
Collaborative. Impactful. Student-Centered.

Powerful Learning Network | Session 2
Rewiring School Culture





Session 2 | Learning Packet
September/October 2024

Agenda:

9:00 The Gathering Lab/Networking

9:30 Safe, Supportive, and Collaborative
Schools HRS Level 1

10:00 Defining Culture Meeting Resources

10:40 Generational Differences in
The Workplace and Culture

11:00 School Culture Typology
Activity

11:30 Lunch/Networking

12:15 Collecting and Analyzing
School Culture Data

1:00 Reflection and Practice

1:30 Leadership Matters

2:30 - 3:00 Wrap-up and Team Planning
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PLN Session 2 (1st Live Session)

Key Concept: Define Culture (40 minutes)

Protocol: RAN chart and shapes to “Shape a Culture”
RAN stands for Reading and Analyzing Nonfiction Text

When teaching with a RAN chart, you’ll start the same as with a KWL, but
the difference is that RAN charts specify what students THINK they know.
That’s it in the beginning. Then you begin teaching the unit. As students
learn throughout the unit, they can move what they thought they knew to
either confirmed or misconceptions.

** We will add the “SHAPE” strategy to the RAN chart. Each shape has a prompt
to drive each area of learning.

I. Introduction (9 minutes): What is Culture?

A. 3 minutes… Participants will individually complete the first column of the RAN chart… “What 
I Think I Know”

B. 6 minutes… Participants will talk with their table about what they recorded in this section.

II. Explore (21 minutes): How the Experts Define Culture (pages 5-7)

A. 3 minutes… Participants will individually read/review pages 5-7 in the book. Talk to the text.
B. 6 minutes… Each participant will choose 1 of the culture descriptors on page 6 which they 

best relate to “culture.” Share thoughts/ideas with justifications with the table group. Can 
record ideas heard on RAN chart under “What I Learned”

C. 3 minutes… Participants will have time to individually reflect on RAN chart and add thoughts 
and ideas to “What I Learned”

D. 6 minutes… Participants will independently add “Not Quite” and “What I Am Still Curious 
About”… 3 minutes to think and write and 3 minutes to table share (30 seconds per person)

E. 3 minutes for “Confirmations” to solidify thoughts about “What Is Culture.”

III. Implementation: Role Alike/Networking (10 minutes)

A. Participants will move into role-alike groups (groups of no more than 4) to discuss how these 
ideas of culture affect their role within the school and how their role affects culture within a 
school.
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Use the information below to select your “corner.” Once there, discuss the questions
below:
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Generation Descriptors

Traditionalists  

Born: 1925–1945 - Dependable, straightforward, tactful, loyal

Shaped by: The Great Depression, World War II, radio, and movies

Motivated by: Respect, recognition, providing long-term value to the company

Communication style: Personal touch, handwritten notes instead of email

Worldview: Obedience over individualism; age equals seniority; advancing through the hierarchy

Baby Boomers    

Born: 1946–1964 - Optimistic, competitive, workaholic, team-oriented

Shaped by: The Vietnam War, civil rights movement, Watergate

Motivated by: Company loyalty, teamwork, duty

Communication style: Whatever is most efficient, including phone calls and face-to-face

Worldview: Achievement comes after paying one’s dues; sacrifice for success

Additional Description: Baby Boomer generation have long been known for their strong work ethic and
goal-centric tendencies. They tend to be hardworking and value face-to-face interaction. As part of their jobs,
they might have to use skills and technology that were introduced well into their professional careers (e.g.,
computers).

Baby Boomers like the opportunity to work on exciting, high-impact projects that might alter the company’s
future or impact society. Face-to-face communication can help them build relationships with team members,
regardless of their age. Baby Boomers take pride in their work and derive rewards from recognition for their
contributions to the organization. Recognition might include:

● Public acknowledgment, professional development
● Opportunities to prove themselves
● “Special” perks: office, title, parking spot, etc.
● Retirement benefits: phased retirement, part-time schedules, consulting opportunities,

retirement/financial counseling

Baby Boomers want to be recognized for their experience and skills. They are often a great source of knowledge
about their profession and they appreciate the chance to share their expertise. Managers should look to
leverage these traits and encourage Baby Boomers to mentor younger employees.  As many members of this
generation are nearing retirement, they appreciate flexible work policies. Many experienced staff members will
consider staying on the job longer if they’re offered reduced schedules, the option of working from home, or
alternate hours.

Stats: 49% of Baby Boomers expect to or already are working past age 70 or do not plan to retire, AND 10,000
Baby Boomers reach retirement age every day
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Generation X 

Born: 1965–1980 - Flexible, informal, skeptical, independent

Shaped by: The AIDs epidemic, the fall of the Berlin Wall, the dot-com boom

Motivated by: Diversity, work-life balance, their personal-professional interests rather than the company's
interests

Communication style: Whatever is most efficient, including phone calls and face-to-face

Worldview: Favoring diversity; quick to move on if their employer fails to meet their needs; resistant to change
at work if it affects their personal lives

Additional Description: Gen Xers are comfortable using technology and online recruitment and hiring tools, but
they’re also comfortable with face-to-face interactions. The very act of working together as a team is not always
easy for people of different generations. Teams consisting primarily of Baby Boomers and Millennials will likely
be team-oriented and collaborative when addressing project issues. Gen X might be reluctant to participate and
sacrifice their independence, but you could ask Gen X team members to do some research independently and
report back to the team. Gen Xers tend to look at a job as more of a contract; they apply more practicality to
the rewards. They expect fair compensation and the opportunity to earn extra money for extra work. They seek
opportunities to build skills and credentials that will help position them for the future.

They value time off, which provides the balance they desire. Recognition might include:

● Cash and non-cash awards, professional development
● Work/life balance: time off, flex time, telecommuting
● Convenience benefits: child and elder care, tuition reimbursement, freedom to do the job their way
● New challenges

While at work, members of this generation may prefer an environment with a more individual emphasis. They
might prefer flexibility to manage their workload and greater physical and psychological space. After Gen Xers
spent years commuting to an office daily, many adapted well to remote work during the pandemic. As this
generation transitions from parenting to a role as a possible caregiver, they may place a greater value on job
flexibility. Gen Xers are well into their careers and have the experience that managers should value; plus, they
prefer less supervision and greater autonomy when completing job responsibilities. Members of this generation
might also desire a schedule that allows them to achieve a healthy work/life balance. Gen Xers raising their
families might be concerned with healthcare coverage, flexible work arrangements, on-site daycare, and other
perks that support a healthy work/life balance.

Stats: 55% of startup founders are Gen Xers — the highest percentage 
By 2028, Gen Xers will outnumber Baby Boomers
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Millennials      

Born: 1981–2000 - Competitive, civic- and open-minded, achievement-oriented

Shaped by: Columbine, 9/11, the internet

Motivated by: Responsibility, the quality of their manager, unique work experiences

Communication style: IMs, texts, and email

Worldview: Seeking challenge, growth, and development; a fun work life and work-life balance; likely to leave
an organization if they don't like change

Additional Description: They grew up in an internet-revolutionized society and are more comfortable
communicating digitally than previous generations. In the workplace, members of this generation might prefer
to send instant messages, emails, or texts rather than walk across the room to chat with someone, if only for
efficiency purposes. However, they value feedback from managers and often seek advice from those they
consider mentors. For Millennials, it’s all about creating a fun work environment. Assign Millennials to
collaborative work teams. This, along with a good working relationship with the manager and being asked to
provide input when making decisions, motivates them. It’s important for them to feel that their work is
meaningful and is making an impact. Part of keeping things fun includes making sure there is enough time for
fun after the workday is over. 85% of surveyed Millennial workers feel it’s extremely important for their
workplace to encourage work-life balance. Millennials welcome feedback and prefer to be evaluated on a
regular basis. This encourages their self-assuredness and “can-do” attitude. Millennials tend to favor training
and gaining skills that look great on a resume – they’re often thinking about the future. It’s also important to
listen to their ideas and opinions. They are used to being heard by their parents and, therefore, expect it from
their manager, as well. For Millennials, fun and stimulation are the operative words regarding rewards.
Employers who embrace these have been able to maintain lower turnover rates and higher productivity.
Millennials know they have to work and will do so more effectively if they are having fun and feel some control
over their environment. Recognition might include:

● Cash and non-cash awards: specifically, gift cards, meals, event tickets, professional development
● Work/life balance: time off, flex time, telecommuting
● Freedom to do the job their way, opportunities for internal growth, social networking, community

involvement
● Fun at work

Millennials care about performance quality and judge their managers by the content of their work. Likewise,
this group often seeks recognition for their results and not necessarily for the hours in the office. A recent
survey found that 66% of Millennial employees place importance on receiving recognition and respect. When
communicating about work with Millennials, managers should take a transparent and honest approach, inviting
questions from employees.

Stats:      75% percent of the global workforce will be made up of Millennials by 2025
18% of Millennial men ages 25–34 live at home with their parents 
 12% of Millennial women ages 25–34 live at home with their parents
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Generation Z

Born: 2001–2020 - Global, entrepreneurial, progressive, less focused

Shaped by: Life after 9/11, the Great Recession, access to technology from a young age

Motivated by: Diversity, personalization, individuality, creativity

Communication style: Social media, texts, IMs

Worldview: Self-identifying as digital device addicts; valuing independence and individuality; prefer to work
with Millennial managers, innovative coworkers, and new technologies
Raised as digital natives, they might view smartphones and other devices as essential. Compared to previous
generations, they can be more focused on the essence of a person — funny, witty, smart — versus issues such
as race or ethnicity, largely due to how technology has shaped their relationships.

Additional Description: They look for somewhat stable opportunities and tend to stay with the same company
for two to four years before making a move. While at work, they might prefer flexibility in how they work and
the opportunity to add input on process improvements. They might also prefer flexible work hours and access
to innovative tools and technologies that will help increase productivity and remote work. They may also seek
out environments that prioritize social responsibility and diversity. Participation in highly collaborative
management relationships is an earmark for this generation. These employees look for management to
establish a strong overall mission, clear expectations, regular constructive feedback, and set an example to help
them learn and grow. When developing management policies for this generation, companies should focus on
attracting the right talent, investing in their development, and creating mentoring, coaching, and learning
opportunities with senior staff.

Stats:   67% of Gen Zers want to work at companies where they can learn skills to advance their
careers  AND  80% of Gen Zers believe government and employers should subsidize,  pay full tuition, or provide
direct training for students

GENERATION ALPHA : Today’s students

● Generation Alpha engages and evolve with diverse AI technologies.
● Generation Alpha navigates digital literacy as a logical outcome of the substantial information and

communication technology development.
● Generation Alpha is influenced by Generation X and Generation Y parents; they are shaped by their

parents’ perspectives.
● Generation Alpha potentially has a globally-minded.
● Generation Alpha is diverse and inclusive.
● Generation Alpha tends to be environmentally conscious.
● Generation Alpha tends to be more independent.
● Generation Alpha applies a whole new learning ability.
● Mental health champions
● Entrepreneurs and creative wizards
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School Culture Survey
Fig. 7.1 p. 89

Directions: Please indicate the degree to which each statement describes
conditions in your school using the following scale:

1 = Strongly Disagree 2 = Disagree 3 = Undecided
4 = Agree 5 = Strongly Agree

1 2 3 4 5

1. Teachers utilize professional networks to obtain information
and resources for classroom instruction.

2. Leaders value teachers’ ideas.

3. Teachers have opportunities for dialogue and planning across
grades and subjects.

4. Teachers trust each other.

5. Teachers support the mission of the school.

6. Teachers and parents have common expectations for student
performance.

7. Leaders in the school trust the professional judgments of
teachers.

8. Teachers spend considerable time planning together.

9. Teachers regularly seek ideas from seminars, colleagues, and
conferences.

10. Teachers are willing to help out whenever there is a problem.

11. Leaders take time to praise teachers who perform well.

12. The school mission provides a clear sense of direction for
teachers.

13. Parents trust teachers’ professional judgments.

14. Teachers are involved in the decision-making process.

15. Teachers take time to observe each other teaching.

16. Professional development is valued by the faculty.

17. Teachers’ ideas are valued by other teachers.

18. Leaders in the school facilitate teachers working together.

19. Teachers understand the mission of the school.

20. Teachers are kept informed on current issues in the school.
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1 = Strongly Disagree 2 = Disagree 3 = Undecided
4 = Agree 5 = Strongly Agree

1 2 3 4 5

21. Teachers and parents communicate frequently about student
performance.

22. Teacher involvement in policy or decision-making is taken
seriously.

23. Teachers are generally aware of what other teachers are
teaching.

24. Teachers maintain a current knowledge base about the
learning process.

25. Teachers work cooperatively in groups.

26. Teachers are rewarded for experimenting with new ideas and
techniques.

27. The school's mission statement reflects the values of the
community.

28. Leaders support risk-taking and innovation in teaching.

29. Teachers work together to develop and evaluate programs and
projects.

30. The faculty values school improvement.

31. Teaching performance reflects the mission of the school.

32. Administrators protect instruction and planning time.

33. Disagreements over instructional practice are voiced openly
and discussed.

34. Teachers are encouraged to share ideas.

35. Students generally accept responsibility for their schooling, for
example, by being mentally engaged in class and completing
homework assignments.

Reflection:

1. What do you think about these questions for measuring school culture?
2. How might you ensure the most valid measures from this survey?
3. How can you use survey results to outline action steps for your implementation plan?
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Notes
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