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Looking for Core Values  
by Margie Carter 
 
During a recent conference-study tour — “From Administrator to Innovator: Creating 
Organizational Systems That Support Reflective Teaching” — one of our Canadian 
d
c

el
nf
eg

er
ates
enc

 shared an important ah-ha mom

o
o
f London B

e m
rid

eeti
ge C

ng
h
 r
il
oom
dren’

 to t
s S

ou
erv

r
ic
 centr

es. T
es
ry

, w
ent.

e as
 A

k
s
ed
 w

 th
e p

e d
rep

el
ar
eg

ed
ates

 to l
 to

eav
 lo

e o
ok f

u
o
r h

ing to be diligent, Betty said she star
r th

otel
e c

 
ore values 

h
th

er
ro

 o
u

ifting 

called
w
gh her

ted s

 “
n o
Lond

rg
 c
aniz

onf
atio
erenc

n h
e
ad
 fo

 s
ld

u
er
ch

 to
 a p

 find
ap

 a paper with ‘Core Values’ in the heading. She knew 

going to be d
o
is
n B
trib

rid
uted

ge C
 at th

ore V
e c

al
entr
ues” in h

er and
er p

 w
ac

as
k

 disturbed that she couldn’t locate one 

 
e and eagerly

et.
 g

 S
ot o

he d
n th

ec
e b
ided

us
 th
.  

is paper was probably 

A
ov

s
er
 del

view
egates

 of th
 dis

e p
em

ro
b
g
ar
ra

k
m
ed

 and
, th

 th
e L

en g
ond

av
on B

e ev
rid

er
g
y
e c
one a p

entre 
ap
dir

er
ec

 as
to

 th
r w

ey
el

 s
c
et a
omed them with an 

I go
clas

t
s
 wa
roo

s
m
 a m

s. Betty said, “
bout visiting 

for the Core V
ap
al

!
u
”
es
 Th

 p
o
ap
ug

er
h
I w

 anx
as relieved at first, th

 and
io
 set ab

us th
o
at s

ut to
he h

ur
ad
ing

 fail
ink

ed
ing

 her
 I w

 as
as
sig

 g
nm
etting

ent,
 th

 B
e C
etty

or
 g
e V
av

al
e u

u
p
es

 l
,
o
 b
o
u
k
t al
ing

l
 
 

“
a
E
rra

ver
n

ywhere I looked I saw a c
 the c

gements and materials in th
onsistent set of values

entr
 being

e. “
 ex

Th
p
en it h
ressed

it m
 — 

e,
in th

” sh
e 
e said. 

o
o

n p
n th

ap
e p

er
lay
. H

 y
er

ar
e I

d
 f
, and

ind th
 in al

em
l
 u
 inter

nmis
ac

e env
tions

ir
. I

o
n m
nm

y
en
 o

t,
rg

 in d
aniz

o
atio
cum

ab o ghout th
n,
entatio

tak ly thr u e life o
 ref

f th
er

e c
enc
n d

e t
isp

o
l
 C
ay

o
s
r
 o
e V

n th
alu

e w

entre. What an ey
es is

all
 o
s,

nl
 

e 
y 

o
 

pener!” 

B
rem

etty
ind

’s h
ed

il
 o
ar

f
io
 Jim

us
 G
 tel

reen
ling

m
 o

an’
f this story provoked some serious thinking as well. I was 

ev
ad

er
minis

yone w
trato

or
r
k
s,

ing
 ou

 in th
r mis

e b
sio

u
n s

s c
tatem
onsis

ents
tent m

 wil
antr

l be 
a th

off th
at if

e w
 we are doing our job well as 

mission statements or core v
il

al
ding

ues
. F
 ar

o
en’
r m

t al
ost ad

ive and
minis

 co
tr
ns
ato

all and in the mind

is y express
, h

s and

tentl
rs and educato

ed
rs

 in th
ow

 actions of 

Instead, programs are managed with a prim
eir
ever

 centr
, 

es. 

f
m
oc

anag
us r

em
esu

ent,
lts in m

 and
ed
 bu

io
d
c
g
r
et c
e q

o
u

ns
ality

traints
 for c

.
h
 W

ild
h

r
at s

ar
ta
y
nd
 fo

s
c
 o
us

u
 o
t f

n l

en and families
or

ic
 m
ens

e is
ing

 h
 r
ow

eg
 e
u
as
latio

ily th
ns,

is
 r

 l
is
im
k 

ited 

v
staf

alu
f
es
. O

, I
n th

 see a d
e oth

if
er
fer

 h
ent s
and, w

pir
h

it in a c
en lead

en
ers

tr
 w
e:

o
 an ex
rk wit

citem
h bigger dr

 and
eam

 m
s and

inimal job satisfaction for 

creative and critical thinking, and eagerness to take o
ent ab

n new
o

 c
ut

h
 p
al

o
l
s
eng
sib

 c
il

ar
ities

efu
, eng
lly c

u
.

ag
rafted core 

es
ement i

p ts it this way: 
 Peter Senge (200

n 
6) 

 
“
c
I
ap
f any

acity
 one id

 to ho
ea
ld

 
 a s
abo

h
u
ar
t l

ed
ead

 p
er
ictu

sh
r
ip
e o

 h
f
as
 th

 ins
e fu

p
tu
ired

re 
 
w
or

e s
ganiz

eek
atio
 to c

ns
reate.

 for th
 . . .

o
 W
us

h
and

en th
s o

er
f y

e’
ear

s a s
s, it’

har
s th

ed
e 
 

vision (as opposed to the all-too-familiar ‘vision statement’), people excel and learn, not 



because they are told to, but because they want to. But many leaders have personal visions 
th

G
 

al

at nev

vaniz

er

in

 g

g

et translated into shared visions that galvanize an organization.” 

 

r
In
ef

 p
lec

re
ted
par

 o
ing

n th
 th

 an

e s

 or

ec

gan

ond

iz

 ed

ati

itio

on 

e manag
n of The Visionary Director, Deb Curtis and

childhood programs wi
em
th w

ent p
hom

rac
 w

tic
e’v

es
e w

 w
o
e’
r
v
k
e e
ed,

nc
 and

ou
 al
nter

so
ed
 rev

 in th
iewed

e w
 r

id
ec

e r
om

ang
 I (

e o
20

f
1
 ear
0) ag

ly 
ain 

o
p

n m
ractic

anag
es th

em
at m

ent practices in the business world. We looked for patterns in ad
mend

m
ed
inis

 liter
trativ

atu
e 
re 

w
inno

ith
v
 p

ato
eop

rs
le w
 wh

ho
otivate and

o
em

 l

ar
s
ead
elves

 to

o f
 v

c
iew
us o

 th
n cl ifying

 as
 ex

 l
c
ead
ellenc

ers
e.
, no

 Inv
t j

ar
us

iably we saw these as o

 core values and al
t m
igning

anag
 al
er

l as
s o

p
r teac

ects o
h

f
er
 th

s
r
. T
ganiz

hey ar
atio

e 
ns 

 
with these values to grow their vision. 

e organization 

A
peo

 vis
p

io
le in ac

n for an o
tivities

rganiz
 that 

atio
hel

n can’t b

memorable from their own v
p th

alu
em
es

 nam
e jus

e and
t one p

 cr
e
eate w
rson’s id

hat th
ea. V

ey
is
 f
io
ind

ns
 m
 gr

o
o
s
w
t m

 by
eaning

 involving 

, family, and comm
ful and 

end
for in a w

eavor
o
, I

r
’
k
v

p
e b

lac
een p

e. W
ar
hil

tic
e I

u
 k
lar
no

ly
w

 ins
 many

pired
 ear

 b
l
y
y
 th
 ch

r
i
ee ear
ldhoo

unity experiences, and what they long 

l
d
y
 
 c
lead

hild
er

h
s
o
 ar
od

e h
 or

ar
ganiz

d at w
atio

o
ns
rk in th

 who’
is
ve 

 

undertaken the arduous task of transforming themselves into a living vision. 
n London Bridge Child Care Services  
 

• London, Ontario, engaged in an 18-month leadership development program 
drawing inspiration from business, philosophy, art, and child development theory. 
(For a summary of their process see Carter & Curtis, 2010.) 

 
• Chicago Commons Child Development Program, in Chicago, Illinois, crafted a 

remarkable organizational structure to support a growing exploration of Reggio-
inspired ideas, starting with a small group of teachers and administrators 
volunteering to participate in study together, which over time engaged all staff and 
sites. (For details see Scheinfeld, Haigh, & Scheinfeld, 2008.)  

 
• Hilltop Children’s Centre in Seattle, Washington, steadily identified a set of core 

values and created an organizational culture with administrative practices to bring 
their vision to life. (Two valuable resources with details of their process include 
Pelo, 2010 and Hilltop Children’s Centre, 2010.) 
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Strategy: Align your practices with your core values 
 
In The Visionary Director we offer an assessment and strategic planning tool to use once 
you have identified your core values. The idea is to systematically examine your 
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Strategy: Assess staff views 
 
To begin developing a useful staff orientation system, conduct a needs assessment of recent 
hires to determine how supported they felt and where the gaps in their orientation might 
exist. Create a survey to ask questions such as these:  
 

• If you could tell a new hire the three most important things about working here, 
what would they be?  

 
• What were you most nervous about in your first few days here?  

 
• What role did the centre and staff play in dealing with those worries?  

 
• How confident do you feel as a teacher here?  

 
• What role do you, as a co-teacher, play in orienting a new member to your teaching 

team? 
 
Reflecting on our Canadian colleague’s story about looking for core values has given me a 
clear focus for my work with early childhood centres. When something delights or disturbs 
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