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ivGetting Started

ABOUT THE GUIDE

You have in your hands a resource that is a product of Dr. Campbell's more than 20 years'
experience in education. Promoting Positive Racial Teacher Student Classroom Relationships is
one of the rich titles specifically designed to improve the performance of teachers, students, and
the entire school. Educational professionals look to Dr. Campbell for effective, time-saving
learning solutions that address today's most in-demand process to eliminate the perception of
racism. Our clients have come to rely on and appreciate the researched-based approach that
provides an organizational process which empowers teachers to eliminate the perception of
racism. From front line teachers, to board members, and everyone in between, our products
produce immediate and sustainable results.

SUPERIOR BY DESIGN

At the core of this product is the Cognitive Apprenticeship Learning Model (Figure 1), a proven
approach to developing the skills that is grounded in educational and adult learning. This model
serves as the guiding principle for this training resource.

Cognitive Apprenticeship is a social learning process with a long history of helping novices
become experts. Cognitive Apprenticeship is the use of an apprentice model to support learning
in the cognitive domain. At the core of this learning model is the more experienced persons
assisting the less experienced persons by providing structure and examples to attain the
workshop goals.

Figure 1: The Cognitive Apprenticeship Learning Model

Getting Started
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CONGNITIVE APPRENTICESHIP COMPONENTS

Let's examine the different components of Cognitive Apprenticeship in more detail. There are
five modules of Cognitive Apprenticeship. The first three components - Modeling, Coaching,
Scaffolding - are considered the core of Cognitive Apprenticeship and help with cognitive and
metacognitive development. The next two - Articulation and Reflection- help novices become
aware of problem-solving strategies that are like the expert. The last step - Exploration - guides
the novice towards independence and the ability to solve and identify problems within the
domain on their own.

Modeling
Modeling involves an expert within the cognitive domain or subject area who demonstrates a
task so that a novice can experience and build a conceptual module for future success.

Coaching
Coaching includes assistance from the expert. The coach will observe the performance of the
novice and provide feedback. A coach wants to ensure that the skills to complete the task are
acquired. They provide clear expectations and instructions by designing the appropriate exercises
and supplying the needed technology.

Scaffolding
Scaffolding involves developing support mechanisms for students to ensure completion of the
task. Those support structures include dividing tasks into smaller and more manageable parts.

Articulating
Articulating involves any method of getting the participants to demonstrate their new knowledge.
The facilitator will ask a series of questions that enable the participants to refine and restate their
new learned knowledge.

Reflecting
Reflecting helps participants to compare their own problem-solving processes with the expert.
The primary goal of reflection is for participants to look back and analyze their performance.

Exploring
Exploring involves providing participants an opportunity to problem solve on their own.
Participants have an opportunity to try out their hypothesis, methods, and strategies with
processes like the same process that the expert uses to solve problems.
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CONGNITIVE APPRENTICESHIP METHODOLOGY

Cognitive Apprenticeship is not a new learning concept, but the term is often misunderstood. The
simple act of providing professional development by having learners partake in an activity is not
the limitation of Cognitive Apprenticeship. Cognitive Apprenticeship rather guides the learner
though a process to ensure that the learner has the best opportunity to become the expert.

Cognitive Apprenticeship focuses on “learning-through-guided-experience on cognitive and
metacognitive skills and processes” (Collins, Brown, & Newman, 1989, p. 457), instead of the
physically concrete craft or trade that is the focus of traditional apprenticeships. The method is
aimed primarily at teaching the problem-solving processes that experts use to handle complex
tasks such as Promoting Positive Racial Teacher Student Classroom Relationships. Cognitive
apprenticeships are intended to enable apprentices to learn strategies and skills in the context of
their application to realistic problems, within a culture focused on and defined by expert practice.

Cognitive Apprenticeship is built upon the research of several leading learning theorists. Around
1987, Collins, Brown, and Newman developed six teaching methods — modeling, coaching,
scaffolding, articulation, reflection and exploration. These methods enable students to implement
cognitive and metacognitive strategies for “using, managing, and discovering knowledge". The
underlying premise of Cognitive Apprenticeship is that learners will need to reproduce the
expertise of the original developer of Promoting Positive Racial Teacher Student Classroom
Relationships inventor - Dr. Derrick L. Campbell.
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Developing positive racial relationships provides benefits for schools, teachers, and students.
Having positive and caring relationships in schools increases resilience and protects children
from academic failure, mental illness, drug and alcohol abuse, and destructive behavior and
violence (Resnick et al., 1997). Long-term teacher-student relationships result in increased
teacher job satisfaction (Burke, 1996). Students who perceive that teachers have favorable
feelings toward them have higher achievement levels when teachers have positive views toward
them (Davidson & Lang, 1960).

Racial differences between teachers and students influence positive teacher-student classroom
relationship development. Teacher-student conflicts result from a difference in desires, and even
though this difference may be reduced, it remains in schools (Waller, 1932). According to
Collier and Powell (1990), “cultural background affects attitudes, beliefs, and values about
education, ideas about how classes ought to be conducted, how students and teachers ought to
interact, and what types of relationships are appropriate for students and teachers” (p. 334). The
classroom conflict between teachers and students results from the different cultural contexts that
students and teachers bring to the classroom (Hall, 1989; McDermott, 1977).

According to Sava (2002), school educational reform initiatives neglect the importance of
teacher-student classroom relationships. Although the teacher and the student are responsible for
their own behavior, the teacher is more capable of change and has more behavioral choices at his
or her disposal when compared to students (Vitto, 2003). Teachers who have positive feelings
toward their students are more likely to have students reciprocate those positive feelings (Plax,
Kearney, McCroskey, & Richmond, 1986). When an educational cultural match is not possible,
there must be at least respect and value of the culture that children bring with them (Bourdieu &
Passeron, 1979).

Typically, teachers are not prepared for the racial challenges that they face in the classroom.
Many institutions require education students to take some type of course work related to
diversity classroom challenges. However, there is evidence that many teachers do not feel
prepared to support the learning of the diverse children they find in their classrooms. Teachers
would get more from learning about specific teaching strategies rather than a general topic
course on diversity. Promoting Positive Racial Teacher Student Classroom Relationships must
become an addition to teacher training.

Schools are also faced with other educational reform initiatives that have fallen short for which
Promoting Positive Racial Teacher Student Classroom Relationships provides a viable
alternative. Schools have increasingly become involved in civil rights lawsuits that result from
the perception of racism. Primary solutions to these complaints are increasing the number of
minority staff, eliminating disproportionate discipline, and providing additional educational
programming for troubled youth. Promoting Positive Racial Teacher Student Classroom
Relationships provides an alternative solution to these challenges that schools continue to face.

Promoting Positive Racial Teacher Student Classroom Relationships Workshop has three
primary goals. The first goal is to provide participants a safe process for the discussion of racism
in schools. The second goal is to teach the process for eliminating the perception of racism. The
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third goal is to teach leaders to successfully Promote Positive Racial Teacher Student Classroom
Relationships.

PROGRAM OVERVIEW

Promoting Positive Racial Teacher Student Classroom Relationships Workshop has a variety of
uses for both the novice and seasoned educator. It can function as a full comprehensive training
program or as the center piece of an orientation for new educators. The program can serve as a
discussion starter for ongoing professional development. It can also act a refresher course for
more experienced educators or as a mentoring tool for veteran educators to discuss situations
with up-and-coming educators.

Purpose
Promoting Positive Racial Teacher Student Classroom Relationships Workshop is designed to
help educators become more effective at their craft. They can accomplish this through reflection
and implementation of the program which empowers teachers.

Learning Outcomes
After the workshop, participants will:

1. Analyze the reasons that contribute to racial challenges in the classroom
2. Provide staff members a safe process to discuss racism in the classroom
3. Develop a school plan for improving teacher student racial relationships
4. Learn how to eliminate disproportionate discipline
5. Learn to apply leadership principles that improve teacher student racial relationships

Target Audience
Promoting Positive Racial Teacher Student Classroom Relationships Workshop will benefit
educators with all levels of experience. While the workshop was developed with the relatively
inexperienced teacher in mind, it can also stimulate discussion and provide thought-provoking
material for experienced educators at all levels.

We use the term teacher to refer to anyone that is responsible for the achievement of students
whether formal or informal. Others may call this role by a different name, such as
superintendent, administrator, director, curriculum supervisor, counselor, teacher, co-teacher,
resource teacher, therapist, and paraprofessional to name a few.
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Workshop Design
Promoting Positive Racial Teacher Student Classroom Relationships Workshop is an easy-to-use
framework that increases knowledge retention, encourages the transfer of learning, and improves
the results of your training efforts. Each module targets at least one stage of the Cognitive
Apprenticeship learning cycle necessary for Promoting Positive Racial Teacher Student
Classroom Relationships.

Modules Cognitive
Apprenticeship

Methodology

Leadership
 Reflecting
 Modeling
 Coaching

 Leadership Evaluation
 Leadership Model
 Shared Vision

Organizational
Transformation

 Articulation
 Modeling

 Self-Organizing Systems
 Transformation Model

Cultural Discourse

 Modeling
 Reflecting
 Scaffolding
 Coaching

Teacher/Student Relationships
 Cultural Analysis
 Cultural Aptitude Survey
 Raccelerate Continuum
 Raccelerate Formula

Planning Development

 Articulating
 Scaffolding
 Coaching
 Exploring

 Team Recruitment
 Shared Vision Development
 Individual Implementation Plan
 Team Implementation Plan
 Implementation Rubric
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Product Components
Promoting Positive Racial Teacher Student Classroom Relationships Workshop is designed to
help schools eliminate the perception of racism. On the following pages, you will find a
description of each component, as well as ordering information.

Facilitator Set
The Promoting Positive Racial Teacher Student Classroom Relationships Workshop facilitator
materials are packaged and sold together. A sample of all available participant materials are also
included.

Facilitator Guide
This Facilitator Guide is organized into eight parts.
Part1: Getting Started
Part 2: Introduction
Part 3: Theory Background
Part 4: The One-Day Workshop
Part 5: Module 1 – Leadership
Part 6: Module 2 – Self-Organizing Systems
Part 7: Module 3 – Cultural Discourse
Part 8: Module 4 – Planning Development

Participant Materials
Promoting Positive Racial Teacher Student Classroom Relationships Workshop offers a variety
of participant materials, which are sold separately.

Text Book - Promoting Positive Racial Teacher Student
Classroom Relationships

The textbook contains the original process for Promoting
Positive Racial Teacher Student Classroom Relationships
conducted by Dr. Derrick L. Campbell. It contains the
leadership and the transformational principles needed to
eliminate the perception of racism that are covered during
the workshop. It details the actions of the leader and the
actions of the teachers who were involved in the initiative.
The reader will also find the details associated with the
school and student outcomes.
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Workbook - Promoting Positive Racial Teacher Student
Classroom Relationships

The workbook contains all of the activities needed to
complete the workshop. It extends the concepts presented in
the textbook. It provides a valuable resource to workshop
participants.

How to Order
This section is intended to streamline the ordering process.

Order for Workshop

 Facilitator Set - 1
 Textbook - 1 for each participant
 Workbook - 1 for each participant

Ordering Information

For complete details on ordering the
workshop components, contact our customer
service team:

Phone: 856-566-3267
Online: www.positiveracialrelationships.com



6Theory Background

LEADERSHIP MODEL

Promoting Positive Racial Teacher-Student Classroom Relationships requires several leadership
characteristics. Figure 2 reveals that the leadership principles include participative management,
social justice, servant, transformational, Feminist, and transactional leadership characteristics
centered on an ethical platform.

Ethics is the foundational leadership component necessary for Promoting Positive Racial
Teacher-Student Classroom Relationships. Ethical beliefs include both personal and professional
code of ethics. Professional ethics involves developing moral communities that are committed to
students and teachers’ moral development and making the well-being of all students the
fundamental center of all moral and ethical decisions.

Participative Management is another essential component. Participative Management focuses on
self-reference, relationships seen and unseen, information sharing and deciphering, and self-
organization (Wheatley, 1999).

Figure 2

Theory Background
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Promoting Positive Racial Teacher-Student Classroom Relationships requires social justice.
Social justice educational leaders define and create theories and practices that ensure greater
opportunities for all children (Larson & Murtadha, 2002). Eliminating the perception of racism
creates greater opportunities for children by decreasing student disciplinary infractions and
therefore increasing student classroom achievement.

Servant leadership qualities contribute to an initiative that eliminates the perception of racism.
Researchers report that servant leaders take precautionary steps (Spears, 2004; Stueber, 2000),
remove obstacles (Pellicer, 1999), empower followers (Greenleaf, 1998), and are persuasive
(Ramonia, 2002; Spears, 2004; Stueber, 2000).

Transformational leadership qualities are prominent for a transition that eliminates the perception
of racism. Researchers report transformational leaders develop shared visions within the
organization (Dean, 1998), use research teams or school improvement teams as a way of sharing
power (Liontos, 1993), and allow teachers to experiment with new ideas (Liontos, 1992).
Transformational leaders create a reflective thinking process that results in rethinking patterns of
historical behavior and enables followers to look at problems from different angles (Koch,
Steers, & Terberg, 1995), and facilitate second-order changes. (Sungaila, 1990).

The Feminist leadership characteristic is another leadership quality that is necessary for
Promoting Positive Racial Teacher-Student Classroom Relationships. According to
Kropiewnicki and Shapiro (2001), feminist leaders create child-centered schools by ensuring
staff members treat students with respect and dignity (Kropiewnicki & Shapiro, 2001).

Transactional leadership is the final leadership characteristic. Researchers report that
transactional leaders require compliance from employees in exchange for expected rewards
(Conger & Kanungo, 1988; Kirby, King, & Paradise, 1992), and bureaucratic authority
empowers transactional leadership (Tracey & Hinkin, 1998).
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ORGANIZATIONAL TRANSITION MODEL

The Organizational Transitional Model (Figure 3) is an enhancement of the Self-Knowledge
model originally develop by Margaret Wheatley. According to Wheatley (1999), a system
changes when it learns more about itself by implementing processes that facilitate self-discovery
and create new relationships. Wheatley (1999) stated: "My colleagues and I focus on helping a
system develop greater self-knowledge in three critical areas. People need to be connected to the
fundamental identity of the organization or community. Who are we? Who do we aspire to
become? How shall we be together? Moreover, people need to be connected to new information.
What else do we need to know? Where is this new information to be found? In addition, people
need to be able to reach past traditional boundaries and develop relationships with people
anywhere in the system. Who else needs to be here to do this work with us?" (p. 146) Figure 3
reveals the enhanced self-knowledge paradigm.

Figure 3
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THE RACCELERATE PHENOMENON

The Raccelerate Phenomenon provides the groundwork for the Raccelerate Formula and the
Raccelerate Continuum. The Raccelerate Phenomenon has roots in Newton's Third Law of
Motion. Newton's Third Law of Motion states that when one body exerts a force on a second
body, the second body simultaneously exerts a force equal in magnitude and opposite in
direction on the first body. In elementary terms, Newton's Third Law of Motion states that for
every action there is an equal and opposite reaction.

The Raccelerate Phenomenon follows the same principle as Newton's Third Law of Motion in
that whenever there is a perceived infringement by a Black male against a White female there is
a negative overreaction portrayed in the media. Specifically, the Raccelerate Phenomenon states
that for every action that a Black male takes against a White female there is an elevated negative
reaction towards the Black male. The Raccelerate Phenomenon is the cause for many of the
racial tensions between Blacks and Whites.

An example of the Raccelerate Phenomenon is Emmett Till. Emmett Till at the age of 14 was
lynched for allegedly flirting with a White woman. In September 1955, the husband, Roy Bryant
and his half-brother J.W. Milam were acquitted of the death of Emmett Till. Bryant and Milam
admitted shortly thereafter to the kidnapping and murder of Emmett Till.

In 1974, an 18-year-old blonde female South Bend High School student alleged that she was
raped by six Black football players. The woman was physically unharmed, and the parents
requested that no charges be filed against the players. However, Thomas McGowan was falsely
convicted of the rape and was eventually exonerated by DNA testing in 2008. McGowan had
prior police contact because of a minor traffic violation and was wrongly identified by the
alleged victim. McGowan faced two separate trials connected to the December 4, 1985 incident.
He was convicted of burglary and on March 7, 1986, and he was convicted of sexual assault. He
received two consecutive life sentences.

Finally, in 1989, five Black and Latino teenagers aged 14 to 16 were arrested for allegedly raping
of a White female jogger in New York’s Central Park. After hours of interrogation, without legal
representation, and sleep deprivation, four out of five defendants offered inconsistent confessions
as to the crime location and their roles in the rape. Even though DNA testing was done on the
evidence recovered from the victim before the trial and in all three cases did not match to any of
the defendants, they were convicted strictly on their confessions and perceived guilt. Later DNA
testing identified the real perpetrators.

The Raccelerate Phenomenon has an impact on the education, unemployment, incarceration, and
the poverty level of Black men. Presently there are over 125 million and 20 million White
women and Black men respectively in the United States. The graduation rate for White women is
88%. the graduation for Black men is 52%. The unemployment rate for White women is 7.1%.
The unemployment rate for Black men is 13.3%. The prison rate for White women is 15%. The
prison rate for Black men is 64%. The poverty rate for White woman is 11.6%. The poverty rate
for Black men is 35%.
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THE RACCELERATE FORMULA

The Raccelerate Formula helps educators reflect on their practice to avoid the atrocities
associated with allegations of racism. Educators who can reflect on their practice also have an
opportunity to improve the education for all students. The Raccelerate Formula helps to reduce
school violence, civil rights lawsuits, disproportionate discipline, and racism claims against staff
members.

How was the Raccelerate Formula developed?

In a recent article, California's school suspensions show racial disparity, disciplinary data was
used to determine which California schools needed additional diversity training. After evaluating
the data, it was determined that the process was flawed because it uses quantity as the basic
measure to determine the potential racism in the school.

It appears from the article that schools that had more than 200 recorded incidents were classified
as racist and were provided the additional training. Using this as a threshold, thirty-two schools
qualified for the additional diversity training.

The problem with using this type of evaluation is that some schools that were in need of
additional training, according to their standards, were not provided the services because they did
not meet the required 200 minimum disciplinary infractions. For example, Wheatland Union
High School had 144 suspensions for 738 students. For this school the suspension rate was
15.45%. This is well above the national average of 7%. Another school that would have
benefited from the additional training is Colfax Elementary. This school had 41 suspensions for
582 students. For this school the suspension rate was 7.04%. Additionally, there were 27% of the
schools that were above the national average.

A better way to evaluate the California schools would have been to utilize the Normal
Distribution Curve. In probability theory, the normal (or Gaussian) distribution is a very
common continuous probability distribution. Normal distributions are important in statistics and
are often used in the natural and social sciences to represent real-valued random variables whose
distributions are not known.

The normal distribution is useful because of the central limit theorem. In its most general form,
under some conditions (which include finite variance), it states that averages of random variables
independently drawn from independent distributions converge in distribution to the normal, that
is, become normally distributed when the number of random variables is sufficiently large.
Physical quantities that are expected to be the sum of many independent processes (such as
measurement errors) often have distributions that are nearly normal. Moreover, many results and
methods (such as propagation of uncertainty and least squares parameter fitting) can be derived
analytically in explicit form when the relevant variables are normally distributed.

The normal distribution is represented by the bell curve. The bell curve refers to the shape that is
created when a line is plotted using the data points for an item that meets the criteria of normal
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distribution. The center contains the greatest number of a value and therefore would be the
highest point on the arc of the line. This point is referred to as the mean.

The important things to note about a normal distribution is the curve is concentrated in the center
and decreases on either side. The bell curve signifies that the data is symmetrical and thus we can
create reasonable expectations as to the possibility that an outcome will lie within a range to the
left or right of the center, once we can measure the amount of deviation contained in the data.

Figure 4 reveals the normal distribution curve for the information provided in the article
California's school suspensions show racial disparity.

Figure 4

The normal distribution curve reveals that the average rate for suspensions was 1.5%. This
equates to 50% of the schools had a suspension rate of 1.5%. At the +1-standard deviation the
suspension rate was 4.4%. This equates to 34.13% of the schools had a suspension rate from
1.5% to 4.4%. At the +2-standard deviation the suspension rate was 7.2%. This equates to
13.59% of the schools had a suspension rate from 4.4% to 7.2%%. At the +3-standard deviation
the suspension rate was 10%. This equates to 2.14% of the schools had a suspension rate from
7.2% to 10% which also exceeded the national out of school suspension rate.

These schools would have benefited from using the Raccelerate Formula. The Raccelerate
Formula is designed to prevent the perception of racism. For the California schools that were at
1.5% they would have received a slight rating. This means that the perception of racism in those
schools are slight. For those schools that were between 4.4% and 7.2% they would have received
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a 2 rating which is equivalent to moderate. This moderate rating means that the school or teacher
is now on the fence of being perceived as racist. For the schools that were above 7.2%, the
perception of racism goes from high to extreme. The Raccelerate Formula will help educators to
reflect on their practice before any allegations of racism are formally made.



13Theory Background

HOW TO USE THE RACCELERATE FORMULA

School discipline reform initiatives cost millions. Schools can save millions by empowering
teachers to use the Raccelerate Formula instead of other programs that continue to fail. The
Raccelerate Formula empowers teachers to reduce disproportionate discipline associated with the
perception of racism.

Equipment Needed:

 Raccelerate Formula

 Raccelerate Scale

 Raccelerate Table

 Scientific Calculator (Easily found on most cell phones)

Figure 5 Figure 6

Step 1: Collect your data.

For the teacher version you will need to know the number of student referrals. For the school
version you will need to know the number of student suspensions.

Step 2: Count the total number of student referrals/student suspensions that you have in step 1.

Step 3: Divide step 1 by step 2. For example, if you had 21 student referrals and the total number
of students was 125, you divide 21 by 125. This would equal 0.168

Step 4: Locate the In (Natural Log) key on your scientific calculator.

Step 5: Determine the In (Natural Log) of the number that you found in step 3: In this example,
the number in step 3 is 0.168. The In of).168 equals -1.7837912996.

Step 6: Add step 5 by 5.4 Using the example in step 5 this number becomes 3.6162087004.

Step 7: Round the number in step 6 up to 4 since there is a six after the first number. If the
number after three was less than 5, then we would round down to 3.
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Step 9: Use the Raccelerate Table and Raccelerate Scale to determine your Raccelerate Factor
(RFF)

In this example, the Raccelerate Score (RFF) is 4 which corresponds to high on the Raccelerate
Table.
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THE RACCELERATE CONTINUUM

Promoting Positive Racial Teacher Student Classroom Relationships requires that educators
have an opportunity to have frank discussions regarding race. Engaging in frank discussions of
race and race-based issues is often a delicate task, requiring educators to recognize their own
status and privileges with respect to each other and students. Many educators avoid talking about
race and racism. It can be an uncomfortable conversation and may call for skills few of us
possess. Often, this avoidance comes down to fears of misspeaking, sounding racist or militant,
exacerbating differences, or hurting the feelings of others.

The Raccelerate Continuum (Figure 7) provides the framework to have safe discussions about
racism. The eight pillars include:

 Teacher-Student Relationships

 Teacher-Student Racial Differences

 Teacher Discrimination

 Student Beliefs and Perceptions

 School-Student Racial Disparity

 Discrimination in the Classroom

 Teacher-Student Verbal Behaviors

 Teacher-Student Non-Verbal Behaviors

Figure 7
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The Tipping Point

In his book, The Tipping Point: How Little Things Can Make a Big Difference, Malcom
Gladwell defines a tipping point as "the moment of critical mass, the threshold, the boiling
point". It is the magical moment when an idea trend, or social behavior crosses a threshold, tips,
and spreads like wildfire.

Tipping point is a powerful persuasion concept an educational leader can use to accelerate and
implement change (Gladwell, 2002). Connectors, Mavens, Salespeople, and the Power of
Context are strategies that can accelerate cultural change such as Promoting Positive Racial
Teacher Student Classroom Relationships.

According to the Power of Context, if the environment or historical moment in which a trend is
introduced is not right, it is not as likely that the tipping point will be attained. To illustrate the
power of context, Gladwell takes on the strangely rapid decline in violent crime rates that
occurred in the 1990s in New York City.

Even though Gladwell acknowledges that a wide variety of complex factors and variables likely
played a role in sparking the decline in the violent crime rate in New York, New York officials
transformed the environment by focusing on small goals like painting over graffiti, cracking
down on subway toll skippers, and dissuading public acts of degeneracy.

One type of person that accelerates cultural change is a Connector. “Connectors know lots of
people” (Gladwell, 2002, p. 38) and who are in the habit of making introductions. A connector
has a network hub of relationships. In schools, they usually hold positions which require them to
know people across the educational spectrum.

Another type of person that accelerates cultural change is a Maven. Mavens want to solve
problems and are information brokers (Gladwell, 2002). These are people that we rely upon to
connect us with new information. They accumulate knowledge, especially about the different
educational trends, and know how to share it with others. Mavens start "word-of-mouth
epidemics" due to their knowledge, social skills, and ability to communicate.

A final type of person that accelerates cultural change is Salespeople. Salespeople have the skill
to persuade when people are not convinced by what they are hearing. They tend to have an
indefinable trait that goes beyond what they say, which makes others want to agree with them.
“The Power of Context states that epidemics are sensitive to the conditions and circumstances of
the times and place in which they occur” (Gladwell, 2002, p. 139) for which Salespeople can
capitalize.
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Students Need Professional Development Too

School administrators can reduce student disciplinary infractions by using the left-hand column
professional development activity during disciplinary hearings. Many disciplinary hearings result
in consequences for the students without providing professional development that will reduce the
reoccurring resistant behavior. Reducing the resistant behavior decreases student suspension
rates which impacts standardized test scores, student attendance, and student graduation rates.

In many instances, differences in values and beliefs lead to disciplinary infractions. The left-hand
column activity provides an opportunity to evaluate student thinking and the dialogue that
corresponds to involvement in disciplinary infractions. Businesses and educational organizations
have successfully used the left-hand column professional development activity which Argyris
and Schon developed in 1974.

Frequently, classroom disruptions result from the dialogue between teachers and students or
students and students. During the dialogue each participant is involved in a thought process. If
the thought process is refined, then the dialogue between the participants will not lead to
disciplinary infractions.

School administrators must provide students with professional development by using the left-
hand column activity (Figure 8). Student involvement in this activity can reduce reoccurring
disciplinary infractions as well as providing school leadership an opportunity to evaluate the
student’s values and beliefs which could determine future educational strategies that reduce
student disciplinary infractions. Incorporate the left-hand column activity as follows:

 The activity begins with identifying a specific challenge that a student has had which may
warrant a consequence for a disciplinary infraction

 The student prepares a dialogue script in the right column

 In the matching rows, the student writes down what they were thinking on the left-hand
column

 Use additional rows in needed

 The administrator and student determine the turning point that would have prevented the
disciplinary infraction

 The administrator recommends future alternatives for the student
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What I Was Thinking What Was Said

Figure 8
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PREPARATION

This section provides information about how to prepare for the workshop. Please review the
Theory Background on pages 6 to 18 to better familiarize yourself with the technical aspects of
the workshop.

Pre-Workshop Checklist

Materials
 Facilitator Guide
 Promoting Positive Racial Teacher Student Classroom Relationships Book (1 per

participant)
 Promoting Positive Racial Teacher Student Classroom Relationships Workbook (1 per

participant)
 Internet Connection
 PowerPoint Presentation
 Markers
 Easel Paper
 Easel
 White Eggs (5)
 Brown Eggs (5)
 Bowls (5)
 Paper Towels
 Projector
 Projector Screen
 Audio Speakers/System
 Extension Cords
 Computer with appropriate software
 Index Cards (25)

Optional
 Certificate of Achievement
 Facilitator Evaluation
 Program Evaluation

To Do Before the Workshop
 Order workshop resources for each participant
 Reserve workshop site/room
 Plan on tables and chairs for 25 participants, plus 2-3 materials tables and space away

from liquids and food
 Arrange for AV equipment: Overhead projector and screen; flip charts
 Confirm workshop set-up and technical needs (Internet connection)
 Visit site before the workshop day to preview the space

The One Day Workshop
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 Make 5 copies of the article Self-organization in Biology (for group of 25 participants)
 Make 5 copies of the article Self-Organizing Systems (for group of 25 participants)
 Make 5 copies of the article Patterns in Nature (for group of 25 participants)
 Make 5 copies of the article Using Self-Organizing Activities in Proposal Development

(for group of 25 participants)
 Make 5 copies of the article Chaos Theory (for group of 25 participants)
 Make 25 copies of the Student Professional Development Tool (p. 82 to 85)
 Label index cards A through F (5 each)
 Make 25 copies of the Ice Breaker Activity (1 for each participant)
 Download PowerPoint @ www.positiveracialrelationships.com/product/facilitator-guide-

promoting-positive-racial-teacher-student-classroom-relationships/
 Make 25 copies of the Certificate of Achievement
 Make 25 copies of the Facilitator Evaluation
 Make 25 copies of the Workshop Evaluation
 Remind participants to bring individual/school disciplinary data

Group Size
An experienced facilitator will know that when a learning group is to large the discussions may
become unwieldy and the workshop more difficult to manage. We recommend no more than 25
participants in a single training session. A vital part of the Promoting Positive Racial Teacher
Student Classroom Relationships Workshop is interaction. If there are more than 25 participants,
this will become difficult to facilitate.

Time Required
In general, Promoting Positive Racial Teacher Student Classroom
Relationships one-day workshop can be conducted in five to six
hours. You can shorten the workshop by omitting modules and or
sections within the modules. We strongly recommend that you
rehearse your presentation at least once in advance in order to gauge
the pace of the workshop and determine if you need to adjust the
timings.

The timing suggestion
for the workshop
assumes that you have
experience leading
training sessions as a
facilitator. If you are a
new facilitator, you may
wish to allow more time.

The Role of the Facilitator
Bringing people together to solve problems, create plans, and make decisions related to
Promoting Positive Racial Teacher Student Classroom Relationships requires both a powerful
and essential form of leadership. We need facilitators who can orchestrate the group’s
extraordinary potential to accomplish what cannot be accomplished alone.

Facilitate means “to make easy.” As a facilitator, your job is to make the workshop easier for the
participants. Your main task is to help the team of educators increase their effectiveness. A
facilitator manages the process, rather than the content. Facilitators are concerned with how
decisions are made instead of what decisions are reached.



21The One Day Workshop

Facilitator Responsibilities

 Remain neutral on content
 Tap the reservoir of group knowledge, experience and creativity
 Listen actively and ask others to do the same
 Encourage different points of view
 Record, organize, and summarize input from the group
 Intervene if the discussion starts to fragment
 Identify and intervene in dysfunctional behavior
 Prevent dominance and include everyone
 Summarize discussions and conversations
 Bring closure to the meeting with an end result or action
 Guide the group to make and implement decisions
 Achieve quality results

Facilitator Challenges

Managing Difficult Group Dynamics

The potential for challenging obstacles when facilitating the Promoting Positive Racial Teacher
Student Classroom Relationships Workshop are many and varied. They include personalities that
may clash, aggressive or unacceptable behavior by one or several participants, and overly
talkative participants who may even seek to gain control of conversations, which can disrupt the
outlined objectives and bring the workshop progress to a halt. No matter what the hurdle, the
facilitator should handle the problem with calm professionalism and be prepared to take a step
away from the discourse momentarily to assess the situation and choose the best way to steer the
meeting back on course.

The facilitator may find some problems are associated with discussions involving race. Any
person will develop opinions about race simply by existing in the culture. Educators may feel
uncomfortable, strong emotions can emerge, and teachers may feel they don’t have enough
information or background to respond well. Facilitator responses can include:

 If you disagree with someone, paraphrase that person's point before responding - It helps
them to know that their comments were heard and considered

 Avoid blaming language - Blaming thwarts honest conversation
 Avoid associating the quality of a colleague's teaching with exploratory comments

offered in conversation about racism - A participant can be a neophyte in such
conversations, but effective in the classroom

 Accept that prejudiced comments may happen - That doesn't mean the participant is racist
 Be a role model for appropriate communication
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Other Facilitation Challenges

 Continually focusing on and attending to the group
 Being comfortable with ambiguity and information overload
 Processing misperceptions and emotional reactions
 Focusing exclusively on process rather than content
 Helping the group develop so they can ultimately work without facilitation

Consensus Decision Facilitation

A consensus decision is not a unanimous vote for an idea, majority vote, or achieving total
satisfaction of all team members. It is an idea that every team member:

 Substantially agrees to represent a common reality
 Is involved in the fusion of the information, logic, and they have an opportunity to

express their feelings
 Is willing to accept the groups decision
 Believes that the decision is a workable approach that is in the best interest of the team

Consensus is necessary to ensure that the participants have an opportunity to speak, to listen to
each other, to build on each other’s ideas, and to reach well-considered conclusions that hold
enough agreement to enable the whole group to move forward together for successfully
Promoting Positive Racial Teacher Student Classroom Relationships. The team has reached a
consensus when each member can say “even though the decision may not be exactly what I
want, I can live with and support it.” This does not mean that the entire team must completely
agree with the decision but, rather, that everyone is in fundamental agreement.

A consensus decision forces a team to consider all aspects of Promoting Positive Racial Teacher
Student Classroom Relationships and hear all opinions as to possible courses of action.
Differences of opinion are welcomed in order to obtain additional information, clarify issues, and
to enable the team to see better alternatives.
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