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ABSTRACT

CONTINUED PROFESSIONAL DEVELOPMENT FOR TEACHERS:
TEACHER AND ADMINISTRATOR PERCEPTIONS

By

Sue Ann Yovanovich

Two interview schedules were designed to collect
information from teachers and administrators about their
perceptions of continued professional development for
teachers. The interview questions were based on six
Inquiry Areas that focused on different aspects of
continued professional development for teachers.

The major data analysis used was a content analysis.
Each response was recorded, recurring responses were
tabulated and like responses were identified. Response
Categories for organizing the responses were drawn from the
data. To interpret the meaning of the teacher data and the
administrator data, a formula for defining Key Response
Categories was established.

Findings of the study included:

Teachers' beneficial activities are more varied than
administrators’';

Teachers' definition of continued professional
development has changed;

Teachers and administrators identify informal

activities as most beneficial;



Sue Ann Yovanovich

On-going long term commitments are the foundation for
effective continued professional development for teachers.

Recommended questions for further study included:

Are informal activities as beneficial to educational
professionals in their continued professional development
as they say they are?

What kind of initiatives can be started to reduce
differences in perceptions of teachers and administrators?

Do other professionals exhibit similar attitudes
about continued professional development?

Can an instrument be developed and validated for
measuring continued professional development
understandings?

Can formal continued professional development
activities be as effective as informal activities if
jointly planned with administrators and teachers?

Can teacher negotiations be used to improve teacher
participation in continued professional development

activities?
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Teachers' and administrators' greatest skill is the
ability to communicate;

Teachers and administrators choose to participate in
formalized activities;

Participation in professional organizations is a key
activity for teachers and administrators;
Administrators understand the preferred types of
continued professional development activities of teachers;
Administrators understand teachers' reasons for
non-participation;

Administrators understand the value teachers place on
continued professional development;

Administrators underestimate the extent of teachers'
involvement; and

Administrators underestimate the extent of teachers'
participation.

Conclusions of the study included:

Continued professional development for teachers must
be varied in nature and there must be opportunities for
informal interaction;

Professional organizations must be recognized as a
key element;

Teachers and administrators must work together in a

coalition;
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CHAPTER I

INTRODUCTION TO THE STUDY

Background

The inservice education of teachers has been examined
through many studies. However, according to Howey and
vaughn (1983), professional development for teachers has
not always been an important part of the public school
program. They emphasized that until and throughout most of
the 19th century, the training which teachers received in
normal schools and teacher's colleges was considered
sufficient to provide them with the skills and knowledge
necessary to sustain them throughout their professional
careers.

In his testimony before the U.S. Senate Subcommittee
on Education, Davies (1967) termed inservice teacher
education "the slum of American education." Edelfeldt
(1974) referred to inservice education of teachers as the
stepchild of teacher training. Harris (1980) pointed out
that the nationwide approach to inservice education for
teachers tended to be casual or sporadic. As stated by
McLaughlin and Marsh (1979), during the 1950's and 1960's,
universities were more concerned with preservice education

and local school systems were busy building new schools in



2
an attempt to accommodate the increasing enrollments. This
was supported by Harris (1980) when he indicated that local
school officials were preoccupied with school building
projects and recruitment of new personnel and colleges were
preoccupied with preservice preparation in response to the
demand for teachers. According to Joyce (1981), by 1970
the school population began to shrink, educators began to
age in service and calls for economy and quality in
education became a major public issue. This decrease in
school population accounted for a reduction in professional
staff and less teacher turnover. As a result of this,
fewer new ideas were being brought into the schools by
recently-graduated teachers. As stated by McLaughlin and
Marsh (1979), "local school systems can no longer rely on
"new hires" to bring fresh ideas into district classrooms
and must face the problem of how to upgrade the skills of
the teache:s they already have." Howey and Vaughn (1983)
reported that the scientific and technological advances of
the late nineteenth and early twentieth century introduced
much new content into our schools. As summarized by Joyce
(1981), the changes in society during the mid-60's included
social reforms such as integration, multicultural
education, and mainstreaming of handicapped students into
public schools. Technical reforms included the massive use
of television in the classroom; the use of an airplane
carrying a television antenna to beam messages to

classrooms; the development of multimedia data storage and
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retrieval systems and multimedia learning systems;
computer-assisted systems; and the use of simulators and
simulation games. Schools were identified as the vehicle
to accommodate these reforms. As pointed out by
Christensen (1981), "in any rapidly changing society, the
schools are often asked to be a vehicle for assimilating
and transmitting changes.” New theories about education
and educational methodology were founded. McLaughlin and
Marsh (1979) referred to the period from 1965-1975 as the
"Decade of Reform" in education. Dillon-Peterson (1981)
called this period the "Decade of Innovation" in education
and stated two reasons for this movement: (1) the
educator's and public's growing awareness that schools were
not adequately serving the needs of all students; and (2)
innovation was "in." 1In an attempt to meet the needs of
students, to incorporate the new technological and
sociological theories and to satisfy the public, schools
attempted to make changes. Howey and Vaughn (1983)
expressed a concern that even though the theories behind
these programs were sound and sensible, they either failed
or came close to failure because those responsible for
instituting them left out one important ingredient. They
failed to recognize that the success of those programs
depended on the teachers who were expected to implement
them. As Dillon-Peterson (1981) pointed out, there were
often no sound conceptual bases for the changes and the

criticism of "change for change's sake" was, in many cases,
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well deserved. If teachers were resistant, unwilling or
uncomfortable with the new theories and methods, they would
not use them. As pointed out by Howey and Vaughn (1983),
an obvious means to introduce this new knowledge and to
show teachers how to put that new knowledge and technology
into practice was staff development activities. 1In
response to this need, Smyth (1982) pointed out that there
were token gestures in the form of isolated and largely
ineffectual in-service days. He stated that the implicit
presumption is that teachers have weaknesses in their
teaching, or gaps in their knowledge, that require
correction. As stated by Howey and Vaughn (1983), staff
development was perceived as a way to correct a deficit
rather than as a normal growth process.

Several studies (Edelfelt & Lawrence, 1975; Nicholson
et al., 1976; Vanderpool, 1975) stressed that there is no
longer a distinct line between preservice and inservice
education. They revealed that inservice training for
teachers is moving from a remedial, one-shot approach to a
continuing process. Furey (1978) stated that inservice
education is being transformed into long-term ongoing staff
development. He also stated that whether such staff
development is focused on improving instructional or
managerial skills or on providing opportunities for
personal growth, it must be viewed as an essential part of
the educational process rather than a remedial frill for
the ineffective or the ill-prepared. Wilson (1978) pointed

out that a staff development program that encourages and
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enhances career long learning is in the best interest of
students as well as staff members. As stated by Joyce
(1981), if the education profession is to flourish and if
schools are to be a vital force in society, it is necessary
to rebuild the school into a lifelong learning laboratory
not only for children but for teachers as well. As studies
were conducted and articles written, various terms evolved.
As indicated by Miller (1977) most inservice experiences
focus on training of a specific skill, but training is too
narrow a term and he suggested that inservice training
should be re-labeled inservice education, which is broader
and more inclusive. Johnston, Adams and Nudson (1978)
suggested that the term "staff development" be viewed in
the broad sense, which includes the concepts of inservice
training, career development, management and organization
development. Griffin (1983) indicated that the term
"teacher inservice education" locates professional growth
unilaterally and does not acknowledge that teachers are
only one part of a complex and often misunderstood system
of interaction. But, the term "staff development"
acknowledges that what is to be accomplished and with whom
and can be considered more comprehensively. Burke, Fessler
and Christensen (1984) added the term "professional growth"
to staff development and stated that the concept should be
broadened to include concern for the personal needs and
problems of teachers. They reviewed the literature in
adult life stages and career development and indicated that

inservice education is a life-long ongoing process. As
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reported by McLaughlin and Marsh (1979) the Rand Study
emphasized learning for professionals as part of an ongoing
program building in an organizational context. One
assumption communicated by the Rand Study was that staff
development implies long-term teacher responsibilities,
collaborative planning, and the implementation of

significant change in schools.

Statement of the Problem

As a result of the changes in education, there has
been a growing awareness and concern for the continued
professional development for teachers. Pressure has been
exerted on teachers by parents who are dissatisfied with
the lack of progress of their children; employers who are
unhappy with the quality of work of new employees; the
general public who is questioning the lack of basic skills
of high school graduates; and school boards and
administrators who are demanding accountability.

As pointed out by Cruickshank, Lorish and Thompson
(1979), much has been written about inservice teacher
education, but the literature provided little direction or
clarity. In a review of several studies, they observed
four major trends: (1) a move from a compensatory to a
complementary view of inservice teacher education; (2) a
progression from a discrete to a continuous view of
inservice teacher education; (3) a shifting from a

relatively simple to a complex inservice teacher education;
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and (4) from a narrow control of inservice education
programs by school administrators and/or university
professors to collaborative governance, including the
clients - teachers.

This concern about the effectiveness of continued
professional development for teachers prompted Phi Delta
Kappa, an international honorary fraternity, to establish a
Commission of Personnel Renewal in the 70's. The
Commission conducted a survey in an attempt to determine
what continued professional development opportunities were
being offered to educators, to examine the relative worth
of continued professional development alternatives, and to
recommend ways of making continued professional development
more meaningful in the view of the recipients. The results
of the survey indicated that local continued professional
development activities possessed discrepancies between what
"is™ and what "ought to be." One significant finding was
that teachers and administrators differed dramatically in
their respective perceptions of the same continued
professional development activity. It was also apparent
from the findings that if continued professional
development for teachers was to be optimized it had to be
perceived as worthwhile, relevant and effective by both

teachers and administrators.

Purpose of the Study

The purpose of the study was to determine if there

are differences in the way special education teachers
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perceive continued professional development for teachers
and in the way administrators perceive continued
professional development for teachers. Further, do
teachers and administrators identify different kinds of
activities which they find beneficial to them in their
roles as teachers and administrators? Do teachers and
administrators define continued professional development
differently? Do teachers and administrators place a
different value on continued professional development for
teachers? What is the extent of involvement in continued
professional development activities on the part of
teachers? 1In what ways are administrators involved in the
planning of continued professional development activities
for teachers? What are the possible barriers to continued
professional development as identified by teachers and by
administrators? And, how broadly do teachers and
administrators see the purpose of continued professional
development for teachers? Finally, can the recommendations
for changes to improve continued professional development
for teachers be grouped in any defined way by both teachers

and administrators?

Importance of the Study

A review of the literature and studies which have
been conducted about continued professional development for
teachers indicated a concern that teachers and
administrators don't share the same viewpoints about what

activities are effective and valuable.
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This study was an attempt to determine what
perceptions teachers have about their own continued
professional development and to compare that to the
perceptions which administrators have about continued
professional development for teachers. By posing the same
questions to both teachers and administrators, a comparison
was made to determine if there were differences and
similarities and what those differences and similarities
were.

After comparing responses of teachers and
administrators, conclusions were drawn about continued

professional development for teachers.

Inquiry Areas

The study addressed the basic question of continued
professional development for teachers. More specifically,
how do teachers perceive it and how do administrators
perceive it? The study examined six Inquiry Areas. These
areas of inquiry were the basis for the study.

The first area of inquiry looked at personal
reflections of teachers and administrators regarding their
own continued professional development. By answering a set
of questions designed to probe the nature of activities in
which they were involved, respondents were provided an
opportunity to reflect on their own continued professional
development.

The second area of inquiry was the conceptualizations

that teachers and administrators have regarding continued
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professional development for teachers. By answering a set
of questions designed to find out what continued
professional development meant to them, respondents were
provided an opportunity to formulate a definition of
continued professional development.

The third area of inquiry was the value that teachers
and administrators placed on continued professional
development for teachers. By answering a set of questions
designed to determine what value they placed on continued
professional development, respondents were provided an
opportunity to examine what value they placed on continued
professional development for teachers.

The fourth area of inquiry were the kinds and level
of participation of teachers and administrators in
continued professional development for teachers. By
answering a set of questions designed to examine the
relationships between activity and definition, the
respondents were provided an opportunity to broaden their
operational definition of continued professional
development for teachers.

The fifth area of inquiry was the recommendations for
changes which teachers and administrators made regarding
continued professional development for teachers. By
answering a set of questions designed to determine what
changes they would recommend, the respondents were provided
an opportunity to list specific recommendations about

continued professional development for teachers.
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The sixth area of inquiry was additional comments
which teachers and administrators had about continued
professional development for teachers. This question
provided the respondents an opportunity to identify areas

which were accidentally omitted on the interview schedule.

Definition of Terms

The following terms were used in the description of
the study. Definitions for each term are provided to form
a common basis for understanding.

In-service Education for Teachers - any planned program

of learning opportunities afforded staff members of
schools, colleges, or other educational agencies for
purposes of improving the performance of the individual in
already assigned positions. (Harris, 1980)

Staff Development - the provision of activities designed

to advance the knowledge, skills, and understanding of
teachers in ways that lead to changes in their thinking and
classroom behavior. (Fenstermacher and Berliner, 1985)

Professional Development - an individual process

influenced more pervasively by administrative and
contextual features of the educational system within which
teachers work than it is by the particular forms of
in-service education available. (Ingvarson & Greenway,
1981)

Professional Growth - any improvement in or development

of educational and personal skills. (Larson, 1984)
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Personal-Professional Growth - personal growth in: self

understanding and self-acceptance, competencies including
skills, attitudes and knowledge pertaining to one's
occupational responsibilities, singly and in concert

with others, including pre-teaching and teaching
experience. Inservice education is seen as a part of the
process. (Holly, 1977)

Continuing Education - a great unspecified diversity of

educational endeavor beyond the usual sequences of schools
and colleges. (Harris, 1980)

Adult Learning - the adult life process involved with

obtaining knowledge, understanding, or skill through
experience, study, or instruction. (Warnat, 1979)

Inquiry Areas - the concepts probed by the study and on

which the study was focused.

Teacher's Interview Schedule (TIS) - a set of interview

questions designed to probe the perceptions teachers have
about their own continued professional development.

Administrator's Interview Schedule (AIS) - a set of

interview questions designed to probe the perceptions
administrators have about continued professional
development for teachers.

Continued Professional Development For Teachers -

individualized, continuous and systematic process whereby
teachers improve their professional competency. (Larson,

1984)
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Overview

The study focused on the premise that teachers and
administrators hold different perceptions of continued
professional development for teachers. Chapter I consists
of an introduction to the study, background information, a
statement of the problem, the purpose of the study, and the
importance of the study. Chapter II includes a review of
the research and literature related to the continued
professional development for teachers and an examination of
the literature about adult learning as it relates to the
continued professional development for teachers. Chapter
III describes the methodology used to collect the data for
the study: population and sample, instrumentation and data
analysis technique. Chapter IV presents an analysis of the
data: inquiry areas, related interview questions,
statistical data, description of the responses and selected
examples and/or quotes from the respondents. Chapter V
presents a discussion of the findings, the conclusions
drawn from the findings, and recommendations for further
study in the areas of continued professional development

for teachers.



CHAPTER 1II
REVIEW OF RELATED LITERATURE

The study was concerned with perceptions of teachers
and administrators regarding continued professional
development for teachers. This chapter reviewed not only
the literature related to the continued professional
development for teachers but also examined the literature
in the area of adult learning as it relates to the

~continued professional development for teachers.

Schools and Continued Professional Development

One of the most pressing issues facing school
districts is the challenge of providing meaningful
continued professional development for teachers. This
challenge to provide continued professional development for
teachers was brought about by four factors: (1) changes in
society, (2) decline in student enrollment resulting in (3)
lower turnover in teaching staff and (4) advances in
technology.

As stated by Wilson (1978), "Changes in our society
have come about very rapidly in the past few decades, and
all indications are that the rate of change will become

even more dramatic in the future." Christensen (1981)

14
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pointed out that public schools have always been considered
the vehicle for assimilating and transmitting changes in
society and as advances were made in technology and new
theories were developed in psychology and sociology, this
expectation for schools has continued. Many social reforms
came about in the mid-60's which resulted in changes in
society and thus, changes in expectations for the schools.
(Joyce, 198l1). Desegregation, an attempt to integrate
society through redistricting of school districts is one
example. Multicultural education, which was directed at
helping students to understand their own heritage and that
of fellow students, is another example. Also Public Law
94-142 mandates that handicapped students have the right to
be educated in the public schools and mainstreamed into
regular classrooms. These reforms have had a great impact
on the schools. Banks (198l) pointed out that changes in
our society are influencing the structure and focus of
inservice and staff development programs. Teachers must
learn new methods and techniques to be able to fulfill the
expectations of society. As observed by Floden and Feiman
(1981), "Since teachers make a difference in education, one
promising way to improve education is through changes in
teachers."

The steady decline in student enrollment and the
closing of schools brings about the reduction in staff and
therefore, as Porter (1978) predicts, the teaching staff

will include persons with extended experience at the
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maximum salary level. As stated by Wilson (1978), teaching
staffs are becoming more stable and with fewer new staff
members entering the profession, we can no longer rely on
them as our natural source of vitality and fresh ideas. As
Furey (1978) suggested, "Since recruitment is no longer a
realistic means for revitalizing faculties, the thrust for
growth and updating of skills will have to come from
programs aimed at currently employed administrators and
teachers."™ School corporations have been challenged to
provide continuous, individualized, personalized and
innovative education programs for their staffs.
The introduction of instructional technology brought about
many changes in the schools. As a result of the use of
television in the classroom, multimedia learning systems,
computer-assisted instruction, the use of simulators and
simulation games, new curricula were developed and
implemented. Wood and Thompson (1980) suggested that as
the 1960's and 1970's were the decades of curriculum
development, the 1980's will be the decade of staff
development.

Schools, universities and communities have been
challenged to work together to provide a continuous program
of education for teachers. With the advent of
technological changes, teachers must be trained not only in
the use of the equipment but they must also be given
assistance in developing the skills to adapt the curriculum

and/or to implement the new curriculum. Farnsworth (1981)
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stated "For a teacher to meet the instructional challenges
of an ever changing education system, a lifelong exposure

to instructional methods and strategies is very important."

Concept of Continued Professional Development

The concept of continued professional development has
many meanings. As Corrigan (1984) stated, "The notion of
contihuing education to keep up with rapid changes in all
aspects of life forces an extraordinarily important
realization: no one will ever 'complete' an education."
This idea was reinforced by Day (1981) as she suggested
that "Learning and growth take place throughout an
individual's lifetime and must continually be a renewing
process."

The concept of continued professional development for
teachers has been defined in many ways. For many years, it
was termed "inservice" or "in-service." As noted by Holly
(1979), teachers identified "inservice" or "in-service" as
"prescriptive, remedial and often, a constraint to growth."
Miller (1977) stated that most inservice experiences focus
on training of specific skills. Traditionally, inservice
education for teachers has meant formal coursework toward a
degree beyond the Bachelor degree, a short-term remedial
workshop, an inspirational speaker, a lecture, or any other
activity that was required to advance on their career
ladder or to fulfill requirements for certification or

advancement on the salary schedule. Inservice education
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prior to the early 1970's didn't receive much attention
from schools nor from the state or federal departments of
education. It was recognized as an essential part of the
school program, but was treated casually or sporadically
(Harris, 1980). Schools and government agencies were
involved in instituting social reforms in the 1960's and
early 1970's and they failed to realize that the success of
those programs depended on the teachers who were expected
to implement them (Howey and Vaughn, 1983). They failed to
address the idea of the unwillingness or incompetency of
teachers to implement these programs. As difficulties with
these programs arose, attention was focused on inservice
education for teachers. In his testimony to the 1967 U.S.
Senate Subcommittee, Davies (Harris, 1980) termed inservice
teacher education the "slum of American education."” 1In
1971, the Rand Corporation under the sponsorship of the
United States Office of Education, began a four-year,
two-phase study of federally funded programs designed to
introduce and spread innovative practices in public
schools. The Rand study dealt with a number of issues that
are related to the design and implementation of staff
development programs. Brimm and Tollett (1974) suggested
that the "professional preparation of teachers is a
continuing process, and self-renewal must occur if teachers
are to stay in tune with the changing needs of their
students."” Edelfelt and Johnson (1975) defined inservice

education of teachers as "any professional development
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activity that a teacher undertakes singly or with other
teachers after receiving her or his initial teaching
certificate and after beginning professional practice."
Joyce, Howey and Yarger (1976) attempted to re-define
inservice for teachers. They included such terms as
job-embedded, job-related, credential-oriented,
professional-organization-related and self directed. They
attempted to point out that inservice was more than a
passive activity and that it was comprised of several
components. Holly (1979) advocated that the "term
'inservice' or 'in-service' denotes passivity and a more
active and useful term, one which carries with it by
definition its purpose, would be more appropriate,
'‘professional growth.' And, possibly, since the
'personal,' which is an essential part of professional
growth has been forgotten or neglected, the term
'personal-professional growth' might go a long way toward a
more effective reconceptualization of what has been called
'‘inservice education.'"™ Wade (1984-85) suggested that
"Inservice education and staff development have been used
interchangeably to mean any training activity designed to
increase the competencies needed by teachers in the
performance of their assigned responsibilities."” In their
report of the Rand Study, Berman and McLaughlin (1978)
pointed out that if schools are to implement change and
improve programming, emphasis must be placed on staff
development comprised of many components including a

school-site component and a peer-based component.
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The use of such terminology as staff development,
professional development, professional growth, continuing
education, staff renewal and on-the-job training is an
effort to emphasize the fact that continued professional
development for teachers encompasses many activities.
Though the meanings are similar, Harris (1980) pointed out
that distinctions can and should be made in order to avoid
confusion.

In 1981 the Association for Supervision and
Curriculum Development published a Yearbook on staff
Development in which the authors pointed out that an
individual's education cannot be considered complete after
12 to 14 years of formal schooling, but that learning and
growth take place throughout an individual's lifetime and
must continually be a renewing process.

Dale (1982) defined staff development as the
"totality of educational and personal experiences that
contribute toward an individual's being more competent and
satisfied in an assigned professional role." He considered
inservice education as one function of staff development.

The National Society for the Study of Education
published its Eighty-second Yearbook on Staff Development
in 1983. As Griffin (1983) pointed out the term "staff
development" is defined and interpreted in many ways. He
defined it as "any systematic attempt to alter the
professional practices, beliefs, and understandings of

school persons toward an articulated end."
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Fenstermacher and Berliner (1985) stated that the
"staff development of the eighties is not the same as the
in-service education of earlier decades."” They indicated
that staff development is no longer the primary
responsibility of individuals, but is shared by any person
who is connected with the schools, e.g., students, parents,
administrators, consultants, custodians, secretaries, bus
drivers, cafeteria workers, etc. It is defined as the
"provision of activities designed to advance knowledge,
skills, and understanding of teachers in ways that lead to
changes in their thinking and classroom behavior."” 1In
Edwards' study (1977) of teacher perceptions, she stated
that "teacher perceptions of the existing parameters
coupled with their past and present experiences in
inservice education will continue to hinder the development
of inservice education as a means of positive professional
growth experiences."

As the literature indicated, continued professional
development for teachers has moved from a single activity
with a single purpose to include all those activities and
associations which Smith (1970) termed the "continuous
elevation of educational opportunities and processes as
well as the advancement of the educational profession upon
which they depend."” It has been noted that teachers should
be actively involved in the learning process and that
inservice education or staff development or continued
professional development for teachers should address the

issue that teachers are learners and this fact should not
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be overlooked in the planning of professional development
activities. For the purpose of this study, continued
professional development for teachers is defined as an
individualized continuous and systematic process whereby
all educators improve their professional competency.

(Larson, 1984).

The Teacher and Professional Development

In several studies which have been conducted in an
attempt to find out what teachers think about inservice
education, the results indicated reasons why inservice
education for teachers is ineffective or why teachers hold
negative attitudes toward it. The results of a study
conducted by Ainsworth (1974) indicated that teachers were
dissatisfied with inservice programs which they had
experienced but did not have a clear idea of what inservice
programs could be. Sixty percent of the respondents
indicated a great concern for quality inservice
presentations.

Brimm and Tollett (1974) reported that teachers want
to be involved in the planning of inservice education
programs, they want it to be individualized with specific
objectives and follow-up procedures and they want it to
relate to their work in the classroom.

Mangieri (1976) emphasized that teachers, having been
the recipients of numerous administration-initiated
inservice offerings, have redefined inservice in terms of

its irrelevancy, ineffectiveness, and inefficiency.
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According to Holly (1977), teachers who participated
in her study, despite making some negative comments about
their inservice training experiences, did desire to take
part in professional development activities.

Wood and Thompson (1980) noted that while educators
were generally negative about current practice, nearly all
teachers and administrators see inservice education as
crucial to improved school programs and practice.

As summarized by Wood and Thompson (1980), the
reasons for current problems in staff development programs
included (1) negative attitudes held by educators toward
inservice education; (2) the view of teachers held by
administrators; (3) the fact that inservice education has
been focused on districtwide needs rather than on
individual school needs; (4) most inservice education has
focused upon information assimilation; and (5) the kinds of
practices in inservice training which teachers are asked to
use in their classrooms have not been modeled. In summary,
the authors concluded that given these problems, educators
need to focus their attention to redesigning staff
development. They suggested that a look be taken at the
nature of adult learning when designing inservice education
programs.

Warnat (1979) indicated that emphasis is still placed
on the cognitive dimensions of learning, which actually
represents only 10-20 percent of adult learning functions,
while the affective dimensions encompassing 80-90 percent

are barely touched in inservice education activites.
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Martin (1983) conducted a study in which he tested the
effects of a systematic cognitive intervention program on a
group of teachers during a one-year period. It was
concluded that "in-service training for teachers in
improvement of their adult cognitive skills is essential to
many of the daily professional tasks of the teacher."
Bents and Howey (1981) conducted a study of staff
development practices in which they concluded that staff
development was still being provided in the same manner as
it had been in previous years, as a one or two hour
lecture-discussion on a single topic of general interest.
It was not personalized, teachers were not involved in the
planning process and there were no follow-up activities
scheduled. The participants were not actively involved as
learners nor was it considered to be a continuous
experience. In reviewing the work of Hunt and Hunt and
Sullivan on developmental growth, Bents and Howey (1981)
suggested that staff development programs could be tailored
to individual developmental needs and specific learning
styles. Burden (1979) discussed the stages of teacher
career development in terms of human development. He
advocated that staff development programs be tailored to

accommodate teachers' needs at different career stages.

The Adult Learner

Sprinthall (1979) reported that Heath, Sullivan and
others find that developmental concepts do provide powerful

differential explanations for adult behavior and therefore,
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levels of psychological maturity and levels of conceptual
development determine the quality of adult functioning.
Warnat (1979) defined adult learning as the "adult life
process involved with obtaining knowledge, understanding,
or skill through experience, study, or instruction."” At
this point, Warnat (1979) suggested a review of the
contributions of the recognized leaders in the evolution of
the concept of adult learning. Lindeman (1926) indentified
the following key assumptions about adult learners:
1. Adults are motivated to learn as they experience
needs and interests that learning will satisfy.
2. An adult's orientation to learning is life-
centered.
3. Experience is the richest source of resource for
an adult's learning.
4. Adults have a deep need to be self-directing.
5. Individual differences among people increase with
age.
Warnat (1980) identified other contributors including
Cyril Houle who, in the 1950's, categorized adult learners
into three groups: goal-oriented learners,
activity-oriented learners and learning-oriented
learners. Allen Tough (1971) developed a formula to
identify the adult's learning effort, which he refers to as
an adult learning project.
Knowles (1978) based his andragogical theory on four

assumptions:



26

1. As an individual matures, his self concept moves
from total dependency to an increasing self-
directedness.

2. As an individual matures, he accumulates an
expanding reservoir of experiences that
provides him with a broadened base on which
to relate new learning.

3. As an individual matures, his readiness to learn
is decreasingly the product of his biological
development and academic pressure and is
increasingly the product of the developmental
tasks required for performance of his evolving
social roles.

4. As an individual matures, there is a shift in
learning from problem-centeredness.

From these assumptions, Knowles derived the following

implications:

1. Adults enjoy planning and carrying out their own
learning experiences.

2. Discovery of how to learn from experience is the
key to self-actualization.

3. Mistakes are opportunities for learning.

4. Adult readiness to learn grows out of a
recognition of the need to know.

5. Formal curriculum development is less important
than finding out what the learners want to know.

6. Adults need the opportunity to apply and try out

learning immediately.



27
If these assumptions are valid, it is necessary to
plan and to develop continued professional development for

teachers with the view that teachers are adult learners.

The Teacher As An Adult Learner

The uniqueness of the teacher as an adult learner
must be considered in a discussion of continued
professional development for teachers. As noted by Fessler
and Burke (1983), efforts to develop effective inservice
education programs should take into account the teacher's
stage of development and should also recognize the
existence of behaviors that overlap different stages and
that reflect the relationship between personal needs, job
requirements, and role behavior.

According to Burden and Wallace, (1983), the research
in staff development and in teacher career development
provides useful information so that staff development
programs can be tailored to accommodate teachers' needs at
different career stages. Based on Burden's study (1979),
Burke and others (1984), developed a career cycle model for
teachers as adult learners. Their model suggests the

following:
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1. Traditional inservice activities that emphasize
improved teaching skills are appropriate at
certain points in a teacher's career,
particularly during the skill building
periods associated with the introduction
competency-building stages, and to some
extent during the enthusiastic and growing
stage.

2. The concept of staff development and
professional development should be broadened
to include concern for the personal needs and
problems of teachers.

3. Organizational policies should be examined to
provide support for teachers at various
stages of the teacher career cycle.

4. Approaches to staff development and professional
growth should emphasize personalized,
individualized support systems.

The authors cautioned that this model is only a
framework and should be the foundation for additional
analysis and research.

Christensen and others (1983) noted that improved
understanding of the stages of teachers' growth may be the
key to improving inservice education for teachers and thus
indirectly the education of children.

This chapter has presented a review of the literature
related to the continued professional development for

teachers and examined the literature about the theories of
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adult learning as they relate to the continued professional
development for teachers.

Chapter III describes the methodology that was used
to gather the data for the study. It is divided into four
sections. The first section describes the population and
sample that were used in the study, the second section
defines the Inquiry Areas upon which the study is based,
instrumentation and data collection make up the third
section, and the final section describes the techniques

that were used for data analysis.



CHAPTER III
METHODOLOGY

The purpose of this study was to determine if there
are differences in the way special education teachers
perceive continued professional development for teachers
and in the way administrators perceive continued
professional development for teachers.

This chapter is divided into four sections. The
first section describes the population and sample that were
used in the study, the second section defines the Inquiry
Areas upon which'the study was based, instrumentation and
data collection make up the third section and the final
section describes the techniques that were used for data

analysis.

Population

The population for this study was special education
teachers and administrators from the state of Indiana. 1In
an attempt to be able to generalize about this population,
two special education planning units were selected for
sampling.

The Boone-Clinton-Northwest Hendricks County Joint
Services planning unit is composed of seven school

30
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corporations in central Indiana. The total school
population for the planning unit is 12,047 students.

The number of special education students in the
planning unit is 1,114. The number of certified teachers
within the planning unit is 722; of this number, 45 are
special education teachers. There are 55 administrators
within the planning unit; 43 of these administrators have
special education programs within their buildings.

The Greater Lafayette Area Special Services planning
unit is composed of three school corporations in central
Indiana. The total school population for this planning
unit is 16,649 students. The number of special education
students in the planning unit is 1,634. The number of
certified teachers within the planning unit is 1,008; of
this number, 47 are special education teachers. There are
66 administrators within the planning unit; 9 of these
administrators have special education programs within their

buildings.
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Table 3.1 Demographic Information

Boone-Clinton Greater
Northwest- Lafayette
Hendricks Co. Area Special
Joint Services Services
Number of School
Corporations 7 3
Student Population 12,047 16,649
Special Education
Population 1,114 1,634
Number of Certified
Teachers 722 1,008
Number of Certified
Special Education
Teachers 45 47
Number of Administrators 55 66
Number of Administrators
with Special Education
Programs 43 9

Determination of Sample

Special Education teachers, building administrators

and supervisors with responsibilities for special education

programs were selected to participate in this study.

Initially, the researcher contacted the Directors of the

Boone-Clinton-Northwest Hendricks County Joint Services and

the Greater Lafayette Area Special Services planning units

by phone to explain the purpose of the study and to

determine if they would be willing to participate in the

study. Both Directors indicated a willingness to
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participate and indicated that special education teachers'’
and other administsrators' decisions to participate would
be voluntary. The phone call was followed by a letter in
which the researcher explained the purpose of the
interviews and outlined a time schedule. A week later,
phone calls were made to each Director to confirm the
decisions and to finalize interview schedules. The
Director of the Boone-Clinton-Northwest Hendricks County
Joint Services established interview appointments with
twenty-two special education teachers and nine-
administrators; while the Director of the Greater Lafayette
Area Special Services planning unit contacted twenty
special education teachers and six administrators to
determine agreement to participate and to inform them that
the researcher would contact them to set up an interview
appointment. The specific selection of study participants
was made by the individual director in the two special
education planning units and was not controlled by the
researcher.

Based on the information from the second phone
conversations with the two Directors, the researcher
traveled to Frankfort, Lebanon, Hazelrigg, Michigantown,
Lafayette, West Lafayette, and Battle Ground, Indiana, to
proceed with the interviews.

All of the twenty-two special education teachers and
nine administrators initially contacted in the
Boone-Clinton-Northwest Hendricks County Joint Services

planning unit participated in the study.



34

Of the twenty special education teachers and six
administrators initially contacted in the Greater Lafayette
Are Special Services planning unit, the final sample
included sixteen special education teachers and six
administrators. The four special education teachers who
were not interviewed were absent from school on the days
the interviews were scheduled. An attempt was made to

re-schedule the interviews, but was unsuccessful.

Characteristics of the Sample

There were 38 teacher respondents, 2 male and 36
female. The ages of the respondents ranged from 23 to 55
years of age. Master's degrees were held by 30 (79%) while
the remaining 8 (21%) hold Bachelor degrees. The number of
years they've been teaching ranged from 1 to 21 years.

None of the resondents have had experience as
administrators.

There were 15 administrator respondents, 13 male and
2 female. The ages of the respondents ranged from 32 to 66
years of age. One held a Doctoral degree, 2 held
Specialist degrees and 12 held Masters degrees. The number
of years which they've been in administration ranged from 1
to 23 years. Fourteen of the respondents have had prior
experience as teachers.

Demographic characteristics of the research study

participants are summarized in Table 3.2
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Table 3.2 Characteristics of the Sample

Teachers Administrators
(n=38) (n=15)
N (%) N (%)

Sex of Respondents

Male 2 (5) 11 (73)

Female 36 (91) 4 (27)
Age of Respondents

23-33 22 (58) 1 (7)

34-44 13 (34) 6 (40)

45-55 3 (8) 6 (40)

56-66 0 (0) 2 (13)
Degrees Held

Bachelor's 8 (21) 0 (0)

Master's 30 (79) 12 (80)

Ed. Specialist 0 (0) 2 (13)

Doctoral 0 (0) 1 (7
Years In Education

1-10 24 (63) 1 (7)

11-21 14 (37) 7 (47)

22-33 0 (0) 5 (33)

34-44 0 (0) 2 (13)
Prior Experience as Teacher

Yes 38 (100) 14 (93)

No 0 (0) 1 (7

Prior Experience as Administrator
Yes 0 (0) 15 (100)
No 38 (100) 0 (0)
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Use of the Interview Schedules

The researcher contacted the Director of the
Boone-Clinton-Northwest Hendricks County Joint Services
planning unit in Frankfort, Indiana, and the Director of
the Greater Lafayette Area Special Services planning unit
in Lafayette, Indiana, and obtained permission to conduct
the interviewing in these two special education planning
units. The Director of the Boone-Clinton-Northwest
Hendricks County Joint Services planning unit arranged a
time schedule and made interview appointments for the
researcher. The researcher met with each of the twenty-two
special education teachers and nine administrators in their
respective school buildings to conduct the interview.

The Director of the Greater Lafayette Area Special
Services planning unit contacted twenty special education
teachers and six administrators to ask if they would be
willing to participate in the study and if so, the
researcher would be contacting them to schedule an
interview. Of the twenty special education teachers, four
were absent during the time the researcher was present and
interviews were not obtained. All administrators on the
list were contacted and interviewed. The researcher met
with each of the sixteen special education teachers and six
administrators in their respective school buildings to
conduct the interview.

The average length of the teacher interview was
twenty-three minutes, while the average length of the

administrator interview was thirty-one minutes.
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The format for each interview was the same: the
researcher introduced herself; attempted to put the
respondent at ease through casual conversation; explained
that the purpose of the interview was to gather data for a
research study but did not state the topic in order to
insure unbiased responses; and confirmed the anonymity and
confidentiality of the interview proceedings and results.

Respondents were then asked if they objected to
having the interview tape-recorded. All but one of the
respondents, a special education teacher with three years'
teaching experience, agreed to the tape-recording of the
interview. The researcher explained that the first set of
questions was intended to put the respondent at ease, to
set the tone for the remaining interview questions, to
help the respondents to think about their own feelings and
to enable them to express personal opinions about those
feelings.

At the conclusion of the interview, the respondent
was thanked and the researcher explained the nature of the
study. Many respondents expressed an interest in receiving
results of the study.

A week after the interview, a letter was sent to all
respondents expressing the researcher's appreciation for
their participation and an indication that results would be

shared upon completion of the study.
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Methods of Inquiry

The research instruments were two interview schedules
designed to collect information from special
education teachers and administrators about their
perceptions of continued professional development for
teachers. Respondents were asked to reply to interview
questions within a time frame from the beginning of their
professional career in education to the present time.

Two separate interview schedules were designed; one
for teachers and one for administrators. The interview

questions were drawn from each of the six Inquiry Areas.

Definitions of Inquiry Areas

Inquiry Area I

Personal reflections of educational professionals

regarding their own continued professional development.

Inquiry Area II

Conceptualizations that educational professionals
have regarding continued professional development for

teachers.

Inquiry Area III

Value that educational professionals place on

continued professional development for teachers.

Inquiry Area IV

Participation of educational professionals in

continued professional development for teachers.



39

Inquiry Area V

Recommended changes of educational professionals

regarding continued professional development for teachers.

Inquiry Area VI

Additional comments of educational professionals

about continued professional development for teachers.

Teacher's Interview Schedule

The first section on the Teacher's Interview Schedule
presented questions without leading the respondent to know
the specific focus of the inquiry and as such was general
in nature. 1In addition, it was used to (1) bring the
respondent to a personal opinion orientation; (2) establish
rapport and put the respondent at ease; (3) convey the
feeling that the interviewer was not seeking a specific or
"correct" answer, and (4) set a general free-thinking tone
for the questions that would follow. Succeeding sections
of the Teacher's Interview Schedule dealt with the specific

substance of the study.

Inquiry Area I

Personal reflections of educational professionals
regarding their own continued professional development.

Question 1.1 What are some activities in which you

engage that you find beneficial to you in your teaching?
Comment: This question was designed to probe the
nature of activities perceived as beneficial to teachers.

Teacher responses to this question would allow a
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respondent-based definition of professional development
activities.

Question 1.2 Do you participate in any activities

with your colleagues which you find beneficial to you in
your role as a teacher? What are they?

Comment: This question included the addition of the
words "with your colleagues" to allow a comparison with the
previous responses to see if activities with colleagues are
described as different from professional development
activities in general.

Question 1.3 1In terms of getting ideas and

insights on your work, which of these activities is the
most useful?

Comment: This question was designed to allow
respondents to rank activities from their own perspective.

Question 1.4 If you were given ten free hours a week to

be used for your own continued professional development,
how do you think you might use it?

Comment: This question was designed to provide a
projective opportunity for respondents rather than the
reflective view asked for in previous questions. This
would allow a comparison between what teachers do in
continued professional development and what they would like
to do in continued professional development.

Question 1.5 Looking back over your teaching

career, where has been the best source of new ideas for

teaching?
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Comment: This question was designed to provide a
more open opportunity for respondents to identify any
aspects of prior experience, activity or otherwise.

Question 1.6 What do you think is your greatest

skill as a teacher?
Comment: This question was designed to provide a
response to serve as a referrent for Question 1.7.

Question 1.7 Where do you get help in developing

and maintaining this skill?
Comment: This question was designed to allow
respondents to suggest a focus on either people or things.

Question 1.8 Where do you get help in analyzing

specific problems which you encounter as a teacher?
Comment: This question was designed to allow
respondents to suggest a focus on either people or things.

Question 1.9 If you wanted help in your own

private assessment of your work, who would you most likely
turn to and why?
Comment: This question was designed to clarify a

people concern for continued professional development.

Inquiry Area 11

Conceptualizations that educational professionals
have regarding continued professional development for
teachers.

Question 2.1 1In your own words, how would you

define continued professional development for teachers?
How would you describe it?

Comment: None.
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Question 2.2 Has your definition of continued

professional development changed in the last ten years? 1If
so, in what ways?

Comment: This question was designed to allow
examination of changes in perspective in terms of personal
growth and development.

Question 2.3 How do you think administrators

define continued professional development?
Comment: This question was designed to allow later

comparison with administrator responses.

Inquiry Area III

Value that educational professionals place on
continued professional development for teachers.

Question 3.1 1In what ways is continued

professional development valuable to you?

Comment: This question was designed to allow
examination of changes in perspective in terms of personal
growth and development.

Question 3.2 Has the way you value continued

professional development changed in the last ten years? 1If
so, how has it changed?
Comment: None.

Question 3.3 What value do you think

administrators place on continued professional development
for teachers?
Comment: This question was designed to allow later

comparison with administrator responses.
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Inquiry Area IV

Participation of educational professionals in
continued professional development for teachers.

Question 4.1 How actively do you participate in

the continued professional development that is offered? 1In
what ways do you participate?

Comment: This question was designed to allow an
examination of relationships between activity in continued
professional development and how continued professional
development is defined.

Question 4.2 How many continued professional

development opportunities do you take advantage of during a
typical year?
Comments: None.

Question 4.3 Please describe those continued

professional development activities which you take
advantage of during a typical year.

Comment: This question was designed to allow a
broadening of the operational definition of continued
professional development and to allow later comparison with
administrator responses.

Question 4.4 Do you participate in continued

professional development activities outside of those
offered? What are they?

Comment: This question was designed to allow a
broadening of the operational definition of continued
professional development and to allow later comparison with

administrator responses.
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Question 4.5 Are there other types of continued

professional development activities in which you have not
participated but would like to participate? What are they?

Comment: This question was designed to allow a
broadening of the operational definition of continued
professional development and to allow later comparison with
administrator responses.

Question 4.6 What are your reasons for not

participating in continued professional development
activities?

Comment: This question was designed to allow an
understanding of possible barriers to continued

professional development.

Inquiry Area V

Recommended changes of educational professionals
regarding continued professional development for teachers.

Question 5.1 Why do you think that school

corporations offer continued professional development for
teachers?

Comment: This question was designed to allow an
understanding of how broadly teachers see the purpose of
continued professional development.

Question 5.2 What changes would you recommend to

improve continued professional development for teachers?
Comment: This question was designed to see if
recommendations for changes could be grouped in any defined

way.
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Inquiry Area VI

Additional comments of educational professionals
about continued professional development for teachers.

Question 6 Do you have any other comments about
your own continued professional development?

Comment: This question was designed to allow an
opportunity for respondents to identify areas accidentally

omitted on the interview schedule.

Administrator's Interview Schedule

The first section on the Administrator's Interview
Schedule presented questions without leading the respondent
to know the specific focus of the inquiry and as such was
general in nature. In addition, it was used to (1) bring
the respondent to a personal opinion orientation; (2)
establish rapport and put the respondent at ease; (3)
convey the feeling that the interviewer was not seeking a
specific or "correct" answer, and (4) set a general
free-thinking tone for the questions that would follow.
Succeeding sections of the Administrator's Interview

Schedule dealt with the specific substance of the study.

Inquiry Area I

Personal reflections of educational professionals
regarding their own continued professional development.

Question 1.1 What are some activities in which you

engage that you find beneficial to you in your role as an

administrator?
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Comment: This question was designed to probe the
nature of activities perceived as beneficial to
administrators.

Question 1.2 Do you participate in any activities

with your colleagues which you find beneficial to you in
your role as an administrator?

Comment: This question included the addition of the
words "with your colleagues" to allow a comparison with the
previous responses to see if activities with colleagues are
described as different from professional development
activities in general.

Question 1.3 1In terms of getting ideas and

insights on your work, which of these activities is the
most useful?

Comment: This question was designed to allow
respondents to rank activities from their own perspective.

Question 1.4 If you were given ten free hours a

week to be used for your own continued professional
development, how do you think you might use it?

Comment: This question was designed to provide a
projective opportunity for respondents rather than the
reflective view asked for in previous questions. It allows
for comparison between what administrators do in continued
professional development and what they would like to do in
continued professional development.

Question 1.5 Looking back over your career as an

administrator, where has been the best source of new ideas

for you?
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Comment: This question was designed to provide a
more open opportunity for respondents to identify any
aspects of prior experience, activity or otherwise.

Question 1.6 What do you think is your greatest

skill as an administrator?
Comment: This question was designed to provide a
response to serve as a referrent for Question 1.7.

Question 1.7 Where do you get help in developing

and maintaining this skill?
Comment: This question was designed to allow

respondents to suggest a focus on either people or things.

Question 1.8 Where do you get help in analyzing
specific problems which you encounter as an administrator?
Comment: This question was designed to allow
respondents to suggest a focus on either people or things.

Question 1.9 If you wanted help in your own

private assessment of your work, who would you most likely
turn to and why?
Comment: This question was designed to clarify a

people concern for continued professional development.

Inquiry Area I1

Conceptualizations that educational professionals
have regarding continued professional development for
teachers.

Question 2.1 1In your own words, how would you

define continued professional development for teachers?

How would you describe it?
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Comment: None.

Question 2.2 Has your definition of continued

professional development for teachers changed in the last
ten years? If so, in what ways?

Comment: This question was designed to allow
examination of changes in perspective in terms of personal
growth and development.

Question 2.3 How do you think teachers define

continued professional development?
Comment: This question was designed to allow later

comparison with teacher responses.

Inquiry Area 111

Value that educational professionals place on
continued professional development for teachers.

Question 3.1 In what ways do you think continued

professional development is valuable to teachers?
Comment: This question was designed to allow later
comparison with teacher responses.

Question 3.2 Has this changed in the last ten

years? If so, how has it changed?

Comment: None

Question 3.3 What value do you think teachers
place on continued professional development?
Comment: This question was designed to allow later

comparison with teacher responses.
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Inquiry Area 1V

Participation of educational professionals in
continued professional development for teachers.

Question 4.1 Do you actively participate in

planning continued professional development activities for
teachers? In what ways?

Comment: This question was designed to probe the
nature and extent of involvement on the part of

administrators.

Question 4.2 How many continued professional
development opportunities do teachers take advantage of
during a typical year?

Comment: None

Question 4.3 Please describe the continued

professional development opportunities teachers take
advantage of during a typical year.

Comment: This question was designed to allow a
broadening of the operational definition of continued
professional development and to allow later comparison with
teacher responses.

Question 4.4 Do teachers participate in continued

professional development activities other than those
offered? What are they?

Comment: This question was designed to allow a
broadening of the operational definition of continued
professional development and to allow later comparison with

teacher responses.
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Question 4.5 Are there other types of continued

professional development activities in which teachers would
like to participate? What are they?

Comment: This question was designed to allow a
broadening of the operational definition of continued
professional development and to allow later comparison with
teacher responses.

Question 4.6 What are teachers' reasons for not

participating in continued professional development
activities?

Comment: This question was designed to allow an
understanding of possible barriers to continued

professional development.

Inquiry Area V

Recommended changes of educational professionals
regarding continued professional development for teachers.

Question 5.1 Why do you think that school

corporations offer continued professional development?

Comment: This question was designed to allow an
understanding of how broadly administrators see the purpose
of continued professional development for teachers.

Question 5.2 What changes do you think teachers

would recommend to improve continued professional
development for teachers?
Comment: This question was designed to allow for

later comparison with teacher responses.
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Question 5.3 What changes would you recommend to

improve continued professional development for teachers?
Comment: This question was designed to determine if
recommendations for changes could be grouped in any defined

way .

Inquiry Area VI

Additional comments of educational professionals
about continued professional development for teachers.

Question 6 This question was designed to allow an
opportunity for respondents to identify areas accidentally

omitted on the interview schedule.

Field Testing of the Interview Schedules

First Field Test

The first field test of the interview schedules was
conducted with two administrators and two regular education

teachers from mid-Michigan.

Revisions To the Teacher's Interview Schedule

Revisions to the Teacher's Interview Schedule were
based on the responses and recommendations of the
respondents. Specific changes were made in Question 4.1.
Questions 3.2, 4.2, 4.3, 4.4, 4.5 and 4.6 were added. These
changes and additions are reflected in the interview
schedule as it is presented.

Question 4.1 How active are you in the continued

professional development that is offered? 1In what ways are

you active?
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Comment: This question was changed to read, How
actively do you participate in the continued professional
development that is offered? In what ways do you
participate? This was changed for clarification purposes.
This question was designed to allow an examination of
relationships between activity in continued professional
development and how continued professional development is
defined.

Question 4.2 How many professional development

opportunities do you take advantage of during a typical
year?

Comment: This question was added to serve as a
referrent for question 4.3.

Question 4.3 Please describe those continued

professional development opportunities which you take
advantage of during a typical year.

Comment: This question was added to allow a
broadening of the operational definition of continued
professional development and to allow later comparison with
administrator responses.

Question 4.4 Do you participate in continued

professional development activities outside of those
offered? What are they?

Comment: This question was added to allow a
broadening of the operational definition of continued
professional development and to allow later comparison with

administrator responses.
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Question 4.5 Are there other types of continued
professional development activities in which you have not
participated but would like to participate? What are they?

Comment: This question was added to allow a
broadening of the operational definition of continued
professional development and to allow later comparison with
administrator responses.

Question 4.6 What are your reasons for not

participating in continued professional development
activities?

Comment: This question was added to allow an
understanding of possible barriers to continued

professional development.

Revisions To The Administrator's Interview Schedule
Revisions to the Administrator's Interview Schedule were
based on the responses and recommendations of the
respondents. Questions 4.4, 4.5, and 4.6 were added and
are reflected in the interview schedule as it is presented.

Question 4.4 Do teachers participate in continued

professional development activities other than those
offered? What are they?

Comment: This question was added to allow a
broadening of the operational definition of continued
professional development and to allow later comparison with

teacher responses.
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Question 4.5 Are there other types of continued

professional development activities in which teachers would
like to participate? What are they?

Comment: This question was added to allow a
broadening of the operational definition of continued
professional development and to allow later comparison with
teacher responses.

Question 4.6 What are teachers' reasons for not

participating in continued professional development
activities?

Comment: This question was added to allow an
understanding of possible barriers to continued

professional development.

Second Field Test

The second field test of the interview schedule was
conducted with two administrators and five teachers from
central Indiana who were not employed in the two planning
units sampled for the study.

The respondents for the second field test of the
Teacher's Interview Schedule felt comfortable with the
questions and no further recommendations for changes were
made.

Based on the responses and recommendations of the
respondents on the second field test of the Administrator's

Interview Schedule, Question 1.8 was added.
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Question 1.8 Where do you get help in analyzing

specific problems which you encounter as an administrator?
Comment: This question was added to allow

respondents to suggest a focus on either people or things.
The addition of Question 1.8 is reflected in the

interview schedule as presented.

Data Analysis Technique

The purpose of the data analysis was to make
comparisons of teachers' and administrators' perceptions of
continued professional development for teachers.

The major data analysis technique used was a content
analysis. There were six sections of questions which
probed each of the six Inquiry Areas.

The same data analysis technique was used for the
Teacher's Interview Schedule (TIS) and the Administrator's
Interview Schedule (AIS).

Each response was recorded, recurring responses were
tabulated and like responses were identified. Each
response was recorded in an appropriate category. For each
Interview Question, the total number of responses was
recorded. For each Interview Question, the average number
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