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Situation Analysis

Management Situation Summary


Two elementary school wings are situated adjacent to each other.  Both wings currently teach pre-kindergarten through fourth grade.  Beginning in the upcoming school year the wings will join in an alliance. Wing A will teach classes in pre-kindergarten through first grade, receiving faculty and students from wing B. Wing B will teach classes in second through fifth grades, receiving faculty and students from wing A and faculty from a middle school within the school district.  A single principal and an assistant principal in both wings comprise administration for the two wings. 

Policy and procedures for the two schools are different.  These include the way students are received in the morning and the way they are dismissed in the afternoon, the way supplies are maintained, and office referrals. Two separate offices in the wings are effective but conduct business in different ways. The school district is attempting to reduce office personnel, even though the school will not decrease in enrollment and faculty numbers will only be reduced slightly. The assistant principals have perceived leadership styles that differ.  Approximately half of the teachers will not only change classrooms, but will also change buildings.  This school year the district initiated a new curriculum and information technology module to be completed by the faculty.  There are on going discussions concerning faculty family members who are elementary students with regards to how they may be assigned to schools.  Decision information flow is not satisfactorily perceived for some of the staff and faculty. 


The vision, purpose, and mission were copied from the school’s Campus Improvement Plan, 2006-2007. They are goals one through three respectively. 

Vision – Our school is a place where students reach their full academic and social potential and are responsible citizens in a global society.

Motto – Together We Succeed.

Purpose – To educate students with the active partners of parents, community members, and educators.

Mission – Our school provides a safe, orderly environment that promotes successful student learning.

The school currently does not a written set of values. These values are the same values that students have throughout many schools and have been defined specifically for educators. They are recommended for the school to adopt.

Values

Respect – We show courtesy and professionalism to all people.

Honesty – We are truthful in word and deed.

Fairness – We demonstrate equity in all of our actions.

Integrity – We adhere to a professional code of behavior.

Compassion – We are kind and considerate to others, especially in their time of need.

Citizenship – We uphold the values of our nation.

Responsibility – We are professionals and have the welfare of the student as our primary concern.

Self-discipline – We can be counted on to do the right thing even when no one is watching.

Perseverance – We expend the time and effort to accomplish every task we begin.

Trustworthiness – We are steadfast in our commitment to the “whole” student. 

Stakeholder Analysis with Issues

The following are the school principal’s stakeholders’ list, power, and effectiveness criteria:

	School District (High Power/Low Importance)

· Curriculum directives.

· Adequate resources for schools.
	Assistant Principals (High Power/High Importance)

· Enforcement of school policies and procedures.

	Staff and Faculty (High Power/High Importance)

· Compliance with school policies and procedures.

· Care and education of students.
	Students (Low Power/High Importance)

· Compliance with school policies and procedures.

· Excelling within capabilities.

	Parents (Low Power/High Importance)

· Partners in education.
	Community (Low Power/High Importance)

· Support of school activities.



The following are the stakeholder expectations:

	School District

· 90% or more on appropriate state assessments.
	Assistant Principals

· Flexibility in the management and operations of wings.

	Staff and Faculty

· Resources and support to teach the required curriculum.
	Students

· Safe and orderly learning environment.

· Caring educators.

	Parents

· Effective communications with staff and faculty.
	Community

· Students who are good citizens.



The following are the stakeholder issues:

	School District

· Resistance of school to implement personnel reductions.
	Assistant Principals

· Pending personnel reductions.

· Staff and faculty resistance to the alliance.

	Staff and Faculty

· Movement from comfort zone.

· Lack of needed information communicated by administrators.

· Perceived resource shortages.
	Students

· Adjustment to new policies and procedures from the alliance implementation.

	Parents

· Adjustment to new policies and procedures from the alliance implementation.
	Community

· None assessed.


Effectiveness Analysis

	Internal Efficiency

+Texas Assessment of Knowledge and Skills (TAKS).
	External Efficiency

-Resource shortage perception.

	Internal Effectiveness

+Educator hope and faith.

-Perception of communication from administrators.

+Support of assistant principals.
	External Effectiveness

-Potential initial effect of alliance on students and parents.

+Potential benefits of better resource utilization.


Strengths

· Educators show a strong amount of hope and faith. 

· There is a commitment to the school vision.

· Educators feel a sense of membership at the grade level and school level.

· Educators are committed to the school.

· Educators believe their leaders and peers display altruistic love to everyone.

· The school has a detailed Campus Improvement Plan.
Weaknesses

· Educators do not feel that administrators communicate with them adequately.

· Educators do not feel they will have the required resources next year.

· Alliance will move some educators out of their comfort zone.
Opportunities

· The consolidation of resources resulting in greater efficiency and possible reduction in cost for the district.

Threats

· District impact upon personnel management.
Survey Results

An initial interview was conducted with the principal to discuss an external intervention by the organizational development team. She agreed to the intervention and the assistant principals were subsequently interviewed. In-depth questions were developed from those interviews and appointments were made with select teachers within both school wings. Those interview questions and consolidated responses are contained in Appendix A. Those interview responses formed the basis for the model contained in Appendix B. The model variables were then used to develop survey questions. Questions were scored on a five-point response scale from strongly disagree to strongly agree. Responses were further collapsed into disagree, neither, and agree. On March 7, 2007, 90 out of 101 educators were surveyed. The survey results were presented to the principal on March 28, 2007. At that meeting it was determined to brief the faculty on April 4, 2007, and form a transition team following the presentation. The transition team was recommended by one of the educators during the in-depth interviews.


The survey measured seven independent variables and one dependent variable. Seventy-six percent of the respondents scored in the agree category, 20 percent in the neither category, and four percent in the disagree category in the vision variable, which had an average score of 3.89. Altruistic love, which had an average score of 3.79, scored 77 percent in the agree, 13 percent in the neither, and 10 percent in the disagree categories. Seventy-three percent scored in the agree, 23 percent in the neither, and four percent in the disagree categories in school membership, which had an average score of 3.85. Grade level membership, which had an average score of 3.65, scored 67 percent in the agree, 26 percent in neither, and seven percent in the disagree categories. Hope and faith, which scored an average of 4.19,  scored 89 percent in the agree, 10 percent in neither, and two percent in the disagree categories. 

During the in-depth interviews a number of educators were concerned with the amount of information being received about the alliance. The survey revealed a 48 percent agree, 28 percent neither, and 24 percent disagree responses for the questions on communication, which had an average score of 3,32. Having the required resources was also a concerned raised in the in-depth interviews. There were 55 percent agree, 32 percent neither, and 13 percent disagree responses in the resources requirements variable, which had an average score of 3.52. School commitment, which had an average score of 3.92, received and overall 3.92 percent, with 76 percent in the agree, 17 percent in the neither, and 7 percent in the disagree.

Force-Field Analysis

Probably the oldest intervention in the OD practitioner’s kit bag is the force-field analysis, a device for understanding a problematic situation and planning corrective actions” (Class Handout). The force-field analysis involves seven steps:  

1. Decide upon a problematic situation you are interested in improving, and carefully and completely describe the current condition. See the Issues Statement below for this analysis. 

2. Carefully and completely describe the desired conditions. The two school wings must effectively transition resources by August 2007 to begin the school year as one school. 

3. Identify the forces and factors operating in the current force field. Other schools are in the alliance process elsewhere in the district. Some administrators are providing information to their staff and faculty that has not become a final decision by the school district. The staff and faculty throughout the district exchange information that their administrators provide. This information is not consistent because some administrators elect not to give information that has not become policy. Staff and faculty then perceive their administrators are withholding valuable information. There is also a perception that there will not be adequate resources to teach the required curriculum next year. Many teachers are being moved from their comfort zone of a school and classroom they have been in for, in several cases, most of their career.   

4. Examine the forces. Administrators at the district and school level are the most significant forces in the alliance process. It is clear that there is an unclear information flow from district to the staff and faculty. 

5. Develop strategies for moving the equilibrium from the current condition to the desired condition. The school has taken a major step in realizing there is a problem and identifying specifics through a survey administered by the organizational development team. The principal has identified the need to implement a transition team with members from the staff and faculty. This transition team will be critical to the successful implementation of other strategies and will facilitate buy-in by the staff and faculty.

6. Implement the action plans that should cause the desired condition to be realized. Clear and trusted communication from the administrators to the staff and faculty is essential. The transition team’s ability to achieve concurrence on identification of issues and implementation of solutions will enable the school to be ready to effectively teach students in the next school year. 

7. Describe what actions must be taken to stabilize the equilibrium at the desired condition and implement those actions. The school culture must be changed in the area of office procedures for faculty, students, and parents. There must also be similarities in the area of discipline, shared resource utilization, and general policies and procedures relating to students, such as how students are received, sent to class, and dismissed. Educators must feel they have adequate and timely information to make decisions. They must also believe they will have the resources to successfully teach the required curriculum.

Issue Statement

How can two school wings align by the 2007-2008 school year with designated teachers and classrooms moved, resources available, grade levels formed into functional teams, and policies and procedures understood by all?

Organization Transformation/Development Analysis

An alliance is defined as “the formal agreement between two organizations to pursue a set of private and common goals through the sharing of resources, including intellectual property, people, capital, technology, capabilities, or physical assets” (Cummings and Worley, 465). The two school wings better fit this definition than merger or acquisition. 

Alliance Application Stages

“1. Alliance Strategy Formulation. The first step in developing alliances is to clarify the business strategy and understand why an alliance is an appropriate method to implement it. About one-half to two-thirds of alliances fail to meet their financial objectives, and the number one reason for that failure is the lack of clear strategy” (Cummings and Worley, 465). The decision for alliance has been determined for the schools by the district. However, the many aspects for the specific strategy have been left to the principal. With other schools going through the same process in the district, communications has become an area of concern for the staff and faculty. This was verified in the survey results. This principal has chosen not to relay information from district level meetings that has not been fully agreed upon. However, administrators in other schools have chosen to inform their staff and faculty of actions that are being only considered, and not resolved. Staff and faculty from different schools within the district discuss what they are told by their administrators. When the information is different or incomplete from what they have been told, they begin to distrust their administrator even when there is no reason to.

“2. Partner Selection. Once the reasons for an alliance are clear, the search for an appropriate partner begins. A good alliance partner will leverage both similarities and differences to create competitive advantage. OD practitioners can add value at this stage of the process by ensuring that the similarities and differences among alliance partners are explored and understood” (Cummings and Worley, 465-466). There was not an option in partner selection. The two formerly independent schools are situated next to each other. The decision was made by the school district.

“3. Alliance Structuring and Start-up. The focus shifts to how to structure the partnership and build and leverage trust in the relationship. An appropriate governance structure must be chosen and can include medium-to-long-term contracts. The organization will subordinate its self-interest to the “joint interest” of the alliance under most conditions” (Cummings and Worley, 466). There are perceptions from both school wings in regards to trust. As an example, teachers in one school wing are allowed to retain construction paper in their classrooms. The other school wing maintains construction paper in a common work room. There was a rumor that the an assistant principal’s secretary was going to come to classrooms and remove the construction paper and place this in the work room. It seems the resistance by teachers may be an attempt to retain control of at least one aspect of their classroom during these turbulent times. 

“4. Alliance Operation and Adjustment. Team building, conflict resolution, large-group interventions, work design, employee involvement, strategic planning, and culture change efforts have all been reported in alliance work. OD practitioners should pay particular attention to helping each partner in the alliance clarify the capabilities contributed, the lessons learned, and the benefits received” (Cummings and Worley, 466). During the in-depth interviews one educator suggested a transition team be formed. This was presented to the principal and she elected to form that committee. Several of these interventions will be discussed further.

Motivating Change


Motivating change is critical in this case because the future is uncertain and may adversely affect people’s competencies, worth and coping abilities; and people are willing to change only when there are compelling reasons to do so.  Motivating change is the first step in leading and managing change, and involves the creating of readiness for change among school members and helping them address resistance to change.  Creating readiness for change begins with sensitizing members to the pressures for change.  This may include leaders’ surrounding themselves with devil’s advocates, cultivating external networks that comprise people or organizations with different perspectives and views, or perhaps by visiting other organizations to gain exposure to new ideas and methods. The new ideas may include using external standards of performance such as progress or benchmarks. 

After creating sensitivity to the pressures for change, the discrepancy between current and desired state must be revealed. Desired states may include school goals and standards as well as a general vision of a more desirable future state.  After the discrepancies have been revealed, expectations for change must be conveyed to the school. Because expectations can generate motivation, they can be used to lead school members to invest greater energy into the change programs. Expectations must be realistic and positive for school members to perceive the benefits of a change program. 

The next step in motivating change is overcoming resistance to change. Resistance may be technical, political and/or cultural.  The major strategies for dealing with resistance to change may include: (1) empathy and support – this entails learning how the faculty and staff is experiencing the change, and helps identify those with trouble accepting the change, the nature of the resistance as well as options to overcome resistance; (2) communication-  providing people with sufficient information to dispel unnecessary uncertainty; and (3) participation and involvement – this include involving school members directly in the planning and implementing of the changes.  The benefits of motivating change would be that it would facilitate the school’s acceptance and embracing of the planned changes. The costs of doing this in this case would be low, and as it entails details that serve the benefit of the school’s faculty and staff, there are no obvious negative costs associated with these actions. 

 Changing School Culture


The following practical advice serves as guidelines for culture change.

“1. Formulate a Clear Strategic Vision. Effective culture change should start from a clear vision of the [school’s] new strategy and the shared values and behaviors needed to make it work. This vision provides the purpose and direction for culture change. It serves as a yardstick for defining the school’s existing culture and for deciding whether to proposed changes are consistent with core values of the school” (Cummings and Worley, 490). The school currently has a vision, purpose, and mission. However, this will be an area for the transition team, referred to in this paper as the cooperative faculty-administrator project, to refine during the alliance transition. 

“2. Display [Administrator] Commitment. Culture change must be managed from the top of the organization. [Administrators and leaders] have to be strongly committed to the new values and need to create constant pressure for change” (Cummings and Worley, 490). The school principal is very committed to the successful alliance of the two school wings. She has demonstrated that by allowing the organizational development practitioner team to enter the school, interview and survey the staff and faculty, and then brief those results to the faculty.

“3. Model Culture Change at the Highest Levels.  [Administrators] must communicate the new culture through their own actions. Their behaviors need to symbolize the kinds of values and behaviors being sought. In the few publicized cases of successful culture change, corporate leaders have shown an almost missionary zeal for the new values; their values have symbolized the values forcefully (Cummings and Worley, 490).

“4. Modify the [School] to Support Organizational Change.  Culture change generally requires supporting modifications in organizational structure, human resources systems, information and control systems, and management styles. These organizational features can help to orient people’s behaviors to the new culture” (Cummings and Worley, 491). This is one of the greatest challenges that face the alliance process. Each wing is under the direction of separate assistant principals. They both are very effective, but with different leadership styles. Office procedures are different in each wing. The way students are received in the morning, report to class, and released in the afternoon are currently different for each wing. This is causing concern for the faculty that will move from one wing to another. Many of these teachers have been in the same wing, if not the same classroom for many years. They are being displaced out of their comfort zone into an unknown area. The cooperative faculty-administrator project is an excellent medium to provide recommendations to the administrators on how to align policies and procedures that are satisfactory to the majority of staff and faculty.

“5. Select and Socialize Newcomers and Terminate Deviants.  One of the most effective methods for changing corporate culture is to change organizational membership. People can be selected and terminated in terms of their fit with the new culture. This is especially important in key leadership positions” (Cummings and Worley, 491). A written comment on one survey indicated that the alliance is so traumatic that they will leave the school next year. However, hope and faith in the survey scored very high and it is anticipated that there will be very little loss of staff and faculty due to the alliance.

“6. Develop Ethical and Legal Sensitivity. Culture change can raise significant tensions between organization and individual interests, resulting in ethical and legal problems for practitioners. [Administrators must set] realistic values for culture change and not promise what the [school] cannot deliver; encourage input from throughout the [school] in setting culture values; provide mechanisms for [staff and faculty] dissent and diversity, and educating managers about the legal and ethical pitfalls” and how to resolve issues that may arise (Cummings and Worley, 491). The school principal has direct access to the district, which is setting policies of an ethical or legal nature. 
Employee Involvement Applications (Cooperative Faculty-Administrator Project)

The school principal controls the amount of authority that members have in making recommendations, the amount of information that is shared with them, the amount of training they receive to increase their knowledge and skills, and the rewards for participation. At the conclusion of the organizational development team’s survey results presentation, the principal formally announced the formation of a transition team. She will monitor the membership within the team to ensure that all grades are equally represented.

“1. Define the Purpose and Scope. The first step involves defining the purpose for the parallel structure and initial expectations about how it will function. Organizational diagnosis can help clarify which specific problems and issues to address” (Cummings and Worley, 310). The survey results provide two main issues for the committee. They are communication and resource availability.

“2. Form a Steering Committee. Parallel structures typically use a steering committee composed of acknowledged leaders of various functions and constituencies within the formal organization” (Cummings and Worley, 310). We recommend that a teacher form each grade level be elected by committee members to serve as the steering committee.

“3. Communicate with Organization Members. Continued communication concerning parallel structure activities can ensure member awareness” (Cummings and Worley, 311). As stated previously, communications is a perceived shortfall by the staff and faculty. The transition team can more effectively communicate with their peers to ensure timely and accurate information is provided.

“4. Form Employee Problem-solving Groups. Their formation involves selecting and training group members, identifying problems for the groups to work on, and providing appropriate facilitation” (Cummings and Worley, 311). The steering committee provides the direction and issues for the other groups to develop recommendations on. 

“5. Address the Problems and Issues. They diagnose specific problems, plan appropriate solutions, and implement and evaluate them” (Cummings and Worley, 311). This will enable the school administrators to provide input into the steering committee and receive buy-in from the committee, and ultimately from the entire staff and faculty.

“6. Implement and Evaluate Changes. This step involves implementing appropriate organizational changes and assessing the results” (Cummings and Worley, 312). It will be during the next school year that the evaluation of changes will occur. Some changes may be able to be implemented as a test during the last few weeks of this school year. The Campus Improvement Plan for the 2007-2008 school year may need to be revised a number of times during the implementation and evaluation of changes.

Identification and Evaluation of Alternatives

1. Motivating Change

· Advantages: When the discrepancy between current and desired states is amended, school members can be energized action to improve the school’s circumstance. Developing positive, realistic expectations will increase members’ commitment to the change process and increase energy for the constructive behaviors need to implement it. 

· Disadvantages: Motivating change generally necessitates bringing fears to the surface, and can be an emotional event. There can be technical, political, and cultural resistance to change which may require the implementation of numerous strategies, including empathy & support, communication, and participation and involvement, before they can be overcome. The success of motivating change is dependent on the communication realistic and positive expectations about the changes to come.  

2. Changing School Culture.

· Advantages: Culture change will assist the new school in adapting to the situation and operate at higher levels of effectiveness. It would facilitate acceptance of new policies and procedures, and do so while minimizing resentment among teachers.  

· Disadvantages: There is great difficulty in changing something as deeply rooted as organizational culture, questioning the feasibility of such an effort. Teachers already have assumptions about organizational life and may have great difficulty envisioning anything else. Also, teachers simply may not want to change their cultural assumptions because current assumptions provide a defense against uncertainties and threats. There may also be personal stakes, pride and power in the culture and may actively resist attempts to change it. 

3. Employee Involvement Applications.

· Advantages: Employee involvement, because of its participative style, will increase acceptance of new measures and policies as subordinates have taken an active role in designing factors that affect their work environment. Also, EI increases communication, vertically and horizontally within the school.  It will force the school to identify and address problems and issues teachers face and involve the teachers in the implementation and evaluation of processes. 

· Disadvantages: Employees involvement is a comprehensive process that would involve the alteration of the formal organization.  Almost all organizational features would have to be designed jointly with management and subordinates, which will be time consuming and require a more effort, on the part of the individual, in already demanding profession. 

Recommended Alternatives

1. Motivating Change.

2. Changing School Culture.
3. Employee Involvement Applications.


These alternatives are recommended because they will prepare the school for change, decide how the school will manage change and facilitate the implementation and maintenance of the changes made.  Because of the difficulty of the change for many of the staff, there must be a perceived need for such changes. The acceptance of change will be aided by increasing teacher participation in the making of decisions. Overall, the permanence of the changes implemented to improve the school’s effectiveness and efficiency require a culture change be put in place to unify faculty attitudes and the work environment.   

Implementation and Conclusion

	Intervention
	Implementation 

	Alliance Application Stages
	This began with a decision by the district early on.

	· Alliance Strategy Formulation
	

	· Partner Selection
	

	· Alliance Structuring and Start-up
	

	Motivating Change
	January – May 2007 and continuing through the 2007-2008 school year.

	· Creating Readiness for Change.


	

	· Overcoming Resistance to Change.
	

	Changing School Culture
	January –May 2007

	· Formulate a Clear Strategic Vision
	

	· Display Administrator Commitment
	

	· Model Culture Change at the Highest Levels
	

	· Modify the School to Support Organizational Change
	

	· Select and Socialize Newcomers and Terminate Deviants
	

	· Develop Ethical and Legal Sensitivity


	

	Employee Involvement Applications (Cooperative Faculty-Administrator Project)
	March – May 2007

	· Define the Purpose and Scope
	

	· Form a Steering Committee
	

	· Communicate with Organizational Members
	

	· Form Employee Problem-solving Groups
	

	· Address the Problems and Issues
	

	· Implement and Evaluate Changes
	This will continue through the 2007-2008 school year.


These interventions enable the principal and her assistant principals to align the two school wings by the 2007-2008 school year with designated teachers and classrooms moved, resources available, grade levels formed into functional teams, and policies and procedures understood by all.
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In-depth Interview Questions and Answers

Conducted February 2 – 9, 2007

1. What are the teachers’ greatest concerns about the alliance of the two campuses?

· Moving

· Most talk is good.

· Moving your stuff.

· Getting out of comfort zone.

· Grade level coming may stay as a group.

· Fear of unknown.

· Will we mesh together?

· We are leaving our comfort zone.

· Continued employment.

· Will we have bathrooms in our classrooms?

· Storage.

· Personality of office staff.

· I don’t know what I don’t know.

· Inconsistencies between campuses.

· Jewell is more independent.

· How we plan together.

· No concerns.

· Lack of control in the way we do business.

· Autonomy.

· Specials employment.

2. What are the teachers’ greatest concerns about moving classrooms?

· Storage.

· Getting storage set up in the classroom.

· Lack of space.

· Bathrooms near kindergarten classrooms.

· We will not have enough time to prepare the rooms.

· Summer schools.

· Loss of items.

· Building age difference.

· Not really concerned.

· Moving of personal stuff.

· Size of classroom.

· Physical/emotional.

· Time to set up.

· Packing up and moving.

· When can I move?

· Windows.

· ESL, special reading.

· Outlets.

· Having so many pre-k classes, accidents, nurse visits.

· Learning the school

· Where am I going?

3. What concerns do teachers have about procedural changes?

· Split conference times.

· Arrival, dismissal, and lunch for students.

· I don’t know where things are and if we do it the same.

· Lot of anxiety.

· Things are very different and I won’t know who to go to.

· Jewell is more relaxed.

· Campuses are so different.

· Ordering supplies.

· Teacher/student relationship.

· Office personalities are different.

· Duties.

· Expectations of assistant principal.

· Discipline.

· Negativity feelings about change.

· Student dismissal.

· Construction paper.

· School location of teachers in the district.

· Forgot about what is the best interest of the kids.

· Office referrals.

· Consistencies in rules – parent confusion.

· Alignment, some differences, no stumbling blocks.

· One way or two ways?

· Having to take field trips on TAKS days.

· Different strategies, one is less flexible than the other wing.

· Split on campuses.

4. How nervous are teachers about the alliance?

· Kind of nervous.

· Very nervous, +6.

· 9.5 out of 10.

· Some are leaving because of the move.

· I don’t like Fairview’s office. They are more rigid

· Very anxious, 5 years drawn out.

· Not as nervous as I was.

· We get to keep the same administrators.

· Lack of empowerment.

· Not really.

· Varies.

· Move increases anxiety.

· Loss of sleep.

· Need enough time to get use to it.

· What’s it going to be like?

5. What could make the alliance easier for teachers?

· Meetings together with both campuses.

· Communications about changes as they happen. Rumors are flying!

· More time to plan/interact.

· Administrators have forgotten to ask how the teachers feel.

· Let us know where the classrooms will be and when the furniture will move.

· I need a map of the school so I know the layout.

· Work together before next year.

· Combined UIL activities.

· We need a transition team.

· We need a hallway to connect the campuses.

· Administrators need to make decisions and answer questions.

· Need sense of understanding.

6. How much have teachers been included in the planning process?

· Grade levels once a month.

· 20%.

· None.

· Zero. One grade chair meeting this year.

· We get more information from the district grade chair meeting.

· Quite a bit in the past.

· Not as much this year.

· Partly.

· Input on square foot requirement per child.

· Only at the grade level

· None.

· No, no say so.

· There are so many things the principal doesn’t know.

· Who will I be teaching?

· The principal is prompt at giving answers.

· Emails.

7. What benefits do teachers see in the alliance?

· Communication will be easier.

· Great – incredible things happening on both sides.

· All grade levels are going to be together.

· Networking.

· Early childhood focused campus.

· Able to see other ways of doing things.

· Not sure they see them.

· Increased number of teachers to work with.

· We can share ideas.

· Emergent learners will be together!

· Having grade levels all in one side.

· Resource consolidation.

· No TAKS focus.

· Able to stretch maturity of 1st graders – “big man on campus.”

· Family night geared more towards grade level.

8. Do teachers think they will have the resources they will require next year?

· Never had a problem.

· No problem, putting in orders next week.

· Yes.

· Yes, but in the beginning there may be some problems.

· I don’t know, but I think so. The principal is good about getting us stuff.

· I don’t think so.

· Management of resources, not lack of.

· I am concerned about the budget.

· No, furniture. Big kid furniture adapted to little kids.

9. How do teachers engage in teamwork within this campus? With teachers in the adjoining campus?

· Grade level – fantastic, very team oriented, well, like to plan ahead, pre-k really good kindergarten works very well together, 2nd grade will be fine.

· Campus – good, pretty well at pre-k level, close knit family, somewhat divided.

· FVJ – don’t plan together, a real challenge, physical space, communication, not seen any – forced maybe, there needs to be a lot of compromise.

10. How well do teachers manage their time?

· Terrible about being here too much.

· Awesome.

· OK, I take a lot of stuff home.

· Excellent, given the amount of tasks we have.

· Pretty good.

· Its not easy.

· We do the best we can with what we’ve got.

· Others come on time and leave on time.

11. Do teachers feel the administrators are concerned about how they feel and the questions they have about the move?

· Yes, the principal is too kind-hearted and doesn’t step on toes.
· The principal’s demeanor has changed.
· I get more out of the papers than administrators.
· The principal will not say what she doesn’t know.
· I think so. The principal is very concerned. She is always there and asks about family.
· The principal does care about teachers.
· I don’t know what is going to happen to me.
· Yes.
· They answer when asked but don’t volunteer information.
12. Other comments.

· We use to start meetings with something positive.

· District administration is not visible.

· Low morale can be infectious.

· What are we doing about 5th grade teachers?

· Rumors at other campuses spread and cause stress and confusion.

· 5th grade teachers only get 5 days to interact with us this year.

· Are 3 and 4 year-olds going to be separated in pre-k?

· What about 5th grade resources in the library?

· How will the libraries manage books? I have 3rd graders that read at the 1st grade level.
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SURVEY QUESTIONS

Please take the time to fill out this survey.  It is not necessary for you to write or sign your name on the form.  Although this survey is anonymous and names will not be recorded, we ask that you answer all the questions as accurately as you can.  Thank you.

This Year: 1. Fairview wing_____ 2. Jewell wing_____3.  Other_____     

Grade Level: 1. Pre-K_____ 2. K_____ 3. 1st_____ 4. 2nd_____ 5. 3rd_____ 6. 4th_____ 7. 5th _____ 

8.  Specials_____  9. Special Education_____

Length of Employment at Current School: 1. 1st Year_____ 2. 2 – 4 Years_____ 3. 5 – 9 Years_____ 

4. 10+ Years_____

Length of Employment as a Teacher: 1. 1st Year_____ 2. 2 – 4 Years_____ 3. 5 – 9 Years_____ 

4. 10+ Years_____

Please answer the following questions using these responses:

1 = Strongly Disagree   2  = Disagree   3 = Neither Agree nor Disagree   4=Agree   5= Strongly Agree

1. I understand and am committed to my school’s vision.                                                                         ______

2. The leaders in my school ”walk the walk” as well as “talk the talk”.                                                    ______

3. I feel my school next year will appreciate me, and my work.                                                                ______

4. I feel the combined grade level will appreciate me, and my work.                                                        ______

5. I have faith in my school and I am willing to “do whatever it takes” to ensure that it                     accomplishes its mission.                                                                                                                        ______

6. I feel like “part of the family” in this school.                                                                                          ______

7. My classroom will provide enough space to teach my students next year.                                            ______

8. My school has a vision statement that brings out the best in me.                                                            ______

9. The leaders in my school are honest and without false pride.                                                                 ______

10. I feel my school next year will demonstrate respect for me, and my work.                                            ______

11. I feel my combined grade level will demonstrate respect for me, and my work.                                    ______

12. I persevere and exert extra effort to help my school succeed because I have faith in what it stands for. _____ 

13. I feel the school administrators let me know information in a timely manner.                                       ______

14. I really feel as if my school’s problems are my own.                                                                              ______

15. My classroom will have adequate furniture to teach my students next year.                                          ______

16. My school’s vision is clear and compelling to me.                                                                                  ______

17. My school is trustworthy and loyal to its employees.                                                                              ______

18. I feel I will be valued as a person in my job next year.                                                                           ______

19. I feel I will be valued as a person in my combined grade level.                                                              ______

20. I demonstrate my faith in my school and its mission by doing everything I can to help us succeed.     ______

21. I have all the information I need to make a smooth transition next year.                                                ______

22. I would be very happy to spend the rest of my career with this school.                                                  ______

23. I will have enough supplies to teach my students next year.                                                                   ______

24. My school’s vision inspires my best performance.                                                                                  ______

25. The leaders in my school have the courage to stand up for their people.                                                ______

26. I feel I will be highly regarded by my leaders next year.                                                                        ______

27. I feel highly regarded by my fellow teachers.                                                                                          ______

28. I set challenging goals for my work because I have faith in my school and want us to succeed.           ______

29. Grade chairs pass information to teachers as soon as possible.                                                               ______

30. I talk up this school to my friends as a great place to work for.                                                              ______

31. I will have enough textbooks to teach my students next year.                                                                 ______

32. My school is kind and considerate toward its workers, and when they are suffering, want to                        do something about it.                                                                                                                              ______

33. I rely on my administrators and grade chair for information rather than rumors.                                   ______

34. I feel a strong sense of belonging to my school.                                                                                      ______

Please identify any other issues not covered in this survey that you feel need more attention.

1. _______________________________________________________________________________________

2. _______________________________________________________________________________________

3. _______________________________________________________________________________________

Other Comments:__________________________________________________________________________

SEGREGATED VARIABLES (as of 3-1-07)

Vision – describes the organization’s journey and why we are taking it; defines who we are and what we do.

1. I understand and am committed to my school’s vision.

2. My school has a vision statement that brings out the best in me.

3. My school’s vision is clear and compelling to me.

4. My school’s vision inspires my best performance.

Altruistic Love – a sense of wholeness, harmony, and well being produced through care, concern, and appreciation for both self and others.

1. The leaders in my school ”walk the walk” as well as “talk the talk”.

2. The leaders in my school are honest and without false pride.

3. My school is trustworthy and loyal to its employees.

4. The leaders in my school have the courage to stand up for their people.

5. My school is kind and considerate toward its workers, and when they are suffering, want to do something about it.

Membership (School) – a sense that one is understood and appreciated.

1. I feel my school next year will appreciate me, and my work.

2. I feel my school next year will demonstrate respect for me, and my work.

3. I feel I will be valued as a person in my job next year.

4. I feel I will be highly regarded by my leaders next year.

Membership (Grade Level) – a sense that one is understood and appreciated.  

1. I feel the combined grade level will appreciate me, and my work.

2. I feel my combined grade level will demonstrate respect for me, and my work.

3. I feel I will be valued as a person in my combined grade level.

4. I feel highly regarded by my fellow teachers.

Hope/Faith – the assurance of things hoped for, the conviction that the organization’s vision/ purpose/ mission will be fulfilled.

1. I have faith in my school and I am willing to “do whatever it takes” to ensure that it accomplishes its mission.

2. I persevere and exert extra effort to help my school succeed because I have faith in what it stands for.

3. I demonstrate my faith in my school and its mission by doing everything I can to help us succeed.

4. I set challenging goals for my work because I have faith in my school and want us to succeed.

Communication – a belief that accurate, timely, and needed information is transmitted.

1. I feel the school administrators let me know information in a timely manner.

2. I have all the information I need to make a smooth transition next year.

3. Grade chairs pass information to teachers as soon as possible.

4. I rely on my administrators and grade chair for information rather than rumors.

Organizational Commitment – the degree of loyalty or attachment to the organization.

1. I feel like “part of the family” in this school.

2. I really feel as if my school’s problems are my own.

3. I would be very happy to spend the rest of my career with this school.

4. I talk up this school to my friends as a great place to work for.

5. I feel a strong sense of belonging to my school.

Resources Requirements – the amount of classroom space, furnishings, supplies, and materials needed to teach the required curriculum.

1. My classroom will provide enough space to teach my students next year.

2. My classroom will have adequate furniture to teach my students next year.

3. I will have enough supplies to teach my students next year.

4. I will have enough textbooks to teach my students next year.
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