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E NAL FINANCIAL SUPPORT ARE THE

PERSONNEL AND CO

TWIN MAJOR CHALLENGES (ENABLING OPTIONS) IN JEWISH
EDUCATION IN NORTH AMERICA.

PERSONNEL

A. Professignal Status

1.

Improving image of educators, particularly
teachers. Strategies to raice their social status
must be developed. (Rabbies were ahle to achieve
this.) Improving the image of the Jewlsh educator
might be accomplished directly by a campaign high-
lighting the importance of the role of the Jewish
educator in ensuring Jewish continuity, and
indirectlz by demonstrating the critical importance
of Jewish education in the Jewish community.

Allied to this challenge 1s the need to help Jewish
educators, particularly teachers, to enhance their
cwn self-image. A variety of self-help procedures
must be advanced.

Recognizing and rewarding excellence, particularly
for teaching.

Currently, the major and freguently the only way of
recognizing instructional excellence is promction
to an administrative position. Not all excellent
teachers become excellent administrators. More
often than not, the opposite is true. Needed is
the institution of a communal approazch which will
reward teaching by "lateral promotion" (financial
rewards, communal recognition and new instructional
opportunities) that will help retain excellent
teachers as teachers.

Excellent teachers must be rewarded for what they
do best - teach! And they must be retained for
what they do best - teach!

This procedure, once it becomes well known, will
attract more talented young people to the field
of Jewish teaching.
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B. Professional Needs

1. Providing effective preservice preparation and
inservice training.

a) The need here is to provide guality preservice
programs - tc prepare classroom teachers for
effective instruction via the combined use of
formal and informal techniques of teaching.
Similarly, informal Jewish educators must be
trained to function effectively in informal
educatiocnal settings.

Moreover, guality preservice programs are needad
to prepare Jewish educators for effective
educational leadership.

b) The training must include the sensitizing of
teachers to be responsive to special individual
needs of students and to the special needs of
Jewish families. This latter need suggests the
training of a cadre of Jewish family educators
who will be able teo function effectively in a
classroom setting, combining formal and informal
instructional approaches and working effectively
with parents according to their Jewish needs.

2. Empowering educators ~ facilitating autencmous
performance.

Essentially this means enhancing the rcles of Jewish
educators, particularly teachers, by giving them
greater latitude and responsibility in planning and
implementation of their own programs. With greater
responsibility goes increased accountability for
the results of their work and increased gratifica-
tion for their productivity.

3. Increasing opportunities for professional growth,

One of the critical shortcomings of the formal
Jewish educational system is the lack of opportu-
nities for professicnal growth within individual
schools. In part, this is caused by small school
size. Nevertheless, in all schools, campetence and
effective performance should be rewarded with in-
creased school-wide pedagogic responsibility - such
as,
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a) serving as mentor to new teachers:
b) becoming a 'lead teacher':
c) developing experimental programs;

d) creating and implementing family-education
programs; and

e) integrating formal and informal activities
synagogue and school settings.

4. Developing effective recruiltment strategies,

Greater effort to recruit and place Jewish
educators involves a variety of activities in-
cluding,

a) career day forums at the rabbinic seminaries and
selected universities with significant Jewish
student populations;

b) career guidance activities at Jewish Day High
Schools and Jewish youth organizations (B'nai
Brith Youth, Zionist youth groups, ideological
youth groups);

c) distribution of career opportunity materials to
adult Jewish organizations, ideologilcal
movements, Zionist groups.

d) incentive programs providing scholarships for
. Jewish education study with concomitant
commitment to teach for 3-5 years.,

e) salary incentive programs for beginning
teachers.

£) public relations media programs aimed at Jewish
teenagers.

g) missions to Israel (and to Poland and Israel
a la the March of the Living) for prospective
Jewish educators.
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IT COMMUNAL/FINANCIAL SUPPORT

A. Sensitizing the Jewish community to the need for and
the value of the Jewish educator ~ fostering respect,
esteem (including self-esteem among teachers.)

Here is the dual challenge of raising the censcious-
ness of the Jewish community about

1) the critical need for effective, guality Jewish
education; and

2) the vital importance of effective, high-calibre
Jewish educators.

While financial support is not the only way to demon-
strate community awarsness of the dual significance
of quality education and skilled educators, it is a
conditione sina qua non for attracting and retaining
guality professionals.

B. ECONOMIC NEEDS

Essentially there are three levels c¢f economic needs.
Each must be addressed so that the "financial package
is attractive.

1) making entry salaries competitive to compete with l
the marketplace;

2) providing adequate fringe benefits to include
pension benefits, medical and dental insurance,
life insurance, and long-term disability insurance,
in addition to social security, statutory insurance
programs for unemployment, disability and workmen's
compensation;

3) offering competitive salary increments - especially ‘
to increase earning power of teachers.

Without sufficient incentives to remain in Jewish
education, the best Jewish educators will leave.
Retaining skilled teachers is pmost critical.



FEB @6 ’S@ 16:@2 BD OF JEWISH EDUCAT

ALVIN I. SCHIFF

P.6215

EDITORIAL ESSAY

TEACHERS AND PRINCIPALS
— THE CRUCIAL LINK TO THE BUREAUS

Some Assumptions

* The current condition of teachers and
principals in Jewish schools is not the
making of Jewish educators.

While very critical, this condition is im-
provable.

Teachers and principals in Jewish
schools are, by and large, devoted, ded-
icated and committed Jewish communal
personnel, anxious to be effective and 10
succeed — to contribute to Jewish conti-
nuity and to enhance the quality of Jew-
oty (peietind Gt

Many Jewish educators continuously
search for ways to be more effective and
to grow professionally.

Jewish educators need and deserve much
more support from the Jewish communi-
ty than they presently receive.

L ]

-

-

Challenge and Response

The following is essentially a set of challenges
and potential responses to the critical condi-
tion of Jewish school personnel. Based largely
onmy own experience in New York, as perthe
suggestion of Dr. Emanuel Goldman, chair-
man of this annual meeting. they are framed
as a conversation -— a presentation in the mak-
ing — 10 be completed after serious deliber-
ation by bureau directors.

THE CHALLENGES

The formal Jewish education vocation has ev-
olved into disparate types of jobs or work
styles varying in nature, scope and time com-
mitment. These are: day school teaching, day
school principalship, day school administra-

DR. SCHIFF is executive Vice President of the Board of
Jewish Education of Greater New York. This paper wus
pr 1 at the annual ing of the Bureau Directors
Fellowship New Orleans, November 20, 1988

tion, supplementary school teaching, supple-

mentary school principalship, early childhood

teaching and early childhood directorship.
There arc some commonalities and gener-

alizations that apply in full, or in part, 10 each

of these employment arrangements. The com-

mon or vocational characteristics can be sum-

marized in one overarching statement: Work-

ing as an instructor or supervisor in a Jewish

school is not really a profession.’
Essentially there are eighi criteria that char-

acterize a true profession. They are:

Rigorous preparation

Rigorous entry requirements

Supervised induction

Carefully developed certification proce-

dures

Pecr defined standards of practice

Autonomous performance

Rigorous evaluation, and

Assignment of greater responsibility to

practitioners with increased competence.?

St

e e

. Working as an instructor or director in a Jewish early
childhood program may be an exception to this gen-
cralization. According (o the dircctor und staff of the
Jewish Early Childhood Center of BIE of Greater New
York, early childhood teaching and directorship qual-
ify 10 be called professions when m d aguinst the
criteria in thus presentation. In terms of rigorous prep-
argtion, all early childhood directors in New York,
with rure cxception, and most head teachers working
in JCC’s synagogue programs, modern Orthodox and
Conservanve day schools have a Master’s degree in
education — a requirement for New York State Certi-
fication. Entry requirements for early childhood
teaching are explicit. In the large majoriry of schools,
where there are carly childhood directors, supervised
induction does uccur. Professional growth opportunis
ties are available on the early childhood level. Ad-
vancement is possible from assistant 1eacher 10 heud
teacher 10 assistant director to director — the sieps of
the early childhood education ladder.

2. Linda Darling-Hammond, “Beyond the Commission
Reports =~ The Coming Crisis in Teaching,” The
Rund Corpuration, July 1984, p. (7.
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Let us apply these guideposts to teaching
and principaling in Jewish schools.

1. Rigorous preparation.

Excluding the one- and two-year pre-
service programs in the right-wing orthodox
teachcr training schools for women in New
York,? there are no large-scale pre-service
programs for teachers in Jewish schools in
North America.

To be sure, currently, in 1988, there are
only 45 bachelor level students enrolled in all
the Hebrew colleges on this continent. Most
of the 101 master degree students in the col-
leges are already teaching in Jewish schools.
A large number of these are Israelis not par-
ticularly interested in full-time careers in Jew-
ish education. Moreover, there are hardly any
young people preparing for careers in Jewish
education in American universities.

Compare this reality with Hebrew college
enrollment two decades ago. In 1966, there
were 1800 bachelor level students in the 14 ac-
credited Hebrew teachers colleges. All of
these institutions have since dropped the word
“Teachers" from their official names.*

In the three postgraduate programs of the
rabbinic seminaries (Hebrew Union College
— Jewish Institute of Religion, Jewish Theo-
logical Seminary and Rabbi Isaac Elchanan
Theological Seminary, Yeshiva University),
only a very few students are being prepared
for supervisory and administrative roles.

2. Rigorous Entry Requirements

Given the shortage of personnel, Jewish
schools generally settle for almost anyone in-
terested in becoming a teacher or principal.
Maost teachers begin their careers with mini-
mal Judaic backgrounds. A recent study of
Jewish education in Cleveland showed that 53

3. Bais Yaacov Academy, Bais Yiaucov Seminary of Baro
Park, Sara Schenirer Teachers” Seminary, Beth Rivkah
Teachers” Seminary, Bnos Leah Seminary of Prospect
Park and Rika Breuer's Teacher's Seminary, These
seminaries have a total enrollment of approximately
500 students.

4. A.L Schiff “Career Choice and The Students of The
Hebrew Colleges™ in Oscar Janowsky, ed, The Educa-
tion of American Jewish Teachers. Boston, Mass., Pil-
grim Press, 1967,
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percent of all icachers had no Jewish educa-
tion beyond high school.®

The Jewish Supplementary School Study in
Greater New York demonstrated that over 80
percent of the teachers had only ¢lementary or
high school Jewish education. Eleven percent
had no formal Jewish education at all.® More-
over, most teachers lack adequate knowledge
of Jewish pedagogy and most principals do
not have sufficient knowledge of supervision
of instruction in Jewish studies and Hebrew
language programs.’

There are, of course, exceptions to seitling
for unqualified teachers. One example of this
is the principal of a yeshiva high school in
New York who interviewed 35 applicants for
a Tanach weaching position. Not finding a suit-
able candidate, he finally went to Israel 1o re-
cruit a teacher.

3. Supervised Induction

Induction procedures vary greatly from
school to school. In some schools, careful
step-by-step orientation is provided by princi-
pals and/or senior faculty and/or bureau staff.
In the vast majority of our educational insti-
tutions, there are inadequate or no induction
procedures at all.

4. Carefully Developed Certification
Procedures

To begin with, there are a very small numb-
er of certified teachers and principals in our
schools. Moreover, there is no standardization
of certification procedures. The current na-
tional, regional and ideological certification
practices are entirely inadequate or irrelevant
to the vast majority of Jewish schools. To its
credit, the national Board of License of Jewish
schools is currently initiating a self-study to
remedy this situation.

While much different in scope and nature
than that of the public schools. the problem of
certification in Jewish schools can be in-

5. The Report of the Joint Federation/ Planning Commis-
sion on Jewish Continuity, Jewish Community Feder-
ation of Cleveland, October 1988.

6. A.L Schiff, et. al., Jewish Supplementgry Schouli
An Educational System in Need of Change, Board of
Jewish Education of Greater New Yprk, Junc 1967,

7. Ibid.
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formed by the current certification dilemma
in general education. In the public school are-
na, education leaders ask, “"Should we tighten
certification requirements which is needed, or
should we loosen them to counteract the
teacher shortage?” Jewish education’s re-
sponse to this dilemma has been to relax them
altogether.

In public schools the greatest shortage is in
the districts that serve the most disadvan-
taged. In Jewish education, using the term
“Jewishly disadvantaged,” we might make the
same observation.

5. Peer-defined Standards of Practice

This is nonexistent in Jewish education.

6. Autonomous Performance

This is nonexistent in Jewish education.
Moreover, there is little or no teacher
_empowerment in our schools.

7. Evaluation Process

Carefully planned and implemented per-
sonnel evaluation is the exception and not the
rule, By and large, there are no regularized,
effective evaluation procedures for teacher or
principal performance.

It is no consolation that the conditions re-
gurding peer-defined standards of practice,
autonomous performance, teacher
empowerment and evaluation are not much
better in general education. In the public
schools teachers are not generally involved in
defining standards of instructional practices,
teacher evaluation and staff development. As
a rule, they “lack power and input in all the
important decisions” about their schools. To
be sure, teachers in the public schools are
frustrated “about their powerlessness in
teaching.™®

8. Assignment of Greater Responsibility to
Practitioners with Increased
Competence.

One of the earmarks of Jewish education is
8, Ernest Boyer, The Condirion of Teaching — A Siate+

by-Stare Analysis, 1988, The Carnegic Foundation for
the Advancement of Teaching, 1988,
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the lack of growth opporiunities for teaching
personnel.

How do bureau directors view these eight
criteria of professionalism? How important is
their fulfillment for the advancement of Jew-
ish educutors and for the enhancement of Jew-
ish schooling? How do central agencies cur-
rently relate to each of the criteria? What dif-
ferential roles might bureaus play regarding
the application of each criterion to school-
based procedures? to community-wide prac-
tices? to continental activity?

Developing responses to these questions is
a necessary step in ameliorating the condition
of Jewish school personnel. It is a major chal-
lenge to Jewish educational leadership and
should be one of the immediate tasks of BDE
To underscore the need to place this challenge
on future agenda of BDF let us briefly high-
light the professional characteristics of the
persons employed in instructional and super-
visory positions in Jewish schools on this con-
tinent.

Characteristics of the Jewish Education
Non-Profession

1. Teaching and principaling in most Jew-
ish schools is, at best, a part-time vocation.
The vast majority of Jewish educators teach
12 hours or less. The New York Jewish Sup-
plementary School Study found that there are
no full-time teachers in these schools. Only
one-third of the principals are full-time and
this percentage is declining.’

The only fult-time career educators are in
the day schools and the bureaus.

2. Teacher salaries are absolutely and rel-
atively low — averaging $21,000 to $23,000
for 30 hours of teaching in day schools and
$9,000 for 12 hours of supplementary school
instruction. There is a wide gap between
teachers’ and principals’ salaries, particularly
in the day school, where principals earn, on
the average, between $55,000 and $65,000
annually. In some day schools, administrators
earn as much as $80,000 and more.

3. Fast-tracking to principalship and even
to bureau positions is a growing vocational
phenomenon. On the one hand, the reasons

9. A.L Schiff, et al. Jewish Supplementary Schooling.
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for this are the lack of qualified, experienced
candidates for senior positions and inadequate
career ladder opportunities. On the other
hand, ambitious teachers are not satisfied
with their income potential if they remain
teachers. The logical step within the Jewish
education enterprise is to aspire to an admin-
istrative post even if they lack the necessary
qualifications.

4. Neither teachers nor principals enjoy
the kind of social status or communal recog-
nition they deserve. This generally results in
low self-image and low self-esteem.

5. Jewish school teachers work under great
stress. The sources of the stress are essentially
the principal, parent and school board mem-
ber. In the supplementary school it is the rabbi
as well.

6. Turnover is very high. The recent
Cleveland study found a 20 percent turnover
annually in Jewish schools.'® In Greater New
York 62 percent of Jewish supplementary
school teachers have been in their respective
schools two years or less and 83 percent four
years or less, !

7. Jewish education does not attract new
young talented persons. However, interesting-
ly, some young committed Jews do choose to
become Jewish school teachers. Witness the
young people at the conferences of the Coali-
tion for the Advancement of Jewish Educa-
tion.

8. There are some good and some excellent
teachers and some good und effective princi-
pals in both the day schools and supplemen-
tary schools. I have an ambivalent feeling
when generalizing about teachers and princi-
pals in Jewish schools because of this minor-
ity population. I must admit that when I attend
teachers' and principals’ meetings and confer-
ences, I often get a good feeling. Many of the
participants are truly committed and dedicat-
ed. Many are enthusiastic about their work.
But, in reality, the vast majority of teachers
and principals need significant improvement
and upgrading.

The challenges here are: How do we up-
10. The Report of the Joint Federation/Planning Com-

mission an Jewish Conferences, Cleveland, 1988,
11. AL Schiff, et al., Jewish Supplementary Schooling.

grade current Jewish school personnel as
quickly and effectively as possible? How do
we attract new, vital talent into our field?

THE RESPONSES

Looking at the development and progress of
the medical profession since the Flexner Re-
port in 1904, the advantages of professional-
ization stare at us boldly. The question is; Can
Jewish education ever become so profession-
alized? Should it make attempts at such pro-
fessionalization?

On the other hand, perhaps laissez faire is
the best approach in the voluntary setting in
which Jewish education operates. Perchance,
we have the best situation that can obtain.
Some Jewish educators will pull thems¢lves
up by the bootstraps without imposition of
professional criteria upon our vocation. The
vast majority of Jewish educators will never
be fully professionalized, particularly since
Jewish education will remain a part-time pro-
fession for most Jewish school personnel.

If we feel, however, that Jewish education
must be professionalized, what course of ac-
tion should we take?

The following is a set of potential responses
by the bureans to this challenge. The re-
sponses are presented as opportunities and
possible strategies leading to professionaliza-
tion.

1. Advocacy

The first response mode is making active ad-
vocacy a central agency priority on both lay
and professional levels, a) to improve the im-
age of Jewish educators, b) to increase signif-
icantly their earning capacity, and ¢) to im-
prove their working conditions, Basic to this
priority program is an understanding of the
cultural and social contexts within which
schools function. A fundamental contradic-
tion inheres in the American societal context.
On the one hand, the American people place
a high value on education. They feel strongly
about the need for an educated citizenry; they
appreciate the importance of education as a
factor for national strength. On the other
hand, Americans consider teaching, in the
words of a former U.S. Commissioner of Ed-
ucation, “a profession entirely appropriate for

P.8-15



persons of second and third rate ability, and
therefore have all too commonly proceeded to
provide them with second or third rate educa-
tions and pay them third or fourth rate sala-
ries.”!2

The perennial question of teacher compen-
sation is more than a dollars and cents issues,
According to the New York State Association
of Independent Schools it is *not fundamen-
tally managerial or economic or political.”
This prestigious organization of elite private
schools where teacher salaries, like those in
other school systems, is low claim that
teachers’ compensation is basically a moral is-
sue. “When heads and trustees finally decide
on next year’s teacher salaries let them ask
themselves without obfuscation and without
rationalization: Are we doing the best we
can?"?

The question Jewish communal leaders
should ask is “Are we doing the best we must
do in order to insure quality Jewish education
and Jewish continuity 7" X

The advocacy mode on the local and na-
tional levels suggests a) launching think tanks
comprised of top community lay leaders; b)
utilizing top public relations firms to develop
specialized communications techniques; c)
organizing communal task forces; and d)
sponsoring Town Hall type meetings.

The targets of the advocacy program are
synagogue and day school lay leaders, rabbis
and Federation lay and professional leader-
ship. Jewish school personnel and potential
Jewish educators — high school and college
students — should also be targets of the advo-
cacy program. In the 1966 study of 1800 stu-
dents in the Hebrew teachers colleges only 15
percent finally chose 10 enter Jewish educa-
tion. For the vast majority of potential Jewish
educators, Jewish education lacks adequate
salary inducements, sufficient communal rec-
ognition and salsfactory working condi-
tions. '

12. Sterling McMurrin, “Introduction,” in James 0.
Koerner, The Miseducation of American Teackers,
Boston, Houghton, Mifflin, 1963. p. x.

13. Frederick C. Calder, Bulletin No. 134, The New
York State Association of Independent Schools, De-
cember 1988,

14, A.L Schiff, "Career Choice and the Students of the
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The study findings demonstrate thar four
conditions are necessary to convince Jewish
youth with intensive Judaic backgrounds 1o
make Jewish school career choices:

(2) a competitive salary structure, including
competitive entry level salaries, good
fringe benefits and long term annual sal-
ary increments;

(b) social status at least equal to that of rabbis
and top Jewish communal professionals;

(¢) good working conditions and potential for
job satisfaction; and

(d) professional growth opportunities.

A recent study of young professionals in
Jewish communal service concludes that
these are the very same characteristics that
will attract and keep young Jewish ;Jrofession-
als in Jewish communal service. !

In this regard, the efforts of the Conference
of Jewish Educator Organizations during the
last two years are noteworthy. The *“Year of
the Jewish Educator” plan should be whole-
heartedly supported by bureau directors and
their staffs. Unfortunately, this is not the case.

In addition to the above goals for the advo-
cacy program, one other purpose is self-
evident: making Jewish education a full-time
career for a significantly larger number of ed-
ucators. This requires providing full-time ca-
reer opportunities to many supplementary
school personnel by expanding the job de-
scription of an increasing number of Jewish
school teachers and principals to include Jew-
ish education activities and curriculum devel-
opment. This is one of the recommendations
of the Greater New York study of Jewish Sup-
plementary Schools.'®

It is obvious that even after significant ef-
forts are made to provide full-time career op-
portuaities to increasingly larger number of
Jewish school personnel, for the foreseeable
future, mostteachers in Jewish supplementary
schoals will be part-time and avocational per-
sonnel. Special attention must be given to the
needs of these educators, particularly since so
many of them have such minimal Judaic back-
grounds. How the bureau can effectuate the

Hebrew Colleges.”
15. Bernard Reisman, personal communication, Octo-
ber 31, 1988.
16. A.L Schiff, ct al., Jewish Suppl

y Schooling.



necessary upgrading of their basic Judaic
knowledge is a question that may be beyond
the challenge of professionalization. Never-
theless, it requires an immediate response.

2. Innovative Recruitment Programs

Closely associated with advocacy plans are
active efforts to recruit new talent.

This means developing creative strategies
for reaching high school and college students,
utilizing young, effective teachers and admin-
istrarors to communicate the positive message
of a Jewish education career and the potential
the future holds for Jewish educators,

This challenge is underscored by the nature
of the recent award winners of the Wexner
Foundation Graduate Fellowship Program.
Forty-nine percent of all applicants and 71
percent of the award recipients were candi-
dates for rabbinical schools. Of the 14 fellow-
ships. 10 were awarded to rabbinical aspirants
and two each to sspirin; Jewish communal
workers and educators.’

3. Pre-Service, Early Service and
In-Service Training

Needed are pre-service programs for potential
¢ducators and early in-service education for
newly appointed teachers requiring additional
preparation in content and methodology to
guarantee their effectiveness and success in
teaching.

Several creative programs sponsored by the
BIE of Greater New York Early Childhood
Education Center might well inform the rest
of the Jewish education enterprise. About a
decade ago, realizing the ongoing need for
early childhood teachers with both Judaic and
generzl education backgrounds, the Early
Childhood Education Center of BIE estab-
lished a teachers' training program at Stern
College. Yeshiva University. Currently, in the
1988-89 School Year, 27 teachers are enrolled
in this program. BJE staff give some of the
course offerings, make all the student-
teaching placements and supervise the student
teachers. As incentives, BJE arranges for sti-

17. Bernard Reisman, lecture to National Jewish Exec-
utives Group, &t UJA-Federation, New York, Novem-
ber 3, 1988,
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pends paid by the host school, where appro-
priate, especially to those student teachers
who work as assistants. As an added incen-
tive, the Jewish Early Childhood Association
(the organization of Jewish early childhood
educators) provides grants to assistant teach-
ers and head teachers — who do not have suf-
ficient background to be certified — to en-
courage them to return to college and begin
or continue their studies toward certification.
As far as in-service education is concerned,
the Center offers basic skills courses to teach-
ers in need. The Directors’ Support Network
sponsored by the Center enables new directors
to acquire or reinforce supervisory and ad-
ministrative skills.

The two-year old Holmes group of 100 uni-
versities working in five regional groupings
may be an instructive model for central agen-
cies. Noting the serious problems in teacher
preparation and teacher readiness in general
education, the Holmes group is *looking for
a new vision of teaching” and “is seeking a
new alliance to make that vision come true,”
A crucial element of the Holmes group effort
is “schooling at the grass roots” with genuine
school-university collaboration.

To achieve this purpose, a number of uni-
versities in the Holmes group are forming
partnerships with public school systems to
create “professional development centers™
that function like teaching hospitals.'® In ef-
fect, this is a unique way of uniting theory and
practice in education.

In Jewish education, lacking strong univer-
sity teacher education settings, we might ask:
Is creating such centers a desirable or realistic
goal? If it is, how should we go about achiev-
ing it? The New York Supplementary Educa-
tion Action Plan proposal for a BIE Teacher
Center Institute in cooperation with local uni-
versities and the three New York based rab-
binical seminary educator training programs
might serve as the model for Jewish educa-
tion, '?

18. Judith E. Lunicr and Joseph Featherstone, A New
Commitment 1o Teacher Education,” Education
Leadership, 46:3, November 1988, p. 19-22.

19, Supplementary Education Action Plan, Board of
Jewish Education of Greater New York, September
1987, .

e pp
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Another strategy that might be emulated by
bureaus is New York BJE's Interschool Visita-
tion Program (IVN) for Day School teachers,
sponsored with the Yeshiva Elementary and
High School Principals Councils.

IVN's program objectives are: )

(a) To reduce the burnout rate among novice
teachers in day schools;

(b) to designate veteran “master” teachers as
mentors 1o new teachers and to create a
rubric wherein they can share their
knowledge and experience with others;
and

(c) to raise the level of knowledge and skill
among novice teachers, specifically in the
areas of teaching methodology.

IVN’s Major Program Activities include:

(a) annual identification of about 50 new
teachers and 15 veteran “master” teach-
ers;

(b) five full-day programs of school visits,
consisting of model lessons in the class-
room by master teachers, followed by
post-lesson analysis and discussion;

{(c) a series of ten evening seminars and
hands-on workshops on teaching method-
ology in Bible, Prophets and Hebrew lan-
guage; and

(d) afull day’s visit to BJE’s Teacher's Center,
including a hands-on workshop on curric-
ulum materials development.

Incentives are provided to new teachers and
master teachers participating in the program.
Veteran teachers are compensated for their ef-
forts and novice teachers given stipends for
the purchase of books, materials and for trans-
portation costs.

Since its inception in 1980-81, the program
has served 200 new teachers and cultivated 26
master teachers. According to teacher-
participants and their principals, IVN has
generated a renewed sense of excitement, pro-
fessionalism and challenge about the teaching
of Judaic Studies. The mos! eloquent testimo-
ny to IVN's success is the fact that of all par-
ticipants since 1980, only one has left the field
of Jewish education.

Already, some of the program’s graduates
have assumed leadership positions. One mas-
ter teacher is now principal and two others are
assistant principals of major day schools. Oth-
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ers are the “star” teachers in their respective

schools and motivate their peers to attend con-

tinuing education programs.

Another approach to pre-service and early
in-service training in Jewish schools might be
patterned after the Alternative Teacher Certi-
fication Programs of the State of California.
Originated as the Teacher Trainee Program
and renamed the District Intern Program, it
embraces four basic elements of training for
novice teachers:

(a) Teaching and learning processes: (class-
room management and student diagno-
sis);

(b) Curriculum development and instruction-
al techniques;

(c) Planning the classroom environment; and

(d) Working with parents®®

The California program features the pair-
ing of mentars with novice teachers over a one
to two year period. This strategy has proven
to be very effective in early childhood pro-
grams in New York. During the past five
years, New York BJE's Early Childhood Cen-
ter has been operating a “one-on-one” pro-
gram in which selected experienc24 teachers
meet individually on a regular basis with new
instructors, exchange classroom visitations
and meet as a group to share ideas and expe-
riences. The one-on-one program, under the
guidance of a BJE early childhood specialist,
has had a salutary effect upen both the novice
teachers and the mentors, the latter group be-
ing groomed for directorship postiions.

Developing in-service strategies for princi-
pals also requires the immediate attention of
bureau directors. In this regard, the
Principals’ Center concept innovated at Har-
vard University’s School of Education in 1980
might serve as a model for Jewish schools as
it has in general education.

The value of this concept is confirmed by
our experience in New York. Our Principals’
Center, developed with Harvard University, is
a self-motivated, self-directed program of
professional growth by and for principals of
Jewish schools. Over the years, it has develop-

20. Michaei D. McKibbin, “Alternative Teacher Certifi-
cation Programs,” Education Leadership, 46:3, No-
vember 1988, p. 32-35.
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-ed programmatically in two directions — as
a resource center for a variety of support ser-
vices and as an information center. The year-
round regional sharing programs include in-
depth exploration of relevant topics. The high-
light of the Principals’ Center activity is the
annual university-based two-and-a-half-day
conference at end of the school year utilizing
university faculty. To date the conferences
have been held twice with Harvard and once
¢ach at University of Pennsylvania and Co-
lumbia.

3. Autonomous Performance and Teacher
Empowerment

Providing opportunities for teacher autonomy
and the enabling of teacher empowerment will
give a new face to the teaching experience in
Jewish schools. With the exception of Detroit,
teachers' unions present no problem in effec-
tuating new staws for teachers in Jewish
schools,

Autonomous performance is 4 hallmark of
the professions in the American free enter-
prise system. Medicine, law, accounting, en-
gineering thrive on it. Similarly, industry and
corporate life encourage it. Professional
empowerment goes hand in hand with auton-
omous performance.

In facilitating both of these aspects of pro-
fessionalism for teachers, new roles for prin-
cipals might also be developed. Principals can
serve as facilitators and real change agents by
providing opportunities for teachers to ob-
serve each other, work in teams, make
choices, plan their own work and help begin-
ning teachers adjust to their teaching loads.

Moreover, teachers can become involved in
selecting teachers and administrators in their
schools and invited to participate in such cru-
cial matters as teacher evaluation, staff devel-
opment, school budgets and student promo-
tion, procedures. Also, teachers can have a
voice in what they are expected to teach and
can regularly participate in textbook and cur-
riculum decisions. Providing teachers with
significant roles in shaping school policies
would be the best expression of
empowerment.

Teacher autonomy and empowerment are
based on the assumption that teachers are pro-
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fessionals who are accountable for what goes
on in their classrooms. Working on this as-
sumption, the Rochester (New York) School
District is creating a revolution in teacher pro-
fessionalism in the public sector. It substan-
tially raises salaries, guaranteeing that by
1990, teachers will earn an average of
$45,000. Lead teachers will be able to earn up
to $70,000 by that time.

In the new Rochester contract with teach-
ers, traditional guarantees associated with se-
niority and tenure are eliminated. Instead
there is a career ladder that bases advance-
ment on performance rather than years of ser-
vice and education credits. The accountability
agreement requires teachers to put in five ad-
ditional days for in-service training. Lead
teachers must work as mentors with begin-
ning teachers and those who need improve-
ment. Part of the contract is a home-base
guidance system.

The Rochester experiment can well serve
as a2 model 1o bureaus for what might be ac-
complished in Jewish education.

4. Strategies for Teacher and Principal
Evaluation

A recent survey of 42 public school systems
in Penssylvania found that the vast majority of
teachers earned top ratings in the teacher ev-
aluations concluded in these districts. “Was
this the birth of a new (and long awaited) ex-
cellence in teaching or were there other ways
of interpreting the data?" was the question
asked by the surveyors.™

Their conclusion was that the teacher rat-
ings are the sign of a problem, not a solution.
Moreover, the surveyors felt that “school ex-
ecutives don't know how to evaluate™ and that
“supervision and cvaluation have become
empty, time-stealing rituals."**

Jewish education doesn’t have the problem
of & poor rating system. We simply don't rate
teachers, But we do have a problem of teacher
evaluation. Our challenge is to help principals
learn to be real supervisors and teacher eval-
uators.

21, Donald E. Langlois and Mary Rita Colarusso, “1m-
proving Teacher Evaluation,” Executive Educator,
Muay 1948, p. 32, 33. ‘

22. Ibid.
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The Pennsylvania surveyors recommended
three strategies 10 improve teacher evaluation:
(a) Institute a team approach to evaluation,
(b) Put teacher supervision and evaluation at

the top of the principals many tasks.
{c) Free up time for evaluation by cutting
down on other administrative activities.?

Given the value of these recommendations,
we might ask the same question posed by the
surveyors for general education. “Even if the
principal gets the time to do real evaluation,
does he have the know-how?"

This, then, forms the substance of another
critical challenge — principal evaluation. Itis
especially significant in a voluntary system
like Jewish education where school-based
management is a general practice. Developing
methods of assessing the effectiveness of
principals without compromising their super-
visory roles is a matter of extreme impor-
tance. Given the small size of Jewish schools
and the overall administrative responsibilities
of the principals, their position and potential
as change agents are critical to the well-being
and effective operation of their respective in-
stitutions. One of the ways to make principal
evaluation a nonthreatening procedure is to
help principals become involved in self-
evaluation.

In developing methods for initiating educa-
tor evaluation, the possibility of peer evalua-
tion strategies should be explored thoroughly.

5. Professional Growth Opportunities

Two approaches may be used in responding to
the need 1o provide professional growth op-
portunities for teachers. The first is develop-
ing an instructional ranking model a [a univer-
sity teaching, as this writer has recommended
on numerous occasions: teacher, senjor teach-
er, master teacher and distinguished teacher;
or associate teacher, staff teacher, senior
teacher or master teacher.®

Teacher ranking might use the medical
profession’s terminology as did the city of
Rochester, New York: intern teacher, resident
teacher, professional teacher and lead teacher

23, Ibid,
24. A.L Schiff, “On the Making of the Jewish Teaching
Profession,” Jewish Education, 33:3, Fall 1985.
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— the latter term taking a leaf from the Car-
negie Report on teaching,*

. Creating the category of lead teachers is an
excellent way of rewarding outstanding ser-
vice and competence. Given their pedagogic
experience and effectiveness, lead teachers
can provide educational leadership in a varie-
ty of ways including teacher training, curric-
ulum development and teacher evaluation.

Another approach to providing teacher
growth opportunities has been recommended
by Lee Shulman who notes that the teachers
he respects most are uncomfortable with the
ladder idea. “They want opportunities to dif-
ferentiate their functions during the course of
the careers, but not necessarily in a one way
fashion. We probably need a new metaphor: a
ladder may be misleading because ladders go
up, suggesting something else is down. We
need a model like the one in medicing, where
getting better and more respected as a physi-
cian does not mean that you've stopped caring
for patients. The chief of medicine at a good
hospital takes on leadership responsibilities,
but continues to be fully involved in prac-
tice."%

Using the lead teacher idea as a lateral con-
cept with differentiated pay for added peda-
gogic curriculum and administrative respon-
sibilities is one way of implementing this
nonladder approach to growth.

Regarding principals, professional growth
— and empowerment — might be achieved
via principals’ councils established and
staffed by the bureau. A cost effective way of
involving principals, in their own self-
development, the council acts as a support
group, a sharing mechanism and a learning
environment. Within the council setting,
principals can work on common projects, de-
velop self-growth activities in a
nonthreatening climate and initiate program
proposals for implementation in individual
schools

25. A Nation Prepared: Teachers for the 215t Century, the
Report of the Task Force on Teaching as a Profes-
sion, Carnegie Forum on Education and the Econo-
my, 1986,

26. Ron Brundt, “On Assessment of Teaching: A Con-
versation’ with Lee Shuiman,” Educarion Leuder-
ship, 46:3, November 1988, p. 44,
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Afterword

If one applies the criteria of a profession to
Jewish education. we find, indeed, that it is
wanting all the atiributes that characterize a
true profession.

Given the current level of awareness by
Jewish communal leadership of the impor-
tance of Jewish education for Jewish continu-
ity and for the enhancement of the quality of

TEACHERS AND PRINCIPALS 11

Jewish life, there is reason to believe that sup-
port will be forthcoming to help professional-
ize the Jewish education vocation,

The key to upgrading the career of Jewish
educators lies, in great measure, in the hands
of the respective bureaus of Jewish education.
Individually and collectively, it is both a chal-
lenge and an opportunity.
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The Manpower Crisis in Jewish Education:

Real Problems and Realistic Solutions

INTRODUCTION

J EWISH EDUCATION in the
United States has undergone many changes
since the days of the siddur peddler and
heder melamed. These may be classified
under three broad headings: quantitative,
institutional and organizational. Some of
the changes have been purely quantiiative.
There have been increases in the number
of pupils—from 45,000 in 1900 to
550,000 in 1968, and incresses n the
percentage of Jewish school-age children
attending a formal Jewish school during
a given year—from about 20% in 1900
to approximately 50% in 1968. The num-
ber of schools has also increased dramatic-
ally.
Changes in the nature of the Jewish
educational institution have takea place.

Dr. Auvin Scuirr is associate professor of edu-
cation, chairman of the Department of Religious
Education, Ferkaul Graduate Schoal of Hu-
manities and Social Sciences, Yeshiva Univer-
sity, and coordinator of Hehrew teacher training
programs in the undergraduate schools of the
University, This paper was presented at the
Fifth Natienal Conference on Jewish Education
sponsored by the American Association for Jew-
ish Education, New York Hilton Hotel, March
18, 1966, Statistical data have been updated.

(12}

The first half of the 20th century has
seen the rise and decline of the heder,
and the almost total disappearance of the
private melamed. It has witnessed the
growth and gradual deterioration of the
communal Talmud Torah, the develop-
ment of the less intensive congregational
Hebrew school and the one-day-a-week
school and the remarkable growth of the
Jewish Day School movement which now
claims more than 300 schools and depart-
ments and about 65,000 pupils,

Changes in the organization of Jewish
education have occurred. A variety of
ideological and central educaticnal agen-
cies and departments, national commis-
sions of education, and local bureaus of
Jewish education made their appearance
on the American scene during the last six
decades,

The quantitative growth, the institu-
tional developments and organizational
changes in Jewish education were not ac.
companied by substantial increases in the
number of competent instructors and
supervisors. On the contrary, the ranks of
qualified Jewish school personnel have
become depleted gradually during the last
25 years. The major source of teachers
and administrators for American Jewish
schools disappeared with the annihilation

N

From: Jewish Education quarterly, 38:3, June ."1968 )
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of the Central and East European Jewish
commuaities. Neither the¢ American Jew-
ish community nor the State of Israel has
been able to keep pace with the growing
personne! needs of Jewish education in
the United States and Canada.

The shortage of Jewish school personnel
has been a leading topic of discussion
in Jewish educational circles for more
than a decade,

As one educator has noted, “all that can
be said on this subject has already been
sald, It has been wrung dry.”! Neverthe-
less, we persist to discuss it in the hope
that, in our typical Jewish stubbomnness,
we will some day discover the one drop
of mayim hayim.

Permit me, therefore, to raise a number
of issues in the expectation that they will
yicld sufficient reaction—either in support
of, or in opposition to my views—to em-
bark upon the improvement of a condi-
tion we have been bemoaning individually
and collectively for so many years. Re-.
cently, 1 addressed a meeting of the
Praesidium of the World Council on Jew-
ish Education on the topic of recruitment
and teacher education,” My remarks today
incorporate much of what I said at that
world conclave, since they are pertinent
to the focus of this workshop.

The forum provided by this conference
scems especially conducive to the launch-
ing of an all-out thrust towards a solution
or to a series of solutions to the problems
to which we address ourselves today.

While I am aware that this conference
represents a cross-sectional interest in
the problems of recruitment and training
of teachers, I am not especially conversant
with the needs of the Reform schools,
particularly of the one-day-a-week schools,
and am therefore happy that Rabbi
Schindler is a discussant for this session.

At present, the Orthodox and Conserva-
tive schoois and some of the Reform
schools draw upon the same undiffer-
entiated sources for their teaching per-
sonn¢l. This condition is a dimension of
the seriousness of the manpower problem.
At the height of an era of great ideologic-

al divergence and rapid tri-directional
growth, the various Jewish movements
still depend, for the most part, upon old,
slow-moving processes for the production
of their educational personacl.

THE RECRUITMENT PROBLEM

To begin with, let us clearly focus on
the problems of recruitment. Each of the
problems suggests a target for the Amer-
ican Jewish community to reach.

TARGET 1: Collect and Analyze Infor-

mation About Teacher Per-
Jonnel.

What are the facts? There is no real
objective data. This, in itself, is a problem
that deserves attention, A recent educated
guess supplied by the American Associa-
tion for Jewish Education to the Jewish
Telegraphic Agency has it that there are
13,000 licensed and unlicensed Jewish
teachers in the United States and Canada.
Dr, Alexander Dushkin estimates that
there are about 19,000 Jewish teaching
posts in the United States of which 6,500
are in afternoon schools and 3,000 are
in Jewish Day Schools.® Last night we
heard from one “informed" speaker that
there were 17,000 Jewish school person-
nel in this country, While exact ¢urrent
figures are not available, the percentage
of non-licensed teachers is staggering in-
deed. Licensing per se does not indicate
effective performance, as non-licensed
status does not preclude quality teaching,
Nevertheless, certification is the best
means presently at our disposal for meas-
uring, however, roughly, the degree of
minimal acceptable performance,

The most recent information indicates
that there {s 2 need (due to annual teacher
attrition) for approximately 900 teachers
each year. During the past decade, the
Hebrew teacher colleges have graduated
annually between 100 and 150 young peo-
ple eligible for certification by the Na-
tional Board of License or by approved
local Jicensing agencies. According to in-
formed sources, between one-third and
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one-half of these graduates assume teach.
ing posts in Jewish schools. However, no
more than 15%—20% of the graduates
become career teachers.

The other sources of recruitment are the
yeshivot gedolot, the rabbinical seminaries
which ordain between 150-200 young rab-
bis each year, a large percentage of whom
go into teaching. Five of the larger semi-
naries in cooperation with Torah Ume-
sorah, have recently organized teacher
training programs for their students. In
addition, there are the Beth Jacob teacher
seminaries which supply about 50 teachers
a year, particularly for the Beth Jacob
movement. Finally, there is the Israel
teachers’ exchange, which in 1964-65,
supplied 187 Isracli teachers for Amer-
ican schools. During the current school
year 126 Israelis are teaching via the
exchange program.

Simple arithmetic shows that, according
to the most optimistic estimate, thers is
an annual deficit of approximately 500
teachers, )

These positions are filled by a variety
of “recruits”, although known to us, might
be identified for the purposes of this paper.
They are:

a) the American version of the lo

yuizlah;

b) the enterprising young person with
some Judaic knowledge eager to supple-
ment his income;

¢) public school teachers with varying
degrees of Jewish education;

d) young people with Hebrew back.
ground who need part-time jobs while they
prepare for more lucrative and more intel-
lectually satisfying experiences;

e) young girls with' some Hebraic
knowledge biding their time before mar-
riage; '

f) young religious men with intensive
emotional attachments to Judaism and
cqually strong traditional Jewish back-
ground, who are not professionally trained
to do anything else, and to whom teaching
is a kind of “path of least vocational re-
sistance”, aod
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g) Israeli immigrants (differentiated
from the Israeli exchange teachers) who
for the most part, do not meet the religious
requirements of the great majority of
schools. Many of them lack basic knowl-
edge of Jewish religious life and observ.
ances and do not have the necessary
pedagogic training for effective teaching
in American schools. Generally, they lack
sufficient fluency in the English language
to meet the needs of schools in which
English is the medium of instruction, In
addition, they generally do not have
serious career commitment 10 Yewish edu-
cation. They are either graduate students
or businessmen( or spouses of students
or businessmen) who plan to leave Jewish
education as soon as their educational
and/or professional goals are attained,

Direct recruitment from Israel also takes
place. A number of large Hebraic day
schools, regularly send their principals to
Israel to engage teachers for short term
periods. This procedure, at most, accounts

" for 20 teachers a year.

Why is there a shortage of trained
teachers? Of all the answers, all too well
known to us, two arc particularly vexing.
First, there is a shortage of inspired young
people in the Hebrew high schools, the
solitary American source from which the
Hebrew teachers colleges recruit their
prospective students,

Secondly, there is a shortage of inspired
students in the teacher training schools.
The drop out rate in Hebrew teacher
colleges was reported by the National
Committee on Teacher Education and
Welfare of the American Association for
Jewish Education to be between 30-43%
in 1957-58. I would venture to say that
this is a rather conservative estimate.
Moreover, the fact that to begin with, a
large percentage of the students in some
of the Hebrew teacher colleges are Israelis
underscores the seriousness of the prob-
lem.

These reasons for the shortage sharply
indicate that the Jewish community must
tap more effectively the existing sources
of teacher personnel.
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TARGET 2: Recruit Students in the
Hebrew Teachers Colleges
for Jewish Education
‘Careers.

What is nceded is an intensive, con.
tinuous campaign to recruit prospective
teachers from the student bodies currently
corolled in the various teacher training
schools. We must lay claim to the students
in our teachers' institutes, They are a cap-
tive audience.

When Rabbi Joseph Baer Soloveichick,
the father of Chaim Brisker, was asked
by a delegation from Brisk to leave Viina
and become the Rav of the Brisk com-
munity, he refused. Soon, another delega-
tion was dispatched to try to convince
him. Again he refused. Whereupon, one
member of the delegation got up enough
courage to say “Rabbi, we cannot bring
a ‘po’ report to the 4,000 Jews in Brisk
cagerly awaiting your arrival. You can'’t
say ‘no’ to 4,000 people”. To this plea
Rabbi Soleveichick had no breyrah but
to acquiesce.

It is in this spirit of commitment,
brought about by inspired teaching and
personal guidance that students must be
won over to the teaching field. If we will
not be able to win over those already in
our schools to careers in Jewish education,
whom will we be able to recruit?

TARGET 3: Make Course Work in
Hebrew Teachers Colleges
More Relevamt to Needs

of Prospectlve Teachers.
In this regard, there must be greater
realization on the part of the already
dedicated faculties in our Hebrew colleges
of the specific role of their college in
preparing teachers. Helping the teachers
to understand their role and to interpret
it effectively is a challenge 10 a combined
eflort, In gvery course they must engender
the feeling regarding the pragmatic value
of the subject, that it is being studied so
that the student can eventually utilize this
knowledge in his own teaching. Teacher
college faculty should become more in-
volved in the pedagogics of instruction.

FP.4/14
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They must kindle the spark of love for
Hebrew teaching by serving as models
for their students. Intensified efforts should
be made to encourage students in the
Jewish studies programs (in schools where
these exist) to transfer to the teacher
training programs.

TARGET 4: Prepare Students in Me-
sivtot for Careers in Jewish
Education,

What is needed also is the recruiting
and training of young scholars in the
various Mesivtot for teaching careers. It
is for this very reason that special Master’s
degree programs in Jewish pedagogy have
been initiated by the Department of Reli-
gious Education of the Ferkauf Graduate
School of Yeshiva University. These pro-
grams, however, serve a small segment
of the Mesivta population since they are
limited to ordained rabbis who have a
collegiate undergraduate background. The
training of young rabbinical students for
educational careers must become a com-
munity-wide concern.

TARGET 5: Establish a National Foun-
dation to Provide Scholar-
ships to Prospective Teach-
ers on the Basis of a
Student Benefit Theory.

What is needed is the development of
a viable program to recruit high school
pupils into colleges.

Realism is often harsh, especially to
sensitive people. We Jews are a sensitive
people and the realities of teacher recruit-
ment are indeed harsh, It is a sad com-
mentary on life that monetary means
must be used to entice young people to
prepare for a profession that requires
much idealism. But, without competitive
scholarships the American Jewish com-
munity will lose many prospective students
for its Hebrew teachers colleges.

What is needed is the establishment of
a national foundation to sponsor a large
scale scholarship program for future teach.
ers. What is needed is a communal foun.
dation to allocate funds on the basis of
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a student-benefit theory. This would have
the dual effect of attracting individual
students and motivating current schools
to recruit new students more actively,

The teacher training schools should
not have to go pleading to the existing
funds and agencies for scholarship aid.
Neither should they have to. compete for
the same money that is made available
for European lands. A case in point is
the Memorial Foundation for Jewish Cul.
ture with limited funds to serve world
Jewry,

TARGET 6: Reclaim the Unqualified
Teachers Via an Intensive
Crash Program of Re-edu-
catlon,

What is needed, then, is an American
fund sponsored by American Jews to meet
American Jewish needs,

The teacher-retention power of Jewish
schools is sadly wanting. The turnover
of young teachers is practically severe,
They leave teaching after a few years,
often to be replaced by other temporary
recruits or by some unqualified or un-
trained persons, who, for the lack of other
professional opportunity, remain Jewish
school teachers. With proper training
many of this latter group can achicve
instructional competence,

What is needed is a crash program to
reclaim the unqualified. This means, re.
cruiting, as it were, a select number of
young teachers—presently unqualified be-
cause of inadequate preservice prepara.
tion— for intensive reeducating. These
people ‘are 2 captive audience, They are
already teaching in our schools. If 100
such teachers were, to be retrained during
the next two years, that would be consider-
ably more teachers than the number of
graduates of Hebrew teacher colleges who
enter the ranks of career teachers during
a two year period, Following this plan,
it is conceivable that 500 teachers could
be recruited into the ranks of the qualified
from the unqualified during the next ten
years. Such a program would demand the
cooperation of Hebrew teacher colleges,
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local bureaus, the National Board of
License, communal certifiying agencies
and individual schools.

I am not unmindful of the in-service
programs sponsored by the Jewish Agen.
cy, the local bureaus, Torah Umesorah,
Yeshiva University, United Synagogue
(particularly in conjunction with the
Melton Program), the Union of American
Hebrew Congregations, and the college-
conducted in-service courses in a number
of cities, principally New Haven, Spring-
field, Mass., Providence, Washington, and
Milwaukee, These are already in-service
courses. They are significant developments
and should be continued and improved
upon. However, these will not give the
necessary relief. What i3 needed is an
all-out massive campaign to retrain large
groups of teachers, The incentives for this
retraining must be provided by the respee-
tive schools in ¢ollaberation with the local
bureaus and supported by a special fund
set up for this purpose. This teacher
reclamation fund might be known by a
prestigious name to lend weight to the
project. It is not a new idea. But, I would
be remiss if I were not to mention its
sine qua nom importance. Who knows?
The sheer incidence of repetition may one
day yield an appropriate response.

TARGET 7: Refocus Israel Teacher
Exchange Program to Meet
Needs of American Jewish
Community.

Mdre effective tapping of existing
sources means also the better utilization
of the Israeli teacher-exchange program,
However competent Israeli teachers may
have been in Israel, they pose a serious
problem vis-a-vis meeting the needs of
Jewish education in the United States and
Canada. They frequently lack the ap-
propriate linguiStic, social and religious
orientation for e¢ffective performance in
the variety of American Jewish schools.
What is needed in the case of the exchange
teachers is vital meaningful recruitment
based on two criteria: selectivity and
orientation. Prospective Israeli personnel
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must be carefully screened in Israel, even
at the possible expense of a reduction of
the number of recruits, Our major interest
is in choosing the appropriate applicants.
The selection of teachers must be done
via an ongoing year-zound recruitment
process which might involve face-to-face
interviews, on-location appraisal of teach.
ing performance, and receipt of  appro-
priate recommendations.

Once chosen, the Isracli teachers should
be properly oriented for ‘the kind of
work for which they are being recruited.
A team coasisting of former teachers in
the exchange program and American edu-
cators should be co-opted to develop and
supervise such a program. The exchange
program should be reviewed also for the
purpose of establishing limits for length
of service.

TARGET 8: Send Qualified American
" Teachers to Israel for a
- One Year Exchange Visit.
Concerning the Isracl teacher-exchange
idea, T wish to underscore the need of
an activity for which T have been cam-
paigning vigorously for the last § years.
The real meaning of exchange must be
introduced to Jewish education. The Israel
exchange program must become a regular
—albeit limited—two way street.
Principals should be encouraged to send
qualified teachers to Israel for short-term
(one year) exchange visits, This can best
be implemented on a national scale via
the existing exchange program. In addition
to the obvious benefits to the individual
teacher and school, such an arrangement
would create 2 vital bridge between the
American Jewish community and Israel.
The tapping of existing sources must be
accompanied by other long-awaited meas-
ures.

TARGET 9: Establish a Vital, Central
Placement Service.

What is needed is an intensive, ongoing
vital central placement service. This means
the setting uvp of a central registcy, the
pooling of information about available
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positions and personnel by each of the
national and local agencies. It is a difficult
task involving reappraisal and funda-
mental readjustment of their go-it-alone
policies and practices.

TARGET 10: Establish a National Fund
Based on a Teacher Bene-
fit Theory jor the Enhance-
ment of Teacher Status.

What is needed are drastic, shocking
changes in the attractiveness of the He-
brew teaching profession—a long range
national program for the enhancing of
teacher status and for the raising and
equalizing of teacher salaries both within
the Jewish teaching profession and in rela-
tion to prevailing standards of public edu-
cation. This may sound like a pie in the
sky. It will take millions of dollars to
implement it. This program begs to be
initiated. And it must be developed on
the basis of a teacher-benefit theory, If
it cannot be done with all teachers, it
should ke achieved with a significant
segment OF the teaching force, Whatever
may be said regarding the impracticability
of such a recommendation must be
weighed in light of the fact, that for years
all the practical approaches have been to
little avail,

When the status and financial position
of the Jewish educational functionary be-
comes at least equal to that of the Rabbi,
then can we hope to attract the serious,
superior prospective educator so vitally
needed to assume leadership roles in Jew-
ish education in the years to come, Steps
in thig direction have already been taken
by the American Association for Jewish
Education via the National Committee
on Teacher Education and Welfare. The
Committe¢ has published and distributed
a series of important promotional ma-
terials, chief among them was the ap-
pearance for several years of the semi-
annual newsletter Our Teachers. It insti-
tuted a national pension plan. It organized
a recruitment program. It adopted a guide
to a code of practices and established Yom
Hamoreh. Steps were taken to resolve

P.e/ld“l_-
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the problem. But, in face of its size
and severity, these were baby steps. Ac-
cording to the American Association for
Jewish Education orientation memo-
randum for this conference, “The dimen-
sions of this crisis (the teacher shortage),
which grew larger with cach passing year,
mitigated against the Committee’s suc.
cessful effort.”

What is needed, rabborai, are giant
steps: giant steps to initate a national
and comprehensive insurance and pension
system for licensed teachers and prin.
cipals; giant steps to insure a minimal
wage; giant steps to refine, implement and
strengthen the national code of practice;
giant steps to provide fulltime employ-
ment opportunities in Jewish education.
(In regard to the latter nced we must
explore the possibility of cooperation with
Jewish communal centers and YMHA's.)
. The giant steps must be giant. They
must be national in scope and non-ideolog-
ical in structure and intent. To this end,
the current plans of National Couacil for
Jewish Education, National Association
of Temple Educators, Educators Assem-
bly, the fledgling Hemed (Hever Morim
Datti-im), and the burcaus should be
studied to determine possibilities of con-
version to, or conjunctive arrangements
with a national program.

While it is improbable ‘and unrealistic
and not desirable from my personal point
of view to try to overcome ideological
differentiation via common school pro-
grams, it is not unrealistic, nor should it
be impossible to express one phase of the
“unity in diversity” thesis via uniform
and/or cooperative personnel practices. It
is in this area that the American Associa-
tion for Jewish Education, in its efforts
to reorganize, can make a vital contribu-
tion to the improvement of Jewish educa-
tion.

American Jewish life, like all life, is
cra.oriented. American Jewry has been
through many petiods of change in a
relatively short time, It has been witness
to the eras of early settlement, social ia-
tegration, mass immigration, Americaniza-
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tion, cconomic growth, demographic mo-
bility and internal diversity, Currently we
are at the peak of the era of great diversity,
The next era must be one of consolidation.
New ideas, new aproaches, new organiza-
tional patterns must be directed towards
increasing the probability and reality of
jointcommunal effort. Jewish education
is one area where consolidation might
begin to take place,

American Jewry has shown the capac-
ity, ability and resiliency necessary for
cooperative ventures, I refer to the
heightened Zionist efforts on behalf of Is.
racl, Although cooperation in the instance
of Isracl was peripheral philanthropic
and temporal, the American Jewish com-
munity rose to the challenge. It is not too
carly to demonstrate this same ability
again. And a pew program or new guide.
lines such as we may initiate during our
deliberations can well serve our cause.
One way to cut across ideological bound-
aries is to finance the recruitment of teach-
ers and the improvement of their status on
an individual basis (student benefit or
teacher benefit) rather than via group or
institutional arrangement. This is definite-
ly feasible. The machinery to deal with
1500 students and aproximately 8,000
teachers (excluding one-day-z-week in-
structors) need not be overly cumber.
some. It is casily managed in public
education and properly organized can be
a source of infinite blessing to Jewish
education.

TEACHER EDUCATION®

Teacher-Education in the 1960's

Permit me now to turn your attention
to teacher education. In the history of
American teacher education, the 1960's
will be recorded as the decade of intensi-
fied examination, experimentation and
criticism. During the past six years there
have been a plethora of major conferences
on teacher education. Many important

* For amplification of some aspects of thiy
part of paper, sce this writer's article, “New
Concepts in Teacher Education,” Jewish Edu-
cation, 38:1, January, 1968,



'9@ 16:23 BD OF JEWISH EDUCAT

P.8714

THE MANPOWER CRISIS IN JEWISH EDUCATION 19

books and articles have been written on
the subject. The 1960’s are witnessing
heightened teacher education activity on
the part of such prestigious groups as the
National Commission on Teacher Educa.
tion and Professional Standards of the
National Education Association, the Fund
for the Advancement of Education, the
Ford Foundation and American Associa-
tion of Colleges for Teacher Education.
Books like James B, Conant’s The Educa-
tion of the American Teacher and James
B. Koemer's The Miseducation of Amer-

ican Teachers have become household

topics of conversation,

Currently, teachers and teacher edu-
cators are exposed to public scrutiny more
than ever before in the United States.*
This creates a problem in Jewish educa-
tion as it does in general education. The
problem, put simply, is that “unlike any
other professional group, we educators
deal with substance that is not only critical
to the public at large, but is also perceived
by many as part of the public competence
rather than as specialized expertige.”?

The topic of teacher education assumes
particular importance against the back-
ground of social changes relevant to
teacher education, the outstanding of
which is the accelerated democratization
of higher education. The dramatic initia-
tion of massive government programs——
the Economic Opportunity Program, the
expanded National Defense Education
Act, the Elementary and Secondary Edu-
cation Act of 1965, the Higher Education
Facilities Act, the Higher Education Act
of 1965, all have direct implications for
Jewish teacher education.

New institutions have sprung up to
meet new social demands, such as the Job
Corps program, Project Headstart and
community action programs.

This too has bearing on our Jewish
teacher education problem. Whereas there
is increased ferment, heightened activity,
and massive funding in general education,
no such parallel can be drawn for edu-
cating the “Jewishly disadvantaged”, for
founding resecarch projects in Jewish

schools of higher learning, for Jewish
teacher scholarship incentive programs,
for experimentation in Jewish pedagogy.

It is interesting to note that all of the
new government programs for education
avoid eatering into formal relationships
with existing schools and teacher-educa-
tion programs because they view “the
establishment” as resistive to change and
unable to respond quickly to the new
requirements of the present situation.®

Jewish teacher ¢ducation establishments
must respond to new needs. They must
readjust to the new requirements of the
present American Jewish community, Like
the problems of recruitment, these needs
also suggest targets for the Jewish com-
munity to achieve,

TARGET 11: Study the Current Teach.
er Programs in Light of

- American Jewish Needs.
Currently, there is painfully little re-
search about Jewish teacher education.
What is needed is basic investigation into
the various phases of teacher preparation.,

TARGET 12: Develop an Operational
Definition for Desirable
Professional Behavior.

In examining Jewish teacher education,
one is struck by the fact that we are oot
certain that we have been preparing the
kind of teachers that are required to mest
our current needs. Moreover, there is un.
certainty and Jack of agreement with
respect to what knowledge is most perti-
nent to the professional education of
teachers. In this, we are not alone. Present.
ly, this subject is a burning question in
general education.” What is necded in Jew-
ish education i3 an operational definition
of desirable professional behavior pro-
gram, This involves the developing of a
model or a number of models of appro-
priate teacher performance.

The suggestion to establish a new con-
ceptual framework for the professional
training of Hebrew teachers is not new.
The National Committee for Teacher Edu.
cation and Welfare in 1958 called for
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“total reorientation oa the part of our
teacher training schools™.® It strongly re-
commended “that a conference of deans,
registrars and other administrative heads
of the various teacher colleges be con.
vened for the purpose of discussing such
recommendations.”® A number of such
meetings did take place. But the cffort
died or was killed because of the un-
readiness of the American Jewish com-
munity t0 finance the implementation of
the recommendations. Ve-hamayvin yavin,

Any recommendations of this paper will
also remain academic unless firm meas.
ures are taken to implement them. The
specific restructuring of programs would
involve relatively small expenditures. It
would call on the special talents of teacher-
educators, behavioral scientists and sub-
ject matter specialists rather than ad-
ministrators.

The Hebrew teachers college must be-
come¢ a professional school. It must
become professionally oriented without
sacrificing the scholarly approach.

The programs must provide the umque
bodies of knowledge and the unique skills
required by the prospective Hebrew teach-
er that is not needed by the typical grad-
vate not planning to make Jewish educa-
tion a career,

TARGET 13: Develop a Concepiual
Framework for Teacher
Preparation.

The programs must be geared to the
increasing challenges of all day Jewish
education. They must be geared to the
expanding concept of the role of the
Jewish teacher in supplementary Jewish
education. This has been indicated on
numerous occasions during the past two
decades but has yet to be implemented
effectively,

In 1958, the subcommittee on Teacher's
Professional Training of the National
Committee on Teacher Education and
Welfare recommended the training of
teacher-education workers or multi-skilled
education workers. The Committee noted
that it was aware of the criticism of this
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approach and stated, nevertheless, “that
cquipping 2 substantial segment of the
teaching profession with at least one
allied skill not only constitutes a partial
answer to the problem of creating full-
time economic opportunities—a condition
which is indispensable to the professional.
ization of Jewish teaching—but is a genu-
ine response to a truly felt need in our
da .--m

Such skills include group work, adult
education, recreational and cultural pro-
gramming. Last week I participated in
a 3-day conference of executives of Jewish
communitiy centers and YMHA's (con-
vened by the Jewish arientation and Train-
ing Seminars which is sponsored jointly
by the Jewish Education Commitee of
New York and the New York metro-
politan section of the National Jewish
Welfare Board) on the topic “Jewish
Content in Youth Activities.” In my
presentation I challenged the executive
director 1o engage Jewish educational per-
sonnel on their staffs. From indications
of their favorable response it seems that
the Center movement is prepared to con-
sider scriously the employment of “Jewish
value specialists”. This area of activity
must be explored fully by the Jewish
education community.

TARGET 14: Prepare Teacher-Scholars.

One of the serious shortcomings of the
teacher colleges is that they do not pro-
duce teacher-scholars. For this informed
audience there is no need to make any
lengthy analyses of this situation., One
example will suffice.

The 1958 study made by the National
Committee on Teacher Education and
Welfare indicates that Hebrew College
graduates arc rarely engaged t0 teach
classes beyond the 4th grade in a yeshivah.
It is the exceptional graduate who is equip-
ped knowledge-wise to teuch in the upper
clementary grades and in the junior and
senior high school levels of the Jewish
day school, My own experience between
1956 and 1965 with teacher placement
in the day schools of greater New York
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via the Department of Yeshivoth of the
Jewish Education Committee, adequately
bears this out. On the other hand, the
musmachim of the various mesivtot who
are employed to teach the upper grades
are not adequately prepared—neither
Hebraically nor pedagogically. If the day
schools are important to American Jewry
in terms of reversing a downward trend
In Jewish education, if they are significant
as the single elementary educational in-
stitution (or almost the only elementary
school-type) to provide intensive Jewish
education, if the Jewish day schools repre-
sent American Jewry's answer to the train-
ing of future Jewish leaders, if they are
a factor in our creative survival—then
preparing teachers for this type of school
must be a primary concern of teacher
¢ducation,

The dual function of teacher.scholar
has been suggested as the necessary mini-
mum for effective general education.
Should it be less for Jewish education?

NEW TEACRHING TECHNOLOGY

TARGET 15: Introduce New Teaching
Media into Hebrew
Teacher Programs.

The past decade has been witness to
rapidly changing educational technology.
This is generally not reflected in Hebrew
teacher education programs. What is
needed is the development of new media
for making the preparation of teachers
more effective. The adaptation of new
educational devices to the needs of He-
brew teacher training appears to be a
nccessary step at this time. Programmed
instruction, kinescope recordings by re-
mote control of student teachers as devel-
oped recently by Hunter College in New
York City, the wise use of films and
recordings, the introduction of one-way
mirror demonstration centers as now
planned by the Ferkauf Graduate School
of Yeshiva University—all of these media
and many morc—must be studied and
adapted to the specific needs of Hebrew
teacher education.
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STUDENT-CENTERED APPROACH

TARGET 16: Establish Effective Guid-
ance Programs in the He-
brew Teachers College.

Unlike the general college of education,

our Jewish training schools, with one ex-
ception¥, are small institutions and do
not share in the general trend of develop-
Ing into large institutions. One of the
serious criticisms leveled against the Amer-
ican teacher colleges is the depersonaliza-
tion caused by their increasing size. While
it does not augur well for the much needed
mass output of teachers, the smallness
of our schools has a definite plus value.
Small student bodies are conducive 1o in-
tensive guidance, to a one-to-one faculty-
student relationship. It is this student
centered-guidance approach, more than
any other factor that is responsible for the
large number—80% —of all graduates
of Yeshiva University's Teachers Institute
for Women between 1956-1968—who
are currently teaching.

To be successful, guidance—in which

"all faculty members according to their

ability are assigned a number of students
whom they get to know on a very per-
sonal level—must be initiated during the
students' first year in school. Beginning
as academic counselling this procedure
progressively involves the social emotional
and cultural-religious facets of the stu-
dents’ lives. In its final form the guidance
is vocation-centered and continues even
during the first few years of their em-
pleyment,.

At the core of the guidance program
is the principle that basic responsibility
for learning rests with each student. One
aim of the student.centered approach is
to help the student learn how to leam,
and develop a thirst for further learning.

TARGET 17: Explore Possibility of In-
dividualizing Frograms of

Teacher Preparation
Another personal dimension in teacher
education must be considered. That di.
mension, which is receiving serious atten-
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tion in general education. is building cur-
riculum in terms of “each prospec-
tive teacher-scholar’s unique . conceptual
scheme.”? In light of this principle, it is
recommended that “when we plan our
programs we cannot operate under the
illusion that we create a single curriculum
best suited to all students, Instead, we

must plan teacher education in such a.

way that we systematically provide op-
portunities to know what differences exist
within each of our students and develop
flexible programs which offer a wide
variety of approaches for reaching the
professional goals of teacher.scholar.”13
The immediate reaction of Jewish teacher-

educators might be to dismiss this sug-.

gestion as irrelevant, for no other reason
than the basic physical limitations of our
programs. Before that is done I would
urge careful study of the implications of

such a statement for Jewish teacher train- |

ing,

Underlying the success of a viable
guidance program—and here lies the dif-
ficulty—there needs to be the promise
of long-range support—intellectual, emo-
tional and financial.

DIRECT EXPERIENCE

“Only student-teaching should serve as
a stipulated certification requirement for
future teachers in each state”.!¢ This was
James B. Conant’s sole positive finding
concerning licensing requisites when he
lashed out against current certification re-
quirements in the respective states of the
Union.

TARGET 18: Develop Meaningful Stu-
dent Teaching Programs.

One may draw a parallel need in Jewish
education regarding the reappraisal of the
certification requirements for Hebrew
teachers’ licenses, but this is not within
the scope of this paper. What definitely
is our concern, however, is the importance
of direct experience in teacher education.
Without the variety of direct experiences
—pre-teaching, student-teaching, intern.
ship, supervised teaching during the first
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years of professional employment—we
cannot hope to prepare teachers who can
adequatcly meet the challenges of the
Jewish school,

. The laboratory-type experience which
has no substitute and must be cooperative-
ly planned by supervisor, host school and
cooperating teacher, depends largely on
'student feedback for its effectiveness. Re-

“ceiving the feedback, analyzing it, react.

ing to it are time consuming matters.
For this alone it pays to extend Hebrew
teacher preparation to a five year program.
Gaining competence with the basic tools

-necessary for teaching, practicing funda-

mental skills, analyzing teaching situations,
apprenticeship in the sense of “trying
one's wings”, should all be accomplished
during the student's residence in the
teacher college and not after he graduates
from it. V'dal Lahakima.

The direct experience component of
the professional preparation of teachers
can best be controlled and supervised via
demonstration schools in which the edu-
cation faculties of the respective teacher
colleges have policy-making and decision-
taking roles. Sufficiently large demonstra-
tion schools have other significant values
for Jewish education, a discussion of which
is not within the scope of this paper.

TEACHER EDUCATION ECONOMICS

TARGET 19: Improve Status of Facul-
ties of Hebrew Teachers

Colleges in Qrder to At-

tract Superior Teachers.
Since I have used gencral education for
the framework of my few remarks I can-
not but enter a plea for a good infusion
of the American college into the Hebrew
teacher training school with respect to
faculty status. What our training schools
need to attract outstanding people are.
fewer hours of teaching, more time for
individual guidance and research and bet-
ter pay and welfare benefits, What they
necd is the cstablishment of appropriate
requirements for new and old faculty.
What our training schools need is the
establishment of full-time professorships



reo W WY 1b:eb BD OF JEWISH EDUCAT

THE MANPOWER CRISIS IN JEWISH EDUCATION

in education manned by scholar teacher-
educators. Since this breed of person is
almost non-existent, the implications for
preparing or encouraging the training of
these kinds of people are clear. -

Much has been said and written about
scholarship and stipend programs to at-
tract students to. our teachers colleges.
Nevertheless, I would feel remiss if 1 did
not state emphatically that the value of
full-scale financial support for teacher edu-
cation students must not be underesti-
mated, It is an absolute necessity in an
educational-funding oriented age.

THE ROLE OF THE TEACHER TRAINING
SCHOOL
TARGET 20: Expand the Role of the
Hebrew Teachers College.

It the Hebrew Teachers Colleges are to

assume a new leadership role in the Jewish
educational community—and they. must
assume leadership responsibility for the
theory and practice of Jewish education—
then they must be equipped to do so. The
first step in this direction i3 the establish-
ment of full-scale Departments of Educa-
tion manned by full-time educational pro-
fessionals in each of our teacher training
establishments, In cities which have such
schools, in-service programs should be
their responsibility and under their spon-
sorship with the assistance and support of
the bureaus, A metropolis like New York
is beset by special problems regarding in-
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service offerings. These can be best re.
solved by close working relationship with
the teachers colleges in the arza, provided
they have the necessary manpower to
make a significant contribution in the di-
rection of meecting in-scrvice and retrain-
ing needs of teacher personnel.

CHARGE TO THE AMERICAN JEWISH
COMMUNITY
All this adds up to a significant chal-
lenge to the American Jewish community,
If we have the courage to act, to stir, to

~ create, to dramatically stimulate massive

mavement to improve teacher recruitment
and teacher education, then, in the years
to come this meeting and others like it
will go down as the most crucial confer-
ences in American Jewish history, We
must be ready as 2 community to emulate
the tremendous financial support that the
American government is giving secular
educational institutions, even if it means
changing the entire concept of the organi-
zation of Jewish charity, and changing
the operation of the federation and wel-
fare funds. You and I know that this may
no longer be a dream. Jewish and non-
Jewish experts alike, have made strong re-
commendations in this regard. The solu-
tions to the Jewish educational personnel
dilemma must come from the community.
They cannot be forthcoming from the
Hebrew teachers colleges or from the
Jewish education profession.
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What is our D’mut Atzmit Quotient?

. healthy self-image is basic to teacher
ctiveness, so let's start working on
d'mut atzmit now.

. positive self-concept is essential in
arenas~in the community and in the
sroom. First it means believing in the
sute worthwhileness of what we do.

R S e e P

Unfortunately,
iany Jewish educators
re dversely affected
by the low esteem

in which they

are held

1 the community. . .

;h education is the key to the very ex-
;e of the Jewish community and is
srnerstone of Jewish enrichment. As
terface with parents, lay leaders and
'h communal professionals, our self-
ipt should radiate our feelings about
alue of our work. Moreover, we
be prepared to articulate effectively
gnificance of Jewish education as a
tio sine qua non for a viable Jewish
unity.
for' nately, many Jewish educators
jve..cly affected by the low esteem
ich they are held by the community
universal problem in the teaching
ssion. The resolution of this pro-
in the "Jewish community must
with Jewish educators—with our
serception of our self-worth and of
ntribution we make to Jewish con-
y

am not for myself who will be for
is an apt motto for us. This is one
: reasons the Conference of Jewish
itor Qrganizations (COJEQ)—with
live and prominent participation of
—has launched the “Year of the
t Educator” during the Hebrew
ar year Tismach.,

wndly, a positive self-image means
ng in ourselves, in our ability to
4 and impact the lives of our
ts and their families, This assumes,
rse, that we continuously work to
e our Judaic and educational

by Alvin L. Schiff

knowledge and improve our instructional
skills.

Imitatio Dei is a powerful Judaic prin-
ciple. After all, man was made in the im-
age of God. Having “‘His likeness”
places an awesome responsibility upon
Homo sapiens, especially on people
whose mission it is to influence the
behavior of others.

Emulating God, as a Jewish concept,
finds its early expression in a Talmudic
interpretation of a verse in Moses’ song
after crossing the Red Sea. ““This is my
God and I will glorify him' (Exodus
15:2). According to Abba Shaul, glorify-
ing God means ‘‘Be like him. Even as He
is gracious so you be gracious; even as He
is merciful, you be merciful’’ (Babylonian
Talmud, Tractare Shabbar 133:b).

On the one hand, human beings are en-
couraged to imitate the attributes of the
Almighty. On the other hand, people
often imitate other persons, especially
those whom they respect. Young children
are prane to follow the example of adults
—particularly in a school setting. In this
regard, teachers teach more through

Liking oneself
as a teacher
in a Jewish school,
and having self-
assurance
vis-a-vis the instructional
role, are crucial
dimensions of a
teacher’'s behavior.

what they are than through what they
communicate. Listen to Abraham
Joshua Heschel as he places the teacher
role in proper perspective:
...everything depends on the per-
son who stands in the front of the
classroom. The teacher is not an
automatic fountain from which in-
tellectual beverages may be ob-
tained. He is either a witness or a
stranger. To guide a pupil into the

promised land, he must have been
there himself. When asking him-
self: Do I stand for what I teach?
Do I believe what I say? He must be
able to answer in the affirmarive.
What we need more than any-
thing else is not texibooks but rext-
people, 1t is the personality of the
teacher which is the text that the
pupils read; the text that they will
never forget. The modern teacher,
while not wearing a snowy beard, is
alink in the chain of a tradition. He
is also the creator of the future of
our people. He must teach the
pupils to evaluate the past in order
to clarify their future.
The Insecurity of Freedom
(New York, The Noonday
Press, Farrar Strauss and
Giroux, p. 237.)

An anonymous poet expresses this
thought beautifully.
‘No spoken word nor written plea
Can teach young hearts what man
should be;
Not all the books on all the shelves,
But what the teachers are themselves.’

And ‘“‘what teachers are themselves”
significantly involves their feelings about
“themselves”. Liking oneself as a reacher
in a Jewish school, and having self-assur-
ance vis-a-vis the instructional role, are
crucial dimensions of a teacher’s behav-
jor. Indeed, there-is a relationship be-
tween believing in oneself and being ef-
fective, as there is a relationship between
believing strongly in a cause and achiev-
ing the'goals of that cause.

As teachers, we communicate our feel-
ings to our pupils via our everyday con-
tact with them. Willy-nilly, we are models
for our children. Self-confidence (based
upon sound Judaic knowledge and peda-
gogic skill) will help us translate our
teaching into positive pupil behavior,
Without a positive self-image, teachers
cannot possibly maximize instructional
impact. The message from all this is sim-
ple. Let’s all start working to improve our
d’mut atzmit. l

Alvin Schiff is Executive Vice Presi-
dent of the Board of Jewish Education of
Greater New York,
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*KEY TO STRATEGIES

Deavelop vignettes of Jewish education professionals and disseminate Lthem ta target populations, the
Anglo-Jewish press and cable TV.
Organize a letter writing campaign.

UJA-Federation invulvement: .

a) Motivate educators to be active in local Federation cmupul},n und activity; develop and distributae
guidelines to Jewish educators.

b) Encourage Federstion to involve Jewish educators in community work and in cainpaign activity.

Encourage local and national institutions to honor educators; develop and distribute guidelines to all

. communities; make inventory of community activities regarding the honoring of educators.

6)

8
7
8
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Complle and distribute informatlion about income potential for various occupations; compare to Jewish
education. Complle, Jistribute information and prepare manual on available scholarships in regards to
Jewish educator training.

Orient and train Jowish educators regarding the process of resourcs developinent {or educator enhancement.
Gulde Jewish educasora re: personal, professional, self-growth and f(inancial planning.

Prepare guldelinee and distribute Information re: full-time positlons.
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June 20, 1989

Mr. Morton L. Mandel

Commission on Jewish
Education/Norths Amcriea

4500 Euclid Avenue
Cleveland, OH 44103

Dear Mort:

First I want to extend an apology and express my regrets
fis wissing the mecting of the Ceammia=zimn non June . 14th.
The day had becon c¢leoared wn my schedule because of the
importance of the Commission. However, uvune 1l4th was wy

first day back in New York after two weeks of travel.
When I arrived, I discoveéred that a major roundat luis

submission deadline was that very day. Since we are
beginning a major new project with the foupdation and it
is my special personal responsibjlity, I had to drop
everything else to complete the work. Unfortunately, by
the time the work was complete it was too late to
participate meaningfully in the Commission meeting.
This is my loss because the work is of such promise and
such importance that I truly want to help in every way.
In the future, I hope that I will have betterxr luck
making the meetings.

Please extend my apology to the staff as well.

The advance materials for the meeting were very
promising., The focus on dealing with the shortage of
qualified personnel in Jewish educstion and with the

Cwaunuii ity lecadexros ae tna-;ic.- ngrantre vy ~rhanage renreasent s
Slyunlfivunl anad ampowmsome cohlwdssise:s Feoun 1 lias snminis o F ayea b

possibilities. While I remain concerned that the area
OF DO UOIMIWAE L mos Vg ssmsed IT:.-I tthaveae -iq o dancasr of +hao
Mandel Foundation's full impact being diﬂsipated over
- S e g - B - - T A r il & = - (ol N -

conmunity oite programe and othor ~omerete lghal options
will do much to offset that danger.

Magy T malbn o Faw [Sromastinne that | would nave made liad
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Baltimore) to undertake a comprehensive program w1Lh
speclal fundliay fawa bhe crnacrinl esnd

money from the Mandel and other foundations, there could
be a major impact in upgrading education in the total
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community, Part of the primitive and undeveloped nature
of Jewlish education is that even the good schools
struggle alone. With broader gauge funding, therc could
be cooperation, some integration of experience and
achievements and exchange of good experiments from one
institution to another, The initial impact of a one
community focug will he to cannibalize good personnel
from other communities and insgstitutions. In the 1long
run, however, this program will lead to upgrading of
standards and more good people coming into the field--so
it is worth the risk. At the least, the day schools or
the Hebrew schools or one community could be brought
together with special grants and with special help as
well as recruiting outstanding personnel to lead these
'‘newly experimental' schools. '

20 One of the most difficult problems facing
people in Jewish education is the absence of
recognition and of widespread communication of
outstanding achievement, It is my experience that it is
very difficult to get objective and accurate informatjion
about excellent principals in whatever school or
location they are. Not infrequently seniority or even
avajlability (i.e, the ones just fired are more
available than principals who are secure and doing a
good job in their school) are the basis of being
recommended for new jobs or for promotions. Perhaps one
can create some form of rating service with easily
disseminated conclusions so that people could know who
are the top ten principals of the top ten schools and
what each principal has contributed to them, etc. This
would go far to give strength to the high achievers,
access to communities and other schools that would like
to recruit such people, and a sense of competition to
hold the good people which can only redound to the
benefit of the entire field.

When you want to find out who is the top art expert in a
particular field or which is the best run museum or
university graduate department of quantum physics, you
can get such evaluations quickly. An c¢quivalent
development in the Jewish field would be an immense help
to rewarding and reinforcing excellence, The good
effect of this recognition in holding people in the
field could be strengthened even more by the creation of
some sort of network fairly early on, j.e.,, from
agraduate school on. While CAJE plays some of this
role, CAJE is particularly weak in the area of
recognition and professional advancement.
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s The denominational schools and seminaries
still are major forces in the development and training
of Jewish educators. For the most part, they do not
meet the standards of quality and excellence that are

expected in the university. This means either that the

Cununlooion ohould franklsy admit the trxuth and inuvmat
11t unldlveraliLy octiluaye Llicbl wee willlng te balic om eho

challenge of training of Jewish educators.

Alternatively, this means some direct confrontation with
the seminaries, offering rewards in the form of
financial help but putting pressure to upgrade gquality.
This is a very difficult bullet to bite but it must be
done if we are to move the field forward. (Since
strengthening the seminaries will also run the risk of
intensifying the denominational partisanship which is
already racking Jewish community life, some extra effort
mugt be made to offset the effect by c¢reating more
interdenominational and inter-group study experiences.
This is what CLAL is seeking to do. The field needs a
great deal of additional investment if we are to
prevent the extremes of polarization from winning out.)

Finally, CLAL is deeply involved in leadership

adnmast ian We have tried o build into ou
greater awareness Ol ne urgency or uewan guuﬁqffSﬂrSﬂﬁ

the importance of lifting standards of financial support
as well as of educational guality. The very fact of
going through personal learning has turned many
community leaders into partisans of Jewish education.
CLAL would be happy to cocoperate with the Commission and
to use our access to lcadership and our existing
leadership education programs to strengthen this effort
to upgrade commitment to Jewish education. (The staff
report could have been a bit more sensitive to CLAL's
work in this field but the important thing is not turf
but cooperation and coordination to maximize our impact
and to maximize the impact on the values of leadership.)

As you know, our program to create Beit Clal, a retreat
centex for upgrading Jewish 1life and living, is now
entering high gear. Every community could use retreat
centers as -part of a coordinated plan to upgrade
education for students for community leaders and for the
professionals who work in the field, We would be glad
to cooperate with any other communitiez in the creation
of additional centers around the country. We also would
be glad to lend Beit Clal for use in these kinds of
experimental programs.
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Many efforts are being made to upgrade Jewish life. All
should be brought together in cooperation. The
initiatives of the Commission are heartening and
important new developments, I congratulate you on the
effort and hope to participate individually and through
CLAL in every way,

Sincerely yours

7, il

Irving Greenberg

IG:blm
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QUOTES FROM DECEMBER 13TH MEETING

CHARLES BRONFMAN (First Time Speaking)

I have a problem and I don’t know if that problem is shared or
not shared. I worry a little bit that we’re sitting arcund this
table trying to reach a consensus and I don’t know if consensus
in this group 1is necessary or whether concise are more
appropriate. There are those of us interested in one aspect of
Jewish education and those in another one, and yes personnel is
important and yes fundraising is important. But, when I think of
th fundraising and other bodies that are around this table -- you
have foundations here, you have CJF here, JWB, JESNA, the
universities -- there are funding groups and I know that one of
the ideas is to get us all interested in doing more funding and
to influence people in our communities. I was also reminded at
the last meeting you clearly said =-- if my memory serves ne
correctly -- that what we were about was to get into some viable
programs, that your foundation would commit itself to one and you
hoped other foundations would also commit themselves. So before
Seymour discusses his paper (on personnel), where are we headed?
It’s very nice to talk about personnel but we’re not going to be
doing an institution for personnel, probably. We may, but I don’t
think that that’s going to happen. Is there going to be an
opportunity for those of us who would desire to do things in
education to work either under an umbrella, or do our own thing
and make sure that nobody steps on each other’s toes? Is that

where we are headed? And if so, is that going to come out of



today’s discussion? Or the next time? How do you see the timing

of this?

MIM’S RESPONSE TO BRONFMAN:

Let me take a stab at this; we really haven’t worked it out What
I hope happens today is that comments 1like yours are made --
partly asking questions, but really stating an outcome that you
would like. I know some of the areas you’re interested in and I
happen to be interested in some of them too. But I am reserving
judgment on where the Mandel Family -- I think I tried to clarify
that with Yitz Greenberg -- as one funder, Charles Bronfman is
another funder. I want to end up committing Mandel Associated
Foundation funds to something that is both a high priority for me
and a high priority for this group. I want to be instructed by
the findings of this Commission. And so whatever the findings
are, I’11 listen to. I hope the same thing happens, Charles, with
personnel and with community, and other things that we’re going
to get into. So that there may well be an umbrella under which,
for instance, taking kids to Israel, may fit very nicely into
both your interests and what seem to be important conclusions,
findings of this Commission. Eli Evans and I had that same
conversation. I hope that we will all be informed by the findings
of this Commission, one way or another, and my guess is that by

the next meeting we’ll have made a lot more progress.

CHARLES BRONFMAN (Second Time Speaking)

I have yet to hear a symphony orchestra play well without a

distinguished conductor. I think that the gquality of any



enterprise is determined by the caliber of the senior actor.
Therefore, my own personal view 1is that the principal of the
school is where the action must be because the principal does not
necessarily have to be only an administrator. A good principal
works up the morale in his organization, as any good manager
does. He or she will train the teachers and the whole upbuilding
of the caliber of educator will be determined by the type of
person who is at the top, not by the person who is filling out

the bottom part of the pyramid.



ISADORE TWERSKY

I, for one, would noté be embarrassed to be associated with a
commission that recommended that more attention be given to
personnel. If we were to focus on personnel as a critical--
perhaps the critical--concern of Jewish education, I think that
would be a worthy and noble recommendation, no cause for
embarrassment. I would not say that we would have spent our time
unwisely.

Secondly, I heard Chuck Ratner say this morning that we know what
works. I spend some of my time at a university that has as its
motto "add strength to strength." Many units that are effective
and successful can become more successful if means are provided
to see that that’s so. Sometimes that is referred to colloquially
as "every tub in its own bottom(?)" but really, it means adding
strength to strength. I think there are existing structures out
there--we are not working in a vacuum here. Children are getting
a Jewish education. Those existing structures have to be
supported, and I think that’s the best context in which to
undertaken a larger measure of self-criticism than we have
previously. I think that having self-image and the taking a look
at that is the best way to promote self-criticism. I really think
it would be wrong to look only to innovate. We have to go out to
the reality that is there, recognize quality, recognize success
where there has been success, and provide some kind of reward for
it just as the Ford Foundation did in regard to salaries. We
should do the same thing. I think that would be a very noble

recommendation.



CHARLES RATNER (First Time Speaking)

What I’ve learned from Federation is the need to build consensus.
Then I take that back to my business and I find it doesn’t work
so well. The problem, I’ve determined, is that in order to build
consensus you have to do it around such broad issues and such
broad priorities that it’s hard for people to feel a focus and I
think that’s what we are all wrestling with. But, I’m persuaded
by two things. One is what Al Schiff referred to as the
marginally affiliated. To put it positively, in any community we
go to 60-90% -- in Cleveland we believe it’s upwards of 80% -- of
the people from pre-school age through the end of their
adolescence are involved in Jewish education in some way.
Marginally, to be sure, but involved. If we can hit them with
quality, we’ll succeed. Everyone else seems to be concerned that
we don’t know what works. As we brought to Cleveland one after
another, Seymour Fox, Annette Hochstein, Yitz Greenkerg, we
learned that we do know what works. We know that the day school
works and we know what good day schools there are. And we Kknow
that camp works and if we could get every kid to camp, we could
succeed. We know Israel works. So it seems to me that a logical
conclusion to bring us to personnel and community is: We Kknow
what works and we have the audience to impact, why haven’t we
succeeded? We haven’t succeeded -- and as we go through this
process it becomes so abundantly clear -- because we don’t have
the horses that it takes, either in terms of personnel required
to replicate what we know works or because we don’t have the
community consensus behind the need to get it done. I’m really

convinced that if we allow ourselves to think about these 2 very



broad issues and build consensus around them, the process as we
learned, will take us to the specifics. We will deal with
personnel by dealing with it on each of these issues because it’s

the only way to make an impact.

CHARLES RATNER (Second Time Speaking)

Two comments: the first is just a plea -- and that is that we
should consider the field beyond the profession, that is the
avocational teacher. There are 650 teachers in our community;
less than 100 are professional. There’s a tremendous --
particularly in a group like this with so many people who are so
instrumental in creating the profession -- tremendous need in the
communities for help on the avocational level, because in any
scenario that’s where a good part of the action is going to be
made. I would just encourage us as we proceed with this option,
to keep that avocational person in mind -- both in formal and
informal educational settings. The skills to help a synagogue run
its shabbaton is just as important as the actual teacher in the
classroom. Secondly, there’s tremendous pressure within the
communities to help in the classroom. "Help the teachers and
we’ll take care of everything else." I think we have to continue
to keep our eye on senior personnel. There’s a tendency to say
that we can’t wait for it to trickle down, you have to help us
where the action is. There are 15 schools in our community, not
including day schools where they have full-time directors, and
only 1 full-time director. And that’s a pretty good community. So

the problem of attracting, training, motivating senior personnel



-- which is not where everybody wants you to be -- is the other

thing we ought to keep our eye on.



ELI EVANS

In 1960, Andrew Carnegie was very concerned about teachers not
having pensions and began a little organization called Teachers’
Insurance, which became GIA(?), a national system which now
represents some 3,500 institutions and $36 billion. One of the
things I’d like to see the staff do is get into these numbers in
a big way. Is there a national system, or pension benefits, that
could be set up if there are 30,000 educators involved, which all
of the communities could buy into for pension and health care --
a portable system? What would it take in terms of money to
augment the system to make it work? For example, suppose the
insurance company said "with that number of people you can’t do
it, but if you had a $10 million endowment fund you might be able
to do it." To think in a big national way about this problen,
possibly dividing it up by cities so that philanthropists from
each area could buy into the system or the 1local federations
could buy into the system. It just seems to me that to have each
community struggling individually with this pension and health
care problem in this day and time is not very smart. There are a
lot of Jewish leaders who are in the insurance business who might
be able to help with that. I’d like to see us think in a big
national way about it.

Secondly, in terms of the Commission’s mission, on the question
of principals, it might be interesting to look at the members
very closely and see what kind of national endowment fund might
reward the best principals or might develop a system to augment
local salaries in some way, or develop a set of incentives by

which if a community made a certain effort, it would be matched



in some way by a national effort. One of the things you find if
you work in philanthropy is that there’s a lot of money around
chasing very few ideas or a lot of people trying to get localized
funding. There are very few people who think about the question
on a national level, or an international level, joining the U.S.
and Canada. It seems that one of the things the Commission staff
could bring to this is a philanthropic perspective to which major
givers could buy into a system to address some of these problems,

both in terms of salary and in terms of pension funds.



FLORENCE MELTON (First Time Speaking)

We are discussing here the "what." After the "what" it is very
important that we learn what it is we’re talking about so that we
can consider the "how." In my opinion, I do not believe that this
large group of people -- unless we break up into task forces with
specific assignments -- can do an in-depth study and learn from
each other what we need to learn to find out where it is exactly

where we are going to focus and how we are going to do it.

FLORENCE MELTON (Second Time Speaking)

Creativity is the result of interaction and in no way could a
group such as this with so many diverse skills and different
ideas and, let us say honestly, with vested interests as well,
come to a conclusion with regard to which of these options are
the most important and how we should go. What I’d like to state
for example is that nowhere, in any of this discussion so far,
have I heard anything about the Coalition for Advancement in
Jewish Education, which by the way, has a 4,000 membership and
holds a conference every year for augmentation of learning and
training for teachers at all levels from early childhood through
university, from which people learn and teach at the same time.
These people are tachlis, hands-on trainers who, for example, are
called on by major top agencies to develop needed curriculum. I
have also seen curriculum that was developed in one week because
there was a tremendous need right that minute for curriculum on
anti-semitism -- and it was remarkable. I have seen curriculum
that was developed on terrorism, on very short notice, one on

tzedaka. And these things go on all the time. Here we’re talking

10



about 650 teachers of which only 100 are professionals (Ratner’s
comment). I’m not sure that I buy that number unless we research
it and find out what we call professional and what we call non-
professional.

The other thing that concerns me is that I have not heard any
concern here by people -- many of us who are Middle West people -
- who see small communities that don’t have money for
professionals, they don’t have money for salaries, for schools.
What are we doing on the broadest sense of our concern for these
people who need to be helped? What are we talking about when we
talk about $40,000 salaries for teachers and when we talk about
insurance plans for teachers when in the Midwest you have small
communities where most of the teachers are part-time teachers?
Most of the teachers in Jewish education in the U.S. today may be
part-time teachers. We need to focus not just on the fact that
teachers need to be compensated, and recognized, etc. We need to
discuss all of the particular concerns that deal with the whole
population of teachers on their various levels. How do they
function in their various communities? How can we develop
creative ideas that meet the needs of these people in their

specifics?

11



Community Action Site

Rabbi Jack Bieler, interview of Apr. 24, 1989:

i i low
"What most threatens the uggradlﬁ?' gg eiggllzzildwh;rgecome
ions. If no one expects you to ) :
2§22‘1:1{2§t? Let us study what allows for the expefCt::l?:r;leioi
excellence in certain private schools and learT}rO; iy
successes. Let’s study our own successes and learn .

Eli Evans, interview of Sept. 14, 1989:

i i id to developing the
" icient attention must be pal )
ii?::zgitcture which would be needed on a natlonalllevehatiegazi
the Community Action Sites viable. It is n?t mer?iy ihe 8x @t
going into a local community and saymg'cal]LEt;rea?cthrough ol
i better.’ There needs to be a radi ?
iiziéﬁal level of support for whatever is done on a local level.

Evaluation
David Hirschhorn, letter of Aug. 11, 1988:

"The Commission would be mak}ng an 1mportant'cogpzszxfﬂglcgiizz?

methodology for such evaluation [of programs 1n Je o e e

could be developed. Many programs are lbe%ng 1ggd aken wit

unclear objectives as to what the %;g%ﬁggis lntenI e ach el
e we to measure success Or : 20 THETH .

gﬁztaihere will never be enough_fun@1ng unless gtﬁgzszrﬁuﬁgg?ﬂ to

provide for greater accountability in the use o

Dr. Alvin Schiff, interview of Nov. 3, 1988:

"You cannot have effective leadership unless people have a sense
of the cognitive dimensions of Judaism."

Florence Melton, interview of Oct. 20, 1989:

"Federations have a changing of the guard every year or two.
Different leaders come in who have very little knowledge about
Jewish education. There must be an ongoing effort to educate the
new leadership in Jewish educational needs. There must be a
systematic national effort or a plan for leadership training and
goal-setting in the entire Jewish educational effort."

Sara Lee, interview of July 8, 1988:

"If you send a gifted educator to a supportive community, then
great things can happen."

Sara Lee, 3rd meeting, June 14, 1989:

"Although a lot of people don’t know what this Commission is, or
who’s on it, or what it is supposed to do, it has already
generated a lot of interest. Unless people capitalize upon it,
through the kinds of national visibility and national ideas, as
well as implementation at the local level - we will not be able
to serve as a catalyst for communities being transformed form a
kind of lethargy about Jewish education to the kinds of
communities that would be ready to undertake change initiatives.
So I hope we will maintain both levels, or be certain to maintain
both 1levels of activity simultaneously: the big, important,
significant national initiative and the local implementation. So
that we can really convey to people that Jewish education is an
extremely important and classy enterprise.



Twersky, interview of July 5, 1988:

Matching grants to institutions to reward excellence. (ala Ford
Foundation)

on-the-job training is the best way to proceed.

Elkin, interview of Dec.5, 1988:

Help Jewish educators learn to work more comfortably with lay
leaders; build local cooperation between lay and professional
leaders; improve the public image of Jewish education by
involving lay leaders.

Hirschhorn, interview of May 3, 1989:

Denominations should be asked to articulate their goals and
decide what practice is likely to lead to their goals.

10



8o 1 asked nim iF he would just teday, give us  just  some
bried thoughie on —-— David, on how you see this playing out for

e == just our gensral edification and interest ang inftormation.

HIRSCHHOEN: Weli HMortan, 1 have come prepared to read a
statement, Dot hRaving neard tne comments made oy & number of  the
zonmissioners atlready this morning about the importance in their
minds  af -—— establishing some sethodoloagy for  evaiuvation, for
goal =zetting, evaluationh angd monitoring —— 1 feesl  that  aAy
statement is probably somswhat superflucus.

1'm reminded personally that when I was asked to join this

commission, the thing that primarily inspired me to say yes  wa

W

my concern  about  the Tact that we are already spending  very

substanti

f

a2l  funds for Jewish education, out I'wve nad an uneasy

T

Tesiing

hat  we really don 't know what works or  what  Jaoesp’t
work. 1 KOCw iy OWn ERperience in our  ~— in  the Baitimore
community, where we have introduces a3 nusher of programes,
pramarily  in informal Jewish pducation. And 167's wery difficuit
to get from the various organizations which  implement  these
programns, & recognition that there is & need for  ectabiishing

ohiectives, Tor thelr own prograe: that there iz a need for  them

=

evaluating what they’'ve accompilished in relation to thase
abjectives; and for the ongoing monitoring —-——- 1t 's  taken for

granted informal education is good, and therefore let ' s do more

in

of it,

Mow &1l dnformal eduecation is not good: some ie and  SsomeE

=

ien't., Or we don't know what is. There's besn, Tor example, the

i4

Fienary Session, 4th Commission Meating
suggestion that while everybody ought to nhave  day schiccl
education -— then everything would be seolved. Well, I don’t  Hnow

it that necessarily folicws. And the fact of the matter is, +that




"If there is a Foundation which wants to make a very significant
contribution to Jewish education, the training of leaders, the
development of a love for klal Yisrael and the land and people of
Israel and to do it all in a Hebrew setting and in a camp which
runs according to halakha but which is hospitable to people who
are not full observant, [Camp Massad] ought to be resurrected."

Informal education:
Rabbi Irving Greenberg, interview of July 5, 1988:

"Informal educational institutions can, in a short period, have a

major influence on people’s Jewish future. This is being
demonstrated and has been demonstrated for forty years. Yet
these institutions have not been multiplied. Oour society is
increasingly open to informal education beyond childhood. These

kinds of programs should be multiplied because adults will
respond to them."

Family education:

Dr. Alvin Schiff, letter of Aug. 5, 1988:

The need to develop family support systems for pupils is
absolutely essential if Jewish education is to become more
effective. This means a knowledgeable adult base for our Jewish
child education."

Supplementary school:

Peggy Tishman, interview of July 5, 1988:

"As long as Sunday school is something you have to live through
rather than enjoy it cannot be valuable. So much of Jewish
America has an impoverished Sunday school experience as its only
Jewish education.

Day School:

Rabbi Norman Lamm, interview of Apr. 3, 1989:

"Efforts should be made to develop day high schools. This is the

age when you can have the greatest influence on the young
person."
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rrepared by Joseph reimer

As I reviewed the draft recommendations with Josh Elkin, he
commented on the following areas:

1)

2)

The trainina institutions

a) This 1s a ripe time for a number of the training institu-
tions - eg. JTS, HUC in LA, University of Judaism - to grow.
Thiey liave Lhe facully and Lhe sludeuls Lo sua subslaulial
training programs and they are the way to impact the

future of education in the denominational movements. The
denominations have the greatest investment in Jewish edu-
cation as their futures depend on its success. In that sense,
the independent colleges are legg integral to the future
training of Jewish educators.

Research

a) The practice of Jewish education suffers daily from a lack
of a body of research that could inform practice. We simply
do not yet have the professors of Jewish education we need to
create the body of research we need. The Commission should be
investing in university programs in U.S. and Israel - that
will create research-training tracks in Jewish education.

b) As an example of what could be done, Josh Elkin cites the
research being carried out in Tel Aviv University in acquiring
Hebrew as a second language, That is an issue that all Jewish
day schools face in North America and yet we know very little
about it. JESNA has created a link to Tel Aviv, and now it
may be possible for schools to get concrete assistance in
thinking through and evaluating their Hebrew instruction.
Without this kind of scholarly input, practitioners are left
"spinning their wheels" and make little progress in teaching
Hebrew.,

¢) If the notion of a master teacher is to take held in ocur
schools, we can think of sending a master teacher to study at
& university for an intensive pericd to baceme novre axpave in
a given area of instruction. The teacher’s input then can
raise the level of discourse in the school around that topic.
That is very important to the life of the school.



35 mpl igm

a) As Josh sees it, with the various Foundations each having
its own agenda for funding, the IM will be devoting a lot of
energy to coordinating these agenda and relating them to the
creation of Community Action Sites. That will require a
director with considerable political savvy.

Josh felt positive about these directions = felt they were mostly
familiar - and will attend on February 1l4th.

JR:1s



