Trying To Make It To the End: Sorta. May 22nd. My major problem right now is that after this year, I am worried that organizational structures that have been put into place are not solidly grounded enough to not die. My boss, although not hindering the process, really hasn’t extended herself to sponsor what has been going on. The passivity shows that her values do not fully align with what her words say. I do have two people who are willing to carry the banner in two smaller areas but they are novices. They have the potential to grow into it, and continue the proces,s but there is also the possibility of them going the other way. Due to the fact that I am moving, I can’t be at the school to continue the organizational development process beyond the level where it is now. Ohhh, my! What organizational components do you think I am having trouble with and why are they bothersome?
Hmm. I think I might be asking myself a slightly different question at this point. My question to myself might be...why isn't my work sustainable? Any really good effort is hopefully sustainable. It might not go in the direction you would have gone in. But that's not to say it might not be better also. But...given where you are at in this organization...perhaps the question might be, what can you do at this point to help the novices sustain this innovation? -Sue  

document the process is a key to making things sustainable. In my job we have college interns rotate in and out every 6 months. This is a common practice and a major challenge for us full time employees that function as their mentors, to constantly retrain similar the same lessons and perform our regular jobs. Interns are vital to our headcount model being able to work, the answer the problem of retraining is documentation and having the current mentees document their experiences and right usable procedures from their point of view. This in my humble opinion is the key to a sustainable change of our interns.  

That said Bridgette, in your situation i'd agree with sue, working with the troops that remain behind to be able to help maintain and further the cause is vital. I also think passivity might not mean that your boss is abandoning the cause, sometimes when you have a leader thats not the boss that is making things happen, the boss doesn't have to take baton and just let their suboridinate continue with whats working, possibly a hands off approach. Hopefully if things stop working so smoothly or the novices need help your boss will in turn rise to occasion and give them the direct hands on support that they need. Might be the optomist in me, but hopefully your boss will come through in crunch time, if not online communication and support sessions for the novices is always an option for you too! Though you may be far, we live a global world where no one is out of reach unless they make themselves out of reach! 
Seems as if the process is missing "value".  Not to say that you dont value the changes that have occured, but as teachers, for that matter humans in general, we have to see the benefit, the reason for caring about something.  Value!  After reading the Tipping Point sounds like you need to a "connector", someone who spreads the word!  Sustainability and good effort do go hand-in-hand, but without importance and value placed on a program it will fade as fast as the D.A.R.E. program in WA state.-Jeanie 

Bridgette: Response- I think that you all have made some very valid points in your comments. Good point on the need issue. Interestingly, the "need" actually has been finalized in my ARP with the construction of an intranet specifically designed to help a novice teacher entering the system to locate and find information effectively...something that as a new school we did not have..AT ALL! We were pitched into the depths and either sank or swam according to the whims of my principal. Yike! But, I have already had new hires starting to have a look at it so I think that section is going ok. This was the baseline section of my ARP and that will serve the purpose that the ARP set out to do. The issue at hand, with my principal, is in the area of organizational development regarding how to do group talk, values clarification and run organizationally effective meetings by, and with, the faculty. This was an unexpected consequence to starting the discussions of the intranet structures. Sue, the small group and I have blocked out what looks to be appropriate for next year and a time line, I have supplied them with some signature books and we have already discussed email communication next year. They also know that divergence and shifting is what they will need to do in response to the situation at that time. They are hopefull but nervous. The sequence has been shared, and supplemented with the principal, who has given it the thumbs up. As you said, Jason, perhaps the principal will take up the baton and work with the smaller group to sustain. But...she is not particularly reliable. (This is the woman, who on a six hour outdoor field day which the whole school was involved in opted to take the day off and umpack her boxes in the house she just recently moved into! Uhhhhhh....message sent here...is grim...and we have no VP...so who was in charge. You gotta wonder!) Given that the last day of school is this Wednesday, there is not much more that I can do at this juncture, except to supply all the moral support that I can and to trust in the process knowing that what I set out to do in my original ARP was met. 
Is it possible that your goals were to broad in defining what is success? Maybe you need to shift and guide the two newbies into the process of leading when you leave? So the story does not end as you once thought (damn those moody actors), but the story may benefit from being more organic.-Swank 

I am curious about a few things... first of all, why is it that your supervisor (boss) verbalizes support but her actions do not show support for sustaining these changes?  It is touchy as all get out talking to an employer or supervisor about these things, but sometimes there is no other way.  I look to the possibility of a discussion about "cool stuff" with this person in an attempt to "sell your dream" to her in a more comprehensive manner and hopefully inspire more supportive sponsirship of this change process.  Second, if there are people there at your school who could possibly wave the flag, as it were, for some aspects of this change process, why do you feel that they could, at a later time, turn the other cheek and go "the other way?"  Again, I see value in discussions with these people regarding these concerns, talking about the "cool stuff" that is your "dream" and change process, developing a more complete understanding of that with these folks and, in that understanding, inspire a more complete approach to the change process its self.  Novices can affent change as well.

Also, a possibility, along with the documentation mentioned in other posts (which I fully support and believe is an excellent idea), mentoring someone there, perhaps one of your aforementined novices, may help to sustain the organizational development that you have started. -Erik 

