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Agenda 9/19/15 

 
 

Part 1: Who are we as a staff? How do we engage as professional learners? 

A Professional Learning Community Analysis is conducted to understand how our staff members’ diverse 

cultural and professional backgrounds impact attitudes, professional learning styles, and classroom 

instructional behaviors. The project uses a custom protocol and survey to integrate ‘upside down’ staff 

engagement factors. 

 

Day 1: Staff participates in a “professional identity” exercise and participates in and analyzes a critical 

practitioner survey.  

8:00-8:15 Welcome and Introductions 

8:15-8:45 Listening to Learn 

8:45-9:15 Staff Critical Practitioner Survey/Transition/Break 

9:15-11:05 Professional Identity Exercise—The Seven Cultural Dimensions 

11:05-11:15 Transition/Break 

11:15-12:00 Analysis of Survey Results and Planning 

12:00-12:45 Development of Student Surveys 

12:45-1:00 Wrap Up and Reflection 

 

Homework before Day 2 PD: Electronic deployment of student surveys and in-house Inquiry Rounds. 

 

Our 20 Hour Reed Plan 

 

 

Day 1: Professional Identity

Electronic Student Surveys

Inquiry Rounds Non-Evaluative Classroom Observations

Day 2: Accountable Thinking and Student Discourse

Day 3: Data Driven Strategy Development

Collection of Growth Data

Day 4: Action Research and Next Steps
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Module 1: Listening to Learn 

The habit to "seek first to understand" involves a very deep shift in paradigm. We typically seek first to be understood. 
Most people do not listen with the intent to understand; they listen with the intent to reply. They're either speaking or 
preparing to speak. They're filtering everything through their own paradigms, reading their autobiography into other 
people's lives. 

"Oh, I know exactly how you feel!" 

"I went through the very same thing. Let me tell you about my experience." 

They're constantly projecting their own home movies onto other people's behavior. They prescribe their own glasses for 
everyone with whom they interact. 

If they have a problem with someone--a son, a daughter, a spouse, an employee--their attitude is, "That person just 
doesn't understand." 

A father once told me, "I can't understand my kid. He just won't listen to me at all." 

"Let me restate what you just said," I replied. "You don't understand your son because he won't listen to you?" 

"That's right," he replied. 

"Let me try again," I said. "You don't understand your son because he won't listen to you?" 

"That's what I said," he impatiently replied. 

"I thought that to understand another person, you needed to listen to him," I suggested. 

"Oh!" he said. There was a long pause. "Oh!" he said again, as the light began to dawn. "Oh, yeah! But I do understand 
him. I know what he's going through. I went through the same thing myself. I guess what I don't understand is why he 
won't listen to me." 

This man didn't have the vaguest idea of what was really going on inside his boy's head. He looked into his own head and 
thought he saw the world, including his boy. That's the case with so many of us. We're filled with our own lightness, our 
own autobiography. We want to be understood. Our conversations become collective monologues, and we never really 
understand what's going on inside another human being. 

When another person speaks, we're usually "listening" at one of four levels. We may be ignoring another person, not 
really listening at all. We may practice pretending. "Yeah. Uh-huh. Right." We may practice selective listening, hearing 
only certain parts of the conversation. We often do this when we're listening to the constant chatter of a preschool 
child. Or we may even practice attentive listening, paying attention and focusing energy on the words that are being 
said. But very few of us ever practice the fifth level, the highest form of listening, empathic listening. 

When I say empathic listening, I am not referring to the techniques of "active" listening or "reflective" listening, which 
basically involve mimicking what another person says. That kind of listening is skill-based, truncated from character and 
relationships, and often insults those "listened" to in such a way. It is also essentially autobiographical. If you practice 
those techniques, you may not project your autobiography in the actual interaction, but your motive in listening is 
autobiographical. You listen with reflective skills, but you listen with intent to reply, to control, to manipulate. 

When I say empathic listening, I mean listening with intent to understand. I mean seeking first to understand, to really 
understand. It's an entirely different paradigm. Empathic (from empathy) listening gets inside another person's frame of 
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reference. You look out through it, you see the world the way they see the world, you understand their paradigm, you 
understand how they feel. 

Empathy is not sympathy. Sympathy is a form of agreement, a form of judgment. And it is sometimes the more 
appropriate emotion and response. But people often feed on sympathy. It makes them dependent. The essence of 
empathic listening is not that you agree with someone; it's that you fully, deeply, understand that person, emotionally as 
well as intellectually. 

Empathic listening involves much more than registering, reflecting, or even understanding the words that are said. 
Communications experts estimate, in fact, that only 10% of our communication is represented by the words we say. 
Another 30 percent is represented by our sounds, and 60% by our body language. In empathic listening, you listen with 
your ears, but you also, and more importantly, listen with your eyes and with your heart. You listen for feeling, for 
meaning. You listen for behavior. You use your right brain as well as your left. You sense, you intuit, you feel. 

Empathic listening is so powerful because it gives you accurate data to work with. Instead of projecting your own 
autobiography and assuming thoughts, feelings, motives and interpretation, you're dealing with the reality inside 
another person's head and heart. You're listening to understand. You're focused on receiving the deep communication 
of another human soul. 

In addition, empathic listening is the key to making deposits in Emotional Bank Accounts, because nothing you do is a 
deposit unless the other person perceives it as such. You can work your fingers to the bone to make a deposit, only to 
have it turn into a withdrawal when a person regards your efforts as manipulative. 

Empathic listening is, in and of itself, a tremendous deposit in the Emotional Bank Account. It's deeply therapeutic and 
healing because it gives a person psychological air. 

If all the air were suddenly sucked out of the room you're in right now, what would happen to your interest in this book? 
You wouldn't care about the book; you wouldn't care about anything except getting air. Survival would be your only 
motivation. 

But now that you have air, it doesn't motivate you. This is one of the greatest insights in the field of human motivation: 
Satisfied needs do not motivate. It's only the unsatisfied need that motivates. Next to physical survival, the greatest 
need of a human being is psychological survival--to be understood, to be affirmed, to be validated, to be appreciated. 

When you listen with empathy to another person, you give that person psychological air. And after that vital need is 
met, you can then focus on influencing or problem solving. This need for psychological air impacts communication in 
every area of life. 

 

Copyright © 1989 by Stephen R. Covey. 
The late Stephen Covey became a household name when "The 7 Habits of Highly Effective People" was published in 1989. The book summed up 
his philosophy in seven behaviors such as taking personal responsibility ("Be proactive"), having a road map or mission ("Begin with the end in 
mind") and defining one's priorities ("Put first things first"). He presents a pathway for living with fairness, integrity, service, and human dignity - 
principles that give us the security to adapt to change and the wisdom and power to take advantage of the opportunities that change creates.  

 

 

 

http://www.amazon.com/dp/0743269519
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Empathetic Listening Exercise 

Learning the Other's Reasons   

1. Decide who will speak first.   

2. First speaker explains reasons for his/her opinion.   

3. Second speaker paraphrases first speaker's reasons.   

4. First speaker verifies or clarifies second speaker's interpretations.   

5. Second speaker explains reasons for his/her opinion.   

6. First speaker paraphrases second speaker's reasons.   

7. Second speaker verifies or clarifies first speaker's interpretations.  

Learning How the Other's Opinions Developed  

1. Second speaker describes how his/her background and personal experiences influenced development of opinions.   

2. First speaker paraphrases second speaker's description.   

3. Second speaker verifies or clarifies first speaker's interpretations.   

4. First speaker describes how his/her background and personal experiences influenced development of opinions.   

5. Second speaker paraphrases first speaker's description.   

6. First speaker verifies or clarifies second speaker's interpretations.  

Learning Points of Agreement   

1. First speaker states any points of possible agreement.   

2. Second speaker states any points of possible agreement.   
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Module 3: The Seven Cultural Dimensions 

Watch and Discuss 

How does/should the business world’s focus on diversity impact K-12 education? 

How are you/your school addressing diversity in your larger curriculum and school culture? 

Read and Apply  
from http://www.mindtools.com/ 

 Developed by Fons Trompenaars and Charles Hampden-Turner, Riding the Waves of Culture. 

 “...what distinguishes people from one culture compared with another is where their preferences fall 
on each of the seven dimensions.” 

 The model is used in the business world to help facilitate intercultural interactions and to help prevent 
misunderstandings. 

 Remember that regardless of culture, people are individuals and that many variations exist within a 
single cultural group. 

 
Read through the descriptions, taken from Mind Tools, of each cultural dimension and then use the chart 

below to reflect on where you fall within each of the seven dimensions. Using the descriptions provided, place 

a dot representing your world view on the horizontal line for each of the seven dyads. 

 
Universalist 
(Rules) 

 
Particularist 

(Relationships) 
 
Individualist 
(Individual) 

 
Communitarianist 

(Group) 
 
Specific 
(Hard Lines) 

 
Diffuse 

(Blurred Lines) 
 
Neutral 
(Display Little Emotion) 

 
Emotional 

(Readily Display Emotion) 
 
Achievement 
(Earned) 

 
Ascription 

(Born) 
 
Sequential Time 
(Linear) 

 
Synchronous Time 

(Cycle) 
 
Internal Control 
(Free Will) 

 
External Control 

(Fate) 

http://www.mindtools.com/
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1. Universalism Versus Particularism (Rules Versus Relationships) 

Dimension Characteristics Strategies 

Universalism 

People place a high importance on 

laws, rules, values, and obligations. 

They try to deal fairly with people 

based on these rules, but rules come 

before relationships. 

 Help people understand how their work ties into 
their values and beliefs. 

 Provide clear instructions, processes, and 
procedures. 

 Keep promises and be consistent. 
 Give people time to make decisions. 
 Use an objective process to make decisions 

yourself, and explain your decisions if others are 
involved. 

Particularism 

People believe that each circumstance, 

and each relationship, dictates the 

rules that they live by. Their response 

to a situation may change, based on 

what's happening in the moment, and 

who's involved. 

 Give people autonomy to make their own 
decisions. 

 Respect others' needs when you make decisions. 
 Be flexible in how you make decisions. 
 Take time to build relationships and get to know 

people so that you can better understand their 
needs. 

 Highlight important rules and policies that need to 
be followed. 

2. Individualism Versus Communitarianism (The Individual Versus The Group) 

Dimension Characteristics Strategies 

Individualism 

People believe in personal freedom and 

achievement. They believe that you 

make your own decisions, and that you 

must take care of yourself. 

 Praise and reward individual performance. 
 Give people autonomy to make their own 

de77u7uucisions and to use their initiative. 
 Link people's needs with those of the group or 

organization. 
 Allow people to be creative and to learn from their 

mistakes. 

Communitarianism 

People believe that the group is more 

important than the individual. The 

group provides help and safety, in 

exchange for loyalty. The group always 

comes before the individual. 

 Praise and reward group performance. 
 Don't praise individuals publically. 
 Allow people to involve others in decision making. 
 Avoid showing favoritism. 

  

http://www.mindtools.com/pages/article/team-creativity.htm
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3. Specific Versus Diffuse (How Far People Get Involved) 

Dimension Characteristics Strategies 

Specific 

People keep work and personal lives 

separate. As a result, they believe that 

relationships don't have much of an 

impact on work objectives, and, although 

good relationships are important, they 

believe that people can work together 

without having a good relationship. 

 Be direct and to the point. 
 Focus on people's objectives before you focus on 

strengthening relationships. 
 Provide clear instructions, processes, and 

procedures. 
 Allow people to keep their work and home lives 

separate. 

Diffuse 

People see an overlap between their 

work and personal life. They believe that 

good relationships are vital to meeting 

business objectives, and that their 

relationships with others will be the 

same, whether they are at work or 

meeting socially. People spend time 

outside work hours with colleagues and 

clients. 

 Focus on building a good relationship before you 
focus on business objectives. 

 Find out as much as you can about the people that 
you work with and the organizations that you do 
business with. 

 Be prepared to discuss business on social 
occasions, and to have personal discussions at 
work. 

 Try to avoid turning down invitations to social 
functions. 

4. Neutral Versus Emotional (How People Express Emotions) 

 Dimension Characteristics Strategies 

Neutral 

People make a great effort to control 

their emotions. Reason influences their 

actions far more than their feelings. 

People don't reveal what they're thinking 

or how they're feeling. 

 Manage your emotions effectively. 
 Watch that your body language doesn't convey 

negative emotions. 
 "Stick to the point" in meetings and interactions. 
 Watch people's reactions carefully, as they may be 

reluctant to show their true emotions. 

Emotional 

People want to find ways to express their 

emotions, even spontaneously, at work. 

In these cultures, it's welcome and 

accepted to show emotion. 

 Open up to people to build trust and rapport. 
 Use emotion to communicate your objectives. 
 Learn to manage conflict effectively, before it 

becomes personal. 
 Use positive body language. 
 Have a positive attitude. 

  

http://www.mindtools.com/pages/article/good-relationships.htm
http://www.mindtools.com/pages/article/newCDV_41.htm
http://www.mindtools.com/pages/article/Body_Language.htm
http://www.mindtools.com/pages/article/building-trust.htm
http://www.mindtools.com/pages/article/building-rapport.htm
http://www.mindtools.com/pages/article/newLDR_81.htm
http://www.mindtools.com/pages/article/Body_Language.htm
http://www.mindtools.com/pages/article/newTCS_06.htm
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5. Achievement Versus Ascription (How People View Status) 

Dimension Characteristics Strategies 

Achievement 

People believe that you are what you 

do, and they base your worth 

accordingly. These cultures value 

performance, no matter who you 

are. 

 Reward and recognize good performance 
appropriately. 

 Use titles only when relevant. 
 Be a good role model. 

Ascription 

People believe that you should be 

valued for who you are. Power, title, 

and position matter in these cultures, 

and these roles define behavior. 

 Use titles, especially when these clarify people's 
status in an organization. 

 Show respect to people in authority, especially when 
challenging decisions. 

 Don't "show up" people in authority. 
 Don't let your authority prevent you from performing 

well in your role. 

6. Sequential Time Versus Synchronous Time (How People Manage Time) 

Dimension Characteristics Strategies 

Sequential Time 

People like events to happen in 

order. They place a high value on 

punctuality, planning (and sticking to 

your plans), and staying on schedule. 

In this culture, "time is money," and 

people don't appreciate it when their 

schedule is thrown off. 

 Focus on one activity or project at a time. 
 Be punctual. 
 Keep to deadlines. 
 Set clear deadlines. 

Synchronous Time 

People see the past, present, and 

future as interwoven periods. They 

often work on several projects at 

once, and view plans and 

commitments as flexible. 

 Be flexible in how you approach work. 
 Allow people to be flexible on tasks and projects, 

where possible. 
 Highlight the importance of punctuality and 

deadlines if these are key to meeting objectives. 

 

  

http://www.mindtools.com/pages/article/role-model.htm
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7. Internal Direction Versus Outer Direction (How People Relate to Their Environment) 

Dimension Characteristics Strategies 

Internal Direction 

People believe that they can 

control nature or their 

environment to achieve goals. 

This includes how they work with 

teams and within organizations. 

 Allow people to develop their skills and take control of 
their learning. 

 Set clear objectives that people agree with. 
 Be open about conflict and disagreement, and allow 

people to engage in constructive conflict. 

Outer Direction 

People believe that nature, or 

their environment, controls them; 

they must work with their 

environment to achieve goals. At 

work or in relationships, they 

focus their actions on others, and 

they avoid conflict where 

possible. People often need 

reassurance that they're doing a 

good job. 

 Provide people with the right resources to do their 
jobs effectively. 

 Give people direction and regular 
feedback, so that they know how their actions are 
affecting their environment. 

 Reassure people that they're doing a good job. 
 Manage conflict quickly and quietly. 
 Do whatever you can to boost people's confidence. 
 Balance negative and positive feedback. 
 Encourage people to take responsibility for their work. 

 

  

http://www.mindtools.com/pages/article/supporting-your-people.htm
http://www.mindtools.com/pages/article/newTMM_98.htm
http://www.mindtools.com/pages/article/newTMM_98.htm
http://www.mindtools.com/pages/article/newLDR_81.htm
http://www.mindtools.com/pages/article/self-confidence-others.htm
http://www.mindtools.com/pages/article/losada-ratio.htm
http://www.mindtools.com/pages/article/taking-responsibility.htm
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Critical Questions 

Compare your responses to the person sitting next to you. Discuss points of intersection and points of 

difference.  

Using a large piece of chart or butcher paper, place a star or dot where each person in your PLC falls. Look at 

and analyze the patterns. Does everyone rate themselves the same?  

Where is there the biggest range in responses? What are the implications of this range in how you work 

together as colleagues?  

Are there any outliers (points far outside the average)? How might this affect or inadvertently marginalize that 

person in their interaction with the rest of your PLC? 

Do you believe the range of scores of your teaching staff would reflect those of your students? Why or why 

not?  

Where might the largest range fall among your students? How might this impact grouping or instructional 

techniques?  

Where might there be the biggest gaps between your teaching staff and the student body? How might this 

impact grouping or instructional techniques? 

 

Which of these 7 dimensions do you see as having the greatest relevance in your classroom? In what way 

would this impact instruction?  

Think about 2-4 specific students in your classroom. Gauge the variation between them along each of these 

seven points. Gauge their variation from your own placements.  

How might this be impacting behaviors that you observe in these 4 students?  

How does this change your perception of these students?  

How might these difference impact instruction and learning styles, especially around grouping and 

teacher-student relationship?  

Write at least instructional three actions you will take based upon your understanding of your own cultural 

differences with these students. 
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Module 4: CP Survey Results and Planning 

What are some positive trends that we observe in the 

data? 

 

Where do we as a staff need to work on building a 

more inclusive culture? 

 

What do the results say about us as a staff? 

 

Is that where we want to be? If not, how will we get 

there? 

 

Creating Your PLC Culture Circle Norms 

How do we ensure inclusion of all voices within our Culture Circle? 

What behaviors and values do you want to be represented in your Culture Circle?  

How will your Circle deal with conflict when it inevitably arises? Remember: it is the challenges we face with 

conflict that help us grow. 

Our PLC Culture Circle Norms 

1. 

2. 

3. 

4. 

5. 

6. 

7. 

Generative 
Themes

Problem 
Posing

Dialogue
Problem 
Solving

Action
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Module 5: Wrap-Up and Reflection 

What was something that was difficult for you today (a point of dissonance or internal conflict)? You do not 
have to share, so reflect honestly about this. 
 
 

What is one piece of learning that you want to take away from today to carry with you into the new school 
year? 
 
 

What is one question that remains? 
 
 

 

Notes 
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“Education is the most powerful weapon which 

you can use to change the world.” 
Nelson Mandela 

 

 

 

 

For more information about this or other classroom tools and products, please visit our 

website at www.k-12steam.com   

or contact rachel.martinez@k-12steam.com 

http://www.k-12steam.com/
mailto:rachel.martinez@k-12steam.com

