat the school was Master Teacher. |
teach full time, and as lead teacher, mentor ddeerhers for the purpose of providing
support and guidance towards the refinement of teaching. | did not evaluate teachers
for any reason related to their employment. | dob@dieve my role at the school
presented any conflicts of interest or ethicaléssior me as the researcher. However,
because | am also a teacher at the school, itmwagsrtant that | was aware of how my
experiences with PD at the school could bias my esews so that | could remove that
bias, as much as possible, when conducting daliectioh and analysis.

Findings

Incorporated into the discussion of the findingansanalysis of how the literature
and theory presented in the conceptual framewagkswith the themes revealed in the
data. Finally, each theme offers implications legdo the design of the project
(Appendix A). The project was designed to providesearch-derived response in a
genre suitable to the educational problem that gigeeto the study. In this case, a new
comprehensive PD planning workshop was createleagroject for this study.

Document Review Findings
The document review revealed 50 separate profesdgarning instances from

eight categories of PD activities participants tpakt in over the past two school years
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(2012-2013 and 2013-2014). The types of PD idestiinclude Beginning Teacher
Support & Assessment (BTSA) Induction program,egl/graduate courses (for credit),
webinars, independent research including readimgdqournal articles, and websites,
conference attendance, workshops, in-house trapnoggded by school leadership, and
curriculum product training. The distribution o&iming reported by the participants is
provided in Table 4.

Table 4

Types of PD Activities as a Percentage of Totalf@DIwo Years (2012-2014)

Type of PD Activity % of total PD

BTSA 4

Conference attendance

6
Workshops 6
College/graduate courses 8
Webinars 8
Independent research/reading 20
Curriculum product training 22

In-house training provided by school

leadership 26

Note.Percentages calculated based on 50 separate @ddesaining instances as PD
from participantsi| = 5).

Of the eight types of PD engaged in by teacheestdp three types of activities
were in-house training (listed 13 times), curricalproduct training (listed 11 times), and
independent research including reading books, pwariicles, and websites (listed 10

times). The number one category of in-house trgiconsisted of mandatory in-service
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days for all teaching staff that included meetinganning time, and presentations by key
staff. The second highest category of curriculuodpct training consisted of training for
product use and implementation for school-adoptedaulum products. This was
required training for all teaching staff. Of the &ivities listed by participants, 52% of
the activities were mandatory for all teachingfsaaid were not self-selected learning
activities by participants, which included BTSAs;house training, and curriculum
product training. The other 48% of the activitieflected a self-guided PD model, in
which participants self-selected the type and topithe learning activity. The document
review also indicated that the topics of the PDedhgreatly, revealing thirteen different
topics covered by the 50 separate learning instarides topics shown were content
specific trainings (math, ELA, and Social Scienc&\ teacher support, charter schools,
assessment, data, curriculum, mastery-based lgappedagogy, Common Core
Standards, technology, and instructional design.

El Skills Results

The Emotional Skills Profile revealed strength$omr areas: (a) Interpersonal
Communication, (b) Leadership, (c) Self-Manageneife and Career, and (d)
Intrapersonal Development. The Emotional SkillsfiRr@lso provided participants with
a self-assessment of three potential problem andds, which individuals should strive
to convert to El skills (Nelson & Low, 2011). Faofrthe five participants completed the
ESAP. The descriptive statistics for the ESAP tsswkre computed using a spreadsheet
and are provided in Table 5. The group profileeetihg the mean scores for all

participants is provided in Appendix G.



58
Table 5

Descriptive Statistics for ESAP Assessment Rgdults4)

ESAP Skill No. Theoretical Actual Mean  SD
Assessed of Min Max Min Max
Items Score Score Score  Score
Assertion 18 0 36 18 26 22.253.86
Aggressiofi 18 0 36 2 24 10.25 9.74
Deferencé 18 0 36 9 20 14.75 4.57
Comfort 12 0 24 20 22 21.00 1.15
Empathy 12 0 24 12 24 19.505.26
Decision Making 12 0 24 12 16 15.001.83
Leadership 12 0 24 17 21 19.501.91
Drive Strength 25 0 50 36 49 44.005.60
Time Management 12 0 24 16 23 20.0@.94
Commitment Ethic 12 0 24 18 24 22.252.87
Change Orientatidh 12 0 24 2 10 6.75 3.40
Self-Esteem 25 0 50 27 43 35.257.50
Stress Management 25 0 50 28 36 32.568.42

‘Indicates a problematic area as opposed to aaskill.

As a group, scores for all ten of the emotiondlskvere in the normal
(strengthen) to high (enhance) range, two of pakptoblem areas were in the normal
range (aggression and deference), and one potpriialem area in the low range
(change orientation). Most notable for the purpafsinis study were the three skills on

which the group scored the lowest. The emotiondélssif assertion, decision making,
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and self-esteem received the lowest scores. Whiilkrae were still in the normal
(strengthen) range, decision-making and assertere Wwoth in the low end of normal.
These three areas reflect potential areas to hesskt in future PD activities. Being
assertive facilitates effective communication ewechallenging situations involving
strong emotions. Decision-making is a skill relategroblem solving, as well as
planning, formulating, initiating, and implementiaglutions; which could be a key
factor in school improvement efforts. Positive ssdfeem is part of the achievement of
professional success. Each of these emotionas skitleveloped in teachers, could have
a connection to improving student outcomes, imprgwrganizational culture, and
strengthening organizational success as a whole.

Email Interview Findings

Each participant was emailed four sets of questshkeng them to describe
aspects of their perceived effectiveness as teacRE&r experiences, and connections to
El. The themes revealed in the responses are detinelow.

First questions.Think back through your career as a teacher. D@serihigh
point when you felt most effective and engaged. Hiawou feel? What EI skills,
competencies, or abilities in yourself or othergimthat situation possible?

The responses to this question revealed three thezgarding a feeling of
effectiveness as a teacher. The participants reddakling most effective when
engaging students, connecting with students, aimglbenovating as a means to reach
students effectively. P4 spoke of what it felt likehave all students engaged, “It was

almost overwhelming to have every student conneateldcommitted to what was
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happening in the class and willing to be a pait.b6fP3 elaborated on this feeling by
explaining how she knew all students were engagitiy her, “What also made it
effective is that the students were engaged anedaglestions, after question, wanting to
know more.” P1 shared an experience also about iviveeant to connect with students
on several levels, “I effectively met the studeaitshe right place...by meeting the
students, | mean that | understood exactly wheg ¥ere at in terms of academic
progress and emotional progress. Because of tias lable to design a lesson and engage
the students at that happy medium where learnirggmaast effective.” P2 expressed
feeling effective when her own innovation led tod&nt success and how this led to a
sense of leadership.

The emotional skills described by the participaat&lentify feelings of
effectiveness included the ability to self-motivated be self-driven (Participant 1), the
ability to problem solve (P5), listening (P1), coleince (P3 and P4), and communication
and sensitivity (P4). The El-centric language @& tbachers used to describe their
feelings of teaching effectiveness was evident ékengh they did not use the exact skill
labels assessed by ESAP in their responses. Tablevgles theoretical connections
between the El-centric effectiveness themes idedtlhy the teachers and eight of the ten

research-derived El skills assessed by the ESAP.
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Table 6

Theoretical Links Between Themes of Teacher Feebhgffectiveness and El

Skills
Participant Effectiveness Theme(s) Related ESAR(SKi
1 Self-Motivation Commitment Ethic
1 Self-Drive Drive Strength
1 Listening Empathy
5 Problem Solving Decision Making
3/4 Confidence Self-Esteem/Stress Management
4 Communication / Sensitivity ~ Assertion / Empathy
Note. N= 5

Second questionsDescribe a time when you were part of a PD expeedhat
was valuable to you as a professional educator? Yilade it valuable?

The types of PD the participants described as béuacluded ones in which the
reason to learn was made clear (P1 and P5), antiagh the content was viewed as
useful and applicable to their teaching practic24Rd P4). Additionally, participants
described learning experiences as valuable wheninkielved discussion and
collaboration (P2, P3, and P4), observation andeivagl (P3 and P4), and support or
mentoring (P 3 and P4).

Third question. List and describe any experiences you consider@bDyou have

participated in while employed at the Charter Sthoo
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The types of experiences the teachers participatdtht they considered to be
PD included in-house mandatory in-service day$f staetings, seminars, webinars,
curriculum demonstrations, BTSA induction, teadeédrpresentations, workshops, and
conferences. The reported training experiences tsarggulated by the findings based on
a records analysis that revealed the percentaaining completed by category during
the school years between 2012 and 2014 (see
Table 4).

Fourth question. What applications of El are most relevant to yoosifyon at
the school?

The El applications the participants felt were nrestvant to their position as
teachers included empathy and comfort (P1 andié)personal skills (P3 and P4),
leadership (P4 and P5), and drive strength (P5expessed that assertion was
important in teaching, yet expressed that thisiiar@a that they lack, which causes some
struggles in their professional role.

In contrast to the answers provided by the padiaip for the first research
guestion (EI skills related to feelings of effeetness), the teacher responses to this
research question used the skill labels more gtad&ned with the scales assessed by
the ESAP. Interestingly, the two ESAP skills nontirened in the responses to the first
research question were brought out as relevars $&il teaching at the school. All ten
ESAP skills were identified as important by thectears. Connections to the last two

ESAP skills are highlighted in Table 7.
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Table 7

Theoretical Links Reported Between Job Relevaneen&h and El Skills (N = 5)

Participant Relevance Theme(s) Related ESAP Skill(s

1/4 Empathy / Comfort Empathy / Social Awareness
3/4 Interpersonal Skills Assertion / Empathy

4/5 Leadership Positive Influence

5 Drive Strength Drive Strength

2 Assertion Assertion

Focus Group Interview Findings

Three of the five participants agreed to take paat focus group interview. Prior
to beginning the interview, | explained the confitiality and voluntary participation
agreement, as well as a brief overview of the st&dyticipants were then shown the
group profile from the ESAP results and were giaéorief explanation of the emotional
skills strengths that the group possessed, in aodigame the interview in the context of
El. The focus group interview followed an appreeminquiry format, which moved
through the discovery, dream, design, and destrag@s of the 4D-cycle to discover the
most positive aspects of PD, as it currently exasthe charter school. Participants were
then asked to express their “dreams” about greatesonal and organizational
effectiveness. Finally, participants were askeghare ideas about what their ideal PD

program would look like. The interview was tranbed immediately following the
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interview, then coded for reoccurring themes. Tésearcher identified the following
four themes.

Increasing student engagement and connectedneS&ame of the ideas that
arose were to increase teacher and student comgegve student’'s emotional skills as
they relate to intelligent self-direction, and immpe communication with both students
and parents. All participants identified some atradles in the online teaching
environment related to being an effective teachsulting in student achievement. When
asked the question about dreams for greater pdrandachool effectiveness, P1 stated
“for me to be more effective would be to increase student involvement in class.”
Another statement was “some sort of community néede developed” and “some sort
of connection with the school” for students. Paiifeed the need to “do a lot better with
communicating with parents” and “partnering withrgpats.” P2 participant stated, “I just
really want to teach them to learn on their own ho@ to achieve more than they think
is possible to achieve.” There was much agreemgmessed by participants during the
interview that if they could be more effective attghg students engaged by
communicating with students and parents in a prinigvay that these connections to
school would lead to improved student outcomes omantly, the participants expressed
a desire to develop the ability to facilitate thegees of connections with their students
and students’ parents.

Leadership in PD directed toward institutional improvement.A second theme
that emerged from the interview was the need te lymgater leadership involvement in

PD. Several participants expressed a desire tBBder the year to be designed around
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an organizational goal related to school wide improent. There was some expression
about the lack of focus the current PD model presidP2 stated the need for “a clear laid
out goal for a year. For example, what we wantctueve at the school that's very
focused...then we would provide PD to that specifialgand objective.” P3 expressed
that she would appreciate having an administrasisathem with the selection PD
activities and with establishing a PD plan.

Meaningful PD activities. A third theme that emerged was the positive aspcts
being able to self-select PD activities. All fétat they could benefit from PD that was
individualized to meet their own learning needgshlino content and style. However,
there was also a strong desire to see connectemgbén personal growth PD and larger
organizational goals. P5 stated, “I kind of like fdea of it being individualized just
because everybody is in a different spot in theamgh.” While another participant
pointed out that teachers should have personas gbatause sometimes those smaller
goals can then sometimes achieve the greater faatantent area.”

Collaborative PD. The fourth theme that emerged was related to theedfor
collaboration in PD. P5 expressed the need foabolation in identifying what the
school’s needs are around which to design PD &esviP3 liked the idea of a mentoring
program for teachers to help guide their individgraiwth goals, but also their
implementation of learning towards the larger org@tional goals. P3 stated, “I like the
idea of having some sort of mentoring program beegersonally | learn fast when I'm

able to talk with other people.” All participarggpressed a desire to work with other
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colleagues in the context of PD, in some capacitgther through PD planning,
implementation, or follow up.

Summary of Outcomes Related to Research Question

This study sought to capture the experiences chexa at an online charter
school regarding the implementation of PD as a méanimproving student outcomes.
The findings necessitated triangulation from a grptofile generated from the ESAP,
appreciative inquiry through email and focus grouprview responses, and a document
review. The findings showed that the teachers lh@es participating in a wide variety of
PD activities, both in type and topic, and theilAPJorofile results revealed an overall
strong EI skill set for the group.

Participants expressed a strong desire to see BDware focus. They described
the focus as tying the PD activities to a larggjaoizational goal while still allowing for
some choice in the types of activities they pursdde underlying theme was to move
their personal growth in a direction that alignethwhe larger organizational goals for
school improvement and growth.

The balance of mandatory, school-selected PD fesstdcted PD found in the
document review (52% and 48%, respectively) seernadistent with the interview
findings wherein participants expressed a desisz&PD directed by school leadership
and to be collaborative, yet allow for some selésed growth opportunities. However,
the wide variety of topics covered by the PD intedain the document review seemed to
support the participants’ perspective that moreioan the planning of PD activities

should be centered on organizational goals for awgment, and individual growth goals
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that align with those larger organizational goaiserestingly, none of the PD activity
topics indicated in either the document reviewraag interview responses suggested a
focus on building student engagement, though atigg@ants stressed this during the
focus group interview as one of the primary aspetteaching which made them feel
effective as an educator. This was also sometlieg would like to see more of as an
avenue for improving student outcomes. PD thatdeswon the EI constructs involving
communication skills may be another way to increaaehers’ abilities to engage
students and build the partnerships with parerasttiey seek.

The results from the ESAP which revealed that tioelg could most benefit from
development in the areas of assertion, decisionfgaknd self-esteem seemed to fit
with participant desire to see more leadershipraadtoring used in the school's
approach to PD. Stronger leadership and the useenfors would be a way to model
important emotional skills and serve as a meaueteloping these skills further in the
teachers.

All of the data considered together align with gagticipant’s desire to see a PD
program implemented at the school that fits theupaters of effective PD, as outlined in
the literature (Archibald, Coggshall, & Goe, 20Blank, 2013). The connections
between El and teacher effectiveness (Jha & S@1?) support the participants’
descriptions of feeling most effective as a teaemel the emotional skills involved in
those instances. The reasons participants gawehipicertain PD activities were valuable
align with theory of andragogy (Knowles, Holton, S&anson, 2011). Participants’

descriptions of the factors that made these legrexperiences valuable align to the
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assumptions about adult learners asserted by argifaguch as adults needing to see a
purpose for the learning, and adult needs to pezdée learning experience as useful
and necessary for performing tasks and resolvinglpms they encounter in their daily
lives. Further, the need to have more leadershipidsupports the findings of Moore,
Kochan, Kraska, and Reames (2011) who argued thgiddds the most effective
outcomes in an organization with strong leadershing additional assertion by
participants that having some room for personaktgmment and self-selected learning
experiences supports Geer and Morrison’s (2008) tldat a school should address both
the collective and individual needs of teacher®ims of professional, ongoing
learning. The desire to have mentoring play a oD supports the PPC model
explained by Patti, Holzer, Stern, and Brackettl@@nd the INTENT model described
by Putnam (2010). The findings from this study seas the basis for the project
presented in Section 3 of this study.
Summary

This study was a qualitative case study employmg@preciative inquiry design.
The data obtained through the appreciative inquiiften responses and focus group
interviews, combined with the group profile fronethuantitative Emotional Skills
Assessment Process, will help determine the fudireetion for PD by answering the
proposed research question: What are the expeseariceachers at an online charter
school regarding the implementation of PD as a méamimproving student outcomes?

Current teachers at the online charter school ve&geted for this study.

Convenience sampling enabled the researcher tettdrg teachers from a single school
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site, and was used to invite participants of theepopulation of teachers at the charter
school to participate in the study. Five teachecepted the invitation to participate in
the study.

The data from this study indicate that changekéd™D program that include
bringing more focus to the PD plan through linkiegrning activities to organizational
improvement goals, as well as individual growthdseevould be welcomed.
Incorporating a PD program that included leaderghipe form of mentoring with the
intention of guiding the process of identifying imdual goals for learning as they relate
to the larger organizational goals, selection aféng activities, and support through the
learning process would also be valuable. Furthmrnecting PD to improving individual
El skills in teachers, it seems, could further Wigiee professional growth of the
individual teachers, as well as help facilitate roygment in student outcomes.

Section 3 provides a discussion of the projecgstdption of how the problem
will be addressed through the project, a reviewhefliterature to support the design of

the project, and implications for social change.



70
Section 3: The Project
Introduction

Research shows that effective PD programs (a) fonuscademic content and
demonstration of effective teaching strategies aeng duration, (b) involve multiple
learning activities and methods, (b) involve codlediion, (c) include follow-up support,
such as coaching or mentoring, (d) provide for gpefeedback, (e) are designed around
the goals of the individual learner, and (f) aigraéd with larger organizational goals
(Archibald, Cogghsal, Crost, & Goe, 2011; Blank120Neufeld & Roper, 2003).
According to Birman, Desimone, Porter, and Gar80(®, three structural features
determine the success of PD: the form of the dgtithe duration of the learning
experience, and participation in the activity. tfdaion to these structural elements, three
core features characterize the practices of a saftddPD experience: (a) the emphasis
on content in the activity, (b) the existence ofpésropportunities for active learning
during the activity, and coherence, or the degreghtich the PD activity encourages
ongoing professional dialogue, and (c) the actisiglignment with the goals of both
teachers and school.

To better understand teachers’ PD needs, a quaditstidy was conducted to
explore their perspectives about past and predemiaeticipation and its effectiveness.
Participant responses indicated that there wasised® see changes to the
implementation of professional learning at the gtsite. Participants indicated that they
would like to see more focus brought to PD planrihmgugh linking learning activities

to organizational improvement goals, as well asviddal growth needs. Further, there
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was indication that support in the form of mentgror coaching for the purpose of
identifying individual goals, selecting learningisgities, and receiving support through
the learning process would also be beneficial.rmfdion from the literature review,
along with findings from the study, directed theeaarcher to develop a workshop for
administrators on designing and implementing aeo#ffe professional learning program
for teachers.

This section of the project study provides an omasmof the project, a description
of the goals and the rationale for the project geand a comprehensive literature review
on designing professional learning programs, ceoeglobservation, and evaluating
teachers as part of the learning process. Alsaudssx are a proposal for
implementation, a project evaluation, and the iogilons for social change.

Description and Goals

The project resulting from this study is a 3-dayksbop designed for
administrators on how to implement an effectivef@ssional learning program for
teachers. The focus is on creating a frameworlaforofessional learning cycle that uses
organizational goals and student learning outcamegtermine the knowledge and skills
to be addressed. The training sessions guide pantits through the creation of a
framework for designing a professional learninggoam for teachers that meets the
goals of both school and teachers, provides ongaipgort for teachers, and uses
multiple measures to assess the effectivenes®gfrtifessional learning. A teacher self-
evaluation process and examination of studentdfata the selection of the learning

activities. Teachers will be supported throughbetlearning cycle by peer coaches. A



72
segment of the workshop is dedicated to using aervhtion and coaching cycle as an
ongoing learning process, which is a means to geosupport to teachers, and a method
to increase collaboration. Finally, the effectivemef the professional learning will be
determined by the evaluation. The teacher evalngi@tso serve to drive the continuation
of the professional learning cycle. The goal$atdnd of the 3 days is as follows:
participants should know how to plan and implengeptofessional learning program at
their school site, and they should have a complekaa for the current school year, with
all associated documents completed. Further, thecipants should know how to
continue the professional learning cycle over therse of multiple school years in order
to meet the larger aims of organizational plan@ng growth.

Rationale

For PD (PD) to be effective, there needs to beySéesnatic plan and a
commitment from policy makers, educational leadansl teachers to follow through”
(Balan, Manko, & Phillips, 2011, p. 13). One dowhéd many PD programs is that they
are often developed as a mandated requirementyeiighlittle connection to daily
teaching and often with little input from the teachfor which it is designed (Varela,
2012). The use of a model when planning a professiearning program creates a
framework that ensures greater success in impletient(Balan et al.). Research shows
that having a clearly articulated PD plan can fet#é more effective implementation,
leading to improvement in instructional practicesl anproved learning outcomes
(Balan, Manko, & Phillips, 2011; Guskey, 2014; Kih, 2013; Yoon, Duncan, Lee,

Scarloss, & Shapely, 2007). In order to avoid agPdgram that consists of a fragmented,
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disconnected series of learning events with nogeahection to individual or
organizational goals, that may or may not effed¢yiaeldress the learning needs of
teachers or the deficits in student learning, artyearticulated PD plan must be created.
According to Guskey (2014), what is typically laogiin many PD programs is a clear
notion of the purpose of the planned PD activiteeslear idea about why are we doings
this and what do we hope to accomplish? Guskey4Apéetated that “The effectiveness
of any professional learning activity, regardleggscontent, structure, or format,
depends mainly on how well it is planned” (p. T2pon, Duncan, Lee, Scarloss, and
Shapley (2007) showed through their review of ssidin the effects of teacher PD on
student achievement that when “there is no cohenénaistructure for PD, PD represents
a patchwork of opportunities” (p. 1). The findingem the data collection indicating the
need for a more coherent professional learningraragas well as the literature review,
formed the basis for creating an implementatiomgaind training for administrators to
develop a well-planned PD program for K-12 teachers

Review of the Literature
Studies have shown that teacher quality is a nfagor in improving student
learning and student outcomes, and that therettamegsconnections between effective
PD for teachers and improved student outcomes ifi@aHammond, 2000; Patti, Holzer,
Stern, & Brackett, 2012; Spelman & Rohlwing, 20¥8pn, Duncan, Lee, Scarloss, &
Shapley, 2007). Effective PD, however, must bentid@ally planned and driven by a
clear vision of what the desired outcomes look itkeerms of gains in teacher

knowledge and skills. Further, PD planning needsetoooted in data collected through
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multiple measures indicating what professionalredy needs exist for an organization.
The goal of a professional learning program atresktshould be capacity building for
the organization at large via the professional ghoo¥ the individuals within the
organization. This PD cannot be a one-size-fitsratel, nor can it occur in a
disconnected, isolated fashion. Instead, an effe@®D program begins with proper
planning, includes follow-up and collaboration &svrideas and practices are
implemented, and provides feedback and evaluatiothé purpose of measuring success
as well as developing reflective practitioners. Titezature presented in this review
provides support for the project through a discussif PD design and the role of
coaching, observation, and evaluation in the dgraknt of a comprehensive
professional learning cycle for educators.

PD Design

Several models to planning a professional learpnoegram currently exist. Balan,
Manko, and Phillips (2011) identified three suchd@ls. They suggest that each of these
models can be applied on their own or be succdgshiégrated into the development of
a new model entirely. The similarities that existvizeen the three identified models are
the need for effective visionary leaders within slis@ool, identification of expected
learning outcomes, and effective assessment adatiom practices. Each of the models
emphasized ongoing PD based on the identified nefetthe teachers, students, and the
school’s wider growth goals. A critical elementhe process of planning PD, according
to Balan et al. (2011) is utilizing the evaluatfmmocess as a means of improving practice.

“Implicit in each model is the fact that instructed improvement is a continuous cyclical
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process that occurs over time” (Balan, Manko, &llipis, 2011, p. 14). PD is a means for
capacity building for an institution (Balan et 2011; Corcoran, McVay & Riordan,
2003). Capacity building includes an organizaticabdity to support ongoing
improvements in teaching and learning. Throughfetve professional learning
program, a learning organization can more succlgsiupport the capacity building of
its individual members, which collectively will imngve the organization as a whole.

An effective PD program is a comprehensive plam$ed on educator learning.
Killion (2013) explained the difference betweenrafgssional learning plan and a
learning event. Killion (2013) stated that a prsfesal learning plan is “a set of
purposeful, planned actions and the support sysemassary to achieve the identified
goals” (p. 1). Whereas, learning events are ocnakidisconnected incidents of PD that
occur periodically throughout the school year. iitl (2013) points out that even a series
of learning events do not constitute a professitewhing plan. While learning events
may transmit knowledge or information, a comprehenBD program “must include
application, analysis, reflection, coaching, refivemt, and the evaluation of
effectiveness” (Killion, 2013, p. 52). Furtherniust address the needs of individuals, the
school, and possibly even state or systemic goals.

Guskey (2014) and Hirsch (2012) both indicated shadlent needs and student
outcomes must be the primary factor when plannamgpfofessional learning of
educators. Because the primary objective of eduédiois to improve student learning
outcomes, the first step in PD planning is to idgrhose outcomes. Hirsch (2012)

argued that when student outcomes are not condidsrthe primary factor in



76
professional learning needs, often times the résaltfragmented individualized
professional learning plan, rather than team ahddowvide planning aligned to student
and teacher data. Guskey (2014) outlined the arfdsteps for professional learning
planning within this perspective. First, determdssired student learning outcomes;
second, determine best teaching practices to aetimse student outcomes; third,
identify necessary organizational support; fouidientify required educator knowledge
and skills; and fifth, design ideal professionarl@ng activities (Guskey, 2014).

Several authors discussed traditional versus reémtmities in terms of the form
that PD activities may take (Birman, Desimone, &oi& Garet, 2000; Corcoran,
McVay, & Riordan, 2003; Fritsch, 2014; Yoon, Dunchgre, Scarloss, & Shapley,
2007). Birman, Desimone, Porter, and Garet (20000d that reform activities, such as
mentoring, research, and teacher networking, are eféective than traditional learning
events like workshops and conferences. The refatmittes meet more of the criteria
for effective PD because they tend to be longetuiration, focus more on content, are
designed as active learning opportunities, andigeostronger coherence. Birman et al.
(2000) agreed that traditional activities do hawartplace in professional learning.
Corcoran, McVay, and Riordan (2003) argued thatrdditional in-service type PD
activity, though, tends to not be connected todihigy work of teachers, and typically
include little to no follow up support to help tdacs implement the knowledge and skills
they have learned. Birman et al. (2000) explaireiv@ learning to be activities such as
opportunities to observe and be observed teachaiglanning with a facilitator such as

a mentor or coach, and receiving feedback. CohergneD is defined as being
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consistent with state standards, and involvingcthikective participation of stakeholders
for the purpose of aligning the learning activitigigh the larger institutional and
professional goals of the individuals (Birman et 2000). Corcoran et al. (2003) argued
that there is a relationship between coherencégisability, and impact in professional
learning.

Coaching

Coaching or mentoring as a component of a compsahei?D plan aligns with
the standards set forth by Learning Forward (20d&/h)ch call for PD to be ongoing, job-
embedded learning that focuses on student learpmgjotes teacher reflection, and
creates an environment of collaboration. Sevetaliss have supported the use of
coaching as an effective means of improving teagpmactices (Cantrell & Hughes,
2008; Coburn & Woulfin, 2012; Sailors & Price, 2Q0HBieckel, 2009; Tschannem-Moran
& McMaster, 2009; Walpole, McKenna, Uribe-ZarainL&mitina, 2010). Other studies
have supported the claim that when coaching isctitla professional learning program,
teachers are more likely to implement new teacktrafegies (Heineke, 2013). Heineke
(2013) argued that coaching is a way to increasie tlaboration and reflection as
components of job-embedded PD for teachers. Adtitig, both Heineke (2013) and
Hobson, Ashby, Malderez, and Tomlinson (2009) adghat mentoring or coaching can
positively impact the PD of the coach or mentorwali, through professional renewal,
more reflective practices, and enhanced leadesdilig.

Coaching is defined as a reform PD activity andlieen found to directly impact

teachers’ knowledge and skills because of the as&én duration the coaching aspect
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brings to the professional learning experiencet(2&x10). Sherris, Bauder, and Hillyard
(2007) defined coaching as “a process between goplp in which exploration, critique,
and reflection transform practice” (p. 3). HobsAshby, Malderez, and Tomlinson
(2009) defined mentoring as “the one-to-one suppfatnovice or less experienced
practitioner (mentee) by a more experienced prangt (mentor), designed primarily to
assist the development of the mentee’s expertse2d7). One form of coaching
described by Batt (2010), consists of three phasesonference, observation, and post
conference, with the purpose of providing a protesssist the teacher in improving
instructional effectiveness through reflection.Pesussen, Coskie, Robinson, and Autio
(2007) argued, coaching or mentoring can mean rddfgeyent things depending on the
context, and the role of the coach or mentor cay geeatly. Wong and Wong (2008)
made a distinction between mentor and coach, witieator being available for a short
period of time, and a coach being available to legkn veteran teachers for many years.
For the purpose of this study, coach and mentoused synonymously to refer to what
Deussen et al. (2007) referred to as “teacher-miktoategories” (p. ii) of coaching that
work mainly with individual teachers or groups e&thers. Further, in this study coach
will be used to describe the role of a teacherdeadthin the school community who has
knowledge of the big picture goals at a schoolriteoto make connections between
schoolwide goals, curriculum, program implementatend PD needs of teachers.

Yoon, Duncan, Lee, Scarloss, and Shapely (200®dsthat PD affects student
achievement in several ways, including the enhaeo¢iof teachers’ knowledge and

skills, then by utilizing those knowledge and skilb improve their teaching practice.



79
However, if one of those steps is missing, theealiltood of increased student learning
diminishes. Therefore, the impact of the one-sharkahop is minimal if teachers are not
able or willing to apply what they have learnedeTise of coaching as a form of ongoing
professional learning, therefore, is an effectiaywo increase the probability that skills
and knowledge are applied in the classroom. Bétt@2found that workshops were
effective in arousing interest, but that interadtrbt translate into implementation
without coaching used as follow-up. Knight and @t1§2009) stated a similar position
with regards to workshops, indicating that workshape a successful way of introducing
new ideas and practices. However, to gain the $adgenefit from workshops, the
experience needs follow-up support for participamtthe form of instructional coaching
for the transfer of new knowledge into practice igt & Cornett, 2009). Knight and
Cornett (2009) echoed the findings put forth byessh(Birman, Desimone, Porter, &
Garet, 2000; Neufeld & Roper, 2003) that implemapttoaching as a component of PD
does not mean that other forms of teacher learsinogld not be used, because there are
benefits to instructional models designed to ini@educators to new concepts. Rather,
coaching aides in embedding these newly learnettipea and ideas into teacher’s
everyday practice and connecting the learning ttewaspects of school improvement.
Neufeld and Roper (2003) argued that coachingrisgbaeveloping organizational
capacity for improvement efforts. This aligns witle need for capacity building
expressed by Corcoran, McVay, and Riordan (20C&)dan be achieved through the use
of teacher leaders in the design and implementatié?D in schools. Coaches can serve

to provide administrators the link to classroomdabknowledge to effectively direct
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resources needed for PD in instructional practigedetermining teacher’s learning
needs. Further, training in methodology includeshedorm of coaching, the teacher’s
integration of new instructional approaches incedaand was more effective (Sherris,
Bauder, & Hillyard, 2007).

Neufeld and Roper (2003) suggested that coachadsleo better teaching and
increases in student achievement when it is includepart of a sustained, coherent, plan
to develop instructional practices. Coaching asraponent of wider PD planning meets
many of the criteria of essential elements of ¢i¥ecPD. Additionally, Batt (2010)
found that teachers who were coached developedegrsdlls in the execution of new
strategies than teachers who were not coachedharabaching aspect aided teachers in
achieving the full impact of a PD activity.

Coaching also serves to increase collaboratiomdwrofessional learning.
According to Neufeld and Roper (2003), one goalazching is to get educators to
participate in professional collaboration. Jewatd MacPhee (2012) suggested that a
community of practice can be built through the ospeer coaches, in which the
members of the community of practice are more yikelcritically question and problem
solve aspects related to teaching and learningcl@og is collaborative with a focus on
shared learning within the community of practicgrbvides a means to collectively
solve specific problems of practice. It also hatpsonnect teachers’ work with their
students and connects professional learning ta egpeects of school change (Neufeld &
Roper, 2003). Saunders (2009) showed that opptidario engage in dialogue with

other practitioners provided structured opportesitio understand the need for regular,
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systematic review of professional practice, thuswating a reflective practice. Heinke
(2013) pointed out that the goal of teachers beogmeflective practitioners is not new
and can be traced back to Dewey (1933) and ScHa8v]1Further, the goal of
developing a reflective practice is in line withvadping strong ElI skills, which is linked
to to teacher effectiveness (Jha and Singh, 2012).

Onchwari and Keengwe (2008) argued that implemgntew skills and
knowledge can be met with resistance. Furthermiesgstance to change can be
mitigated by regular discourse between the memtdrt@acher to make the notion of
change in instructional practices more acceptabiewari & Keengwe, 2008).
Addressing the teacher’s need to know why theyemmning and implementing new
practices also supports Rogers’ (1969) and Knowletion, and Swanson’s (2011)
assertions about meaningful adult learning.

El assessment conducted in safe environments cke thea pursuit of positive
change more meaningful and relevant from the te&cherspective. For example, the
problematic ESAP scale of change orientation iseasure of dissatisfaction with EI skill
performance (Nelson & Low, 2011). To the extent thaerson with high change
orientation is prepared to work toward positiveraye El skills coaching by a competent
mentor could be very helpful in developing teachemgellence. Additional research-
derived justification for including El in PD traimg for teachers is provided in the

thematic results outlined in Tables 6 and 7 of shigly.
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Observations

Classroom observation is a valuable tool for suppgeffective PD on many
levels. Observations are part of the driving fdsedind both the coaching and evaluation
cycles in a comprehensive PD plan. Classroom ob8ens offer a valuable opportunity
to identify both strengths and weaknesses in teguiaetice (Kane & Staiger, 2012).
Kane and Staigar (2012) asserted that a real patentsts for classroom observations to
be used as part of the process of developing ictsdnal practice, and, therefore, schools
should look for ways to use classroom observationgraining purposes. One
observation tool, Framework for Teaching (FFT) ([2&on, 2007), is a means to
provide accurate, objective feedback to teacherBipand growth in their practice
(Kane & Staiger, 2012; Taylor & Tyler, 2011). Zutuski (2007) found that mentors
needed a framework with which they could effeciv@scribe and communicate what
they observed with their mentees. The FFT, whidviples a set of descriptors that
define good classroom practice, gives mentors agnt@es direction during collaborative
planning sessions (Zubrowski, 2007). Those usiedHRT must be trained to look for
evidence in what they observe, and not expressan@nThese evidence-based
assessments are compared to a standards-basexdtoubdicate a level of performance.
The observer’s findings are then shared with theher to engage the teacher in an
active role in their PD and serve as the basiamoongoing dialogue about what is going
well and what needs improvement (Danielson, 20@ctke, 2011).

Observations, as an element of PD, serve to keefo&I3ed on content, to

incorporate collaboration, to include specific feadk, and to address the goals of the
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individual learner, while keeping in alignment wittiger organizational goals. When
using a standardized observation protocol, sudfFds coaching and observation work
together to provide ample opportunities for actaerning and coherence through
ongoing professional dialogue based on observdtaata. In addition to being an
fundamental part of the learning process for tea;lodservation protocols can also
provide valuable evidence as part of the teachaluation process.

Evaluations

Like other professional fields, the field of educatand K-12 teaching is
constantly evolving. This fact highlights the ndéedall teachers to regularly acquire new
knowledge “by participating in comprehensive PDhatie goal of enacting appropriate
and effective instructional practices that will prote student learning” (Youngs, 2013, p.
2). Youngs (2013) argued that past reform effortsducation have failed to a certain
extent because teacher evaluation systems hawioodssfully promoted teacher
knowledge acquisition. Youngs (2013) also emphasiat educators must use evidence
to make decisions about their practice, and mastairrent about content, pedagogy,
and educational practice. To do so, Youngs (20d&mmended that teachers have
access to instructional coaches and collaboratitmadministrators and colleagues as
they strive to integrate new instructional stragéegnto their teaching practice. Youngs
(2013) also argued that the nature of teacher atiahs in the past created little incentive
for veteran teachers to acquire new knowledge angé their instruction. With the
implementation of new methods of teacher evaluasach as observation protocols like

FFT, detailed feedback can be provided to teadibdss used in the planning process for
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individualized professional learning plans, anccbmbined with other data to formulate
the overall ratings of teacher performance. Teaelialuations should include multiple
indicators including student achievement data, masi®n protocols, and self-evaluation
(Kane & Staiger, 2012; Measures of Effective TeagMET) Project, 2010).

Williams (2012) found that the use of teacher eaauns that put “emphasis on
teacher self-assessment, professional learningstagnt-growth data” (p. 36) created a
culture where teachers take ownership in the chprgeess. Kappler Hewitt and
Weckstein (2012) stated that forcing change caatereognitive dissonance, causing
teachers to push back against change initiativesueder, by using a differentiated
evaluation process driven by teacher choice anigled to meet their individual needs,
the results can be transformative (Kappler Hewiitv@ckstein, 2012). Kappler Hewitt
and Weckstein (2012) also suggested that posigiselts could emerge from a
professional learning program that allows teachersice in how they are evaluated, and
supports them throughout the process of desigmgagorking through PD goals with
the support of a coach. Their findings indicateat teachers were more intrinsically
motivated to take on the change initiative propcesed were more willing to collaborate
with peers when given a say in how they are evathgdditionally, teacher leadership
emerged, and the administration and teachers rexh&otused on the same goals.
Kappler Hewitt and Weckstein (2012) also emphasthatteacher evaluations must be
aligned to the change initiative that the schoal idantified in order to positively

influence teacher effectiveness for improving studehievement.
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The research indicated a level of success in tipdeimentation of a PD plan when
teachers are an active part of the process of plgramd managing their professional
learning. In the study by Williams (2012), teachenesated action plans to improve
student outcomes by using student data to arteglahls for the upcoming school year
and determine what kind of professional learnireytheeded. Kappler Hewitt and
Weckstein (2012) described a scenario in whichhtecdesigned their own Professional
Performance Plans, which incorporated organizatiand self-identified goals, choice of
PD options and method of evaluation, which was foemulated into an action plan.
Towndrow and Tan (2009) found that negative expens in evaluation arose from the
sense of being subjugated by the process. Whealdygeontrol position was inserted in
to the evaluation process, teachers came out @aleiation process feeling that they
were not treated as professionals, were not gipgomunities to develop professionally,
and were less open to change (Towndrow & Tan, 208%ontrast, when evaluators
provided feedback through professional dialogué watichers about what was observed
related to their teaching, the result was morecéffe interactions that resulted in
professional growth.

Overall, the review of literature revealed that BDnore effective when
approached as a comprehensive cycle of diagnesis)ihg, support, and evaluation
supported by multiple measures. The MET projecl(@@mphasized several key points
regarding teacher evaluations as an integral paroofessional learning cycle. The first
was the use of an observation protocol that indudiear standards for good teaching

applied by trained observers over the course ofiptelobservations. The second is to



86
combine multiple approaches such as classroom\aigmrs, student achievement data,
and student surveys in order to capitalize on teslstrengths and offset their
weaknesses. Youngs (2013) and Hinchey (2010) ateebdar a comprehensive teacher
evaluation system made up of multiple componerdisiting observation and reviews of
student work, student surveys, and teacher’s selits on classroom practice. Several
studies underscored the need for teachers to plagtase role in determining their
professional learning needs (Kappler Hewitt & Weeks 2012; Williams, 2012). The
use of coaches as a means to support the idetibhicaf learning needs, the
implementation of new skills and knowledge, andfdaditation of change initiatives
was also found to be an important element to tbéepsional learning cycle (Batt, 2010;
Deussen, Coskie, Robinson, & Autio, 2007; Hobsoalddrez, & Tomlinson, 2009;
Jewett & MacPhee, 2012; Knight & Cornett, 2009; fédi& Roper, 2003; Onchwari &
Keengwe, 2008; Wong & Wong, 2008; Zubrowski, 20@M) of these elements of
effective professional learning must be anchorealivell thought out, intentional plan

that links the goals of the organization to thavitihal learning needs of the teachers.

Implementation
The process of implementing this PD planning anpl@mentation training
workshop series could begin at the school site timisgoroject study is completed. Once
the project study has been approved by the untyetswill present the PD planning and
implementation workshop to the Director of the ¢diaschool. Following the procedures

for approving new programs at the charter schoobuld then present it to the Council
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of Master Teachers, a group of experienced teachehe charter school who make
recommendations to the Director regarding issug®gnding curriculum, pedagogy, and
teacher PD and support. As a member of the Coohtllaster Teachers, | would recuse
myself from the voting process. If the Council od8fer Teachers votes to approve the
implementation of the workshop, | would then préseto the charter school board for
approval for any financial resources needed. Ifayad is granted by the Director,
Council of Master Teachers, and the charter schoatd, the PD planning and
implementation training workshop (Appendix A) woldd scheduled as a three session
series with the relevant members of the school adtnation. Following is a description
of the resources necessary to implement the prdpssekshop described in this project
study.

Potential Resources and Existing Supports

As a member of the Council of Master Teachersidaaly play a significant role
in planning and implementing PD for teachers atctherter school. | also act in a
mentoring role for other teaching staff at the sdlsite. As such, | would be the person
responsible to scheduling and providing the tragmmorkshop. Familiarity with the
Director’s five year strategic plan for the chadehool allows me insight into the desired
changes sought for teacher growth and evaluatibigchaalign with the project described
in this study. The existing support by school leald for the project | am proposing
will increase the likelihood of the implementatidihe other member of the Council of
Master Teachers already has significant trainirgylzackground in teacher observation

and mentoring, which may also positively impactithplementation process.
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Potential Barriers

The charter school for which the project was desilgis very small and has
limited resources to devote to teacher PD. Onenpiatébarrier is the school’s ability to
provide enough professional learning opportuniteeteachers once those learning needs
are identified through the steps outlined in thekshop sessions for creating a
comprehensive professional learning cycle. Anofim¢ential barrier is ensuring that the
personnel assigned to take on the role of obsetvach, and evaluator has sufficient
training in these areas to successfully carry lo@fftill implementation of a
comprehensive professional learning cycle as pregosthe workshop sessions. Several
studies have reported some drawbacks to mentdratgesult from poor mentoring
practices, and lack of knowledge about the contimaficoaching models (Heineke,
2013; Hobson, Ashby, Malderez, & Tomlinson, 2009).
Proposal for Implementation and Timetable

Planning for teacher PD for the 2015/2016 schoat yéll begin in the early
spring of the 2014—-2015 school year. Followingghecessful completion of the project
study, | plan to begin the process for sharingptfogposed workshop with the appropriate
individuals as described above in order to integthe PD planning and implementation
training workshop into the PD planning processtiier2015-2016 school year.
Roles and Responsibilities of Student and Others

For the charter school studied, the role of adgyptire PD planning and
implementation training workshop into the PD plarghprocess would fall on the

director of the charter school following the appatsvof Council of Master Teachers and
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the charter school board. Once adopted, the radeleéduling and providing the
workshop training sessions, and acquiring all neaigsfinancial resources for the three
sessions of training will be mine. It will be thessponsibility of the director to ensure all
master teachers receive the appropriate trainitigarareas of observation, coaching, and
evaluating teachers in order to implement the mtnal learning cycle. It will also be
the director’s responsibility to ensure there arfident financial resources and adequate
time set aside for the teachers to take part ipptb&essional learning identified through
the formation of the professional learning cycle.

Project Evaluation

The goal of the project resulting from this stuglya give administrators the tools
to create a professional learning plan for teaciwhish reflects the research-derived
elements of effective PD and addresses the neaddigeidual teachers while still
meeting organizational goals for improvement arwhgin. A program evaluation may be
defined as “a process used to determine whethetasign and delivery of a program
were effective and whether the proposed outcomes met” (Caffarella, 2002, p. 328).
The evaluation of this project includes both fonveaand summative elements of an
objectives-based evaluation. Objectives-based atialuinvolves “judging the worth of
a program on the basis of the extent to which thid objectives of the program have
been achieved” (Owen & Rogers, 1999, p. 48). Pragrbjectives are statements of
anticipated results to be achieved through the sk sessions (Caffarella, 2002).

Objectives focus on what participants are expetddédarn, know, and do as a result of
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their participation in the training. According t@ftarella (2002), it is also important to
include operational objectives that focus on progoatcomes.

There are six objectives for the project, a ttpad-workshop for designing and
implementing a professional learning plan for teashThe learning objectives are:

e To understand what a professional learning planeachers is and why the

school needs one.

e To understand the steps to create a professicanalite plan for teachers.

e To create a professional learning calendar andtbadentify needed learning

activities for teachers.

e To know how to use and observation and evaluatyoiedo drive planning of

professional learning.
The operational objectives are:

e To provide all participants with an implementatgunde and templates to

guide the planning cycle for professional learning.

e To provide all participants with a hands-on actearning experience.

In order to gauge the effectiveness of workshopieas for participants, the
evaluation will focus on measuring the extent taclitihe workshop sessions met the
intended objectives. The evaluation will seek tdrads the following questions: Has the
program been implemented as planned? Have thel sibjectives of the program been
achieved? Have the needs of those served by tlgegon been achieved? Does the

implementation strategy lead to the intended ou&sim
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Workshop patrticipants will be asked to completeapam evaluation card at the
conclusion of each session, as well as a quesiienai@ the conclusion of the final
session. The formative evaluation will allow therlsghop presenter to make adjustments
to the next session based on feedback about pamics needs. The formative evaluation
is an objectives card for each participant. Thel @all contain a list of the objectives for
the sessions. As a participant has mastered thettode they will check it off.
Participants can also make comments to the presemtideir card and ask questions
about topics they still need addressed. The cailtisewwe as an ongoing formative
evaluation method, as well as a communicationftmathe presenter to make changes to
the method of instruction in order to meet paraaips individual needs (Ayers, 1989).
The summative evaluation is a participant quesamenwith questions asking
participants to rate their reactions to variousnalets of the program objectives.
Evaluation forms are provided as part of the praje@ppendix A.

The key stakeholders include the Director of thartdr school, the charter school
board, the administrative participants, and thehiees at the charter school. Each of
these stakeholders will benefit from effective iepkentation of the workshop, as
measured by successfully meeting the stated obgescti

Implications Including Social Change
Local Community

The elements included in the project impact sathainge at the local level by

addressing the specific concerns teachers indieddedt the manner in which PD was

implemented at the school site. The project addse®e desire to see more focus
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brought to the PD planning process. This projesxd alddresses the need for PD to
specifically relate to both organizational and udiual teacher goals, and have a direct
link to needs indicated from student outcome datcher observations, and teacher
evaluations. The framework for PD the project méii guides school leaders in creating a
professional learning cycle that begins and ends @iamining data and making choices
about PD based on that data. This project, if imglieted at the local school site, will
serve to guide the school leadership in planniniyidies that address organizational
goals, as well as individual teacher’s learningdseie order to bring about an
improvement in student outcomes.

Far-Reaching

A thorough review of the literature revealed thtand-alone, one-shot, PD events
are still prevalent for K-12 teachers even thouggearch has shown that well-planned,
cohesive, ongoing, job-embedded PD is a far mdezife expenditure of resources.
This study promotes positive social change by msiregy understanding of teachers’ PD
needs and how a learning organization can implemé&m@mework for professional
learning with benefits that are multi-layered. Warkshop designed for administrators
on how to implement an effective professional leagmprogram for teachers in order to
increase student performance and achievement tsatleveloped as a result of this
project study will contribute to improving the appch to PD for teachers. By
approaching the project as a training opporturatytfiose who plan and oversee the
implementation of PD at their school sites, it aegts the ability of the school to

implement and sustain a comprehensive professieaaling program for its teachers.
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When those in charge of PD are able to connegjdlaés and needs of the school, the
students, and the individual teachers through tbéepsional learning program they
design then the result will be a more effectiveg?bgram. By implementing more
effective professional learning for educators, sthavill have a procedure for improving
instructional practices and student achievemenb(ly®uncan, Lee, Scarloss, &
Shapely, 2007).
Conclusion

This section provided and overview of the projesulting from this study, a
description of how the problem is addressed thrdabglproject, a review of the literature
to support the design of the project, and implaradifor social change. The project was
created to address the gaps in the PD offereddidtte local school site, as indicated in
the data analysis, but also more widely in K-12oation, as indicated in the literature.
The project consists of a three-day workshop desidar school leaders who plan PD
for K-12 teachers. This workshop could impact sodi@nge by providing a means for
schools to implement a more cohesive frameworlpfofessional learning, thus more
effectively supporting teacher growth with the goimproving student outcomes.

Section 4 includes personal reflections on thequtsjstrengths and limitations, as
well as analysis of myself as a scholar practitioReally, included are my reflections

on the impact on social change and recommenddioristure research.



94

Section 4: Reflections and Conclusions
Introduction

To better understand teachers’ PD needs at a Ktd@er school, this qualitative study
was designed to explore their perspectives abaitgral present PD and its effectiveness. The
purpose of the study was to propose ways to stnengtrofessional learning for teachers in
order to improve student outcomes. The data catkectsed an Al approach, which included a
document review, a written survey, a positive assest of El skills, and a focus group
interview. Data analysis revealed that the teactiesged more focused PD that aligned to
organizational goals, was collaborative, and inethdupport from leadership. This data was
used to develop the project, a three-part workseoies for school administrators and leadership
on implementing a professional learning plan fot Xteachers. This section provides an
overview of the project’s strengths and limitati@sswell as a reflection on scholarship, project
development, and social change.

Project Strengths

This project has two strengths. One is that itadiyeaddresses the concerns of the
participants as expressed in the survey. Partitspaanted to see improvements in the PD
program to include more elements of effective, iyakofessional learning for educators.
Another strength of this project is its adaptaypilithe content of the workshop series can be
applied to any learning organization that wantsttengthen its PD program. The structure
allows for flexibility to incorporate individual sool’s long- and short-term goals and other
planning needs. By teaching the tools for plan@imyofessional learning cycle, school leaders

can adapt the foundation of the planning processdet the needs of their individual schools.
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Recommendations for Remediation of Limitations

This project suffered from two limitations. One whs size of the sampl&l & 5) and the
narrow scope: only one small charter school. Algiothe survey responses aligned with the
literature on various elements of PD for educatdasa from other schools or more participants
could have revealed more about what teachers wikeldrom a PD program based on
alternative PD paradigms. The other limitation weeslack of school administrators’
perspectives. This project could have been appexhbl considering the needs of school
leaders when planning PD for teachers at theiradite. By including the gaps in knowledge
and practice of those who plan PD, the workshopdchave expanded to include other topics or
directions. Two directions are recommended forreite@search: increase the sample size and
including appropriate quantitative analyses based larger sample.

Scholarship

The process of completing the doctoral study has la@ amazing learning experience
that has already benefitted me both academicatlypaofessionally, especially in the areas of
analysis and problem solving skills. Professiondllyave learned to evaluate problems based on
evidence and data, not just a gut feeling that sloimg is not working. | now have the
experience to research potential causes for whye#ong is not working and to identify
evidence-based solutions. Before implementing negnams or practices, | will seek to
understand what research indicates will most likayeffective solutions. This process has also
taught me the value in qualitative data in educaioesearch. This is something | can use
regularly both professionally and academicallyhea tuture as a means to collect rich,

informative data for a variety of purposes, esgbcwithin the school setting.
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Project Development and Evaluation

The capstone research process taught me that pdejeelopment is something that must
be approached methodically and purposefully in otd@chieve the desired results. It also
taught me that including a plan to evaluate theassg of implementation is a crucial part of the
planning process. | discovered that a backwardsplg approach is effective in achieving both
of these purposes. By first clearly identifying witas you hope to achieve through the project
and establishing a method to measure the extewhitth those goals and objectives were met,
aides in the process of then planning the oth@sstethe project. By having a solid evaluation
plan in place you can ensure an efficient expenglivd resources, justify expenditures, and most
importantly make research-derived, evidence-bakadges to improve the outcomes for those
for whom the project was intended to benefit.

Leadership and Change

This experience changed my perception about whadswho should be a leader in the
educational community. My research and experieasddd me to believe that leadership is
something that should be shared among memberg @fdircational community, and a quality
that should be encouraged and supported througbrtiessional learning process. By
embracing the concept of teacher as leaders, amiaajion can benefit through shared
responsibility of the improvement process. Teachsrprofessionals are a valuable resource for
implementing new innovations in pedagogy and cdrtemmprove the practice of those they
work with. This collective approach to improvemauill create a stronger learning organization
that ultimately will more effectively benefit thoséno it is intended to serve, students. To see
myself as someone who can act as a leader to @ffsdive change in my school and my

profession was something that | value from the @l@ttstudy process.
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Analysis of Self as Scholar

Looking back at the process of moving from begigmmy doctoral journey to
completing the capstone project | can see nowlthetomplished something that seemed like
too overwhelming a task at the outset. | can seedach new skill, each new mind set |
acquired through the classes all culminated in ey the tools | needed to approach the
doctoral study.

| believe | now have the foundation to take on offteblems in education and
implement positive solutions through the researciegss. | have learned how to identify
problems and to articulate a question that wiNethe research process. | have learned how to
synthesize large amounts of literature and | nal lfike | have a system for tackling the
research, reading, summarizing, and synthesizirtigeomaterial so that | can produce a
comprehensive, coherent, logical review of literatu feel more confident in designing a data
collection plan, as well as how to analyze datarder to draw out recurrent themes that can be
applied to the solution of the problem. The maingh will take away from this journey is the
confidence that | can make a contribution in midfigith the knowledge and skills | have
acquired.

Analysis of Self as Practitioner

This process taught me where my true passion inaiun lies. | am excited about using
what | have learned through research and expertenicain and develop other teachers to reach
their professional potential. Designing and conithgcPD for teachers at all stages of their
careers can benefit education as a whole. By stipgarew teachers to have the confidence and
desire to remain in the profession long term walhéfit students by creating a more stable

workforce of teachers. By supporting veteran teecteecontinue to learn new skills and to
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implement new technology, pedagogy, and conterialgb benefit students in a time when
education is rapidly evolving.
Analysis of Self as Project Developer

In my career as a classroom teacher, | plan ancbéxéessons daily. Although the
process is very similar to planning projects, saslthe workshop series that resulted from this
study, | also learned that there are some othesiderations when planning programs for adults.
My new understanding of the theories and practieksded to adult learning | believe will
positively impact my ability to plan learning expgrces for adults. Project planning also made
me realize the other stakeholders who should bsidered in the planning process in order to
maximize the chances for a successful implememtaByg getting this perspective of the myriad
of stakeholders involved in an educational orgamné success has allowed me to approach
potential program implementation differently. Bynstdering the various expectations from
different stakeholders in an organization in thenping process, the chance for effecting change
on a wider scale increases.

The Project’s Potential Impact on Social Change

As my role within my school site continues to exgyaifeel grateful for the opportunity
to have learned more about what the teachers | widhkneed to feel supported and to reach
their own professional potential. | am excited éoifb a position to effect change at my school
site and for the possibility for my work to be oo practice as a means to improving the
educational program at the school. This projeasmglemented, has the potential to remedy a
problem that has been years in the making. If giheropportunity to implement this project, |

also look forward to continuing the action resegyabcess for making improvements to it so that
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it may one day be used by other schools as a nteamproving the professional learning
program for others.
Implications, Applications, and Directions for Future Research

It is my hope that the research findings from gtigdy will inspire not only my school,
but others as well, to recognize the importangglafning and implementing a strong
professional learning program for teachers, andadlgttake action to implement the project.
With intentional professional learning designea@dalress the needs of the school and teachers
the result will be a collaborative effort to acheethe same goal, which is ultimately to provide
the best possible education for students. Thiseptayas designed to reach those whose
responsibility it is to provide the structure fos@und professional learning program within a
school. However, all stakeholders at the schoolb&arefit from what is presented in this study
by understanding how providing opportunities foofpssional learning for teachers results in
improvements that affect all those in the schoohcwnity.

One direction for future research could be to itigase the needs of school leaders who
are responsible for planning PD for teachers at #odool site to include examining the gaps in
knowledge and practice of those who plan PD. Anadirection for possible future research
could be to examine how various professional lewyevents impact student outcomes or
student learning experiences. According to Yoof0@, only 9 of more than 1300 studies
examined met What Works Clearinghouse’s evidensedbatandards for studies that directly
affect teacher PD and on student achievement. Tderelear need for further studies in this
area in order to further strengthen the argumefdavar of expending resources for teacher

professional learning.
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Conclusion

The lessons learned from the process of complétiagloctoral study, as much as from
the research and findings from the study itselehgiven me the skills and knowledge that |
need to impact change in my local school site. ifbght | now have about how to examine
problems from the perspective of educational retedibelieve, will allow me opportunities to
implement and support more large scale solutiomgaiys that are cost effective and result in the
intended outcomes. This perspective will allow meide as a leader within my school
community, but also to support others with the ptié to use their strengths to impact changes

in education that are meaningful for students.
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Appendix A: Project

Planning Professional Learning

A three-day workshop for school K-12 administrators

on designing and implementing a professional |e@ypian for teachers
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Introduction

The goal of this workshop series is for K-12 adstirgitors and instructional leaders to
participate in a research-derived process to deErkhowledge and skills for implementing an

effective professional learning program for teasher

The workshop focus is on creating a framework fpraessional learning cycle that uses
organizational goals and student learning outcamegtermine the desired educator knowledge

and skills to be addressed in professional devedmpresign and implementation.

The purpose of the workshop series is to guideddkadership in planning and
implementing a professional learning program air thehool site by completing a plan for the
current school year, with all associated documerss product to take with them back to their
school site. Further, the participants will gairowhedge about how to continue the professional
learning cycle over the course of multiple schagdng in order to meet the larger aims of

organizational planning and growth.

Session Timeline

The three days of the workshop series are intetwltake place over the course of
several months to give participants time to impletsages of the program and return with
further data and information in order to develop tlext steps. It is recommended that Session 1
take place in the spring or summer prior to thevstlear. Session 2 should take place in the
early fall, prior to the end of the first term. Siem 3 should take place mid-year, prior to the end

of the evaluation cycle.



Workshop Agendas
Session 1: Beginning of the School Year (9:00-2:00)
9:00-9:30: Introduction & Overview
Session Objectives:
By the end of this session, participants will:

¢ Understand what a professional learning plan (R&P)

e Understand why your school needs a PLP

e Utilize backward planning for the purpose of cregta PLP

e Create an Essential Proficiencies List using theptate provided

e Create a Teacher Self-Evaluation using the templiateided
9:30-10:00: Identifying Organizational Goals

10:00-10:30: Identifying desired student learningcomes.
10:30-11:30: Identifying new practices to be impagred.
11:30-12:30: Defining desired educator knowledge skills.
12:30-1:00: Break for Lunch

1:00-1:30: Teacher Self-Evaluation

1:30-2:00: Session Wrap-Up & Questions

Session 2: Planning optimal professional learningaivities. (9:00-2:00)
9:00-9:30: Introduction & Overview
Session Objectives:

By the end of this session, participants will:

e Create a Professional Learning Calendar from timpl&te provided

e Understand the role that coaches play in profeasiearning cycle
9:30-10:30: Planning optimal professional learraatjvities

10:30-11:30: Planning the Learning Calendar
11:30-12:00: Break for Lunch

12:00-1:30: Breakout Sessions for Writing Learnitigns
1:30-2:00: Session Wrap-Up & Questions

117
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Session 3: Reviewing, Evaluating, Determining Efféweness (9:00-2:00)
9:00-9:30: Introduction & Overview

Session Objectives:
By the end of this session, participants will:

e Understand how to use an observation and evaluayide to drive planning of
professional learning
9:30-11:30: Aligning Evaluations to Professionabt@ng w/ Breakout Sessions

11:30-12:00: Break for Lunch

12:00-1:30: End of the School Year Review- Disamssibout evaluating effectiveness and
continuing the cycle

1:30-2:00: Session Wrap-Up & Questions



Workshop Presentation Slides
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Planning Professional
Learning

A three-port workshop for designing ond implementing a
profesional maming plom for B-12 feachen

Workshop Goals

= The goal of this workshop series is for administrators and
instructional leaders 1o gain knowledge and skills on how
to implement an effective professional leaming program
for teachers.

* The workshop focus is on creating o framework for a
professional earming cycle whicl) uses organicationgl
geoals and student leaming ocutcomes to determing the
desiied euucalur knuwledge and skills o be oddressed.
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l Session 1

Beginning of the Schog! Year Planning

Session Objectives

* By the end of this session. participants will:
* Understand whal a protessional leaming plan [PLP) is
» llnderetand why your schanl neads o PP
« Utilize bockward planning for the purpose of creating a PLP
= Creale un Bsernliul Proficienwies List wsing e leriaiole provicked
= Credte o Teachsr Self-Evaluation using the template provided
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Overview- Whal is g professional leaiming plan®
Why does my school need this?

= Af the start of sach school r, aach teachar wiII_stablish a
Prafesuonal Laorming Plan | that Includes ipecific leaming goals,
ani mentafion plan, support for implementation,; and o process

farrefechon and evaluction.

= For i Vi 1 [P fiv i
B e e e o e P s o

educational leaders. ond teachers fo follow through (Bolon. Monko,
& Phillips, 2317},

. eﬁ% h showes thal hovinga clacﬁginuﬁlculutad an of model can
fa%} eei[a_clv ora| essn?nal devélopment implementation. which
i furn results in instfrctional lmp_:rcwem?n improvead i .c:rnlnﬁ-
oulcomes [Balon. Manko, &Fhliﬁl&. 2011; Guskey, 2014, Kilion, 2013:
Yoon. Duncan. Lee, Scarkoss. £ Shopaly, 'f‘ﬂﬂ?]

Why does my school need this?

= In order to aveid o PD program that consists of a
fragmented, disconnecied serles of leaming evenits wiih
no real connectien to individual or arganizational geals,
that ma?f' or may not effectively address the learning
needs of feachers or the deficits in student leaming. a
cleary articulated PO plan must be created.

= According to Guskey (2014], what s fyplcally lacking In
many PD rams is a clear notien of the purpose of the
planned 'D acliviies; a clear idea abaut why are we
doings this and what do we hope to occomplish®
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Backwards Planning for PD

Adapted from Guskey, T. R. (2014). Planning Professional Learning. Educational Leadership,
71{8), 10-16.

Presenter Motes: In order to meet the primary goal of P, improving student outcomes, we
must begin where we want to end and work backwards from there through the planning
PrOCESS.

Step 1: Identify Organizational Goals

« What is it that the school wants o CICC:CII'I‘lphSh over the course
of the next year? 3 years? § yoaors?

= Lock at sourcessuch os:
= Fiva-Year Sralagic Plan
s LEFA Pl
* Single Site Plan
= WASC Action Plon

et af the desired student outco Lwhich mturm,

. mesemlurua of 1::|raizc:tic:nc:||¢::I oals and D|DHS will help to focus
é‘ farmine the desired educator skills ond cnowledge.

At the school site, the Council of Master (CMT) will review the Director's Five-Year Strategic

Pian to identify the organization’s focus goals for the year

Presenter Motes: Example provided in the Waorkshop Handouts as Exhibit A
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Step 2: Identify desired student outcomes

Wl avadence wil

mtiact those oulooemesd
eeece®

st do wewant shodants o (0
12 R

A) At the school site, the Council of Master Teachers will consider the specific student
learning outcomes the school wants to attain and what evidence will best reflect those
outcomes based on analysis of current student achievement data.

B) As a group, the teaching staff will review student outcome data, including:
C5T/Smarter Balanced Assessment Results

CAHSEE Results

Benchmark Testing Results

Classroom assessments (guizzes, tests, Writing assessments, atc.)

Student Work (daily work, portfolics, projects)

) As a group, the teaching staff will identify gaps in achisvement as determined by
Strategic Plan goals.- Where do we want owur students to be? Vs, Where are our students
now?

Presenter Notes: Open discussion for brainstorming how participants will identify student
outcomes. Record in Handout 1

Step 3: Identify new practices to be
implemented
= What instructional practices and policies are most likely to

produce the student leaming outcomes the school
desires?

= Creale o lisl of praclices and policies which will becomes

your Essential Proficiencies for Teachers (EF)

Determine which research-based practices for pedagogy & content will mest effectively
produce the desired student leaming outcomes.

Presenter Motes: Brainstorm ideas with participants and have them share ideas about best
practices and sources for researching best practices. ldeas are recorded on the “Best
Practices Brainstorm™ handowt 2

10
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Essential Proficiencies for Teachers

« The Essenfial Proficiencies for Teachers (EP) becomes the
framewaork around which you build your Professional
Learning Plan (PLP) for teachers.

= The EP shiowubd,

= directly support ihe achisvemeant of the desired student
ouUlCOMmes

= be observable or able to be supported with evidence

The Essential Proficiencies for Teachers list will bring a common language and vision to the
wider goals of professional leaming at the school. As teachers can identify the behaviors,
skills, and knowledge they should be implementing in their daily practice as a3 means to
moving student outcomes in the desired direction.

The EP can be used to promote professional growth within an emvironment of collegial
support. Self-assessment data based on the EP can support teachers in making informed
decisions about their ongoing development as professionals. {Continuum of Teaching
Practice, 2012).

11

Essential Proficiencies for Teachers Sample

Prrdicianey Putpms An Oets Eviduncs of
wwats il sl i s
5 B wot ootiny mi®e 1 purteees i 8 | b e it 0oon when Y0 fokewig THC: kb plweariin
ot Bticarstosy bt ARt | fs Wt sy B i
kP e Py 2 busierrhy s AR g we: islriwing st lderin
g . =
=
et WINNILAD P DANTIREN O geeriiy
et whlepiing o s g e
[y s o
woporumiyir e L o sl spsy
) FETC U RN AL (o R T
i Vi) rerm e e el
e sy s et

e, O famaing el i,
e TEIEATL SR AT EOreeT Al wme)

A prrastl e B o bl
e b b e 1] e s b
- [T
T . A e L
2 L OB ety
i wi o dasires e
T s b, o 3 e ou
TR ST AT
11 Y D e

Presenter Motes: Examples of Essential Proficiencies can be adapted from sources such as
Daniels's Framework for Teacher {2007} and Lemov's Teach Like @ Champion (2010},
California Standards for the Teaching Profession (CSTF) (2009), Continuum of Teaching
Practice (2012}, or other sources which define the characteristics of "good™ teaching.

Each school site will create their own list, and even modify their existing fist of Essential
Proficiencies for Teachers based upon the annual review of goals and data anakysis.

Presenter Motes: Brainstorm in small break out groups Essential Profociencies and record
on Handout 3
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Step 4 |dentily desired educator knowledge and skills

* As a staff, teachers and school leadership, will jaintly
determine whal specific knowledge and skills educators
need in order to implement the prescribed practices and
policies from the Essenfial Proficiencies for Teachers.

* Teachers, individually will work with their Master Teacher
wuach o detemine whal ey musl know oo Le abile o
do to successfully implement the new practices and bring
uboul he sooghib-uller irmgprovemenls in shodenl leaming,

These desired educator knowledge and skills become the foundation for planning kearning
events and activities for teachers. Depending on the analysis of teacher self-evaluations
and student data, learning events may be for entire staff, small groups by grade level,
content area or need, or even individual and self-selected.

By identifying a common base of knowledge for the staff, it allows for muttiple approaches
for acquiring the identified skills and knowledge, thus allowing for the most effective use of
respurces for individual school sites.

Why Coachese

L =hi for I
T B G B Tt o Fhi o T it
nnqmg.gb—emb&dd&dle&mn&tmT focusas Gﬂ!luﬂ&nﬂ&ﬂl’nl . Sl Tirre:
L= rafiectiaon, and credrés an atmosphers of Sollabonat

=L nlg' s elfective ot fing teacher ch dli i
=m:c: n g'g;&m. meons of Impocting fea change and Improving

L umchlng on hove a direct effect on teacher's knowledgs and skils becauts of
theincr in diraticn Clmlbrtﬂiﬁlﬁﬁcll eaming the codaching dspect trings fo the
areismianal lkaming axnersnce:.

» Teachen wha warecoached developedgrearer skillsin the execution of new
strateglos than feochars wha woro not coachoo,

L Pochlnu L3 oddW'n the pracesy ql' 'Iwcfhrar lgaming, teachan are more
Ik-u-, Fa b b e 1 e i oy v Fh

R e e A gL p g erafienand

Coaches are leaders within the school community who can help guide the Professional
Leamning Cycle by providing ongoing support. We will discuss the role of coaches more
specifically in the next session when we address planning learning activities.

14
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Step 5: Identify desired educater knowledge and skills

« Teochers will self-evaluate their cumrent level of knowledge
and sklils In desired areas as determined by the Essenfial
Proficiencies for Teachers List

= Craale a nubric which cienﬂ! arficulates what excepfional, basc,
and minimal performaonce of each proiciency I0oks 1ke.

= The rubric should be use os a fool for self-reflection, goal setting,
and an inquiryinto proclice so that feachers can make informed
deciions about their ongoing profesionol development neads

[CTC, 2002).

Examples of rubrics for use in developing the self-evaluation can be adapted from sources
such as Daniels’s Framework for Teaching (2007), California Standards for the Teaching
Profession (CSTP) (2009), Continuum of Teaching Practice {2010}, or other sources which
define the characteristics of "good” teaching.

Each school site will create their own rubric based on their identified list of Essential
Proficiencies for Teachers

Teacher Self-Evaluation Sample

Bagin by crealing & rubie ke maasuiing masiefy of aach [deniifed Exsantial Praficiensy for Teaching

Tt gutiios {2

Ry N 1 e ¢ i oty Fappivn T v ol Dt o oo i g
sl Tk Smbee LT e M il Mt e o e sty
g b s st iy
iy g 1
i bl rereg Crohoste  marigresm ard
ey
o e S oMo 1 e

Hest hove feochens use e rubrc 1o seit-evohaie cumant leves of knowledge ond okility on eoch Fry
means b idendifying prolesdenal ieaming nesds,
=T "

<Have participants work in groups to begin developing a draft of a rubric based on their EP
list> record on Handout 4

<Provide participants with sample rubrics such as the Continuum of Teaching Practice,
Framework for Teaching, and California Standards for Teaching Practice>

16
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The Power of Self-Evaluation

= The use of feacher evaluafions that put emphaosis on
teacher self-ossessment, professional leaming, and student
grawth data created a culture where teachers take
ownership in the change process [Willioms, 2012),

* Forcing chanﬁa can create cognifive dissonance,
causing teachers to push back against change inifiatives.
However, by using a differentiared evaoluanion process
driven by teacher choice and designed to meet their
individual needs, the results can be ransformative
{Koppler Hewilt & Weckstein, 2012].

Research about the way adults learn strongly supports the use of seff-evaluation as a
means to increasing buy-in from teachers, building self-directed learning and leadership
abilities.

The seff-evaluation component will help teachers see the connections between larger
organizational goals, student needs, and their own learning needs needed to bring about
the change in practice desired by your school site.

17

Recap of session |

E E\-elzschml need: a cleoly ariculated plan 1o laciltare afeciive proleional
laprmant molementalian,

" %lrlru%buc'nwrd planning whan desgning your Professianal Lecming Plan for
Eachien

* Bagin with ldanfiing your megrmizetiane goale

Hant. ldenfity desired shudent cutcomes you want fo see achisved.

* Theen, idernifily the hm:hmgpfnc'lr_us whn:h?rernmf Iltzllvh:l bring obout those

atudent cutcemea theze In-fo yourlist of Tazenh e ncia fod

Fnally, defermine what specific kr-ow:e:x;eund skl =ducaoions nesd in crder fo
.m.i_lu.munm-- pretoibad pras nd poisiee e ine baantial mneuml-.
3G Pl

The procilce of usl oacx:nes Is Iy recommended to he ulua and supgart
Punrmhmlh |rr||-\ h&-m":-.r this Predetdnnal |-.-:?.£
= With tha gui eoft"-el_rca h, feachans ||IE'|| |danhfywnlchm o tha
fumentic Proficlencles for | nu they need prolesional developmentin.

®

13
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Coming up in the next session

= We will combine the feacher's self-evaluation data with
analysis of student outcome data and arganizational
goullj o plan leaming activities o address the areas of
need.

19

Questions?

Please complete your
Session 1 Objectives Card

and retum to your presanter,
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Session 2

Pianning cplimal professional learning activities

21

Session Objectives

= By the end of this session, parlicipants will:
= Create a Professional Learning Calendar from the template
provided
« Understond the role that coaches ploy in professional leaming
cycla

22
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Core HBements of a Professional Learning Plan

SfeP 6: Plan c}phmul prc}fessmnﬂi Iet]rr‘llrlg activities = When Planning Professicnal Leaming. consider the following elements:

« Whiat saf of smatencas wil « Weadionalyss bosed on dota {shudent dato analyss & teacher sedf-evaluotons|
best snabla pxgﬂicipﬂﬂh fo
acqgure the needed
knowiledge and skills2

» Develop a cakendar of l ‘,

professionallzaming for the
year.

P tee < OOIE & DDPECIVES BN 200N IBOMING &Yent. INCIUIng INCICaToms: ong medmras

af succos
¢ The avenli-wolkihops, conlerencas, saminar, oolion reseanch, onling courses
reasarch & study groups [Socks, orficle), st

Evmtucsan Fendnock < Timeine

- /
Cockirg

¢ Resources nesded

« Teacher: develop Perscnal -
rrofestlnnnl Learning Ploans for

he year - Evaluation plan

Place the planned learning events and experiences within a cycdle that includes time to Reference Killion {2013}
engage in the learning event, structured opportunities for practice with fesdback, follow up
coaching, and formative evaluation to track progress and growth towards the EP. Meeds Analysis: Needs emerge from data; Which EF needs to be addressed?

Respansible Person: Who is responsible for planning and implementing this learning event?
Timefine: When is this event to take place?

Resources needed: Resources include the staff, technology, funding ,materials, and time
necessary to accomplish the objectives and goals,

Goals & Objectives: Goals specify the broad outcomes of professional leaming. Objectives
delineate the specific long and short term changes that need to ocour in order to meet the
goal(s).

Indicators & Measures of Success: indicators describe how you will know whether actions
have occurred and goals/objectives have been met. Measures of success are evidence that
indicators of success have been met.

Learning Events: These are the actual activities teachers are participating in; they may be
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Eroup or individual

Implementation & Follow up Plan: Observation 2nd coaching cycle dates forused on this EP
and results of leaming activities

Evaluation Plan: dates for evaluations [self andfor administrative] that will assess learning of
this EP skill set

Professional Learning Calendar

Based on the self-evaluations, the CMT will create a Professional Learning Calendar
for PD actlvities most frequently identified skills needed on the self-evaluation for
the staff as a whale.

<Have participants practice creating a Professional Learning Calendar using sample events
and school calendars> Handout 6

25
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Personal Professional Learning Plans Recap of session 2

. Bt:ﬁd C mhe silﬂey::'»dbqﬁnn?&h;a_sz’er h_aa-l:cher Coud}gs#dﬂt « Use data fo determine professonal lsaming needs,
weork with foochers individually o iden arning acfivifiec to = This dala shoukd o i Wt sy Iechuding leroch -
address those areas Ihc:ﬁhey have |d;ﬁ|f|ed as%n area of eﬂé.@?&ﬁ%mg%&l‘é’.‘;‘ﬁ.’ev mar’ﬁ’%‘ﬁ Ftetn s
need. = Profectdnnal lenrning Plans dhnld cnntoin taveml core slamanic
inchuding a needs onalysis; ouisa.ob%ec!wesmrh indicatars and
SLINES cess, leaming evenls, imelines, resources needed,

= Coaches will abo establish with teachers a specific plon far e
::r’uplemenﬂr%gewT t;gﬂrs- Inciuding co p iarrihg. OBsErvaHons. . %ﬁpr:grﬁv?cl;:;f?;J\EE&Hun congists of both the Profesionl
ISCUssIOns stren and weaknesses, and ongoing | A h i ) f i
SUcm Tor Contnoing 1 develon weok Gres of Ness. eaming Calondar wiich auiines fsaming averl or ol gng
outines seli-selecled leaming evenis.
- P_nr:r‘.m_. il ench co ate o Persano] Professionad Laomin » Coachas piay @ role in the identificgtion of neads. salecton of
lan to T&%C?Eonw oc':"ﬂw 25 on f e(f-"r_o essonal Ler:rnti,ng 9 arming activities, |nq§emén1%%on,?glﬁyw up suppoﬁ’.eungn
assessment of skl and knowledge eomed.

Calendar and ther self-selected learning events.

Ask participants to bring the results of student cutcome analysis and teacher seff-

«<Blank Personal Frofessional Learning Pian included as workshop handout 7
evaluations to use when creating their Professional Learning Calendars.

7
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Coming up In the next session

* We will look at the role that observalions play in the
i evaluafion process and how fo use observahans as part of
the professional learning cycle ond a means to
determining the effectivenass of our PLP.

Ask participants to bring to next session their school or district's teacher evaluation and
any supporting documentation or forms.

Questions?

Please complete yaur
Session 2 Objectives Cord
and retum to your presentier,

29
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Session Objectives

* By the end of this session, participants will:
* Understond how 1o use an obsenvation and evaleolion cycle to
drive planning of professional leaming

= Session 3

Reviewing, Evaluoting, Determining Effectiveness
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Teacher Evaluations: So did our plan work?

* With the implemaniol ds o! reachef ev uhe:m hc:
et nl'nr :kl:i-bﬁF'F'li :l

gﬁnn j:ms?anieachaq ? Imso q?ymnl

pardormiance when combined V\-ﬁ olhmrg T

] ‘lei cher eval |nns shauld mclude m lea n:r.ﬂnri mclnfd' stud9£|+

S En e are

= i e ey
S!maef 207 Menwrslol Hecties Toac ET} F‘rmec'r '.50

. 'Ieachﬂravuluu’rlnns miust be afigned to the change initiative that the
;q has idenftified in arder to posifively | ﬁ.ﬁ.-ncilfegchereﬂ clivans
rimproving student achisvemsnt KnppElr =it and Weckstein, 2012] |

Connecling Professional Learniing 1o an Observation
and Evaluation Cycle

+« When evaliators provide feedback fhrou rhou‘ﬁhlful
divcourse wilh leuchers oboul whal vz obseved concenning
their teaching, the result is more effective interactions that
rasult in profasdional growth (Towndrow & Ton, 7009

= This fits into the Professional Learning Cycle by...
= Ijsing an cbsarvotion protocol that includes cleor standards for

tenching wirh ms tha Feentind Profiniencisonibio thiot ore npnlied by
traired observes over the course of muliipie observations,

- Cumblnqu_luf rmulfipis uppmuchea such os classroem observations,
siudent achlevemant doto. and student survays In on evaluation fo
capiloize on teccher’s shﬂngﬂ'ls and offset ther weaknessas,

As an administrator, you are evaluating teachers on their performance. The Professional
Learning Plan elemeants give you a tool to measure teacher professional growth, The
evaluation process then becomes bath the beginning and end of the cycle of planning
professional learning. It gives you a clear idea about what teachers have accomplished and
what they still need further training on.

EE]
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Evaluation Cycle in the Professional Learning Flan

Formative Assessment

Mid-Year Beview

= 08 oy | it e s T e i
febing

L nmm;_rmwmmmm

oot Tecyrbal
onl

T‘:Ilr. Ir 'ﬁ?h"“:r“"ﬂ'wmmmﬂhd‘

+
Sqchers oo echell
EwclumnngTF romuw

recyrane oplrbe mr
E’wﬁwdsr Iurn-erE-ss-rrflul
cigncies
12 = 5
1 m r ha 1

bqsndon srvul
w uamn..'renec n

cietm Mo smr.lnm

?Lsurnlnl:l cﬁsn o 5

Summative Assessment

End of School Year Review

* Adminisroton cosenve soch Teosher
leaking for evidence af Baenticl
Praficiencies

= Administraton compiete Annual
Evaluation for @ach teocher

* Tepchen complete End of Yecr jall-
Evaluation & Retiection

= Adminhiraion begin plonning
measuonulLau’nmuCulendum:n
Fallewing yeor

Presenter Motes: Participants will work in small groups to identify possible areas their
current evaluations cam mare closaly capture the EPs and reflect observation protocol
selected.- Record on Handout 1

Step 7: Evaluate Effectiveness

* How do you know if fhe PD events were valuable
- expenditures of resources?
« Revisit Strategic Goals & Sfudent Leaming Outcomes

* Review dotfa & evidence to determine I goals ond oulcomes
were met ond areas of need for next PLP cvcle

Presenter Wotes: Break out groups to creats a plan for evaluating PD plans- record on
Handowt 1

35
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Recap of Session 3

* Teachers need to receive detailed feedback from evaluators
[or PLP Cycher Jo b sucCessiul,

= Teacher evaluations must be aigned to the change initiative
thot the school has identified innder o positively influence
teacher effectivenass for improving student achievement,

= Aignment occurs when evaluations utifice Cssential
Proficiencies as foundation for observations that contribule 1o
tencher evaliatinn

* Evoluations serve as a measure of successiul expenditure of
resources on PO o8 weall os the baginning and and of tha
professionalleaming cycle.

Questions?

Please complels your
Session 3 Objeclives Caord
and returmn to your presenter,

7
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Thank you for parficipating in this
workshop
* Please complete the

Workshop Summalive

Evaluation and retum it to
your presenter

References

Rt e Schsct, GOTTL Tt

et gavl sesrsvorted. Dt Al
. L Scoreri. b5 Mopw, I UGFL Bevmary e

WS, D] | ERHET
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goals

\_

e|dentify
organziational
outcomes

e|dentify desired
student

Handout 1: Professional Learning Planning Form

practices to be
implemented

knowledge and

e|dentify desired
educator
skills

From Guskey, T. R. (2014). Planning Professional Learning. Educational Leadership, 71(8), 10-16.

/~ \

Step 4 *Plan optimal

eEvaluate

professional
learning activities effectiveness

139

|

\__

Step

How will this be accomplished

Source

Step 1: Identify organizational goals

Step 2: Identify desired student outcomes

Step 3: Identify new practices to be
implemented

Step 4: Identify desired educator knowledge
and skills
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Step 5: Plan optimal professional learning
activities

Step 6: Evaluate for effectiveness

Handout 2: Best Practices Brainstorm




Handout 3: Essential Proficiencies for Teachers

141

Proficiency

Purpose

An
effective should...

Date Completed

Evidence of Completion




Handout 4: Teacher Self-Evaluation Rubric

142

Proficiency

Distinguished (4)

Proficient (3)

Basic (2)

Developing (1)
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Handout 5: Teacher Self-Evaluation

*Can be completed for beginning, mid, and end of year self-evaluations.
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Handout 6: Professional Learning Calendar




Handout 7: Personal Professional Learning Plan

145

Identified
Need

(What EP(s)
is this
learning
event
addressing?)

Responsible
Person

Timeline

Resources
Needed

Goal &
Objective of
Learning
Event

Indicator &
Measure of
Success

Description
of Learning
Event

Implementation
& Follow up
Plan

Reflection
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Exhibit A: Sample Five Year Strategic Plan Document

5-Year Strategic Plan
FYE 2014 - 2018

FYE14 | FYE15 | FYE16 | FYE17 | FYE18

Goal Goal Goal Goal Goal

GOAL 1: RAISE STUDENT ACADEMIC ACHEIVEMENT

Measure: Test at grade level proficiency or above on

Renaissance STAgR Math & EEA linked %/0 CCSS 55.00% | 60.00% | 70.00% | 75.00% | 80.00%
Action Plan:

1. 100% of teachers are observed monthly 100% 100% 100% 100% 100%
2. 100% Mastery-based Learning (75% or better, no D's or F's) 100% 100% 100% 100% 100%
iuéjoe(():‘;/so Data-driven differentiated instruction in all core 100% 100% 100% 100% 100%
4. Individual Learning Plans (ILP's) for 100% of students 100% 100% 100% 100% 100%
5. Implement new student & parent orientation program X

6. Increase hours of teacher development 42 50 60 70 70
7. 100% meet RAI's graduation requirement 75% 100% 100% 100% 100%
8. 75% pursue post-secondary education options 50% 75% 75% 75% 75%
9. Improve % of Title 1 students testing at grade level or above N/A 50% 60% 20% 7506
on Ren. STAR

10. Improve % of EL students testing at grade level or above on N/A 50% 60% 70% 7506
Ren. STAR

11. Improve quality of intervention class placement N/A X

12. Implement new teacher salary structure N/A X

13. Implement new teacher evaluation N/A X

14. Hire Chief Academic Officer N/A X

15. UC A-G approval of all course, including web labs N/A N/A

16. More fully implement Classical Education N/A N/A




Exhibit B Excerpt from Continuum of Teaching Practice (2012)

Levels of Teacher Development Across the CSTP

CSTP

Planning Instruction
and Designing
Learning Experiences
for All Students

Emerging

Level 1

Plans lessons using
available curriculum
and resources.

Exploring

Level 2

Plans lessons using
expanded underscanding
of curriculum, related
materials and resources,
and assessments.

Applying
Level 3
Plans differentiated
instruction using a
varicty of adjustments

and adapeations in lessons.

Integrating

Level 4

Plans lessons using

a broad range of
strategrics to differentiate
instruction as informed
by multiple assessments,

Innovating
Level 5

Plans instruction

Bexibly utilizing a
repertoire of instructional
practices to differensiate
instruction as informed
by ongoing assessments.

Assessing Students
for Learning

Develops understanding
of required assessments
and uses of data to inform
student progress.

Explores the use of
different types of
assessmients to cxpand
understanding of student
learning needs and

Support p!nnning.

Utilizes a variety of
assessments l'l'lat Frmldf
targeted data on student
learning to guide
planning. Collaborares
al‘ll:] rﬂﬂcc[s fﬂgi.ll:lr]‘v “']I'[h
colleagues to improve
teaching practice and
student success.

Develops, adapts, and
infegrates assessments into
instruction that provide
ongoing data to guide
planning differentiared
instruction matched o
assessed needs of students.

Urilizes a wide range of
assessments strategically,
systematically, and Hexibly
throughout instrucrion ro
identify student learning
needs and guid: ongoing
adjustments in instruction
that maximize student
learning.

Developing as a
Professional Educator

Works callaborarively
with assigned cu“e.igucs
to reflect on and improve
[cachir!g practice and
student success.

Seeks collaborarion

with cnllcaguﬂi, TesOLIce
personnel, and families o
mﬂ:ct on ‘\'Jyﬁ {14 ] imprﬂ’w:
teaching practice and
student success.

Collaborates and
reflects regularly with
colleagues to improve
teaching practice and
student success,

Analyzes and integrares
information from a wide
range of sources to expand
skills of collaboration

and reflection as a habit

of practice and ra impact
teacher effectiveness and
student learning.

Engages in and facilitates
collaborative learnin
communiries focuse

on pm'\'idjng quality
instruction and optimal
learning for the full range
of students.

Continuum of Teaching Practice

The Continuiim of Teaching Practice is not designed far use as a stand-alone observation or evaluation instrument.
Dreveloped in collabaration with the CCTC, CDE and New Teacher Center, Rewised June 2012,

page &
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Workshop Evaluation Forms

Formative Evaluation: Objectives Card

Please complete the card for each session at tiobusion of that session then return to
your presenter.

Session 1 Objectives

Objective: At the end of this Mastered: Yes/No Additional Questions or
session | now.... Comments for Presenter

Understand what a
professional learning plan
(PLP) is

Understand why my school
needs a PLP

Can utilize backward planning
for the purpose of creating a
PLP

Create an Essential
Proficiencies List using the
template provided

Create a Teacher Self-
Evaluation using the template
provided

Session 2 Objectives

Objective: At the end of this Mastered: Yes/No Additional Questions or
session | now.... Comments for Presenter

Create a Professional Learning
Calendar from the template
provided

Understand the role that
coaches play in professional
learning cycle
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Session 3 Objectives

Objective: At the end of this Mastered: Yes/No Additional Questions or
session | now.... Comments for Presenter

Understand how to use an
observation and evaluation
cycle to drive planning of
professional learning

Summative Evaluation
Please circle the ratings that best describe yeaotion to the three workshop sessions:
1=No 2 = Somewhat 3 = Yes, definitely

If you were unable to participate in all three s&ss, please mark your ratings based on
the workshops you participated in.

1. Were the session objectives clear? 1 2 3

2. Were the instructional techniques and materials helpful in your learning 1 2 3
of the material?

3. Did the presenter focus the presentation on the session objectives and 1 2 3
use the instructional techniques and methods well?

4. Was the material presented relevant and valuable to you? 1 2 3
5. Will you be able to apply what you have learned at your school site? 1 2 3
6. Were there opportunities for you to actively participate in the sessions? 1 2 3

7. If yes, was the participation beneficial to you? 1 2 3
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8. Did the instructional materials and aids used enhance the learning 1 2 3
process?
9. Was the program well organized and effectively conducted? 1 2 3

10. Please comment on the major strengths of the workshop and changes
you would recommend.

Major Strengths:

Suggestions for Improvement:

Additional comments:

Appendix B: Letter of Cooperation
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Advanced Institute for Learning
5253 Fifth Street

Rainbow, CA 92028

(760) 728-4305

February 13, 2014

NCED

o7 Dear Jamie DeWitt

ForR LEARNING

Based on my review of your research proposal, [ give permission for you to
conduct the study entitled Combining Appreciative Inquiry and Emotional

E | E ? Iﬁ R ] A ¢ El T Intelligence to I_Jrzfiersrand am_z' Improve the Professional Developfnem of K-
LR R GRS 12 Teqchers within RAI Online Charter School. As part of this study, I
S 0 LT gt e L . . : .
BT 0T bR b . Have participants complete a one-time 213 item Emotional Skills
DL ERS I BT LAS Assessment Process that will take approximately 30 minutes
pTa Lo nEL . Have participants complete a one-time written response survey that will
AT R T O [ take approximately 30 minutes
RTHC0T ERCO . Have participants participate in a 1-hour online focus group interview
DELHOAA (B KD sessions
U 1 4 o 1 1 * Focus group interviews will be audio recorded then transcribed and
g intn TR shared with participants to check for accuracy (approximately 15
i R minutes).
| £k B £ . Have participants participate in individual follow up phone interviews,
f i | {14621 E f as needed for clarification, not to exceed 30 min.
1 b B . Callect professional development records from personnel files.
IS | ‘
Individuals participation will be voluntary and at their own discretion.
We understand that our organization’s responsibilities include: providing

access to an online meeting room through Blackboard Collaborate, providing
access to professional development records from personnel files, providing
access 1o teaching staff who are participants in the study for the purpose of
completing survey, interviews, and the ESAP. We reserve the right to
withdraw from the study at any time if our circumstances change.

I confirm that I am authorized to approve research in this setting.
I understand that the data collected will remain entirely confidential and may

not be provided to anyone outside of the research team without permission
from the Walden University IRB.

Sincerdly, * ‘

Jarom Luedtke, Director, Advanced Institute for Learning }
562-858-8454 i
jluedtke@ailearning.net o il ‘
|
\

Appendix C: Data Usage Agreement
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DATA USEAGREEMENT

This Data Use Agreement (“Agreement”), effectiveobEebruary 14, 2014
(“Effective Date”), is entered into by and betwekamie DeWitt (“Data Recipient”) and
RAI Online Charter School (“Data Provider”). Therpose of this Agreement is to
provide Data Recipient with access to a LimitedaD&ét (“LDS”) for use in research in
accord with the HIPAA and FERPA Regulations.

1. Definitions.Unless otherwise specified in this Agreement, aflitalized terms used
in this Agreement not otherwise defined have thamrey established for
purposes of the “HIPAA Regulations” codified atl&i#5 parts 160 through 164
of the United States Code of Federal Regulationgnaended from time to time.

2. Preparation of the LD®ata Provider shall prepare and furnish to DatagReat a
LDS in accord with any applicable HIPAA or FERPAdR&tions

3. Data Fields in the LD3\o direct identifiers such as names may be includdhe
Limited Data Set (LDS). In preparing the LDS, DRtavider shall include the
data fields specified as followswhich are the minimum necessary to accomplish
the research: Professional Development Plans fdrt&#hers from 2005-2014,
as available.

4. Responsibilities of Data Recipiefata Recipient agrees to:

a. Use or disclose the LDS only as permitted by thgse&ment or as
required by law;

b. Use appropriate safeguards to prevent use or dis@af the LDS other
than as permitted by this Agreement or requirethioy

C. Report to Data Provider any use or disclosure effS of which it
becomes aware that is not permitted by this Agregmerequired by law;

d. Require any of its subcontractors or agents thagive or have access to
the LDS to agree to the same restrictions and ¢ondion the use and/or
disclosure of the LDS that apply to Data Recipiemder this Agreement;
and

e. Not use the information in the LDS to identify mntact the individuals
who are data subjects.

5. Permitted Uses and Disclosures of the LD&ta Recipient may use and/or disclose
the LDS for its Research activities only.
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6. Term and Termination.

a.

Term.The term of this Agreement shall commence as oEffective
Date and shall continue for so long as Data Reaipetains the LDS,
unless sooner terminated as set forth in this Agesg.

Termination by Data RecipieriData Recipient may terminate this
agreement at any time by notifying the Data Pravaiel returning or
destroying the LDS.

Termination by Data ProvideRata Provider may terminate this
agreement at any time by providing thirty (30) dpyisr written notice to
Data Recipient.

For BreachData Provider shall provide written notice to DRecipient
within ten (10) days of any determination that DR&ipient has
breached a material term of this Agreement. DataiBer shall afford
Data Recipient an opportunity to cure said allegederial breach upon
mutually agreeable terms. Failure to agree on nliytagreeable terms for
cure within thirty (30) days shall be grounds foe immediate termination
of this Agreement by Data Provider.

Effect of TerminationSections 1, 4, 5, 6(e) and 7 of this Agreement shal
survive any termination of this Agreement unders&ations c or d.

7. Miscellaneous

a.

Change in LawThe parties agree to negotiate in good faith torehtkis
Agreement to comport with changes in federal laat thaterially alter
either or both parties’ obligations under this Agreent. Provided
however, that if the parties are unable to agrerutually acceptable
amendment(s) by the compliance date of the changpplicable law or
regulations, either Party may terminate this Agreetas provided in
section 6.

Construction of Termslhe terms of this Agreement shall be construed to
give effect to applicable federal interpretativedgunce regarding the
HIPAA Regulations.

No Third Party BeneficiariedNothing in this Agreement shall confer upon
any person other than the parties and their reispesiccessors or
assigns, any rights, remedies, obligations, oilites whatsoever.
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d. CounterpartsThis Agreement may be executed in one or more .
counterparts, each of which shall be deemed amatjdgut all of which
together shall constitute one and the same instiime

e Headings. The headings and other captions in this Agreement are for
convenience and reference only and shall not be used in interpreting,
construing or enforcing any of the provisions of this Agreement.

[N WITNESS WHEREOF, each of the undersigned has caused this Agreement to be duly
executed in its name and on its behalf.

DATA PROVIDER DATA RECIPIENT

t [ f‘ b & i gl
Signed, ?ﬂ_‘g Sigpod; YRrted| Bdgaieh
Print Name: Jarom Luedtke Print Name: Jamie DeWitt

Print Title: Director, Advanced Institute for Learning Print Title: Researcher
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To cite this article: Debra Marie Yoder (2004) ORGANIZATIONAL CLIMATE AND
EMOTIONAL INTELLIGENCE: AN APPRECIATIVE INQUIRY INTO A “LEADERFUL”
COMMUNITY COLLEGE, Community College Journal of Research and Practice, 29:1,
45-62, DOI: 10.1080/10668920390276966

To link to this article: http://dx.doi.org/10.1080/10668920390276966

PLEASE SCROLL DOWN FOR ARTICLE

Taylor & Francis makes every effort to ensure the accuracy of all the
information (the “Content”) contained in the publications on our platform.
However, Taylor & Francis, our agents, and our licensors make no
representations or warranties whatsoever as to the accuracy, completeness,
or suitability for any purpose of the Content. Any opinions and views
expressed in this publication are the opinions and views of the authors, and
are not the views of or endorsed by Taylor & Francis. The accuracy of the
Content should not be relied upon and should be independently verified with
primary sources of information. Taylor and Francis shall not be liable for any
losses, actions, claims, proceedings, demands, costs, expenses, damages,
and other liabilities whatsoever or howsoever caused arising directly or

indirectly in connection with, in relation to or arising out of the use of the
Content.

This article may be used for research, teaching, and private study purposes.
Any substantial or systematic reproduction, redistribution, reselling, loan,
sub-licensing, systematic supply, or distribution in any form to anyone is
expressly forbidden. Terms & Conditions of access and use can be found at
http://www.tandfonline.com/page/terms-and-conditions
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Appendix E: Emotional Skills Assessment Process

Step 1: EXPLORE Step 2: IDENTIFY Step 3: UNDERSTAND

ESAP

Emotional Skills Assessment Process

Please fitl out or circle the following: For Office Uise Only:
Mame: D# Database Date:
By
Data: Age: Gendar: M F Ethnicity: \.fgnfied
Course Title & No.: Sac. Ma.:
‘Year in School:  Freshman  Sophomore Junior Senior Masters Other & COPYRIGHT 2007

Dranwin Mefson, PRk
E-mail Address: Phone: Gary Low, PRI,




Exploring Emotional Intelligence

Emotional mtelligence 15 recogmized as being critical to the growth and development of healihy, personally
responsible, and suceessful people. To fully explore. understand, and develop emotional skills, the process needs to
be anthentic, honest, positive, and sclf-directed. You will be completing an emotional skills asscssment to gain
valuable personal information about vourself and your emotional skalls. This is not a test; there are no nght or wrong
responses; the results are for you to use as a guide to further develop vour emotional self.

Instructions:

“fou will ke compialing an honesl, personal assassment of current smotional abikes and skills in 4 saparsbe and related pars. Halpful hints:
Your first response i your best responsa, Lel your feslings decide the bast raspanse for you. Think of each slalement as it relatas o you in the
satfing you fed needs mos! improvemant, for exampia yaur job, family, relaonships, eto. Be tolaly honest. Respond to each stalemant and
cicle your response.

M means most like or descripfive of you

5 means somefimes like or descriplive of you and somefimes not

L means least like or descriptive of you

Cirche 1he lether and ramber by the lether, Comptete each parl before sedaing your respanses, Enjoy.

X111 Interpersonal Communication Under Stress

This primary parformanca anea of life consists of e communication =kills essantial to establishing and mamtaining & vanaty of slrong and
haatthy mlatiorships. Effective communication s key o positive and healthy relafionships. The absohule key bo truly undersiand and
improve communication sklls & in e stresshul and emofional stualions i Bfa. The leaming and development of intarparsonal
communicalion skilz are bast achievad by eating them as emotional skills. Mow, explore Interpessonal Communication Undar Siress in
g vanaty of dificull situasons.

1. Siustion:  When | am really angry al someone, | esually feel some lension, buf comiorable in expressing exaclly what is on my mind. =2 Bl
2 ﬁhlmnﬁmdmn.lnﬂﬂﬂ‘mlmmmmbﬂﬁh!mﬂﬂ B=Z B L=
i Mmlmﬂmﬂm.lmmhwﬁﬁmﬂhhﬂﬂgmﬂmbnimtmm M=F 5=1 =8 ___
4 Siustion:  When someane is ssally angry al me, | esualhy feed lersion and the righl o underssand the person's anger by responding dineclly. Lo
5 Wihen someone s alme, | esually think Fal | haea #nd need io understand he person's ral me and o resgond

hd&hmdmir:hm o 3 " M=2os1 L8
& When someane is really angry al me, | usually bekhee by asing for furher explanation of the anger and dealing with the fesfngs ina

siraighfioreasd mannes. e R —
7. Siuslion:  When | communicate o an "Authority® persan, | esually feel comiorable and skaightorwand inmy 2pproach 1o the person. Lo = I -
B When | communicate fo an “Authority® person, | esually think fhal my nesds ass legifimais, and OK o expressin a siaightorward mannee. W22 821 =0
a When | communicae io an "Authorty™ person, | useally behave comforiably and af ease with the person. [ - R - R—
10 Eialinn: When ancther person makes an imporant requestidemand of me, | ussally leel comioriable aboul s2ping “pes”™ or "no” o e request. =2 51 L=
1" When ancther person makss an importan! requesiidemand of me, | usually Sink fal | have e dghl o say "yes” or "no” and feel

cominetable atout sifher rsponse. Lo e —
1 When anciher perinn makes an imporiant requestidemand of me, | usaally behave in line with my inue fesiings ol the ime and 2l e

person “yes” or "no” comiorinbly. "= R - R
1:]._Sh.|.uh|:mlmmmmdemﬂ,lm*ﬁdmﬂmwmmhrrl_,lr'qrtlnrrﬂemq.liknl'ﬂm W= OB LA
14, Wihen | make an importan! requestidemand of anather person, | usually think thal | have: e o make requesis of oiters and will respec

their decision aboul how they choose to respond. - e =T s LS
150 Vihen | make an imporan requestidemarnd of another person, | usually befiinne comioriably and sfraightforwandly in making the reguest Lo
16. Sitsafion: When | am around a nesr group of people, | usually feel a litle uneasy, bt comforiable. B2 B L —
17 Vihen |am arcund a new group of people, | usually think hal | will hve fun mesting these new people, and | would fiee for some of them

10 know ma, o ]
18 When | am arcund a new group of people, | usually befae in 2 rebaed manner by i ing mysell i whe ook inl g

ar by vising around. Ml B LR

Assertion RS

Tramster the mumber {0, 1, or 2) of your clreled respanse fo the line 8t the right of sach fem.
Add all responses to obiain fo4al scone.
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10 Sihution:

15

1E Einmion:
17
18

T3 Siuation:
L
15

14 Shusfion:
7.
it !

N rereemsona skis MINI-PROFILE
ASSERTION a 12 15 18 o 30 33 3
DEVELOP STRENGTHEN ENHANCE
AGGRESSION 2 4 8 8 1 15 19 24 2B 35
DEFERENCE 2 4 B 10 14 18 = 26 30 32 36
LOW NORMAL HIGH

: When | make an

When | am really angry al scmeone, §ussally feel hoslie, or 2 need o verbally atack.

Vhen | am maly angry at someone, | usssally thisk stack, and powerfully show my snger.

\hen | am sealy angry ai somemne, | ussally behave: by angrly sapressing myssti or geting e mn angomenl.
Mmmnmﬂymrﬂ-.lmummdhﬂﬂhmﬂhm

\When someone = maly sngryal me, | _M,hﬂ;ﬂlnﬂdhmﬂmmmnmtmm
\¥hen somenne i mally angryat me, | esual bebave by showing my own anger, or escalaiing the fighl.

When | communicaie o an “Authosty” person, | ussally feel defensive or 2 need o develop a sirategy in my apprmach o e person.

Vhen | ommunicale ioan “Authosty” person, [ ussally think hal shat | wan! or need & mos! imporiond and impose myss# on he person.

\hen | ommunicaie ioan “Acthosty” person, | ussally behave pushy or defenshvely with the person.

\¥hen another pensen makes an imporian] mouesidemand of me, | esually feef reseniment or upsel that he person expeds 2 yes’,

V¥hen another penson makes an imporan mouesidemand of me, | esuadly think that | don't lise Being imposed on and wsslly sy “no” e

il feel “manybe” or “pes”.

VWhen another person makes an importan! requesidemand of me, | esually behave defensively and say "no® or lel themn know i+al fresen! the

mquest and do it grudgingly.
mequesiidemand of another person, § useally feel avlermined about geting what | want than

concemesd with he of the other people. e

Vhen | make an impartant mquestisemand of another person, | issally think thai whai | nesd or wan is mom isportant or tai he oiter

penson should respond mmmedisisly.

Vhen | make an imporiant sequestidesand of another person, | ussally befave pusiy and someimes ovemomssring in making the requesl.

VWhen | am around @ new group of peogie, | ussally feel foriatle or i fmgetar

When | am around 2 new group of peopie, | ussally think that Ineed fo get things saded whesher they ane mady o ornot.

\hen | am around 2 new group of people, [ imslly betave by ialdng oo much, or | oien mme on foo siong.

When | am really angry af somemne, | ussally fel amues or comhussd sbout wtal in sy,

When | am sesally angry at someonee, | useally think that | sheuld not express my anger dinedlly.

When | am mally angry af someme, | ussally betave by awniding sapng amything io e person 50 as nol i furt hisher feelings.
\hen someone i meally angry al me, | esually feel confused and aimid, or the nesd o awoid himher.

V¥hen someone is seally angry ai me, §usually Shink hai | 2m potably 2 full, or he person does not e me.

Vhen someone & really sngry at me, | esually behawe by backing off, apologizing, or nof really saying what | feel

Vihen | mmmumicate io2an “Authody” person, | ussaliy feel nervous and hesitand abou! approaching the person.
lMunlmuhihm‘hm’pum.lmmﬁnlrﬂrmﬂﬂm&rﬂnnﬂlmmmﬁﬂm
When | ommemicate fo an “Auhody® person, | usaly behave apologetically and awirsardly wih e person.

: When another person makes = imporian! equesiidemand of me, | usually feel nenvous or araious about refusing the person.

When another person makes an impariant requesiidemand of me, | usually think tal | sy *yes® many mes even when | sl o saing "no®.

Vifteen anoither person makes an important reguesitdemand of me, | ussally behave in the wary hefshe wants « or sefuse and apologine for my sesporme.

Mﬂlmumwmdlﬂmm,lmwmwmmmmn

When | make an imporant mquestidemand of another person, §ussally think fat | saly shoold nof be imposng on or boherng them.
When | make an important souestidemand of another person, | ussally bebave Sestandy or awimandly in making e equest

When | om around a rew group of peopis, | ussally feel ansmers or confised aboud how io start & comercinn.

When | am around a new group of peopie, | useally think fal they are more relaosd Ban | am, or that | don't have much ko =ay anyway.
When | am around a rew group of peopie, | usmally beave by and wail untl someone comes & Gk o me.

going even i | ave o be a litle pushy.

f E EEEE EEE EEE

EEEEE K

Total Score

k=2

EXE EEXE EEE EXEE EXEXE KR

8=1
=1
8=1

B=1
8=
8=1

2=
8=1
2=

=1

8=1

8=1

8=

8=1
E=1

E=1
8=1
a1

S=0
5=
S

=1
B=1
=1

5=
=1
8=1

5=
=1
&=1

5=
=1
=1

S=0
5=
&=
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L=
L=
L=

L=
L=
L=t

L=
L=
L=

L=
L=

L=

L=l

L=
L=

L=
L=
L=

(£ R
(£
(£ I

Ll
Lol e
L=t ——

Deference Loy e

Plo wour total scores for each scale on the mini-profile below.

Commarication k= especialy dificult under steseidl conditions. Assarion ts 8 powerlul, amotional skl that helps you commuricate more effectively, honestly, and
. Mggression and Deference are pattems of communicagon hat nead to be converiad o e powerful, emational skills of Anger Convol and Mansgement,

approprataly

and Fear Control end Managems,

Move On To Part 1l



This primary performance area of life consists of the personal and emotional skills essential for developing leadership
centered around the person. Personal Leadership is a set of interactive skills. processes, and sctions. Effective leaders create
a climate for positively motivating others by knowing, understanding, and respecting the needs. values, interests, and goals
of others. Genuine caring and communicating respect are the essence of leadership. Emotionzl leaming and emotional skills
are key to responsible leadership. Emotional skills enable a person to first lead self, and then to collaborate with others and
be a responsible, active, and effective team member. Now, explore Personal Leadership over four personal and emotional
skills areas.

[ I WS SR

L I T R

My voice is vermble and dear, and | am sasily hesrd by obars.

My retalinnships with othars ane smocih and comloriable.

I am confident in my ability o be comiodable and effecive in communicaing with olher people.
1 kntarw when i falk and when i fsten.

My ahiity fo uss my whole: body (eyes, taced expressions, vore fone, and inuch) maikes communicaion wilh olfers sasy forme.

1 krtarwe hioww f 2vskc 2 B wilhout imposing.

My handshake is confident and firm, and communicates a solic feeling aboul myself in others.
1 krtarw hovw cioss | can be 46 8 perion withoul making thal person uneomindable.

I can tedl how Friendly | can be with 2 sranger.

I am abls b el # i i OK 1 infreduce myssf or wail 1o be inboduced.

| am comfortable with sl kinds of people.

1 ke when i i QK for me i pul my kand on anolter person's shoulden.

| am a caring penson, and people seem io sense this in me.

| urcerstand and am paient with wha s fenting a lot of emok

| am a warm and accepling perscn, and people are comiatable Biking o me aboul realy prvais concems: and iselings.
| am the kind of person that people 2t really able in t2k o aboul personal problems:

My Friends bel me That | am an understinding pamsan.

1 Izl the emations of cthers as they fesd fem,

1 sten tnand really understand ancther person's kelings.

| am tonsidered to be & good Esiener.

| acauralely undersiand how & person fesls when hefshe i taliing o me.

‘When someane i leling me shing important, | o on the person and really hear kimiter.
| accurately feel what ancther perion fesls.

‘When anoffer person telis ma what hafshe & fesling, [ undersiand the feslings and really lisien o himiter.

Me2 8= L= _
Me2 8= L= _
Me2 8= s _
Me2 8= L=
Me? 8= s _
Me2 8=l Lsd
Mx2 Ssl Led
Me2 8=l Lsd
Me2 Ssl Lsd
M=2 8= =0
Me2 8= L= ___
Me2 8= L=

w Total Score ____
M=2 B Led
M=2 S=1 Led_
M=2 S=1 L0
M=2 S=1 L=0 _
M=2 S=i e
M=2 S=1 el
M=2 S=i L
M=2 S=1 el
M=l S=1 LB
M=2 8= Ll
M=2 S=1 L
M=2 8= L=

I s —
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| fclow an established process hal guides me in making imporant decisions.

| am 2 good dedion make:.

B B s s e

My decisnng ane usslly acoepled as “good” by he persons aflecied.
9. . Myfrisnds and co-workesns ask my help b making important decsions.

| maake a decimon and ad ralfer Ihan wornying about e allemafives and becoming feree.
| make my own decisines independentty and ransly ask assitance from bosses, family o assocsies

When invakeed in & group projed, | suggest sohifions which other groue members amspt

10. | &m decisive when a shesshl siuaiion calls for 2n immediate dedision and acion.

1. | ssldom regeet e decisions thal | have made,
12. | make decions easily and wilh good resulis.

Wheen | really feed sirongly aboul shing. | am influerdal in gaining agr
| maike & shong and posiive impad on the majosity of people thal | mest
lam ive withou! kaking advantage of cthers.

When a grous thal | am in needs a sochesperson, | am wswaly slecled.
| "take charge" of a sibuation when | nesad o,

o @ s e

My friends inwolve me in sching their problems.

8. lamapgood leader.

1.  |have a good ability i help others solve problems.
1. | posifely impact others just by being mysel.

12, | put others 2l ease in lense skustions.

ina group.

Vel cominstahie sboud sppecaching another person wilh the idea of seling himfher someting.

| &m & mminang and beliesable person, and nmy fiends: offen 2k me io “talk io” someone for them.

Plot your total scores for each scale on the mini-profile below.

When faced with a7 imporiant decision, | am good & seeing Sveml aliematives and making & priority dedsion.
When ced with an imporiant dedision, | 2m not cverly amdows aboul making a wrong choice.

Leadership

EEEEEREEEEER

EEEEEEEREEEE

Sx
8=
8=
el
=1
B
=1
Sx
St
Sx
Sx1
S=i

Sx1
S=f
S=1
Sx1
S=i
S=1
S=
S=1
=1
B=1
St
S=

Total Score

[ PART Il ISR CR RN MINI-PROFILE
COMFORT T & 11 13 15 I 18 21 23 M
EMPATHY| 8 10 12 14 B 18 20 2 23
DECISIONMAKING| 5 8 10 12 14 16 18 0 2
LEADERSHIP 4 B 2 11 . 15 ArF 18 21 M
DEVELOP STRENGTHEN ENHANCE

Parsonal Leadership corsests of four memslated, powerful emabonal skills. Thesa skills enable you bo posifvaly lead self and wark wel with athers.
Effective leaders lsam and develop appropriate sodal skills (Comlord); effective beaders accapd and accurately undersiand others (Empathy);
effective leaders make decsions and solve problems {Decision Making): and effective leaders influence olbers in positive ways (Leadarship).
These emalional skils are essential io working eflectively in the many siluations of e invelving a wide range of pecpla.

Move on to Part lll
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This primary performance arca of life consists of the personaf and emotional skills essential to cffective Self-
Management. To be productive, healthy, and successful, a person must learn, develop, strengthen, and enhance skills and
ghilities in management, especially management of self. It is important to develop a personal perspective or view that
you are your own best resource in life. Self-Management is key to performance, health, productivity, and sstisfaction
with your life and your career. Mow, explore Self-Management over four emotional skill arcas.

| et specific guals for my carser and my s, Sl L=l
When working al a tasi, | exalunte my progress: perdodica by and obisin concrels feedhach fom my superdsar. a1 L=l
‘When invbeed in a tesi, think how | wil fesl ¥ | & S

Wihen waorking on a commities, | ke o see that plars are loiowed hrough sfiecienty.

| prefer things fo be challenging (imelving some: risk of fallure).

Al work, | spend mos! of my e and erengy on important proecs.

| wlnghy undesiake chalienging projects that invelse some: risk of Bilre.

| st chaily gosals for mmpsedl,

| think more about sucoess than fallee when beginning 2 new task.

WL Despile the unoedainty of e kiure, E pays o make plans.

1. ‘When proceeding with & diffask ek, § think of & the resources thal are ailable o me in order o sucoessiully aocomplish the k.

1L |ied fal my peesent work |5 safsfying.
13 ‘When working on a dfioult sk, | am aware of and iy toimonove: personal weaknesses hat may binder successhul sk aocomplishments.

i St B S R

¥
SLEEELiEiER

EXEEREEERREEREEEREXEEREEEE
5
|

14 | preler pmjecis thal require an ni=mve efor or long kem momiment. S Lefl
15 Planning aciivilies in advance does nol fake the fun cul of Be. Sel =D ___
P8 |can keepmy mind on & tash for a long period of fme. Sai el
17, | donol give up easly when conbonted with 2 dificull problem. Sel =D ___
TR Onwork projects, | would miher work with 2n eapert in the fiesld f:an with 2 friend or somenne that | know. S=1 LeD__
T8 |sick o ajob even when | o nol leel e L S =0 ____
M |firish things &al | stard. S=1 L=0 ___
21, | setprindies and meet objcives efachively. S =0 ____
21 | hawe mome then enough enesgy bo gel me fhough the day. Sl LeD
21 lamanachiever. Se1 L=l
24 | hawe 2 shong desire to be & Suco=ss in the things Fal § == out o do. S=1 L=l
25 When | begin 2 Sficul task, lam mobvaled mone by the thought of sucoess than by the thought of {sfwe. S =0 ___
DRG]l Total Score
1 | organize my resporsihililies vt 2n eficent parsonal Gme schedule. Mx2 Ba1 Emll
2. |setobjecives lor mysel and then successhdly complete hem within 2 spedfc Sme frame. M=2 S=t LsO
3. |plen and complele my work o schedule. M=l B=A Eal
4. Niwere being evabaled in ferms of job efediveness, | would recsive high miings in managing my work day. M=2 Bxt Lsl
5. |waste veryitle ime. M=l B=A a0
8. lknow esacty how much ime | need in compleds assgnments and projects. M2 B=t sl
7. lamaneficent and wel crganized peson. M=l B=A el
8.  lamable b manage my fime in the presend so thal | am nat pressured by always irying fo caich up with things that | hawe not done in he past M=2 Bxt sl
5. lamamong the first ko amive il mesings or events. M=2 B2t E=l
WL, lamentime ko my appoinimenis. M=2 Bxt sl
1. |efecively work on ssveral projecss al the same me with good resuls. M2 2=l Lall
T2 looniml my responsibiiifes rmther fan Being conbrollad by hem. Me2 B=i Lell

Time Management B i
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=g

B P R e el

WL
1.
L

| &m considen=d a dependshle person.
When somesthing nesds i be done, peaple Lum o me.

| have affen worked day and night on progeds I meel 2 deadine fhat | have s for mrysef or have agresd o

| hawe a strong semes of right and woang for mysef, and | behave somrdingly.
| hawe a sold Eelng of confidencs i my abilly o cosaie a good Be for mys=tl
When | decide lo do somekhing, | carry hrough anddo &

| o ot procrasinate.

In aimost any s that | go ia, | really do wel.

| am a "haard worker” even when | am nat Smperdsed.

People admire my ablity o scoomplish whal | st oul o do.

Ewen witen | encounier personal difficullies, | comph i i obligy
| carely fall ol anything that | consider important.

One of e things Bt | need in change mos! i how | fedl about myself 2= 2 person.
One= of fie Bings st | need o changs most s he way that | relate ta my amily.

| am el sxfsfed with e way | manage my me.

| need to change jobs [careers)

| nead lo change the way fatl handle siress and engian

| 2 nol sxisfied with my abiigy io handls poblems or mnflics.

| i ol sxfsfied with Be amount of energy | pat into being sucoessiin e,

| 2 ol srisfied with my leadership abilty.

| am ot srfsfied with my decision making abiliy.

One of e hings st | need lo change mest is he way Lhat | relate o other people.
| am ot savfsfied wilh B way | handle Riimate mlonships.

One of b Bings et | reed io changs most is how | physically Gke o of my body

M=Z
M=z
M=2
M=2
M=2
M=z
M=2
M=z
M=2
M=z
M=z
M=Z

L=0

L=l
L=
L=l
L=
L=l
L=
L=
L=
L=l

TERERELOERRY

Total

&

M=
M=2
M=Z
M=z
M=
M=z
M=
M=z
M=2
M=2
M=2
M=2

Sat

TeREeRuey

(HEDDE LN Total Score

Plok your total scares for each scale on the mini-profile below.

m SELF MANAGEMENT SKILLS MINI-PR OFILE
DRIVE STRENGTH 14 i8 2 M 30 34 38 42 48 50
TIME MANAGEMENT 5 B o 12 14 16 18 20 Z2 24
COMMITMENT ETHIC 8 0 12 4 16 18 20 22 24
DEVELORP STRENGTHEN ENMHANCE
CHAMGE ORIENTATION 1 3 5 7T a 1M 143 18 1B 21 24
LOW MORMAL HIGH

Effective Seti-Managament ewolves thres interretated, powerful, emolional skiks that enable a person to manages salf in lie and work. To be
successhd, safisfied, and happy, you must lsam o mofivate yowrsell and achieve meaningful goals in life [Drive Strength), view fime as 8 valuable

resource and use lime afectivaly (Time Management), and makea commitments and complete projects in 8 dependable manmar (Commitment Ettec).

In addition, you need o corvert a potential problem area of life (Changs Orentafon) o the emational skil of Posifive Personal Change.

Move on to Part 1V

Il -

L=0

ore

[ | F—
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This primary performance arca of life consists of Intrapersonal (within vou) Skills essential to emotional learning and
self-knowledge. Intrapersonal Skills mclude the vital personal perspective of learming emotional skills and wsing
emotional skills to improve the quality of your life. Intrapersonal Skills are critical to discovering and using your
personal belief system toward the betterment of self. These emotional skills include your own private view of
confidence, your competence, and your abilities. Mow, explore Intrapersonal Skills over two emotional skill sreas.

e el O - R

Fape s

PERBREEBRRIRP

| am @ chessful person.

| am salisfisd with my family relafionships.

Wy dasdy e is: Full of things Hhal keep me inlesssied.

| am an impadant person.

by feslings are not sasily et

| am frushiorhy, and | ooménrisbly depend upon myssl.

| don't keem lo Gire whal happens bo me.

| am & sel-mnfiden] parsan.

| earsly become impatient with people.

| e vyt et | el wery oot able: with the way | am a5 a person.
| arm afaid i be myseif

| am escited about mysail and the potential fal | havwe io devslon a3 a person.
For me, anything & possble | belite in mysell,

| fruesd iy awbility fo sife up & siuation.

| watrole devacrites el 2% & cosaiie person.

| effectively eope with the ups and dovns of lie.

| am comioriable in revealing my weaknesses io my friends.
| arm free fo e oyt and handie e conseguenoes.

| el in contral of my e

| acrapl my mistakes rathar fan boltering mysel] with them
| regrest many: things | kave dong in the past.

| espasiance nowelty and changs in my dally mufine.

| am an open, honest, and sponisneous: person.

| am regarded by olhers as a kader.

| e Elendships sasdy,

Sl L=l
ELA L]
Sl L=
E N E ]
Sl L=
EL L]
Sl L=l
E N E ]
Sl L=2
L]
S=1 Lwd
Sl L=l
Gul U=l
Sl Imld
=1
S=1
=1
Fu1
=i
S=i
F=1
Bei
=i
S=i
=1

5&“ Est!ﬂm Total Score

EEEEITEEERERERERERERERIEE

BEEEREERELRE



SRR e e

MEBHEEBERIFFF

Even though I haes worked bard, § do not feed successhul

I c2nnol find the fme ko really enjoy He the way | would e

| am bothered by physial symploms, such s headaches, insomnia, ulcers, o hypedension.

‘When | s=e someane attempiing o do something thal | know | can da moch Sssier, | gef very mpafient

| am a fense person,

1 find it really dificsli o led mysel go and have fun.

1 & noft able o cominrisbly express sirong emofions such as fear, anger, and sadness.

Bl rmally refaxed and enjoyed Bz fe way | wanisd lo, | weuld find i hard io feel good about mysefl.

Even when | iy 1o enjoy mysef and el | el 2 ol of presmre.

I often wani peagle in speak bsier and find mysell wanting o busry Bemup.

I able o nefan of the end ol 3 hand day and go Lo Sheep epsdy 2 night.

| often leel frat | have e conbol oreer what | Bink, fesd and do.

I am uraable ko retax naberaly, and tend fo rely on oifer things fdrugs; altohal, tobaocs, sic) i calm me down.
I feed tense and pressured by the way | have o ve.

My family and Ibends often snooorags me o siw domen and nitax mone.

| am impatient with mys=f and ofbers, and | 2m ussaly pushing fo hurry things up.
| am under s misch shess thal | can el the lesion in my body.

My friends often sy that | ook wormied, fense,or uptighl,

| efleciively deal wilh lention, and | have learned a varisly ol healtty ways b redac
O the job, | work under a great deal of tension,

| hivem beer urahis i briak negalive habits thal are 2 problem k' me (dinking
‘Wen | neally refas and do absolutely nothing, | fee guity about westing lime.

| havve become exiremely nerenu and inme ai fimes, and docini hawe advised me io slow down and b

eie].

| e ko confinuially snggle ' adhieee and do well and seldom take fims o honesiy ask mysell what § really wan oul of §le.

| v develnged sbuion inchnigues and prackce bhem daily.
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M Sl Ls2
el Sl LR
Wl 81 L2
Med Sl LR
Ml 51 L2
e Sl LR
Ml 81 Ls2
e Sl LR
Ml 81 Ls2
Med Sl LR
M2 S=1 LsD _
el Sl L=E
Wel 81 L=2
Wed S=1 L=E
M=l 81 L2 _
el 31 Le2
el Sa1 L2 ____
Wl 31 Le2
Wed Sa1 LD _
Ml 81 Ls2
Mell Sl LB
W=l 81 L2
Med Sl LR
Ml 81 Ls2
=2 5= =D

Stress Management Re=lEts

Plot your total scores for each scale on the mini-profile balow.

O s orarersonaL skiLs MINI-PROFILE
SELFESTEEM| & 18 23 28 2% 2 a5 M 42 44 48 5O
STRESS MANAGEMENT 4 8 14 19 2 23 34 3@ 44 48
DEVELOF STRENGTHEM ENHANCE

Intraparsonal Skils invove how a person feels aboud self, values saif, and behaves toward eell, as well as managing all types of siress and peoblems
in life. These emational skils enable you to effectively deal with yourself and personal stress (Salf Esteem), as well as tha inlense siress, prassure,
and demands of daily life and work (Siress Management). The guaity of your life and your sunival dapand on thess bwo paowerful, emolional skills,

Developing your Emetional Skills

Congratulafiors! You have now completed the mas! impostant and critical first step by honeslly assessing and explaring ben key emofional sidlls and
{hree potential problem areas of lile. Now, (o gain a holstic view of emalional infslligence skills, you wil franslér your scores on all four mini-profies
to create Your Emotional SEills Profils. Your Emofionsl Skifls Profils consalidates the fen emolional skills in the top parl and then the three potential
problematic areas on 1he bodlom of the profile. Mode thal the scales Aggression, Deferenca, and Change Orientalion go on the bottom of the profle.
Thesas scales need fo be converted {a the emotional skills of Anger Conbral and Managemend, Fear Conlral and Management, and Posifive

Personal Change.
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Your Emotional Skills Profile

A Personal Guide to Emotional Learning

Fomar Emational Shills Profile provides an aotbentic selfsassessment of your current kevel of development over ten powerful, emotional skills.
Thesr emotional skills are impontand o you m four prmery performance aress of Gife: (1) Interpersonal Comemomacation Under Stoess,

(1) Persomal Leadershap, (10} SelfManagement in Life and Career, and {1V} Intrapersonal Development. Yowr Emosonal Saills Profie

also provides o cument selfspssesement of three polentinl problem ances of Life which need to be cooverted 1o emotional skills.

Self-Knowledge, Emotional Learning, and Positive Personal Change
Accurate and current selfsknowledye is powerful knowledge. Emotional learming and emotional imtellsgence skills use the indernal frame of
reference of the persan as the basis of the leaming process. Positrve Persomal Change s first amd foremost a selfed@irected process that is
nlenisonal and supparted by emobional skills and commitment. Two steps make change posilive and personally meaningful: { 1) obtasnng
impartant and wefiul emotom] knowledge abom selfand (2} lcaming and developing emotional skifls o gusde and suppont Bfelong
emotion leaming. Four Emativaad S50y Profile provides imformation amd knowledge about self and a model o leam, onderstamd, and
develop emational imtelligenoe skills.

By studying and understanding your emotional skills, you gain important self-knowladge.

This knowledge can serve as Your Personal Guide to Emotional Learning.

A PROFILE OF EMOTIONAL SKILLS

STAHDARD SCGRE 15 i ) 25 a0 a5 40 45 B0 55 a0 B T 75 BD &85
1 1 [ [] [] [l 1 1 [ 1 1 [ []
INTERPERSONAL SKILLE
ASSERTION 8 12 15 18 21 24 27 e R & 36
LEADERSHIP SKILLS
COMFORT 5 T 8 11 13 15 17 19 21 23 24
EMPATHY B B 0 12 14 16 18 20 2 M
DECISION MAKING 5 8 10 12 14 16 18 20 22 24
LEADERSHIP 4 6 a8 11 13 15 T 18 21 24
SELF MANAGEMENT SKILLS
DRIVE STRENGTH 0 14 18 22 26 30 34 38 42 & 46 50
TIME MANASEMENT 5 B 06 12 i4 16 18 20 22 24
COMMITMENT ETHIC B 10 12 14 16 18 20 2 24
INTRAPERSONAL SKILLS
SELF ESTEEM 8@ 18 23 26 28 32 35 38 42 44 48 50
ETRESS MAMAGEMEMNT 4 8 14 19 24 24 kT | 38 4 48
SCALE DEVELOP STREMGTHEN EMHANCE
A PROFILE OF POTENTIAL PROBLEM AREAS

AGGERESSION 19 24 24 35
DEFEREMCE 26 30 32 36

CHANGE ORIENTATION 16 18 21 24

NORMAL
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Appendix F: Permission to use Emotional Skills Asseent Process (ESAP)

December 4, 2013
Ms. Jamie DeWitt
Doctoral Program
Walden University

Dear Ms. Jamie DeW/itt,

Dr. Darwin Nelson and | are always interested icoemaging and supporting quality doctoral
research with emotional intelligence and skillghib personal, academic, career, life, and
leadership performance. We are pleased to granpgouission to use our El-centric learning
models and positive assessment instrument Emotikilé Assessment Process (ESAP) for
your doctoral dissertation in the department of&adion-Higher Education and Adult Learning
at Walden University.

You may include a copy of the ESAP profile and othéormation as an appendix if you decide
to do so. Copyrights of all ESAP assessments #aeesl by Darwin Nelson and Gary Low. We
are pleased that you are using the ESAP in yosedgtion. Your study titled “Combining
Appreciative Inquiry and Emotional Intelligenceladerstand and Improve the Professional
Development of K-12 Teachers” is an interestintgwant, and needed study. Your study will

add to the growing research base of emotionalligggice and its value and role in developing
healthy and productive students, teachers, edugatnd families. Through research, our learning
model of emotional intelligence is linked in mangyg to effective teaching, learning,
professional development in education.

When your dissertation is completed, we would ddgound copy of your thesis and one copy of
all papers, reports, and articles that make usleesoESAP. We try to keep up with all graduate
research, doctoral studies, and articles usedautlpositive and research derived assessments.
Dr. Nelson and | wish you the best as you addéqtiofessional literature and increase the
heuristic value of our education and transformatissessments and learning models of emotional
intelligence.

We wish you, your chair Dr. Richard Hammett, anthoottee at Walden University the best
with this important research. If you need additiqgrafessional literature references or technical
assistance regarding the ESAP assessment, pleéaseklaow. Take care and warmest personal
regards.

L. For~

G@ry R. Low, Ph.D.

Professor Emeritus of Education, Texas A&M Univigriingsville

Founding Faculty, Emotional Intelligence TrainingR&search Institute (EITRI), Principal,
Emotional Intelligence Learning Systems (EILS)



Appendix G: ESAP Group Profile

ESAP Skills Profile - Group Average
PROJECT: JDDS
(NOTE: for 4 Participants)

A PROFILE OF EMOTIONAL SKILLS
INTERPERSOMNAL SKILLS |
ASSERTION (22) 24 27 PSsETsETN
LEADERSHIP SKILLS
COMFORT (21)
EMPATHY (20)
DECISION MAKING (14)
LEADERSHIP (20)
SELF MANAGEMENT

SKILLS
DRIVE STRENGTH (44)

TIME MANAGEMENT (20)

COMMITMENT ETHIC (22)
INTRAPERSONAL SKILLS
SELF ESTEEM (35)

STRESS MANAGEMENT (1)) EESEe=ts ey (0 M 8

DEVELOP STRENGTHEN ENHANCE

— e

A PROFILE OF POTENTIAL PROBLEM AREAS

SELF MANAGEMENT ‘
SKILLS

AGGRESSION (10) —_——— 1 15 (M 28 B
DEFERENCE (15) - _"BRCARoN |
CHANGE ORIENTATION (7) Sl 9 11 13 N

NORMAL
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Appendix H: Invitation Email for ESAP Completion

Dear,

Please read and follow these instructions carefully to login and complete your online Emotional
Skills Assessment Process® (ESAP®). If you have good experience and high confidence
working with computers, an overview of the steps for completing the online ESAP, steps 1-6
below, may be sufficient to get you started. If you would like or require more detailed
instructions, the steps are explained further, supplemented with screenshot illustrations, in the
paragraphs that follow the initial instructions.

Overview of Steps

1. The initial login screen is illustrated in Figure 1. Login at <http://www.doesap.com>
using the unique user credentials provided near the end of these instructions. The
login credentials are case sensitive. Best results are obtained by copying the
credentials from this instruction sheet <CTRL + C> and then pasting them directly into
the appropriate spaces on the login screen <CTRL + V>.

2. Once online, update your name and provide a new UserID (valid email address), and
new password unique for you (see Figure 2). You will use this new UserID and
password for all future visits. If your have taken the ESAP before and this is a
subsequent assessment, then be sure to use a different email address than that used
for your previous assessment(s). Warning: The system will not allow the same email
address to be used more than once for a UserID (this is a unique identifying field).

3. Finish providing your demographic information on this screen (Figure 2).

4. Read the instructions presented after the demographics screen.

5. Respond thoughtfully and honestly to the 213 positive assessment ESAP items. Any

combination of answers is acceptable.

6. When finished, review and print your ESAP profile and skill definitions.

More detailed instructions

1. Your randomly generated login credentials for your online ESAP are provided near the end
of these instructions. You must change them the first time you log in. The randomly generated
login credentials contain many characters and they must be typed in precisely as provided by
your instructor. The credentials are case sensitive and must be typed in correctly. To avoid
typos, copy (CTRL C) and paste (CTRL V) the credentials onto the login screen.

Figure 1 shows an example of how the initial login screen looks (your credentials will be
different than those shown in the picture).

) Emotionalilntellig: H,uw,;.:*:irpu,g,su Systems:,

W Collaboration, Health, & Medningful Work

Login below for access.

This site requires Javascript

User ID: email_77_1127861815 (email)

Password: [sesssssscssssnass |
Forgot Password

Figure 1. ESAP Login Screen
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2. After successful login, you will need to provide your first name, last name, a good email
address, and password you create yourself. You must type your email address twice in two
separate, consecutive spaces provided. The email address that you provide becomes your new
Userld and will be used along with your new password for future visits to this ESAP or ESAP
results. When you make up your new password, please begin with a letter and use only letters
and numbers (other combinations and special characters will have unpredictable results). If
you have completed the online ESAP previously and this will be a subsequent assessment for
you, then be sure to use a different email address than that used for your previous
assessment. Also collected on this screen is demographic information, which is used to
improve the ESAP instrument. Your ESAP results are for you information and your personal
information and ESAP results will never be shared with anyone other than the researcher,
Jamie DeWitt, for research purposes. When results are reported for the purpose of the study,
no real names or identifying information will be used.

For explanation purposes, Figure 2 shows the updated information for an online ESAP that was
completed by Ednit Sen. Note how he typed in his email address twice, as well as provided a
new, personally meaningful password!

After providing a good email address, a personally meaningful password, and entering your
demographic information click on the Update Information button on the bottom of the screen.
An orange confirmation message will appear letting you know that your information has been
saved. Click on the CLICK HERE link in the confirmation message to continue.

lick Harmmett set up an account for you. Before you can access your online ESAP, we need
you to update your user information. Please eneter the information below:

First Name:  Ednit

Last Name: Sen

Email: e_sen@gmail.com

Enter Email Again: e_sen@gmail.com

Password: ssssesss

If you were asked to provide a
Student or Employee ID, please
enter it here: 32112

Please select your age: | 28

Please select your gender: | male
Please select your education: | Four-year college degree #
Please select your oceupation: | Salaried employee *

Please select your race/ethnicity: | Asian

Please enter your nationality: indian

| We updated your information, Please CLICK ‘
HERE to continue.

Update Information

Figure 2. Demographicscreen
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Return site visits may be desired, either to review your ESAP profile (results) or to complete
the instrument if not completed during your initial visit. Write down the Userld (email address)
and password for your online ESAP, and keep them in a safe place for future use.

3. Instructions for the assessment will be presented on the next screen. The ESAP is presented
in 13 sections, beginning with the skill of Assertion. Please allow yourself enough time to
complete at least through the first skill section during your initial visit. To save the instrument
with your new credentials and demographic information, you must complete the ESAP through
an entire skill section and save and close the instrument using the appropriate “"Save and Exit”
button at the bottom of the skill screen. If you exit your browser before completing at least
one skill section in this manner, then you may have to start all over using your randomly
generated credentials the next time you try to access your ESAP.

Once you complete the ESAP and see your ESAP Profile (horizontal bar graph) at the end, then
your assessment is automatically saved and you will no longer be able to change any of your
answers. After completion, you can return any time to review your profile.

4. Respond thoughtfully and honestly to each of the ESAP items. The assessment was
designed as the first step in a positive learning process. The results are for you to use in the
best, most meaningful ways for you. Feel free to be a little critical as you respond to the
items. Any combination of answers is acceptable.

5. After you complete the online ESAP, a color profile (horizontal bar graph) of your emotional
skills will be presented on your computer screen. Please print your ESAP profile and bring it to
the focus group internview. The profile will print in color only if your browser’s settings are set
to print background colors. Otherwise, the profile will print in black and white even if you have
a color printer.

Please login and complete the ESAP at <http://www.doesap.com> using your temporary login
credentials provided below.

UserID:
Password:
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Appendix I: Interview Protocol

Date/Time of Interview: Location:
Interviewee: Position of Interviewee:
Pre-Interview

v" Review description of the project: purpose, paracits, data to be collected,

confidentiality and voluntary participation agrearmend length of interview.
v' Test audio devices (speakers and microphones)nBlegiBlackboard

Collaborate recording.

Email Interview Response Questions:

Discovery:Think back through your career as a teacher. [eserhigh point
when you felt most effective and engaged. How did feel? What emotional
intelligence skills, competencies, or abilities/ourself or others made that

situation possible?

Describe a time when you were part of a professideaelopment experience

that was valuable to you as a professional edugaitirtat made it valuable?

List and describe any experiences you consideepstdnal development that you

have participated in while employed at RAI Onlinea@er School.

Dream:What applications of emotional intelligence aresinelevant to your

position at the school?



172

Appreciative Inquiry (Focus Group Interview) Provdc

Discovery:

= Describe the most valuable aspects of this schaplisoach to professional
development, both past and present. What makeduable?

Dream:

= What dreams do you have for your school’s gredfec#&veness and outcomes?

= What dreams do you have about your personal effsatiss as a teacher?

Design:

=  What would be the ideal professional developmeogjam for teachers?

Destiny:

= What would be the most desirable outcome of thsepative inquiry for the
professional development program at this school?

= |f you had three wishes for future directions abfssional development at this
school, what would they be?

Post-Interview
v' Thank participants for cooperation/participationl @ssure confidentiality.

v’ Establish likelihood of future contact for membaecking
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Appendix J: Email Interview Text

Dear colleague,

As part of my doctoral research study entif@@mbining Appreciative Inquiry and
Emotional Intelligence to Understand and Improve Brofessional Development of K-
12 Teachersl am collecting information about the experienckteachers about current
and past professional development implementatiestimate that it will take you
approximately 30 minutes to complete the open-emégponse questions below.

Please read each question carefully and respohdreestly and thoroughly as possible.

To submit your responses to me, please respordstemail and type in your responses
to each question in the body of the email. Pleaseb®r each response accordingly for
each question.

1) Discovery: Think back through your career as atlieadescribe a high point
when you felt most effective and engaged. How did feel? What emotional
intelligence skills, competencies, or abilities/ourself or others made that
situation possible?

2) Describe a time when you were part of a professideaelopment experience
that was valuable to you as a professional edugzaititat made it valuable?

3) List and describe any experiences you consideepsidnal development that you
have participated in while employed at RAI Onlinea@er School.

4) Dream: What applications of emotional intelligerace most relevant to your
position at the school?

| would appreciate your response by

Your input is very important to my research and i kept strictly confidential (used
only for the purposes of this doctoral study).

If you have any questions please call Jamie DedVi®0-339-4529 or email at
Jamie.dewitt@waldenu.edu

Sincerely,
Jamie DeWitt
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Appendix K: Document Review Checklist

Participant:
Location:
Date:
Ask research site and/or participants to share @ssfonal development records that may
illuminate past experiences with types of profesdidevelopment and reflections on the
experiences.
Documents will include Professional Developmentdd®& Reflection document (see
Appendix L) which may provide the following inforrnan:

= professional development plans

= professional development goals

= professional development logs

= professional reflections



Appendix L: Professional Development Record andeR&bn

ANNUAL PROFESSIONAL DEVELOPMENT GROWTH PLAN

PLANNED FPROFESSIONAL DEVELOFAMENT ACTIVITIES

[ ACTIVITY FERSUN BESFUNSIELE TIMELINES
1
4]
FERIODIC REVIEW
Review Date Teacher Reflections Initials Date
Employes
= Evaluator
Emplaves
znd
Evaluator
Emplaves
Fmal
Evaluator

Emploves's Signaturs: Employea’s Action Plan Approval Date:

Evaluator’s Signature: Evaluator Action Plan Approval Date:
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Master Teacher
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Plan, prepare, and deliver instructional activities
that facilitate active learning experiences for 7t-
12th grade students in an online, synchronous
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Provide Academic advising to all students for the
purposes of scheduling classes, meeting
graduation requirements, and reaching college
and post-high school goals. Oversee enrollment of
new students.

Developed school’s Independent Learning Path
Academy program (independent study). Oversee
instruction for all students taking asynchronous
courses. Provide 1:1 tutoring and instruction for
students in the ILPA program.

Serve as lead for accreditation process through the
Western Association of Schools and Colleges.
Induction (BTSA) Support Provider for 1st and
2nd year teachers working to clear their teaching
credentials. Participate in weekly meetings with
teachers and monthly meetings with county
program director for the purpose of providing
mentoring for new teachers.

Teacher
New Horizons High School, Banning, CA

Plan, prepare, and deliver instructional activities =~ 2003-2005
that facilitate active learning experiences for

American History, World History, Economics,

Basic Math, Algebra, and Geometry to a diverse

student population in a continuation school.

Member of School Site Council

Coordinator for school site for district testing and

assessment program.

Teacher
Vista Focus Academy, Vista, CA 2002-2003

e Develop and implement a standards-based
curriculum for teaching World History to a
diverse population of 9th grade students in an
alternative school setting, including
ELD/sheltered-English instruction.

WASC Visiting Team Member

Member of several visiting teams for the purpose
of school accreditation from 2004-present.

In addition to serving on visiting committees in
the Focus on Learning process, I also supervise
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Proficient in all PC based software including
Microsoft Office products. Proficient in many
educational software as an operator and program
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Management System), Blackboard /Collaborate
Elluminate (eLearning and Web conferencing),
Rosetta Stone, and APEX Learning
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DeWitt, J. (2009). Western involvement in the Middle
East: Imperialism and its effects (Master’s thesis). San
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