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No significant differences in mean scores were found to be
associated with two of the training variables, setting and
preparation for implementation. The other three training
variables were found to be associated with either
collegiality, efficacy, or job satisfaction. While
association does not indicate causality, the strength of the
association points to a relationship.

Training Variable 2: Amount of Use. Teachers who use
cooperative learning seven or more times per week report
significantly higher efficacy than those who use it four to
six times per week.

Training Variable 3: Xind of Training. Where there
was group sharing and problem solving during training, item
13Cc, teachers report both higher efficacy and job
satisfaction. This finding, although based on a small
number of respondents in the no category, suggest that group
sharing and problem solving is an important part of
training.

Training Variable 5: Opportunity for Skill
Maintenance. This training variable was associated with
collegiality, efficacy, and overall job satisfaction.
Teachers who use five opportunities to maintain skills, as
opposed to three or fewer, report significantly higher
collegiality and overall job satisfaction. Where there was
peer coaching, item 15B, teachers have higher collegiality

and job satisfaction. Two of the skill maintenance
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opportunities are éssociated with significantly higher
efficacy: 15A, discussion with coclleagues, and 15D,
principal observation and feedback.

Training Variable 2: Amount of Use Compared to Other
Training Variables. Teachers who use cooperative learning
in seven or more lessons per week report higher efficacy
than those who use it less than that amount. With efficacy
associated with greater use, it becomes important to look at
the training variables which are related to frequency of
implementation in the classroom. A total of seven training
variables are associated with greater use of cooperative
learning. They are:

1. Teachers who experienced four or five of the
training components in item 13 reported significantly
greater use than those who experienczd three or fewer
training components.

2. 1Item 13E, feedback from a qualified observer
during early implementation was associated with greater use.

3. Teachers who report being extremely well prepared
to implement <ooperative learning in the classroom in item
14 also reported greater use than those who were moderately
or fairly prepared.

4. Teachers who report the use of four or five
opportunities to maintain skills, as opposed to the use of
three or fewer, also report greater use of cooperative

learning at a significant level.
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5. Item 15C, the use of staff meeting discussion to
maintain skills is associated with higher use at a
significant level.

6. 1Item 15D, the use of principal observation and
feedback to maintain skills is associated with higher use at
a significant level.

7. Item 15E, assistance from staff development
personnel to maintain skills is associated with higher use

at a significant level.
SUMMARY OF RESULTS

The findings show that amount (number of hours) of
training in cooperative learning was not associated with
either job satisfaction or the subsets of collegiality and
efficacy. However, the presence of certain training
variables was found to be significant. Teachers who
experienced these training variables in their cooperative
learning training also reported higher job satisfaction,
collegiality, or efficacy as shown in Table XLVII. Item C
in Table XLVII needs explanation. Teachers who used all
five opportunities to maintain skills, as opposed to three
or fewer, reported significantly higher collegiality and job
satisfaction. The five skill maintenance items are (a)
discussion with colleagues, (b) peer coaching and feedback,

(c) staff meeting discussion, (d) principal observation and
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feedback, and (e) assistance from staff development

personnel.

TABLE XLVIIX

SUMMARY OF SIGNIFICANT COMPARISONS BETWEEN TRAINING
VARIABLES AND LEVELS OF COLLEGIALITY,
EFFICACY AND JOB SATISFACTION

Job

Training Variable Collegiality Efficacy Satisfaction
A. Amount of use No Yes* No
B. Group sharing and

problem solving

during training No Yes* Yes*
C. Use of five

opportunities to

maintain skills Yes* No Yes*
D. Discussion with

colleagues No Yes* No
E. Peer coaching and

feedback Yes* No Yes*
F. Principal observation

and feedback No Yes* No

* Significant at .05 level




CHAPTER V
SUMMARY, CONCLUSIONS, AND RECOMMENDATIONS
INTRODUCTION

Chapter V contains summaries, conclusions, and

- recommendations from the study. The following sections are
presented in this chapter: (a) Summary of the Study, (b)
Conclusions, (c) Recommendations for Educational Practice,

and (d) Recommendations for Further Research.
SUMMARY OF THE STUDY

The study was conducted in a suburban school district
near Portland, Orégon where a staff training program in
cooperative learning is well underway, but not as yet
completed in all of the elementary schools. The district
provided an opportunity to study a large sample of teachers
with varying amounts and kinds of training in this specific
area, cooperative learning. Additionally, the district
encourages review and analysis of its programs. Several
personnel are actively involved with instruction of both
teacher and administrator course work in nearby colleges.
During the 1988-1989 school year, the staff development

department had provided cooperative learning training in
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approximately half of the elementary schools and was
developing a calendar for on~site training in the reraining
schools. Teacher feedback on the training which had been
completed was sought so that modifications and additions
could be made as the district proceeded with more training.

The affective strategies of cooperative learning
(i.e., helping, encouraging, teaming, and supporting in a
collaborative setting) made this particular staff
development topic of interest for its potential effect on
the teachers themselves. The central purpose of the study
was to analyze a possible association between training in
cooperative learning and teacher job satisfaction, with
special attention to the subsets of collegiality and
efficacy. A second purpose was to examine how levels of job
satisfaction, efficacy, and collegiality vary as a function
of the following training variables: (a) setting, (b)
amount of use, (c) kind of training, (d) preparation for
implementation, and (e) opportunity for skill maintenance.

The study was conducted by the use of a survey with
129 teachers responding, a response rate of 71%.
Participation was voluntary and the good return rate during
the closing weeks of school may be an indication of staff
willingness to reflect on training, interest in cooperative
learning, and a general indication of district morale. The
survey consisted of two sections. The first part collected

data about the five training variables in cooperative
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learning. The second section was a 30-item Job Satisfaction
Survey which included subscales of 10 questions on
collegiality and 15 on efficacy. The remaining 5 questions
pertained to overall job satisfaction. The validity of the
Job Satisfaction Survey was established by pilot testing, by
expert review of the questions, and by the use of an
established survey as a bench mark for comparison. The
research analysis involved the examination of mean scores on
the Job Satisfaction Survey and ANOVA techniques to examine
the relationship between variables in training and levels of
job satisfaction as well as teacher collegiality and
efficacy.

The study was not intended to establish a causal 1link,
but rather to identify a possible significant relationship
between training in cooperative learning and teacher job
satisfaction. Although the findings did not support this
research hypothesis, a significant relationship was found
between several training variables and level of

satisfaction, collegiality, and efficacy.

Teacher Efficacy

An important finding is the positive association
between frequent use of cooperative learning in the
classroom and higher teacher efficacy. With efficacy
defined as the teacher characteristic with the most

consistent relationship to student achievement (Ashton,
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1984), this positive association is noteworthy, and
supported by statistical evidence in the study. The
training components which were found to be significantly
associated with teacher efficacy are as follows: (a) amount
of use at the level of seven or more times per week, (b)
small group sharing and problem solving sessions for
participants during training, (c) the use of discussion with
colleagues to maintain skills, and (d) the use of principal
observation and feedback to maintain skills. These four
training variables can easily be included in structuring
staff development opportunities. Given the results of this
study, staff development specialists and inservice
organizers should structure training to conform to these

significant variables.

Teacher Collegiality

Training variables which were found to be
significantly associated with higher collegiality are as
follows: (a) the use of five different opportunities to
maintain skills as opposed to three or fewer and (b) the use
of peer coaching and feedback to maintain skills.
Therefore, the results of the study indicate the importance
of follow-up after training, especially in the form of peer
coaching and other collegial activities. The findings on
peer coaching are particularly useful; although it has been

advocated for over a decade, references to supporting




107
research are lacking. In practice, administrators seem
reluctant to initiate peer coaching, perhaps assuming
teachers are unwilling to participate. The findings show
that teachers look upon peer coaching as a welcome source of

help and as a source of job satisfaction.

Overall Job Satisfaction

Overall job satisfaction was higher where there was:
(a) small group sharing and problem solving sessions during
training, (b) the use of five skill maintenance
opportunities as opposed to the use of three or fewer, and
(c) the use of peer coaching and feedback to maintain
skills. Principals, staff development specialists, and
other administrators are all aware of the importance of job
satisfaction for effective teaching and learning. The study
adds the important dimension of a research-based
recommendation to provide these three training variables as
an easily adopted means for improving and maintaining job
satisfaction.

Implementation of new methods requires the support of
a strong staff development program. When new methods are
ignored or sparingly used, even the most popular and well-
funded projects have little impact on staff or students and
the chances for any growth in teacher satisfaction,
collegiality, or efficacy is diminished. The study found

seven training variables associated with greater application
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of cooperative learning; these take on special significance
because of the finding that greater use of cooperative
learning is associated with higher efficacy. The seven
training variables found to be associated with greater use
are: (a) variety in the components of training, (b)
feedback from a qualified observer during early
implementation, (¢} extremely high quality preparation for
implementation, (d) variety in skill maintenance
opportunities, (e) staff meeting discussion, (f£) principal
observation and feedback, and (g) assistance from staff

development personnel.
CONCLUSIONS

Staff development is an important source of
professional growth and building school norms which enhance
teacher job satisfaction, as well as the subsets of teacher
efficacy and collegiality. Carefully designed training
programs are a means of bringing about reform and a more
satisfying work environment. Although an association was
not found between cooperative learning training and teacher
job satisfaction, the present study advanced our
understanding of efficacy and collegiality as well as
overall satisfaction. In addition, several training
variables were found to be associated with efficacy,

collegiality, and overall satisfaction; training variables




109
which can now be recommended on the basis of statistical

evidence.

Efficacy

The association between greater use of cooperative
learning and higher teacher efficacy is a key finding in the
study; it is a finding which impacts teacher training.
Teachers who use cooperative learning strategies with their
students increase their own sense of efficacy. They
themselves are empowered, feel more confident, and are more
willing to attempt innovation. Efficacy must receive
greater attention in all phases of teacher preparation. It
needs to be developed and renewed through ongoing staff
development. In addition to the technical skills of
instruction, training must address the teacher's need for an
outlook of hope and determination in the classroom. Other
training variables which the study found to be associated
with efficacy are small group sharing and problem solving
sessions for participants during training, the use of
discussion with colleagues to maintain skills, and the use
of principal observation and feedback.

In her research on burnout in school administrators,
Wax (1983) identified six factors related to job
perseverance and success. One was the psycho-physical state
which she defined as overall mental, emotional, and physical

vigor and resilience. The definition is an excellent
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description of efficacy. While it remains an abstract
quality, the current study made a significant step towards
defining, quantifying, and measuring efficacy. Beyond
preparation in the science of teaching, formulas and "how-
to" manuals, teachers need sources of encouragement and
hopefulness. The mental and emotional vigor of the teacher
has to be a concern of educational leaders.

Teachers with high efficacy have a strong sense of
personal power and causation; they tend not to accept
student failure. The present study shows that where there
was greater application of the cooperative model with its
affective strategies of team building, comrunication skills,
inclusiveness, and supportive interaction; teachers felt a
stronger sense of hope, confidence, and causality. Any
research which shows us how to increase efficacy, the
importance of which was highlighted in this study, is of

great value.

Collegiality

The literature review supported the observation by
Lortie (1975) that teachers remain physically isolated and
do not know each other as professional collcagues who can be
relied upon for both technical assistance and emotional
support. Among other professionals--medical doctors and
attorneys for example--it is common practice to refer to

colleagues for advice and opinions. The same practice of
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collaborating and pooling of knowledge is greatly needed in
the field of education. Although the job of teachers is
still very isolated, the problems in today's schools are
compelling teachers to look for colleagues for technical
help and emotional encouragément. As teaching becomes more
complex, it is imperative that we reflect on our work, using
lessons from the past to make corrections and thoughtful
decisions for the future. The process of reflecting,
brainstorming, and planning in a collegial setting generates
one of the most powerful sources of job satisfaction,
namely, the support and interaction among colleagues.

The present study confirmed the need to provide
collegial activities for teachers, not only during training
but afterward, as a means of maintaining skills.
Specifically, the findings pfovide evidence that staff
development should include certain training variables:
discussion with colleagues, peer coaching, staff meeting
discussion, principal observation, and help from staff
development personnel. Each is a collaborative effort and
builds shared understandings, a common technical language,
and a shared sense of obligation so that new strategies are
actually put into practice. Collegial discussion, by using
the resources from within, is a source of teacher strength
and motivation.

An important conclusion can be drawn that training

without feedback opportunities, especially peer coaching, is
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lacking a critically important element. Writing as recently
as two years ago, Joyce and Showers (1988) refer to peer
coaching as an innovation still in the beginning stages,
requiring a radical change in relationships between teachers
in order to become common practice. A somewhat surprising
finding in the current study is that teachers who
experienced peer coaching also reported higher collegiality
and job satisfaction. Peer coaching, as opposed to a formal
administrative process of critiquing and correction, may
increase satisfaction because it provides an opportunity to
explore and discuss instruction with an empathetic colleague
who has "been there." Additionally, it is a two-way process
in which colleagues can coach each other, as opposed to the
one-way process of administrator observation. The power of
peer coaching is substantiated by this study as a practice

which should be included in any staff development progranm.

Overall Job Satisfaction

In her study, Perko (19285) recommended further
investigation of staff development as a source of developing
teacher job satisfaction. While a great deal is written on
the topic, there is a need for quantitative data; the
current study adds the important dimension of research-based
recommendations for increasing job satisfaction. The three
training variables found to be associated with higher

overall satisfaction [(a) small group sharing and problem
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solving sessions during training, (b) the use of skill
maintenance opportunities, and (c) the use of peer coaching]
all have a similar characteristic. Each of these training
variables reduces the isolation of the teacher and increases
collaboration. The conclusion can be drawn that the
application of cooperative strategies such as helping,
encouraging, teaming, and supporting make the job of
teaching more satisfying and efficacious.
RECOMMENDATIONS FOR EDUCATIONAL
PRACTICE

The association between teacher efficacy and use of
cooperative learning has tremendous implications at all
levels and in all subjects. This particular model with its
essential feature of investment in the success of others has
first to be understood and experienced by the teachers
during their preparation. Among their own colleagues they
must practice such skills as rotation of roles, group
inclusiveness, conflict resolution, and team rather than
individual recognition. Teachers who reported the greatest
level of application of these cooperative skills with their
students also reported higher efficacy. Individualistic and
competitive models certainly have a place but cooperative
learning needs to be part of every teacher's repertoire.

The findings provide research-based recommendations

for the structure of both initial training and follow up
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activities in staff development. Several different training
variables are recommended because of their association with
efficacy, collegiality, or overall job satisfaction. Small
group sharing and problem solving sessions should be
provided during inservice classes. After training classes
are over, a variety of skill maintenance opportunities are
needed. Discussion with colleagues at this stage
contributes to efficacy; therefore, as a follow up to formal
training there needs to be additional opportunities for
teachers to work in a collegial setting. Principals need to
make the classroom observation schedule a priority and more
training needs to be done to increase the use of peer
coaching. Staff meeting discussions and assistance from
staff development personnel are additionally recommended as
sources of motivation, renewal, and refinement of skills.

Avareness of significant training variables can make
teachers better consumers as they select course work.
Confronted with an ever increasing number of offerings
presented in catalogues and brochures, written in urgent and
persuasive language, the need for consumer discrimination is
increasingly important. Courses are sometimes billed for
their entertainment features or quick-fix approaches. Staff
development, as pointed out in this study, is often a
disappointment to individual teachers and to groups involved
in schecolwide improvement efforts. The findings have

generated a list of staff development training variables
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which can now be recommended on the basis of research which
found them to be associated with job satisfaction,
collegiality, and efficacy. When choosing course work,
teachers can use this information as a guide to wise
selections. The significant training variables (listed in
Table XLVII) can be summarized very briefly as follows: (a)
a great amount of practice with ongocing feedback for the
purpcses of correction and refinement of skills and (b)
consistent professional interaction with colleagues to
maintain skills through help and encouragement. This
summary contrasts sharply to some course advertisements
where the theme is ease, with no need for any serious time
commitment and the promise of complete freedom from
difficulties and failures.

Another implication for educational practice is the
finding of seven training variables associated with greater
application of cooperative learning in the classroom. Many
educational reforms are never fully implemented and it is a
great challenge for staff development specialists to
actually get new methods into practice. Certain of the
seven training variables, such as staff meeting discussion,
small group discussion, and principal observation and
feedback, can be easily included through the use of present
resources. Others such as feedback during early
inplementation from a qualified observer and assistance from

staff development personnel have implications for staffing.
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The rules of science do not permit a statistical inference
of the findings of this study to be applied to other
districts. However, a reasonable assumption (unproven,
therefore not scientific) would be that the findings could
have application in other districts that are comparable in
size, location, and history of experience in staff

development.
RECOMMENDATIONS FOR FURTHER RESEARCH

The investigation of teacher job satisfaction needs to
continue. The data from this study suggest at least three
areas in need of further research. One is the structure of
staff development programs. With the finding that staff
development can be a source of efficacy, collegiality, and
satisfaction; the components and design of teacher inservice
need further research. There may be other training
variables, omitted in this study, which contribute to job
satisfaction.

Secondly, there is an important need to study peer
coaching especially in light of the findings of this
particular research project in which teachers report it to
be highly beneficial. Research should be conducted to
investigate successful models and resolve the question of
why there is a reluctance to implement peer coaching.

Finally, it is recommended that the Job Satisfaction

Survey be replicated with other staff development topics
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such as ITIP (instructional theory into practice), learning
styles, and classroom management classes. Further use would
lead to better understanding of the association between
staff training and the development of efficacy,
collegiality, and satisfaction. 1In repeating the study, it
would be important to examine comparisons between training
variables and amount of use since it is the application of
any method that is fundamental to impact 6; students and

teachers.

Replication of the Study

Along with the recommendation to replicate the entire
study, at least four modifications should be considered in
the design. First, the study should be conducted in varied
school settings such as small rural and large urban areas.
It should also be used at the middle and high school levels
where efficacy and collegiality are greatly needed for
teacher confidence and commitment. The present
investigation was conducted in a highly satisfied teacher
population at the elementary level. 1In addition, the
respondents were classroom teachers. Support personnel such
as physical education and remedial reading teachers were not
included; this group of teachers may have contributed data
which would have altered the findings. Replication of the
study with varied teacher populations would serve to verify

the findings and perhaps refine the survey instruments.
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A second improvement would be to find a situation in
which a group of staff members was experiencing concentrated
staff development in cooperative learning only, with other
major inservice topics excluded for a pericd of time. The
objective would be to prevent the findings from being
confounded by other training in the same time period and to
isolate cooperative learning as the only formal staff
development effort during the investigation.

Another important consideration is the set of
questions on collegiality in the Job Satisfaction Survey.
There are 10 collegiality questions. Seven asked about
relationships with the entire schoecl staff and three asked
about relationships with one other teacher or within a group
or team. There is an important distinction. It is fairly
common for teachers to have strong collegial ties with one
peer or within a very small segment of a staff but be
notably lacking in professional association with the
remainder of the group. The absence of collegiality
throughout the entire staff is a significant problem because
needed interaction among teachers of different grades and
subjects does not occur. Small cliques may be collegial but
remain isolated and éctually protect members from mixing
with the rest of the faculty. Although not specifically
planned in advance, the balance of questions, that is, three
on peer or small group collegiality and seven on entire

staff relations, seems appropriate. 1In replicating the
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study, it would be useful for the researcher to be aware of
this pattern.

Finally, it is recommended that every effort be made
to generate a higher response rate when replicating the
study. When a number of teachers elect not to respond, the
data base is less accurate. In this study the response rate
was high (71%). It is impossible to know if the
nonparticipating teachers are, in general, dissatisfied
teachers who chose not to bother with a survey or if they
are very satisfied and have no compelling reason to f£ill out
a survey. Those who do not respond leave unanswered
questions; the research would be strengthened by a

participation rate of 90%.
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DATE: May 8, 1989

TO: Participating Teachers
FROM: Margaret Dutton, Portland State Student
RE: The enclosed survey instruments

The enclosed survey instrument is being sent to you as part
of a district-approved external research project being
conducted for a doctoral dissertation at Portland State.

The purpose of the research is to (1) investigate the
relationship between level of job satisfaction and training
in cooperative learning, and (2) identify variables in the
design of inservice which may impact job satisfaction.

The study seeks to obtain the views of you, the
practitioner, and your perceptions to improve staff
development programs. All individual responses are
confidential and anonymous. Participation is voluntary.
The overall results will be made available to the district.

All classroom teachers of kindergarten through grade six are

asked to respond. Please complete both Part I and Part II
of the survey.

Feel free to call me if you have questions; I can be reached
at 678-5835 or 692-0276. If you wish to call the Office of
Grants and Contracts, the number is 464-3417 at Portland
State University.

Thank you so much for your time and cooperation. When you
finish with your responses, seal the survey in the envelope
provided and return it to the large collection envelope
located in a designated area of your school office--WITHIN
FIVE DAYS. If you choose not to respond, please return the
blank survey in a sealed envelope. The sealed envelopes
will be collected by the researcher.
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Background Information
Directions

PART I

Circle the letter of the appropriate response to the
following information about you.

1. Gender

A. Pemale
B. Male

2. Age (at last birthday)

A. 20-29
B. 30-39
C. 40-49
D. 50-59
E. 60+

3. Highest earned academic degree
A. Bachelor's
B. Master's
C. Doctorate

4. Total years in teaching

A. 0-S
B. 10-1%
C. 20-29
D. 30+

4a. Which level have you taught for the last two years?

A. Primary (grades K-3)
B. Intermediate (grades 4-6)
C. Both levels

5. How many graduate level credits have you earned in the
past two years, 1987 and 19887

A. None
B. 1-3
C. 4-6

D. 7 or more
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In which of these areas have you had training? Please
check YES or NO for each item.

YES NO

——

Ao ITIP-......-o-c.o.o.oo.ooo.oo-o-ooo.o.o-.o

Bo computer useoo.o....ooooo.o-o.noooooooo-.o

c. Peer COaChingo.-..a-.........o............

El Gifted educationooooo.-...0....-.0...00...

F. Class management....ccceccccecocccoscancocs

OOoooogn

[
L]
L]
D. Learning styles....c.cccecececsceccccacecce Ll
]
O
]

G. Cooperative learning....cceecccecccccancass

If you marked YES omn cooperative learning in gquestien 6,
please complete the mext section through question 15.

7.

l1o0.

How many clock hours of training in cooperative
learning have you had in the past two years?

A. 1-5 hours

B. 6-10 hours (10 hours is equivalent to 1 credit)
C. 11-15 hours

D. 16-20 hours (20 hours is equivalent to 2 credits)
E. 21-25 hours

F. 26-30 hours (30 hours is equivalent to 3 credits)

Which setting describes how you took most of your
training in cooperative learning?

A. In workshops with no college credit
B. In classes with college credit

Which setting describes where you took most of your
training in cooperative learning?

A. With a team of my school or district colleagues
B. Not with a team of my school or district colleagues

Did your principal take cooperative learning with you?

A. Yes
B. No
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12.

i3.

14.
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Who were you primarily trained by in cooperative
learning?

A. District personnel only

B. Most district personnel

C. Mostly out-of-district personnel
D. All our-of-district personnel

In how many lessons per week, on the average, do you
use cooperative learning with yocur students?

A. None

B. In 1-3 lessons per week

C. In 4-6 lessons per week

D. In 7-9 lessons per week

E. In 10 or more lesscns per week

What kind of training did you receive in the class or
workshop where you took most of your training. Check
YES or NO for each item.

YES NO

A. Were the theories and research that -
support cooperative learning presented?...

[

B. Was there modeling and demonstrating of
cooperative learning methods by the []
instruc‘tor?.....................l.........

C. Were there small group sharing and
problem solving sessions for ]
participantS?o--o-oo-.--‘o.-..ooo.-ooo-oo.

D. As students, did you do cooperative
learning activities in the class or []
workshop?...'..'....I...........‘.QO......

E. Did you receive feedback from a qualified
observer as you tried the new techniques []
in your own ClasSrOOm?....ccecoscscccscecs

o o o 0O

How well did your training prepare you to implement
cooperative learning in your classroom?

A. Extrenmely well
B. Very Well

C. Moderately well
D. Only fairly well

. E. Not well
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What opportunities do you use to maintain your skills
in cooperative learning? Check YES or NO for each
item.

W<t
(V2]

O O0oO0od
O Ooooe

E
A. Discussion with colleagu€S...cccecccecscccss
B. Peer coaching and feedbacCK...eceecocecoces
C. Staff meeting discussSiON...ccecscccccccses
D. Principal observation and feedback........

E. Assistance from staff development
PErSONNEl.cececsccccconconcsscscccnnssnsenss




PLEASE NOTE:

Copyrighted materials in this document have
not been filmed at the request of the author.
They are available for consultation, however,
in the author’s university library.

These consist of pages:

Job Batisfaction Survey 131-137

UMI




APPENDIX B

CORRESPONDENCE




HUMAN SUBJECTS RESEARCH
REVIEW COMMITTEE

MEMORANDUM

OFFICE OF GRANTS AND CONTRACTS

May 5, 1989

TO: Margaret Dutton, ED/ADMIN
M\ D
FROM: Dean Frost, Chair, HSRRC H‘V
t

RE: HSRRC approval of your application

In accordance with your request, the Human Subjects Research Review Committee
has reviewed your application ("The Relationship Between Training in
Cooperative Learning and Teacher Job Satisfaction") for compliance with
Department of Health and Human Services policies and regulations on the
protection of human subjects.

The committee is satisfied that your provisions for protecting the rights and

welfare of all subjects participating in the research are adequate. Your
application will be listed in ocur files as approved.

DF:jp

Ponland State University, Office of Grants and Conracts
Room 303 Cramer Hall 464-3417
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NORTH MARION ELEMENTARY SCHOOL

20237 Grim Road N.E.  Aurora, Oregon 97002  678-5835/ 982-9887

Margaret Dutton
Principal

February 15, 1989

R + Assistant Superintendent, Curriculum
School District

+ Oregon

Dear :

This letter is a request for your consideration of an educational research
project in the . schools during spring term. I am writing my doctoral
dissertation in the field of educational administration through Portland
State. The topic is cooperative learning and I would like your approval
to conduct the research in the elementary schools of the Tigard district.

The specific purposes of the research are to (1) test the hypothesis that
the job satisfaction level of teachers who have taken cooperative learning
will exceed that of the teachers who have not had the training, and (2)
identify the relationship between variables in inservice training and

level of job satisfaction. The district offers a unique setting

for this study because approximately half of the schools have recently had
cooperative learning inservice. Therefore, there is a large sample size

of teachers who have experienced, and who have not experienced the training.

The data would be collected on a survey (aicopy is enclosed) which would

be sent to all elementary teachers; the time needed for completion is
about 20 to 30 minutes.

In order to proceed with the research, I would like to work with

who will arrange for me to meet with building principals to
explain the study. Shortly after that meeting, the surveys will be
distributed. Confidentiality of the respondents and the schools will be

carefully maintained and the identity of the district will not be disclosed
in the report of the findings.

The method of dissemination and collection of the surveys is flexible and
will be done with a minimum of interruption in the schools.
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If you have any questions, please contact me. I will look forward to
hearing from you after you review the enclosed materials. I can be
reached at school, 678-5835, or at home, 692-0276.

Thank you for your consideration of this request. I hope you will find
it vorthwhile for your district to participate.

Sincerely,

Fosgacct

Margaret Dutton

MD:sd
enc.




