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Two New Z

e schccis. CNEe gprimaru, cne intermedizstal
are studied in depth using sthregraphic cssearch technigues.
with an emphas.:s on soserwaticns in The Sieid
Ubservaticns were suppiemented 3y & surveu of cupils sy
formali and iInformali incterviews <cf 3eocl2 In the schco.
community and by cocument analusis.

The aim of the studu was ¢35 Jnderstand the cuiture of =ach
schoal, its way cf 1life,. the respcnses each made to change
and the means eacrkr used =g Cegin the gJreocess &f schoci
improvement '

Descriptions and iInterpsretaticns aof the cultures revealed
'sacred wvaiues' which provide a possible key to wny changes
cccocurred. At the primary school <the ‘sacred value’ of
biiingualism is revealed. This value is supported oy
rituals, ceremonies. symbois, .anguage. a priestess and
catterrs cf Sehaviour yithin che school. dther reiacacz
vaiues are: concerr for seople, ceamwork, concern ICT
learning and teaching, openness. consultation and

involvement of the Kownail
within the values of posit

informality.

Manuka Intermediate d

having an overall,
to which three main
value of putting people

teamwork, Ffamily

inspiring
'sacred
First

feeling,

School community; ail incorporated

ive reinforcement, flexibilituy and

ifFFerent Ffrom Kowahi School in

slogan, Making Manuka Matter,

values' are connected. The

is shown by sub-themes of

shared decision-making and



dositive reinforcement. This anaiLsis ~eveaiea 3cme sul-
cultural groups with ccmpeting wviews. suggesting & site of
change. 7The principal is shown (o rfave a #eu <oie in
CuUituce shaping and a2s an 3gent <f Zhange. w0 Sucther

sacred values' ©of siming for s=xcelience and ilmage suiliding
are explicat=ad. ncecrzoration ¢f children’'s Jiews Ls shoun

in the children's ralues cf wariety, choice ard sScRDOlwOrCK.

- i

from the study of the school culitures a theory of change :is
derived. from which the author 2roposes tThat the changes
endorse, and are compatibkl with., the cultural zhemes and
'sacred values’'. These cultural walues are postulated tc
determine the pace, the crocess ard the acceptability cf
types of changes. Many participancs acknowledged that there
had been multiple changes but found it difficult <o specify
them; suggesting that they had =zeen incorporated into the
'way of life.’' Changes were cdeemed to be largely positive.
especially by informed people. Participants believed that
it was mwainiy children who were affected =Su changes.
although staff and community alsc were affected ts a lesser

degree.

Tinally, if one goal of school improvement is an ability ¢

a

it

he

|l
'3

handle change (Hopkins, 1884>:. then, Jjudging Srom
ability to handle change and from parent zerceptions, it
appears that the two schools have commenced the process of
school improvement. The thesis, <+<herefore, contributes

towards the understanding of the processes of school change.
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Slossary

Cultural Tearms

Sacred values - immutable norms., sacred Jecause they
keep crder in the culture, symboiized in
events, relationships and procedures.

procedures.
_Profane values—- values susceptible to change, "'the way .e

do things around here.'’

Rituals - dramatization of the school's culturail
values; a particular set way of doing
things, sumbolizing a central beiief.

Symbols - a sign, focal point of a cultural value

Legends - s*Jgries about particular people or ways cf
soing things that embody <the school's
cultural values.

-

Slogans - brief sayings that embody a sacred value

Heroes - provice role model, set standard of
performance; preserve what makes school
special; motivate others; embody the

beliefs and values held by the culture.

Priest(ess) = ‘tend to be older mature, human
'encyclopaedias’ o©n matters of their
school 's history and communitu.

Storytellers - tell stories to gain power and influence
and because they enjoy doing LE4
typically found in positions that give

them access to a great deal of information

Cultural - people in the culture 1like heroes,
players storytellers, priestesses, gossips

Abbreviations

= Principal
D.P. = Deputy Principal
S.T. = Senior Teacher



CHAPTER ONE: INTROCUCTICON AND CVERVIEW CF THE EESEARCH

1

Iintroduction

This chapter outlines the Dbackground cf the thesis and the
nature of the study and provices a statement =f the research
problem. Limitations and 4deiimitations of =he stuty sre

then discussed. Followed Dy the organisaticn cf the thesis.

BackgTound of the Studu

The two schools investigated in this <thesis, according to
folklore, myth, public and school perception. for years have
been schools of 'poor reputation’ with behavicural and
educational problems. it was with interest, tZhen, that the
researcher observed some innovative strategies and

stimulating professional development staff meetings and

neard comments fr,om teachers, pupils, and parents that the
schools were improving. This prompted the ffollowing
questions:

Hhat is happening in these schools to allow or facilitate

change?
lIs change really occurring, or is it merely public

perception?

If the schools, in Ffact, are changing, perhaps this could
illuminate Fullan's (1885) concern,

"Understanding change is not the same as managing
it. We are now at the stage of grappling with the
much more ccmplex problem of hAown to manage change
in schools." (P. 73)..."Research needs to go beyond
theories of change (what factors explain change) to
theories of changing (how change occurs, and how to
use this new knowiedge." ¢Fullan, 18BS PF. 382

The writer believes that the impetus needed For change is



dependent on underiying motivaticn. Such motivation Is
sustained by a value system; ie. that the 'new way of doing

. v : 1 T t .
things' is to make things more efficient or better in some

fashion for the personts) involved. Yet, despite a great
deal of good cesearch on factors related o school
improvement t(eg. on school effectiveness Cohen ©13B3):
Purkey and Smith 1 188B3), on classroom effectiveness Brophu
(18683), staff development Joyce and Showers (18B0), on
Principal leadership Dwyer, Lee, Rowan and Bassert (139B8B3J,
and on implementation Crandall et al (1883) and Fullan

(18822), we do not have much specific knowledge about Aow

and why change or improvement occurs.

This thesis attempts to narrocw the gap on processes of
change and school improvement by reporting an ethnographic

study of a primary and an intermediate school in New

Zealand,

Nature of the Study

In this thesis, two New Zealand schools are studied: a

primary and an intermediate school. The primary school is
one of five schools in a town of 4 000 people, while the
Intermediate school is set in a provincial city of 75 000.
The two schools are researched using =n ethnographic
approach; 1ie. cultural descripticn and interpretation.
Ethnography is a 'natural’ method in that the school is
described as it is. The ethnoygrapher endeavours to not

influence or alter the school culture in any way while

pursuing an understanding of cultural meanings for occupants



The 'way cf life” of <he schoci communitu .pupiis. ceachers
and cther staff. zarents and The wider school community.: is
cescrizZec and Interpreted In  light of zultural chemes
fpredominant =zatterns)., Th;s involves the ariter In
ohserving (ife in the schools: in the playground. staffcoom,
classrooms. assemblies - syndicate and school. staff and
parent meetings and staff social Ffunctions. Fcom this

blend of many situations and circumstances. combined with a

survey cof Two classes in each school. interwiews c©f a sampie
of staff, informal Iinterviewing of 3Jarents and associatec
community pecple, and document analusis. a picture emerges

of the schools’ sveruday lives.

Educational change is occurring amidst <the participants’
daily school activities and, from these 2atterns of

behaviocur. language, symbols. rtituals. stories and

rr

ie

,,_.
n

sersonai a theory \is deriwved =f “ow  &nd Wiy
educational change occurs. A proposition is made of the
connection batween successful change and the process of

schooli improvement.

Statement of Research Problem

In order to pursue the study of school culture and
educational change, fFour key gquestions were posed at the
beginning of the study:

1. What aspects of the school culture are changing? Why?

a) What behavioural regularities‘can be observed?



-wWhat wouid 3 rnewccmer need ©9 know I coder To
Feel at nome?

~-What rzutines snd rtules cperate - 2oth formali and
informal?
-what behavicurs are appreporiatce N warious

situations?
-How do pecpi

g 2ress,. ang spegdr th gasch Sther?
-What gives the schocol its cwn special character?

5J) What modifications are occurring?

-What is the source of these modificaticns?
Ltinternal, esxternal: narticuliar pgatterns cf
the informal netwark.

-What strategies are used?

-Hho is involved/not invoived?

-Who 2Initiates change? How? When? Jith what
results?

-Is is evident in classrooms?

[RY]

. What aspects of the culture appear to facilitate change?

(9]

. Wwhat cuiltural factzrs inhibit change?
4. How is the change perceived by the school community?
(community = school staff, pupils, sample o©f parents,

liaison inspector. community workers in touch with the

school .

in using the questions as the »pnasis of cthe study, it was
croposed ¢c derive a cthecry o5n how and wny educationai

change occurs.

Limitations and Delimitations of the Studu

Being an ethnographic study the main research instrument is
the ethnographer. The major limitation, then, was that the
writer could be only in one place at one time and, although
other methods were used to supplement information, nothing
surpasses the thick (detailed) descriptions obtained from

actual observations.



For feasibility reasons the study was confined to two
schools and limited in its time span from July 1888 to iMay
1883. Working fulltime restricted the length and systematic
time which the researcher could spend in the schoois.
Nevertheless, ner job involved being in these two schoois.
at times, with the Curricuium Review Exploratory Schoolis
Project.(CRES)! Because of the schools' involvement in this
project and the Implementation of Tomorrows’ Schools, the
assumption has been made that it 1s wunnecessary to prove
that change is actually occurring. The writer acknowledges
the affect of extra release time and some degree cf the
Hawthorne chenomena with che schools invoived 1in <che
Curricuium Review Project btut, apart from one or two
references to it, the Project was considered to be outside

the scope of the writer’s study.

The writer endeavoured to encompass both width and depth In
her study of the two schools but, when a compromise had to
be made, she generaliy chose the option of depth. Therefcre,

not all classrooms were observed;: but in those that were.

cbservation was undertaken in considerable d=tail.

In accordance with research tradition, and to preserve the
anonymity of the subjects and their schools, fictitious
names have been used. However, the content is valid and it
has been cross-validated by the subjects themselves. A
compromise had to be made between presenting all the data
and interpretations the writer had gathered and estimating
the capacity of the reader to absorb all the information.

1 There are two arms to s4e project: ne deveiopment sige (CRES) ano the researcn arm
Curricuium Review Research I[n Schoois Project (CRRISF),



(rey.

i is intended thart, im presencting detailed and

representative samples, the reader will also be engaged in

the interpretive task. tJohnson and Johnson-Lee, 138B88J.

Finally, the purpose of <:<he study is to describe =the
cultures of two schools and <the cultural Ffactors <hat
facilitate or restrict change; not tTo prove, judge cr
evaluate attributes of the schools. However, some
participants’ comments may suggest to the reader how they

feel about the changes and processes occurring in the

schools.

Organisation aof the Thesis

The thesis is organised into eight chapters.

Chabter one sets the scene in providing a brief background
of the reasons for the study and defines the nature of the
study and research problem. It also considers the majcr
iimitations and delimitations of the study. Chapter two
provides the reader with further background in reviewing the
related literature; while chapter three explains the

proposed methodology.

Chapter Ffour presents the reader with the interaction
between the methodology, writer and school cultures; after
which chapters Ffive and six describe these cultures.
Chapter seven examines and compares both cultures and
proposes a theory as to how and why change has occurred.
Chapter eight links together the threads of the preceding

seven chapters to present the reader with the Findings. The



appendices inciude infcrmation and eixampies cdiscussed

in Tae

~ext. hut wnich are supplementary to the discussicn.

Thooughous The S=2XT. Sut especially LA Zhagters Tour T3
seven. the reader wiil find & wvariety of charts. diagrams.
graohs and tables. Trhese <tables =ndeavour =o ccrndense the

informaticn, engage the reader in - the intercretive tasxk and
to acecenpt Johnson and Johnson-Lsze’'s (18BB) chailenge that
“educational ethnogravhers should emplcy refliexive and

imaginative technigues for documenting their intercretations

of cultural meaning."” (P, 239)

Thus. the first three chapters provide the theorectical base
underpinning the criginal research which 1is described in
chapters four to six. Chapters seven and eight link the
Former two sections together and interpret the data to farm

a theory of change.

conciusiogn

With an understanding of the tackgrourd, nature cf the
study, research problem, limitations and delimitaticns and
the organisation of the thesis. the reader is now ready O

review the related literature.



CHAPTER TWwO: REVIEW OF RELATED LITERATURE

Introduction

In order to address and put into context the central concern
of this thesis - school culture and the processes of changa
- it is necessary to examine recent research. No iLiterature
pertaining to this central corncern was located. Therefore.
the following literature review examines three relevant

companents of the questions posed in chapter one: chance.

culture and school improvement,
Change
According to Fullan (1886), serious research on the

implementation of educational change began only in the early
1370s. Since that time., many aspects of change have been
explored by researchers, Falling largelu inta three
categories: the nature cf change, conditions of change and
the management of change. These themes are examined in this
chapter. Some discrepancies between cited research are

revealed, which the thesis endeavours to address.

The Nature of Chanae

"Change is a process not an event, which connotes that
something is happening over a period of time to transform
individuals and situations." (Fullan, 1985, P.3S2) What is
happening and what transformations are taking place
frequently elude educationalists for two main reasons: "the

intended outcome is rarely stated clearly, and if it is



stated cleariu, by the end cf the change process it has
managed to get lost", (P.3) due to the compiexitu of the
orocess. Understanding the process itself 1is challenging
enough (and will be examined in the next section, without
considering the particular site at which <the change is to
occur. Koller and Schiesinger (1986J) identified four main
situational Factors affecting change: the amount and kind of
resistance anticipated. the position of the initiator

compared to the resigtors. (especially with regard to power.

the person who has .the relevant data for designing the
change and the energy for impiementing it, and the stakes
involved. These situational Ffactors affect the speed and
extent of change impiementation, the number of peopie
involved, the amount of information needed., and the extent
cf clear planning required to design the change correctly.
[t is this critical juncture of martrying the change process
to the site, that 1is frequently the cause of failure to
change (Sarason 13871, Fullan 1385, Coleman 1387. Corbett et
al 1986. Leithwood and Montgome:y 1982, Crandail et ai
1883). In this thesis <that relationship 1is examined in

depth.

Sarason (1871), argued that it was necessary to examine
behavioural regularities before one could measure what
changed, and Cuban (19B7), takes this further by saying,
"describing dominant patterns of instruction both over time
and in diverse settings becomes crucial to establishing what
is durable and what is transient." (P.35) The fieldwork,

therefore, will examine behavioural regularities in order to

determine the changes.



The nature cf change, nowever, implies an assumption of
improvement. The effort required <toc change can only be
sustained by a motivating force gor a value system striving
to make the situaticn more efficient or better for the
personts) involved. Sarason (13871) argued that the attempt
to introduce a change into the school setcting makes at least
two assuﬁptions, "the change is desirable according to some
set of values, and the intended outcomes are clear."” (P.6&J
Who determines the values, and how, is not discussed bu
Sarason and could be a critical step in successful change.
Research by Common (18B1), suggests this very phenonmenon is
the root cause of innovation failure as <cthe struggle for
power over who or what will change schoois leads to a lack
of change; thus supporting Sarason’s belief that "the more
things change the more they remain the same." (1871, P.22l)
The fact is that the amount of time, energy and resources
needed just to keep a school running 1is so enormous that
oniu a small proportion remains to expend on changing
things (Eubanks and Parish, 138987,). However, we know that

change does occur in schools; but under what conditions?

Conditions of Change

"Schools and other organizations are full of myths
and legends about change: top-down change is bad,
bottom-up change is good, the pendulum of change
always swings back ... They are actually myths that
continue because they guarantee that the changes
will stay within acceptable ranges of existing
practice." (Eubanks and Parish, 1987 P.613)

However, certain Ffactors can stretch the boundaries of
acceptable change. Sarason C1871) and Cuban (1887),

indicated that the success of a change is dependent partly

10
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on the historuy of the schooi: ie. whether cthe school is
receptive to change or whether it can be affected by the
success or failure of former change implementations. How
manu changes. and the extent of the impiementations. may be
a critical factor which is not expiored by research to date.
Sarascn (1871) believes that tThis falilure =to change is
largeiy due to two problems - inadequate knpuiedge of the
"actual functioning of schools and school systems” (P.223)
and the faiiure to consider a universe of alternatives. By
this he means that schools get trapped into thinking there
is only one way of addressing a oproblem and, as such. what
is cecomes what ought tTOo ©be. It is hoped that; bu
investigating two schools in depth some light may be shed on

these problems. The writer believes some iliumination can be

derived from linking the concepts of change and culture.

Russell et al, (1873) move somewhat in this direction buy

arguing that "the generation of a climate for change must Ete

considered the most critical component of change. It is ailso
the most elusive component to describe, since it manifests
itself in many ways" (P. 106J, and consequentliy there 1is

minimal research on how and why change occurs (Fullan 1385,

Crandall et al, 1983).

Research within the school itself suggests that certain
organizational conditions can Ffacilitate change. Fullan,
(1385) derived various factors from a myriad of case studies
to indicate that change always takes time, involves anxiety
and uncertainty, needs technical and psychological support,

involves learning new skills, and the "fundamental

11



breakthrough occurs when oeople can cognitively understand
the underlying conception and rationaie"” (P.336) behind the
change. Fullan is supported by other research: Sarason
(18712, Corbett and D'Amico 1986). and Eubanks and Parish
(1887). Further research suggests additional conditions -
one of which Iis opportunities for encouragement. ie.
rewarding staff members for their participation (Corbett and

D’Amico 1886, Peters and Waterman 1986. Inkson et al 18B6.

Stewart and Prebble 1885). Other conditions incliude
communication - especially reasoning behind changes and the
identification of emerging problems (Alexander (1885»:

providing sufficient rescources of money, time, knowiedge and
personnel; and development of a flexible implementation plan

(Alexander 138B5).

Peters and Waterman (13882), advocate that "the essential
idea (of <change) is to focus immediately on tangible

results" (P.143). Theu describe this as 'a bias for action’.

in quoting numerous vignettes of dramatic change., they
suggest that, in reality, these "contravene much of the
conventional wisdom that existed previously." (P.102) We,
therefore, have conflicting research results - factors which

are common to successful change in many situations are
violated in others. Change must demand more than conditions;

it possibly depends on successful leadership and management.

Change and the role of leadership

Much of the literature emphasises the need for strong
leadership: "the most successful examples of change occur

wnen leaders are replaced with new leaders with different

12



characteristics, and 2@ mandate for change. ‘MclMahon, 1886.
P. 104y, (Fullan 1982, Sarason 1371, Fullan 1385. inkson et
al, 1986J. This will Ee an interesting factor to pursue as
the two New Zealand schoois Investigated nad @a change of
principal at the beginning of 13888. ilcMahon (1386) warns.
however. that it must be more than the principal who wants
change for the school must see 1t as necessary and

appropriate with a degree of mutual trust and confidence. a

share in the decision-making, and the staff must find
confidence in the orincioal to take seriousiy anu
recommendations s/he makes. ilcMahon is supported ty Coleman
(1987). Corbett 2t al (€1887). Fullian 1885). Peters and

Waterman (1882).

Fulian (18B6J), maintains that change can occur without the
principal but it is more likely to succeed with his/her
support. Change agents may need to be identified and
supported otherwise they may thwart changes (Common 18B1.
Koller and Schlesinger .886. Corbett et al. 18B7) by using
the informal network and resistance behaviours. The onliy way
to reduce this is by knowing the change process. How this is

done is the subject of the next section.

Management of Change

"Managing change is intrinsically dilemma-ridden," (Fullan,
1986, P.78B) for change of any magnitude threatens norms and
values deeply rooted in the school culture(s). Change
results in an increasing need Ffor reorganisation - which
itself is usually feared. This is because reorganisation

disturbs the status quo, threatens people’s vested interest

13



in their JjJobs and

things. (Koller
Schiesinger advocate
strategy

peoplie resisting

misunderstanding and lack of trust.

the situation and low

then,

in what ways, so

and

in impiementing change.

change

for management is to

that

modifies establisned waus of doinog

Schlesinger. 1986 . Kolier and

-
(™

diagnosing resistcance as he Ffirst

The most common reasons for

are: parochial seif-interesct.

different assessments of

tolerance for change. The challenge.

assess who will be affected and

managers/principals can select the

appropriate way to overcome resistance.

Skiils in
important. according

argument. The most

communication but, to

relationship between
little notice will be
include participation,

time.

training and

negotiation.

anticipating

Ultimately,

and dealing with resistance are

to ~opller and Schlesinger’s (138862

important skills are education and

be successful, they require a good

initiators and resistors or else

taken of the change. Further skills

involvement, support (provisicn of

amotiocnal support: and. at times.

-
L=

he decisions depend o©n the

Judgement. of the change initiator who must balance the risks

and benefits

against

the time available. extent of

commitment required and importance of the change strat&gy.

The skill of the principal possiblu lies in careful analysis

of the school culture to determine who to involve,

when, how

much. and why. Implied is the need for a balance between
theory, interpersonal skills, and knowledge of the
culture(s). Quinn (1886 argues that, "because of

differences in organisational form,

management style or the

14



sontent of individuai decisicns, no single carsdicm czn

hold For all strategic decisions." (P.68) '

Secause there sre S0 many factors, ahich zengd To 3B
paradoxicai, Fulian 19857 advocates a feel far zhe
improvement process cn the nart of  leadership. 2ased con
knowledge =f change »rocesses, ‘experience. intuition and
assescment aof the situation as a whole". (P.401) In gthe-

words, xnowledge cf changa processes alone is insufficien:

Change must be dovetailed intc <the complexities 2of t©-=
organisation to which it is being applied. understandirg
successful change involwves a close 2xaminatics of che

context, or culture; a rcecurring facctor in the eixam

= )

ation

[

of the literature, and to which we row turn.

Culture

Towards a definition of culture

Culture tends tz be an elusive concent., Even Sarason (1871

J

failed to define it in his book, The Culture cf the Schooil

and the Problem of Change, for culture’s intangible nature

means 1t cannot bte seen as such, only derived £f{rom

behaviour and its consequences. (Merrill 1963, Schein 18855.

Corbett et al.(1987) define culture as:

“the way things are - it provides contextual clues
necessary to interpret events, behaviour, words
and acts - and gives them meaning. Culture also
prescribes the ways in which people should act,
. regulating appropriate and acceptable behaviours in
given situations. Culture thus defines what is
true and good." (P.37)

This definition highlights the significance cf meaning and



value which Corbett et al_ expand further, in giving tuwo
types of norms which produce a school’'s culture: the sacred
(immutable) norms and crofane norms (which are susceptible
to change.. The sacred become symbolized in eordinaru

events, relationships and procedures. while the profane

incorporates "the way we do things around here" Dbut can
be modified. (Corbett et al. 1887, Deal. L9B5Y < Ihis
incorporation of the element of change is important. and

Corbett et al intimate that some values mau be changed and

others may not.

., Deal (1886, P. 33) suggests that "understanding the depth orf
culture is a prereguisite to learning what does and does

not change in organisatioﬁs.“ It requires an awareness, £or
culture incorporates basic assumptions that freguently are
taken Ffor granted and acted on unconsciously by an
organization (Schein, 1885). Meaning derives from the
elements of culture: "shared values and beliefs. heroes and
heroines, ritual and ~eremony, stories. and an informal
network of cultural players " (Deal, 1985 P.B05). How then.

do the sacred and the profane elements of culture becoma

established and changed?

Beardsmore (1985, P.6B) attempts an explanation by arguing
that "the key is to have an appropriate balance between the

solid core values, which provide stability and strategic

fFlex which allouws exploration, experimentation and
questioning”. He does not say how to achieve an
'appropriate balance’. Beardsmore (1985) argues that there

are "no  'right’cultures - each has its own unique blend of

16
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in Tact. Sgickson wWlSBTY argues Thac
"culture arises through social conflict. wich
possibility af differing interest grouos
becoming progressively more culturaily differenc
across time =2sven cthough the groups may =2 in
continual contact. ..Ihis rew culture is acceptec,
learned and cemembered. cr rejected: ignored snc
forgcttaen: depencing on  Jnhere cne sits in The
soeial erder: P .ot

fricksorn’s reasconing s=xplains the existence <of ~ultiois

supb—cultures within a school and the evoluticn =f Zultures
cited by Handy (1985). This concept will be explored Ffurther
in examining fieldwork observations.

There remains —he orcclem

of some sSchopl Cultures ceing mare
cohesive, appropriate and dynamic than cthers. .nkson gt &l

(1886, explain that the combination of elements give each

organisation its own special identity and character and
an all-pervasive "gestalt - a totality in which the
individual elements are intricately combined."” '+P..B5) Ihe

combination of elements, therefcre. must be crucial and

cannot be understocd merely by dissecting the gzarts. <he
importance <f an appropriate culture rtas Ieen stateg
eariier. However, to be appropriate, the culture =~eeds =IO
adapt to its changing constituents and its envircnment.

Kilmann (18B6). suggests that an,

"adaptive culture requires a risk-taking, trusting
and proactive approach to organizational as well as
individual life. Members must actively support one
another's efforts to identify problems and adapt
to solutions. The latter can only be accompiished
by a very conscious, well-planned effort at
managing culture." (P. 8B6)

[t is this site of adaptation (change! and management of
culture that 1links the +thrust of this study in two New
Zealand schools. For the purposes of this thesis cthen.

the writer has derived from several sources her own working



definicion of culiture tTo be:

the conceptual glue that binds a school together
by its shared patterns of beliefs, values,
attitudes and hehaviours, symbolised n: I1ts
rituals, cultural players.,myths, stories, slogans
and symbols.

Zulture provigces neaning and diresction zut, Zecause of the
ideological struggies. anu school will necorscratce
sub-cultures: holding the same sacresc vaiues but
pseing differentiated =y the lopose—-coupling of grofane
values. 7The struggles between these ‘'nrofane’ groups LS
the site of cultural change in a school.

Jith an understanding cf <change and cuilture, it is now
apprcpriatce 0 consider the celaticnship btetween chese
concepts and that cof school improvement.

Schooli mprovement

Sarason ©187.), argues that an implicit assumption in
implementing change is the desire for schooi improvement.
Schooli improvement (s ©Dpecoming an increasingiy importantc
topic - given the economic restraints and the cecogniticn

that the school is the essential wunit of change in cthe
education system. It is only since the 1370's that we have
come to understand how educational change works in practice.
(Hopkins, !1984) In the 1860°'s educational thought was
dominated by the Coleman and Plowden Reports (1967),
indicating that home and societal influences far outweighed
school variables in relation to étudent achievement.
However, Rutter et al,K (1979) showed in their study of tuwelve
secondary schools in London +that there were significant

differences between schools, largely due to the human-social

15
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charabteristics of the organisation. 0Other researchers had

similar findings, eg. cDill 1873, Weber 13871, ™Madden 13876,
| Brookover and Lezotte 1876. Later studies in the 1970's
revealed the complexity of putting educaticnal change into

practice t(Hopkins, 1884%). The difficulties were due in part

to the definition of schnol effectiveness.

Two fundamental problems arise £from the concept of school
effectiveness. The relationship between the concepnts of
improvement and effectiveness is made in the follow:ng
passages - with the understanding that improvement 1is a
process, moving towards the achievement of effectiveness.
The first problem is that,

"the concept of school effectiveness 1is a very

narrow one, and in much of the literature is tied

narrowly to test scores in lower—-order math and
reading skills’ and it ignores other outcomes of

'schooling prized by many parents and
educators. . .sharing, learning to make decisions,
developing self-esteem, high=r-order thinking
skills, and a sense of ¢the aesthetic." (Cuban,

1884, P. 132)

Schools are multi-faceted organisations tRenihan and
Renihan, 18B84) with a multitude of concurrent activities.

Any narrow definition misses the heart of the school- its
way of life. The crucial gquestion is how the way of life -
the culture - of the school impacts on the reading, maths
and all the other values promoted by the school. The
researcher 1is faced with a dilemma: for culture is an
intangible phenomena which can only be appreciated by
observing its dimensions of values, beliefs, attitudes.
.Eehaviuurs, cultural players, myths, stories, symbols and
ritua;s. yet:, "attacking individual elements without

‘paying due regard to the webs of interrelationships



surrounding them is ilikely to lead <to soiutions that wiil

not have long-term success."(Duignan, 1886, P.B3)J

An analysis of <the lLiterature and =©he cesearch itself.
therefore. will need to examine the elements of school
culture. Then an endeavour will be made to deliberate con the
entirety of the schooli and its culture in order to perceive
the combination of factors which contribute <tTto school

improvement.

The other fundamental oroplem is that it is reasonabiy easu
to identify a successful/effective school by anaiysis of the
successful factors. However, the difficulty is in how the
school becomes effective. It is here that a relationship
between change and improvement can be made, for improvement
is:

"A systematic, sustained effort aimed at change in

learning conditions and other related jinternal

conditions (culture) in one or more schools, with

the ultimate aim of accomplishing educational goals

more effectively."(Miles and Ekholm, 1385 guoted by
Glatter, 138B6, P.B8)

For the purposes of this thesis, school improvement
encompasses Glatter’s definition, with the additional
dimension of external conditions, and the understanding that
it is a process of moving towards effectiveness - which is
the achievement of improvement. Since improvement is viewed
as moving towards effectiveness, the literature review
includes a consideration of the Ffactcrs of effectiveness,
its relationship to the New Zealand setting, Ffurther
limitations of the concept and the Justification for this

investigation.
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Taczcrs cf erffectiveness

feninan and Renihan :$1884%), identified seven variabies cf
effective schocls: ieadership. conscious attenticn <0
ciimate. academic f{ocus. greac gxpecTacicns. sense =T
mission, Sositive motivatianal scrategies and T=edback

academic 2erformance. ~ike RPutter =t a3l PG REN he

]

empnasised the essentlial intercependence of these factors T

which Rutter refers as the ’'positive ethos’. The following

discussicn centres on the Renihans' wvariables.

Leadershinp

The first variablie. leadershipo, incluces such gualities 3s
assertive administration, instructional leadersnio.
assumption of responsibility, high standards, nersonai
vision, expertise and force of character. (Renihan and
Renihan 1884, - Elmore 1.887, Reynolds 1982} Much of <the

literature supports the notion that leadership is crucial to

schcol improvement :Caldwell and Spinks 1.888, Fullan 1388S,
Aolcdaway 1888, Robinsen 18B4. sideen and Andrews -SB4% 01, =zZut
the actual style is nrot clear Schmuck 1884, <ideen and

Andrews 13884 .

Inkson et al (1887), refer to the leader as the 'keuholder’,
who enthuses énd influences others to strive willingly for
company gaalsfbg exhibiting qualities of commitment, energy,
vision and ;cmmunicatinn. Theu believe that successful
leaders should have an appropriate style for the current
stage of a company’'s development. Perhaps in education, too,
particular principals are more suitable to the stage their

school has reached. The leader not only alters the structure

22
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and  technoiogy of an @grganisaricn Jut 23ilsgo creartes hs
symbcis, ideclogies. language, Seiiefs, rcituals and muths.
.Pett.greuw,. in Feters and waterhan. =IB323 .

Ruddock ¢188%) impiies that LiT& &8 <The Sulture Sf the
organisaticn that determines, and s determined by, cthe
style of _eadersnip zand patterns cof interr=sizationshic
(Supported Sy Deai 1985, Eisner 1888, Eilmore 1384. and
Inkson et al 1987:. The apprecpriate leadersnhip stuyle is
negotiated at the site and the way these regotiations are

made determines the success and idigsuncractic natures cf the
ieadership eiement. Although this element can ze identified.
it cannot stand alone crom other compcnents of <the
particular school culture and will be interesting to pursue

e o

the two schools investigated.

Conscious attention to scheol —.imate

[t is pertinent =hat Renihan and Renihan's 13984

) next
Factor ©f schcooi effeccivengss s "conscisus attention ©S
climate’'. An envircnment conducive Co learning LS Seen as
essential, particularly where ‘rtules. regulations and

guidelines are laid down and are clearily understood oy
everyone. '{(P.1) This Factor is supported by many
researchers, such as Ffullan (1985), MacKenzie (1883,
Reynolds (1882), and Rutherford (1985). However, of vitai
importance with this Ffactor is how the guidelines and
regulations are laid down and how conscious attention is
given to the climate. Deal (13985) reinforces this by saying

that,

"a strong performance is dependent on a cohesive
culture - a set of shared values that motivates and



shapes behaviour inside the companu and inspires

commitment and loyaity from customers or
clients."(P.B05)

The critical task in school improvement is toc generate a
culture that permeates the schooi organisation to link these
other components together. The school improvement literature
skirts this issue and, although the analuysis of ‘culture’
related literature touches on 1it,” the gap thus identified

will need to be addressed in the writer’s own investigation.

Academic focus

Academic focus and great expectations, gsarticulariy the
importance placed on basic skills, is the next factor. Again
this is supported by much of the research to date (Mackenzie
1883, Reynolds 13882, Sizer 1986, Caldwell and Spinks 1888)J.
The particular balance between these and other educationally
valued skills, such as human relationships, cooperation and
critical thinking, are not mentioned by the researchers, and
yet are valued by the wider community. The difficulty in
measuring these variables is the main reason., with the added
component of political views, which Ekholm (1388%) argues. is

an inherent factor of the svaluative nature orf improvement.

Sense of mission

Sense of mission, the next component identified by Renihan
and Renihan (1984) is the consistent philosophy which is
shared by the teachers, students and pupils of the school.
Renihan and Renihan imply an overlap with the other factors
when they define it as having the follcwing characteristics:
"shared norms...agreed-upon ways of doing things, clearly

stated goals known to all, a high degree of acceptance of
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the importance of goais, and j{oint planning." (Renihan and
Renihan, 1884, P.2) In this explanation they are showing the
difficulty in separating eiements of culture: that culture

is the interlocking of these associated variables.

Inkson et al (1398B7). refer to <this component as the kite,
Lthe organisational purpose or missionJ) which the keyholder
Flies with its inspiring and uplifting effect. They advocacte
also, that kites need to bpDe a communal experience, giving
direction and focus. 0On a more educational note, Duignan
(18B6) refers to this as "a clear set of goals and an
emphasis for the schooli"'(P. B83), so that the schooil
(administrators, teachers, students, parents. has a

Fundamental belief system.

Positive motivaticonal strategies

It is with this in mind that we examine the Renihans’ next
factor of 'positive motivational strategies’. They cite
evidence to show that "studies at both school and ciassroom
level find more successful schools having a greater
conscious reliance on praise rather than blame. " (Renihan
and Renihan, 1884, P.2) (Elmore 1987, Fullan 13885, Hopkins
1884). It is interesting that Inkson et al (1887) do not
have positive motivational strategies as a separate factor,
as it is wvery much part of the whole culture. Other
theorists also incorporate positivism in other factors:
Ramsay et al (1887) - supportive, caring environment;
Levin (1986)- giving recognition; Deal (1985) - tell good
stories: Holdaway (1388) - high expectations and collegial

support. No researchers refute the factor.



Feedback on academic nerfarmance

The final Ffactor s ‘'feedbacr o©on academic perfcrmance.

Renihan and FRenihan t18B%. F. 2). cite "sffecrtive schools as
precviding consistent and continuous STeedback To students on
theirs academic achnievements'. as do Zdmonds 13872, Posesnine

1878 and Berliinmer °.873. Renihan and Renihan aliso indicace
the direct relationship of feedbacik to teaching cbjectives
and performance. Rutherford (1885} refers to Teedback &s
'continuously monitoring progress’ and Ramsay et al (18B87:..
as keeping 'records of pupil progress.,' Again, ‘feedback’ s
a factor not made explicit by many other researchers. but (S
incorporated into other elements of culture or the culture

as a whole (Inkson et al 1887, Caldwell and Spinks 1388.

Peters ard Waterman 13882, Schmuck 1884.>.

It will be interesting to see how evident these factors are

in Kowhai and Manuka Intermediate schooils.

New Zealand Studies Related to Schocol Improvement

In the years between 1377 and 1280. New Zealand intermediate
schools were jnvited by the Department of Educatian to take
part in a voluntary self-evaluation exercise - a ‘school
review'. (Robinson, 139B4) Rather than relying on an outside
evaluator, the staff themselives were responsibkle Far
reviewing their school. (This point is interesting in light
of Manuka Intermediate’s September 1388 staff meetings which

were devoted solely to reviewing 'where they were at’.:?

The model has the advantages of people 'within the culture’

26



having their awareness raised, xnowing the strengths and
limitations of staff members and bDeing continuousliy on site
to implement modifications and voluntaruy involvement.
However, Robinson «1884%), highlighted some inadeguate

implicit assumptions of the model. Voluntaru involvement was

not true of all cases - some schools were coerced by
inspectors to be involved, so that the wvery schools who
needed self- review, were involved for the wrong reasons

and, subseguently, were 1less committed and derived little
ultimate benefit. The stimulus of an outside facilitator was

missing from the model. Wideen and Andrews ©188%) and

McMahon (1986) suggest the need for external support in
successful school self-reviews in order to see beyond the

day-to-day demands of school life.

The role of the principal was viewed to be essential to get
the review underway (supported by Fullan, 1882), but there
was conflicting evidence about the extent of active
involvement by the principal. Robinson (1884} argued that
the Principal needed to be actively involved in order to
sustain interest and direct the necessary resources into

school-review,.

Robinson’'s (19B4) study reveals a catch-22 situation.
Willingness to embark on a school review exercise demands
sufficient awareness of the need Ffor school development and
reflexive practice. Yet, the schools that need the revieuw
rarely have these skills. (Hence, there was a need for
coercion by some school inspectors). Awareness itself,

though, is not enough. The school culture must encompass
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committed, skilled and mature personalities in order to

sustain the on-going effort required to be open, to

experiment and to take risks. The challenge is how <toO
enter this cucle of school improvement at the righc level in
order to derive nenefits without being demoraiised.

Hopefully, this thesis, in investigating two school cultures

in detail, will elucidate some facets of this dilemma.

In a different vein, a study by Ramsay et ai (1387) iIn
eight schools in the Southern Auckland region revealed eight
characteristics of 'successful’ schools, A significant
Finding was that each school was highly idiosyncratic and
that "a considerable range of practices were found within

schools as well as between schools." (Ramsay et al, 13887,

P.2) This is probably a factor that contributed to variable
success in school reviews by Robinson (1884) and one that

needs to be borne in mind for school improvement.

The eight characteristics of 'successful’ schools are

similar to those of Renihan and Renihan (1984%):

(a clearly articulated philosophy or statement of
goals, patterns of communication, decision-making
procedures, records of pupil progress, use of
community resources and community relationships,
developed resources, improved school environment,
and created a supportive, caring environment)
However, there are some different emphases. The factor of
leadership is absent - and is even moderated in ’'decision-—
making procedures’, where democracy and staff participation
are emphasised. However, the point 1is made that leaders in
these schools were prepared to make and take responsibility

fFor a fFinal decision after staff involvement. (Ramsay et al,

1987). Thus, leadership is =»n implicit rather than explicit



component cf school success: zerpaps Smpiuing the styie’ =fF

- -

leadership. rather than its importance.

Ramsay 2t al <1887 piace greatzr 2mphasis an communicaticn

gspirit and a sense of working Iogether under difficuities

was engendered in the informal structure...fo staff felc
they knew what was going on, and were consulted crior T3
decision making.""P.5) Communication is & more measurable
Factor and gives some indicgtian of how and what -

schools can do towards school improvement.

The study by Ramsay et al +1887) indicated a Tactor rot
mentioned 32y cther educational researchers: that of
community resources and community relatignships. This 2oint
is particularly interesting in the 1light of the educational

refcrms in New Zealand in 883 and the attention paid to

o

community celationships by the two schools investigated in

this thesis. Businesses have .Long recognized cthe need tl
maintain contact with their mwarkets Ffor, if theu neglect
them, the business fails. (Peters and Waterman 1882,

Inkson et al 1987). So, too, with a school. IF the
'customers’ (students, parents and the wider community. are
neglected, the school might experience declining rolls and
a slide towards its demise. It is with interest, then, that
this added component of community perceptions is included

in the thesis investigation.

Wwith the possible exception of a supportive, caring

environment, the factors listed by Ramsay et al (1887) are
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readily identified ty schools and are tangible factors to

imoiement, such as records of pupil progress. However, the

(%
fFundamental oroblem is exactly how and when to implement
thesa facets which are vital components

zf change. and are

not noted in Ramsay ec¢ &al's 1(.987. reporct.

cimitaticns of the iiterature cn school improvement

The most fundamental dilemma of the improvement literature.
already discussed, is the artificial separation af
components. This simplifies a highly complex ohenomena of
culture. (Fuliagn, 138%5)
"The factors have some generalizability but at the
expense of  understanding any particular school
context...the strength of the relationships should

be examined as well as the relative contributions
of different factors."(Fullan, 13985, P.338)

Effective approaches to managing change call for combining

and balancing factors that do not apparently go together -

simultanecus strong leadership-participation, looseness-
tightness - leading to the recommendation of a 'feel’ for
the improvement g2rocess as, 2therwise. the zrocess (s
intrinsically paradoxical and subtle. (Fullan. i3B85) ihe

literature to date is ilimited in defining nhow to address
this dilemma. The study of two schoois, their cuitures and

their attempts at school improvement may give more clues.

Insoluble problems of limited resources, ineffective
principals and staff members are not addressed in the
literature. The literature assumes that leaders will exhibit
such outstanding qualities as expounded by Renihan and
Renihan (18B4). Apart .Erom, changing principals, the

ambivalence in the literature suggests some possibility for
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scheol improvement in spite of a gorincipal. through whnoile
staff involvement in school rCeview. rernaps, in  <some
instances the staff's 'power’' in the culture can overcome
or complement the Leader S weaknesses, (cllahon. 886, , After

all, the key tc success seems to be the overaly picture: the

)]

compiex combination of interrelated factors. isner, 13988:

-

Wideen and Andrews. 1884,

Conclusion
The penultimate challenge is how a school becomes
successful. Although the Literature pinpoints warious

iandmarks, particularly the New Zeaiand study by Famsau et
al (1388B7), existing research tells us nothing abcut how an
effective school got that way. The literature <tells us
little about the process of change.

"We do not know with any certainty what works, even

in the cognitive area, let alone the less easily

defined but perhaps more important social and

affective goals of schools. There are no good
grounds in empirical evidence for placing too much

credence in anu single school improvement
strat=egy.. .1t is clear ‘'owever, that it 1is
micro-ievel processes - teaching and learning in
classroocns - which are critical to guality. tLevin,
1886, P.3)

In sum, understanding school success involves Hnowing now
Factors operate in context rather than simply 1listing
fFactors associated with higher student achievement (Fullan,

1985) .

Armed with some understanding cof change, culture, and
improvement, we can turn te that very issue (of how factors
operate in a particular setting) in the study of Manuka

Intermediate and Kowhai School.
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CHAPTER THREE: "ETHODOLOSY

Introduction

In this chapter the writer explains the tarm =sthrnograohy anc

1ts apprcoriateness to the study. discussion St
ethnogranhic echniques and theilr related I1mpliicaticns
follows.

Ethnographu

Ethnogfaphg is both a process and a precduct of cesearch in a
natural setting. "The purpose of ethnographic cesearch is
to describe and interpret cultural bpehaviour.' (WolcozTt.
1885, P. 180) More simply, ethnography is a picture of the
way of Life of a particuiar group of peopile. This
necessitates the researcher becoming part of that culture
for a periocd cof time. The endeavour is made te explicate
the subjects' wnowiedge and interpretation cf their woric,

much of which they take for granted.

Ethnography rceguires *thick description’ Cie. detailed
description’ and the use of multiple research techniques.
However, the major instrument i3 the ethnographer and
his/her fielcdwork observations. These observations embody
fFour main wvalues: the research is guided by the
participants’ viewpoints, the cultural system IS viewed in
its entirety and its related parts, an awareness is needed
of the researcher’s own biases and the need to refrain from

making value judgements, and the data must be placed in its_



own 2nvironment so as i) arovide a Tore accuraze

nresentaticon. LEdwards. 1886 The <Technicalities and
impiications of <cthe ethnograohic method &re expounded
further in the mnext secticns =f this <chapter. Befcre
exploring these. it is necessary 0 examine the resasons fcr
the methodology teing chosen to study K~Nowhai and Manuka

Intermediate Schools.

Why choose ethnographu?

The writer has alwaus teen Iinterested in why some schools
operate more effectively than others and. although it seems
relatively straightforwarc to reccgnize a "good’ school. the
challenge is how schools ‘'become good’. Preceding even that

stage is the question of how schools change tc embark on a

- journey cf improvement.

Much of the literature on change (refer to Chapter 2.
suggested that Eéiluré ©o change was due to inappreoopriate
change processes in <che particular site. LSarasan. :971;
Coleman, 1987) In addressing this , concern. Russell et al
(1873) argued tﬁat the critical FfFactor was generating a
climate for change but, as this tends ¢to bpe an elusive
concept, there is little research on how and why change

occurs. The how a?d why of change intrigued the writer and

Formed the genesis of this thesis.

In order to pursue this question, the writer consiczred it
necessary to have the change process studied in a particular

site (since research by Sarason et al suggested the juncture
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between process and site o e zriticai:. Process implisd
the nmneed fcr monitoring over cTime, cthnograpny s =

tecnnigue that embodies orocess and culture. for

-
*

I T

che curcose of educational sthnograohuy is

TC Trovide vieh,
descrinrtive data about the cZontexts., activities and seilers
of zarticipants in educational settings. iypicallily, such
data reopresent educaticnal 2rocesses 55 theu cccurs Soetz
and Le Compte. 188B. .17
Ethnography admits intoc the rcesearck frame :the sibjective
experiences of both investigater and zarticipants. Thus. a
depth of understanding is provided which is often iacking In
other research methodologies. Zthnography also alliows the

intericcked concents SE culture and change 3 Ze

_investigated. Theories can be derived Ffcom the data. cather
than trying to prove greformuliated hypotheses. rGlaser and
Strauss, .S67) The writer hopes to explicate a grounded
theory of how and why change occcurs and, therefore. to
expléin what allows a school to embark on a journey of
school improvement. EZthnography, <therefcre, was dgemed an
apprcoriate tecnnigue for such a task.

‘Disadvantages of ethnography are acknowiedged. however. it
is a iaborious and time-consuming methodology. Located in a
natural setting, much activity occurs oaover which the
researcher has little or no control. cnsiderable data can
béicallected. therefore, and never b2e wused in the final

‘repcrt. Critical Factors of rapport and relationsnips with

informants can determine the success or failure of the

research and the degree of access to necessary informaticn.

Qualitative research, particularly ethnography, has been

considered a soft option by proponents of scientific and

.quantitative methods (Woods, 1.327 Questions of
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selliabiiitce, weiidity, scedipilizsy Ene g2nerazlizZepliiity are
among c<he ma,jor Concerns. These sonececns are  now
discussed °°n The secticn on ethrograonic research

technigues.

This secticn considers researcch cechnicues =nd  Chel
implicaticns in three main a&areas: “ielcworis. the muiti-

methods approach and research issues.

Fieldwory
Gaining of access is an important factoro ‘n researcher
acceptance. The ethnographer 1is Ffaced with a dilemma,

however, as explanation of the research gquestion has to be
clear enough and plausible in order to gain participants’
understanding and acceptance without wunduly influencing
their behavicur and zthe nature zf the setting. On the other
hang,

"purely inductive research tegins with a2 cocilecticn

of data - empirical observaticn or measurements of

some kind - and builds theoretical categories and

propositions from relationships cdiscovered among

the data." (Goetz and Le Compte, 1384, 2.4%)

The ethnographer’s initial explanation, therefore. needs CtO

be encompassing and general.

A site is chosen according to its suitability and
feasibility for investigating the research gquestionts).
Initial gaining of access in schools necessitates approval
from the principal and, possibly, senior staff or the

governing body. Once authorisation is attained, "symbolic
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disengagement Srom zthe .2adershio is =eedead Jor Ihe

researcher t©o establish independence. .Schatzman and
Strauss, 1873, 7.20) The researcher, zhen, 1as =c negotiate
nis/sher way Iin a conninuous <rceccess of =2stabliishirg and

developing relationshics with g2opis in

N e

forr ethnogracny,

“is best served when the researcher “seis “ree o0
‘'muddle about' in the fielc setting and tZ cCursue
hunches cr to address nlmseif to problems that sshe
deems interesting nd worthy of sustained
attention." ‘Wolcott ;ST ¢ Pakikad
Care needs -2 be taken tc pe cbjective and independent - by
being perceived &s wanting to Hear gil soints of iew and
not favouring particular groups oSf gpeople. =ssurances cof
confidentiality facilitacte a trusting celationship.
(Z2igarmi and Zigarmi, 138B0J This can be stressful for the

researcher who needs to maintain secrecy in relation to the
data s/he is collecting and the conclusions s/he 1is
reaching. Potentially even more stresgful is =the fact that,
whatever the ethnographer ceveals about nher personail
2ackground and experiences. t—his can e influential. zven
the best =fforts cf an observer cannot eiiminate ccmpietely
the impact of his/her person cn  the setting. etz (197E2
coped with this problem by such strategies as:
"1 never volunteered comments on controversial or
school-related topics. 1 replied to questions with
other questions, carefully bland statements, OC
agreement that it was a puzzling problem.” 7P.258)
However, when topics unrelated to school Dbusiness arose,
Metz made an effort to participate in the ccnversaticn in
order to build up a sense of rapport and shared humeanity.
Other researchers advocate increasing visibility so that the

ethnographer’'s presence comes to be taken for granted.

(2igarmi and Z2igarmi, 1880; Schatzman and Strauss, 1873)



The need for recicreocitu is a related croclem wnen
informants ' guestions trigger feelings cn the zart
ethnographer = aiwaus owing zthe i1nformants something &

exchange fcr theic tTime and ccoperation. Zeinrng smpathetic

and sensitive to their cther demands, expressing interest in

oL K

a setting beyocnd the purpose cf <he research and grcomising
data in <the Ffuture. are coping strategie adveoccated bu
Zigarmi and Z2igarmi (18B0),

dnce these concerns are dealt with talthough t.eu surface

throughout the ethnographic periodJ, participant cbservaticn

can continue in earmest. Particioant observatiocn ailows The
ethnographer "to experience activities directly, to get the
feel of wha: events are like, and to record his/her cuwn
perceptions." (Spradley, 1880, P.51) Heightened skills of

explicit awareness, middle-angle lens, :the insider/cutsider
experience, introspection and record keeping are reguired of
the ethnographer. . Spradley, .2880) In arder =z dp This the
ethnographer endeavours toc record verbatim what people say,
identifying the participants and describing the scene.
"By observing as much as possible the 'natural
situation, the researcher can observe the group’'s
norms, values, conflicts, and pressures which over

a long period cannot be hidden from someone playing
an in-group role."” (Woods, 1377, P. 42)

Over a period of time the researcher can move £from
descriptive observation to focused observation and, finaily,
to selective observation. However, general descriptive
observations continue alongside Focused observaticns.

Wolcott (1985) explains this by saying, “"fieldwork and

interpretation go hand in hand as concurrent rather than as
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seguential steps." (P. 183) The ourpose of it is theoreticail
sampling - the process of data collection for the purpose of
generating theory whereby the analyst Jointly collects,
codes and analyses his/her data and decides what data to
collect next and where to find them in order to develoo

his/her theory as it emerges. (Glaser and Strauss, 1367).

Observations in the field are limited bu the researcher’s
time available to be spent in the field, the difficulties of
recording a multiplicity of factors occurring
simultaneously, Fatigue, phusical conditions preventing
note-taking and a sensitivity that at times precludes the
researcher from attending particular events. In urder to
build a culturai picture that has structurai integrity where
the 'pieces Ffit together as an interrelated paTt-whole
relationship’, and embodu the complexity of the scene, the

participant ohserver needs to supplement fField observations

with further dimensions, to which the discussion now turns.

Multimethods

The perennial problem of the researcher is the limitation of
being in one place at one time while action is occurr’ing
elsewhere. Although Smith (1878) rightly states that, "being
on site is the sipe gua non of ethnographic research", to do
the cultural suystem Justice, the . researcher needs a

multimethod approach.

Interviews enable the ethnographer to learn of data in a
post-facto capacity, to learn of situations from the

participant’s perception or to verify tentative
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propositions emerging £from the data. Rutherford 13878)
stresses the value of personail Iinterviews as a resecrch
tocl, especially in the study of change, since the individual
perscn is Lthe seu to the change Process. Through

interviews the personal percepticons cf each individual can

oe secured. Interview flexibiii:ty makes it possible to
obtain both btreadth and depth of infermation. Personal
interviews., however, are always ovlaguea by gcroblems of
reliability and walidity, which <can ©oe reduced by the
researcher 's rapport and triangulaticn idiscussed iater. toO

craoss-validate the data.

Woods 18770 advocates that interviews shouid be
unstructured, in depth, almost part of informant's natural
conversation. This 1s because conversations convey much
more meaning than what i1s actually said,
"How the participants 'hear’... will depend on <the
knowledge thney already have, the perspectives they
share with those speaking and how they interpret
the situatiorn. They will "Filll in’® the meanings.”
Viloads, (877, P .38
Hence, there is a8 continuum from structured interviews IO
supposed casual conversations. All types of interviews have
their place in ethnography, with the actual technique being

chosen to suit the information sought and the particuiar

situation. (Bogdan and Biklen, 138B82)

Key infermants are individuals who possess special
knowledge, status or communicative skills with the
researcher. Their access in terms of time, space or
perspective, otherwise denied to the ethnographer, is why

they are chosen. Key informants can 'fill in gaps’ and may
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sensitize the researcher ¢to +~alue dilemmas within tThe
culture. ‘Goetz and Le Compte, 13842 Howewver, it s
necessary to interview others in the {ieid tc obtain an

overall and fair cepresentaticn.

The use of surveys and guestionnaires enhances the scone.
density and clarity of canstructs and allows for
triangulaticon or cross-checking the accuracy of information
on a single oprobiem. (Smith, 1878, Document analysis, for
instance, organisational files, school newsietters. schemes
cf werk and noticeboards., can reduce the demands made on
participants and serve cross—validation nurposes.
(Schatzman and Strauss 1873, Zigarmi and Zigarmi 1880,
Smith 1878, UWolcott 13975) But unobtrusive methods cannot
replace time in the field and it must be borne in mind that
"most accounts contribute toward ethnography rather than
achieve it". (Wolcott, 1975, P.l22) Having confidence in the
data is an important facet. This leads into the discussion

on Tesearcn lssues.

Research I[ssues

Key concerns of any research methodology, particularliy of
ethnography, are reliability and wvalidity.

"Validity is concerned with ensuring that the ideas

and propositicons which emerge from a study are

well-grounded and soundly reasoned from a reliable
data base." (Edwards, 18986, P.1563J

The length and quality of time spent in the Field are of
prime consideration. Intense observation and involvement
reduces the likeiihood of 'Faking'’ behaviour as the

researcher becomes part of the cultural scene. Length of

time and especially the "freedom of the researcher to come



to classes, meetings and other events unannounced or without
prior arrangement broadens the basis of seeing normal ar
unusual events and Iincreases the validity of the data.”
CSmith, 13878, P.34%2) Cata can also be checlked with a range
of particigants to determine whether <their meanings and
interpretations are fairly represented. The skills outlined
in the fieldwork s2ction are assumed of the fieldworker
where his/her behaviour and rapport can cdetermine the
quantity and quality of data supplied by informants. This
includes an awareness on the part of the researcher of non-

verbal signs and verbali asides.

To ensure external or construct validity, the ethnographer
must show cleariy the ¢~ -ivation of theory from descriptive
observation, categories and codings used in the data
analysis phase.

"Coupled with the obligation on him to order and

make senes2 out of his material he is duty-bound to

present sufficient primary data that his readers

have an adeguate 3sasis for rendering tShelr own

judgements concerning =-—he analysis. Wwolcott.

18975, & 2%

This also relates to reliabilituy.

Reliability refers to the extent to which studies can be
replicated. Reliability in science lies in the requirement
that another observer, using the same methods on the same
group, will obtain the same results. In ethnography, the
observer is necessarily unique in his/her own behaviour (and
how it affects the subjects) in what s/he chooses to record
as important and in the interpretation of his/her findings.
(Bell et al, 1986) The exact replication of an ethnographic

study, therefore, is impossible.. However, inclusion of
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detailed descriptions of the site. techniques used. who

provided the data, identification and discussion of data

42

analysis processes and retrospective accounts of how data

were examired and gsynthesised - all contribute towardcs

ethnographic reliability. .Goetz and Le Compte. 1884

The credibility of results is enhanced by examining cultural

behaviour with a variety of different approaches. (Woicott.

18752 It can be established by,
"systematically identifying and examining all
casuail and consequential factors i The
naturalistic settin within which ethnography is
normally conducted, both Ffacilitates on-the-spot
analysis of causes and arocesses.” (Goetz and Le
Compte, 1aBs. P.10)

Attention to fFactors of reliability, validity and

translatability also enhance the study’s credibility. Smith
(1878) goes beyond this point in encouraging the incliusion
of lengthy Field excerpts supported by triangulation in the
Final report. This enables the reader to clearly perceive
the sources and significance o©of analytic interpretation,

giving the report overall credibiliiy.

Translatability is akin to reliability in that it assumes
that research methods, analytic categories and
characteristics of phenomena and groups are identified so

explicitly that comparisons carn Dbe made across groups and

disciplines. (Goetz and Le Compte, 13984) This leads to the
problem of generalisability. As argued above, ethnography
cannot be replicated exactly. Hence it has limited

generalisability. To a certain extent this is addressed by
describing the research methodology but it is more the ideas

and knowledge that are generalisable than the research study
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itselF.

interpret a cultural system and

that can,

Bearing in mind
always partial.
1Bi)

employed

Kowhal School.

Surpose

in some cases,

in the
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of ethnography is to describe ana

it is these i1nlLerprecations

be generalisable.

Spradley's (18801 rcaoint that "ethnography is

incomplete and in nreed of revisien", P.

J, it is now timeiy to consider the subseguent strategies

study o©of Manuka Intermediate School anrd
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CHAPTER FOUR: TMETHODOLOGY IN ACTION

Introduction

This section explains why ilanuika intermediate School and
Kowhal School were selected for this thesis. Practical
consicerations and iimitations are outlined. The timetable
and phase progression of the study are then discussed along

with details of the research technigues utilized.

Whu choagse lanukea Intermediate School and XKownai School?

Already being an ethnographer in %these schools as vart of
the Curriculum Review Exploratory Schools Project meant that

the writer had established a role, rapport and access in the

two schools. The principals and staff were particularly
friendly, open and cooperative and the researcher was
readily accepted. Ffrom conversations with parents., teachers
and the opeople in the wider community as sell as a
questionnaire by the writer), it became clear that each cf
the two schools had been 2ictims of previous ‘'bad
reputations’. However, with new principals and a lercge
proportion of new staff in 13888, these schools were pocised

\
For change.

-

The writer was intrigued by the number of new starf members,
and, therefore, the possible negotiation of cultural
patterns, values, players and way of life which might occur

in each school. It was thought that two schools should be

used, a primary and an intermediate school, for a basis of
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comparison and, therefore, to provide greater depth and
breadth for any generated theories. In the unlikely event
of a school restricting the researcher’s access, one schooil

could be used as a fallback position.

Practical Considerations and Limitations

Time 1is a key consideration in ethnography. Workirg
fFulltime has restricted the amount and distributicn of time
in the field which was available to the  writer. As a
researcher in otherlschools there was limited control over
when time would be available. f(Fortunately the writer’'s job
of being on site regularly, Facilitated simultanepus data
collection for thesis purposes. J However, freguently
'office days’ were exchanged to work in the fField and the
subsequent paperwork was done in evenings or ueekends. The
writer was unable to be systematic in sampling time periods
in the two schools. At times it was a matter of seizing the
opportunity to be ‘on site’. Thic had the advantage of
occasionally arriving with Llittle or no notice so that
events observed were as routine as might possibly be
anticipated. However, it is acknowledged that the act of

observing affects the action of whatever is being observed.

Researching in schools was found to be very difficult. The
limited time during the day, due to timetable structures and
the non-existence of teacher release, made it difficult to
triangulate classroom or other data, to arrange interviews
or simply to talk to participants. The writer was ever

conscious of herself having been a teacher under the
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pressure of time. Therefore. she was very sensitive tc
requesting time for interviews or asking questions.
Acccmmodating to teacher time meant interviews occurred
anywhere between eight in the morning, lunchtime cor. in cne
case, at the weekend. This researcher-teacher conflict was
also a Factor in classroom observations when the writer felt
torn between beirng a teacher and an cbserver. As rapport
and patterns of behaviour were established <this feeling

eased.

The writer was sensitive to staff interaction and.
therefore, did not ask to attend staff meetings which may
have proved awkward for the principal or staff members
concerned; although this would nave been ideal data
collecting time. (Key informants occasionalily Ffilled the

gaps.) At other times it was deemed inappropriate to take

out a notebook. Thus, some detail was neglected in later
recall. Fortunately this was a rare occurrence.

Finally, the writer concedes that the human Ffactor
restricted data collection in terms of Ffatigue and
occasional inattention to verbal asides or social
interaction. At times it was difficult to record a

multiplicity of factors occurring simultaneously, especially
in classrooms. Fortunately the cooperation of staff,
children and school community enabled the research to
proceed, and the quality time spent on site resulted in some

rich data being collected.
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The Timetable and Phase Develcpment ‘Figure 3-1. summarises
the research foci and the researcher’s activity from the time

of entering "the Ffield to the final reporting of the study.

TIMETABLE AND PHASE DEVELOPMENT rigure 3-1
July 1588 Entered Field
August Establishing rapport / access

Parent questionnaire (Hanuka Int)

September \\ . Starff meetings (Manuka Int)
E /
Cctober \ General Obserations
November \\ Seeking Principal Approval
December \ Clarification of Research
Question

January Literature Revieuw
\ Observations

February \ Classrooms, &
Playground e Cc
assemblies VA o
March Parent Meetings, i d
cultural sites a e 1
Interviews/survey 1 w n
April ' Observations y . @

oding/analysi s n

i g

May Theorizing

June-July Written presentation of ethnography




Utilized Research Technigues

ACCESS

This was wvirtually a non-issue with the writer alresady being
involved in the schools as an ethnographer. The two
selected schools are among eight in which the writer was
researching as part of the Curriculum Review Exploratory
Schools Project, involving twenty eight schools throughout
New Zealand. The researcher, therefore, had bpeen in the
Field a couple months before deciding on the schools Ffor her
Qwn thesis study. She approached each principali and
eﬁplained her interest in the general concept of school
change and improvement. She was hoping to use the school as
a basis for a thesis, which would require minimal time from
them. Cne or two interviews were anticipated with themselves
and a sampling of their staff. 0Observations around the

school, in meetings and in classrooms were also sought.

The Principal of Kowhai School was cubious, particularly as
at that stage the writer was particularly interested in the
book, Theory K (inkson et al, 1886J. The principal asked to
think about the proposal for a couple weeks. Refreshed From
the August holidays, he gave the writer approval to 'go
aheéd’. It was not until November that the writer sought
permission from Manuka Intermediate fFor it was then that the
mrifer was modifying her research question to emphasise
change'and the study of culture and thought it wise to
include two schools. This decision coincided with the

publication of her parent guestionnaire report. [nvolvement

in Schools: Parents' Reactions, which was received with
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interest by the principal, as ihis was one of the schocis
involved., He readily agreed to the studu, particularly when
it was emphasised that the time commitment which would be

required from himself and the school woulid be minimal.

The writer believes there are several layers cf access in a
school. It was fine for her to attend staff meetings and
general meetings of the staff but to go into classrocoms
took careful negotiation and gentle, incremental persuasicn
of one principal in particular, It was found that both
orincipals were very protective of their staff. especialily
in appluing any more potential stress Oor pressure on them.
The  writer, therefore, initially entered classrooms
suggested by the principals and agreed by the staff members
concerned but. as the staff became more comfortable, the
researcher was Invited into more classrooms and to school

events.

Rapport

Rapport was gradually established and the writer came <o
realize that rapport is an on-going phencmena. Takinrg
advice from other researchers, ‘Wolcott 1875, Schatzman and
Strauss 1873) she began with the school leadership and
gradually moved to observing senior staff and other
teachers. Attending a Parent/Teacher Evening in February at
Manuka Intermediate one teacher remarked,”It’s good to see
you here. You’re basically one of the staff, eh?” The D.P.
remarked another day, “Hello, the ghost that haunts us’”

On another occasion two teachers wondered aloud why the

writer was not coming to Jjoin in the staff photograph.



The writer, along similar lines to letz, (1378) endeavoured

to be a passive observer in meetings, school functions and,

initially, in classrooms. As Time passed in classrooms. she
gradually changed to helping the tweachers 1in attending to
individual children’s questions, as well as hnheloing with

language and reading. This was done for reasons o

l‘"]

reciprocity and rapport. The teachers relaxed, possibly cue

to the extra adult help in the room and reduced "waiting

time’ for the pupils. Whenever appropriate, contributions
were made to conversations unrelated to the studu in order
to develop a sense of the ‘'shared humanizy’' flletz, 1878

which led to invitations to various staff social functions.

In some cases the researcher was never formallu introduced
to classes, but children, either individually or in smail
groups, would ask if the writer was a teacher. The uriter
replied affirmatively but explained about being a researcher
and '"wanting to learn about ctheir school.” Eniidreen
aéceptéd this answer and, after a while, would identify the
writer in the school grounds and ask when the researcher uwas
coming back to their classroom. One child commented to her
friends, “that lady is a .. researcher... and she sometimes

helps us with our work”.

With teachers, the writer Ffound that the initial entry to
classrooms was rather stressful for teachers. However, once
established, familiarity in the classroom led to a better
relationship with them. Concerns about programmes,

particular children and stresses of teaching uwere shared
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with the researcher who, at times, served as a canfidante cr
'meutral sounding board'. For manu teachers, the classroom
is the major focus of their interest and, in showing
interest in that arena, somehow the rgsearcher .s accepted
at a deeper level. As a result, at least Tws teachers
became excellent key informants. On three occasions the
writer was asked for ideas of what she had done fer reading
and language activities 1in her own classroom. A Ffew

suggestions were given For reasons of reciprocity but care

was taken to not unduly influence teaching practice.

Like etz (19%8) , the writer joined in staffrcom
conversations on topics unrelated to schoo. 1ife, such as
leisure interests, sports and current events while she

enjoyed the good-humoured teasing which was received in both
schocls. Care was taken to sit in wvarious places in the

staffroom and to mix with different groups of staff members.

Initial observations at a cultural site were ‘iewed as a
whole by the researcher and notes were written afterwarcs.
ie. away from the field. This was done fcr two reasans.
Firstly, the absence of a notebook lessened participants’
concerns or fears:; and secondly, the researcher captured the
atmosphere and non-verbal <signals which were sometimes
missed when she was busily note-taking. Normally, however,
writing of fieldnotes was done while on site although
fFurther embellishment of details or analysis was recorded
soon after the event. Participants in the latter stage were
not worried. They often Joked about the note-taking, but

rarely were interested to see the fieldnotes when of fFered to
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them. They often spoecuiated cn the number cof notebooks the
researcher had, what would be done with it all, and would
the writer be writing memoirs in years to come? (A sampie

page of fieldnot=2s is included in Appendix V).

Fieldnotes formed the basis cof data collecticn but, for the

purposes of triangulation, additional tools were emplcued.

Interviews of a sample of staff and community people were

undertaken in order to elicit their cultural wvalues and

perceptions of change t(refer to Appendix :II for gquestion
sampies.. Generally, the question structure was followed
but, on two cccasions, it was abanduned as the informants

talked incessantly for anm hour and alluded to the questicns
anyway. Flexibility was paramount. Some teachers neaded
little prompting to respond to questions while aothers
required further explanation about the broad areas to which
they might resovond. Notes were taken during the interview.
The researcher cdid not have the facilities or time fcr later
transcribing from audio tapes. Time constraints crevented a
fuller sampiing of staff Ffor interviews. Sampling included
a mix of gender, status (ie Principal. Senior Teacher and
Scale A teachers), years of teaching experience and cultural
groups as perceived by the researcher.

Several interviewees appéeciated the opportunity to clarify
their thinking and consequently their interviews lasted

about Fifty minutes. Other people had less to say and

completed the interviews in fifteen to twenty minutes

duration. The writer originally had intend=ad to undertake



sitructured interviews with parents but rcealized that this

\pproach was artificial and might possibly be threatening

‘or some parents. Thus, the researcher and parents had
«nformal conversations in the plaugrounc. in the staffroom
it interval and lunchtime: at BSoard of Trustee candicacte

neetings, or informal parent/teacher evenings. Fieldnotes
:aken during meetings with parents also captured innumerabie
serceptions of the school culture, change and improvement.
[his informal approach was wused also with caretakers.
secretaries and a few staff members who were not fcrmally

interviewed.

3 survey was taken of two classes in each school. trefer to
Appendices I and II) In one case the class teacher
administered the survey. In the other three classes the
survey was administered by the writer. Iin each case, she

2xplained to children that she had been a teacher but had

not taught their age group. Now, as a researcher, she was
keen to learn about them and their school. The writer then
read out each gquestion, giving children sufficient time tO

write their response; stressing that spelling was not

important, to en~ourage those' who Ffind writing ideas
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challenging. The intermediate school survey was deemed to be

more accurate as little guidance was needed by students to
complete the survey uwhereas the primary school classes
sampled had mixed levels of children from standard two to
four. The researcher had to indicate broad categories for
their responses. However, collation was possible, and
groupings of wvalues were derived from the data. The

intermediate sample was analysed in detail in order to



ground children's values. Numbers of responses were tallied

and ranked toc show the importance of wvalues acccrding to

gender, class level and particular classroom.

Document analysis provided a means of ‘alidating emerging
values, cultural lLanguage, symbols, roles of cultural
players, and change. Included were collections of school
newsletters, organisational files «Kowhai School), school
prospectus and policy document (Manuka Intermediate.,
staffroom notices, staff communication boards, term
calendars, some teacher gplanning, children’'s schoclwork and

process writing.

Kowhail School surveyed their parents and the collation of
those responses was used Ffor wvalidaticon purposes. The
triangulation macde possible by survey results, interview
Findings, document analusis, and confirming of ideas with
participants also fulfils the criteria of validity. (See P.

S5-56

The most fascinating, exhilarating and chailenging phase of
the researcl process was the analysis stage. An aoverview of
the process is provided in figure 3-3. (P. 58) Fieldnotes
were thoroughly read from start to Ffinish and indexing
(Glaser and Strauss, 1967) made in the rcight hand margin
(refer to Appendix IV for én example). Once all notes were
indexed and coded, these were transferred to small cards,
(an adaptation of an idea of Bogdan and Biklen’s, 18B22. The
phrase was written on one side and the reference

(continued on P. 57)
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KOWHAT SCHOOL TRIANGULATION CHECKPOINT Table I

CONCEPT/VALUE FIELODNOTESE

MTERVIEWSSURVE

DOCUMENT ANALYSIS

BILINGUALISHN %
respect for people
whanau approach

shared kai

sc. org. facilitates it
oral communication
welcome/hospitality
CONCERN FOR PEOPLE

W RS AE AN

~ b

A

POSITIVE REINFORCEMENT
professional development
shared planning/decision
teacher/teacher commun.
behavioural concerns
indiv. learning needs
kids help each other
cooperative learning
TEAMWORK

b il i i Gl S Ol G

principal prof. leader
staff admire/respect
principail
Greg interested in ovrogs x
staff support one anotherx
caretaker part of staff x
flexible school org.
environmental concerns
friendly children
friendly/welcoming
parents
unity concerns
community contacts
staffroom multipurpose
OPEN SCHOOL

X ORIX

XX xR X

HoHH LXK
HoH K=

ra
“<

e
<

b4

teacher/parent commun.
principal listens/
responds to parents
principal wants to infcrm
and empower community x
P. keen to involve cmty «
school committee support x
teachers and principal
oc. Emte teinforce valuesx
school image X
knowledge of parent
community important X
parents concern about %
discipline
need to educate parents
parents perceive good
feeling about school
rivalry- other schools
INFORMALITY

X RIX ~ X X

x

casual dress
tolerance/acceptance
sharing
friendly/relaxed staff
chn _given freedom/resp.

KX AKX XXX K

X

X

X

X

NB. documents = newsletters,

flles, parent

survey, mMiNnutes.
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MANUKA INTERMEDIATE SCHOOL TRIANGULATION CHECKPOINT Table I1I

CONCEPT/VALUE FIELDNDTESﬁNTERVIENSSURVEYDDCUHENT ANALYSIS

PEOPLE FIRST % X ; X\
positive reinforcement 5 X

democratic leadership ' : ]

i |

!

prafl i
o WP

jFamilg feeling P
unity/sharing/teams
|P. professional leader
iP. admired by staff il P
| and community ‘ |
i shared decision-making K %
|P. listens/responds X X ’
| to staff
P. seeks outside % ; X
support
P. considerate of b o X .
staff pressures
supportive staff % X
fFriendly staff % X X
|integration of manual “ g X
staff
welcoming/friendly
school
some cliques(subculture?’
P. consults community
|P. listens to parents
PTA scuports school
P. listens to pupils
pupils involved in
decision—-making
building of self-esteem x % ' X
concern with learning
and teaching
:individual learning X X K
! needs/extensions |
|

X

S

X X X X XX x
X ~

b

bat Y

X
X
b
b

racknowledgement of ;
things Maori !
fun/choice

sport
heroes/rituals

EXCELLENCE (aim)

,
prd

X X
AKX

g Sl et S—

hard work ethic
tight discipline
orderliness
organisation
IMAGE

image building
publicise school
school environment
more parent contact
fFew parents involved
| but extensively
ineed to inform parents
jopen school
'involvement of
community :
lpar‘ent support X

HoXHIH X X XXX X XK

X X XX

X

HAUAXKIX XXX XIKX X KK
XX XX X X X XX

X X
X
X
A X

X
A
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Lpage number, date, direct Qquote ©Or sSummary comment.) was
written on the reverse. Wwhere wvwalues were more prominentc,

they required two or three cards to be stapled together - a
o i} . . 4

quick wvisual cue o] its prevaience and possicie

significance. Although categories were gieaned and adapted.

they were not used as art

P'“

icialiu as Spradley and !'cCurcy

Fae

£1972) advocated.

The cards were placed randomly on the floor and-were grouped

i cultural themes emerged. These

boas

and regrouped unt

gradually formed intc a caxonomy with more sacred values

peing placed 2t the apex and less sacred values beinyg placed

towards the base Lrefer to Figure 6-5). Unce the writer was
satisfied with the taxonomy, it was verified by comparison
with wvalues derived from the interviews, surveys and
document analuysis. Slight modifications were maﬁe as
rcquired. The taxonomy, along with the details and
references recorded on the cards, Fformed the ©basis of

writing about the cultures.

A copy of the ethnography of each school culture was sent tO
the respective schools for verification. Greg Brown wrotle
back:
“Thanks for the preview. I found this work very
interesting. I think it is accurate In fact and
the conclusions you have drawn valid. Regards,
Greg Brown.”

The writer was amused by the informant signing with his

assigned pseudonym; and, therefore, providing validity.

The derivation of theory Ffrom descriptive observational

themes, categories and codings used in the data analysis



ALLOCATION OQF TIME SPENT IN THE FIELD Figure 3I—2
CULTURAL SITES TIME <IN HOURS)
NOwHAI SCHOOL MANUKA INT TOTALS
étaf?raom v 8:5 15.5
Staff meetings 3 6 g
CFull)
ileetings—-groups E5 25 S0
of staff.
Assembly L 4 S
P?layground £ i 3 3.5
Scheol Council 1 H
(students)
Classrooms e = 45.5
Parent Evenings Pab 10 17.5
Parent Afternoong 3 3
Cultural/Sports 3.5 “4 3 5.5
tvents
Other scaff B 5 10
Contacts
Intervieuws 5 7 3.
Document Analusis unknown unknown
TOTALS 5 B%.S 96 1B0.S

Note: Figure 3-2 shows the breakdown of time spent in the
fField by the writer. nmMultiple cultural sites are indicated,
as well as the amount of time spent in each cultural site
and in each school. Not so evident is that time at Kowhail
School was condensed into Fewer days, whereas Manuka
Intermediate, being closer to the writer’s residence, was
visited more FfFrequently but Ffor shorter durations than
Kowhai School.
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ANALYSIS PROCESS Figure 3-3
Firldnotes IInterviews/'ENewsletters{ !Drganisational Fives
|
\ | Surveys ; -Document Analysis
\
| | /
\ll l ;
| | p
\ i- /
. | r/
AL N A L ¥ B F 1 S
‘n
.‘J Voo v oo W sy 4 e ,
ivalues language sy mbols rituals cultural players
‘ muths leg=nds patterns of behaviour
v Y
| Propositions|
/ \,
/ 1\

/ .
W ~

iFieldnctes [ Surveys Document Analysis

| | 4
| Intervieus ///////

-

2

S
S
//
V_ o

GROUNDEHD TTHEBDRIES

E~T H N G,G Rof Bod Y




will beccme evident in chapter six. As can be gleaned from

the figures 3-1 and 3-2, considerable time was spent in the
oA
field covering a multitude of cultural sites, and spanning

nearly ten months. although the intensive abservational
]

nDhase was in term one of 138893, The writer telieves that

'faking’' behavicur was minimal (her open acceptance at the

two schools was one criterion of the schools' selectiony,
and Familiarity over time led to easier acceptance. The
writer is confident the data are as wvalid as is possible
under the constraints of working in schools and the factors
indicated under the section on practical considerations and

limitations.

Detailed descriptions in Chapter Five of the schoois and
their organisation, the methodology explicated in this
chapter, primary and analytical data in Chapters six, seven
and sight contribute towards reliability, translatability

and generalizability. Naturally, the reader will be the

ultimate judge of these features.

Conclusion

This chapter has expounded the theory and practice of
ethnography and the reasons why the particular schools’ were
selected for the thesis. The chapter, too, highlighted the
practical limitations and idiosyncracies which were
experienced in the field and set the scene for examination
of the school cultures which are addressed in the next

chapter, "Cultural Slices from 1388."
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CHAPTER FIVE: CULTURAL SLICES FROM 1988

Introduction

This chapter contains a physical description of the two
schools, ocutlines of the schools’ patterns of organisation
and some cultural incidents from 1388. This initial section
of the ethnography sets the scene in which the study is
located and prepares the reader for the more detailed and

conceptual information which is developed in the subsequent

chapters. In additicn to describing the physical ard
organisaticnal setting of each school, the reader is
presented with a series of 'cultural slices’. For Kowhal

School these are: the Staffroom, the Burglary, a Maths
Lesson, the Teddybears’ Picnic and a Glimpse of the School
Community. 'Cultural Slices’ For Manuka Intermediate
include: General Impressions, Image Building, Arts Festival

and School Assembly. These 'cultural slices’ were episodes
observed in 1388 which appearead to encapsulate the

atmosphere of the school; and from which the writer

developed various hunches about the two schools’ cultures.

Kowhai School

Phusical Description

Kowhai School is located in a small New 2Zealand town of
4,000 people in the heart of a horticultural and Ffarming

area. The school is graded G4 with a roll of 241 children in
1988 and caters for children from J1 to standard 4 (S5 -11

year olds). Class sizes are based on the 1:20 ratio. The
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school population ¢ 45% Maori, S% Chinese, and 50% Pakeha’
tends to be rather transient. Fourteen teacrters form the
staff, one of whom is part-time. The staff is B80% female.

The principal was appointed in February 1988B.

The school has 11 teaching spaces - a large open plan area
For;tﬁe juninr school and separate classrooms for the senior
scihool. The entire Jjunior block was renovated in early 1888
(at a cost of $750,000) and provides withdrawal spaces and
resource areas. However, the narrow building, inflexible
teaching spaces and lack of an assembly area have drauwn
considerable criticism from the teaching staff and School

Committee who have asked the Education Board for further

renovatiaons.

Kowﬁai School consists of four classroom blocks. Attached to
one block is the new administrative area which was completed
in March 1988. This block contains a staffroom, secretary’s,
and Principal’'s offices, resource room, library, staff
toiiets and foyer. The staffroom is fairly small. Although
it contains a kitchenette with modern appliances, the main
Eeééure is a step-down pit around much of the periphery. The
stéﬁs provide extra seating Ffor visitors. Large windouws
allow the sun to stream into the room and enable views of
visitors entering the school. Little can be seen of the main
plagground areas. An informative and up-to-date noticeboard
includes a welcome to visitors in Maori and English, a term

calendar of Fforthcoming events and the latest ideas

generated from professicnal development staff meetings.



The Principal’'s office is small and cosy, with iarge sunnu
windows and good storage provided by the ample bookcase.
Three chairs are provided Ffor wvisitors. Photos and artwork
of the Principal’s two daughters give a personal touch to
the office. The libraru and staffroom nave dual purposes:
being frequently used as withdrawal <teaching spaces while
the library is also an audio-visual room. The libraru is
Fairlu small and is unusual in having a small conversation
nit (children enjoy this for reading and viewing the video
tapes) and red skylight windows. Large colourful cushions
and modern leather—-iike seating nrear two walls create &

comfortable atmosohere.

School Organisation

Junior classes are vertically grouped and some class
interchange occurs for reading and mathematics. A whanau
group caters for S$-7 year olds, many of whom have attended
the Te Kohanga Reo. A kaumatua assists the teacher 1in
implementing the bilingual programme. The older children
have the option of being in a language enrichment class
(standards 2-4) which, although not completely tilingual,
has a greater emphasis on things Maori. Maori welcomes and

Taha Maori are a feature of the school.

Kowhai School has a School Committee but no PTA. The school
not onlu sends home regular school newsletters but also
endeavours to operate an open door policy. Thus, parents are
welcome at the school at anytime. The few parents who make
use of this access find Kowhai a very welcoming and friendly

school. The Maori enrichment class readily informs the local
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community as one teacher 1is highly involved in the church
and local community. Parent-teacher interviews are held
mid-year and reports go home at the end of the yrar.
Although some parents assist with junior school programmes,

support is low for fund-raising activities and class trips.

Cultural slices from 1988

The writer formed hunches Ffrom the following fieldnote
excerpts. These hunches provided guidance Ffor the work
reported in chapter six where focused observations, in 18883,
resulted in exploration of many of the hunches. In this way
the hunches provided a "grounding" for the theoretical ideas
of school culture and change which were developed

subsequently.

The Staffroom

Before school begins, up to six teachers can be found
drinking coffee, socialising and informally discussing class
programmes. They warmly welcome any visitors, and the
Principal or Deputy Principal ensure visitors have a mug of
tea or coffee. OFten a teacher is punching information into
the school computer (pupil records) and the Principal is
updating the noticeboard; especially writing HMaori and
English welcomes to the day's visitors. When the bell rings,
a few teachers linger, while others quickly rinse their

mugs .

At mocning tea time the vivacious young secretary has the

tea made and abundant supplies of crackers and biscuits
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ready. Teachers are friendly and chat readily as <theu
collect their hot drinks and sustenance and sit on the
carpeted steps or available chairs. Discussion topics are
free-ranging and continue until interrupted bu announcements
from the Principal. who welcomes visitors and updates staff
on any important eventuality or organisational detail. He
then hands over to Terru - the Maori language enthusiast.
For a teacher, he looks an unusual character - earrings in
his ears, a ruddy complexion, wearing Jjeans and a jean
Jacket. Terru is quietly spoken, wunassuming and, yet, his
enthusiasm is infectious. Each day Terry introduces a new
Maori phrase to the staff who practise it amongst themselves
(and supposedly later with their class). 0Often a new song,
waiata, is introduced and the staff freely sing with Terry'’s
guitar accompaniment. Children sometimes gather outside and
listen. A friendly and relaxed atmosphere is created. The
bell rings and most teachers return promptly to their
classrooms.

Hunch: Promoting bilingualism seems to be a central focus of
the school staff. To what extent does bilingualism permeate

other aspects of school life?

The Burglaru

In Julu Kowhai School was burgled several times. In one
instance the school video, tuwc computers and their
software and several guitars, amongst other things, were
taken. The Principal, in his 1late thirties, and an
innovative idealist, decided to publicise what was missing.
He used the media - the local newspaper and radio station -

to express his disappointment at "the community and their
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children being robbed" and gave explicit details, including
serial numbers, of what was taken. These details uwere
written also into a school newsletter. A special billboard
was placed at the front gate, "Qur children have been
robbed.” Teachers uwere bitterly disappointed that hours
spent composing and compiling computer records and class
procgrammes had disappeared. However, this innovative tactic
worked; the computer and their discs mysteriously arrived on
a teacher’s doorstep and the video was left at anothrer
location. The informed community applied pressures and the

"hot' goods were unsaleable and subsequently were returned.

At morning tea time that day +<he Principal arrived late. He
looked annoyed and apologetically interrupted the staff,
introduced the researcher and explained he had to speak of a
matter which concerned him as he had been delayed by a very
irate citizen. Rumours were abound in Kowhai town that a
teacher at the school had suspected John (a community worker
who had bsen painting a mural on a wall of the school and
who had a previous jail conviction) of burgling the school.
The Principal urged the staff, for the sake of community
relationships, not to make such accusations. “I1f we have
such thoughts, please keep them to yourselves — it could do
our school-community relationships irreparable damage” . A
few teachers remarked among themselves that they didn’t
think any teachere would do that: “probably those College
students — you know what they’ re like.”

Hunch: School relationships with the community seem to be

highly prized by the principal.
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Maths lessan

An eager group of about twelve standard 3 and 4 maths pupils
strode into the staffroom, spreadeagled themseives on the
carpet waiting for the Principal, Mr Brown. When he arrived
they sat up keen to begin. Mr Brown had a low key, friendly
manner with the children who spoke and interacted freely,
yet respectfully. They willingly asked questions and took
learning risks. A warm, friendly atmosphere prevailed, with
Jokes from Mr Brown and the children alike. He related maths
'arrow diagrams’' to the children’s world; (eg. the All
Blacks, various sports personalities and general knowledge).
One could note Mr Brown's own enthusiasm Ffor rugby and
cricket and his enjoyment of teaching. Part of the group was
quietly chattering in work related discussior on 'Keeping
Skilful’ activities from their maths textbooks. Particular
guestions and activities had been outlired at the beginning
of the lesson by Mr Brown. From time to time Mr Brown
inquired about the learners’ progress and frequently praisec
them for appropriate work behaviour. The other grgﬁp was
praised for their interesting questions. Encouragement and
respect for other people seem tn. be valued behaviours in
this place. Verbal symbols and ready smiles abound.

Kunch: a. Praise and positive reinforcement seem to be promotel
by the principal. What is the signif.cance of positive
reinforcement in the school culture and processes of school
change?

b. Mr Brown seems to be an instructional leader and appears
to assist the teaching team. What affect rcc2s his
leadership and teaching have on professional development and

staff relationships?
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Teddybears'’ Picnic

One lunchtime there seemed to be a scurry of activity.
Appnarently it was time For the teddybears’ picnic to begin.
Outside the junior block were children readily armed with
their schoolbags and clutching an assorted array of coloured
and various sized teddybears. These were proudly shown to
any admirers. Junior teachers, in the spirit of the
experience, also carried their own teddybears. Several
amused teachers from the senior school accompanied them.
Following the young male teacher, the children filed off on
their adventure singing the 'Teddybears’ Picnic’. The group
meandered around various buildings and playground equipment
and finally settled under a big tree where they all sat douwn
to share lunches with the teddybears. Excited chatter and
giggles came from the children but it was difficult to
determine whether it was the children or the teachers who
were enjoying the experience more! Having fun and enjoyable
rituals in learning may be a shared value in this school.

Hunch: Teachers appear to work together as a team. Making
learning enjoyable seems to be important. Teachers tend to
empathise with childfen as people. These hunches were felt

to be significant in the school culture.

It is difficult however to experience the total 'cultural’
fFeeling of the school, for Kowhai School has no assembly
hall. It almost seems like two separate schools for the

Junior school and Senior school seem to work apart.

A Glimpse of the Community
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At 4Ypm one Thursday, there were seven exhausted teachers
collapsed on staffroom chairs clutching cups of tea and
coffee. This situation seems to be a characteristic of
Kowhai School. The teachers were enjoying a respite after
hectic preparations for their school twilight gala. Trestles
were placed strategically in the playground and notices
displayed wares and prices. The playgrourd looked
temporarily deserted, apart from a small group of adults who
were ferrying boxes of used clothing to the White Elephant
stall. A young teacher was being warned to keep an eye on
the money box and equipment. In past years, som2 teenagers

had caused trouble.

By Spm the school was transformed. UCars lined both sides of
the street for about a kilometre. The playground was packed
with people. The whole town seemed to be there - teachers
from another primary school, the local secondary school,
many children, grandparents, teenagers and adults. The hangi
was particularly popular for the Maori but also the Chinese
and Pakeha people. Other stalls contained Chinese dishes,
New Zealand barbecued sausages, the usual cakes and baking,
raffles, competitions, clothing and so on. Serving behind
the stalls in all cases were either School Committee members
or Kowhai School teachers. Although many parents were in
evidence, few non-committee members were assisting with the
stalls. One wondered whether other parents were invited?
There was considerable intermingling of people, although the
Chinese tended to stay together.

Hunch: The community seems "to support Ffund-raising and

social events but tends not to support educational
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experiences. This hunch could be a significant element of

school culture.

General Impressions

Iin the past Kowhai School has been known as a2 ‘rough’ school
and lacking in discipline. In 1888 a new Principal and
Deputy Principal were appointed. The DOP and new school
secretary are people well established in the local Maori and
wider community. For some reason a few people are now
visiting the school who never used to do this. The Principal
has declared the school an open school and welcomes
community people. His office door 1is alwauys open (except in
confidential cases) and his philosophy is o©ne of sharing.
Everything in the school belongs to everyone. Greg Brown is

innovative and believes in participative management.

The staff appear to like and respect the Principal. Most
staff members seem happy and appear to relate well to one
another. The secretary and caretaker are very much part of
the staff. In Ffact, the caretaker helped supervise some
children at an inter-school sports day. The general

impression is that the staff and school work together as a

family.

Observations in the classrooms, staff meetings, and at the
school in general in 1388S would give a clearer view of the
cultures operating at Kowhai School. Chapter six revisits
the above hunches and develops a picture of the way of life
at Kowhai School. Before that, it is necessary to view the

way of 1life of Manuka Intermediate School.
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Manuka Intermediate School

Physical Description

Manuka Intermediate is in the south-western sector of a New
Zealand provincial city. It is located in a residential area
and serves nearby contributing schools. Adjacent to the
school is a whanaua centre, with which the school has some
interchange. A small number of shops service the area. The

community is considered by the staff to be predominantly

"middle working class".

Manuka Intermediate is graded as a G5 school with an
'overlarge’ component, an adjustment class teacher, and two
teachers attached to the 1local Manual Training Centre. It
has 24 fulltime teachers and 2 part-timers. The teachers
range in age from 21 to over S0 years of age with 43% of

teachers being in their thirties.

Manuka has a roll of 472 pupils, 22% of whom are Maori. The
children come from a wide range of ethnic backgrounds (eg.
Samoan, Kampuchean and Tokelauan). English as a Second

Language facilities are provided for about twelve students.

The buildings consist of seven classroom blocks, and an
administration-assembly hall block. The administration block
contains a large foyer from which glass panels ensure
sighting of visitors by the two secretaries. From their
office and the corridor, doors lead into the Principal’s
office. fhis is a reasonably spacious room, easily

/
accommodating Ffive visitors. A small coffee table and



comfaortable vinyl Education Board chairs ensure a relaxing
atmosphere. Noticeboards and storage cupboards line two
walls and strategically placed windows allow views of
visitors to the school, shrubs and gardens cutside. Along
the corridor is the Deputy Principal's small office, an
interview room (which doubles as the Second Deputy

'Principal’'s office), a casualty room and the staff toilets.

The staffroom is sited on another Ffloor above the offices.
From the staffroom panoramic fviews can be obtained of the
school playground, the road and some surrounding houses and
motels. The staffroom is a rectangular shape, with a
kitchenette having been added at one end. Chairs are
arranged arocund the periphery and in two rows down the
centre of the coom. A chalkboard is used for
recording weekly events and important notices while a term

planner displays ?Drthcoming events.

The classrooms are typical of those built in the 1860s,
except for a prefab block and the specialist classroom block
which Fulfil the technicraft requirements of a% intermediate
Iséhool. This block includes metalcraft, cooking and woodwork
'-rmoms. A remodelled library is considered <to be an asset to

the school with modern Features such as tiered seating and a

withdrawal room.

Scheol Organisation

The school is: organised into Ffive syndicates of three
classes, led by senior teachers. Only one class was

composite in 1988, the rest being separate form onz and form

72



two clesses. However, Manuka Intermediate has changed tao

cumposita‘classes throughout the school in 1883. One class

has a special faha Maori emphasis, due to the teacher'’s
¢

particular expertise, although many classes have Mezori

language and artwork displayed.

Full school assemblies are held weekly on a Friday afternoon
and are generally run- by the pupils. Pupil representatives
from each class form a School Council which meets weekly
with the Principal to present student issues and to consult
with the Principal aver schoaol decisions, such as

alternative uniforms, possible curriculum changes and the

electives programmme.

In 1988-13989 the school had a School Committee and PTA. The
PTA was very active in fund-raising and supported the school
with numerous changes (eg. alternative uniform, schonl
calendar). Communication to parents 1s achieved
predominantly by newsletter although the PTA and School
Committee provide another avenue. Further means used are the
telephone, letter, visiting teacher and, at times, the Youth
Aid OfFficer. More formal means of communication include
school reports (twice yearly) and parent-teacher interviews.
Parents participate in the school in a variety of ways:
school camps and class visits, sports programme (in
coaching, umpiring #nd transporting of teams) crafts and
skills in the elezcives programme and Ffundraising ard

occasional meetings, such as on the Plicot Report.

The school ‘s one of 2B schools involved in the Currciculum
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Review Exploratory Schools Project from July 1888 =to
October 1883. The main aim of the project is parental
consultation and involvement. This aim - combined with the
nationwide changes of Tomorrows’ Schools - means Manuka

Intermediate is in the midst of educational change.

Cultural Slices in 1988

The following vignettes induced research hunches which
formed the basis of Focusad observations in 1983.

General Impressions

The way of life at Manuka Intermediate 1is imbued with an
atmosphere of support, warmth and openness amongst the
staff. The staff as a whole ‘“"clicked together" which was
surprising in a way as a good number of teachers were long
term relievers for only 1988 and the Principal, Mr James,
was new to the school in February. As one teacher remarked
to the researcher, “Hith our type of kids we have to stick
together and support each other.” Relationships in the
staffroom seemed friendly (with the exception of one
observed incident) and jovial, with onz staff ’'clown’ - the
Friendly, welcoming member to visitors who ensures they
quickly have a cup of tea or coffee in their hand. He is the
butt of some jokes, especially about his ’'shrinking self’ -
an obese character who launched into weightwatchers and
marathon clinic walking.

Hunch: That staff interrelationships could be a significant
fFactor in successful implementation of school change. Would
fFriendship groupings determine the initiators of change, how

change was implemented and the receptivity of the change to



75

other staff members?

Life in the classroom was not observed in 1388 but changes
in the school atmosphere were evident during the second and
third terms, during the time of the researcher’s first

contacts.

Image Building

A new alternative wuniform was intrrduced as a result of
requests from the Student Courcil and PTA activities. The
uniform consisted of a blue sweatshirt and wet weather
clothing. The students and staff were excited by the
alternative; as one teacher remarked, “This has really
boosted the kid’s image. Bill (Principal) bhas achieved in
six months what the other bloke didn’t get around to in
three years.” Sales were brisk - even a few teachars and
parents bought the sweatshirts.

Hunch: Students and parents seem to be listened to and
involved in decision making. What implications would this
have for other school changes? Second, the school seems to
concentrate on  visible symbols that may contribute to

unifying or inspiring the school community.

Arts Festival

In July and August, much encouragement was -'given by the
Principal to staff Ffor items :-of quality Ffor an Arts
Festival. The purpose was in his words, “to boost Manuka’s
image. Let’s sell ourselves to the community.” Gentle
reminders were givén casually at morning tea time. Thus, in

late August, For the first time at Manuka Intermediate, an



Arts Festival was performed by pupils in two evening
sessions. Mr James and two teachers greeted people at the
door. Mr James briefly welcomed the audience but the main
welcome was done by the large Maori Club which performed
various waiate and action songs. This was followed by a
Fashion parade (complete with music and lights) of clothing
made in manual classes and by a' class dance performance.
During interval Mr James encouraged the audience to view an
impressive static art display in an adjoining rcoom. The
display included pottery, masks, dioramas and basketweaving.
Parents were interested in the variety of activities and
intermingled with people they knew. After the interval an
operetta was performed with the accompaniment of a school
choir. The choir was conducted by the Principal and another

teacher. The acting, costuming and singing were of a high

standard. The audience gave delighted and appreciative
applause.

Hunch: Promoting excellence seems to be an underlying
cultural theme. Does excellence pervade all school

activities or is it promoted onrly at public performances?

How does excellence relate to building a school image?

Decision—-making

In September the Principal instigated two major reviews of
the school: one was a written questionnaire to parents while
the other was a series of ’'self-reflection and redirection’
staff meetings in which staff contributed to a list of
matters they wanted modified or improved Ffor 1983. Thus,
staff meetings were solely devoted to school analysis.

Collation of parent responses was done in syndicate

76



77

meetings. Responses were later compiled by the Principal and
senior staff who were surprised at the level of parental
support. Special interest was noted in cultural aspects (the
Arts Festival altered many perceptions) and, at the same

time, teachers were ready to listen to parents’ requests for

more information and a changed reporting system. Frank
discussion centred around many topics; for example,
composite classes, sports organisation, expanding the

electives programme and discipline. These topics tended to
support some of the parents’ comments which arose from the
School Review. Concern ahout disclpline, bullying and the
desire of Mr James’' to build a .'Familg feeling’' led to the
decision to introduce composite classes throughout the
scheool for 1883. Discussion amongst scaff was free-ranging

- allowing a variety of views to be expressed and taken into

account by the Principal.

School assemblies emerged as a topic where several teachers
spoke of the need for silence and greater discipline. The
Principal expressed his view that, ¥*it should be like
church— sacred, quiet and established rituals.” [t was
unanimously agreed that the pupils needed to be silent in
the nall but was this quietness to be achieved by individual
classroom teachers or a senior teacher? The senior teachers
felt it was the onus of classroom teachers, while a couple
of young Ffemale teachers thought a male disciplinarian
should quieten the pupils in the quadrangle. Some debate
arose about female versus male teacher control and their
responses to pupil behaviour. Although the disciplinarian (a

Maori woodwork teacher who, according to other teachers, had
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considerable mana amongst the pupils) was agreeable to
assisting in the task, he agreed uwith the senior staff that
it was ultimately up +to individual teachers to establish
rapport and discipline with their own classes.

Hunch: Frank discussion and shared decision—-making could be
significant factors in creating a climate for change. Are
decisions always made in this manner at ManukaT® Are

particular types of decisions made after staff participation?

School Assembly

The researcher attended a Manuka schonol assembly, which
appeared, on that occasion, to be run Jjointly by the
Principal and Deputy Principal: Classes were sitting
quietly, orderly and attentively in rows on the floor. Most

teachers were standing at the back of the hall; a few were

standing on each side of the hall, while Mr James and the
D.P. were at the front. Positive reinforcement seemed to be
the dominant theme. An interesting ritual was being

performed with the presentation of merit certificactes.
Teachers were distributing these cards for valued behaviour
in the Manuka culture. Certificates were presented for such
behaviour as: “ronsistent improvement in work (cookingl”,
“improved attitude to school and helpfulness in the
classroom.” Pupils’ names were called, the award was read
out, hands were shaken and pupils returned quietly to their

places. Awards were shown surreptiously to near neighbours.

Trophies were presented by a Ffemale teacher to the winning
netball teams for the season’s competition and to rugby

teams by the second D.P. The Principal emphasised that the
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conduct and manner in which the teams presented themselves
was most rewarding. The female teacher reinforced this by
saying,”I’s very very proud of the way the girls dressed and
behaved at the netball courts.” The Principal remarked

about the year one teacher who was a member of the
province’s rugby team and noted thaﬁ the team would have

some excellent reinforcements from Manuka in a few years

tim=.

Mention was made of the upcoming Friday night disco (another
school ritual) by a young Maori male teacher. Then, the Town
Crier arrived (a large extrovert Maori from a lccal popular
radio station) to "sell" the disco. His comedian’s style
enthused the students, who readily applauded his jokes. When
he asked, "“Hhat’s the best school in Bust City?” there was

a moment of hesitation before the students yelled, “Manuka’”
The Town Crier was to be the disc jockey for the night and
he appeared to be a local hero of the students. He described
the prizes and motivated the students to attend through
jokes, hilarity and the use of entertaining body movements.

Afterwards the students filed out relatively quietly and in

an orderly fashion.

Hunch: Thus, a cultural image was beginning to emerge of
Manuka Intermediate where language, rituals, symbols, and
heroes appeared to be used to build up the school’s image.
When this image was threatened, the school assembly uwas

used later to reinforce the -cultural values.

An incident of vandalism by -a small number of pupils



resulted in a8 'court martial’ at a special assembly. The
'crimes’ against the student body were described and
admonished. The offending students uwere asked individually
to stand up and to File out in Ffront of a full assembly.
Here, they faced, on their own, the Student Council and tuwo
staff representatives who had been selected by the
students. The Student Council druelled the offenders on
their behaviour, the disgrace to their school and the
slashing of their hard work in building up the school'’s
image in the neighbourhood. The perpetrators were issued
with an atonement task to discharge around the schooil.
Meanwhile students .n the hall were asked by the Principal,
“to be Christian and forgive the (criminals), and to not
retaliate”. Later, the teachers were satisfied with the
punitive measures instigated by the Student Council; as well
as their own efforts in using the police, and informing and
involving the concerned parents. A stand was taken to guard

and promote important values of Manuka Intermediate.

As a result of such conscious efforts to improve the self-
esteem of the student body and image of the school, the
general feeling of the staff was that this was a good place
in which to work. The Principal remarked, “This has been the
sost renardiné, and exhausting year of my career.”

Comments by the visiting teacher and liaison inspector
suggest that the school is changing 1its image in the

perceptions of parents and the wider community.

Closer observation in 1983 would enable the researcher to

delve more deeply into the cultural patterns, regularities
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and changes of behaviour at Manuka Intermediate. Chapter six

now returns to these hunches, develops them with focused

observation and leads to grounded theories of culture and

school change.



CHAPIER SIX: THE CULTURE OF THE SCHOOLS

Introduction

This chapter describes in detail the cultures of Kowhai

School and rianuka Intermediate School. The writer endeavours

to elucidate the automatic assumptions, unconsciously held
and taken for granted, which Schein (189BB) attributes to the
phenomenon of culture. The definition of culture developed
in chapter two, Fforms the basis of the analysis of the
schools. For the purposes of this thesis, culture |is

defined as:

the conceptual glue that binds a school together
by its shared patterns of beliefs, values,
attitudes and behaviours, symbolised in 2ts

rituals, cultural players, myths, stories, slogans
and symbols.

Extensive examples are included to give the study validity,
to allow the reader to Jjudge the writer's interpretations
and to highlight particular cultural values. The hunches

developed in chapter five are explored in greater depth and
interpreted in a cultural Fframework. Kowhai School is the

First to be examined, followed by Manuka Intermediate.

Interpretation and theorizing are left to chapter seven.

The Culture of Kowhai Schooi

The reader is advised to turn to figure 6-1 for an overview
of the culture. Chapter Ffour described how the cultural
themes were derived. Each theme framed by é box forms sub-
headings for discussion of the Kowhai School culture. The
chapter now describes the key themes which were identified

as forming the basis of the culture.
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Bilingualism

The most sacred and pervasive wvaliue at Kowhai School is
bilingualism. Cn entering the school, nne is faced with a
Maori challenge in the form of a mural painted on an
exterior wall. This cultural symbol 1is reinforced by the
native plants and flaxes o©on the edges of the playground.
Outside the library are children's shoes - shoes are removed
before entering the library; a Maori ritual since the
library is considered to be a sacred place. The -taffroom

contains phrases on the wall in Enalish and Maori, for

instance the term planrer and gr: ~tuings to visitors are
written on the whiteboard in Maori - symbolizing the
importance of the language. Each day she attended the
school, the researcher witnessed a staff ritual that

heightened this bicultural value.

"At morning tea time people chattered (mainly in
English, although the two bilingual teachers
alternated between Maori and English), and ate
their shared kai of biscuits and crackers, drank
tea and coffee. Greg Brown (the Principal),
interrupted them to remind them of an NZ2EI meeting
after school, and then handed over to Terry. Terry
then led Te Reo Maori. He taught the phrases Homai
he... He atu _ ki a _. He had prepared cards which
groups of teachers worked tcgether to practise
phrases with. It was a friendly Jjovial atmosphere.
Wiremu, the caretaker, joined 1in and apparently 1is
"doing module 2" along with some others. The bell

rang but teachers continued. Greg suddenly said a
couple phrases in risori urging the teachers to go
back to work! One teacher replied, “Kaore’”

Wiremu said, ”“0Oma, osa’” (run) Greg laughed and
commented to Terry, “The only problem with this
Terry is that the teachers get too absorbed.”
(laughed) (P.B 10/7%/89)

This excerpt shows the values of bilingualism=,

Although (he present discussion (s centred on bilingualiss the
reality of the culture is that the valuss o.erlap and interrelute.
The reader‘s attention is drawn to underlying values in this
excerpt aof prufmesional development, tewamwork and a friendly

and & supportive staff,



The school organisation is structured to facilitate cultural

values, with

cross—-grouping, cooperative teaching and
classes organized Ffor Maori language teaching. In the
Junior school a whanau class caters for children £rom
kohanga, in which a fluent HMaori teacher assists during the
morning with the Reo; and helps the senior school in the
afternoons. The senior classes (52-%) have the choice of
opcing into the enrichment classes or ’'crdinary’ classes.

Terry (Pakeha) and Heni (Maori) teach in the enrichment

classes where greater emphasis is placed on the Reo:

“"The leader

(child) for the day bhad .ed the
children through a karakie (prayer.), and waiata
(song/hymn). Childrer then stocd up in <turn to
give brief mihis, Heni alsc gave =a brief =ihZ,

interacting with the children asking a few in Maori
what they had done on Saturday - some responded
well in Maori. Heni then taught them another mihi:

E nga / te rangatira
Tena koe

Nau mai ki tenei kura
Nau mai haeremai

Ka nui te koa

Ki te mihimihi koe

I tenei wa

No reira tena koe

E te whanau

E te kaiako

Sir greetings

Welcome to this school
Welcome. ..

I am very happy

to greet you

so greetings

the family
the teacher

Kia ora koutou. greetings.
\ 2
Heni: “That’s not bad. Tai hoa.” They sang another waiata
then Heni revised 7Te Tinana - Nga MHahanga (basic body
parts).

The children read them out,
... One boy asked,
Heni said, “Yes”,
turituri”. CPas di4

"Kei whea to rae? Aneil taku rae

Is it maths time now Auntie Heni?®”

and clapped her hands. "Maths
1/5/838)

tipe,

The'vccabularg used, particularly the term “Auntie’ used by

the children highlights a bilingual emphasis, a

family/whanau feeling and a friendly, welcoming atmosphere.

Further evidence of this bilingual pervasiveness is seen in

the appendices with bilingual letterheads on the school
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newsletter and in the included fieldnote sampie. In more
subtle ways, children are readily absented to attend tangis,
a powhiri is performed for visitors to the school, process
writing samples (3/4/88) on the wall describe children’'s
visits to the marae and their experiences of the protocol
and local Masori legends. These few examples of symbols,
stories, legends and rituals show that the wvalue of
bilingllalism pervades the way of life at Kowhai School. Even
the composition of the staff indicates a commitment to

tikana Maori with five Maori staff members (including the

secretory and caretaker).

Community approval (another cultural value) was seen in the
School Committee seeking bilirqgual status Ffor the school

(17/8/B8), as the result of a school survey:

"There was substantial, strong suppor v of the
bilingual/Maori language programme presently
available for thcse children who choose this

option. The key issue seemed to be the one of
choice for parents and pupils.”

Similar supportive remarks were made In an interview with a

parent:

“The school community »f Kowhel used to be anti
school br-ause it wasn’t relevant to them. Maori
kids uscJ to be ’deculturalised’. Now the
programmes arz relevant to the 45I Maori population
with bilingual ond enrichment classes... The
community now feel they belong at school. I like
the open, friendly atmosphere.”

However, although biculturalism pervades the wider cul ture
of Kowhai School there are Ffundamental conflicts within it.
A group of standard four girls answering tche surveu had
comments such as:
;I don’t like the Maoris being in a difyerent
class.”

“The bilingual kids pick on us.”
“The bilingual classes don’t like us ... all

\a
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of forms and culture that are ideological in the
sense that they signify reality in ways that are
often actively contested and experienced

differently by various individuals and groups."
(Bates 1887, P.23)

+Perhaps this is most readily seen in a fairly new culture,
fFor the enrichment classes were only implemented in the
beginning of 1888, and ideological battles are still heing
contested. The overall norm is sacred though - it is the
manifestations which are more profane. Corbett et al (1387)
argue that the sacred values become symbolized in ordinary
events, relationships and proceuures (as illustrated above),
but the profane norms become acknowledged &s 'the way we 4o
things around here’ and are susceptible to change.
Bicuituralism is accepted as a vital component of the Kowhai
school life, but 1its expression results in pockets of
ideclogical battles, which in the meantime are kept in check

by providing parents and children with a choice of clasces.

Concern for People

A similar divergence is seen in the next sacred value of
concern for people, which is expressed in three sub-cultural

themes: concern with learning and teaching, teamwork and

open school (refer to figure 6-1).

Concern with learning and teachirng

Parents' requests for Ffurther information revealed their
value of learning and teaching. This ’'educational’ value is
sﬁared by teachers and children whose surveyed values are
summarised in tables III and IV. Tba tables record the
participants’ verbalized values. (refer also to Figure 6-1)

'

(Continued on page 391)
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Lunchtime conversations 32y teacners Sreguently cZoncerned
matters such as running Tecords, resources, Phusical
Education organisation and topic studies; indicating the
importance of =ducationai wvalues. Jaily senior syndicate
planning before school became a rcitual in the staffrcoom:
"The teachers talked casually, planning maths fecr
next week. With cups of tea and coffee they talked
over individual children and placed them in
particular groups t(based on test results and
knowledge of the children). The relievers were
doing mastery and pre—-tests for the next unit.

Various books were used in planniny and =a
customized (bilingual) planning sheet." ((P. 1,

13/4/83)
This excerpt also shows the teachers’ value of individuail
monitoring, which has become a cecnscious value and is built
into the school organisation with Greg's staff meeting
structure providing time for teachers to update records. The
school computer has programmes suitable for school record
keeping and cross--grouping of classes facilitates teaching
of individual needs. Catering for individual needs is helped
by the flexible use of part-time teacher hours for special
needs and reading recovery. Concern was also expressed about
the environment impinging @n l=arning and teaching:

"Greg: The design of the building is wrong — it’s

ton narrow. He’d hoped to use o learning centre

approach but found the newly refurbished rooms

unsatisfactory and find greater freedom of movement

in the old room’” (P. 28 13/4/89)

Learning and teaching concerns, therefore, form part of the

school’'s rituals, symbols, slogans and patterns of

behaviour.

Teamwork

In the value of teamwork the key person - whom Deal (1385)
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would call, in culturai ¢terms, a "hero" - seemed <o e
the principal. From a school management point cf view this
was most readily seen in his role as the professional
leader. Greg Brcuwn alternates weekly staff meetings between
professional development topics (eg. communication,
Tomorrows' Schools), housekeeping meetings and monitoring or
record-keeping meetings. At one such 'housekeeping meeting’
the agenda was wuwritten on the whiteboard and teachers
participated in decision-making. The fieldnotes showed:

"Teachers wandered in chatting and getting tea and
coffee, so the meeting toock awnhile tc get started.
Greg asked if anyone wanted to add to the agenda?
One teacher asked for a booklet but no one had
i1E.

Greg:Let’s discuss shortened lunch times then —
Herni?

Heni: Het days the children’s bekaviour is shocking
and so I wondered about shortened lunch times
in term two.

Greg: Any reasons why we can’t?

Sue: Parents working

Hepi: Let’s think about teachers

Sue: Not as wmuch preparation time... Do we need
to ask parents?

Mary: Perhaps they should have a lunchtime duty cn
wet days.

Terry: Hhat about starting later 9.30 am, especially
on cold winter mornings? ...

Greg: That’s an idea... He need to ask parents -
it’s a partnership issue. Could any starff who
have had it at other schools comment?

He then went around the staff in a circle, allowing all an
opportunity to speak. The caretaker and cleaners were there
and were asked their views as well...

Mary: There’s pressure on duty and short lunch tipe.
HMaybe teachers could work in pairs to ook
after the class next door.

Greg: Schools 1’ve been in have tried it. It doesn’t
arfect ve.. If you’re reacy to accept a rushed
lunch tive... 1’11 put it in a newsletter and

parents can notify us — if too many child{en
are Iinconvenienced we’ll do scmething
different.

Lisa: Should we ask the children?

Greg: Yeah, we could.

Heni: Need more people on wet day duty..

Greg: Heni and I will get around on wet days to
take the pressure off and make sure kids got
things to do.

Mary: Perhaps we should have a trial period to check
it out.



The group agreed and they went cn to the next agenda
item. (P. B 3/4/88)

This excerpt reveals many values lListed in figure 6-1, Greg
enccuraged shared decision making - inviting <he staff to

add to the agenda. Staff were Ffree

0t

o express individuail
opinions to which their colleagues iistened zand which ©&reg
encouraged. Ancillary staff were accépted as part of the
team. The principal was willing to implement a decision that
the staff wanted. Children and parents were considered as
decisions were made. Change was mor2 rzadily accepted when
it was deemed to be Fflexible and had a gpossibility of

review. Greg also showed his support for <the staff o

o

offering his (and the D.P’'s) help on a wet day. The meeting
continued, showing a desire for teamwork and unity:
Heni: Greg is the only one turning up for friday
drinkies. Hould you prefer once a month to get

together and gossip?
Greg: Maybe if we could make an effort one Friday

a month...
Greg displays inﬁerest in school programmes by teaching a
senior maths group - thus being an instructisnal leader. He
helps teachers to attend %o individual learning needs by
having smaller groups as a- consequence of his sharing the
load, by being in touch with <class programmes while
wandering in and out, offering suggestions when asked and

videoing activities, such as the multicultural festival.

Greg, therefore, is admired by the staff.

Further examples of teamwork were seen with Mary coming out
to an evening meeting Jjust to ‘be present as another teacher
to support Greg. Teachers sharing planning, the caretaker
attending a cross—country meeting to help supervise children

knd his teaching a group of boys the haka and the weekly
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buying of lotto tickets for the staff fund: all these uwere
Further examples of teamwork which were observed by the

writer.

Fimaily, a glimpse 1into the children’'s world reveals the
transfer of similar sharing, =zaring, mixing of ages anc
race, and teamwork values:

"Before schonl there were about 20-30 children
skateboarding on the driveway. A Ffew kids had all
the gears - knee pads and trackpants. It was
mostly boys but there were girls there too. There
was a mixture of ages and race, but heawvy
concentration of Maori children. A few 'big kids'
were pushing Junior children sitting on the
skateboard. 0One group of girls were concerned that
a board was wriggly: “Mr H. can fix it. He does
things like that. That’s why he’s here.”
(caretakers They asked to borrow Jane’'s skateboard
and she willing lent it to them, When the bell
rang the younger children ran off to class, older
ones lingered, especially on the trampolines. Some
older children pushed younger ones at speed on the
skateboard; others raced on foot or on their
boards themselves." (P. 1 13/4/88>

Such mixing of Jjunior and senior children was also seen 1in

reading programmes. Some of the <teachers want more unity
tTable V -intervieuw schedule- shows teamwork and &
supportive staff as a prominent wvalue, if the reader wants

more detail) and remarked in formal and informal interviews
about the lack of a general school assembly area, so the
school never meets as a uwhole. A few teachers want less
cross-grouping so that they can have a more Fflexible
programme in their ocwn rooms. Parents are divided on
whether to have more mixing of older and younger children
and the extent of interchange between enrichment and other

classes.
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Bates (18SB7), argues that culture is communicated and shared

through individual attempts to wunderstand the 1ife of the

group - "it cennot be assumed <that all members and groups
within a (school) will share equally a common culture.’
(P.BS) The implicaticns of this statement will be examined

fFurther in chapter seven.

Open Schocl
Vital to promoting unity and an open school is the bridging
value of teacher-parent communication. (refer to figure B-1)
One teacher, Anna, sends home her class programme sach month
while some teachers have informal contact with parents
before or after school. The  writer observed three parents
coming into classrocms on & regular basis; more apparently
go to the New Entrants' room. At parent meetings Greg and
Mary invited parents to come in and look:
Greg: Hhy don’t you come, and sit IiIn on a few
lessons so you know what’s g@going on... I°d
love parents to come and see and ask
questions...
Mary: Come in — you’ll be Iimpressed with our Jjunior
reading programsee. Py 228 1324/833
The principal listens and responds to parent concerns,
Parent: I don’t like cross—grouping for juniors.
They can be trampled on.
Greg: That’s why we changed J1-3 to N/E with Mary,
then move them to J1, then J2/J3 this year.
If parents have concerns we’ll listen and
change 1it. P. 2% 1374783
The School Committee support the teachers and principal. At
one meeting the Chairman’s explanation of enrichment classes
showed he was informed and supportive. This was evident also
in his patterns of behaviour: visiting the school at

lunchtime, heélping on class trips and attendance at social

functions.



In the writer’'s wview there is 1iittle evidence of more
parents entering the school. Somehow the value, attitude and
slogan cf Xowhai School being an open school have permeated,
Judging from a parent’'s remark at morning tea to the writer:
“You know, the new staff here has led to a
friendlier, more open and relaxed atmosphere. The
children fight less and swear less than they did...
Greq has made the school n»ore open and parents feel
more welcome ncw. Parents are beginning to talk more

favourably about the school and it is becoming more
popular.” (P.4% 13/4/B38)

The importance of the school’s relatidn;nip with its
community was a hunch identified in chapter Ffive. By
opening the schocl to parents who are free &0 come and
observe, 0Greg Brown seems to have created in parents a more
fFavourable disposition towards the school. Implications of

an open school will be explored in chapter seven.

Informality and Positive Reinforcement

Two further pervasive but more orofane values of the culture
of Kowhai School are informality and positive reinforcement.
Positive reinforcement is a slogan in the school and is
dovetailed into the integral nature of the school life:
"Barry took his book up to show Miss B. Miss B.
said, "Hey that’s a beauty. See if you can do some
more like it... Good Roddy, lovely finger spacing”.
(P 2 1%/3/88) ;
Further examples of positive reinforcement were noted in
school newsletters (refer to Appendix VI), verbal praise,
symbols (stickers in children’s books and written phrases
such as ka pai), rituals like taking their work to show the

principal (where they received Ffurther praise and another

sticker), their work being displayed on the wall and a
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cultural ceremony:

“"Mr Brown addressed the children at senior singing
time,

“Tena koutou katoa.

“Tena koe Mr Brown.

“I enjoy listening to the singing from my office...
I have some Principal’s awards to present today.

£ tu. Haere mai Mary... This is for written work
and effort in all areas..

Hiremu, for process writing — tino paz.
Samantha — for your work...
Ryan — for being a good role model - a good kid

around the place...
He shakes each «child’'s hand as he presents them
with a card.” (P. @ 10/4/83)

This fieldnote sample also shows the intertwined values of

academic work. individual needs, bilingualism and pcsitive
reinforcement. The writer heard <the caretaker araising
children in the plauvground = a value held by all
participants. Even parents had explained to them the vailue

of positive reinforcement:
"Terry: He try to model appropriate behaviour and
reward good behaviour rather than punisp bad
behaviour ... The school is constant and children
knox when they come here that they have to fit into
standards of behaviour. Teachers are likeminded on
that.” (P. 20 13/74/883
Terry alsc reveals values of consistency and teamwork. At
its fundamental core it is a sacred value, but there is some
ambivalence about the symbols:
“Mary: I°m very anti distributing rewards since in
By mind they become meaningless and children focus
on the extrinsic rather than the intrinsic
motivation.” (P. 10 29/9/88)
The value was manifested, therefore, in different ways in
the rooms in which the writer observec, tending to be more

verbal in the junior school and more as symbols (stickers)

in the senior school.

An informal atmosphere also pervades the school and is

evident in teachers’ dress: shorts (male and female
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teachers., bare feet, runniné shoes, leans: although the
principal always wears a <tie. Children were observed on
three occasions walking down the street with teachers,
straggled for 30-50 metres and nat. in lines. Again, this is
a varliable value for Heni remarked =to the wricter, “I hope
the bosc doesn’t see them’” (P, % £1/2/83)

Greg s marner with parents was totally relaxed and infcrma;,
as he sat on the floor amongst the parents. This was seen in

the classrooms, tco:

Terry: “Thant you for doing all that work.”

The girl grinred. Terry then lay on the carpst
rext to a boy and rubbed out a line for him.
Terry: "Keep going, you’re nearly there”.

The girl is helping ore boy who hasn’t finished.
) 10/4/88)

Terry has a very relaxed manner with the children - caring,
srharing, concerned For learning needs and positive
reinfor om~r .. A new teacher at the school remarked to.the
writer at a staff party that she found the school - and staff
to be very informal but friendly. Allied to this view is
staff tolerance and Acceptance. These features are
demonstrated in a smokers’ corner in the staffroom, the
accepcance of varying abilities in Maori language, children
opening and closing the school gates at their volition for

safer skateboarding.

Conclusion

Having combined fieldnotes, surveys, interviews, and
document analysis, a picture emnerges cf‘ a school culture
containing important overlapping cultural themes and
threads of informaiitg‘ concern for people, teamwork, value

of learning and teaching, communication, open school,
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and'positive reinforcement, all embodied in the sacred vaiue

of bilingualism,

The subtle cultural ceremonies <(eg. the principal awarding
certificates to children) were shown to be important for
what they express and how they dramatise and transform
important values. (DOeal, 1885) These were made slightly
artificial by highlighting various Ffacets when, in reality,
they are intricately intertwined. Nevertheless, sites of
cultural ideological battles were alluded to, and these will

be examined in greater depth in chapter seven.

The discussion now turns to the culture of Manuka

Intermediate School.
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The Cultures of Manuka Intermediate School

An averview of the cultural themes identified at Manuka
Intermediate School is provided in figure 6-5. (refer to the
naft page) This figure shows hnow the overriding theme of
"Making Manuka Matter" links to three main themes of putting

people first, excellence and image building.

"Making Manuka Matter" is a school slogan and the title of
the 1883 organisational fFile of Manuka Intermediate. It is
in Inkson et al's (19B6) terms, the kite, or organisational

mission which inspires and uplifts the organisation. For

MAanuka, "Making Manuka Matter"” is the kite to which ail
other values are tied. Their most sacred values linked to
this are: putting people first, promoting excellence in all

activities and fostering a positive school image.

The following excerpt looks at these intertwined values
which are promoted in a sacred ritual of the schoocl: the

weekly Friday assembly.

“School assembly crn Friday is to establish Rome and
what we are about here.” Principal (P.S5 30/1/83)

After a monitor rang the bell at 2.20pm, classes
started Filirg into the hall in orderly, silent
lines. Teachers invariably led them in, pointed
and students sat on the Ffloor. Most lines were
separate boys and girls lines, but some were mixed.
There was silence apart frem the odd teacher’s
direction to particular children. Outside Peter’s
voice boomed across the quadrangle, telling some
students to hurry up. '

Paul (the D.P.> stood up the Ffront of the hall -
other teachers either sat at the side of the hall
by the.r classes, or else at the back. Once
everyone was assembled Paul said,

"Good arternoon everyone”

Children replied, “Bood afternocon Mr Hilliaws.”
(continued on page 103)
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“"Quver the last few weeks all of you have been
involved in speech making. Unfortunately we have
to choose a winner, although I know the."e have been
many good speeches. I hope you have enjoyed the
experience. Today we will hear the speeches of 5
peaple - one from each syndicate. MWs Stephen will
give you comments later about it and I will mark
the winner. Good luck — I hope you enjoy it — we
will certainly enjoy the entertainment.”

He read out the contestants’ names and their order.

The speeches were about the year 2000, school,
words, school camps and second languages. All
contestants spoke for 3-5 minutes; spoke clearly,
were audible, (I sat at the back of the hall),
contained some humour and were well executed. The
one on Words was done by a girl who stressed
positive thinking ”“I can” rather than “I can’t as
kids at MNanuka say. You should be like Hr James
who always says at assembly MHanuka is good at this
and that, and how proud he is.” (Bill sat at the
back by me and laughed).

After the speeches, Paul asked students to applaud
them. Ms Stephen came forward and congratulated
them all on their fine performance. I gan't
remember her exact words, but she concentrated on
the positive features of their speeches and gave no
criticism., She gave a couple witty replies to some
of their speeches.

Then Paul came forward and said the winner would be
having a special dinner with Mr James at the Rotary
meeting (where other speech contestants will also
be competing). “The winner is Linda.”

There was a spontaneous applause from the audience
and a few enthusiastic “Yahoos” From her syndicate.
Linda had given a lively and encertaining 'by body
language and intonation) speech abtout schools, and
asking for greater say and chnice by students as to
what was taught...

Next Paul asked syndicate leaders to come forward
to present merit awards. Awards were presented
for overall work improvement, a new person settling
in, lead role in drama (extension programme) and
for being a considerate class member. Students were
applauded. Then Paul wurged girls especially, to
offer toc take billets when Oxford come to play
sport against Manuka and to see him afterwards,
gave a few sports notices, and then Mr James came
forward and spoke,

"1 have a confession to make - I haven’t got the
Principal’s award this week but I am delighted with
your behaviour this week. Can I say those speeches
were magnificent. I'm over the moon about thems -
such a bhigh standard. Hell done people. I’m over
the moon.”

Paul then told classes to go with their teachers.
Students filed out quietly. (P.1-2 10/3/88)

103
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Many values are embodied in this sacred ritual: positivism,
excellence, putting people First, pupil participation,
cultural heroes, promoting school image, friendliness - to
name a few. (Refer to the appendices for details on how the
values were derived) The wvalue of putting people first is

now examined in detail.

Putting People First -

Putting people first is seen in many pattecrns of behaviour
at Manuka Intermediate. The First time the writer arrived
at the school a friendly pupil gave directions to the
office; and, several times when she was cbserving in the
playground students asked if they could help find who she
was looking for. In the staffroom at morning tea time
visitors are aiways introduced and warmly welcomed by Paul,
the DP, and this was alsoc seen at PTA meetings where the
chairman welcomed parents to come to meetings at any time.

Special welcomes are seen at parent-teacher evenings:

"A friendly boy met people at the gate and asked
them to write on a name tag, so people could
introduce themselves more easily... People began to
assemble in the quadrangle. There seemed to be at
least 100 parents ard lots of students. The Maori
Club performed a couple items and then the
principal welcomed the people in English; saying he
complimented parents on the way their children
settled so well this year; what a great staff they
had and were in for a good year; spoke of the need
for PTA representatives from gach class to
represent them and help the Board of Trustees; and

invited people to mingle, socialize and eat
sausages! " (P. 2 2/3/89)
The interrelated values of people First, positive

reinforcement and parent involvement are all extolled here.

A kind of family feeliny pervades where the principal "takes

a Fatherly hand" (30/1/89). The school is divided into five
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teams to:

"return to the atmosphere and family warmth of a
small school, The prime aim of trialling composite
classes throughout the school was to remove the WE
and THEY syndrome, and ¢toc reinforce our family/

whanau Ffeeling at team level." (Making Manuka
Matter, P. 3)

Syndicate and school assemblies are designed to foster this
Family feeling. School rules are referred to as “family
rules” (ITrevor, P.B6 30/1/89); and the family behaviour and
vocabulary even permeates the classroom,

. ..Children worked in twos ana fours and helped

each other. Some groups two children really did

the work - in other groups all contributed. Tim

marked the work, saying,

“Wow what do we do with this one team?”

P 2 1197880

Sharing was also reinforced:

Tim:"Hey, you can read over his shoulder — share and

share alike.” R 12 2/3783)
Teachers readily shared equipment; eg OHPs . tape
recorders. The 'cheap accessible wuniform’ 1is sEen  as a
means of striving for unity and a family/team fr=ling with

several teachers and the principal occasionally wearing the
school turquoise sweatshirt. A form two girl « >te in the
survey, ”“0ur school is different because it’s zll like a

family.”

This concern for people is embodied in the pr ncipal who
strives toyards positive reinforcement with meri awards at
assembly and frequent praise of staff, pupils anc community
(as seen in the parent/teacher evening above). Da.6ly notices
to the classrooms contain such statements as,

“Congratulations to the basketball team who did very
well last night”. (15/3/89)

Teachers promote this value too:
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Hone: It’s very important ¢to give pcsitive
reinforcement at the time of success. (1/12/88)
Trevor: Have your good kids show their work to Bill
- give it some mana. (P.6 30/1/89)

One bou asked for help with his speech., so Tim read it.
“You’ve got some really neat :ideas and introduced

some good words like prescription.” He helped the
boy rewrite a section of the speech. (P. § 2/3/839)

Fimally, the value has permeated to the PTA:

Parent: Perhaps we could say thanks to the PTAR

committee sipce this is their last meeting before
the AGM; and thanks for a good job they’ ve done.”
(F. B 3S/2/89) '

The value of positive reinforcement (which also incorporates
2 desire to build children’'s self esteem) is largeluy seen 1in
patterns cf behaviour. language and ceremonies ‘eg

assembluJ.

As already indicated Bill James. the oprincipal. is a kesuy
figure in promoting the value of people first; ie. he is a
hero. Deai and Kennedu (13882) argue that culture-shaping
managers develop something close to a reward routine;‘that
is, they actively seek ways to provide frequent and visible
oraise or other recognition fcr even modest contributlions Tto
the support of important values. Even in dealing with
outsiders, ﬁheg neglect no opportunity to reinforce the
theme. Bill James is a perfect example of this. His
democratic leadership style engenders staff contribution:
Rill: He’ll need to go to the staff on this one...

(P. § 30/9/88)

Use your initiative this year, senior teachers..
(P. 3 30/1/789)

However, he Likes to lead and direct proceedings at
meetings:

“Look, can I take the initiative here and appoint
people to the committee...” (P. 12 7/11/88)

This Facet is endorsed by teachers:
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Trevor: 1’11 have to copsult Bill James on these -

I can’t stomp over the school organisation...
(P. 16 10/2/89)

Although he tends to dominate discussions he does listen to
staff and consider their vieuws. For instance he first
floated the idea of composite classes with them at a staff
meeting (13/3/8B8) and asked particular teachers for their
experiences and comments. Staff meetings generally contain
a mixture of housekeeping matters (these are often dealt
with by the D.P.) and professional matters ( eg. Board of
Trustees, Tomorrows’' Schools). He delegates some meetings;
so the writer observed a meeting led by Helen, who informed
the staff about Curriculum Review and had tre staff working
in groups modifying survey questions to be sent out to
parents. Other teachers have a 'slot’ in the meeting:

"Tim handed out PE booklets to teachers, Guide to

Success; encouraging them by saying they uwere a

great resource. He also mentioned that Aguapass

personnel would be there tomorrow and urged

teachers to use them to lower their class ratios

and to learn some new skills." (P. 5 7/3/83)
Bill James, thus, encourages shared (decision—makiﬁg,

instructional leadership training fFor other teachers,

sharing of teacher strengths and enthusiasm.

Bill James is a modest and open-minded person who readdly
sought advice and expertise from vutside the school as well,
such as the liaison inspector with whom he has a good
rapport and parents with community related employment. At
one particular staff meeting the Bush City Community Worker,
newspaper editor and School Chairman were present and were
asked for their advice and contribution to a planning
meeting:

Parent (P)1: You’ve got to empower other people



who’ve qgot other skills...

P2: Use your community recreation officers too...
P3: Key people are overloaded - need to train them
Up... ensure they get self-fulfilment rewards...
Lots of trust and rapport is needed and takes a
long time to establish.” (P. 12-14% 7/11,/88)>

Another afternocn the public health nurse was seen in
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the

staffroom teaching children about babysitting rights and

responsibilities. (7/12/88)

Because of 'the principal’s genuine care and concern for

people, he is admired by staff, community and pupils -

was fregquently mentioned in the interviesws, sSurvey

informal conversations:

PTA Chairman: I’m very Impressed with the new:

Principal and his abundant positive chailenges...
He is very good — really gets the children going
and 1s getting a good curriculum going and
community involvement.” (P.5 20/7/88)

as

and

Bill James' consideraticn for teachers under pressure

probably contributes to this admiratiaon.

"He can’t add to teacher’s burdens”...
"Teachers need to feel comfortable with it” (life
skills programme) (30/9/88)

“My greatest concern at the wmoment is to get

teachuers settled into their classes first and then

we’ll get into Curriculum Review...” (P. 1 7/2/89)
{

“Some of you have been working your backsides off

this term — it worries me - limit yourselves — 1

don’t want you overcoamitted”. (P. 3 2/5/83)

Teachers worry about him, too:
Cathy: I worry sometimes about Bill. Hefs
surviving on 3 hours sleep a night. Everything is

running through his head. = (P. 20 2/3/B39)

However, a culture is made up of more than one person

and

Bill James would accomplish little without his supportive

staff - a fact which he readily acknowledges:

"1 was of the belief to move into the community
anyway, but the staff certainly turned to it...”
CP. B 10/2/839)



Teacher support was observed in staff informing one another,

pairing up Ffor pubertal change teaching, following uD

anather teacher 's reprimand cof a2 child, providing backup bu

senior staff with a behaviour management programme.

wandering around and checking on children &t manual cr

extension time, sharing resocurces and even at lunchtime:
"One teacher came in and asked who would be
interested in watching the softball teams playing -
Peter would appreciate some support. A few
teachers said they would and left immediately.”

(P: 15 2/3/83)

Perhaps the reason for

:
-

is summed up by one teacher:

3

“You have to support one another to survive here at
Manuka.” (P. & 12/7/88)

These statements further support the sub-themes of teamwork
and family feeling which were mentioned earlier (page 1095)
and intertwine with suppert. The principal and staff further
enhance the value of teamwork by their integration of the
manual teaching staff, who were Ffully involved in the Arts
Festival (static art display, Ffashion parade displaying
clothing made at sewingl), the sewiﬁg teacher 's integrated
maths worksheet (which ties in with Trevor's maths unit on

measurement) and inclusion in staff social fFunctions.

However, the pressures of change and ideological battles of
power within the cultural groups revealed some conflict
amongst the profane values.

"A neuw teacher finds the staff here slightly ciicky
but friendly." (P, 6 10/2/88)

It seemed intersesting from the interviews (refer to table
Via, VIb) that those within the cliques thought the staff
were united but those on the fringes thought otheruwise:

(Continued on page 112)

-
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"Helen spoke about staff niggles at the moment...

“There are some nice people on thic starff but there

are little cliques who Ftackstab ... I don’t know

why Trevor has to go to the parent meetings... The

parents could just about run it themselves.”

tP. 18 2/3/689)

At this stage Helen was feeling very stressed - torn between
family commitments and profsssional obligations that Trevor
and Cathy did not have. She <thought, at times, there were
two distinct groupings on the staff - those who were married
and those who were single. The‘lattar could devote endless
time and energy to schoolwocrk and community involvement,
which meant married teachers Ffelt guilty and devcloped
infericrity complexes. This flared up at times:

"Helen and Paul were talking and were obviously

concerned about the setting up of computers and

were concern=d abkout Cecilia and her assumption

that she had a free reign and they felt it was

Bill's problem to haul her in.," (P, 12 11/4/88)
The writer was sensitive to such occasions a&and did not
attend those staff meetings although key informants and
aside remarks conveyed significant information:

"He (Bill) went off to quell the troops and ask for‘

less back-stabbing and more team spirit."” (P. 1

cl/2/89)
Much of this staff feeling was gleaned by Paul who passes it
on to Bill. Paul 1is pretty much the storyteller of the
culture (rafer to his comments in the interview schedule),
having been there for more than 10 years. As DP, Paul is
free of a class and is in Aand out of teachers’ rooms before

L[]

and during school.

Sue: There’s not much Paul wisses - bhe susses

things out pretty quickly when he goes around the

classronms.” (P. 12 11/4/89)
Paul endorses this view himself,

“See me if there are important things to go on the

board to tell everyone.” (P. 4 30/1/89)

Paul has the responsibility of writing up the communication



chalkboard each week in the staffroom and planning the

term’'s planner sheet.

Nevertheless, the Principal is 1in contact with teachers.
pupile and parents. Bill James' desires to involve pupils in

decision-making is seen in his est-hlishment of a Schooil

Council, a group of children who have been democratically

elected by each class as their representative. Each uweek
these representatives meet with Mr James in the staffroom
where frierndly interchange of ideas takes plice - Mr James

asking them for views or decisions, and informirg them:

Bill: Thanks for your note - painting footsteps to
show people from the gate where the office is...
Anything else?... =
6: Hhat about curtains in R_ ?
Bilil: The PTA will continue the aim of building 2
good visual iImage for the school and hence are
looking at curtains. Curtains and carpet are under
Education Board control. He ask them for such
things but they defer it if they haven’t got so
much money — we could fund-raise for it ... Hould
you like to make it a major issue or would you like
something else instead? Tessa, what do you think?..
B: Can I bring up something different? Only roowm
10 are using the computers - it’s in their roo=.
Bill: You need to put the acid on your teachers to
put it in their prograemes. I could run a starf
meeting and get some of you to demonstrate what to
do on it... ask your teacher and you might be able
to use them in the extension programeme.
B: It distracts Room 10 people — they should be put
in the library so everyone can use it. If I get C
in my test 1’11 go to Miss Jones’ low group ard
1’11 get @ go on the computer.
62 Our class is on Mondays and we’ve all had a gu.-
G: Hhat happened to the Computer Club?
B: Too many kids..
&6: He could advertise in the shops and people might
come and teach US...
Bill: OK we’ll need to address that — 1’11 write it
down - library, rotating computers, tutors...
B: Has Mr Kaipuke considered a skateboard ramp?
Biil: I’ve foraotten to ask him - wy fault...

¢B. 1-% @21/3/83)

Mr James was very open in explaining reasons to the School

Council and was genuine ard respectful in listening tu their

3
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creative 2ar enthusiastic ideas. The students certainlu

respect him as a person. 1his was apparent in the survey
too:

Form 2 girl: This school has a great principal.
some good teachers, and a great attitude. Manuka
will go a long way.

At this stage the reader shoulcd refer zc the graphs on pages
115 to 117. The graphs summarise the values derived From
the student survey. (Refer to Appendix [ and I1I). Student
values can be gleaned from these graphs. Each of the surveu
'
questions was analused according to form 1/form 2 values.
girls/bous values and classroom a’b rthe classrooms
observed in detail). In the form ore and two analusis, it
is interesting to see the socialization &that cccurs as
school image, organisation and having choices figure more
highly Ffor form two; while schoolwork/homework, other
children and teachers were of greater concern to form one
pupils. The cgirls tended to mention values of friends and
uniform more highly than bous, while the Etous tended to
concentrate more on sports and the warietu of lunchtime
activities. Apart Ffrom these values. there was minimal
distinction between the genders. finally, the comparison cf
values between two different classes rcevealed one class
valuing sport more highly (their teacher is a sports’
enthusiast (hero) and a reoresentative rugby player?. and
organisational/image Ffactors. Tim frequently reminds
children about tucking in shirts and pulling up socks, while
the other class was more concerned about environmental
.issues (their classroom is one of only four in the school
without carpet; which irritates the children). Thus, there

(Continued on page 120)
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DANUKA

variety of
activities

Sports -

and

SCNoC 4

interval

to

size of playgrcund
lunchtime
Time

STUDEMT YaLUES Tigure S8
tderived frcom student surveu.
MAKING TTANUKA NATTIER

HAV ING CHDICEE| EUsL 2 LEAFMNING
manua.i caring manua .l
extensions arcgramme Eriencly extensicns
big school/many friends ~ind laori Club
alternative uniform nice teachers schooiwor::
canteen like: srincisal libpraru
mufti day ilaoris at schooil NOMBWOTC ¥
short lunchtimes having friends COMDUCLETrS

thome eariy. in own class ‘7ideo camers

students listened

POSITIVE SCHOCL IMAGE ‘DRDER SENSE OF BELONGING
envircnmental SpOTLS NOUSES Maori Club
trees, playground lots of rcules
carpet in rooms assembly
fMMaori Club discipline
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are pockets of wvalue concentration. In other values tne
classes had similar divergence- of viéws. Overall, the
children wvalued wvariety and choice, particularly in
lunchtime activities and the ertension programme. These
values were validated by informal interviewing of a small

group of surveyed children.

Valuing variety is evidenced in the alternative uniform, an
idea originating from the School Council. Children have the
option of wearing a turquoise sweatshirt and wet weather
clothing to supplement their otherwise plain grey uniform.
The implemention of this decision is evidence that the
principal considers and actions children’'s ideas...

Bill: I°d like to involve kids in it — IiIn fact many

of our positive things have been pupil—sourced.
GB. I3 Zr5/785)

Not only pupils are involved in decision-making. A school
review which inciuded a parent survey in September 139€8,
resulted in parent interviews occcurring earlier in the year
and more regular reporting. Bill James listens to 'real’
negative comments, accepting the criticism of bullying and
gangs and implemernted a behaviour managgment mcdel. The
model works because teachers feel they are supported by
senior staff while parents are involved in several stages of
the mogel. However, Bill James considered that to be not
enough,

“It’s the representative aspect that bothers me

anst — to keep us in balance with cur community.

He need to consult these people before we charge

ahead...” CB. 2 Z7a8B3)

Such consulting and informing is often done informally,

“Hhile we have a parent here, could we get some
parent feeling on things?” (P. S 10/2/89)
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slnvolving parents and the wider community in promoting the
value of putting people Ffirst leads th acceptance of
different ethnic cultures. Acknowledgement and acceptance of
things Maori is seen in the Maori Club performing at any
school function where visitors are welcomed to the school
(eg. Arts Festival, inter-school visit), at assembly and in
the playground where children mixed freely in and out of
various racial groups. The Maori Club is highly valued,

Trevor: That Maori Club did heaps for the
self-esteew of children.” (P. 8 30/1/83)

Even the PTA wanted the Maori Club to perform at the Heeé
the Teécher Evening. The writer saw waiata being taught and
bilingual posters on classroom walls. However, concern was
expressed.bg some staff members about tangatae whenua in the

Charter:

Helen: The impression you get 1is you have to teach
Maori - it gets my back up. (P. 15 10/2/88)

Some parents are also uneasy with the bicultural concept,

Trevor: QOur community is multi-racial... some
people comment on our Maor: Club and wonder why we
haven’t got a Samoan Club - we need more community

help there and it would foster more involvement...

It ultimately depends on teacher’s strengths.
(P. 11 10/2/89)

Therefore, biculturalism is a controversial concept which is
accepted as long as individual differences are tolerated and

teachers are accepted at their level of ability.

A picture emerges, then, of a school culture actively
promoting people First in its slogans, attitudes, symbols,
cultural ceremonies, heroes, storytellers and general way of

life. Closely linked is the value of aiming for excellence.



122

Excellence

“Qur aim is for excellence - we need to build an
image and put ourselves on a pedestal.” (Bill
James P, 4 12/7/88B)

Such excellence is promoted in public performances. like the

Arts Festival:

"The powhiri was impressive - unified and tuneful
singing, red costumes... they received a tremendous
applause... the fashion parade conveyec an amazing
atmosphere with the music and appropriate modelling
choreography..." (P, 1 24/8/88)

In staff meetings the principal encouraged teachers to be
good role models for children,

“He want to make this the number one Intermediate
in our Education Board...” (P, 1 30/1/83)

Excellence was promoted in the classroom as well:

"I looked in a couple of spelling books and saw
comments like:

Is this your neatest? .

Hell dJone Daniel (with a ’Very Good’sticker)

I also looked at a few maths books. All are set
out with columns Ffor example numbers; space for
-answers and a column on the right for 'working
out'. Work is done in pencil and marked in red
pen.. Neatness is even symbolised in the beautiful
chalkboard writing and the teacher’'s use of a range
of colours, amusing graphics..."” (P. 2 11/4/83)

The school's organisational file reinforced the value
of excellence:

“Proarammes of work will be designed at multiple
levels to ensure the pupils can ACHIEVE a measure
of SUCCESS. Self-esteem follows on from this.
Above all, Manuka Intermediate is about encourag{ng
GROKHTH for all children in many fields: academic,
physical, cultural, social.” (Making Manuka
Matter, P. 1 )
To achieve excellence, a ‘'hard work ethic’ prevails. Many
teachers spend long hours at school; Peter is repqrtedlg
there from 5.30 am, while many others are there by 7.30 am
(spending hours constructing interesting wall displays and
charts or creating interesting learning environments).

Time at school is highly pressured:
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Trevor: Hey, 1’m at school by 7.30 am for sports
practice, have a staff meeting after school,
another sports session, and a nmeeting in the
evening.” C(P. 1B 2/3/83)

Time spent in the classroom is considered to be crucial:
also implying a concern and  high wvalue on learning and
teaching, as indicated on Teacher Only Day:

Paul: Everyone should be in their room by 8.30 anm.
Most people should be here 3Zam to at least 3.30pm.
I don’t think anyone should be in the staffroom
before school - should be in the classroom or on
duty... I don’t think it’s necessary to spend the
whole lunchtime in the staffroom...” CP: 3.
30/1/89).

The writer always found the staffroom empty before school!

This ethic is even mare pronounced in the classrooms. On
the chalkboard in Tim's classroom was a cartoon and slogan,
Be prepared to work hard” (P. 3 2/3/83) and he reinforces
this:
Tim:” Right wno’s been working hard? ” and
selected a few people to go off to computers.

(P 12 2/3/83)
Similar incidents were observed in other classrooms:

"Excuse me. Groups one and iwo shouldrn’t have any

talk at all. Hork that isn’t finished will be done

in your own time... Get on with your work Andrew.”

CP« B 15/3/83)
Teachers were seen working hard in their classrooms at
lunchtime and even practising assembly items in the hall.
Conversations often related to addressing individual
learring needs, an area which was supplemented by the school
organisation with a Remedial Reading Teacher and Special
Needs programme. Hard work is rewarded in rituals and
symbols:

"It was now time in the assembly for the weekly

Principal's Award. Mr James explained he’d found a

class with their ’noses to the grindstone’ even

though the teacher was temporarily out of the room
and thought they did really well to work so
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independently. -Two boys shook hands and exchanged
the shield. Students then came Fforward for merit
awards. They .were awarded for: positive work
habits, work presentation, improved reading and
general classroom behaviour..." (P. 3 £8/4/83)
Even the Principal worked hard, according to teacher and
pupil comments, but - as seen earlier (page 112) - this has
led to problems of pressure and difficulties in
interpersonal relatiaonships, with the oprincipal urging

teachers not to overcommit themselves and to ease off the

workload in term tuwo.

Facilitating the aim of excellence is a pervading theme of
rderliness and organisation. This was observed 1in staff
meetings, «(Tim and Rewi had PE &and manual organized on day
one, Paul had the stationery orders ready to go), in the
staffroom (with term planners and weekly events on the

chalkboard), in the school generally with daily notices read

out in every classroom each morning and various school
organization sheets. Orderliness prevailed even in the
classrooms:

Tim: Remember manual is arfter iIinterval - be back

here straight away ready. After lunch we’ll write

out your best captions. Very quietly pack up, stand

behind your desk... He waited Ffor silence and

stillness...You may go quietly, (P. 6 11/4/89)
Children sit in quiet and orderly lines in assembly and
even in the playground they gqueue in orderly lines at the
canteen. Much of the orderliness is seen in patterns of
behaviour, ’'the way things are done around here’, although

spme organizational details are symbolised in written memos

and planning.

The aim for excellence is inextricably linked with Manuka's
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image building.

Image Building

Bill James: He must try to sell ourselves...a
positive image where and whepever... (P. £ 30/1/838)

and, thus, he uses his community contacts (one parent is an
editor of the local newspaper). Bill James organized a

display board to be rotated around the contributing schools

in order to publicise shat happens at Manuka (sports,
extension and manual arts programme - showing their values
af learning and teaching, people, excellence and
pramiilgating the 'wide and diverse experiences at

intermediate schools’'). Further publicity was gained from
the Arts Festival, alternative uniform (front page of the
newspaper) and in efforts of the PTA:
“PTR Chairman: Qur objective in 1988 was to give
Hanuka more of a high profile - that’s why the
calendars... we hope to keep the school in high
prafile again...” (P.'4% 8/2/89) :
Attention to symbols is seen in the planting of shrubs to
impfove the school environment, a shoe rack outside the
library for tidy storage while students wuse the library,
an alternative uniform, a new netball uniform (Favourably
commented on by many parents), a tidier school (which one
teacher attributes to decreasing vandalism and violence),

and new carpet recently being laid in the entrance foyer and

principal’s office,.

To Ffurther promote the school image, the principal has
encouraged staff and children to be more open:

“We declare this an open school — people as open to
teachers, parents and pupils as is practical and
wise... He have a suggestions book for you to write
in anytime... * (P. 1 30/1/89)
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Bill James, therefore., sSelieves that more parental contact

is beneficial to the school,

“Electives programmee... the more you use parents in
working with you and children, spreads our good
name.” (P. 3 30/1/89)
At the moment Ffew parents are involved but those who
participate do have extensive involvement. For instance, the
School Committee Chairman was seen at other meetings, on
school trips and camps, in an extension.programme cption and

informally at the school at lunchtimes.

Parent: The problem is those who want to aren’t
free to come. LR B8 10727832

Another parent had Further reasons:

“Most of the community are ready to accept what’
you’re doing. They really don’t know what’s going

on. Hhat’s required is mainly informing them.”
¢P. 16 7711/88)

One teacher sends home a class letter each week to parents
for this purpose, while Ffurther effort was expended in
trying to contact the newspaper and send out more freguent
newsletters. In connection with the Curriculum Review
Project they also éétablished a network of parents to act as
Field officers - or small discussion forums to encourage
less litcrate parents to forward their views. The PTA
supported the school's aims in helping to organize a Meet
the Teacher Evening at the beginning of the year for
informal mixing of parents and teachers onver a sausage

sizzle.

These efforts seem tu be spreading to the community:

Trevor: Manuka is going from one high to another.
Parents say they are impressed with MHanuka. 'He
like what you are duing and we don’t want to get
involved’. He like what we see... (P. 2 10/2/83)
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It sppears that word has Iinfiltrated tThe ccmmunity about
Manuka's emphasis o©on ‘putting people Ffirst, aiming for
excellence and the promoting <f a positive image. As this

thesis is ©teing written. a .ocal (also international?’
company has sought partnershio with the schooil. in the

company director’s worcs.

"He heard in the community of the good changes going
on here, the similar aims you have to us, and in
the light of Tomorrows’” GSchools we’d like to seek
partnership with you, offering you some finance and
some personnel skills to encourage and enable you
to become the best school in New Zealand.” (P. B
c/5/89)

Conclusign

The complex culture of Manuka Intermediate school has been

explicated zbove by examining three predominant cultural

themes: gpeople Ffirst, aim for excellence and image
building. In providing excerpts from the fieldnotes,
surveys, interviews and document analusis. the writer has

endeavoured toc show the reader how inextricab.y connected
are the themes and their supcorting ‘'sub-themes’': Zut. In
such highlighting, some glimpses have Cteen revealed cf the
processes and evolution of culture and change which are

addressed in chapter seven.
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Significance of the Two School Cultures

The reader may recall, in chapter five, that various hunches
were derived from the cultural slices in 1888. The
discussion returns briefly tao those hunches and views their

connections to the cultural -walues derived in this chapter.

Bilingualism

Morning tea rituals observed in Xowhai School in 13988
suggested that bilingualism may be a central focus of the
school staff. Further observations in 1883 revealed that
bilingualism was a sacred value to which numerous activities
were directed (eg. professional development, phrases Iin
school newsletters, classroom programmes) . Figure &-1
showed in the analysis how other school values radiated from

the bilingual emphasis.

At Manuka Intermediate bilingualism was not identified in
the sarly observational stages but at school assemblies and
school events like the Arts Festival and Meet the Teacher
Evening where the Maori Club‘ perforﬁed. a concern_ for
vilingualism was implied. Students valued the Maori Club for
promoting a sense of belonging, building the schocl image

and as a valuable learning experience (refer to figure 6-6).

That both schools had bilingualism as a cultural value
suggests a genuine care for people but also suggests that a
willingness to incorporate other peoples’' wvalues may
facilitate change. Thus, the hunch concerning the impanance

of bilingualism proved to be a useful guide to detailed
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observations in 18838. This idea will be explored further in

chapter seven.

Concern with learning and teaching’

Chapter five depicted Xowhai School principal, Creg Brown,
as an instructional leader who assisted the teaching team.
The Teddybears' Picnic also revealed learning to ©be
important, particularly enjoyable learning. Earlier in this
chapter the value of learning and teaching was shown to
fForm an integral part of Kowhai School’'s rituals, sumbols,
slogans and patterns of behaviour. The wvalue was also
impiicit in the portrayal of bilingualism in the
professional development of staff and classroom programmes.

The hunch, therefore, evolved to become a significant

Feature of the school.

Manuka Intermediate also placed great wvalue on learning and

teaching although this was not identified in the cultural
slices from 1388, Figure 6-5 shows how concern for learning
and teaching is inextricably linked to discipliine, school

organisation, school programmes and promoting excellence.
The student surveylrevealed that learning 1is of paramount
importance to students <(eefer to graphs 6-1 to 6-3 and
Figure 6-6), while teachers placed emphasis on learner
values in the interviews (refer to figure 6-7 ).

Significance of the central cnncgrn' For learning and
teaching in both school cultures is intimated from chapter
two where the literature review indicated that effective

schools place great emphasis on learning and teaching. The
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emphasis on learning and <teaching in the two schools here
suggests that they appezr to be on the way to school
effectiveness. Enhancement of this central wvalue cf

learning and teaching may be due to teamwork.

Teamwork ancd Shared Cecision-Making

Teachers sppearing tc work as a <=eam was indicated in the
FTeddybears’ Picnic at Kowhai School and was implied in Mr
Brown's maths lesson. Thé hunch was develored further in
the early part of this chapter and was validated by tea<her
interview results where teachers wvalued the supportive and
friendly staff and staff working together. (refer to table
V) Greg Brown was shown ¢to be <the hero in embodying the
value of teamwork, seen particularly in the inclusion of
ancillary staff during shared decision-making at the staff
meeting.

Similariy, at Manuka Intermediate the hunch of shared
decisicn-making as & potentially significant £factor In
creating a climate for change was supported by the data.
Observations, teacher interviews (refer to table VI) and the
student survey confirmed that students, parents and teachers
are listened to and involved in decision-making. Teamwork
was sumbolised in the school organisation (syndicates are
organised into teams of Five teachers and composite
classes). Teamwork was also reinforced in school rituals,
such as assemblies and, incorporated in patterns of

behaviour and vocabulary used eg."Eémilg rules”.

Implications of teamwork and shared decision-making as



cultural values in scheool change will be examined in chapter

seven.

School Community Relationshins/ 2pen School

Reference to the Kowhai School burglary in chapter five
suggested that the principal prized highly the relationships
of the school with the community. This hunch was saturated
by observational data cited in the description of Kowhai
School's culture, where parents were encouraged into the
school. Parents were invited to view school programmes and
their views resulted in changes o school organisation.
Consequently, parents and teachers viewed the school as

being more open and friendly” (refer to table V and appendix

YILD .

The 138BB 'cultural slice’ on image building at Manuka
Intermediate implied emphasis on visible symbols *o inspire
or influence the school community. As noted in chapter two,
Renihan and Rerihan (13984) define <this image building as
‘conscious attention to school climate’. Image was
emphasized throughout 12888, as seen in appendix V; a chart
compiled by a senior teacher and the principal as a review
of the year’'s activities. The link between building school
image and community relationships was epitomized in the

business company's sponsorship of the school.

The literature review noted Ramsay et al (18B7) as
discovering that good school-community relationships are a

common Eactbr of successful schools. The factgr's presence

=
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in Kowhai and #anuka Intermediate School has implications
4
for change and schooi improvement - 'the teooic of chapters

seven and eight.,

Positive Reinforcement

The hunch identified in the maths iesson at Xowhai School of

praise and positcive reinforcement was extended into symbels

(stickers and certificates), language and rituals (senior ,
singing) in chapter six. Similarly. its predominance was
observed at Manuka: in school notices, assemblies,

certificates, PTA meetings and ip the classrcoms.

As with other values discussed above, positive reinforcement
infiltrates the whole way of (ife of both school cult-res,
interweaving with other wvalues as the readet uili have
gleaned from the fieldnote excerpts. The value of positive
reinforcement is ébnsistent mith research cited in chapter
two, such as the Renihans' ClSﬁ%) Factor of positive
motivaticnal strategies - a key characteristic of successful

hools. The significance of positive reinforcement in

school change is examined in chapter seven.

Divergent Values

One hunch from Kowahi School, that the community seem to
support fund-raising and social events but tend not to
support educational experiences still remains a hunch and
was unable to be substantiated. However, Dthgr hunces were
derived and corroborated. Flexibility, informality and,
adffiration for the principal were confirmed at Kowhai

School; while orderliness, a high degree of organisation and



133

& hard work ethic were rsvealed at Manuka Intermediate. The
significance of these cultural differences in school change

is explored in chapter seven.

Cultural! Analysis

¢

Deal and Kennedy (1882) maintain that cultures have heroes,
priests, gossips, storytellers and whisperers; but in the
relatively new and informal cultures described above, these
characteristics were not to the forefront to the same extent
as cultural values, rituals, symbols and slogans. Deal's
"cultural personalities" may emerge with more time spent in
the field but, alternatively, perhaps may not evolve until
the cultures hecome even more firmly established.

The writer's cultural description emphasized the underlying
values which were most evident in the cultures described.
The ethnographer portrays the culture as it is observed. The
situation cannot be manipulated to reveal cultural players

when they are not evident.

Conclusion

This chapter has developed the hunches from chapter five and
expoundad them into cultural values for each school. A
picture emerged of Kowhai Schcol having a central value of
bilingualism which was  interrelated with  threads of
informality, concern for people., teamwork, value of learning
and teaching, communication, open school and positive
reinforcement. Manuka Intermediate School had three main
values of putting people Ffirst, promoting excellence and

image building. The hunthes therefore provided a critical
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guide to detailed observations in 1883, The discussion now

turns to chapter seven where the identified values from the

school cultures are compared and analysed, forming the key

to grounding a theory of cultural change.
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CHAPTER SEVEN: TOWARDS ~ THEORY COF CHANGE -N SCHOOL CULTURE

.

Introduction

This chapter returns to the cuestions posed in chapter one:
1. What aspects of the school culture are changing? Whuy?
a) What behavioural regularities can bé cbserved?

b) What modifications are occurrcing?
2. What aspects of the culture appear to facilitate change?
3. what cultural factors inhibit change?

How are these changes perceived by the school commurity?

In endeavouring to answer the questions, the cultures cf
Kowhai School and Manuka Intermediate School are central to
the discussion and are incorporated with knowledge gained
From chapters two and three, the review of relevant
literature and methodology. Subsequently, a théotg of the

how and why of change in schools is derived.

What aspects of the school cultures are changing?

In chapter one, two components of this question uwere
identified. What behavioural regularities can be observed?
What modifications &re occurring? Chapter six addresses
this First componert in describing the two school cultures,
and so our attercion is now focused on the modifications

that are occurring.

Because an ethnographer endeavours to portray the culture

from the participants’ point-of-view, the writer Ffirst
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considers the participants’' 1deas o©n what has changed: as

has been derived fraom the interviews and children's survey.

Table VII CHANGES INSTITUTED IN 13888 J
KOWHAT SCHOOL IMANUKA INTERMEDIATE l
L| Fewsr starft changes few staff changes
E| tighter programmes ' l
A| more relevant programmes Speciasl Needs Programme [
R (bilingual) Extensions
N| more meetings Syndicate meetings (Manuall) |
1| cross grouping (reading) |
N| improved playground behaviour better slayground behaviour |
G| increased self-esteem |
(especially Maori childrenJ !
structure of classes composite classes |
working towards discipline discipline policu :
computers computers !
luncntime sports i
interschool visit E
b e e e e e = oDosItive peinforeemeny o .
M| smooth start to year !
Al r‘organized/planned 1S88) '
N leaner school grounds
A| school more secure so
G fewer burglaries
E| more meetings syndicate meetings
M| less migration to other
E schools
N| change in buildings
T| change in gardens
teacher responsibilities
assemblies
publicity of good things
better communication
between teachers
more paperwork
accessible principal
staff willing to change
rules :
earlier parent interview
prospectus
alternative uniform
- NP —_|more newsletters . __
C| change in atmosphere .
U| more relaxed; happier
L] more organized and
1 settled
u more Stress/pressure
R openness
E better image
LG= 10 LG= 11
M= 7 M= 13
C= 3 E= 3

It is clear from the participants’ perspective that changes

at Manuka Intermediate contribute towards MNaking MNanuka
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Matter, u4ith aﬁ emphasis on image ©Suilding and pursuit cof
excellence; while Kowhai School changes are directed at, or
result from alterations in <©he wider tilingual programme,
learning and <teaching, and a concern for people. These
features were embodied in the values which were illustrated
and discussed in chapter six. Successful change seems to

arise from the sacred wvalues.

The emergent grouping of the changes in Table VII suggests
that managemeant and attention to learning and teaching are
concurrent activities- in schools undergoing change. The
highef pfapcrti:n cf management activities at Manuka
Intermediate is noteworthy. How much of that is due to it
being a larger school and to the complexity of the
timetabling with manual is difficult ¢to determine. Complex
timetabling considerations may necessitate more formal
management than the informality which is characteristic of
Knwhai School; but the differences could well be the result
of leadership style. or the particular school culture. The
writer considers that an element af each 1is a possible
explanaticn. Ruddock i#13B4), implies that it is the :ultyre
of the organisation that determines and is determined by the
style of leader;hip and patterns of interrelationships. The
appropriate leadership style is negotiated at the site and,
the way these negotiations are made, determines the success
and idiosyncratic nature of the leadership. Apparently the
previous principal neglected the management of people and so

Bill James feels obliged to attend to this facet.

However, the chart does not reveal the sources or strategies
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of change. Chapter six cevealied in considerable detail
in both schools the response to parents’ views (and pupils.
especially at Manuka Intermediate.) and the shared decision-
making that was characteristic of most decisions made,
Accordingly, the writer suggests that in these two schoois

the source of change cerived from multiple sources: pupils,

teacihers and parents teg. uniform change from puplls,
behaviour management - a shared concern of pupils, parents
and teachers’. The desire to seek their views and infocrm

parents was shown in both cultures, particularly Kowhai with
their parent survey and discussion meetings. The most

successful strategies appeared, then, to be involvement of

all and informing all. This will be further elaborated

r
=)

the next section.

When conzidering what modifications occurred, it I8
necessary to examine the source, strategies and initiation
of change. The cpenmindedness., accessiblity and popularity

of the two principais seem to be strcng contributing factors
fFor facilitating change. Both orincipais responded <O
people's suggesticns, sought fFurther information by
consulting with other teachers (eg. the whole staff talked
about the shortened lunch hour at Kowhai; Manuka enabled
other teachers to lead sections of professional
development staff meetings) and, where appropriate, (ie.

affecting them) consulted parents and pupils.

Interestingly, McMahon (18986) developed similar conclusions
- that it must be more than the principal who wants a school

review; that there needs to be a degree of mutual trust and
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confidence. a share in the decisicn-making and confidence in
tﬁe principal to take seriously any recommendations staff
make, and a willingness to work collaborativeliy. Zill James
particularly, seemed <to be 'in touch’ with the staff
feeling, facilitated -y his storuceller and at the end cf
the term was urging his staff not to cvercommit themselves

- as a hard work ethic 1is an integral part cof the culture.

this could be difficult.

Attention to learning needs seems to be a significant
feature of both school cultures (an important wvalue in
each). Kowhal interviewees mentioned in particular the
effects of the bilingual progremme on the self-esteem of
children, and attributed the decline of playground violence
to more relevaﬁt programmes.

Teacher: At least we don’t have as much blood and

punching as at the beginrning - perhaps because our

programmes are more organized now.” (P. 8 21/2/88)

The bilingual programme had been surveyed with the community

and teachers and, providing =there was choice. they uwere
supportive of it. Children were more ambivalent about It,
as shown in chapter six. A similar thing happened at Manuka

with a Special Néeds programme to which interviewees
attributed students’ higher self-esteem and improved
playground behaviour. Again, this was the result of the
whole school community (pupils - who have the choice to opt

into it, their parents and teachers) being involved.

It is interesting that in both schools pugils initiated
changes, were listened to, and the changes were implemented

(eg. Kowhai children being allowed to skateboard on the
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school drivewau, cpening and ciosing the gate when teachers
arrived: and at Manuka the alternative uniform and change to
the computer organisation). In accordance with their
orderliness and organisatian. :he students at Manuka had a
set time With the grincical each weelk for class
representatives to put forward their views. ‘c Kowhai where
the 'way of Llife’ is more informal. the skateboarding
practice appeared to evolve and be tolerated. The
involvement of ci*ildren in decision-making epitomizes the

teamwork and participatory values of - both cultures anc may

well be a tactor in e

L]

fFective change. Other Ffactors

promoting change are now considered.

What aspects of the culture appear o promote change?

The guestion posed to interviewees in the two schools was:
Hhy do you think change has occurred?

Tables V and VI. summarise their responses. To make sense cf

this data. responses were collated and factors mentioned In

both schools were extracted:

The Principal wants change

The Principal is a leader of chanye

Staff and principal have a shared goal

Staff who work well together

Recognition of the need to chanrge

Hardworking staff (prepared to put the time and
effort inl

New staff

Willingness tou gshare and pnol resources

Clear communication

0o~ 0y Ul WE WU e

From the writer’'s observations she would endorse all the
above factors as mentionmed by the interviewees; and hence
the following propositions on the process (how and why) of

change are grounded in the .data.
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Consistent with other rcesearch .eg. Renihan and Renihan
1884, fullan 18BS, Holdaway 1888, Calduwell and Spinks 13SBB).
is the predominance of the orincipal. seen in the first
three factcrs. McMahon (1886). argues +that the principal
needs to be a change agent: which is apparent in the
cultures of Xowhai and Manuka presented in chapter six. The
orincipal wanting change is important as an exemplar, ie.
the effort put in by him/bher can inspire the staff to do
likewise. Even more importantly, the principal is the person
who makes decisions on school organisation (whether it be by
participatory or autocratic decision-making) and who seeks
to make structural alterations to Tacilitate change (such
85 support with release :time and an easing of the

workload).

Inkson et al (1987), would argue that the principal is the

keyholder who enthuses and influences others to strive
willingly for company goals, by exhibiting gqualities of
commitment, energy vision and communicatien. he

participants endorse this with their acknowiedgement of a
leader, prcbably because a leader is one who commits
pecple'to action, who converts followers into leaders, and
who may convect leaders into agents of change (Bennis and
Nanus 1985). A leader also needs .to conceptualize the

change process and final outcome.

Related to this point and of significance in both school
cultures, was the value of teamwork; people being prepared
to share resources and work together towards a common goal

which was Facilitated by involvement in the decision-making
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crocess. Alexéﬁder £1885) endorses this Ffinding. The
importance of teamwork is probablu due to several reasons:
from such inevitable communicaticon and information people
have a ' clearer understanding of <the reasons for change
Lconsistent witn Sushneil (1371) and Alexander’s 138852
study of change) and the proposed process and outcome.
Other reasons woulid include the support and campanionship cf
others undergoing the modifications and sStress at the same

time and, a8 wvital Ffactor surmised by the writer, is the

recognition of staff's efforts. In both cultures the
principals oraised ctheir staff and acknowledged their
efforts. Interestingly, Peters and UWaterman (19B82) agree

with this practice:

"it is the tradition of treating every individual

with consideration, respect and recognizing
personal achievement that creates a climate of
success. " P BY4)

At times the principals themselves pitched 1in to help ease
the workload. such as when Greg 3rown assisted with maths

teaching and offered to do wet dau duty.

Recognicion of the need to change t(referred tc as 'need-
sensing’ by Quinn, 1898672, is probably enhanced in both
school cultures bg the arrival of new staff who have minimal
ownership with past ways of doing things, and hence are mare
willing to change.
“Hith our present staff we can take on all this
(community involvement, curriculum changes). He
couldn’t have last year.” Bill James 10/2/88
This is also seen in the new principals who initially could
see the changes needed with a more objective eye. They set

the changes in motion and are now beginning to ease the

pace. McMahon (13986, P. 10%) argues that,
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"the most successful exampies c¢f change occur when

leaders are rceplaced with new leaders with
different characteristics and a mandate for
change."
In light of this point. it interests the writer that both
Greg and 32ill managed <to ‘'dispose’ of an incompetent
teacher, wusing a combination of gentle persuasion and
professional means. Is this a key to their management stule

- atitracting only those teachers who will comply with their
vision, and encouraging those tao leave who will not mould
into the team? In both cases the influence on staff (and

caoammunity morale) was significant.

Moving on to observations in the field, the writer believes
that, for change to occur there is a need tc reduce the
appearance of a heavy workload.
“People need to realize that it’s not goibg to be
hundreds of hours of work”, commented 6reg Brown.
20/10/89
Teachers expressed concern about the time and energy that
needed to be expended in a «change. This cculd be another
reason why teamwork is successful in implementing change
since the workload is lessened by sharing.

“1 believe the community should be doing the
consulting... Teachers can’t be everyone... most
staff don’t live in Kowhai.” (P. 1 16/11/88)

Greg is intimating that involving a wider range of people
reduces the workload pressure. It also means that the same
people are not overburdened and there is a  wider
understanding of the change. This idea leads to a further
proposition that teachers néed to be convinced of the

reasons for change,

"The staff are not anti -~ but if you can sell it
today to them it would be good.” (P. 4¥ 2£3/39/88)
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says Greg to the Developer, askKing him to cconvince the staff
of the need to consult with parents. Teacher understanding
grew with later involvement in meetings and planning the
- school 's consultative strategies with parents, and hence
teacher resistance diminished. This is partly because
teachers tend to rationalize change as ceing a modified form
of what theu are already doing,
Teacher: It’s what we’'re alreedy doing basically.
It’s just a matter of writing it down.”
P, 7 23/3/88)
This comment reinforces Sarason’s (1871) belief that the

\,

more things change, the more tley stay the same,

The idea of a trial seems to make change more acceptable:

Bill: We will trial composite classes throughout
1989 and review it in September...” (P. 2 30/1/83)

This point was received-without protest from the staff (they
had been involved in earlier discussions on it). A similar
acquiescence (reported in chaéter six) was seen at Kowhail
School when it was agreed to trial the shortened lurch hour.
especially when the decisicn was deemed %o be flexible and
likely to be reviewed. Bill's mention of a school review,
which he instigated last year and intends repeatipg gach
September, had the advantage of making the staff aware of
how much they had achieved (refer to the 'Image’ chart in
appendix V). The 'image chart’ allowed cthem to reflect on
the process and realize why they had felt so tired. A New
Zealand study by Robinson (1884) similarly highlighted the

benefits o©of ‘awareness raising’ in schools undergoing

reviews.

Flexible school organisation seems to be another key to
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allowing change and Improvement TS OCCUr:

Greg: HWe can’t put things in concrete — we’ll change
the orgajisation as it’s needed.” (P. 21 13/4/88)

Both schoois Changéd the organisaticn of classes this year
(composite classes: separate New Entrants). Flexibility was
seen at Manuka Iin the Iimplementing c<f & pubertal chance
programme throughout the school' Teachers were paired up
'for support, which was made possitle by the D.P. relieving
in classes, two part time teachers ©ceing redeployed and a

modified timetakle being provided for several other

\
teachers. Such flexibility allowed the programme to proceed
smoothly. Ffullan ©18B6) indicates that change results in
increasing need for reorganisation - that is, in further

change! However, more importantly Ffor Manuka, the pubertal
change programme and change in school organisation
symbolized the principali’'s endorsement aof the change and,

again, the power of teamwork.

The involvemant of parents added a further dimension to
change in the school cultures o©of Xowhai School and Manuka
Intermediate. The first stage of chaﬁge with the community
seems to be informing. The <teacher who sent home weekly
newsletters informing parents of her programme had the
highest proportion of involvement from parents in the
school. The writer’s research paper, (Poskitt 1888)
incorporating views of parents from Manuka Intermediate,
suggested that parents who felt they were well-informed
about the school’'s programme were more likely to be
" involved. A teacher found from his own personal experience
that parenté change when they are informed:

(=

Trevor: One parent has been transfcrmed - I spent
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time with oner and she came and visited the school
and now she’s yakking positively around the .
place.” P 20 2/3/83)

Once informed. parents seem to need ¢ specific task to
—
" warrant thelilr time and effort in Leing involved st schocl.
Kowhai School had an coen School Committee meeting "inviting
v
parents Lo joln a consuitative committee to liaise between
schocl and parents with parent views on scnocl matters:; Sut
¢ ;
the vagueness cf the task meant fesw people volunteered their
services. Greg invited parents to act as a catalyst group
, to make things happen but confusion prevented the
committee's formation. Deal and Kennedy ©18B2) claim that

the argument for change that a principal advances must te

credible, otherwise s/he will never convince anyone <O

-

change.

However, as a school becomes invg}xgd in the wider community
"

(as Manuka did with its field officer system),

o

“the school seems to be recognized as a focal point;
we hadn’t had interaction before like that with the
Hhanau centre, comwmunity centre...” (P. =+ 10/2/82:

e

“Trevor invited a parent to come next week dJuring

manual time and meet the staff, so a couple of

parents are coming. It’s valuable.” (P. 20 2/3/88)
Thus, once teachers have taken the initiative and gone '‘out

to meet parﬂ%ts, a positive spiral seems to occur .

Finally, effective change seems to require 'a balance between

the demands of the change and the maintenance of educational

programmes:

“I’d love to do it without the class,” said Cathy.
NPy 20 &/37839)

Cathy explained her experiences of conflicting demands

between launching into consulting® with parents while stil!

.
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preparing l2ssons and fronting wp to the ciass during the
day. A balance seemed tc be achieved at cne stage at Manuka

for Paul said,

“I haven’t bhad to organize relievers this year
except Tor courses, so the staff is really good and
obviously coping.” (P 20 2/3/89)

He then went on to say that tfeachers who weren': coping with
their classes tended <to phone in ‘sick’ more often than
other teachers. However, the cumulative effect of
conflicting demands and pressure was seen in chapter six
with the Manuka staff; especially at the end of the term
when Bill, the principal., urged them :to slow dc;n and have
'bread and butter’ programmes <that would not cver-commit

them,

On that note it is pertinent to consider inhibiting cultural

Forces.

What cultural factors inhibit change?

In acceordance with Fullan's belief that change always takes
time and involves anxiety and uncertainty; the writer found

that too much change too gquickly is ineffective:

"I phoned Bill James this afternoon endeavouring to
arrange some classroom observation Ffor Friday or
next week. Bill said he was 'boshed’ ie. really
busy and tired - he understood the reasoning and
need for classroom observation but felt it would be
better to wait until at least next week because the
teachers were feeling very stressed at the moment
and a few on the verge of tears. He mentioned that
the framework the group had set up last Friday
(10/2) had left the group Ffeeling quite pressured
so he didn’t want to add any stress to them at this
stage..." ¢P. 1 15/e/89>

In spite of the principal’s consideration towards teachers,

the stress, pressure and anxiety engendered by change
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reduced tesachers’ ability toc cope. The Manuka Iintermediace
‘staff were going cthrcugh a periad of L1ow moralz and
comparing themselves with others - ‘'bhackstabbing' at this
stage. Maybe inferiority and =anxiety are prerequisites for
change, stimulating <the search fs; alternative waus cr
better ways to cope TBill urged them to siow down and
rescheduled their meetings). Alternatively, anxiety could te
an inhibition to change with iow self-esteem reducing tne

confidence of people co change. Nevertheless, the

acknowledgement of stress did slow the rate of change,

aroused the support networks. .teachers were given ’'mental
health days’') and statements of ‘ustificaticn., <('It’s ail
rigrtt for them to do it - they've got no kids to look after

at home').

Because of stress, Greg Brown at Kowhai School also wanted
tt ='n down all the changes. The pressure at Kowhal meant
the staff had plenty of 1ideas but little real action cr

Fundamental change cccurred as teachers were overloaded.

“"The staff’s minds are exploding,” said Greg
) ¢P. 3 29/9/B82

Teachers, then, worry about +<he time and energy involved.
and are hesitant to launch into change:

Trevor: There’s the ethical probles of how often you
can leave your class.” (P.B 1Q/2/83)

At a staff meeting Cathy wurged teachers to seiect an easy
topic for term two as they Qere all exhausted from
implementing pubertal change in term one. Change, then, will
be slow and inefficient without support.

"Maria and Gretchen have changed class levels and

are still adjusting routines and trying to

establish programmes in week 4. Gretchen said she
doesn’t know how to set up her reading programme -
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has no idea with <cthis younger age group.” (P. ©
c2l/2/88)

The antithesis of this feature was seen in chapter six with
the support and Time given to promoting bilingual

programmes and pubertal change teaching.

Involvement in school change affects immediate day to day

concerns:

Terry: It screws up your class” (refei'ring to being
absent and having relievers) (P. 10 24/2/83)

6reg: It sounds all right — but we’re pretty busy at
the moment... £P. 23 2t/2/83)
Nevertheless. they managed to reduce this disruption by

taking one out of each pair of teachers for discussions o
that one teacher was left Ffor continuity of programmes, and
by using regular relievers:

"Our relievers know our programmes, the kids and how
we go.” Lisa (P.' 12 2h/2/789)

Although the communication to staff was good in both school
cultures, teachers who were not involved in planning
meetings did not always understand the significance of brief
report-back statements of 'change agents'; and, when the
implications of decisions made were realized, people felt
of Fended, confused or Jjealous:

"Cecilia didn’'t understand why the staff uwere

surveying parents,

"He’ il be attacked again this year. It was askgd

last year. He’ll get negative feedback. Hofale is

low enough as it is with Curriculum Review and

Picot. Can we as a starff cope with being attacked

again?” (P. 4 7/3/89)

The reader is also advised to refer to the. interview

schedule (chapter six) for further comments.
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The fundamental sroblem of ‘'slogging :the willing horses’
(that is, not sharing the workload) meant some staff talent

was left untapped., and resulted in exhaustion Ffor those

peopie directly invoived. Such exhaustion is exacerbated by
.the absence of time and resources <time was cffered. GSut

teachers were reluctant to have relievers due to the reasons
coutlired aboves and inadequate recognition of the effort
made. Fallure to change was, as Sarason «(1871) argues,

partly due to the Ffailure <to consider a vcuniverse of

alternatives.

Contributing to this state of affairs is the dilemma .between
continuity of change (ie. keeping the same few staff
involved, such as the three ksy people implementing‘fybercal
change) with the risk of isolation and jealousy; or allowing’
everyone to have a say and hence diffused change may occur
(eg oapen School Committee meeting described earlierJ.
Koller and Schlesinger (13886) argue that the position of the
initiator to the resistor is critical for effecting change.
They say the common mistake is to move <too guickly, to
involve too few people. This causes problems in
organisational change, which is exactly what happened at

Manuka Intermediate.

Why have the changes occurred?

Overall then, in answering Sarason’s (1871) challenge in
chapter two, to ’'marry the change process to the site’ it
seems that the culture at KXowhai School, in tending to be

more flexible and informal, resulted in the staff feeling
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less pressured <than =t fanuka Intermediate. but change
opccurred at a slawér rate. Change :that was compatible with,
or did not conflict with gsromoting biculturalism. concern
for learmning and teacring, and <ceamwork seemed more likelu
to be instituted Crefér to list of changes given at the
beginning of the chapter.,. Scme cdifficulty was signalled tu
Greg with more than half the staff not living locally,
inhibiting attendance at evening meetings and extra
activities. (P.3 23/39/88) Having a higher provortion of
older and married staff when compared with Manuka
Intermediate may also be a factor in moderating change.
Nevertheless. Peters and - Waterman (1982) say that an
organisation,
"thrives on intense communication, on the family
fe=ling, on open door policies, on informality, on
Fluidity and Flexibility, on nonpolitical shifts of
resources. This constitutes the crucial internal

focus: the Focus on people." (P. 323)

This caomment succinctly describes the cultures and reasons

why change has cccurred at Xowhai School.

At Manuka Intermediate successful change appears TC CCCur
when the changes are compatible with the values of putting
people first, promoting a positive image' and aiming for
excellence. such as the introduction of a brighter
alternative uniform. Possibly because the staff tended to
be younger than that of Kowhai School, changes were greeted
more enthusiastically and, 1in the more organized and
structured culture, change was more visible, but it was at
the cost of pressured staff. Although with a larger staff
there are more people to share the load and effect

change there are more people to inform. Discussions at staff
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mee-tings lnvolved nanu  cSeople aut ot everyone.  uwhen
caompared with the Kowhal staff meetings. This could suggest
that the sacred value of teamwork is being challenged and is
da cossible site of ideological =z=nd cultural change. 1t may

be more likely that the size of staff necessitated severail

teams (the school is structured into £ teams of tsachers)
who. in a power play, are struggling tc exert influence cn
the dominant culture. Commcn (18Bl), asserts that.

"teachers and change agents want control and power
to influence and change other persons and that
power is the chief motive oproducing changes in

organisations." (P. 82)

Thus. particuiar schools mauy be faced with conflicts
resulting from being bound ‘vertically' to the reguirements
of the dominant culture and 'horizontally' ta the
reguirements of the local culture. (Bates, 18873

How are these changes perceived by the school community?
Formal and informal interviewing of participants revealed
that., when asked what changes Had occurred at their schooi.

participants fregquently replied. “0h, lots of changes” Dbut
found it difficult to specify them. The woiter s
proposition, then, was that once a change is implemented it
tends to be accepted; the culture adapts and the change soon
becomes taken for granted ‘'in the way of life'. This
phenamenon is 'possibly a orofound indicator of truly

successful change in any given culture,

On a different level of acceptance, those changes that were
recalled were generally perceived as 'positive or good’

(refer to tables V and VI) by the interviewees. Some felt
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they were needed; while athers felt the rate of change
needed to be slowed cdown. It was generally stated <that

people who were informed liked the changes.

Most interesting was the fact that =veru interviewee at
Kowhai School belieyed that children were <the cnes most
affected bu change. Changes seemed to be in accordance with
their sacred bilingual value and its subsequent

modificatiouns to the learning and teaching preocgrammes (the

ultimate purpose cf a school). All interviewees included
'curriculum’ matters as still needing change. Levin (1386)
argues,

"It is clear that it 1is micro-level processes -
teaching and 1learning in classrooms which are

eritical E0o gualitigaas improving gquality and
effectiveness requires focusing on instruction”
(P33

That is, what happens in the classroom should overrule
organisational or structural concerns. (Tentatively shouwn
at the beginning of the chapter in the Table of Changes:
With the exception of three intervieuwees. Manuka
Intermediate also concentrated on students. It tended to be
those most 'overloaded’' who forgot about the children. UWhat
is interesting here is the greater recognition (naturally)
of teachers. However, their consciousness of community
involvement was reflected in three people mentioning the
parents and wider community as benefitting from the changes.
Whether Manuka's programmes are refined, or that the
consciousness of image and excellence are to the fore, is
difficult to distinguish fFor the majority of changes sought
by Manuka people weré environmental or physical; not

educational.
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Levin (13986) maintaimns <that i most matters of gublic
policy, percepticon is at least as important as fact. Both
Greg and Bill, particulariy the latter, as the result cf

surveying parents in third term of 1[988. have made changes
to written and oral reports to parents. Both principals have
increased the Ffreguency of newsletters and conscicuslu
publicized the 'good things' happening at the school. It
appears that the emphasis on the positive (a sacred value
and ritual instigated in both schools) has influenced the
wider school community percepticons. Informal interviews

revealed some interesting comments:

“Mainly attitudes have changed - children are now
proud to come here.” (Manuka parent 10/2/89)

“The school life has changed considerably - so the

community’s perceptions would tov.” (Manuka teacher
10/2/89)

“One lady said what a neat school and what a change
in it"” (Manuka)

“Greq has made the school more uvpen and parents

feel more welcome here now. Parents are beginning

to talk more favourably about the school and the

school Is becoming more popular... with fewer

children passing the school to go to the other

primary school..there’s a nicer feel at the

school.” (Kowkai parent 13/4/89)
Interestingly, Peters and Waterman (198B2) state that
excellent companies "are obsessed about widely sharing
information and preventing secrecy". (P. 25B8) It appears
that Xowhai School and Manuka Intermediate are taking
notice. The point was made in the literature review by Cuban
(1984) that the concept of school effectiveness ignores
wider educational outcomes prized by parents such as sharing

and developing self-esteem. Such changes at Kowhai and

Manuka Schools, perceived as important to parents, have been
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publicized by the schools with <he result that parénts view
their school as not anly having changed but also having
improved. Comments from one of many people interviewed
probably sums up the situation.

“The ill-informed think it’s the pits, people who
are more aware think it is very positive.”

Conclusion

If, as Hopkins (1984) asserts, "that a goal of schooil
improvement is an ability to handle change" (P. 13), then it
would appear that Xowhai School and Manuka Intérmediate are
beginning <o embark on the Jjourney towards school
improvement. Significant changes have occurred because both
schools have implemented changes compatible with their
school cultures - they have viewed the school as a whole, an

'ecosystem of mutual dependence’ (Eisner, 13888J.

The school changes cited by participants in table VII (P.
136), are seen by the following regrouping to be compatible

with the ’'sacred values' of the cultures.

Table YIII - Linking culture and change

Cultural Values from Kowhai School
Bilingual Emphasis Informality

more bilingual programmes

increased self-esteem of

Maori children

Concern with learning Concern for peopile/
and teaching teamwork
Fewer staff changes more meetings
tighter programmes improved playground
more meetings behaviour
cross—-grouping working towards
structure of classes discipline
computers cleaner school
smooth start to year secure school
less migration to
Open School other schools

change in atmosphere
more relaxed/happier/settled
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Cultural Values from Manuka intermediate

>

Putting people First Promoting Excellence |
fFew staff changes extensions 1
Special Needs programme computers 1
lunchtime sports *  lunchtime sports
better playground positive :

behaviour reinforcement !
composite classes assemblies
discipline policy .
syndicate meetings Image Building i
positive reinforcement discipline policy
teacher responsiblities lunchtime sports
assemblies assemblies
better communication publicity of
between teachers good things
accessible principal prospectus
staff willing to change alternative uniform
earlier parent interviews more newsletters
alternative uniform openness
mare newsletters better image
openness
"MOTE Stress/pressure

Table VIII thus indicates the critical nature of the
cultural values in school change, Ffor participants’' stated
changes, are grouped above according to the ’'sacred cultural
values'. O0One could argue that the importance of the value
"
is discerned from the ggéa:er number of changes cited for
particular wvalues but,
"No single element of school effectiveness can be
considered in isolation from all of the others, or

From the total situation in which it is found"”
(MackKenzie, 13983)

How do these culturzal changes relate to the concept of
school effectiveness? [t 1is possible to compare the
'successful factors® which facilitated change in the two

cultures with the effectiveness Ffactors outlined in chapter

two.



157

Tahle IX Comparison of Cultural Factars with ‘

Effectiveness Factors

SUCCESSFUL CHANGE FACTORS RENIHAN'S FACTORS !
OF EFFECTIVENESS

Principal wants change —————— Leadership

Principal is a leader of change — Leadership ;
P, and staff have shared goal Leadershipn/sense of |
Teamwork mission !
Recognition of need to change-—Attention to sc.climate !
Hard working staff Great expectations i
New staff ’ ‘

Willingness to share resources
Clear communication
Acknowledgement of staff—— Feedback/positive
efforts motivational strategies
Disposal of incompetent te..chers —Leadership i
Reduce workload appearance —- Attention to sc. climate
Involve a range of people
Understand reasons for change
Rationalisation of change.
Proposal of a trial
Flexible school organisation
Involvement of parents in change
Specific tasks for parents
Balance demands of change and
maintenance of programmes

Leacership

Academic focus

The writer has identified some factors from this study which
do not £it into the Renihans® schema. Other researchers
cited in chapter two alluded to a Ffew of these items; =2g.
Ramsay et al (1887) with community relationships. The

grounding of a Few other theorised factors may !ell be the

contribution that this study makes to educational
administration. "Each school must implement successful
Factors in unigue ways, within a culture of mutually

reinforcing expectations and activities" (MacKenzie, 1883 P.
8). The subtle strategies and differences in the schools

outlinmed in this chapter are testimony to that view.
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CHAPTER EIGHT: CONCLUSION

Introduction

Chapter eight ties together +the nultiple strands from :hq_‘
thesis: the review of the related Literature, the thick
descriptions of the two school cultures, the grourding eof a
theory of the processes (the how and why) of change and,
thus, what fFacilitates school improvement. The realities of
using the particular methodology are reconsidered, the

potential usefulness of the study 1is briefly examined and

suggestions are made for further cesearch.

Linking the Strands

The review of the related literature indicated some
conflicting evidance in that Ffactors common to successful
change in many situations were violated in others. The
literature indicated that understanding the nature of change
in school® seemed to require more than conditions, with some
researchers suggesting Mthe importance. of suceessful
leadership and management. Cuban (1387) argued for the need
to examine dominant patterns over time to determine what was
durable and what was transient - implying the need to study
school culture (i.e the school as an on-going entity). The

generation of a climate for change was beglieved to be the

most critical component of change according to Russell et al
(1873). The problem is that it 1is also the most elusive
component to describe, since it manifests itself in many

ways and, consequently, minimal research has been done on
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how and whd change sccurs.. (Fullan. 1985) The increasing
need for reorganisation and the importance of interperscnal
relationships was impiied by Russell it al, but somehow a
balance needed tao be zchieved between theoru, interperscnal
skills and knowledge ©of cultures. The writzr concluded £hat
«nowledge of change prccesses slons was insufficient. Change
must be dovetailed into the complexities of the organisaticn

to which it is being applied.

The literature on culture suggested there may be multipie
sub-cultures within a school . (Erickson, 18872 and tha:
culture arises through social, conflict. The key, according
to Beardsmeore (19BS), 1is to have an appropriate balance
between the solid care values-which provide stability, and
strategic flex which allows exploration, experimentation,

and questioning, but he does not say how to achiesve that

balance.

The detailed descriptions of two school cultures in chapters
five, six and seven revealed. some 'sacred values' such as:
bilinguclism, concern for learning and teaching, concern for
people, teamwoftk, aiming F;r excellence and image building.
When these were examined in the light of change and the
factors that facilitated charge, it was discovered that the
real changes in the two schools supported the sacrr? values,
Such change may possibly be linked to the need to adapt to
environmental Farcés, and the continual adaptation and
read justment of this fine balance suggested by Beardsmore.
Such enhancing and strengthening of the culture could be why

the values are sacred.
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i

chever. it was found that the :ulturés consisted of
interconnecting networks of sacred values uhich contributed -
to a whole :ultu;g. Within <hke network 20 prcppsitisns
were derived as facters facilitating change: _ 7

The Principal wants change,

The Principal is a leader of change,

Principal and staff have a shared goal.

Staff who work well together (teamwork),

Recognition of the need to change,

Hardworking staff (prepared to put the time and

effort in), ?

7. New staff (especially the Principall,

B. Willingness to share and pool resources,

9. Clear communication,

10. Acknowledgement of staff effort

11. Removal af incompetent teachers.

l2. Need tc reduce appearance of workload,

13. Involve a wide range of peopie,

14. Understand reasons for change,

15. Rationalization of change by teachers as being
a modified Form of what already doing,

16. Proposal of a trial makes change more

ML F W

acceptable,
17, Flexible schocl organisation,
18. Involvement of parents in change, .

18. Specific task nmneeded for parents ©o warrant
' their time and effort in involvement,
20. Need to balance the demands of change and
maintenance of educational programmes.

v

and factors inhibiting change:

1. too much change too quickly is ineffective,
2. change is slow and inefficient without suppork,
3. involvement in school change affects immediate
day to day concerns, . X
4, people not involved in change process can =el
confused and resentful, 5
S. failure to consider a universe of alternatives

inhibits change,

6. dilemma between few people being involved and
continuity of chgnge, and many people being
involved and diffused change.

Nate: These propositions were generated from the
Fieldnotes. Refer tc pages 54-57 for descriptions
of the process. /

The differences of approach to change intimated in chapters

six and seven indicate the importance of marrying the change

procass to the cultural site; that all Ffactors need to be
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considered as he2ing interconnected and contributing <o a
whole. , Although many nof the Ffactors may be identified in
other schools, the particular combination of Ffactors are
peculiar to the two schools studied in this thesis. Through
the detailed study of two particular contexts it is still
possible to clarify reLationships,‘ to pinpoint critical
processes <(as shown in chapter si¥») and (o identify

phenomena common to both (chapter seven).

It is hoped thgt the reader has seen that school cultures
and the process of change tend <to be fFluid, emerging and
consisting of muitiﬁle realities which are in corstan.
regotiation. Woods (18773, goes so far as to say:

"There are no truths to be discovered, or proofs to

be made: rather the aim is greater understanding of

the social action in the situatioun under study."
(P.45)

It is intended that the reader appreciates the importance,
and indeed crutial role that underlying sacred values play
in a school culture in defining 'the way offlife‘ and ailso
in determining what changes will actually occur within the
school. It was proposed also that people within the culture
may negotiate the manifestation of the sacred value, but the
essence of the wvalue |is steadfast. This could bhave
substantial implications Ffor principals and shapers of
culture. Before oﬁe can implement change or improvement in a
school culture, it seems essential to understand the culture
- '

and use this understarding in the method, pace and type of

change being implemented if successful change is to occur.
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Methodology Reconsideredg:

With the benefit of hindsight the writer has several

recommendations for further rcesearch.

Although the wuwriter validatedl her survey .Findings oy
checking the values in informal conversation mith.children:
in another similar study, she would wvalidate further the
survey values with a brief questionnaire asking children to
rank the values in order of importance. This could be done
also with teachers in the school after values were derived
from fieldnotes, interviews and document analysis. Changes
.cited in intervieus could be corroborated with all
participants to determine their agreement and the extent of
agreement with them. A similar strategy could be used to
determine the cultural players; eg. "Who do you talk to if

you wanrnt to know what's going on around here?"

The writer has proposed that changes occurring in the school
be in accord with ﬁhe sacred valués. It would be wgrth
investigating how generalised this finding is; how a school
can modify its sacred values, when and how profane values
actually become sacred values; whether, in Ffact, a longer
prricd in the Field would reveal further cultural players at
Kowhai Schaol, or whether the emergence of cultural players

is a significant factor in a changing school culture.

Concluding Remarks

Change redeéfines what is and ought to be in a school.
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Succeésful implementaticn of change cequires Kknowing what
changes are inherently compatible with the local culture.
which ones are not and which ones can be negotiated to Fit
existing norms. Such, knowliedge zan only come from
understanding individual schools (Corbett et al, 1887) -
from the inside cf cthe classrocom, through the school
organisation to the mutreaéhes of the community. Only then
can successful changn be 'implemented and perceptions of

schoaol improvement generated.



Appendix I
KOWHAI SCHOOL SURVEY

1. Write 3 things you like about being at Xowhai School?

-

€. Write 3 things uou don’t like about being at Kowhai
School .

3. How is this school different from other schools?

4. What has changed at Kowhal School?

S. What do your parents say about this school?

164

6. Is there anything else you would like to write about your

school?

. . . . . . . . . . . . . . . . . . . . . . . . . . . .

THANK you VERY MUCH !/
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MANUKA INTERMEDIATE SCHOOL SURVEY

A

1. Write 3 things you like about being at Manuka?

2. Write 3 things uou dor’t like about being at Manuka
School .

3. How is this school different from other schools?

4. What has changed at Manuka Iintermediate School?

5. What do your parents say about this school?

o

6. Is there anything else you would lik2 to write about your
. school?

. . . . . . " .

THANK you VERY MUCH ‘!
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INTERVIEW QUESTIGNS

s

g,

166

Jf 1 was a new zceacher here. wnat would I need to know

about this schooi?

fow is this school different Ffrom other scrhoois?... the

same?

What do people say about this school?

—

Wwhat do you notice that is/has changed at --—- school this

year? ... since you arrived here? (eg. people. imagesJ

Why

How

How

Who

do you think change has occurred? tsource, factaors)

do you feel about the changes?

do other people view it? (improvement/waste of time’

has it mostly affected? twhy hasshasn't it?)

what else do you think needs to be changed? Why?
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cdmcah bacl velws
“Over the last few weeks 11 of you have been
involved in speech making. Unfortunately we have -kuﬁ‘@
to choose a winner, although I know there have been- " e
Lﬁﬂnany good speeches. 1 bhope you have enjoyed the !
M3 wwwexperience. Today we will hear the speeches of 5 Hewwed

“Jubf:-

-

O |people —- one from each syndicate. !{_§£gghgnmniil_dteﬁ‘4 4
Y 'give you comments later. about it _and I will mark Jes/ &
the winner. Gbod luck — 1 hone you enjoy it\—we—,. _
will certainly-epjoy the entertainment.” fridlines,
He read out the contestants' names and their order.

Ju
A»wf*‘ The speeches were about the uyear 2000, school,
gﬁkwhw words, school camps and second languages. All S,

i—irb contestants spoke for 3-S5 minutes; spoke clearly, |l "..jlc.ce
o were audible, (I sat at the back of the hall), =
contained some humour and were well executed. The
one on Words was done by a girl who stressed
i positive thinking “I can” rather than “I can’t as,6 ,- &l
kids at Manuka say. You should be like Mr Janesgﬂgriigw
who always says at assembly Nanuka 1is good at this~
and that, and how proud bhe is.” (Bill sat at the
back by me and laughed),.
execllaace
After the speeches, Paul asked students to applauc recugaine
them. HMs Stephen came forward “~and congratulated Lere o
them all on their Ffine performance. I san”t -
remember her exact words, but she concentrated on
4V fﬁfhﬁzgggitive'features of their speeches and gave no
rimgfﬁﬂAbrit cism. She gave a couple witty replies to some
of their speeches. Gﬂ;mljgaﬂdub aafumkn

Then Paul came forward and said the winncr would be
having a special dinner with Mr James at the Rotary
meeting (where other speech contestants will also/ )
be competing>. “The winner is Linda.” , Tukfﬂkﬁ
fumly (There was a spontaneous applause from the audience: ccesd
i)l l]and a Few enthusiastic “Yahoos” from her sundicate.,
JJHV;Linda had given a lively -‘and entertaining (by body
Srfﬁr language and intonation) speech ahout schools, and_dﬁuabJ
i asking for greater say and choice by students as tnkﬁAUquLo:
what was taught... ' ézwm?;j-
S excellace
Next Paul asked syndicate leaders to come forward _ (ols ¢f
to present{ _merit awards+  Awards were presented ) e
for overall work Improvement, a new person settling/’, ccil
ﬁa;in, lead role in drama (extensicn programme) and |
F4;ﬁlfor being a considerates class member. Students wereU }~»=3°

\n'.wﬂ' d for

applauded. Then Paul urged girls especially, to|

of fer to take billets whe.1 Oxford come to play

sport against Manuka and to see him afterwardsj

gave a few sports notices, and then Mr James came
.Forward and spoke, +v& ;M;TL b lelin

”1 _have-a confession” to ak - I hdven’t got the
G+J¥w1 Principal’s award ‘this wedk but I am delighted with
p\O“w “your bhehaviour this week. ' Can I say those speecbes)fof: Ave

were magni¥icent. I°m over the moon about them - el it

such a high standard. Hell done people. I’m over

the moon.” _
Paul then told classes to go with their teachers). de l~ei

Students filed out quietly. (P.1-2 10/3/89)



Exicnsion Programmes

Commenced
! CR Team
Discovered l SPORTS _ -

: ) - despair
(- - parental incompetence ‘ * Bxpfarsitocy
- low self esteem (very) Parents/Community . Ind Research
HCIPUS* arEnis Y Questionnaire teils \ A i
ppt cl Jan 1o Portlolio
1 t New Uniforms us NO >
ADJUSTMENT CLASS TEACHER Feedback 66% response Peter and Sec'Survey i
Eyeballling Parents (Best A\fﬂtsers) ’ J Y g
(at home) ! High Morale \5 . . I®
, Problery’ Families taff unhappy re Questionnaire
++++ included class Teachers "\ Good Media / Confusion - 'Where is it leading t JE’
a%id (+) Publicity ARTS FESTIVAL Extra load?!! e
reso|ved
< (++4) Not done for some time. 900 in attendance
Y (++4) over 2 nighis.
P T A/llealth Syllabus Cultwral material understood and enjoyed.
Discussion 30 + IMAGE Non-threatening.
/_
i Staff SCHOOL REVIEW - Questionnaire
Motivator School Council (low at Feb 83) (parents warned in Feb) 55% response
=
(+)* N
~
_ PTA |[(+4) ¥
Alternative Uniform INPUT ks
- + S
, S
Compyter Project

() OUTCOME
Bullying ’7\

Meet Teachers Evening Cultural/Spoiv/Extension

Total 90 80% achieved as at 22/11/88 More Reporting
Some staff Ecstaticl!! Erogec h-++5)

Principal/Chariperson Money Raising Artwork surong  (++) Newslbtter

PREx (calendars) o x :

| Pupil rivalry healthy improvement
/ Hard Yacker!! I )
CONTRJBUTING SCHOOLS Growing pupil/parcnt
(==} INVOLVEMENT

Parcnts (+ + +) Pupils (+ + +)

0Lt
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Appendix VI

TEPANUI NO TE KURA O

.

___SCHOOL _ NEWSNOTE!111 29 March 1989

E Nga matua, tena koutou.
Dear Parents,

TE_WAKA TAPU C TAKITI#U TRUST

Te Waka Tapu O Takitimu Trust presents "Kahurangi'" a group of young and
youthful enterrainers, who have received full ‘training under ocur Performing
Arts School Hastings.

The "Kahurangi' Troupe specialises in presenting che best of cultural heritage

of specific ethnic races through educational programmes, that will stimulate
interest in the 'Voyage of the Takitimu canoe to Aotaaroa-New Zealand". Through
song and dince "Kahurangi'" brings to life the cultural heritage of the Polynesiaa
people from all the different islands.

1989 presents yet another year of excitement based on tribal history called
"Kahungunu ki Heretaunga". These productions have already-.been presented to many
schools throughout the North and South Island from 1985-86-87-88, and has
received response from many people.

This production will be performed at the Hall on Friday 31st March
from 1.30 - 2,30 p.m. The cost per pupil is $1.50 family rates 2 or more is
$3.00. Parents are welcome to attend if they wish at the cost of $1.50.

1f you wish your child/ren to attend please scnd the money along to school
LOMOXLOWasssasns

SURVEYS

At the moment we are processing the questionaires returned so far......however
it is not too late to send yours back to school if you haven't already done sol
We would appreciate these being returned and feel they are  vitally important
with regards to "Tomorrows Schools'. This includes those people who wish to
make a nil or part return.

Please! if you have these forms lying around at home.... can you pop thea into
the school or send along with your child. Again our sincere thanks to all
those families who have returned these already!

PETTY THEFT

Over the Caster holiday periéd some children entered Rooms 3 and 4 while the
school was being cleaned. They took a supply of incentive stickers, childrens
felt pens, pencils, pens, science equipment e.g. test tubes, magnifying glasses,
magnets.

Over the same period the trampolines locks were smashed off by persons uaknown.

1f anyone has any information or can assist would they please contact either
myself or . Phone

PRINCIPAL
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qchool‘
3/3/85

= Nga matua, tena koutou.
Dear parente

ouring the past year we have made many changes to this school.
Some have begn physical... such as the remodelled buildings.

Some organisational... for example the establishment of Maori Language
=nri*chment Classes in the Senior School.

Some have been *n do with our vision of this school's roll in
including our Open School Policy.

e ne-d to survey our school's parent and pre-school community to
jather an accurate impression of your ideas, wishes, opinions and
nopes for your childrens education at School.

o assist us in this please find enclosed two survey forms. This
survey has been made up by the group of parents and teachers who wvere
selected at the meeting held in 1988 to report back on the first

juestionnaire. e

ife have given each family two copies of the survey because ve believe
:hat there may be different expectations within familles. Feel free
:0 use both forms.

‘ome concern was erxp:iessed about the surveys coming directly back to
‘he classroom. To help pzotect your confidence you could ask your
thild to place completed surveys in the schkool' mailbox or in a
‘pecial box in the foyer.

f you could complete the Questionnaire by the 23 March, then ve,
long with some parents, will summarise the findings and draw some
nitial conclusions. These will be reported back to you on the 6
pzil. We will then rnold four meetings, at school on the 13 April. (
t 10.30am, lpm, 2.30pm, and 7.30pm ) More Details will come out with
he summary.

f yor have any enquiries, please contact me at school or home

oho ora mai

Principal
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with thein chidd's education:-

paiiic: nate in classroom activities

by exzending thein schvoling at heme

by being supportive and encouraging thein chidd and thein
children's teachens

by following up any problems that occua at schood

by teaching mannens, nespeci and confidence at hume

. by strnessing the impontance of education

by attending meetings and panent integviews

by encounaging curiosity

by providing a stimulating envinonment

by being up to date with what thein child is doing
challenging them

by trneating thein children with nespect and dignity
ensune that they ane getiting enough sleep

2o promote selective Television viewing

2o bnoaden childrens expenience

N
have been analysed and the "conclusions” neached aze in this
bookled. |

A fad LG Althol ege: gecedwnnt O e achaoods These W

The aeplies necieved represented the fapilies of approximaitely
180 children and although this is a great nesponse we wene very |
waty of using specific statisiics (e.g. tuaning them into ;
peacentages) as they would kave been mearingless and open to [
mand pudation.

Much in this nepoat will be of no surprise, but theae may be
{asuen that you would wish to explone furthea, befone the Board
stants 1o waite BN School's charten. To help with this we
cordially invite all parents o oun meetings on the 13th April
[next Thursday!. These will be held in the Staffroom at 11.00 a.m|
1.30 p.m. 3.30 p.m. and 7 30 p.m. (and will take up only 1 hounl.

There widd be no commitiee to join. Just an informal discussion
over a cup of tea. J{ you have pre-schoolens we can caten for
them. Jf you have questions, furthen suggestions, matiens you
want clarified - Gaeat! come alona! Jf you fuat want to ait

and disten 1o othens, fine........ Thene will be no agenda. hidden
on othemwise! :

Finally 7 wish 2o sincenely thank all of you who thoughi about
the issues ratsed; fon the honesty and frankness of youn
ansxwens. This feedback will be very useful in assisting us
to plan fon youn childs needs.

IIA Xtpuaddy
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EQUUILTT S OF ELXICAT 74V

Moat parents Leed that thein child/children aie treaied
Lainly at schood. Although some felt that rﬂ’.'t'f‘CL:.'-fe ze{? ‘
ondy Lo the Mid-Stream and that the vezy 'baight child
and children with leaaning difficulties wene vverlvoked.

A rmomhen of people felt starongly that Maoai childien at
the schoud had more vpportuniiies than Parena chrcldaen.
A Lew people fell that as each child is an individual
all children should nut be &reated in the aame vay.

The identification of specific needs ard the use of
Specialist Teachens, Advisons and extra -stafl was seen to
be the best way the school couwld cater for children with
special needs.

Close contact between hvme and schovd was ..1:zex_1 (o be veay
unpontant, and it was felt that parents in' general had an
impoatant aode in extrua helping on a one Lto ovne basis with
children. Time aspent with children was seen (o be woath-
while, eithea as individuals oz (n amall groups, and ¢ was
thought that other childrnen in the achool cov « help by
prviding good rode models, supnoat ond Lrien .shep. )
Most pazenits aecugnige that threre are children within the
achood who need special helos and that a lot of suggestions
were mude «3 to how these need: could be met.

FTEACHERS ROLE

fhe piasent aystem of newsleicers was favowree as « way of
communiication between achvol cnd home, some foin of o:ald

0

conduact was aeerr as necessaiy at leasl vnce a leam.

Jimmediate contact by tedephone was seen as deidchle 1when
called foal by a great numbe: of pazents. On {r a few peopls
thought that a fowmal wiititea zepont was the be it ey <o
keep in louch with how thei: caild was progredsing, A
suggesiion was made that class timetables and childzon'

! ) . 3 -] i
Ouvka could be sent home requearly, (o R2ep wiients (nfumed

a3 o what their children weze dving.

The teachers' zole was seen cs prviding a comivring,
aupportive environment, educctioning and detiing standuazd )
for the children and developing tham in all aieas e.y.
Socially, Physically, ete. fo: the future. i lae gy
dtaled that all teachens cowld do was "their be:l" = io s
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Overall che childien ¢ GNEEER School appear to have a veay
posttive atillwde towands thedi: educadéion. 4l {ae ruanben
I3

mertlioned that they enjoyed ‘he pluygiound and vuldooon
aclivetbies.

Nany alie entioned that they liked the fiwmal leaaning

¢ 1, physical education anu wurgectoon
of things dlaoad, visual aids, firiends weare also consideed
w Ve Gportant by many.

seluateon 1, compe te s

The major area of concean Los the childien was the an
behavious of some of the childien lowards each othea.

Most parents seemed to agree that the best way of hel
their chidd learn was through attentive, suppoitive,
and well wfoamed teachens. A quiet, stable working

envitonment was felé to be impoitant as was activity Arded

pwgranies and snall groups of caildien working togethiena.

A amall number of people mentivned discip'ine as being as
tapvatans factva in helping thelr child leaan.

- St % ")
T awmna =y the school appears to be pwviding a caiing, stable
enveronment for cwddren o (2cw wi.  More atéenéion needs

to be focissed on unacceptadle borevioua.
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Lainly at schood.
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and children with leaaning difficulties were overlvoked. Galnl r

A number of. people felt strongly that Mavai childien at Many also mentioned that they liked the foamal leaaning |
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apecial needs. thetr chudd learn was thaough atientive, supportive, wng ;

CLose contact between home and schood was seen (o be veay and well Ulr’:o'mft’ii CQac&a:z,J. A gulet, atable working = b

impontant, and it was felt that parents in general had an enveronment was jfedl to be impoilant as was aciivily Aried :

impontant aole in extra helping on a one ‘o one baris wiih progranies and snall groups of childrea working togethenr.

chiddren. Time apent with children was seen (o be woath-
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while, eithea as individuals vz n anald groups, and (& was
thought that othea children in the schoul coudd help Oy

A amall nember of people mentivned discipline as being as
unpoatans Lactoa in heldping thedi: chidd leaan.
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paviding good aole nodels, sunnoat ond Laiendship. In aunnazy the acheol appears to be poviding a caring, stable |
Most pazents zecognise that Lrere are children within the envieaonment foa cidddren to {ecwn in. More acéention needs
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weze mude @) to Avw these needs could be met. A

TEACHERS ROLE

The present system of newsleiiers was favoured as a way of
commuuutication between school cnd hom2, some foun of o:al
contact was seen a4 neceqssciv at leasl vnce a leam.

Jmmediate contact by telephone was seen as desiicdle (wnen
called for) by e great aumbe: uf pazents. Orly a tew people
thought thai a fownal wiitien ziepuat was the best way o
keep in touch wiih how thei: child way progressing.
auggestion was made thatl clas: timetables and childien’
bov’ s could be sent hume negularly, &o keep puients infouuned
as lo what their children weze dving.

The teache:i:' avle was seen cs pavviding a comgorting
Auppoative environmencs, educcitvning and settina stendazd
for the children and developing them in all azews e.g.
Sucia{(y, Physically, etc. fo: the futwune. I itazf,-é QAL
ataled that aid teacheas could do was "theci best” - To iun
Lt up: "The school needs tv ifvumulate a deliniie plicy on
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Lppendix VIIlggisi: IR TO PARENTS 118
L4 March 1989
Jear Parents
(hank you for supporting our ‘Meet ¢ Teachers Barbecue evening in such large
wmbers on Thursday, 2 March. We

‘ : .rust you were able to meet your child's
-eacher in an informal and reiaxed manner and that this will be the beginning
f @ helpful association for the remainder of this year.

ISIT COF <SSl INTIRMEDIATE SFORTS TEAMS

hank you to those parents whose -n children are in @SESEE® sports teams Zor this
isit and have opened their homes ior billets. However, we do require a few
mergency back up billets (especially for girls) in case of illness or other
nforeseen circumstaices c¢n the days. This is for the night next Wednesday, 22
larch. Our guests would require a cut lunch for the return trip on the Thursday.
hildren will be advised who their billet is as soon as possible.

ARFI™" TEACHERS ASSOCIATION MEETING (This Thursday, 16 March)

2, = owhite Jafe

treir names with ctaff or existing P.T.A. members at the Barbecue

e s o ai rhe first meating chis Thursday in the Staffroom at 7.30 p.m.
4, e, -2 oniili have a few rooms not represented but wish to have any parent
icerested 1a Joicing with this dynamic group to come along anyway. Your par-

icipation is highly valued by the staff

UBELLA VACCINATIONS (Form I girls or any Form IT's who have miesed previously

are to take place this Thursdav -orning ( 16 March).. Only those girls with

igned consent forms can be vacci ated. There will be no catcb up vaccination
hic year.

OMORROWS SCHOOLS' — Election of ‘oard of Trustees

t this stage 13 people have indi_zted a willingness to stand for election for
Board of Trustees. Others hav cxpressed interest but feel they need more

nformation before allowing their .me to come forward. Unfortunately infor-

ation 18 very slow in coming re, :ding final Board responsibilities and the

urrent ,T.V. advertisement does ucthing to spell out details, I can say from

ecent courses I have attended th:t in my interpretations, as of today, that in
road terms:

m policy of 'open do: and oper. consultation is right on target
with ""Tomorrows Schools".

A Board of Trustees will be _.volved in policy discussion and forwulation.

A Board of Trustees would be !nvolved in financial management to implement
their policies.

The Curriculum Review Field Conmittee which this school has had consultinﬁ
with numerous groups in the community has already covered a vast amount o
'groundwork' which puts us in the forefront tc make the change smooth and
efficient., A School Charter will be up for perusal and comment next term.

The teacher/staff repre2sentative bas to be elected on 6 April.
The postal ballot for 5 parent representatives takes place on 29 April.

The duly elected Board may co-opt up to four other members to ensure the
needs of .the community are represented.



Appendix VIII . 1
What we don't know details of, is how well we will be funded. We do know that
the Tasmanian model upon which the New Zealand scheme is being based, is a school
almost identical in size to and has an annual funding of $1,330,000 not
including teachers’ salaries or maintenance of buildings. It has a teaching
staff of 40. We do know that this school of nearly 500 pupils has funding for
this year, under existing regualtions, of less than $30,000 per year which
includes minor maintenance and includes the meagre grants for Manual classes.
We have a teaching staff of 21 exclusive of the attached EITNEREEEES Manual
Training Centre.

Simple arithmetic will soon tell you that a New Zealand Intermediate schcol is
currently trying to provide total facilities (teaching,. administration, :he works)
for your child's education at something in the vicinity of $60 per child. The
child in Tasmania is funded on a basis $2,660 per child!!! (excluding r.aintenance).
We are very much at the mercy of politicians.

On that striking comparison, it seems appropriate that we should mention that:

FAMILY CONTRIBUTIONS (See School Prospectus) - are now due ($25 per family). A
receipt will be issued. Thank you to those parents who have already paid. In
brief, every attempt is made to ensure parent or pupil raised monies go towards
equipment for the school. During 1988 total acquisition was considerable,
sports equipment, netball uniforms, five Apple IIe computers (4 from P.T.A.
efforts), video camera, micorwave for Cooking Room to name but a few major items.

COMMING XIVENTS

16 March - Inter-Intermediate Swimming Sports,
@& Intermediate Normal School

Rubella Vaccination
P.T.A. Meeting

Visit of G S st
Easter

22 & 23 March
24 — 28 March
4 April
6 April

Interrediate sports teams

School photographs
School Mufti Day

PRINCIPAL
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