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- ~ Please summarize the following passages in Chinese and discuss the feasibility of
applying these ideas in Taiwan. (25% )

The roles of a school administrator as an instructional leader and change agent are
well documented. Instructional leadership is the raison d’étre for the curriculum leader.
Having a thorough knowledge of the dynamics of instruction as well as an understanding of
the subject matter expertise is often necessary for helping teachers to improve. Developing
knowledge of activities or actions, such as successful classroom strategies, is also a major
function of any good administrator working in the area of curriculum.

Every school deserves dedicated and talented curriculum leaders. With support and
insight from others, individuals can develop a leadership network that is supported by other
curriculum specialists.  Such a model encourages leaders to take the risks necessary to
extend their skills, enhance their effectiveness, and make some positive changes in the
curriculum (Donaldson, Bowe, Mackenzie, & Marnik, 2004).

As effective instructional leaders, administrators also become effective change agents.
The role of the change agent is a complex one and includes the following:

1. Developing a “shared vision”

2. Formulating a need assessment

3. Developing or selecting an innovation

4. Targeting group(s) for the proposed change

5. Anticipating problems and resistance to the proposed change

6. Formulating a plan

7. Evaluating the implemented plan and making needed changes (see Gorton, 1976).

Success of a curriculum leader as a change agent largely depends on the extent of
formulating a shared vision and developing a strategic plan of implementation. Developing
a vision of change and a strategic plan are key components of the process and should
include guidelines that help aid the process.

The role of the change agent is to make sure that the educational program is changed
in @ manner that meets the needs of students to a greater degree.
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% &t The effects of three professional development methods on preschool teachers' use of
classroom management skills and the social behavior of at-risk preschool children

Recent attention has focused on effective strategies for translating research into
classroom practice (Gersten, Morvant, & Brengelman, 1995; Joyce & Showers, 1988).
Traditional inservice training models have been found to be effective for increasing
knowledge, but ineffective for changing teacher behavior (Miller, Harris, & Watanabe, 1991;
Showers, 1983). Coaching is one approach that was derived from the research literature on
effective means for producing enduring change in classroom practice (Gersten et al., 1995).
Coaching often involves several components, such as classroom observations, presentation
of observational data, teacher self-analysis and/or expert consultation. However, there is a
lack of information on the essential features of coaching or the amount of coaching support
needed to effect positive changes in teacher behavior.  This project examined the
effectiveness of three professional development methods (inservice training, inservice
training with minimal coaching support, and inservice training with full coaching support)
for increasing teacher use of validated classroom management strategies for the prevention
and management of problem behaviors in young children.  Subjects were 6 preschool
teachers, 6 preschool children at-risk for peer rejection, and a sample of 57 typical preschool
students from the participating classrooms. Results of the study indicated that coaching
teachers was an effective method for increasing teacher use of classroom management
strategies with preschool children. In addition, increased teacher use of classroom
management strategies was related to positive changes in the social play behavior of
preschool children at-risk for peer rejection.

= ~ Please translate the underlined sentences into Chinese. (20% )

Assessment—and its interface with curriculum, teaching and learning—has always
been a significant component of classroom practice. Research has indicated that typical
teachers spend between one-third and one-half of their class time engaged in one or another
type of assessment or learning evaluation activity (Stiggins & Conklin, 1992). However,
research has also expressed concern that the knowledge that teachers hold about assessment
matters has been limited, with scant attention paid to this area in teacher-preparation
programs (Christie et al., 1991; Louden et al., 2005; Matters, 2006).

Over the past decade, the significance of the roles of assessment and accountability in
education has only increased. On the one hand, educators are developing ways to improve




practical knowledge and application of assessment and development of assessment cultures
among teachers through projects and policies such as Assessment for Learning (Black,
Harrison, Lee, Marshall, & Wiliam, 2003; Black & Wiliam, 2004; Harlen, 2005; Kellis &
Silvernail, 2002; National Research Council, 2001). On the other hand, governments and
policy makers around the world have strengthened the role of externally mandated and
reported assessment for accountability purposes.

2 ~ Read the following paragraphs and answer the questions: (309 )

.

Until recently, the assumption has been that state certification requirements, as
implemented by colleges of education, were sufficient to ensure an adequate level of teacher
competency. In response to widely publicized reports of teachers deficient in basic skills,
two more rigorous methods of screening prospective teachers have been proposed:
standardized tests for teachers and internship programs (or probationary appointments).

Proponents of teacher testing draw an analogy between education and other professions
such as law or medicine to suggest that entrance examinations are an appropriate way to
maintain professional standards, to weed out incompetent teachers, and to attract higher
quality applicants.

Opponents of teacher testing question whether it will lead to higher quality applicants.
As Hyman has observed, people are attracted to a given field by improved working conditions
and higher salaries--not simply by more stringent entrance requirements (1984). If such tests
are to be adopted, most educators maintain that they should be criterion-referenced and
validated against performance requirements, rather than against training programs.

1. In terms of evaluation of teacher competency, the proponents and opponents hold their
positions as that
(A) they don’t consent to each other completely
(B) both consent to evaluating teachers by tests
(C) the opponents consent to evaluating teachers by internship program
(D) the proponents are opposed to the format of test
2. The state certification requirements are adequately used to evaluate teacher
competency because
(A) they are valid to evaluate teachers in the college of education
(B) they are valid to evaluate both teachers in general and in the college of education
(C) they are initiated and developed in the academic institution
(D) public reports suggest to test these requirements
<F G FF FRE>>



3. In order to recruit adequate teachers, the state government has set up the some
certification requirements, which has been demanded by
(A) the public in general (B) the college of education
(C) other professionals (D) teachers

1.

A coherent vision specifies the particular values and beliefs that will guide policy and
practice within the school. Ideally, the school board and superintendent set a broad vision
for all schools in the district, and, within that context, the principal coordinates the process of
arriving at a particular vision for each school. The creation of a vision is not a static event,
because the vision must change as culture changes. As Peter Senge (1990) notes, "At any
one point there will be a particular image of the future that is predominant, but that image will
evolve." The principal who is able to adapt a vision to new challenges will be more
successful in building strong school cultures.

A vision for creating a healthy school culture should be a collaborative activity among
teachers, students, parents, staff, and the principal. Michael G. Fullan (1992) writes, "Whose
vision is it?" "Principals,” he says, "are blinded by their own vision when they must
manipulate the teachers and the school culture to conform to it." A more useful approach is
to create a shared vision that allows for collaborative school cultures.

4. The vision of district schools will be created best by
(A) the school board
(B) principals within the context
(C) school board, superintendents and principals
(D) the school board and superintendents
5. The vision of each single school is best
(A) initiated by district school board and superintendents
(B) set by principals
(C) excluded out from the school culture
(D) balanced in between the school culture and district vision
6. The relationship between the school culture and school vision may depicted as
(A) hierarchical (B) independent
(C) causal (D) parallel

Il.

Ten years ago, principals were asked to become "instructional leaders™. Lynn Beck and
Joseph Murphy (1993) observe that the metaphors of school leadership have changed
frequently over the years. At present, school leaders can choose from at least three broad



strategies: hierarchical, transformational, and facilitative. Each has important advantages;
each has significant limitations. Together, they offer a versatile set of options.

Historically, schools have been run as bureaucracies, emphasizing authority and
accountability. Hierarchical strategies rely on a top-down approach in which leaders use
rational analysis to determine the best course of action and then assert their formal authority
to carry it out. Hierarchical strategies provide a straightforward, widely accepted way of
managing organizations, offering the promise of efficiency, control, and predictable routines.

Transformational strategies rely on persuasion, idealism, and intellectual excitement,
motivating employees through values, symbols, and shared vision. Principals shape school
culture by listening carefully for “the deeper dreams that the school community holds for the
future.” In the process, they play the roles of historian, poet, healer, and "anthropological
detective" (Deal and Peterson).

David Conley and Paul Goldman (1994) define facilitative leadership as "the behaviors
that enhance the collective ability of a school to adapt, solve problems, and improve
performance. Facilitative strategies offer teachers a daily partnership in bringing the vision
to life. The leader works in the background, not at the center of the stage.

7. By actively involving employees to engage in the decision-making process; the
leader's role is not to solve problems personally but to see that problems are solved
will be characterized by a
(A) hierarchical (B) transformational
(C) facilitative (D) instructional principal

8. When the principal tries to foster the acceptance of group goals; convey high
performance expectations; create intellectual excitement; and offer appropriate
models through their own behavior, he is taking a
(A) hierarchical (B) transformational
(C) facilitative (D) instructional approach

9. If the principal acts as planner, resource allocator, coordinator, supervisor,
disseminator of information, and analyst, he tends to take strategies as
(A) hierarchical (B) transformational
(C) facilitative (D) instructional

10. By motivating and inspiring his followers, especially when the organization faces
major change, and by providing a sense of purpose and meaning that can unite people
in a common cause will be characterized by a
(A) hierarchical (B) transformational
(C) facilitative (D) instructional principal
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