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Facilitating 


· means “to make easier “ 


· conducts a meeting in which the purpose is dialogue


· strives for shared decision making, planning and/or problem solving 


· directs the processes used in the meeting, choreographs the energy within the group


· maintains a focus on one content and one process at a time


· should never be the person with role or knowledge authority


Presenting


· is to teach


· goals are to extend and enrich knowledge, skills, attitudes and to enable these to be applied in people’s work


· may adopt many stances – expert, colleague, novice or friend


· uses many strategies – lectures, cooperative learning, study groups or simulations


· touchstones of effectiveness include clarity of instructional outcomes 


Coaching 


· is to help another take action toward his or her own goals.


· supports the colleague in developing  his or her expertise in planning, reflecting, problem solving and decision making.


· takes a non-judgemental stance and uses tools of paraphrasing, pausing, reflective questions, and probing  for specificity


Consulting 


· is to have your expertise used by others


· can be an information specialist or an advocate for content and process 


· delivers technical knowledge to another person or group


· as a content advocate, encourages others to adopt curriculum or use certain instructional strategies


· expert or a professional who has a wide knowledge of subject matter


· must have trust, commonly defined goals, and the client’s desired outcomes clearly in mind


Adapted from Garmston and Wellman. (1999). The Adaptive School: A Sourcebook for Developing Collaborative Groups. Norwood, MA: Christopher-Gordon.










		Scenario

		Facilitator Actions



		1. Your group has decided that they want to begin a collaborative inquiry. Two people in your group are having a disagreement about the value of the collaborative inquiry process. Both have said that the other’s idea is a “waste of time”. It is getting quite ideological and heated. There are seven other members of the group, including one for whom it is their first meeting. None of them have said anything and one member looks like he is ready to leave.  How might you eliminate this conflict?



		



		2. Your group had a very positive meeting last month, when you decided to focus on the identified student need as determined from examining the data.  At this meeting, teachers are bringing student work to the table for a moderated marking session and identification of next steps. However, a department head has asked to sit in on the meeting. She keeps asking questions for clarification and making lengthy points not relevant to the task. Other members are getting visibly frustrated.  The participants have a designated period of time.  How might you focus the group on the task?



		



		3. Your group has been given a full day of release from the principal to use for their Professional Learning.  How are you going to structure the discussion to ensure that a decision gets made that is satisfactory for all participants in the group?



		



		4. The principal has mandated that a group of teachers engage in a Professional Learning Cycle.  The group is divided regarding the usefulness and relevance of the process.  How can you bring the group together to make this a positive learning experience for everyone involved?



		



		Scenario

		Facilitator Actions



		5. Your group meets for an hour once a month. One member of your group is very long winded and frequently takes up a lot of meeting time talking about vaguely related issues. The participants are always very interested in her thoughts and she is a well respected member of the group. How can you take back control of the meeting?




		



		6. Your group meetings are usually energetic and enthusiastic with lots of participation. However, nothing ever seems to be identified as an action. At the next meeting, the group decides to make a plan of action. It is an energetic discussion, but the group cannot agree on what the action should be taken before the next meeting. How can you help the group make a decision?




		



		

		



		

		












		Facilitation Practice

		What It Looks Like

		When to Use It


Why to Use It

		Remember to…


Remember not to…

		Comments



		

		

		

		

		



		

		

		

		

		



		

		

		

		

		



		

		

		

		

		



		

		

		

		

		



		

		

		

		

		



		

		

		

		

		



		

		

		

		

		



		

		

		

		

		



		

		

		

		

		



		

		

		

		

		



		

		

		

		

		





Adapted from Bens. (2005). Facilitating with Ease!: Core Skills for Facilitators, Team Leaders and Members, Managers, Consultants, and Trainers, with CD, New and Revised Edition. Sarasota, Florida: Jossey-Bass.










		Learning Forward - Standards for  Professional Learning



		Standards for Professional Learning

		Core elements of each standard

		Questions 



		Learning Communities: Professional learning that increases educator effectiveness and results for all students occurs within learning communities committed to continuous improvement, collective responsibility, and goal alignment




		· Engage in continuous improvement.


· Develop collective responsibility.


· Create alignment and           accountability.

		



		Leadership:


Professional learning that increases educator effectiveness and results for all students requires skillful leaders who develop capacity, advocate, and create support systems for professional learning.




		· Develop capacity for learning and leading.


· Advocate for professional learning.


· Create support systems and structures.

		



		Resources:


Professional learning that increases educator effectiveness and results for all students requires prioritizing, monitoring, and coordinating resources for educator learning.




		· Prioritize human, fiscal, material, technology, and time resources.


· Monitor resources.


· Coordinate resources.

		



		Data:


Professional leaning that increases educator effectiveness and results for all students uses a variety of sources and types of student, educator, and system data to plan, assess, and evaluate professional learning.




		· Analyze student, educator, and systems data.


· Assess progress.


· Evaluate professional learning.

		



		Learning Designs:


Professional learning that increases educator effectiveness and results for all students integrates theories, research, and models of human learning to achieve its intended outcomes.




		· Apply learning theories, research, and models.


· Select learning designs.


· Promote active engagement.

		



		Implementation:


Professional learning that increases educator effectiveness and results for all students applies research on change and sustains support for implementation of professional learning for long-term change. 




		· Apply change research. 


· Sustain implementation.


· Provide constructive feedback. 

		



		Outcomes:


Professional learning that increases educator effectiveness and results for all students aligns its outcomes with educator performance and student curriculum standards 




		· Meet performance standards


· Address learning outcomes


· Build coherence 

		





Adapted from Learning Forward. (2011). Standards for Professional Learning. Oxford, OH: Author.











		Fact-finding questions are targeted at verifiable data such as who, what, when, where and how much. Use them to gather information about the current situation. 

		How often do you gather data on assessment for learning, assessment as learning and assessment of learning? 


What form of feedback do you use to improve student success? 



		Feeling-finding questions ask for subjective information that gets at the participants’ opinions, feelings, values and beliefs. They help you understand views. 




		How do you feel about standardized testing? 


Do you think the staff feels like they have received enough training? 



		Tell-me-more questions can help you find out more about what the participants are saying. They encourage the speaker to provide more details.



		Can you tell me more about your experience? 


Can you be more specific? 


Can you elaborate on that point?



		Best/least questions help you understand potential opportunities in the present situation. They let you test for the outer limits of participants’ wants and needs.



		What is the best thing about being offered self selected professional learning? 


What are the barriers facing coaches in their practice?



		Third-party questions help to uncover thoughts in an indirect manner. They are designed to help people express sensitive information.

		“Members of a group who facilitate also have to deal will the dilemma of being cast into a leadership role, which may create a power shift within the group.”


How does this sound to you? 


Can you relate to this concern?



		“Magic wand” questions let you explore people’s true desires. Also known as “crystal ball” questions, these are useful in temporarily removing obstacles from a person’s mind.



		If time and money were no obstacle, what sort of professional learning opportunities would you design for your board/school?



		Probing questions are designed to delve more deeply into an issue.

		What would be the best possible outcome of this initiative?


What are the things that will help this initiative succeed?


How would you describe the current situation?



		Prompting questions are designed to allow the facilitator to remain neutral while considering an option; however the group holds the decision-making control.  




		What would be the benefits of taking this action?


I suggest that the group research the pros and cons of this initiative.



		Self reflective questions are designed to help you improve your facilitation skills

		What did I do effectively?


What are my strengths?


What feedback did I receive and how can I use it to improve?





Adapted from Bens. (2005). Facilitating with Ease!: Core Skills for Facilitators, Team Leaders and Members, Managers, Consultants, and Trainers, with CD, New and Revised Edition. Sarasota, Florida: Jossey-Bass.










Protocol: a code prescribing strict adherence to correct etiquette and precedence, as in diplomatic exchange and in the military services.


(Merriam-Webster)




Purpose: To establish basic attributes of good learning communities through real participant experiences. The attributes become goals/guidelines for checking on progress as a new learning community develops.


Time: 30 minutes 


Steps:


1. Think about a personal experience in a learning community that was a place of positive learning for you. It could have taken place in a professional learning community, during an additional qualification course, a writing group, etc. (any group that was a positive learning community).


2. Take a few minutes to write about that experience and include the reason for the group’s existence, how it was structured, and what made it a positive learning place. 


3. Share your stories with one another at your table. 


4. As each story is told, pick out the attributes that made that learning community productive and satisfying (e.g. everyone really listened to each other, we worked cooperatively to get things done, there was a lot of respect for different opinions, etc.). 


5. Together, make a list of the 4 or 5 attributes that seem to stand out for your group. (Note: the attributes you choose may be the ones that show up in all the stories or an attribute that only appears in one story but seems really important to the group). 


Note: This same process can be used to look at the attributes of a good learning experience. It gets at the essential elements of what is going on when people know they are learning at a high and satisfying level. The initial question gets changed to “Think about a time when you knew you were really learning a lot, and loving it. Write about that time…”


		

		Note:  This protocol was adapted from the National School Reform Faculty. The original protocol is located at:  http://www.nsrfharmony.org/protocol/a_z.html







1. Read the passage silently and consider the following:  


· What Assumptions come to mind while reading the passage?  


· What do you Agree with in the passage?


· What do you want to Argue with in the passage?


2. Taking turns in your table group, each person identifies one assumption in the passage. 


3. Either continue in rounds or facilitate a conversation in which the group talks about the text in light of each of the two remaining “A”s - taking them one at a time – what do people agree with?  argue with?  Try to move seamlessly from one “A” to the next, giving each “A” enough time for full exploration.


4. After the discussion, individuals should consider the following:  


· What parts of the text do you want to Aspire to?

5. Complete the sentence stem at the bottom of this page. 


6. Finally, have an open discussion framed around the question: What does this mean for our work as facilitators of professional learning?  


As a facilitator of professional learning, I aspire to …









		

		Note:  This protocol was adapted from the National School Reform Faculty. The original protocol is located at:  http://www.nsrfharmony.org/protocol/a_z.html







Purpose: To address a specific sequence of questions in a structured format with small groups, using active listening skills. The Microlab is useful for team-building and democratizing participation because it asks that participants equalize communication and withhold judgment. It affirms people’s ideas and builds community while addressing specific content issues.

Time allotted: About 8 minutes per question — this works best with a series of no more than three questions.


Group format: Form triads — either with the people you’re sitting near — or find others in the group you don’t know well. Number off — 1, 2, 3.


Facilitation Tips: “I’ll direct what we will talk about. Each person will have one minute (or sometimes two minutes, depending on the group and the question) to talk about a question when it’s their turn. While the person is speaking, the other two in the group simply listen. When the time is up, the next person speaks, and so on. I’ll tell you when to switch.” Emphasize that talk has to stop when you call time, and conversely, that if the person is done speaking before time is up, the three people should sit in silence, using the time to reflect.


Guidelines:  


1. Each person has equal time to talk.


2. The listener(s) should not interrupt, interpret, paraphrase, analyze, give advice or break in with a personal story while the speaker is talking.


3. Confidentiality should be maintained, unless the group decides to debrief the content of the questions.


4. The speaker should not criticize or complain about the listener(s) or mutual colleagues during his or her turn.

5. The quality of the questions matters in this exercise. The questions should be ones that are important to the group.


The Activity: After instructing the group, read the first question aloud (twice). Give everyone time to reflect in preparation. Then, tell people when to begin, and then tell them when each one/two minute segment is up.


On the first question, begin with person #1, then #2, then #3. Then read the next question aloud. On the second question, begin with #2, then #3, then #1. On the third question, begin with #3, then #1, then #2.


Debrief:  


· How might your conversations have been different had we not used this protocol?


· What are the advantages/disadvantages of using this activity? When would you use this protocol? 


· What would you want to keep in mind as someone facilitating this activity?

		

		Note:  This protocol was adapted from the National School Reform Faculty.  The original protocol is located at:  http://www.nsrfharmony.org/protocol/a_z.html
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Goals

		To review indicators and conditions that support effective professional learning





		To develop facilitation skills and compile a toolkit for leading professional learning



		To build and strengthen networks









*

Agenda

		9:00-10:20		Minds On 
Community building
Norms
Attributes of a Learning Community

		10:30-12:00		Action!
Standards for Professional Learning
Prerequisites for Effective Professional Learning

		12:45-2:45		Four Hats of Shared Leadership
Facilitation Skills, Tips, Scenarios

		3:00-3:30		Consolidation
Microlab
Reflection





















*

9:00 – 9:10 a.m. 

Review agenda 

Built based on questions sent 

Ratify the agenda









*

What do you know about facilitating professional learning?

Know Very Little

Know Very Much

1



10



*

9:00 – 9:10 a.m. 

Tables assign a ‘mathematician’ - table averages – whole group share









*

How important is effective facilitation in your work?

Not Important

Very Important 

1



10



*

9:00 – 9:10 a.m. 

table averages – whole group share









*

What is your disposition as a learner today?

This Better Be Good!

I’m a Sponge!

1



10



*

9:00 – 9:10 a.m. 

table averages – whole group share









*

Community Builder

Find your ‘Quote Group’ and locate a place where you can sit together. (Hint: These are the people who have the same colour paper that you do)



Introduce yourself and share the quote that you selected. 



Identify what is common amongst the quotes. 



*

9:10 - 9:30 a.m. 

MATERIALS – Quotes (groups of 6 on different coloured paper)

Note – participants will re-group in ‘Quote Groups’ later in the day. 

Participants are directed to select a colour (strip of paper that contains a quote) from the selection on their tables – instruct them #1 - #3 on slide above. 

Let them know they should be prepared to share with the larger group. 

Conduct a whole group sharing of the themes.









*



Discuss and share ways in which you…



- read the room

- build community 

- set the stage for learning 



*

9:30 – 9:40 a.m. 

Provide time for groups to discuss and share ways they read the room – build community – and set the stage for learning. 











*

Minds On

		establish a positive learning environment 



		connect to prior learning and/or experiences 



		set the context for learning 



		engage audience emotionally and cognitively 



		assess prior learning



		activate (or build) prior learning 



		develop interpersonal, learning, and collaborative skills 





*

9:40 – 9:45 p.m. 

MATERIALS: Tool Kit Template

Debrief MINDS ON activities 

	- 3 questions 

	- Quotes 

Discuss purpose of MINDS ON – as a facilitation strategy - connect it to content/learning 

Model how to complete the Tool Kit Template 

(I’m in – back pocket item)

Provide time for audience to move back to their original seats….









*

Agreements for Ways of 

Working Together

Begin and End On Time 

Be Fully Present 

Seek Wisdom

Step Up 

Make Room 

Assume Goodwill 

Hard on Ideas – Soft on People 



*

9:45 – 9:55 a.m.

Do we welcome technology at this point??? – acknowledging this is the way we take care of business – ask that people step into the hallway for phone calls??

Begin and End On Time 

Be Fully Present – participate fully – although our minds might wander – we’ve gathered together for the purpose of learning today so try your best to stay fully present

Seek Wisdom – look for different ways to tap into the wisdom that others bring

Step Up – take risks – do things you wouldn’t normally do – say things you wouldn’t normally say – we’re all open to it

Make Room – if you’re the kind of person who likes to own conversations – if you tend to ‘jump in’ frequently – take time to make room for other voices in your conversation

Assume Goodwill – even if you disagree – try to find good in the ideas that are being shared 

Hard on Ideas – Soft on People – when we’re discussing issues involving student learning – we have to be critical about ideas shared but people who are bringing ideas are coming with their best – good ideas come from collaboration and that is what today’s about…

Create one you will follow at your table today?  How do you use norms?

Choral read – one to work on 

Reflect back on these at the end of the day.









*

Attributes of a Learning Community 

	Purpose: 

	To establish basic attributes of good learning communities through real participant experiences. The attributes become goals/guidelines for checking on progress as a new learning community develops.



*

9:55 – 10:20 a.m. 

MATERIALS: Handout – Attributes of a Learning Community + Standards for Professional Learning Quick Reference Guide

Lead participants through the protocol. Come back together as a whole group - each group says one attribute in turn while the facilitator records on a general list. Any repeated

attributes get noted with stars (*). When the list is complete (the facilitator can reword for a succinct list), the facilitator asks the group if this list seems like a good list of attributes to guide the group as it forms its own community of learners. Additions can be made at this time. If anything on the list seems hard to do, or inappropriate to the group, a note to that effect is written next to that attribute. At different points during the day, the Attributes of a Learning Community are checked for development and progress. 

Distribute Standards for Professional Learning Quick Reference Guides –

Debrief the Protocol and why the standards were distributed when they were

Validate what they know - Activate prior knowledge - Make personal connections >> standards - Building knowledge 

Draw connection to their sharing and the standards 









*

Break 



*

10:20 – 10:30 a.m. 

Break 









*

Learning Forward’s 

Standards for Professional Learning

Action!



*

10:30 – 11:00 a.m. 

MATERIALS: Standards for Professional Learning Summary and Questions handout + Standards for Professional Learning Quick Reference Guide

Whole group presentation on the Standards for Professional Learning + what is Learning Forward Ontario?  

Table groups identify questions for each of the 7 standards and list them; each group nominates a recorder; collect questions following this activity for follow-up (e.g., Adobe Connect)

Debrief the strategy; why did we go to presentation/direct instruction? why are we collecting the questions? 











*

Prerequisites for Effective Professional Learning



Four “A’s” Text Protocol 



*

11:00 – 12:00 p.m.

MATERIALS: Four “A’s” Text Protocol + Standards for Professional Learning Quick Reference Guide

Return to quote groups?  

Four pre-requisites for effective professional learning (see inside booklet Standards Quick Guide) 

What does this mean for our work as facilitators of professional learning?  

Provide time for audience to add to their TookKit 

Sentence stem – As a facilitator – I aspire to…. 

Debrief – why did we chose to do an individual reflection and not a group report out.  

Different ways to consolidate this …. 

When is it appropriate to have every group report out… Sentence stem for own consolidation. 









*

Lunch 



*

12:00 – 12:45 p.m. 

Lunch  









*

Four Hats of Shared Leadership

Garmston, R., & Wellman, B. (1999). The Adaptive School: A Sourcebook for Developing Collaborative Groups. Christopher-Gordon Publishers, Inc. Norwood, MA. p. 27.



*

12:45 – 1:15 p.m.

MATERIALS: Role Cards for Sorting 

Purpose – to understand differences 

Then handout –check their work 

Take on different roles – Not discrete - In your role – which one do you spend most of your time doing? What is your default position?  

Today – focus role of facilitator - 

Debrief this activity 









*

Facilitating a Meeting



*

1:15 – 2:00 p.m. 

Note – these slides need to be expanded on… perhaps one slide per letter a – b – c – d (see below)

MATERIALS: Facilitation Package (what materials are included?) –Facilitating a Meeting, Facilitator Practices, Facilitating Discussion, Facilitation Questions

Whole group – package 

a) Video- identify how the facilitator facilitates the group? 

Refer to the ‘Facilitating a Meeting Handout’ - What elements of the ‘flow chart’ are present? (look-fors)

b) Self-Assessment

Refer to the ‘Facilitator Practices Handout’ - Best and Worst facilitator practices: self-assessment what do participants do well? Need to improve upon?

c) Role Play/Sentence Stems

Refer to the ‘Facilitating Discussion Handout’ - language of Facilitation: paraphrasing, reporting behaviour, describing feelings, perception checking

d) Video- identify how the facilitator facilitates the group? 

Refer to the ‘Facilitation Questions Handout’. What kinds of questions are evident in the video?  









*

Facilitator Practices



*

1:15 – 2:00 p.m. 

Note – these slides need to be expanded on… perhaps one slide per letter a – b – c – d (see below)

MATERIALS: Facilitation Package (what materials are included?) –Facilitating a Meeting, Facilitator Practices, Facilitating Discussion, Facilitation Questions

Whole group – package 

a) Video- identify how the facilitator facilitates the group? 

Refer to the ‘Facilitating a Meeting Handout’ - What elements of the ‘flow chart’ are present? (look-fors)

b) Self-Assessment

Refer to the ‘Facilitator Practices Handout’ - Best and Worst facilitator practices: self-assessment what do participants do well? Need to improve upon?

c) Role Play/Sentence Stems

Refer to the ‘Facilitating Discussion Handout’ - language of Facilitation: paraphrasing, reporting behaviour, describing feelings, perception checking

d) Video- identify how the facilitator facilitates the group? 

Refer to the ‘Facilitation Questions Handout’. What kinds of questions are evident in the video?









*

Facilitating Discussion



*

1:15 – 2:00 p.m. 

Note – these slides need to be expanded on… perhaps one slide per letter a – b – c – d (see below)

MATERIALS: Facilitation Package (what materials are included?) –Facilitating a Meeting, Facilitator Practices, Facilitating Discussion, Facilitation Questions

Whole group – package 

a) Video- identify how the facilitator facilitates the group? 

Refer to the ‘Facilitating a Meeting Handout’ - What elements of the ‘flow chart’ are present? (look-fors)

b) Self-Assessment

Refer to the ‘Facilitator Practices Handout’ - Best and Worst facilitator practices: self-assessment what do participants do well? Need to improve upon?

c) Role Play/Sentence Stems

Refer to the ‘Facilitating Discussion Handout’ - language of Facilitation: paraphrasing, reporting behaviour, describing feelings, perception checking

d) Video- identify how the facilitator facilitates the group? 

Refer to the ‘Facilitation Questions Handout’. What kinds of questions are evident in the video?









*

Facilitation Questions



*

1:15 – 2:00 p.m. 

Note – these slides need to be expanded on… perhaps one slide per letter a – b – c – d (see below)

MATERIALS: Facilitation Package (what materials are included?) –Facilitating a Meeting, Facilitator Practices, Facilitating Discussion, Facilitation Questions

Whole group – package 

a) Video- identify how the facilitator facilitates the group? 

Refer to the ‘Facilitating a Meeting Handout’ - What elements of the ‘flow chart’ are present? (look-fors)

b) Self-Assessment

Refer to the ‘Facilitator Practices Handout’ - Best and Worst facilitator practices: self-assessment what do participants do well? Need to improve upon?

c) Role Play/Sentence Stems

Refer to the ‘Facilitating Discussion Handout’ - language of Facilitation: paraphrasing, reporting behaviour, describing feelings, perception checking

d) Video- identify how the facilitator facilitates the group? 

Refer to the ‘Facilitation Questions Handout’. What kinds of questions are evident in the video?









*

Facilitation Scenarios



*

2:00 – 2:45 p.m. 

MATERIALS: Scenarios Handout

Scenarios

Like Groups?  









*

Microlab

		What were your hopes and aspirations as you began your work as an educator? 



		What do you believe about the relationship between teacher collaboration and student achievement?  What led you to these beliefs?



		How do these beliefs play out in your practice?  What, if anything, would need to change for you to have a closer match between what you believe and what you do?



Consolidation



*

2:45 – 3:15 p.m. 

MATERIALS: Microlab Handout 

Note – these questions should come in one at a time…. 

Alternative questions to consider:  

When you think about leadership – what significant practices come to mind? 

What is one thing of significance you have learned related to working with your colleagues?  

What do you believe about the relationship between teacher collaboration and student achievement? What led you to these beliefs?   

Debrief 









*

Reflecting on ways of working together….



*

2:00 – 3:30 p.m. 

Reflect on the ‘Agreements for Ways of Working Together’ 

Reflect on ‘Attributes of a Learning Community’



Give 3 – Get 3 – share something that you will take away from today and use in your practice.  
















		1. Paraphrase: Paraphrase what a participant has said so that he or she feels understood and that the other participants can hear a concise summary of what has been said.



		“So, what you are saying is that ….”



		2. Check for Meaning: Check your understanding of a participant’s statement or ask the participant to clarify what he or she is saying.



		“Are you saying that …”


“I am not sure that I understand exactly what you mean.” 






		3. Give Positive Feedback: Compliment an interesting or insightful comment.



		“That’s a good point. I’m glad that you brought that to our attention.”



		4. Expand: Elaborate on a participant’s contribution to the discussion with examples, or suggest a new way to view the problem.



		“Your comments provide an interesting point of view. It could also be useful to consider how someone else might view the same situation.”



		5. Increase the pace: Energize a discussion by quickening the pace, using humour, or if necessary prodding the group for more contributions.



		“Here’s a challenge for you. For the next two minutes let’s see how many ways you can think of to …..”



		6. Identify Misconceptions: Disagree (gently) with participant’s comments to stimulate further discussion.

		“I can see where you are coming from, but I’m not sure that what you are describing is always the case. Has anyone else had an experience that is different from the one described.”





		7. Relieve Tension: Mediate differences of opinion between participants and relieve any tensions that may be brewing.



		“I think that x and y are not really disagreeing with each other, but are just bringing out two different sides of the issue.”



		8. Consolidate: Pull together ideas, showing their relationship to each other.



		“As you can see from the comments, …

You need to be able to ...”



		9. Change the Process: Alter the method for obtaining participation or have the group evaluate the ideas that have been presented.



		“Let’s break into smaller groups and see if you can come up with some ideas about …”



		10. Summarize: Summarize (and record, if desired) the major views of the group.




		“I have noted four major points that have come from our discussion today,...”



		11. Make a Decision: End an endless debate in the session.



		“Let’s try X ... and then try something else if it doesn’t work.”



		12. Propose an Idea: Take an approach that opens the participants’ communication with you and the group.



		“Can I make a suggestion?”



		13. Invite Participation: Sometimes you have to call on people to get them to participate.



		“ x, what do you think about that?”



		14. Side bar Conversations: A member is having a conversation that is off topic.



		“Just a reminder…we agreed to the norm of one conversation at a time.”



		15. Staying on Time: Group has moved away from the agenda either topic or time.

		“I’d just like to remind you that we are discussing item 4. Please hold discussion on other topics until we get to them.”


“We are almost out of time for this item, and there appears to more discussion required…is that true?”


















		To Start a Facilitation 

		Remember to: 

		Look For’s:



		· Plan the agenda 


· Welcome participants


· Introduce participants


· Conduct  an energizer


· Review agenda


· Invite questions/comments


· Explain your role as facilitator 


· Set time frames


· Adopt group norms


 

		· Stay neutral


· Listen actively


· Ask questions


· Paraphrase continuously


· Maintain focus


· Synthesize ideas


· Provide summaries 


· Be soft on people-Hard on issues 

		



		During a Facilitation 

		Remember to: 

		Look For’s:



		· Check the process for effectiveness


· Take the pulse of participants


· Summarize periodically 




		· Encourage the expression of various viewpoints


· Expect differences of opinion 


· Check the purpose and clarity


· Check the pace 


· Question agreements reached too easily


· Include breaks in appropriate places 


· Test for consensus 


· Encourage participants to speak for themselves




		



		To End a Facilitation 

		Remember to:

		Look For’s:



		· Identify steps for action 


· Clarify follow up process 


· Evaluate session

		· Close meeting on a positive note


· Reflect on the process 


· Self evaluate 



		





Adapted from Bens. (2005). Facilitating with Ease!: Core Skills for Facilitators, Team Leaders and Members, Managers, Consultants, and Trainers, with CD, New and Revised Edition. Sarasota, Florida: Jossey-Bass.







Relationships - Curiosity 


“Confronting for insight, rather than insisting that your truth is the truth, is indispensable in dealing with the tricky issues that could make others defensive. Maintaining curiosity is most difficult when others are telling you their experience of you and it does not fit your experience of your intent or your image of yourself. But the ability to stay curious may be the most critical skill required to create organizational learning conversations” (p. 199). 


Bushe, G. (2010). Clear Leadership: Sustaining Real Collaboration and Partnership at Work. Revised Edition. 


Davis-Black, Boston, MA. 


The most basic of all human needs is the need to understand and be understood. The best way to understand people is to listen to them.

Ralph Nichols


“The measure of self-assurance is how deeply and sincerely interested you are in others; the measure of insecurity is how much you try to impress them with you” (p. 63). 


Goulston, M. (2010). Discover the Secret to Getting Through to Absolutely Anyone: Just Listen. American 


Management Association. New York, NY.  


There's a big difference between showing interest and really taking interest.

Michael P. Nichols


“You can’t be curious and on the attack at the same moment” (p. 131). 


Goulston, M. (2010). Discover the Secret to Getting Through to Absolutely Anyone: Just Listen. American 


Management Association. New York, NY.  


Being heard is so close to being loved that for the average person they are almost indistinguishable.
David Augsburger


“Since learning and performing are inversely related, the compulsion to see themselves, and to be seen by others, as competent can make people reactive to information they need for learning. Rather than get curious about it, they get defensive” (p. 177). 

Bushe, G. (2010). Clear Leadership: Sustaining Real Collaboration and Partnership at Work. Revised Edition. 


Davis-Black, Boston, MA. 


“Probably the two greatest failures of leaders are indecisiveness in times of urgent need for action and dead certainty that they are right in times of complexity” (p. 6). 


Fullan, M. (2008). The Six Secrets of Change: What the Best Leaders Do to Help Their Organizations 


Survive and Thrive. Jossey-Bass, San Francisco, CA. 


Relationships – Connecting with Others 1 & 2 Combined 


“Self-control is an exhaustible resource” (p. 10). 

Heath, D., & Heath, C. (2010). Switch: How to Change Things When Change is Hard. Random House, New 



York, NY. 

“At a certain point in personal development, most people become interested in learning about the impact they have on others and modifying their behaviour so that they will have the impact they want. Fewer people, however, develop to the point that they understand they are responsible for the impact others are having on them. I am the one making myself think, feel, and want what I do in reaction to you. This perspective is the mark of a truly self-differentiated person and is a powerful stance for learning in social interactions” (p. 84).


Bushe, G. (2010). Clear Leadership: Sustaining Real Collaboration and Partnership at Work. Revised Edition. 


Davis-Black, Boston, MA. 


“These days we’re experts at ‘hot-syncing’ – getting different pieces of technology, like Blackberrys and PCs to talk to each other. Few of us, however, are experts when it comes to hot-syncing with other people” (p. 25). 


Goulston, M. (2010). Discover the Secret to Getting Through to Absolutely Anyone: Just Listen. American 


Management Association. New York, NY.  


“If you’re hesitant to say ‘no’, you may be neurotic. If you’re truly afraid to say ‘no’, you’re probably dealing with a toxic person. And if nobody ever says ‘no’ to you, that toxic person could be you” (p. 108). 


Goulston, M. (2010). Discover the Secret to Getting Through to Absolutely Anyone: Just Listen. American 


Management Association. New York, NY.  


“Conversation can only take place among equals. If anyone feels superior, it destroys conversation. Words are then used to dominate, coerce, manipulate. Those who are superior can’t help but treat others as objects to accomplish their causes and plans. If we see each other as equals, we stop misusing them” (p. 141). 


Wheatley, M. (2002). Turing to One Another: Simple Conversations to Restore Hope to the Future. 


Berrett-Koehler, San Francisco, CA. 


“Collaboration and partnership require people to be internally committed, and that calls for a certain level of equality and give-and-take” (p. 24). 


Bushe, G. (2010). Clear Leadership: Sustaining Real Collaboration and Partnership at Work. Revised Edition. 


Davis-Black, Boston, MA. 


Precision of communication is important, more important than ever, in our era of hair trigger balances, when a false or misunderstood word may create as much disaster as a sudden thoughtless act.


James Thurber


Did you ever notice how difficult it is to argue with someone who is not obsessed with being right?


Distribute Leadership 


Effective formal leaders “recognize that a key dimension of their own learning needs is to learn how to create the conditions for empowerment of others as a strategy for moving the learning focus forward across all of their schools. Formal leaders acknowledge their reliance on the expertise, abilities, qualities, and talents of other individuals, and are aware of a need to defer to this expertise and to not interfere with it” (p. 58). 


Katz, S., Earl, L., & Ben Jaafar, S. (2009). Building and Connecting Learning Communities: The Power of 


Networks for School Improvement. Corwin Press, Thousand Oaks, CA. 


“A radical transformation toward teacher leadership is not an option; it is a necessity” (p. 17).


Reeves, D. (2008). Reframing Teacher Leadership To Improve Your School. Association for Supervision and 


Curriculum Development, Alexandria, VA. 


Leaders should stand for a high purpose with quality, hire talented individuals along those lines, create mechanisms for purposeful peer interaction with a focus on results, stay involved but avoid micromanaging. Put differently, once you establish the right conditions and set the process in motion, trust the process and the people in it. 


Fullan, 2008 in DuFour, R., DuFour, R., Eaker, R., & Karhanek, G. (2010). Raising the Bar and Closing the 


Gap – What Ever It Takes. Solution Tree Press, Boomington, IN.  


“The ultimate success of the initiative will depend to a larger extent on the ability of administrators to delegate authority and develop widespread, shared-leadership throughout the district or school” (p. 188).  


DuFour, R., DuFour, R., Eaker, R., & Karhanek, G. (2010). Raising the Bar and Closing the Gap – What Ever 


It Takes. Solution Tree Press, Boomington, IN.  


“Transforming the culture of a school can be an important enabling condition for teacher leadership. The creation of professional norms in school enable and support teachers in taking on leadership responsibilities is thought to contribute to the distribution of leadership among formal leaders and teachers” (p. 45). 


Spillane, J. (2006). Distributed Leadership. Jossey-Bass, San Francisco, CA.  


Too much emphasis has been placed on reforming school from the outside through policies and mandates. Too little has been paid to how schools can be shaped from within.
Roland Barth 


The best we educational planners can do is to create the conditions for teachers and students to flourish and get out of their way. 


Theodore Sizer 


“When teachers engage students in decisions about their learning, when coaches help teachers learn to be effective members of collaborative working teams, when principals distribute leadership responsibilities throughout the staff, when central office creates learning opportunities for aspiring leaders, novice leaders, and experienced leaders, and when schools and districts create authentic internships, they are developing leaders. The sustaining change means sustaining leadership and spreading it widely throughout the system” (p. 40). 


Hirsh, S., & Killion, J. (2007). The Learning Educator: A New Era of Professional Learning. National 


Staff Development Council, Oxford, OH. 


Discomfort 


“This work is scary before it is energizing and catalytic. One way to make it a little less scary is to acknowledge up front that this is challenging and, for most of us, unfamiliar work; that we wouldn’t expect anyone to know it, no matter what their role is; and that we will all get better at it together. And that it’s okay to let people squirm a bit, because there is often good learning that comes out of discomfort” (p. 97). 


City, E., Elmore, R., Fairman, S., & Teitel, L. (2009).

Instructional Rounds in Education: A Network Approach to Improving Teaching and Learning. Harvard 


Education Press, Cambridge, Mass. 


Distress may come with the territory of change, but from a strategic perspective, disturbing people is not the point or the purpose, but a consequence. The purpose is to make progress on a tough challenge. 


Heifetz., R., Grashow, A., & Linsky, M. (2009). The Practice of Adaptive Leadership: Tools and Tactics for 


Changing Your Organization and the World. Harvard Business Press, Boston, MA. 


Situations that cannot be adequately addressed within the context of an organization’s current beliefs and values “often require the leader to orchestrate conflict to facilitate the evolution of new beliefs and values that allow for actions not possible within the context of the old system” (p. 23). 


Marzano, R., Waters, T., & McNulty, B. (2005). School Leadership That Works, Association for Supervision 


and Curriculum Development, Alexandria, VA. 


We are misled by certainty which causes us to ignore a massive amount of contradictory evidence…. The only way to counteract this bias for certainty is to create inner dissonance. We must force ourselves to think about the information we don’t want to think about, to pay attention to the data that disturbs our entrenched beliefs. 


Jonah Lehrer


As we work together to restore hope to the future, we need to include a new and strange ally—our willingness to be disturbed. Our willingness to have our beliefs and ideas challenged by what others think. No one person or perspective can give us the answers we need to the problems of today. Paradoxically, we can only find those answers by admitting we don’t know. We have to be willing to let go of our certainty and expect ourselves to be confused for a time.


Wheatley, M. J., (2002). Turning to One Another: Simple Conversations to Restore Hope to the Future. 


Berrett-Koshler Publishers, Inc., San Francisco, CA. 


We create ‘stories’…stories are our …. unexamined assumptions, beliefs, and interpretations of experience that help members create a vision of perceived reality, explain how things ‘ought’ to be, and specify ‘the way we do things around here’. In order to make the changes that are necessary to meet the extraordinary challenges schools are facing, educators at all levels will need to change both their traditional practices and the assumptions that drive those practices. 


DuFour, R., DuFour, R., Eaker, R., & Karhanek, G. (2010). Raising the Bar and Closing the Gap – What Ever It Takes. Solution Tree Press, Bloomington, IN.  


A feeling of aversion or attachment toward something is your clue that there's work to be done.
Ram Dass


All great changes are preceded by chaos.


Deepak Chopra

If leadership were about telling people good news, if it were simply about giving people what they wanted, then it would just be easy, it would be a celebration. What makes leadership difficult, strategically challenging, and personally risky is that you are often in the business of telling people difficult news - news that, at least in the short term, appears to require a painful adjustment. You have to ask people to sustain a loss. It may be that the loss is only temporary and that the future will be even better. But in the current moment, when people are experiencing the pressure to change, those future possibilities are simply possibilities. What people know is that right now it hurts. And they resist that hurt.  


http://www.well.com/~bbear/heifetz.html


You ask the questions about adaptive change and the losses they involve, answering them is difficult because the answers require though choices, trade-offs, and the uncertainty of ongoing, experimental trail and error. That is hard work not only because it is intellectually difficult, but also because it challenges individuals’ and organizations’ investments in relationships, competence, and identity. It requires a modification of the stories they have been telling themselves and the rest of the world about what they believe in, stand for, and represent. 


Heifetz., R., Grashow, A., & Linsky, M. (2009). The Practice of Adaptive Leadership: Tools and Tactics for 


Changing Your Organization and the World. Harvard Business Press, Boston, MA. 


We need to help the majority unlearn what has been learnt and then help them learn what needs to unfold. Futurists believe that educational and community leaders must be 'disorientated' before they are orientated. That they must unlearn to learn. 


Anon 


Chaos breeds life while order breeds habits. 


Henry Adams


We are misled by certainty which causes us to ignore a massive amount of contradictory evidence…. The only way to counteract this bias for certainty is to create inner dissonance. We must force ourselves to think about the information we don’t want to think about, to pay attention to the data that disturbs our entrenched beliefs. 


Jonah Lehrer


Making meaningful and productive changes in instructional practice requires us to confront how they upset and, in some sense, reprogram our past ways of doing things. 


City, E., Elmore, R., Fairman, S., & Teitel, L. (2009). Instructional Rounds in Education: A Network Approach 


to Improving Teaching and Learning. Harvard Education Press, Cambridge, Mass. 


It is very difficult to give up our certainties—our positions, our beliefs, our explanations. These help define us; they lie at the heart of our personal identity. Yet I believe we will succeed in changing this world only if we can think and work together in new ways. Curiosity is what we need. We don’t have to let go of what we believe, but we do need to be curious about what someone else believes. We do need to acknowledge that their way of interpreting the world might be essential to our survival.


Wheatley, M. J., (2002). Turning to One Another: Simple Conversations to Restore Hope to the Future. 


Berrett-Koshler Publishers, Inc., San Francisco, CA. 


He who cannot change the very fabric of his thought will never be able to change reality, and will never, therefore, make any progress. 
Anwar Sadat


Deepen Implementation 


Don’t broaden the work with new initiatives; deepen the work with greater focus on building a strong culture of instructional practice. Most of the low-performing schools in which we work don’t need more programs or even, in most cases, more resources. In fact, part of the problem in these schools is that the presence of external support has actually increased the incoherence of an already incoherent instructional culture. These schools don’t need more things to do. In fact, they need to do less with greater focus. They need a more powerful, coherent culture of instructional practice. 


City, E., Elmore, R., Fairman, S., & Teitel, L. (2009). Instructional Rounds in Education: A Network Approach 


to Improving Teaching and Learning. Harvard Education Press, Cambridge, Mass. 


The job of a good theory of action is to find a clear path thought the ‘initiative thicket’. The essential principle of a theory of action is that it provides a through-line to the instructional core –what are the vital activities that need to happen to improve teaching and learning? A good theory of action connects an important part of the overall strategy to the actions and relationships of good performance. When they try to array initiatives against their theory of action, people usually have a very difficult time figuring out where some of those initiatives belong….


City, E., Elmore, R., Fairman, S., & Teitel, L. (2009). Instructional Rounds in Education: A Network Approach 


to Improving Teaching and Learning. Harvard Education Press, Cambridge, Mass. 


“Initiative fatigue” – the tendency of educational leaders and policymakers to mandate policies, procedures, and practices, that must be implemented by teachers and school administrators, often with insufficient consideration of the time, resources, and emotional energy required to begin and sustain the initiatives. 


Reeves, D. (2011). Finding Your Leadership Focus: What Matters Most for Student Results. Teachers 


College Press. New York, NY. 


Even the sturdiest of bridges have load limits for a reason, a they can bear thousands of tons of weight up to a limit, with trucks, trains, and cars all crossing the bridges without incident. Once the load limit is exceeded, however, even a small additional weight can lead to catastrophic consequences. 


Reeves, D. (2011). Finding Your Leadership Focus: What Matters Most for Student Results. Teachers 


College Press. New York, NY. 


The main thing is to keep the main thing the main thing! 


Steven Covey 


The New Oxford American Dictionary defines a weed as “a wild plant growing where it is not wanted an in competition with cultivated plants.” This definition captures the essence of why this analogy is so important in a consideration of leadership focus. It is not just the weeds that are unsightly, undesirable, and noxious. It is that there very presence competes for resources – nutrients, water, and space – with the food we are growing to nourish our bodies and the roses that nurture our souls. 


Reeves, D. (2011). Finding Your Leadership Focus: What Matters Most for Student Results. Teachers 


College Press. New York, NY. 


The Dip is the long slog between starting and mastery. A long slog that’s actually a shortcut, because it gets you where you want to go faster than any other path. 


The Dip is the combination of bureaucracy and busy work you must deal with in order to get certified in scuba diving. 


The Dip is the difference between the easy ‘beginner’ technique and the more useful ‘expert’ approach in skiing or fashion design. 


The Dip is the long stretch between beginner’s luck and real accomplishment. 


The Dip is a set of artificial screens set up to keep people like you out. 


The real success goes to those who obsess – the focus that leads your through the Dip to the other side. 


Godin, S. (2007). The Dip: A Little Book That Teaches You When to Quit (and When to Stick). Penguin 


Group, New York, NY. 


“There are many plausible explanations for why districts experience limited results from elaborate planning processes. Some exert massive attention to planning and lost interest when attention turns to implementation. In these districts, the act of planning – not the outcome – is the priority. In other instances, educators may devote incredible resources to developing a plan and delegate responsibility of implementation to others who may be less invested in it. The implementers may care more about completing the task than achieving results” (p. 50). 


Hirsh, S., & Killion, J. (2007). The Learning Educator: A New Era for Professional Learning. National Staff 


Development Council Oxford, OH.   


“Development and implementation are two sides of the same coin. Development entails all of the activity related to creating an innovation (creating, testing, packaging), while implementation addresses establishing the use of the innovation (steps and actions involved in learning how to use it) in adopting sites. The typical pattern is to invest heavily, in terms of people, time, and resources, on the development side. This creates an imbalance, since attention and investment are heavily loaded on the development side, and fails to acknowledge that implementation requires an equal investment of time and money” (p. 6). 


Hall, G., & Hord, S. (2006). Implementing Change: Patterns, Principles, and Potholes. 2nd Edition. Pearson, 


Education. Boston, MA. 


“There are differences between development and implementation. Leaders on the development side, such as policymakers, often lose interest once development is done and implementation begins. They are ready to move on to the next initiative, which frequently leads to loss of support for the implementation of the first initiative. By contrast, change facilitators on the implementation side have to have a great deal of patience and persistence. For example, they are frequently required to answer the same question from different individuals and to give each an appropriate response. Their patience is really tested when the same person asks the same question more than once! But to achieve implementation success, and to prevent small problems from turning into large ones, change facilitators must properly deal with each question” (p. 7). 


Hall, G., & Hord, S. (2006). Implementing Change: Patterns, Principles, and Potholes. 2nd Edition. Pearson, 


Education. Boston, MA. 


Collaboration 


“Together, joined in effort by the burden, they staggered up the last steep of the mountain. Together, they chanted One! Two! Three! and crashed the log on to the great pile. Then they stepped back, laughing with triumphant pleasure...”


William Golding, from Lord of the Flies


“Opening up our own practice, vulnerabilities, questions, and ideas and discussing them with colleagues shows us that we are not so very different. It shows us that together, we are and can become a lot smarter than if we tried to think about and improve teaching and learning on our own”. 


City, E., Elmore, R., Fairman, S., & Teitel, L. (2009). Instructional Rounds in Education: A Network Approach

 to Improving Teaching and Learning. Harvard Education Press, Cambridge, Mass. 


There is always a huge difference between individual capability and collective capability and individual learning and collective learning. But schools are designed and structured in a way that reinforces the idea that my job as teacher is an individual teaching my kids.


Peter Senge


The whole is greater than the sum of its parts. Each individual in a collaboration brings with himself or herself unique characteristics, but when everyone is grouped together, all of those characteristics add up together and become something greater. If you look at the collaborative team as a whole, rather than a conglomerate of individuals, the collaboration will run more smoothly.


http://www.brighthub.com/office/collaboration/articles/71425.aspx



It is the long history of humankind (and animal kind, too) those who learned to collaborate and improvise most effectively have prevailed.


Charles Darwin


Politeness is the poison of collaboration.
Edwin Land

“But I’ve seen that there is no more powerful way to initiate significant change than to convene a conversation. When a community of people discovers that they share a concern, change begins. There is no power equal to a community discovering what it cares about” (p. 22.).
Wheatley, M. (2002). Turning to One Another: Simple Conversations to Restore Hope to the Future. 

Berrett-Koehler, San Francisco, CA.  


“As schools strive to improve student achievement, more and more are using professional development as their primary intervention. Beliefs and practices about professional development are shifting. Research is pointing to the relationship between teachers who work together collaboratively and a resulting improvement in student learning” (p. 101). 
Hirsh, S. & Killion, J. (2007). The Learning Educator: A New Era in Professional Learning. National Staff 

Development Council, Oxford, OH. 


Adaptive Challenges 


Adaptive challenges describe the more difficult work needed, particularly in times of change. A technical fix is one in which the expertise exists within the organization, and simply needs to be accessed and applied to the situation at hand.  Adaptive challenge is the type of work in which easily accessed expertise does not exist, and the group as whole needs to learn new skills, attitudes and behavior in order to make progress on the work at hand.


http://www.cultivatemission.org/wordpress/?p=20

The difference between an adaptive problem and a technical one is key. There are problems that are just technical. I'm delighted when a car mechanic fixes my car, an orthopedic surgeon gives me back a healed bone, or an internist gives me penicillin and cures my pneumonia. That's a key question: is this a problem that an expert can fix, or is this a problem that is going to require people in the community to change their values, their behavior, or their attitudes? For this problem to be solved, are people going to need to learn new ways of doing business?


http://www.well.com/~bbear/heifetz.html

Those periods of struggling to overcome challenges are what people find to be the most enjoyable times.  


Csikszentmihalyi 


Unlike a technical problem, there is no clear, linear path to the resolution of an adaptive challenge. You need a plan, but you also need freedom to deviate from the plan as new discoveries emerge, as conditions change, and as new forms of resistance arise.  


Heifetz., R., Grashow, A., & Linsky, M. (2009). The Practice of Adaptive Leadership: Tools and Tactics for 


Changing Your Organization and the World. Harvard Business Press, Boston, MA. 


Adaptive challenges are typically grounded in the complexity of values, beliefs, and loyalties rather than technical complexity and stir up intense emotions rather than dispassionate analysis. 


Heifetz., R., Grashow, A., & Linsky, M. (2009). The Practice of Adaptive 
Leadership: Tools and Tactics for 


Changing Your Organization and the World. Harvard Business Press, Boston, MA. 


Because addressing adaptive challenges requires stepping into unknown space and disturbing the equilibrium, it is an activity that is inherently uncertain, risky for the organization as well as for the individual, and, for these reasons, often disruptive and disorienting. 


Heifetz., R., Grashow, A., & Linsky, M. (2009). The Practice of Adaptive Leadership: Tools and Tactics for Changing 


Your Organization and the World. Harvard Business Press, Boston, MA. 


Adaptive leadership is not about meeting or exceeding your authorizers’ expectations; it is about challenging some of those expectations, finding a way to disappoint people without pushing them completely over the edge. And it requires managing the resistance you will inevitably trigger.  


Heifetz., R., Grashow, A., & Linsky, M. (2009). The Practice of Adaptive 
Leadership: Tools and Tactics for 


Changing Your Organization and the World. Harvard Business Press, Boston, MA. 


When you exercise adaptive leadership, your authorizers will push back, understandably. They hired you, or voted for you, or authorized you to do one thing, and now you are doing something else; you are challenging the status quo, raising the taboo issue, pointing out contradictions between what people say they value and what they actually value. You are scaring people.  


Heifetz., R., Grashow, A., & Linsky, M. (2009). The Practice of Adaptive 
Leadership: Tools and Tactics for 


Changing Your Organization and the World. Harvard Business Press, Boston, MA. 


“Whenever you find yourself on the side of the majority, it’s time to pause and reflect.”

Mark Twain


Take Action – Combined 1 and 2


“I believe we are closer than ever in knowing what must be done to engage all classrooms and schools in continuous reform. Knowing what must be done… is not the same as getting it done.”  


Fullan, M. (2007). The New Meaning of Educational Change (4th ed.). Teachers College Press, New York, 


NY. 


The best thing you can do is the right thing; the next best thing you can do is the wrong thing; the worst thing you can do is nothing.


Theodore Roosevelt


“Unless words are transformed into action, then we are the proverbial clanging gong, generating lots of noise but little meaning. The results of paralysis in the face of change is toxic and counterproductive” (p. 2). 


Reeves, D. (2009). Leading Change in Your School : How to Conquer Myths, Build Commitment, and Get 


Results. Association for Supervision and Curriculum Development, Alexandria, VA. 


“From my take on what I’ve seen over the years, we seem to enjoy researching; writing and attending workshops on change more than we do enacting change meaningfully over time” (p. 14). 


Bennett, B. (2011). Instruction: A Few Thinks. The Connection. The Staff Development Council of Ontario. 


2(3), 14.  

I can accept failure, everyone fails at something. But I can’t accept not trying.


Michael Jordan


This bridge will take you halfway there- the last few steps you will have to take yourself.
Shel Siverstein 


“There are plausible explanations for why districts experience limited results from elaborate planning processes. Some exert massive attention to planning and lose interest when attention turns to implementation. In these districts, the act of planning – not the outcome – is the priority” (p. 50). 


Hirsh, S., & Killion, J. (2007). The Learning Educator: A New Era of Professional Learning. National Staff 


Development Council, Oxford, OH. 


“We can develop leaders whose focus and vision prevent them from believing that plans are a substitute for action. We can nurture leaders who understand that deep implementation, not a timid incremental approach, is essential for systemic change” (p. 55). 


Reeves, D. (2009). Leading Change in Your School : How to Conquer Myths, Build Commitment, and Get 


Results. Association for Supervision and Curriculum Development, Alexandria, VA. 


