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Save the date	Save the date	Save the date

A Conversation
WITH MAYOR ELECT LOVELY WARREN

TUESDAY, DECEMBER 10TH, 2013
4:00 – 5:30 P.M.
Wilson Foundation
200 Genesee Street, 14611

**Dinner provided by Dinosaur BBQ**


· Moving on to the next chapter of her book[image: C:\Users\1225600\AppData\Local\Microsoft\Windows\Temporary Internet Files\Content.IE5\KI87EWXL\MM900354499[1].gif]
· Happy Retirement to Claudia Paine








· From the ASAR office - Professional development opportunity

December Workshops - Accounting for all students during the graduation review process…..from soup to nuts

 		December 30th from 1:00 – 2:30, ASAR office
		December 31st from 10:00 – 11:30, ASAR office

(Open to all grades 9 – 12 Principals, APs and CASE’s)

**Please register via AVATAR – 
DAY 1 - ASAR_The Graduation Review Process...from Soup to Nuts (9478) or
DAY 2 - ASAR_The Graduation Review Process...from Soup to Nuts (9479)

Seating is limited to 15 for each session

· From the ASAR Office
Please be mindful that ALL ASAR members get December 24th and 25th off as paid holidays.  Members do not have to use vacation days for these dates
                       
· Contract “tidbit” you should know
Pay shall be granted for the above days provided they fall within a period of time when an employee is normally scheduled to work or be paid. Pay for those days will only be granted if the employee works the last scheduled work day before and the first scheduled work day after the holiday or is on approved absence.
An unauthorized absence on the last scheduled work day prior to or the first scheduled work day following any paid holiday will result in loss of pay for the holiday. It is understood that authorized absences shall only include the following:
A. Personal illness (where the employee has submitted a Certificate of Personal illness signed by a licensed physician or Christian Science Practitioner)
B. Paid vacation
C. Paid leaves of absence as enumerated in the Agreement
D. Approved absence whether paid or unpaid as determined by the department head.

· From the ASAR Office
AS A REMINDER, PLEASE BE SURE TO ENTER illness, personal, vacation and miscellaneous time into PEOPLESOFT

**IT’S YOUR RESPONSIBILITY TO MAKE SURE TIME IS ENTERED ACCURATELY**

The following link contains “how to” PDF’s and videos:
http://intranet/departments/Office%20of%20Administration/Information%20Management%20%20Technology/e-Learning/PayrollTime%20%20Labor%20Work%20Procedures/PayrollTimeAndLaborWorkProcedures.aspx

CALL US IF YOU HAVE ANY QUESTIONS ABOUT INPUTTING PAYROLL!!!!!!!

· From the Helpdesk
Please Note; if you have a laptop, IPad or cell phone assigned to you these devices have been linked to your district’s PeopleSoft account.  When retiring, terminating employment or going on a long term leave of absence, you MUST coordinate the surrender of these devices through the Helpdesk.  DO NOT hand any of these devices over to the building administration, these devices MUST be brought to the IM&T department to release it from your responsibility.  Once the device is returned to the Helpdesk it will be released from your record.

· From the desk of SAANYS

Winter Instructional Workshops - 3 Sessions 
December 12 - March 27, Union Endicott, Administration Building, 
all sessions are held at 3:00pm - 6:00 pm  

December 12 - Building a Common Core Culture
February 6 - The How-to's of Professional Conversations About Instruction
March 27 - Honing Your Observation and Evaluation Skills

Member price: $75 per workshop, $200 for all three sessions.
To register contact Michelle Feyerbend at mfeyerabend@jcschools.stier.org.
· From SCDN(Staff and Curriculum Development Network)
PARCC News
Lynne Wells, Tim Clarke, Theresa Grey, Laurie Hedges 
· Ed Leader Cadre - includes 20 from NYS
· Work with MA, MD, Ohio, Kentucky
· PARCC assessments are continuing to get better. 
· After visiting in Chicago w/ other states, EL cadre believes that NY is behind in terms of assessment design/use.
· Technology-infused aspect of PARCC isn’t just about “online testing.”  Assessment items actually look different, with interactive capabilities that a simple online test couldn’t provide.-Example-scroll over word- get definition
· K-2 voluntary and will remain a district decision if NY adopts PARCC, 3-8 mandatory
· Still some issues about HS - in part, because  NY is only state that has Regents exams
· PARCC will have 5 different performance levels (SED is now trying to match 5 levels in at HS level)
· NY still doing parallel development
· Review process- problems with items virtually eliminated by process
· Instead of traveling for reviewing- using technology
· Basic PARCC assessment structure: Model frameworks, evidence statements, tasks
· ELA/Math items- really reflect shifts
· Math-drawing tools/modeling tools- enhanced with use of technology- more authentic
· ELA/Literacy- really aligned with what we’re doing- not new work- technology allows us to do some of work  we’ve really wanted to do all along- like writing with revision
· 3 levels of accessibility- 1-tools embedded for ALL students, middle level- 2- tools available to all but must be requested in advance- 3- accommodations- IEPs can actually be loaded in advance
· Many colleges and universities already said would accept students w/o  remediation based on criteria using PARCC assessments

· From the desk of Bethany Centrone – APPR updates
Below is the link to our approved APPR plan.  Feel free to contact the APPR mailbox with questions related to the new agreement.

http://usny.nysed.gov/rttt/teachers-leaders/plans/docs/rochester-appr-plan.pdf
      

Communicating with Power:
Putting Leadership on Parade
By: Kevin Daley


[bookmark: consistent]Many of the defining characteristics needed for effective leadership -- like having a vision, integrity, commitment and resilience – are innate. Happily, another quality, as essential for success as the others, can be learned. It is the ability to mobilize a fire-in-the-belly effort among employees to help the leader realize ambitious goals. This quality can be acquired by observing the behaviors of leaders who deploy these skills, by being coached or incrementally with "stretch” efforts by the leader to generate the needed employee commitment. 

The power of the leader’s position alone cannot command enthusiasm and dedication from today's workforce. Instead, employees must be convinced that the leader’s objectives are achievable, understand that meeting the goals will provide a personal payoff and be inspired to make their own full force contribution. To generate the needed support from everyone in the organization, the leader has to put his leadership on parade: He must be visible, crystal clear about his message and take every opportunity to demonstrate, live and in person, his passion for his goals. Unless he shows how deeply he cares, few others will care and his plan may be seen as another flavor of the month. 

Some leaders believe it is sufficient to communicate their goals to the workforce through the organization's internal media: employee publications, intranet, videoconferencing, etc. -- the more sophisticated the technology the better. Many have become enamored with blogging because it makes possible instant communications with large numbers of employees, assuming they make the effort to log on. 

All this is useful because it allows for repetition of the leader's message, which is essential for making an impact. But using media is not a substitute for interacting with employees face to face. Media cannot convey the intensity of feeling the leader has for his plan nearly as well as human contact does. The very fact that the leader is there, that he has left the comfort of the office to communicate with employees, gives the message importance. 

Make It Loud, Clear and Consistent 

The leader must make his case loudly, clearly and consistently. He should seize every opportunity to speak from the heart in personal engagements with the employees. Doing this lets the leader express his message with absolute clarity and address any concerns the employees may have about it. There is an additional payoff: The workforce's views about other company issues will come through unfiltered. (Reporting of bad news at these meetings should be encouraged because it can be dealt with on the spot and not spiral out of control.) 

Personal interactions with the workforce can take many different forms. The leader can make presentations before large groups in auditoriums. There can be smaller, more informal departmental or function-focused meetings, where participants will feel freer to ask questions or present problems. When the leader appears at these meetings without the usual retinue of direct reports it signals that he is approachable and welcomes interaction. 

The leader also can meet with a cross-section of employees in skip-level meetings, conduct spontaneous walkabouts to fill in the time between planned events, have lunch in the organization's cafeteria, and drop in on the back office, the factory floor or a remote office where employees may never have seen the leader and will be particularly impressed. When a leader presents employee awards at presentation ceremonies the awards become particularly special. Praise from an employee's direct supervisor is a strong motivator; from the organization’s leader it is even stronger. Effective leaders are generous with their praise whenever it is deserved.


	[bookmark: presenting]Presenting with Power 

Putting leadership on parade does not come naturally to some leaders, particularly those who have led primarily by issuing directives. But presenting with power is a skill easily learned. Once learned, it becomes a habit and each presentation becomes increasingly effective. In any meeting, large or small, the effective leader captures the listeners' attention immediately, holds it for the duration of the presentation, and creates the kind of energy that generates action. 

The leader should organize the message so it is clear and compelling. He appeals to both the heart and head. He tells stories that involve the audience --and reveal his humanity, which is essential for establishing trust. The stories paint word pictures, with characters, settings and action. The leader makes deliberate use of wording, voice, posture, movement and timing. And his most powerful communications tools are his eyes. 

Steady, warm eye contact conveys credibility. Failure to make eye contact can signal unease, defensiveness or perhaps lack of candor. When talking with one person, the leader looks at the other's eyes, then moves away to avoid causing discomfort. With a large group, he makes everyone feel included by making eye contact with one person in the audience for as long as it takes to express a thought, and then moves his eyes to someone else in a different part of the room. 

When a leader is able to zero in with eye contact toward one audience member, surrounding audience members benefit too; studies have shown that all the audience members in the area around the person being addressed feel they’re being spoken to directly. Using the eyes this way also alleviates whatever anxiety the presenter may be feeling because speaking one-to-one to an individual comes naturally. In contrast, nervous speakers scan the audience, never finding one focal point, which increases their anxiety because the brain has too much information to process. 

Using the eyes appropriately is the single most important factor for communicating effectively, it has been shown in an academic study conducted by faculty at the University of Akron's School of Communication. The study evaluated the relative importance of 10 different presentation skills factors in presentations made by participants in Communispond's presentations training course. 
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[bookmark: lectern][bookmark: knowing]Get Out from Behind the Lectern 

Leaders who are effective presenters do not use a lectern, a barrier that separates the leader from the audience. They have no need for lecterns because they do not read from a written text. They understand that presentations that are read are considered old news and, as such, detract from the spontaneity that creates energy in the audience. Doing without visuals can be a particularly effective when the presentation is intended to inspire the audience rather than convey information. 

Effective leaders showcase their passion by putting their whole body into the presentation. They support every statement with an appropriate gesture and make large body movements to underscore important points. They further accentuate these points with dramatic pauses or by raising or lowering their voice. Their choice of language demonstrates they are real because they avoid euphemisms, jargon and office-speak. 

Though the presentation may appear spontaneous, it has been carefully rehearsed. Extraneous content has been put aside. Questions that may be asked have been identified and succinct, persuasive answers have been prepared. As noted earlier, though an initial presentation like this may require serious rehearsing, the process becomes easier as the leader seeks out opportunities to continue presenting. A seasoned speaker who gets a deep sense of pleasure from presenting can become encouraged to present his views about significant issues on the national stage. This further helps cement leadership positioning. 

Knowing Oneself and the Organization 

The “leadership on parade” process must begin with honest assessments by the leader of how the workforce perceives him and how he in turn views the employees. Mistaken impressions can hinder communication and, with that, the leader’s effectiveness. 

A leader may misunderstand the workforce's values, particularly if he is new. He may have come from a company whose employees value making lots of money but his new culture emphasizes a concept like "do no evil." Judgments from trusted direct reports will be needed because even a small change that runs counter to the culture can have large repercussions. 

The workforce may not have a good understanding of the leader either. The leader may have served for many years but has not been very visible. Unknowingly, the leader may be sending out contrary signals. Is the leader shirt-sleeved or double-breasted? Occupying a walnut-paneled corner office or at the center of the floor? Each is making a values statement. With these and other choices, leaders must project their true selves. 

This is not a call for the leader to improve his "image.” Image is artifice. For honest, effective communication there must be authenticity.



What’s Good for Bill Gates Turns Out To Be Bad For Public Schools And, actually, bad for Microsoft too, as we learned recently -|
by David Morris – 

Schools have a lot to learn from business about how to improve performance, declared Bill Gates in an Op Ed in the Wall Street Journal in 2011. He pointed to his own company as a worthy model for public schools. 
“At Microsoft, we believed in giving our employees the best chance to succeed, and then we insisted on success. We measured excellence, rewarded those who achieved it and were candid with those who did not.”
Adopting the Microsoft model means public schools grading teachers, rewarding the best and being “candid”, that is, firing those who are deemed ineffective. “If you do that,” Gates promised Oprah Winfrey, “then we go from being basically at the bottom of the rich countries [in education performance] to being back at the top.” 
The Microsoft model, called “stacked ranking” forced every work unit to declare a certain percentage of employees as top performers, another percentage as good performers, then average, then below average, then poor. 
Using hundreds of millions of dollars in philanthropic largesse Bill Gates persuaded state and federal policymakers that what was good for Microsoft would be good for public schools (to be sure, he was pushing against an open door). To be eligible for large grants from President Obama’s Race to the Top program, for example, states had to adopt Gates’ Darwinian approach to improving public education. Today more than 36 states have altered their teacher evaluations systems with the aim of weeding out the worst and rewarding the best. 
Some states grade on a curve. Others do not. But all embrace the principle that continuing employment for teachers will depend on improvement in student test scores, and teachers who are graded “ineffective” two or three years in a row face termination.
Needless to say, the whole process of what has come to be called “high stakes testing” of both students and teachers has proven devastatingly dispiriting. According to the 2012 MetLife Survey of the American Teacher, over half of public school teachers say they experience great stress several days a week and are so demoralized that their level of satisfaction has plummeted from 62 percent in 2008 to 39 percent last year. 
And now, just as public school systems have widely adopted the Microsoft model in order to win the Race to the Top, it turns out that Microsoft now realizes that this model has pushed Microsoft itself into a Race to the Bottom.
In a widely circulated 2012 article in Vanity Fair, award-winning reporter Fair Kurt Eichenwald concluded that stacked ranking “effectively crippled Microsoft’s ability to innovate.” “Every current and former Microsoft employee I interviewed—every one—cited stack ranking as the most destructive process inside of Microsoft, something that drove out untold numbers of employees,” Eichenwald writes. “It leads to employees focusing on competing with each other rather than competing with other companies.”
This month Microsoft abandoned the hated system. 
On November 12 all Microsoft employees received a memo from Lisa Brummel, Executive Vice President for Human Resources announcing the company will be adopting “a fundamentally new approach to performance and development designed to promote new levels of teamwork and agility for breakthrough business impact.”
Ms. Brummel listed four key elements in the company’s new policy.
•More emphasis on teamwork and collaboration. 
•More emphasis on employee growth and development. 
•No more use of a Bell curve for evaluating employees. 
•No more ratings of employees. 
Sue Altman at EduShyster vividly sums up the frustration of a nation of educators at this new development. “So let me get this straight. The big business method of evaluation that now rules our schools is no longer the big business method of evaluation? And collaboration and teamwork, which have been abandoned by our schools in favor of the big business method of evaluation, is in?”
Big business can turn on a dime when the CEO orders it to do so. But changing policies embraced and internalized by dozens of states and thousands of public school districts will take far, far longer. Which means the legacy of Bill Gates will continue to handicap millions of students and hundreds of thousands of teachers even as the company Gates founded along with many other businesses, have thrown his pernicious performance model in the dustbin of history.
- 
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· Articles/Links of Interest (please hit control and click to open articles)…

1. TIF link: http://www.rcsdk12.org/Page/24710
2. AVATAR link: www.rcsdk12.org/avatar
3. Engageny:  http://engageny.org/
4. EngageRochester: http://www.rcsdk12.org/Domain/44
5. U.S. Achievement Stalls as Other Nations Make Gains: http://www.edweek.org/ew/articles/2013/12/03/14pisa.h33.html?tkn=TSUFY8eJwGjORp6VIB2zsB9KBk7fFE8xipyG&cmp=ENL-EU-NEWS1&intc=es
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