
First Learning Area: Change management
TITLE: developing a strategy which maximises teacher performance and learning. 
LEVEL: 7
CREDITS: 60
LO1) critically develop my role in developing teaching to identify how high quality professional learning has maximised teacher performance and pupil progress. 
I took on the role of developing teaching and learning within my school in 2014. However, before I could even begin to think about developing others I had to think about developing myself as a teacher. At that time, I had been teaching for a decade. I was excited to be asked to take on the role of leading T & L (Teaching and learning) because I believe high quality teaching is the key to improving levels of achievement in a school. After some time reflecting, the excitement soon died down and anxiety began to kick in. So how do I go about this? Prior to me developing teaching within my school, I had limited skills myself in developing my own teaching and was apprehensive in developing others when I felt I hadn’t developed my own teaching to bring about changes.  Where do I even begin in a school where we haven’t dedicated time and effort to talk about teaching, with colleagues who are at different stages in their career, some who have been teaching for longer than I have and may not have the same passion as I have for teaching, some who have lost their mojo along their career, some who may feel threatened as they’ve been teaching for donkeys years and think they know best to helping new teachers channel their enthusiasm in the right way. 
In 2013 – 2014, it was identified from formal lesson observations conducted by SLT and senior challenge advisors that there were a handful of teaching staff whose teaching was unsatisfactory as well as a handful of teachers who thought their teaching was excellent and were unconsciously incompetent as well as teachers who thought their teaching was unsatisfactory but were unconsciously competent and in fact were delivering excellent lessons but could not see this. 
Managing these teachers and in school variance was time consuming, difficult and often unpleasant. The unconsciously incompetent teachers caused the senior leadership team and myself the most headaches and taught unsatisfactory lessons. These lessons were often dull and disengaging and not surprising, children were often bored, passive and occasionally disruptive. Furthermore, these lessons produced unsatisfactory results. (evidence of a lesson observation in appendix 4)
In order to broaden my understanding of existing formal documentation to manage this situation, I read the current policy we had in place for teaching and learning and nowhere in that policy (see appendix 5) could I find any support strategies or coaching techniques in helping developing teaching. It’s like we expected teachers to be good teachers as soon as they leave teaching practice or for experienced teachers to carry on teaching good lessons without providing the necessary support needed to fulfil this. There was a part in the policy that dealt with incompetence but I struggled to accept that nowhere in the policy was there mention of helping, supporting, improving or reflecting. The head teacher and I had several discussions on what we stood for as a school with regards to teaching, what would learning look like for a 5 year old? What would learning look like for a 10 year old? What would our teachers have to do to ensure excellent learning was taking place? (Appendix 6) I began to evaluate deeply with discussions with the head teacher and the executive head of the Fern Federation, we discussed where we were as a school in learning and teaching and what I needed to do in my role to bring about changes in teaching. 
In order to move forward it is important to assess your current situation honestly and identify ways forward and in our school I felt we didn’t take the time to talk about teaching, we did not reflect on our teaching deeply and valuably. So I began putting systems (Appendix 7a) in place in order to raise the profile of teaching and learning within our school, and therefore improve the overall quality of teaching and learning. The systems included having a platform to actually discuss teaching, dedicated time to reflect in the form of teaching and learning workshops as well as coaching partner allocated time to reflect using video analysis. These systems (7a) themselves didn’t change the quality of teaching itself, however ensuring they all encompassed deep reflection, honesty and time most definitely changed mindsets of our teaching staff which then began to make a difference in the classroom. The biggest change we experienced during the years 2014-2015 in our school was that teaching and learning finally took centre stage! (appendix 7b)  

I began broadening my knowledge of effective teaching as I began working in collaboration with a PLC (Professional Learning Community) facilitated by the Fern Federation which involved many schools from around Wales working together to discuss teaching. I got involved with this project in 2014 mainly as a way of improving the quality of teaching and learning in our school and developing my role in developing teaching. I began forming an effective working relationship with colleagues that were at the same level as me in teaching to teachers who were senior members of staff within their own schools which was an excellent source of learning and support as we all had different experiences. (see appendix 8)
The executive head teacher of the Fern Federation had experienced great success working with an educationalist called Mike Hughes. He felt our school could benefit greatly from working with him in a similar school-to-school collaboration through sharing best practice; by sharing evidence of success from other schools and the effect it was having, we could use this to further raise the overall quality of teaching and learning within our school. We collaborated for over a year with Mike Hughes and the group of teachers from across South Wales and learnt how to facilitate deep discussions on what we believe to be ‘good’ teaching this was how our coaching and assessing tool began to evolve. (appendix 9)
From an initial meeting with Mike Hughes I learnt how to ensure our staff were focusing on teaching by using all the systems implemented effectively. The tools he provided were simple and did not involve a huge amount of organisation; a video (or stimulus), a tool to reflect and a teacher! In our first session, the ex head and education trainer Mike Hughes got us all talking within the first few minutes of meeting each other by sharing a few videos of teachers teaching (appendix 10). The videos viewed instantly got us all talking. The professional dialogue generated by watching simply two minutes of a lesson generated a real buzz in the room. I completely forgot about my own anxieties of videoing at that point. Before we knew it we were discussing what we had seen like we've known each other for ten years! Over the following sessions there were so many effective ways of generating the discussion by focusing on teaching or the lesson and not judging the teacher. Prior to these sessions, I was not confident on how I could facilitate good quality discussions. Mike Hughes modelled many different techniques and consequently, I learnt a range of ways in analysing a teaching video to generate valuable professional dialogue and using the information to make tweak lessons (appendix 11). This proved to be difficult in the beginning as I felt as if we needed to give our opinions of what we do rather than focus on the information that was in front of us. We were becoming very judgemental after all it's what is natural to us as teachers as we are always having things ‘done’ to us and we are always being judged! During these collaborations, the most important lesson I learnt that it does take a long time to change a mindset and a culture of a school. 
I was conscious of how I was feeling about introducing video analysis and was very anxious about how staff would respond. In order to address these concerns I sought advice from my head teacher, through a series of professional discussions/coaching sessions I was able to identify a strategy to engage colleagues (appendix 12). This was the first time I had been required to undertake such a task, whilst I feel I am very skilled in terms of knowing my staff, how to get the best out of them, I still could not bring about changes to teaching to bring about high quality learning and so I learnt how to be a good coach through discussions with Mike Hughes, colleagues across the schools and through my personal research on coaching, this was an opportunity for me to further develop my negotiation and coaching skills. This knowledge was an essential part of my role as a learner and as a leader of teaching because I needed to take a step back before the school could take a several steps forward. Teaching staff needed to know I knew my job role well and that I understood how the systems being implemented would help them to be better practitioners and this is why I chose to trial each one out as a teacher first and then learnt how to improve my coaching skills to facilitate the systems with my colleagues. 
LO2) critically analyse, evaluate and justify higher level learning experience.
Consequently, I improved my skills as a leader and ensured I hadn’t rushed the process. As a leader, when you want to see results quickly, you can often become frustrated as you want to see impact here and now. Having read many articles in leadership and senior leadership courses I attended (appendix 13) , I consciously ensured I slowed down systems and introduced change slowly and had it on good faith by governors and senior challenge advisors that we needed time to see high quality teaching by changing mindsets and a culture; it was not going to happen overnight. 
In order to improve understanding I managed and engaged with and coordinated input from key stakeholders. For the school to do this successfully I needed other members of the school community to also change their mindsets and so as a result in every system I led to improve teaching, each member of the school community also attended. Governors and challenge advisors attended our workshops (appendix 14) as well as attending our learning journey as a school in ‘Synergy in our systems’ conference where I led a talk on improving teaching a year later in Cardiff City Stadium with the Fern Federation executive head teacher.  This firsthand experience and knowledge was useful to each member of the school community as they learnt where each teacher was in their teaching, what they needed to do, how they were going to see this and eventually they could see impact. 
When I led my T and L workshops in my school with my staff, I ensured I remembered my initial fears, feelings and hesitations so that I could put my colleagues at ease, and I used similar strategies to ensure that they had that initial buzz and excitement at talking about teaching, and by the end of my first workshop I felt the teachers could see the benefit of having such professional dialogue and valuable reflection. Having experienced and analysing my own teaching, I remembered how I felt being on the receiving end of someone helping me reflect, eliminating my own biases of what I thought good teaching comprised of, this helped me support my colleagues as throughout the whole experience, I kept on remembering how I felt being on the receiving end of retraining my mind to improve teaching. From this situation, I was able to share this with my colleagues back at school and I feel this was one of the best things I could have done, rather than them thinking I was judging them or better than them (being the teaching lead!), they saw I was real and made the same mistakes as them, but that I could reflect and learn from them. My colleagues seeing me as human broke down some huge barriers and I feel from that point onwards there was a much more trusting atmosphere, and it is something I would suggest all teaching and learning leads or coaches to try, a personal approach and open and honest approach is a great leveller. (appendices 3a,b,c)

 “Sweep the sheds – never be too big to do the small things that need to be done”. 
“Successful leaders balance pride with humility, absolute pride in performance, total humility before the magnitude of the task”. James Kerr, Legacy, 2013. 
I knew my colleagues felt that I was amazing at my job, I was an amazing teacher, they held me high up there, alongside Nelson Mandela but I wanted them to know that I work hard to reflect on my teaching daily, I am not perfect, I do not deliver excellent lessons on a day to day basis, but I do however, try my best to put into practice actions as I result of my reflections and the highest quality learning experiences for the children I teach. I wanted them to know that it takes time and to critically reflect on you as a teacher is an incredibly hard thing to do. 
From trialling out different systems to improve the quality of teaching, I was able to analyse the various processes and conclude that video analysis was most beneficial because it held up the mirror to the teacher. Having experienced lesson feedback myself throughout my career, I realised and questioned the effectiveness of it and believe how ineffective it can be to improve teaching.  Traditionally, lesson feedback was always carried out at the end of an observation and so it meant that teachers couldn’t actually see if they were facilitating high quality learning, whereas a video, sitting alongside you, pausing, talking, reflecting, discussion brought about instant changes and over time ensured these changes were embedded bringing about sustained long term change. Additionally, I have learnt that instant coaching within a lesson can also bring about immediate changes. After countless discussions with governors, the head teacher and challenge advisor, we all agreed that long term changes to teaching would take time. A system needed to be put in place to support and encourage long term change with teachers being part of the changes and not being on the receiving end of them. Therefore, I significantly developed my skills in facilitating these systems (See appendix 2) so that teachers could see firsthand how teaching could be developed with the teachers running the sessions. I ensured each system guaranteed the teacher being coached was actually dedicating the session through high quality coaching.  
The colour works learning profile gave me an insightful overview on my own personal style, the way I needed to interact with others, my decision making, how to communicate with my team as well as my overall strengths and possible weaknesses. It described my leadership style accurately. I hadn’t realised what my blind spots were until I read the profile. It started to make sense. The profile enabled me to reflect on my opposite types and how to approach my colleagues, how to communicate with them, it gave me the information I needed to be able to approach them effectively. I show yellow characteristics. Interestingly I have had two profiles created for me 5 years apart. One in 2013 when I first took on the role of leading teaching and learning and another profile in 2018 when I became a deputy head teacher. Both profiles show strong yellow characteristics but the latter one shows an increase in red characteristics. I have significantly improved my leadership skills and my understanding of how to best lead a team of teachers and I truly believe this has been as a result of my collaborations with different colleagues, carrying out action research, collaborations with educationists, my discussions with head teachers as well as successfully completing my national professional qualification in headship. 
 “Self awareness is a central part of learning – and also central to working with learners’’ Jacqui Turnbull, Coaching for learning, 2009. 
For me, the most meaningful learning has been discovering (through this whole experience thanks to the close collaborations with other schools on the PLC) is that being a good or excellent teacher doesn't automatically qualify you to be a good coach (refer to appendix 15a). Previously I thought you could only be a good coach if you were a good teacher, however I now understand the skills set if completely different to being a teacher. You have to really think about the language you are using, body language, your use of words, range of questioning, etc, so that it is not judgemental and focus on information. If the person being coached feels they are being judged it can put them off the experience. I am developing coaching partnerships within the school by learning and trialling out effective coaching techniques and videoing the coaching experiences as I am not as confident within this role, I will now need to be able to reflect on effective coaching as oppose to effective teaching so that I can improve changes within this role. 
L03) critically evaluate a range of concepts, models that underpin principles and practices in my own workplace. 
[bookmark: _GoBack]From monitoring and analysing the effectiveness of  the systems I implemented (see appendix 15b), from where we came from and where we were in developing teaching, I realised  the impact it had on teaching practice was incredible the teachers were collaborating with other teachers to improve teaching (appendix 16),. After conducting learning walks with the challenge advisor, lesson observations with the head teacher and listening to learners with governors, we learnt that teaching and learning in our school had in fact improved significantly (appendix 17).  With close collaborations with the PLC, head teacher, I helped create the conditions and culture to allow our colleagues to have time to reflect and to tweak their practice with suitable tools they could use. We had an increase in professional dialogue. Our colleagues enjoyed the workshop and commented on how they looked forward to the workshops and how they had even started videoing herself and reflecting on their own practice (appendix 18). The colleagues were discussing parts of the workshop in their own time and trying out new things and wanted to try new things out as they were finally in control of their own teaching.  For me as a leader, this was success! A couple of year’s work of providing the stepping stones needed to improve the quality of teaching. However, I felt we still weren’t there yet. As a next step, once the professional dialogue was present I needed to dig a little deeper, I wanted teachers to reflect deeply and know how to reflect effectively. I understood this wasn’t going to happen in a couple of years. After knowing how they work, how they learn, I felt I shouldn’t run, we needed to walk, we need to dip our toe in gently, but next year I intended on jogging! I wanted our teachers to learn, reflect, turn good into great and switch the focus from themselves as teachers onto the lesson and learning and that is what I got. Overall I felt the school-to-school collaboration had been a huge success on my own learning both as a practitioner and as well as a leader; I had access to a useful network of good quality support, advice and guidance. Sharing a journey with others in a similar position and identifying successes and failures was a key part of this, and continuing this through quality, collaborative professional development is now the long term aim. 
The collaboration with Fern Federation and other schools developed over the years where we built a trusting and nurturing learning culture, this gave us many opportunities to share our practice, show evidences of successes, share what wasn’t working so well, what we tried differently and the impact it was having in our school. I strongly believe this has been the most valuable experience of my career so far, networking with these teachers who are in different points in their career, building relationships and having the time to reflect well together, having valuable conversations centred around how to develop teaching in schools has played a huge part in developing my leadership characteristics. (See appendix 1)
And I must say improving teaching through video analysis and coaching has been the highlight of my career so far, working with Mike Hughes and the PLC have influenced my own teaching philosophy and practice, as well as my personal approach to both teaching and encouraging my colleagues to develop their practice. I began challenging myself deeply, I started to reflect deeply on my currently practice. I read research from many different teaching books and articles to help aid my thinking, I questioned myself on whether I was a good teacher many times. This period in my teaching has definitely been a turning point and an unforgettable experience. 
“Teachers must be learners. We cannot create a learning school or climate conducive to learning that excludes teachers. Learning must permeate the entire institution and not be confined to something we do with the children” Mike Hughes 2006. 
Mike Hughes asked us all to write down a short paragraph on what we've gained out of this experience of working together. This is what I wrote at that time in 2014-2015.
We've created an environment where we feel comfortable engaging in professional dialogue where the emphasis is purely on teaching and having the time to reflect on your own practice. The reflection is based on information, an atmosphere of trust and is non judgemental taking the emotion out of being judged.  

Second Learning Area: Professional Learning
LEVEL: 7
CREDITS: 60
LO1) Produce evidence which demonstrates a build up of effective collaboration, deepening reflection and practical expertise has sustained a collaborative culture within and beyond the school. 
Since 2015, we’ve had a really interesting time in our school regarding teaching and learning and have focused 90% of our time on teaching and learning rather than systems and processes. This is due to my passion for what I believe will maintain and sustain high quality learning. I have pushed and ensured that the teaching and learning workshops continue to take centre stage in our school. Four years on, my role, my expectations as a leader of learning and teaching have greatly developed. I now feel the confidence to be able to tackle difficult teachers, reluctant teachers, teachers who are enthusiastic but can’t channel this effectively, this is due to being developed myself as a teacher with continued collaborations with the schools since 2014, having a go-to school to speak to, to share my passion for teaching with, to turn to when experiencing difficulties. appendix 19)
In 2016, 80% of our teaching staff felt strongly that lesson observations feedback did not make a positive impact on their teaching instead it brought on high anxiety during the lesson, before the lesson, after the lesson – which wasn’t a true reflection as to where our teachers were in their teaching. It was not helping them to develop. 
Subsequently, I listened, reflected, read articles to do with lesson observations (appendix 20), shared the articles with governors and the head teacher and decided to do something about it so that staff felt supported in bringing about changes’ to improve their practice which immediately put them back in control and therefore were on board and could sustain positive changes they made in their teaching for a longer period of time and not just for an one off lesson observations therefore we could maximise and sustain high quality learning. Additionally, lesson observations were showing the same old feedback of a lack of incidental welsh and use of ICT. In 2014, our lesson observations coupled with Listening to Learners, Book scrutiny, showed 70% of lessons were good with 10% excellent, 20% adequate. Being the newly appointed teaching and learning lead at that time, I wanted that to change immediately with a view to sustain high quality teaching and learning for longer periods and not just a one off whiz bang lesson which doesn’t make a difference to sustaining excellent standards through time. 
Through a similar approach of providing professional learning opportunities of planned and tailored T & L workshops, using video to improve teaching and coaching that I experienced first hand in Fern Federation I was able to support our staff in creating an environment with continuous learning opportunities throughout the year based on the needs of our school where our colleagues over time could grow professionally and build an effective Professional Learning Culture. This takes time but incredibly valuable in terms of impact on improving teaching, dedicated that time to our teachers showed them our much we valued them. No courses! (Appendix 21a)
“If we aspire to a culture based upon learning, the onus must be on teachers making these decisions for themselves. For simple telling teachers what and how to improve may yield some short-term gains but will not result in learning.” Mike Hughes 2004
L02) Critically evaluate systems and theories of leadership that underpin practice in my own workplace.
The biggest changes from 2014-2016 I experienced in our school is our teachers are reflective practitioners, they now have the relevant skills and feel empowered to be able to talk knowledgably and confidently about pedagogy, reflect on their practice and bring about tweaks to improve their practice and improve the quality of learning experiences for all of our learners(appendix 21b). I wanted our teachers to make tweaks to their practice that didn’t put them totally out of their comfort zone, as they wouldn’t be able to sustain that, but a series of tweaks would create a big shift in practice. So the belief here is If everyone gets better every day, improve by 5% minimum, 10%, 15%, the team’s going to improve, if you put these collective % together, you’ve got something special, the best quality education for all learners over time.
I got this concept from Reading ‘Legacy’ by James Kerr, he writes about 15 lessons in leadership, this book has helped me develop ownership, leadership and accountability within my team. Furthermore, it has helped me define my own thoughts, my vision for the school, what I stand for as a teacher, a leader and a Deputy Head teacher. As a result, along with my staff, I have developed a teaching and learning vision and policy which is exclusive to our school. So when you come to our school, this is what learning would look like for a child as well as seeing what learning would like for a teacher learning their trade. This policy is considerably different our previous school’s policies, its taken time, it’s taken experimenting and it’s what we stand for in our school, what we believe in improving and sustaining high quality learning and teaching. What’s more, governors, teachers and challenge advisors and children helped write it as they have all been involved in it from the very beginning. 
I found that in 2016, 80% of lessons were good with 20% showing aspects of excellence. This was not only through lesson observations, but through weekly video analysis, looking at whole school data in some instances, book scrutiny, listening to learners, pupil questionnaires as well as individual performance review meetings. (appendix 22).
By investing in the time over the years in developing and supporting our teachers in teaching and learning – many of us in our school now have a shared vision centred around high quality learning and teaching, the culture within the school has changed immensely (appendix 23). This has taken many years and support from all members of our school community. As a result I have learnt that to see and sustain true change, it will take time and time used effectively and wisely. I have shielded staff from other educational changes as I truly believe it’s all about teaching! 
Consequently, Staff now feel comfortable turning to each other for advice and consultation. They do this quite naturally now and not just in our planned workshops. The professional dialogue in our individual performance reviews has changed immensely since 2014, they are sharing passionately how they’ve improved teaching, and how they’ve improved learning for all learners. It’s taken quite some time, but we now have the professional honesty and professional integrity which are having a positive impact within our school’s culture of continuous improvement. 
“The only person who is educated is the person who has learned how to learn; the person who has learned how to adapt and change; the person who has realized that no knowledge is secure, that only the process of seeking knowledge gives a basic for security” Carl Rogers and Jerome Freiberg 1994: 152
Each teacher has been introduced to the new professional standards which is part of their Performance Management targets. Interestingly, our staff weren’t alarmed as to what they were seeing, which is always a good sign, pedagogy being the biggest part of the new professional standards, they were able to pick something effortlessly to work on this year as it’s what we do and they were able to discuss it with a colleague before they attended performance reviews. Looking back now and seeing how the teachers in the school have grown professionally has been a delight to see (appendix 24a). They can talk confidently about teaching and what makes a high quality learning experience for the pupils in their class.
There is a clear focus on professional learning for all staff to develop high quality learning and teaching creating a culture of continuous improvement where our teachers are working together collaboratively to improve teaching together.(appendix 24b)

LO3) develop a strategy to improve teaching to define learning and relate this learning to others.
This focus on continuous Professional Learning among staff was not limited to just our school. Our previous challenge advisor asked me to lead a Teaching and Learning  Action Plan with schools in our Schools Learning In Partnership group, schools across Cardiff, sharing our successes we had which the schools were very engaged in (appendix 25). Surprisingly for me, these schools didn’t have opportunities of Professional Learning within their own schools where the focus was solely on T and L. This soon changed. Having experienced what I had as a teaching and learning lead, I now feel confident leading other leaders in helping them facilitate systems and support their colleagues in developing teaching. For a teaching and learning lead, it was lovely to know that these schools were turning to me to support them. I was their ‘go to’ colleague for once. You know you’re making progress in your school when you’re leading or supporting other schools, I also felt strongly that you have a moral responsibility to support other schools, after all, if I didn’t have that strong collaboration with the PLC in developing teaching, we wouldn’t be where we are today in our school.  
Another example of success we’ve had by working with others is centred around the implementation of Successful Futures, something I felt I didn’t know as much I should do, so in 2017, I got in touch with one of my go to schools where they were already unpicking the document so I joined them once more, they created opportunities for myself and colleagues to deepen our learning and understanding of Successful Futures learning alongside them. (appendix 26) This was quite natural for us – we’ve already established that culture and climate for change. So within this learning organisation, we have participated in lesson study and have had the opportunity to engage with action research on the 12 Pedagogical Principles – again further deepening our own learning and understanding of pedagogy so that we are able to prepare our staff within our own schools. 
Currently in our school I am providing opportunities for our staff to also become more research engaged and confident about using theory/evidence to make an impact on their thinking, so that they are equipped to question and inquire, pick apart pedagogy and truly understand why they are doing what they’re doing. We are not a passive school, I am not a passive leader and therefore I am encouraging our teachers also not be passive in their teaching. I felt that the staff had this ‘learned helplessness’ just tell us what to do attitude and I felt I wanted to empower them to be able to have that confidence to be innovative in their practice. Understanding teaching and research is an essential part of professional learning and so I feel providing opportunities for my staff to be researched engaged has helped them to eliminate the learned helpless of ‘tell me what to’ attitude (appendix 27). I have helped develop thinkers within my school by having a culture of experimenting, finding research, trialling, collaborating and networking with other colleagues across the schools (appendix 28). I’ve learnt that if you do not provide a wide range of professional learning opportunities and time for teachers, they will become reliant on the leaders of the school and therefore won’t have the capacity to improve. 
My next step is to establishing a culture where staff want to try new things out and know why they are trying things out in this way without having the fear of being shot down, I want them to experiment and be innovative in their practice. But I understand that doesn’t just happen, I need to dedicate quality time for them to develop, after all growth looks different on different people. 
We are a school, which supports and recognises staff for taking initiative and risks. For this reason, we would like staff to engage in Action Research to extend their thinking, practice, to have an open mind towards doing things slightly differently but know why they are doing what they’re doing, have reasons, they’ve reflected on research, they’ve carried out action research. 
LO4) critically evaluate and reflect on lessons learnt in leadership to bring about continuous improvement. 
To summarise, I believe through my role in developing T and L there will be and is a legacy of teachers who will be reflective practitioners that are equipped to provide all children with the best quality education.
I’ve learnt and have a growing understanding that leadership is about influencing others to follow; it’s about working with and relating to people, so much of being a good leader is about being brave and having common sense. I have learnt to develop my communication skills as a result and be brave enough to challenge SLT/governors and teachers with my passion for teaching and my beliefs (appendix 29).  
I understand that staff do not take to change straight away, they need time to digest change, they need to be clear in how they fit into the jigsaw puzzle, otherwise there will be resistance, it’s important to get the resistance out in the open in order to deal with it appropriately. You are always going to get 20% of staff who will champion anything you say and do it, you will have 50% who sit on the fence (who wait for direction) and 30% who resist. 
People have a hard time letting go of their old ways, old cultures, old practices as change forces them to transition into a new environment. This phase is filled with confusion and frustration. I’ve found that to get people to focus on critical priorities, helping them to embrace the new ways, systems, procedures and showing them how to take advantages of new opportunities helps for successful transition. 
I have learnt that if teaching staff have the platform to be able to reflect on their teaching, talk about teaching, and have the time to be able to put things into effect they will be better practitioners. Throughout each School Improvement Plan Teaching and Learning has pride of place, it permeates our school, it’s at the top of our tree and that hasn’t just happened, that’s taken time. By investing in our staff for the past four years, they feel empowered and valued and are very much on board in a shared vision centred on high quality learning and teaching.



