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Critically analyze the role of praise in classroom management.
	Personal Evaluation – to support your academic progress, we are interested to read your own assessment of this work as a measure of your own effort and in order that we may comment on your strengths and weaknesses.
Please ensure you complete this assessment before submitting your work.

	What do you consider are the best aspects of this piece of work?   
	Linking to theorists and further learning

	Which aspects do you consider could have been improved in this piece of work?
	Using more recent documents

	What have you found most satisfying whilst undertaking this submission?
	Learning how praise works and how to use it effectively



Classroom management requires skills and techniques that can be useful for teachers to use to keep students alert, positively productive and focused on tasks (Education Glossary (2014). Key parts of a well-managed classroom are: Routine; Established Rules, and post expectations; Praise; and Time management (Education Glossary (2014). Skills needed to be an effective classroom manager are to not only know what makes a good classroom manager but to know how to apply it. For example; a good classroom manager would need to be organised and prepared; but to be an effective manager would need to know how to make the most of that classroom time. Classroom management skills can be learnt and developed by teachers, such as learning techniques to appear more confident; including eye contact, how they stand and how they speak. 'Deteriorating behaviour goes hand in hand with the decline in teaching' (Ofsted, 2003). This is suggesting that when a teacher has a difficult class, they can start to be stressed and that is when creative teaching goes out the window because the teacher will only be concerned about doing tasks that will cause the least amount of disruption (Ofsted, 2003).
This assignment will focus on the role of praise but will consider other approaches to support answers.
The main purpose of praise in classroom management is to encourage and motivate pupils (Eric Digests, 1989). When used correctly, praise in a classroom setting can be motivating for pupils and a useful tool for teachers (Eric Digests, 1989). However, praise can also become ineffective in some situations, for example when over used or used in the wrong context (Burnett, 2001). Therefore for a teacher to be able to use praise everyday in an effective way certain elements need to take place: teachers should ensure that when giving praise that there is a purpose for the praise and that it is linked to a student's academic performance or certain behaviour (Brophy, 1981; Burnett, 2001). This means that instead of a teacher praising a pupil for every little thing they do, they would need to ensure that the pupil knows why they are being praised (Burnett, 2001). Praise is known to be a powerful tool because it allows the teacher to select individual aspects of a pupils work and try to motivate and encourage that part of it (Intervention Central, 2018). For example, the pupil might not have actually done that well on the speed they completed the work, but using praise to boost that aspect of the work can have positive outcomes (Intervention Central, 2018). This is because the teacher is praising the effort the pupil has put into it, rather than their actual ability (Intervention Central, 2018). This assignment will include a deeper look into the difference between ability praise and effort praise later on.

Haim Ginott was a school teacher, child psychologist and a parent advisor who once wrote in 'Teacher and Child: A book for parents and teachers':
I have come to the frightening conclusion that I am the decisive element. It is my personal approach that creates the climate. It is my daily mood that makes the weather. I possess tremendous power to make life miserable or joyous. I can be a tool of torture or an instrument of inspiration, I can humiliate or humor, hurt or heal. In all situations, it is my response that decides whether a crisis is escalated or de-escalated, and a person is humanized or de-humanized. If we treat people as they are, we make them worse. If we treat people as they ought to be, we help them become what they are capable of becoming (Ginott, 1975).
Ginott is referring that teachers have the ability to make the classroom environment either a positive experience or a negative one (Ginott, 1975). He is suggesting that children are complex, who need guidance from someone who is empathetic and who understands how a child feels and reacts (Ginott, 1975). An example of what Ginott is suggesting is that a pupil who is punished for doing something wrong might feel embarrassed or discouraged to take part in the rest of the lesson after being punished, and having a teacher who is not empathetic might not be able to recognize this (Ginott, 1975). After a child is punished for doing something wrong, by anyone, it is unlikely that they will immediately think about what they have done wrong or how they should not do it again, because at that moment in time they do not want to please the punisher. A recent report stated that teachers believe that the best way to effective discipline is to build a positive relationship with pupils and not punish pupils misbehavior (Sullivan and Keeney, 2008). Therefore in a classroom setting, the pupil who has just been punished will likely want to keep displeasing the punisher as they have caused the negative relationship between them (Sullivan and Keeney, 2008). Or the pupil might act out and do the same thing again, to act like the punishment has not affected them. This can lead to a negative effect in a classroom (Sullivan and Keeney, 2008).
Pupil behavior is one contemporary situation that teachers face within the classroom today(Government UK, 2014). A pupils social and home life is not the same as it used to be (Townsend, 2013), and teachers have claimed that there is a 'massive rise in disruptive behavior' (Townsend, 2013). Teachers have stated that they are dealing daily with children's frustration and unhappiness from parents failing to set boundaries at home and family breakdowns (Townsend, 2013). The number of divorced parents in Wales and England are still on the rise (Office for National Statistics, 2018). Schools in Wales are now focusing on developing the whole child, not just academically but emotionally and morally too (Government Wales, 2018). Using praise and rewards to encourage good behavior, instead of punishing the bad is proving to be affective (Government UK, 2014). A case study showed that one form of measuring good behaviour is through a point system (Government UK, 2014). It is designed to improve behaviour by rewarding pupils with points when they demonstrated one of the school values, which in turn help to reinforce good behavior (Government UK, 2014). By rewarding pupils for their good behavior through respecting the values, this teaches them morally and not just academically (Government UK, 2014). The idea of using praise to change pupil behaviour is that it indicates teacher approval (Burnett, 2001), however for change to be maintained, the pupil themselves must find the praise reinforcing (Akin-Little et al., 2004).

Findings show from a small case study (Burnett and Mandel, 2010) how and when teachers used praise can impact the outcome; and that the type of praise that teachers used in the classroom was important (Burnett and Mandel, 2010). The research also showed that the most used praise in the classroom was praise that actually had no relevance to the tasks and was found the least effective (Burnett and Mandel, 2010). From these findings (Burnett and Mandel, 2010) it suggests that teachers needed to use more praise that was directly linked with pupils work, such as effort and ability feedback, for praise in a classroom to be effective. A report called 'The Power of Feedback' by Hattie and Timperley (2007), highlights the problem with general praise. It states that the study found that personal feedback such as “good boy'' or “good effort” does reflect positively on students feelings, however as it has very little task-related information and is unlikely to develop into increased engagement or deeper understanding of the actual task (Hattie and Timperley, 2007). In their conclusion they state that general praise is unlikely to be effective for students' learning or their overall development (Hattie and Timperley, 2007, p.100). However, it is stated that pupils felt good when praised and that in fact, was one of the reasons to them wanting to try harder, enabling them to get more praise (Burnett and Mandel, 2010) but not necessarily to do with the task. None of the students indicated that they did not like to be praised (Burnett and Mandel, 2010). Burnett (2002) also suggests from his 'Teacher Praise and Feedback..’ report that pupils' perception of their relationship with their teacher is effected by the praise and feedback they get (Burnett, 2002). The results showed that pupils who received effort feedback from their teachers, perceived to have more of a positive relationship with their teacher (Burnett, 2002). 
Research on 'The Psychology of Success'  by Carol Dweck, shows her concerns with ability praise (Dweck, 2007). She believes that praising people for their natural ability can be destructive in the long run as this can make people think that skills and talents are things they either have or do not have (Dweck, 2007). Her concerns are with what happens when they experience failure, believing that they will start to believe they are not so great after all and will leave damaging effects (Dweck, 2007). However studies show that focusing on the effort and determination that people showed makes them better at overcoming future obstacles (Mueller and Dweck, 1998). In 1998, Carol Dweck and Claudia Mueller conducted a test to see if ability or effort praise had the most positive effect on children when they failed (Mueller and Dweck, 1998). The test was made to be quite difficult for the children, however the real experiment was how they performed after this. The researcher would tell some pupils that they had done well through offering ability praise with statements such as ''Well done! You must be smart at these problems.” (Mueller and Dweck, 1998). Other times, the researcher would offer praise for the pupils' effort with a statement such as “Well done, you must have worked hard at these problems.” (Mueller and Dweck, 1998). Apart from how the researcher praised the children at the end of the task, all pupils were treated the same (Mueller and Dweck, 1998). The next part of the test was designed for pupils to experience mild failure to see how they would respond. The research found that pupils who were praised for their ability rather than their efforts, showed signs of not performing well after failure, whereas pupils who received effort feedback performed better after experiencing failure (Mueller and Dweck, 1998). The pupils who received only ability feedback linked their failure to not being smart enough, were less likely to want to try again, declined in performance after exposed to failure and lied about their results (Mueller and Dweck, 1998). Whereas the pupils who had been praised for their efforts took the experience as learning opportunity, were more likely to want to take the problems home and did better because of it in further tests (Mueller and Dweck, 1998). Dweck believes that praising people for their hard work inspires them to take risks, learn from mistakes, and move on from setbacks (Dweck, 2007). Based on Mueller and Dwecks (1998) results of the six studies, it suggested that there is more of a positive effect for praising people for their hard work rather than their natural talents (Mueller and Dweck, 1998).

Contrary to this finding, Craven, Marsh, and Debus (1991) suggested that ability feedback was the dominant influence on pupils. Their argument here is that in order for pupils to develop a positive concept about their abilities to do things, students need to receive ability praise and feedback from their teacher or a significant others (Craven, Marsh and Debus, 1998). Burnett (2003) agrees with their theory as he found that pupils had negative comments and thoughts from subjects that they were receiving low levels of ability feedback (Burnett, 2003). For example, a pupil receiving low ability feedback in Science, would have low self-talk and reported that they believed they were not good at that subject (Burnett, 2003).
As mentioned from earlier findings, there are negative implications of praise if used incorrectly. If the person giving the praise does not understand how to apply it correctly to individuals then it could become ineffective instead of motivating (Burnett, 2003). For example a good class manager should know the different type of praise to know what ones are suitable for the class, such as extrinsic and intrinsic motivation. Extrinsic motivation is when the cause of motivation is from factors outside of the individual or the task. This means that the person is performing the task just to get the reward (Cheng and Yeh, 2009, pp. 597-598). For example, in schools these rewards can be identified as stickers. In contrast, intrinsic motivation is when the cause of motivation comes from within the individual (Cheng and Yeh, 2009). One negative implications of teachers using extrinsic motivation is that extrinsically motivated learners may put less effort into a task or even stop altogether when reinforcement discontinues, for example one day there is no more stickers left and the pupil is de-motivated to do the work as there is no reward at the end of the task (Kelsey, 2011). Intrinsic motivation has several advantages over extrinsic motivation as their motivation is to feel good about themselves and to complete the task (Kelsey, 2011). While extrinsic motivation such as rewards can promote successful learning and productive behavior, it seems that it is just a temporary motive at that time (Cheng and Yeh, 2009). Whereas in the long term using rewards can cause negative effects on attitude to work without any rewards (Kelsey, 2011). These theories link with Dweck beliefs of fixed mindset and growth mindset (Dweck 2007). She states that people with fixed mindset will believe that their intelligence is something that is fixed and cannot be changed, instead of working to improve their intelligence (Dweck, 2007). They also believe that talent is something someone is born with and that effort is not required (Dweck, 2007). Based on Dweck's theory, these are the people that would have the biggest negative impact when faced with failure (Dweck, 2007). Alternatively, someone with a growth mindset believe that their intelligence is something that can grow over time and experience (Dweck, 2007). These people believe that it is possible to become smarter if they put the effort in and believe that effort is linked to success (Dweck, 2007). A positive outcome to having this mindset is that these people put the time and effort into reaching their goals which leads to higher achievement (Dweck, 2007). Based on Dwecks theory, these people would not only be the least effected by failure but also be more likely to try again and put the effort in until they succeed (Dweck, 2007).
Based on the research and theory of Growth and Fixed mindset, it suggests that someone with a Growth mindset would prefer Intrinsic motivation, because they are more likely to already want to complete the tasks for themselves, to keep improving until they research their goal (Dweck, 2007). Whereas people with a Fixed mindset might need Extrinsic motivation to help them complete the task (Cheng and Yeh, 2009). This is because if they already feel like they cannot do a task, they believe they never will be able to do it therefore will not want to put the effort in for themselves (Cheng and Yeh, 2009). Therefore a teacher might want or need to use extrinsic rewards to get them to try at the task. In both cases praise based on effort suggests to be the best type of praise for pupils with a Growth or a Fixed mindset (Dweck, 2007). This is because praising Growth mindset pupils on their ability instead of their efforts could de-motivate pupils from carrying on working hard, making them believe they already have it and do not need to work for it (Dweck, 2007). The same with praising Fixed mindset pupils for their ability instead of their efforts suggests that it could encourage their fixed way of thinking, believing that the ability to do something is based on if you are born with it (Dweck, 2007).
To conclude, after critically analyzing the role of praise in the classroom, it suggests that praise is a effective classroom management technique, as long as it is used within the right context, with the right purpose (Dweck, 2007). It suggests that the classroom manager should ensure they know how their pupils learn best and what type of learner they are (Cheng and Yeh, 2009), to be able to give them the right type of feedback to further encourage their learning (Intervention Central, 2018). It also suggests that when used incorrectly, it can not only be ineffective but can actually be de-motivational in the long run for both pupils and teachers (Intervention Central, 2018).
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