
>> Good afternoon and welcome. Glad you're all here. My name's Karen Ashcroft, and I work at Penn 
State University with the Bennett Family Center. We are a childcare facility, STAR 4 and AC accredited. 
We've been recognized for fidelity at Tier 1 for a few years now. We've been doing PBIS for 6, 7, I feel 
like it's 7 years, 6 or 7 years, yeah. Julia's giving me the nod, so I think that's correct. So I'm going to let 
my colleague here introduce himself. 
 
>> Hi. My name is Matt Bugaj. I am a preschool teacher at the Bennett Family Center that she was 
talking about on the Penn State campus, and I work with 3-to-5-year-old children, and I'm still alive to 
talk about it.  
 
>> But he's lost all his hair, so ... 
 
>> It was a long time before that.  
 
>> We're good friends. I can say that to him. I forgot to mention, when we started with PBIS, I was the 
building coach. I have since moved out of the building, so now I act as the facilitator for the Bennett 
Family Center, but, for the majority of our implementation period, I was the coach and the facilitator at 
the same time, so this is kind of our story about our core leadership team and how we've developed of 
time because, if you've been involved in PBIS long enough, you know it is a time commitment, and it 
takes awhile to ... I don't think you ever really are finished. You just continue to evolve and grow. So I 
want to get some information from you about who's here with us. So how many people in the room 
have been implementing PBIS for 5 years or more? Okay. How about 2 to 5 years? Okay. And up to 2 
years? Okay, excellent. For how many of you, this is the first time that you've been at the Implementers 
Forum? Oh, a lot. All right. That's great. How many of you sit on the core leadership team for your 
program? Great, that's excellent. All right. So I would imagine that the majority of you, then, are familiar 
with the Benchmarks of Quality, yes? Anyone not familiar with that term? Great, one less thing to 
explain. All right. So we're going to go ahead and get started. I've told you a little bit about our 
background with PBIS. We started 2009, I believe it was. There was a grant that became available for 
programs to begin implementation. It was a 2-year grant, so that's how we started our implementation, 
and then we've continued on since. One of the things about the program, about the Bennett Center, the 
Bennett Center has had its own evolution. It's been in three different buildings since I've worked there. I 
started as a teacher there, a preschool teacher. I've been with Penn State and the Center for 20 years, I 
think it is, 20 or 21, so I've seen it grow over time, but one of the things that we've always had is a very 
strong commitment and background to social and emotional development for children. We've always 
felt like that has been the cornerstone for learning for all children, so we've always had that strength, so 
PBIS seemed to be a natural fit for us when it came about. We've always had kind of a growth mind-set, 
right, so we have always felt like we can always do better as a staff in general. We never feel like we're 
done with our work, as I imagine most of you feel as well. We've not necessarily been complacent with 
just being at any point in time. We always want to do something more or something better. Mr. Matt 
actually even said it. One of our recent team meetings, we were talking about fidelity at Tier 2, and he 
said, "I was wondering what was coming next," you know, where we were headed next, so that's kind of 
always been the way we've thought, so that leads us to, you know, our culture within in program just 
like the ladies before us were talking about culture and how important it is, and it really, truly is an 
important piece of this whole PBIS process because, when you think about the culture, it's how things 
get done in a certain place. I also, as a facilitator, am working with several other programs, and I can see 
their culture shines through to me. Even though I'm not in the building on a day-to-day basis, I know 
them well enough and can see what the culture of their individual programs is like, and it really is so 
important to have that culture where you want people to learn, just like they were saying in the session 



before us. You want people to feel valued. You want them to want to do better, so you have to set up 
your environment to embrace that and to reinforce that with your adults in the building so that they can 
then do it with the children as well. And I love this last statement up here: "Culture shapes and focuses 
energy," and it truly does. It truly helps you to know where you're headed, what the goals are, and it 
motivates you. I really feel like it motivates you. So I think Mr. Matt is up next.  
 
>> Okay. Thanks, Karen. So the culture thing, I can speak firsthand about that. I feel like the PBIS team 
has been a place where the culture of our schools ... Sometimes, I have kind of felt like, until I was there 
for a handful of years, I always thought, "Well, aren't we just throwing another thing on the fire?" You 
know, it's always something else, and then, when I grow to understand how much we benefit by pushing 
that envelope, and it comes from our leaders and our administration, that that's what we do, and you 
gain so much from that. I'll share a little bit as we talk through the team development, but I'll also add a 
little bit of my insight into that and how I've grown through that also, and you may have some similar 
stories. You know, I think you can think of it as, when I talk about the stages of team development, it 
might be your own team, your teaching team. Here, we're talking about the PBIS team, but I think of it 
as a way that probably, like Bruce Tuckman was thinking, that this is a way that teams progress, so, 
looking at the first stage of team development, forming, and this is when the team acquaints and 
establishes ground rules. Formalities are preserved, and members are treated as strangers. So, at this 
time, when we were coming together, we didn't necessarily ... At this point ,you got the grant, and we 
were deciding what we were going to do and who was going to be on the team. I think we wanted 
someone from each classroom to be there, but, as far as I knew, I was very excited about it because I 
thought of it as a preschool version of an IEP team for us, and so that was really motivating to me 
because we like to keep children in our program, but sometimes children have very challenging 
behavior, as you all know, so I thought being able to focus on them, specifically with behaviors in a 
positive way, would be really great. I didn't really have it in my mind at all that we would be looking at a 
bigger cog in a bigger wheel that would maybe guide our team through establishing school-wide rules 
and expectations, so I kind of shifted my thinking as I became a member of the group. Next stage of 
developing, storming. And this is where members start to communicate their feelings but still find 
themselves as individuals rather than part of the team. They resist control by group leaders and show 
hostility. I don't like to think of myself as hostile, but I did have some reluctance about this just as to, 
"What are we doing?" We'll talk about this [INAUDIBLE] but we started working the first year through 
the behavior matrix, and that, at first, before I kind of ... Buy-in, buy-in was the big word we've heard ... 
before I really bought in, I thought, "Jeez, when are we going to talk about kids?" But that working 
through and defining our expectations and talking about explicit and really getting to the root of 
language that we wanted to use for our expectations was a really great exercise, but, for me, I was 
impatient, but I grew a lot through that. So that was the next stage, norming. People feel part of the 
team and realize they can achieve work if they accept other viewpoints. So, again, our administrators do 
a great job, and I've been there for awhile now, for about 15 years, and I think, when I first started, I cast 
a lot of trust in our leaders, and, because they have such a great history and a lot of experience, whether 
it be through Head Start and really working through a lot of different programs I was able to put a lot of 
faith in because things would usually turn out well, that that trust was well put, and let's see. 
Performing: This is where you really start to move through things. The team works in an open and 
trusting atmosphere where flexibility is the key and hierarchy is of little importance. So, here, you're 
able to work through some of your differences. You've had problems. You've worked through them. 
You've solved them. Adjourning: This is, the team conducts an assessment of the year and implements a 
plan for transitioning roles and recognizing members' contributions. The first four steps of the team 
development were developed in the mid-'60s. The last step, adjourning, was done in the late '70s. Okay, 
the forming stage. So, like I've talked about, we recruited members from different classrooms. We were 



trying to figure out, you know, I think probably about 90 percent, maybe 95 percent of PBIS participants 
are from K to 12. Preschool, we are trying to figure out how that was going to work for us. What were 
we going to do with this? We created vision and mission statements, and that was roughly the first year. 
Now, here's the storming section. You have the development of the behavior matrix, building the plane 
while we were flying it. I think that my former director was probably the best pilot I've ever seen at 
being able to do that, and I think so much of her, but it was stressful, and it was stressful because we 
were applying for the grants, so there was a deadline, and we were kind of crushed to get through that 
and to get the wheel turning in a bigger way. When we were hashing out the behavior matrix, like I said, 
we were talking about language. So many times, I thought, "Oh, this is just words. Why are we getting 
hung up on the words?" It was literally probably about a year to hash through ... Am I right, Karen? 
You're looking at me like I'm crazy.  
 
>> I think we all think about it differently.  
 
>> Okay, maybe it was just ...  
 
>> We all remember it differently.  
 
>> Okay, sorry. If I'm not accurate, I apologize, but it seemed like a very long time. But what I will say is, 
there was such ... When we were talking about putting this together, some of your team may have 
worked through things in a different way or when you're storming in your own team, whatever it is. 
What I will say is that, the value, and by committing to it and spending that time on it really did help me 
to commit myself to the team. So we talked a lot about rules and procedures and agreed-upon verbiage, 
and there was a lot of negotiation, and also, we were using the teapot and tippy toes at that point, and 
that was another thing where I think teachers who were being evaluated maybe didn't have a great 
understanding of what the tool was, why and how, so that's the storming stage. Okay, norming: I 
consider this the stage after the behavior matrix. We started norming during the second year of the 
grant, and we gained a better understanding of what we were doing, where we were headed, and the 
vision became more clear. There was an agreement regarding materials to use for teacher program-
wide expectations. We got a better understanding for the tools that we were being observed with and 
that were being used to measure our program. The team members on the PBIS team were consistently 
there, were meeting regularly. We started sending people to the Implementers Forum, and we were 
able to share back with our team, and I know that, when ... Like I said, my own little story is that I had 
this image in my head of what I thought PBIS was, but then, when I came to the Implementers Forum 
and I would see all your schools using PBIS as a main cog in the school-wide expectations and rules and 
reinforcements for your kids, it really kind of changed the way I looked at it, so it meant a lot, and it also 
helped me think, "Boy, we could be using some of this stuff at our school." And our administrators 
thought so, too, of course, so ... Also during the norming part, we had an ability to be open, honest and 
thorough about the needs of the program and program-wide implementation. Performing stage: This 
was the postgrant period. Here, we're looking back. We're refining. We're reflecting. We had a change in 
leadership, so, during this time, I think what we did regarding the PBIS was, that was a big change for us. 
We had the same director for a long time, and we changed directors, and we kind of maintained that 
PBIS and started moving through it. We held steady for that year during the transition, but, after that, 
we've really kind of kept the wheels turning and have, like I said, refined our tools that we use and 
added more things to how we roll out the program, and I think we have a renewed commitment to it. 
Let's see. And the capacity within, when we had new administrators come on, the team was strong 
enough ... And I think this is a real strength of our program ... the members were strong enough to keep 
that wheel going. And we have people like Karen and the new administrators and other seasoned staff 



who are able to keep that moving also, so that was a real ... I think now it's unsinkable, so ... Before I 
move on and turn it over to Karen, do you have any comments or questions or insights maybe about 
your own team? Okay.  
 
>> Thanks. So one quick comment about the adjourning stage, the adjourning stage is really when the 
team disbands, right? We're not disbanding, so we're not talking about the adjourning stage at all today, 
but we wanted to at least mention that that is part of the model, so here's just a simple graph that really 
just looks at, when the team is performing better, it's more effective, right? And that's what Matt and I 
found when Matt and I really started to look at this and start think about ... This was really kind of that 
picture that went, "Oh, okay. Now we know kind of where to go with this, and we can paint a picture for 
all of you." So go ahead. So what we're going to do now is kind of we're going to look at some of the 
critical elements of the Benchmark of Quality and then see how we've kind of moved within those 
critical elements through those stages of development, how we became more effective in our PBIS 
implementation. So here, we're looking at critical elements are over there on the right. We're looking at 
program-wide expectations and then strategies for teaching and acknowledging those expectations. So, 
first, the matrix development, and we're looking at storming, forming and performing are the three 
stages, so our matrix development, I felt like we were this often. There is a lot of ... And, you know, Matt 
feels like it was a year that we went through it. I talked to somebody else. They felt like it was 6 months. 
I felt like it was more like 3 or 4 months, so I think we really all remember it very differently, but it was 
obviously something that stuck with us because it was ...  
 
>> And it's over!  
 
>> It is over, Matt. But we do revisit every now and again just to make sure that all those things still 
apply, but it was. It was definitely a challenge. There was a lot of discussion, a lot of having to negotiate 
what kind of verbiage and what we want. You know, one classroom was doing this, and another 
classroom was doing this, and, you know, one of the biggest things that sticks out for me was about the 
playground. You know, some teachers felt like kids should go up the steps and down the slide, and then 
there are the teachers from that other school of thought that say, "Well, why can't they go up the slide? 
You know, some kids need that for their development." So there was a lot of discussion around that and 
all kinds of things, but it was a process. We worked through it, and we're all better for it, I feel like. But 
then, we moved on. We became a little more effective in the forming, so we decided then how we were 
going to teach those expectations to kids. We decided everybody wanted the same set of tools to do 
that. We created picture cards to do that, and everybody got the same tools. They could teach it in their 
own way with their own classrooms, whatever worked for them. And then, we also connected ... Are 
any of you familiar with bucket fillers? Yeah? So we were already doing the bucket fillers in the 
classrooms before we started PBIS, so now we started connecting our expectations of, "Be safe" and "Be 
respectful" to those bucket filling concepts. Can you go to the next one? Then, we're going to flip. Nope. 
Oh, there's our matrix. I'm sorry. I forgot about this. Go back. Sorry. 
 
>> I'm sorry. You're saying the bucket fillers, that was an existing ...  
 
>> Yes. We were already doing that. I'll show you that in the next one. So this was our matrix. This was in 
process, lots of verbiage. You can see lots of color-coding that went on, and we got it down to that, but 
that was a lengthy process, and I don't wish to do it again, although I am working with other programs 
to do that. So go ahead and go to the next ... Yes. So here are [INAUDIBLE] cards that we're using to 
teach. We're still using them to this day. And then on the right is the bucket filler, so the "Have You 
Filled A Bucket Today?" book, and there's actually other books that have the same concept. There's a 



picture. It's a little bit dark, I guess of a classroom bucket. They all look a little bit different, but they 
were already using those in the classrooms, so we just started having teachers use the "Be safe" and "Be 
respectful" verbiage when they acknowledge a child for doing something safe or respectful with that 
bucket filler instead of it just being a good friend or whatever it might be. We've refocused it that way. 
Okay. Now, go back two. Thank you. All right. So, finally, at the performing stage, so, 1 year after we 
were here, one of us went to a session that described how they roll out their expectations in the fall. We 
went, "Oh, there's a systematic way to do this instead of, 'One classroom's doing this, and another 
classroom's doing this.'" So we started these rollout strategies so that we were all teaching the same 
concepts at the same time in the fall, which really just added to what we were already doing. We 
charged one of our teammates, Mr. Matt over here, with creating a song, so we have this Center-wide 
song now, which I was going to include, but my colleagues are doing a presentation tomorrow, and 
they're including it in theirs, so we didn't want to duplicate, so you'll have to go to their session 
tomorrow to see it. But that song has really carried over. Parents have sent text message videos of their 
children singing the song at home to their teachers, and it carries through. And we hit it hard in the fall, 
but then you can hear it all year long. It's being sung in the hallways and on the playgrounds and in the 
classroom. So those bucket fillers in the classrooms are tied now to a larger program-wide 
acknowledgment system, so we have a Center-wide bucket as well, so, when a classroom fills their 
classroom bucket, they go to the front of the front desk and put a scoop of whatever, sand, or it might 
be something else, into a Center-wide bucket. And, when that Center-wide bucket gets filled, we have a 
Center-wide celebration, so we were able to make those connections so that the children and the adults 
could see that this was a whole community thing and not just something that they're doing in their own 
classroom. I think I have a picture. Yeah, go ahead. Next. One more. There you go. So there's Mr. Matt 
leading our song. One of our rollout strategies is to do an assembly at the beginning of the week for all 
the preschool and the kindergarten classrooms, and whatever older toddlers, you know, could handle 
that kind of environment, and we started off the week in that way, doing an assembly, talking about 
certain expectations. And there's our bucket of sand at the ... That's our Center-wide. All righty. Next 
one. Thanks. So the next critical element is data collection, so everybody's favorite thing, right, collecting 
data? I love it, actually. I really do.  
 
>> We're blessed. We thank you for that.  
 
>> So, at first, we had very minimal use of data. Of course, we were forced by the grant to collect things. 
We didn't always understand why we were collecting things, but we were doing it. There was a good bit 
of pushback from the teachers about having more work, but, you know, we were collecting it, but we 
weren't really using it so to speak, so we began to use the data to plan interventions for children that we 
noticed needed them, and we were sharing the data with the classroom teachers as well, which was 
something we, because of deadlines, we collected it. We submitted it and didn't necessarily do anything 
with it. So, finally now, we're at the point where we use the ASQ:SE on individual children, and we break 
down the skill sets within those when they're completed on children, so, for children who show above 
the cutoff, we break down their skill sets to see what kind of intervention they really do need. We have 
families also complete the SE, and then we compare those scores when there's a significant discrepancy, 
we have those conversations with families about, you know, what's happening, what they're seeing, 
what we're seeing. And also, now, we were forced at the beginning ... I say forced. There's a 
requirement for us to complete the teapots and the tippy toes, but we don't really have the greatest 
understanding of what we were to do with that information then, so now we're at the point where 
we're doing coaching that's guided by that. We're working with teachers to talk about what kinds of 
things we're seeing in the observations and having them help to develop their goals in regard to that. 
The next critical element is family involvement. So, at the beginning, we did have, I think in our first year 



at least, we had a parent on our core leadership team who was very helpful in creating the behavior 
matrix. She actually had us rethinking some of the verbiage we were using, so, other than that, though, 
we had very little involvement as far as program-wide. We did involve families, of course, when we had 
children with significant behavior issues. They were always involved. But, thinking about program-wide 
as a whole, we didn't really talk to families too much about what it was we were doing. We were trying, 
but we were still learning it as well, so what we started to do then was, we created a book of 
expectations that we shared with families upon enrollment, so it's just very simple. We take the pictures 
from the photo cards, and we've inserted them in here. And these are the ones that we've included that 
are most relevant to families, so, here, it says, "I am safe when I stop at all stop signs and wait for an 
adult." We have stop signs throughout the Center, so this is kind of like a social story that we share with 
families upon enrollment. We do home visits, so, at that first home visit, we make sure they get it. This is 
something that we also then send out again when we do the rollout, and we've also created it 
electronically, so we have paper and electronic versions, so we're trying to accommodate whatever 
family needs there are, so that's been a great help. So rollout strategies, again, we've really included 
families there with the book. We had a pledge, which there will be a picture of here in a minute, so we 
had families sign a pledge to be safe and to be respectful when they're at the Bennett Family Center, 
and children sign that, and staff sign that. Everybody signs it. We started focusing a section in the 
newsletter, and, actually, then we started clumping the newsletters into topics, so we had a whole PBIS 
newsletter at one point, and we do that periodically. PTO meetings, since we've been having difficulty 
getting a parent on our core leadership team, but we also struggle with that we talk about children a lot 
at our core leadership team meetings, so we feel like we struggle a little bit with how to manage that, so 
there are monthly PTO meetings. We started sending a PBIS core leadership team member to those 
meetings to update families as well. We did just get an idea from somebody else about maybe doing 
conference calling in for parents for at least a portion of the meeting where we don't talk about 
children, so we're still trying to come up with some ideas around that. We've sent out a couple of 
different surveys to families about PBIS in particular to see what their understanding is or how we can 
better support them in those ways, and then also making PBIS visible. We've gotten much better in the 
last couple years with, "How are we making it more visible within the Center so that it is something that 
parents know is happening and we want them to be involved with?" So here on the left is our pledge, 
one of our pledges. We do a pledge every year. It might look different every year, but this particular 
year, it was just on a flowchart at the front of the building up there in the middle, and on the right is our 
current display in the hallway. It's a little more permanent than any of the displays we've had to this 
point, but there are all kinds of things on that big board in the middle. You can see the Pyramid models 
there. Those two white slips of paper are the vision and the mission statement. You can see on the right 
a closer-up picture. Those yellow pieces of paper there are golden tickets. There are Center-wide 
acknowledgment tokens so to speak, so we keep a lot of information there. There's also information in 
the basket. There's a pamphlet that we created and a couple of articles, so we have that there. It's right 
there when you walk down the hallway. You can't miss it, so that's kudos to those who created it 
because I had nothing to do with that, but it looks great. So this critical element is the staff support plan, 
and we looked at this strictly from the coaching perspective, not so much training, but mostly coaching. 
So, when we were first starting, we really were using more of a deficit model. We were looking at the 
things that were broken that we were trying to fix, right, which really, as we know, doesn't work as well 
as some other ways, and it was a little bit inconsistent. Like I said before, we were doing the teapots and 
the tippy toes, but we didn't necessarily utilize them with staff the way that we really should have been, 
but live and learn, right? So we started to use the teapot and the tippy toes with a little bit more 
intention behind it. We use the data to measure growth within a classroom of teachers or ... Actually, 
yeah. We started using it just on a classroom, and then our friends at EITA had a training on the teapot 
and found out we should have only been focusing on one teacher, which is how ... Our classrooms have 



three teachers, so, when they all ... What's that word I'm looking for? They all add to that environment 
in the classroom, right? But we started to focus on one individual teacher and do some individualized 
goal-setting with that teacher and really focused on their strengths. What were their strengths? We 
asked them what they felt they did really well, and we started there, and then we provided them with 
support in the areas that they felt like they wanted support in, not what we thought they should work 
on, but what they wanted to work on. So I feel like we've grown a good bit there as well. And this critical 
element is procedures for responding to challenging behavior. So we really didn't have a process in 
place. Of course, We were talking with families and working through things with children, but we didn't 
have an actual procedure in place that everybody followed and did the same exact thing. We started to 
identify children at risk through the ASQ:SEs. We started having discussions of children at our core 
leadership team meetings, but that wasn't a structured way of looking at those, either. We've since 
started to clarify the strengths and needs in the SE with that breakdown of skill sets as needed. We 
developed an action plan, which I'll show you here in a minute, that we use with teachers when they're 
having some challenging behavior in their classroom that kind of structures what they've done, what 
they need ... We'll look at that in a minute ... and a flowchart for how to respond, what we are doing to 
respond to challenging behavior. We developed that, and now our core leadership team meetings, every 
other month, they're focused on children and those action plans, so we break up into groups by age 
group. So we have a preschool and kindergarten group and an infant/toddler group. And they break up, 
and they talk about specific children and work through these plans. Matt, can you flip that one over? So 
this is our action plan. So the first column is the presenting behavior, and this is posted if you want to 
see it closer. It's the presenting behavior or behaviors. The next column is the suggestions made by the 
core leadership team. What kind of support do they need? Do they need immediate action? Do they 
need an observation done? Do they need some other kind of support from team members? Do they 
need outside services or other resources? We look at action goal-setting, right? What's the child need, 
the teacher, the parent, the classroom, the Center in order to support this child, and then the follow-up 
results. So we follow up with that and then continue on as needed by that follow-up. And then this is 
our flowchart of kind of where we start, and this is posted as well. Where we start, what we look at as 
information that can be helpful to us, we look at the child and the behavior. We look at observations. 
We ask the family. We look at their ASQ:SE, their BIRs, any other services that they're receiving, and 
then we develop that action plan that we just looked at, and, from there, we decide what our next steps 
are. You know, we find oftentimes, especially with toddlers, you know, toddlers are like this all the time, 
right? So sometimes it's a kind of "wait it out and see what happens," right? We just kind of go into that 
monitoring because it might be something that just goes away as fast as it came. Not always, though. 
We might, you know, look at doing a functional behavior assessment to try to figure out what the 
function of the behavior is, and then we also might provide supports, but that flowchart kind of gives us, 
and especially new staff, "Okay, here's what we're going to do. Let's look at these things first before we 
jump to the end." We need to look at how all these other things fit it. Oh, and I found this because I 
think this is great. I find that they evolve better under pressure, so I feel like that was us at those first 2 
years, when we were under the grant. We were under pressure. We had to do certain things. We had to 
meet the requirements, but it forced us to do certain things that maybe we would've just dipped our toe 
in, you know, if we had to do it on our own, so we really did evolve a little better under pressure. Now, 
given time and the less pressure, we were able to reflect, to really think about what we were doing, to 
be more intentional with what we were doing, which we fully appreciate, but I think those first 2 years 
were really important, too, in our evolution because sometimes you need a nudge, right, to get moving 
forward, so ... This is Mr. Matt now.  
 
>> Okay, so here, we're talking about four intrinsic rewards that drive employment engagement. 
Meaningfulness: the significance and relevance of task. I think that a lot of our ... We're called the 



Bennett Family Center, but a big part of that is the word family, and we don't take that lightly. When the 
parent feedback we get regarding the PBIS program during the last survey that we got, we were really 
happy to see, like Karen had mentioned, we made a big push to make sure that PBIS is seen and 
understood. And, through the survey that we got back, I think it was close to 90 percent or 75 percent 
maybe of feedback understood what the program was, had gotten the handout. You know, we spray 
parents with a lot of information, and I think, sometimes ... I feel that, a lot of times, some things get ... 
They're busy. Everyone's busy, so we wanted to see how much is actually getting to the parents and how 
much is sticking throughout the year. We hit it hard in October, but, you know, it's not as visible 
throughout the year, so we were really happy to see that the efforts and the information that we put 
out and the pamphlets and everything that goes out is being seen. Also, competence: skills and ability to 
do the job well. One thing that I can say I feel that's been consistent at the Bennett Family Center, and it 
has to do with the program, like, being a member on the core leadership team is, you have an 
opportunity to serve the bigger community of your school, and I can speak personally from that, but I 
know others feel that way. When you have opportunities to contribute like that, it means a lot. Choice: 
participation in how the work gets done. So you have the stakeholders that are invested in that, 
whether it be someone who's at the front desk who gets to be a cheerleader when you bring up your 
bucket to fill the other bucket to maybe a chef who gives you a hard time once in a while, and you get to 
give him a golden ticket to make him smile, all that is good stuff. Progress: achievement towards goals 
and objectives. So we like to help our kids get stronger and grow.  
 
>> Can I say something?  
 
>> Oh, yeah.  
 
>> Thanks. So I feel like all these things are really important when you're looking at your team as a 
whole. So our team has been pretty fairly consistent over the 6 or 7 years that we've been doing this. I 
think we have one person from each classroom on the team, so we have a fairly large team. There are 
nine classrooms, plus we have two administrators, plus myself, plus a front desk person, so we've got 12 
to 14 people on this team, but they are committed. They are seriously committed. These are people 
who want to be on this team. These aren't people who were assigned to be on the team because 
somebody has to do it. These are people who want to be there, and we want people who want to be 
there because these are the things that they get out of being on that team, and I see it daily when I work 
with them, and I feel like that's why our team has been so successful, and we've been able to grow. The 
consistency definitely helps, but the more you do something, the more competent you feel about it, 
right, and the more involved you are with it, so I really just wanted to mention that. I think that these 
things are really super important when you're thinking about who is going to be on your team because 
you want them to feel all these things.  
 
>> Yeah, that's right, and, like I mentioned earlier, just even coming to this conference where you get to 
grow and stay in a nice place and eat lots of chocolate is pretty great, but the PBIS program and the 
team, you know, we've had a lot of committees and had a lot of initiatives that, like I said, sometimes, 
you're like, "Oh, boy. It's 2:30. Can I get out during naptime to meet and hang out and do another thing 
and do another ..." The PBIS is something that's really stuck and taken hold in our program, and I think, 
like Karen's saying, you know, we have a lot of stakeholders, and we're really invested in that. So I never 
changed. I just learned. It's called evolution. I think that says a lot. So this is us. Feel free to contact us if 
you'd like to. We'll be here for a couple minutes afterwards, so thank you so much for your time. Any 
questions, comments?  
 



>> Do you guys meet at naptime? Is that how you schedule?  
 
>> The question was, do we meet at naptime? And, yes, we do.  
 
>> How often?  
 
>> Question is, how often? Monthly. Sometimes, during the summer, not so much.  
 
>> How often at the beginning of your process? Did you meet more often?  
 
>> How often at the beginning of the process? Twice a month at the beginning. Okay, thank you.  
 
 
 


