Blog One:

I watched the best connection commercial on an Oklahoman PBS channel. A man is watching a globe, surrounded by blue, cool light, on TV. As he watches, blue snowflake things emit from the TV and surround him like an area. Still charged, leaves to go to work. Entering the elevator, as the door closes, you see him animatedly talking to two people. When door opens again, he emerges but the glow now also engulfs the other two. The rest of the commercial shows the glow transferring from person to person. The last bit takes place on in a classroom, where a blue infused teacher had drawn a globe on the blackboard. The glow transfers to the class. The bell rings- and the children run out of the front of the school towards home….transforming into blue snowflakes. A word remains on the screen. “Connections”   I was stuck not only by the elegance of the commercial as a media product, in and of itself, but by fit towards what I had been reading in The Tipping Point. The whole idea of stickiness and the role of people as connectors was so beautifully illustrated in this sparse piece. 

Blog Two: 

There were several things that struck me as I wandered through Cashman these last hectic weeks. The first being the whole concept that “leadership is not self-expression for its own sake; it’s self-expression that makes a difference, that enriches the lives of others” (pg.108) The second was this quote from Feldman on page 167, “What can we control? What can we influence? What must we accept?” Speaking personally, the whole idea of being of service to others is really what a lot of my professional drive is all about. My ego is fairly defined as a person and as a teacher. That is not to say I don’t question myself a lot, I do, but more so that I have faith that I will figure a way around what is bothering me. What is important is using what abilities I do have to bring about greater good for others. There is that Ericson generative stage in life where the need to give back, as I was given to, at a younger age, becomes strong. Raising the next generation, as it were. The second allows me to temper what I am thinking with common sense. One can extol the virtues of vision, of energy and personal power, but there are flat times when all of that doesn’t mean diddilly squat to the forces that be. Knowing when to fish, or cut bait, is a necessary way to save your soul to fight the fight another day. The part that got a little bit wonky for me was meditation section on page 142. Now, don’t get me wrong. I have done yoga and pretty much have incorporated a lot of Buddhist teachings into my world view…(After fourteen years in a culture, one is bound to have religion creep in one way or another ;>) but that section just struck me as off. Either expand it, and really go into it, or don’t mention it at all. Finally, how has this helped me approach my ARP?  To be honest, in making a constructive change to the direction of my ARP, it hasn’t.  My ARP is done as of this week. I would have loved it if I had had these kinds of conversations in the second quarter when I was right in the thick of things. What I am learning now, would have helped me bring clarity to what I was going through in helping to shift my school’s faculty perceptions around organizational development. What I can do is use it as a tool for reflection…which I will do! 

Blog Three
I have been doing a lot of thinking about the whole concept of 360° feedback in regards of providing informative feedback within an educational setting. Cashman states that such feed back is used to help “leaders deal with the intention-perception gap..leaders are given feedback from multiple sources on their behavior, skills, and leadership approaches.” (page 112)  I know that such feedback has been popular in business settings for quite bit it is finally filtering down to the educational setting. In my school in Taipei, they had instituted a canned form of 360° feedback the year before without any preparation or training on the part of the administration or superintendent. It was a nightmare. Angst ran high and people found ways to subvert the process significantly. Susan Heathflield in her article, “360 Degree Feedback: The Good, the Bad, and the Ugly”, stated one of the problems with implementation could be from rater inexperience and ineffectiveness. “They may inflate ratings to make an employee look good. They may deflate ratings to make an individual look bad. They may informally band together to make the system artificially inflate everyone’s performance.”  At that school, you got to chose four people to rate you and your principal selected three others. Rather than losing face, people who went through it the year before chose to assign high ratings and write no comments. It was farcical on a teacher level and engendered such ill will. When I had to approach using the 360 format in my ARP, I thought hard and long about using it. Ultimately, I decided to use a modified form with six people. I asked open ended questions tied to my behavior, processes and growth on two of my four sub-ARP questions that dealt with group organization and processes. My principal got one, my critical friend another, and the two ladies of my organization cadre. My principal from a supervisory position, critical friend from a supportive but somewhat removed viewpoint, and two people from the sold choir in the form of the cadre ladies. I also wanted feedback from the unsold. During the course of the school year, there was one individual who was fairly subversive during the meetings and one individual who was clueless. I personally went to each person, with a stamped envelope and said how much I would appreciate their feedback. I have gotten five out of the six back thus far. I plan to open the envelopes here in the next week after I have written the bulk of my ARP reflection done before I see if my perceptions are reflective of how others view my job as leader. Granted I am a little nervous about what I will see there, but not angst ridden…contrary to the emotions in Taipei. I look forward to seeing what went well and areas that I can work on next year…which, I think is the whole point of using such a process. - 36k - Jun 18, 2006 - Susan M. Heathfield 360 Degree Feedback: The Good, the Bad, and the Ugly humanresources.about.com/library/weekly/aa042501a.htm

