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OTHER TOPICS

On the Frontier of School Reform
with Trailblazers, Pioneers, and

Settlers

Educators leading
restructiring efforts need to
recoghize five roles that people
play in this process and
provide training,
encouragement, and support
differentially for each of these
roles.
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things beter with the intent ol changing

md enhancing the performance of indi-
viduals within existing systemis. Restruciun-
ing is almed ai changing svstems so that new
types of performances will be possible and
encournged and new or different ouicomes
san b produced.

Educational lenders and those in charge of
training and developmentactivities inschools
have had much niore experience in ying 1o
improve things thun they have had in rying
to restructure,  As o resull. the fraining and
support which is provided to encourage and
{acilitate restructuring is ofieninappropriaie.

Distinclions between improvement and
restrucluring are significam and have impli-
cations for those who lead restructuring el-
farts and for those who provide training and
support to participants in the restructuring
process. Unforiunately, woo few educational
lenders and stafi developers seem to appre-
ciate the significance of the distinction, In
this article. I share some of the lessons | have
learned about providing training and support
iothose whoare irying lorestruciure schools.

Emprm'emem Tocuses on doing the same

Differences That Make a Difference
Stafi development which is aimed al im-
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provement is Lypically based on prior expe-
rience and research, This is seldom the case
with sl development aimed al enconrig-
ing or supporting restructuring. Restructur-
ing creates new conditions which neither the
stafl developer nor the participants have
experienced, Restructuring, therefore, ul-
ways requires one Lo be willing 1o act beyond
the data and withowt benelit of puidance
Irom empirical research. Creating new sys-
tems. which 1% whal restmcluring is about,
culls for {aith, logic. wisdom, and immition,
atleast tothe degree that it ealls fordiscipiin.
ing action with lacis. _

Most staff developers have been tiugh! to

place experience and vescarch at the center

of theiragenda. They are often nol prepared
lo proceed in areas where faith and a new
vision, more than research and prior experi-
ence. must serve as a puide to action. Yei,
thisis what they must do i stafT developniem
is t0 be relevant for the restructuring efforl,

Four Key Questions
Four key questions must be answered if
the process of restructuring is to move for-
ward effectively. These queslions suggest
four diflerent 1ypes of ~lessons™ that must be
taught by leaders and need to he learned by
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all 1 (he restrucaring process is (o he prop-
erly directed. The content and structure
differs for each of the Tour lessons,

£ What iy the new cirsimsiance or 5ys-
femt that we are trving to create?  This
auestion asies thal o vision, direction. o
inemiion he clearky aniculaied. 16 mus) he
articulied in s way thal the person asking
the question understands the answer and ina
way thal is appealing and compels action.
This reguires a coneepr development 128500,

Those who are best al eoneepl develop-
ment ofich seem o rely heavily on Socratic
dilogue, Tovused discussion, and poined
questions. combined with the use of meta-
phors and counter examples intended 1o dis-
tinguish ihe concept of concern from other
nations with which i might he confused.
{Farexample. | began this discussion with a
distinction hetween improvement and re-
structuring., and now Fan using that distine-
{ion as an example of another concept—the
concepl of a concept development lesson.)

2, Can it be done? This question is a

request [or real-11Re. lunds-on experience or

testimony [rom those who have had such
experience. This requires a demonstration
jesson.

Demonstration Jessons require modelsand
excmplars which are real or contrived. enm-
pirically demonstrable. or theoretically de-
seribed. Thase who ask the question Can it
e done?” seek assurance thal what they are
being called on 1o do is possible and that. i
they commil effort to the task. it is Fikely that
they can do what the concept or vision calls
them o do.

Madeling and ilustrating are iechniques
associated with demonstration lessons.
Where real life sitations do nol yet exist,
simulating actions based on theoretically
derived models are oflen wsed.

3. Shoutd wede if? This question calls lor
the analysis ol values, beliefs,commitments.
coniext. studies of the past, and anticipation
ol the funwe. This requires a vales clarifi-
calion fesson,

Value clarilication lessons. like concept
development lessons, rely heavily on dia-
togue. discussion. and logical analysis. Such
Jessons require detailed auention 10 the val-
ues which participants bring to the discus-
sion. the values which the proposed change
promises Lo enhance or serve, and the values
which the change is likely 1o threaten. For
example. the value of security is most likely
Labe threatenad by any radicalchange. Thus.
those who promote restrucluring must be
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carefully attuned 1o the signilicance various
actors give o seeurity, [oritis in protecting
this value that some of the preatest resistance
1 change cal arer,

4 How dowe do it? The Iast question 18
a reguest [or assistaney i developing the
skills and hahils required 1o do the joh, This
requires it skill developniens lesson,

Skill development lessons. fike demon-
sirmtion lessons, usually rely heavily on
modeling and simulation, Buuskill develop-
menlessons are more likely 1o be etive and
invalve opportunities 10 practice. coaching.
experimentat effors, and corvective feed-
back. Demonstration lessons are intended to
be persuasive, w0 show that things can be
done.  Skill development lessons are in-
iended 1o develop undersiandings. skills.
attitndes. and habits of mind the permil one
1o do with conlidence and ease that which is
ot first exceedinely difficult, awkward. and.
perhaps, even threatening and [rightening.

Five Types of Roies

There are N1ve types ol roles thal become
activaed in the restrucwuring process, Each
of these role types requires support from
stafl” developers and other school leaders.
Some of these roles are more prominent at
some stages ol restructuring than at others.
Further. those who play these roles have
vastly dilferent training and support needs
related 1o the lessons for the Jour key ques-
tions previously posed. I is, iherefore, criti-
cal that siafl” developers understand who
they are addressing at distinet stages in the
process. Tor the needs of differentactors will
be different from time to time.

L. Trailblazers. Paradigm-breaking jour-
neys are not for the tinid. and one should not
expect everyone 1o volunteer 1o underiake
sucl a journey. Those who take the first
sleps in restructuring arve trailbluzers. for
they are willing 1o go—in terms understood
by Strr Trek Fans—withoul maps Lo places
where no person has gone hefore them.
withou! the benefit of empirically based
madels, and with litde 1o guide them excepl
belief in themselves. a desire for noveliy. the
freedom to ry. and a vision that motivates
and guides them.

The most important requirement lor twail-
blazersis aclear guiding vision, Trailblazers
want 10 know that there is someplace 10 g0
thal is difTerent: they are motivaled by nov-
elty and exciled by risks. Once trailblazers
have found a vision in which they believe, all
they wanl and need is encouragement ang

support Tor that pursuil. Most of all, they
ward 1 he recognized Tor their unigue brand
af cournge. and they wink 10 be celebrated.
recognired. praised. and honored—al least
most of them do.  Stafl developers and
sehood leaders st therefore. find ways (o
celebrate the trlblazers among them.
Trailblazers are not eeomaniacs but they
areoften monomaniacs witha mission. They
know where they are going. even if they are
notquite sure how they are soing 10 get there
ar whal obstacles they wili confront on the
way. Whenlhey conlron shstacles. they are
likeby w view thew in highiy personal erims.
for the vision of the trailblazer 1y a personal

Restructuring, therefore,
aiways reguires one io
he willing ic act beyond
{he data and without
benefii of guidance irom
empirical research.
Creating new sysiems,
witich is what
restruciuring is about,
calls for faith, fogic,
wisdom, and intuition, at
jeast to the degree that it
calls for disciplining
action with facts.

vision, and anvthing that stands in the way of
the pursuit of that vision is a personal threat.
Thus. trailblazers need mach personal and
personadized support.

ST developers and other school leaders
should be sensitive to the fact that trailblaz-
ers need to be constantly reinforced that the
vision they are pursning is worlh the quest
andd that others, especially power{ul others,
see that what they are about is important. 1t
Is important enough. in facl, that the trail-
blazers should receive unusual latitude and
unconventional {forms of support (e.g..
noncategorical lunding. Nexibie sehedules.
and special neeess 1o the human and physical
resources of the system).

Equaily impoviant. wailblazers need 1o be
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There are five types of
roles that become
activated in the
resiruniuting process.
Each of these roie
types requires support
from statt developers
and other school
leaders.

constanty reminded that i i 2 community
guest ihey are on, not o pEivIE venkure,
Becanse the vision ihe trailblazer pursies is
a privale vision. it isupraother lenders in the
systemio link it o a larger shured vision, For
exampie. Lewis and Clark were motivated
by the excitement of exploring new fron-
tiers, and Thomas Jeflerson linked their quest
(oo vision of Anierica that spread from shore
(ovshore. Teachers who become enthusiastic
aboul enc cugriculum innovaiion or anolher
also often need Jeaders to help them see the
linkage between iheir privaie adventores
and the common good.

Since railblazers lead the way inth a new
world, whether that world is a physical fron-
ter or The creation of a new way ol doing
business. they do nol have aceess 1o o body
of research and experience 10 guide them.
What then do trailblazers use s guides?

FirsL, they use experiences they and others
have gained in circumstunces that are analo-
pous to hase they are abow (o conirond. For
instance. it iy noi coincidental. T think. that
the language of spuce travel is laced wilh
language which relers 1o ewrly explorers
who took voyages on the ocean. just as space
ships now Lake voyages 10 the moon. And
names of spacecrafl ofien refer 10 explorers
in other times,

Truilblazers need the opportunity o read
about and visit with wailblazers from other
[ieds (e.g.. business. the military. medical

Networking turns
lonely ordeals into
shared ordeals.
Lonely ordeals
debilitate; shared
prdeals inspire and
motivate.
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services, and so onk They atso need time io
discuss ind assimilate what they fearn from
heseencounters, lisfromsuchexperiences
Mhat relevant analogies are Giscovered and
come 10 be undersiood, 1 have found fhal
leaders whose linguage is vich with mei-
phors and who arguie by analogy are particu-
larly good a inspiring and divecting trail-
blazers.

A second source of puidance Tor raiiblaz-
ers is the experiences of other trailblavers
whi ire moving in roughly the same diree-
lin nd over the same terin. The rendez-
vous wis one of the ways early wailblazers
on America’s fromicr gol information [rom
oher wraithiazers. Today, we refer o such
rendesvinsas Tneivorks” where people who
are moving in a common direction develop
mechanisms (0 cnsure repular interaclions,
Providing opportunitics for such neiwork-
ing is one of the primary contributions stalf
developers can make 1o iheconlinuing growth
and development of wadiblazers.

Itis important 1o undersiand that networks
and rendezvous do much more than provide
opponunities for the sharing of information.
Such networking prevides opportunilies for
sedf-affirmation and more than o bit of hrag-
ping and storyielling,  Newworking turns
lonely ordeals inte shared ordeals. Lonely
ordeils debilitate: shared ordeals inspire and
motivate.

Alert stalt developers and trainers who
listen to these stories can jearn much that will
be of value o pioneers (the second type of
rale). Furthermore. i sialf developers waich
carelully. theycan gel some insight concern-
ing which of the trailbinzers have the lem-
perament and the style 1o e guides as wellas
railblazers. Alter all. the pioneers and sel-
tiers whocome later will need guides ns well.

Leaders and stadT developers need w cre-
ate conditions so that what is learned by the
truilblazers is not lost. Trailblazers tell sto-
ries. Unfortunately. they seldom wrn the
stories into Jessons for others. s upio the
stafTdevelopers. therefore. to wm the stories
of trailblazers into fessons that can serve a8
sources of guidance [or those who would
follow. This is much like the map makers of
the early Fourteenth Century who translaed
the 1ales and reports of the early explorers
ino crude maps which inwrn were rendered
more acewrate and refined with further
exploration.

Trailblazers need public acknow-
ledgement for their effors. They need the
ppportunity to el others ahout places they
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have beer and ahout what they hoave done,
Such story 1efling not only serves a8 souree
of infirmation Tor others, butit lsoservesas
a comtimuing souree of motivanion for the
trailblazers. Futhermore, telling stories also
sives, e the opporunity 1o lisien o the
stories of vthers and thas o earn fromothers
as well, especially from other trailblazers.

Siafi development budgets tha do not
matke provision for sending trmlblazers wo
conlerences where they can brag a bitare not
adeguate budgets. And sifT developers me
net doing their job iF they do nol seck every
oppurtmily to put local wailblazers out
fromt, including helping them write propos-
als 1hin wil) eet suppon or their work and
(hit with permit the tratlblazers w shave their
wink at conferences,

2. Fieneers. Closely Tollowing the wail-
Blazers are the ploneers. Like the irnilblaz-
ers, ploneers are an adveniurous and hardy
1ot und are withing 1o1ake considerable risks,

Pioneers have miny of the same necds is
(railhlazers, Like teailblazers. concept de-
velopment lessons (e the development of
g vision that links o personal guestioa larger
agendi) are e most important kessons they
must dearn. Bw the pioneers also have
considerable need for assurance thal the trip
upon which they wilkembark is worthwhile.
More than the uuilblazers. pioneers necd
demonstrations 1 provide assurances that
the joumey can. in lact, he made.  Bul
pioneers undersind thm there are really few
people who can each them “how 1o do ii”
sinee only the trailblazers have gone w e
frontiers which they are set 1o explore,

Thus. pioneers need concept development
lessons, value clarilicaiion lessons.and dem-
onstration lessons. They do not need skil
development lessons, and sidT developers
would be il-advised 1o try 1o provide them.

Why does all of this mean in practical
terms? First, it means that when staft devel-
apers approach pioneers. or are atempling
w recruit themn. theirbest allies are ihose who
write about trailblazers (e.g.. Fiske. 18991
Smart Kids Smart Schools: Sizer. 1992,
Horace Schooly. Such writings do not pro-
vide research data. but they do provide mnee-
dotal nceounts. reports. and stories. Such
stories can inspire prospeciive pioneers 1o
ke the journey. These stories conmain some
possible lessons regarding whin one must
know and be able (o do Lo survive the rigors
of the journey.

Trailblizers can help motiviate pioneers,
especially if they are colorful and good sio-
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mytetlers, Davy Crocken did moch more w
imspire pioncers than he didd as o true 1rail-
blaszer, Indeed. vne could argne that Davy
Crovkest wai stalT developer rather than a

trailllazer since he allen ook he sjories vl

otiners and embelshed them o bil making
himsell the hero, He osed the stories 1o
inspire ofhers 1o acl, Thus, an eilective
rabbezer iay provide needed nssurances
1Y CReOHEGe Plonests.,

i have found that railhlazer leachers and
administrators are imvaluable sources of in-
spiration and direetion for pionecrs. and
even Tor setlers twhich are discussed next.
Bt o caution s i order. Too ofien sudl
development speeialists. i their guest for
aulieniicity, emove ailblazers [vom thei
malural hahitmt on the “frontier™ and move
Mem inteo the central olTice, or worse 1o the
pniversity campus. in the hope thitl the s1-
riesthey williell will reacha wideraudicnee.

Sometinwes (his worlks. but more frequently
iLis a1 had experience [or both the railblazer
anad Tor those with whom they work, The
weant work thad it takes 10 “build commu-
mity.” which is what pioneers must dn, re-
quires a different style than does the early
explomiions of new fronticrs.

Mononiniacs with a mission can guickly
come to appear 10 others 1o be egomaniics
whose only mission is o advance them-
selves. Tralblazers are needed, butthey are
ot easy Lo live with in the more seduie
environments of commitles meetings and
seminar o,

3. Sertlers. ARer ihe railblazers and pio-
neers come the seulers.  Settders need Lo
knew what 1s expected of them and where
ey are going 1o go. They need much more
detail and more carelully deawn maps than
de those who have gone belore them. Sel-
tlers are bold. tat they are not adventurers.
They need 10 be persunded thal the venture
upon which they are being asked &0 embark
is worthwhile. Thus. stalT developers must
provide value clurification lessons that help
the settlers understand why the change is
needed.

Settlers also wanl assurance that the task
canbeaccomplished and that they are not set
on a fool's mission. Thus. sellers have
considerable need for demonstration lessons
fe.a., site visits where pioneering work is
already under way. conversitions with pio-
neersand trailblazers. testimonials romihose
whe have tried. books and articles thad pro-
vide rich deseriptions of what can be ex-
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Much muore than either pioneers or tail-
blazers, setlers want skifl development les-
s, They want o be sure they know how
1o do what will he regaired of them, Indead,
many potential setters will not move unltii
they have assurance bhat the requisite knowl-
cdoe and suppori are available 10 them.

Sehoal leaders and stalf developers who
support them must, therefore. give atgention
(o providing sysiematie baining which is
supported by cosching, wpponumtics for
feedback and critique. and. above all. protec-
tion Irom negative consequences for Miled
efforis.

Perhaps e most eritical thing 1o remeni-
Ler about setllers s that they need strong.
constant. ind reassuring leadership that in-
spires them to keep going when they wre
wempted 1o um back.  Change ol the sor
cnvisioned inan honest restruciuring agenda
is likely 10 create uncertainty. doubt, and
confugion. The new practices called forare
Jikely 10 be frightening and demunding. and
the resnlls may be no betier---at least in the
shost ron—ihan doing things the “old way.”

Fullan's (Fulkan with Stiegelbauer. 1991)
nationof the “implementation dip™ comes o

mind here: he assumes that o natural part of

the change process is short-term deleriora-
tion in performance capacity. This ocewrs
hecause the new way is unfamiliar ang re-
guires learning and practice. While the old
way of doing things may not be as zood as
the new way. at least it is familiarand people
know how to do it

Without persistent leadership by people
whohave been there and without encourage-
ment fram cthers who are going there {set-
tlers raveled in wagon trains and were not
isolated wavelers). it is unlikely that settiers
will stay the course. Thus. it is critical that
staft developers and leaders understand the
terrain well enough Lthat they can point out
progress when settlers become discouraged.

Benchmarks of progress and leedback
regarding progress oward these benchmarks
are essentiak. To this extent, assessment and
consianl monjtoring. coupled with public
appraisals of progress toward restructuring
soals {15 opposed 10 the goals of restructur-
ing). are imporlant. For exumple. aresirue-
ring goal might be Lo have leuchers and
building administrators hecome mare sys-
ematic in the use of data regarding student
performance as & means of evaluating the
merit and worth of decisions the administra-
{ors and teachers make. Bul. informed stu-

Aent nerlormanee wonld be a woal of

restrociuring,

Helping settiers fearn how to use evidence
uf PrOgress 1S 1 Necessary antecedent o
answering the guustion "Dees resiructuring
improve studens performanee?™ Untit re-
structuring has oceurred. this quesiion can-
ot be answered, Therefore. the first-order
assessment guestion is ~“What evidence 1%
there that we (those who are engaged
restraeiuring yare. in el doing owrbusiness
dilferently taday than we did business ves-
terday. and why dowe think the new way of
doing business will improve our resulis””
Settlers need the answers Lo such questions

The firsi-order
assessment guesiion
is “What evidence IS
there that we (those
who are engaged in
restructuring) are, in
fact, doing our
husiness differentty
inday than we did
hiusiness yesterday,
and why do we think
ihe new way of doing
husiness wili improve
our resulis?”

to keep them poing and also 1o provide
assurance that where they are going is worth
the effort.

4. Stay-at-Hemes. There are two condi-
fions that motivide chunge.  First, present
conditions are so intolerable or dangerous o
one’" s interests and values thit the only alter-
native is W do something. The Separalists
who lelt England 1o setile in America were
driven by such motives. Second, there s a
new and compeliing vision——one that so
jnspires hope of 2 new day. a betier life. ora
fuller realization ol exisiing values—hat
ciuses risks 1o scem tolerable when men-
sured against rewards. The Utopian seitle-
ments o the American frontier ire exampies
of such viston-driven change,
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i frave found the best
straieoy to use with
stay-al-homes, af ieast
in {he eariy stapes of ihe
resiructoring proeess, is
henign neglect conpied
with as much generosity
ot spirii as is possibie.

However, as the Declaration of Indepen-
dence states so cloguentty. fumdamental
chunges are not Hahtly undertaken. al
people witl wlerute o great deal rather than
pive up what is known. Furtherore, infol-
arable or tyeatening conditions, which can
serve asan initinl impetos for changs, cannot
sugtain change, In fact, negative forces are
seldom adequale to molivate fundamental
change and are almost never adequate 10
sustain i

The Mayflower Separatists—who had
among then some irailhlazers. some pio-
peers. and a substantial number of reuctant
and Irightened settlers—may have Jelt En-
afund beciuse of oppression. bud i did not
(ake Gielr leaders Jong o recognize thal b
new and compelling vision wowld be re-
quived 10 sustain them. This new vision.
expressed Tirst in the Mayflower Compact
and reinforced by visions based in religions
symhols, was ag important (o the setlement

of the new world us were the oppressive

conditions that staried the movement o that
world,

Stay-nt-homes are nol bad people. In-
geed. in the Jong-view of history. they ore
inconsequential people for no one remem-
bers (he stay-at-homes afier the change has
ocewred.  How many Tory suppotters of
King George are Americin students ex-
pecied to recall?

At the time o change is being contem-
plated. however. suy-it-homes receive &
areat deal—1 think too much—of attention.

Some of the most

- effective sahoteurs have
many fualities and
needs which are similar
to trailblazers.

o
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Vhis s beeanse mos feaders need approval
from those they wanl {o lead. which is usu-
ally everybody in their spher of inlluence.
Thus. those who do not respond enthusinsti-
cabve—or a1 least complisntly— with the
desires ol change feaders are oficn viewed as
problens.

Elfective leaders seen 1o undersind that
carty in the change process it is probahly not
wise 10 spend ton much enerey Lying 1
convinee the stay-st-homes 1hat ey, oo,
aeed to move o the frontier. These leaders
aceept lhe fact that some will NEVET LOME
along. and those who do change willamly do
s0 dter the pioneers and settlers have done
their work very well. OF course. some will
only come 1o the new land for a visi.

One of the greatest dangers when dealing
will stay-at-homes in the restroctaring pro-
cess 18 that the strateeies used w entice them
1o change may backfire and thus may con-
vert these relatively benign aclors inlo sup-
porters of the saboleurs discussed helow.
Suboteurs’ favorite strategy is 10 sow dis-
trust through rumors and disinformation.
and they will destroy eventhe best organized
wagon train il they cab gain enough Tollow-
ers. The most likely souree of recruits forihe
saboteursare Lhe stuy-at-homes and the more
timid seiters who féel pressured o move
hefore they have the assurances they need
and before they have identified leaders ithey
UL

1 hawe found the best strateay 10 use with
stay-at-homes.  least in the early stages of
the restructuring process, is benign neglect
coupled wilh as much generosity of spirit as
is possible. One must remember that those
who do noi particubarly wiant 1o change are
not necessarily opposed to others changing
il they choose o do so. Many stay-at-homes
stay at home because they truly love the
place. As John Dewey has observed. “Fa-
miliarity breeds conlempt. but it also breeds
something like affection. We getusedtothe
chains we wear. and through custom we
finally embrace what at [irst wore a hideous
mien.”

And there are, of course. those who are
simply too timid 1o go to unfamiliar places.
Such persons are not likely wbe gncournged
fo move by direct assaults on what they
currently value or by threais 1o what little
security they now enjoy. Rather than will
join with the saboteurs who do not want 1o
change lor other reasons.

5. Saboteurs. Saboteursare aetively com-
mitted 10 stopping change. Nuotonly dothey

vefuse to (ke e teip, but they do not want
pihers 1 go eiiher,

Many of those who take on the role of
saboteurs (1o &0 because they receive ben-
clits from this role which are nol provided if
they were (o suppon chamge. 1 have also
heen strock by e (et that some of the most
elfective suboteurs have many gualilies and
needs which are similar 1o trailblazers.

Saboteursarc ofien lone rangers. They are
not alruid of taking risks. The difference i
that while the wailbliers will go to places
that others fear w ao. saholeurs we likely ©
remain in place when others are beginning Lo
feel alraidio stav. Loneliness does not hive
the same mesning 10 them as # has 1o e
setthers, andisolation oficn inspires the sabo-
teur 1o even ereaierefTort, Tobe persecuied,
il seems. is o be apprecinted. and, i a
perverse wiy. 1o be isolnled orexcluded is 10
be honored.

Saboteurs can cause wouble, no mater
where they are, But]have found that the best
place to have them is on the inside where
they can he wutched rather thimn on the out-
side where they can cause trouble without its
being detected nntil the effects are felt. Cer-
1ainly. saboteurs can be disruplive. and some
will nol cooperale even enough o commumi-
cate their concerns,

. however. change leaders continue 10
reach out to saboteurs and crities and wry hard
1o hear what they are saying. somelimes
there is wuch 1o be learned. 1t misht be
lewned that some saboteurs were onee ruil-
blazers and pioneers who at some time in the
past had the misforiune 1o {otlow leaders
who did not give them the suppori they
needed and abandoned them af the first sign
of trouble.

A Concluding Comment
Creuting commilment o change is not the
same thing a8 overcoming resistance 1o
change. To create commitment. one must
understand motives. Trailblazers are moti-
ated by novelly. exciiement, and somie-
times by the possibility of fame and glory.
Pioneers sometimes begin their journey be-
canse ol intolerable conditions, but they will
stay the course only il they become con-
vinced that the new world is really beter,
Settlers need Lo know. alimost for cerain,
that the waorld they are being asked 10 move
1o is better than the one they are leaving and
that the way o getthere isknown, And, most
of all. they need to know that they are ml
taking the trip alone.
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Stay-at=-homes will only move when all—
arnearly all-—uol their friends and neighbors
have deseried them or when they iuster the
corase o eome for s visierm and Tind that
they prefor it

Some sahoieurs will never come along.
and il they do, they will make the irip as
dilTicull as possibic,  Sabotewrs. however.
are peaple who in some prior movemeni 1o
another frontier, behaved as trailbluzers iand
proneers. but were betrayed by their leaders.
As 2 result. they became eynical about the
prospeets of change. Muost ol wdl they want
b gssure] that those whaoare sounding the
lest call 1o move 1o anew lrontier will say
the course rather than im sround and go
Pk,

Whether the present demand that our
sehools be restructured will be responded (o
positively remuaing o be seen. But of one
thing | am confident: Without leaders who
will stay the course and withowt sl devels
opers who understand what draws men and

Without ieaders who will
siay the course and
without siafi deveiopers
whe understand what
draws men and women
fo the frontier and what
these peopie neetd to
keep on going, atl our
gfforis to reform schools
wilt fail.

women to the frontier and whi these peopie
need 1o keep on gotng. all our effors w
relorm schools will {ail,
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This comprehensive, step-by-
step guide is all you need to
develop and implement your
own school improvement
plan!

Researched and written by
NSDC Associate Director
Stephanie Flirsh and school
principal Michael Murphy,
this completed 122 page
guide bas been successfully
field tested in over 50
schools. It also includes
“Muaintaining the
Momentum.”

The School Improvement
Planning Manual includes
sections on ...

1 Readiness — Instilling a
positive, receptive climate
among faculty members for
improvement planning. In-
cludes “lesson plans” {or three
$e551008,

L

Gathering Data — Analyzing
school strengths, areas for
growth, and external trends.
Includes “lesson plans” {or
four sessions.

[

A Planning Retireat — Creat- .
ing the first dralt of your long-
range school improvement
plan.

id Action Planning — Moving a
plan to its actual implementa-
tion. Includes "lesson plans”
for four sessions.

In addition, The School Im-
provernent Planning Manual
includes black-line masiers for
all transparencies, worksheets,
and materials necessary to help
vou {acilitate the planning
process. It's a thorough and
complete package for vour
school improvement needs.

To order, please call toll-free, 1-
800-727-7288, or write NSDC,
P.O. Box 240, Oxford, OH
45056, PRICE: $80.00 {$64.00
for NSDC members),
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