
Adaptive & Technical Aspects 
to Change  

ADAPTIVE MESSAGES  
!  Complex aspects often 

requiring a change or shift 
in values, beliefs, thoughts 
or attitudes  

!  Ownership vs. Buy-in 
 

Why 
Purpose 

Rationale  

TECHNICAL INFORMATION 

!  Procedural in nature 
!  Relating to tasks, policies, 

or timelines  
 

What 
When 
How 

 

Heifetz, R. H., & Linsky, M. (2002). Leadership on the line: Staying alive through the dangers of leading. Boston: 
Harvard Business School Press.



The Power of Feedback 

“The most powerful single modification that 
enhances achievement is feedback.” 

Visible Learning, John Hattie, 2008 
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“John Hattie developed a way of ranking various influences in different meta-analyses according to 
their effect sizes. In his ground-breaking study “Visible Learning,” he ranked those influences which 
are related to learning outcomes from very positive effects to very negative effects on student 
achievement. Hattie found that the average effect size of all the interventions he studied was 0.40. 
Therefore he decided to judge the success of influences relative to this ‘hinge point’, in order to find 
an answer to the question “What works best in education?” Hattie studied six areas that contribute to 
learning: the student, the home, the school, the curricula, the teacher, and teaching and learning 
approaches.” (visible-learning.org) 
 

!
There are many strategies to maximize the power of feedback. Hattie cites Shute’s (2008) nine 
guidelines for using feedback to enhance learning: 
• focus feedback on the task not the learner, 
• provide elaborated feedback, 
• present elaborated feedback in manageable units, 
• be specific and clear with feedback messages, 
• keep feedback as simple as possible but no simpler, 
• reduce uncertainty between performance and goals, 
• give unbiased, objective feedback, written or via computer, 
•  promote a learning goal orientation via feedback, provide feedback after learners have  
 attempted a solution. 
Shute,!Valerie!J.!Focus!on!Formative!Feedback.!Review&of&Educational&Research;&Mar!2008;!78,!1;!Research!Library!Core!pg.!153!!
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“In the absence of useful 
feedback, most teachers’ 
performance plateaus by their 
third or fourth year in the job.” 

2010 MET Project:  Working with teachers to develop fair and reliable measures of 
effective teaching.   



Growth Mindset 

Mindset Dweck, 2006 



!
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Fixed Versus Flexible Intelligence Models 
 

Definitions   
Fixed Intelligence – the belief that intelligence is an innate endowment, fixed at 
birth and apportioned to different people in different quantities (entity or innate 
ability theory). 
Flexible Intelligence – the belief that intelligence is malleable or can be increased 
through effort (incremental or process theory) 
 
Fixed Mindset Thinkers: 

• Are averse to risk-taking 
• Are concerned with comparative performance goals 
• Think in terms of superior vs. inferior 
• Are vulnerable to negative/corrective feedback 
• Often resort to blame when performance is not up to standard 
• Believe failure = I am a failure 
• Believe effort is for those who lack talent or ability 

 
Flexible Mindset Thinkers: 

• Accept and seek out risks and challenges 
• Set process & learning goals (not comparative goals) 
• View negative/corrective feedback as a means of growth 
• Are more apt to seek out help to improve their skill/practice 
• Believe abilities can be cultivated 
• Believe growth is about effort 

 
Quick Facts 
• Concrete links have been made between a student’s belief about intelligence 

and their overall performance.   
• Entity theory students (believing in the fixed intelligence model) entering 

middle school and who were high achievers in elementary school achieved 
significantly lower grades in middle school. 

• Incremental theory students (believing in the flexible intelligence model) 
either maintained or showed improvement during the same transition.   

• Even those incremental theory students who showed low confidence in 
elementary school matched or exceeded their predicted performance.   

• Low confidence incrementalists earned higher grades than the high confidence 
entity theorists.   



“A resilient sense of efficacy 
enables individuals to do 
extraordinary things by 
productive use of their skills in 
the face of overwhelming 
obstacles” (1925/1997, p. 37) . 
 

Self-Efficacy 

“Teachers who have a low sense of instructional 
efficacy tend to regard difficult students as 
unteachable, whereas those who have a strong sense 
of instructional efficacy view student problems as 
surmountable” (p. 454). 
 Self Efficacy Bandura, 1997 
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Resources and Efficacy 
In a study completed and presented at the annual meeting of the American Research Association, teacher 
efficacy was strongly linked to the perceived level availability of resources and support from 
administrators.  The data resulting from the study demonstrated three key outcomes essential to 
administrators in understanding how to foster greater levels of efficacy for teachers.   
 

Key Conclusions 1: 
Compared to novice teachers (< 5 years experience), experienced teachers (5 years or more) reported 
significantly higher levels of resources and support from their administrator.  
Learning outcome for instructional leaders:  Leadership needs to concentrate on Novice teachers.  
Efficacy is most malleable early in one’s career.   
 

Key Conclusion 2: 
Teaching resources and support from parents were strongly linked to the level of efficacy of teachers. 
Learning outcome for instructional leaders:  Efficacious belief requires building connections with 
parents and ensuring that resources are consistently made available.         
 

Professional Growth and Efficacy 
Efficacy Topics/Approaches 
It is important to note that according to Bandura’s Social Cognitive Theory, as well as follow-up 
research completed on the model, the four categories of influence on efficacy that are listed below are 
hierarchical in the sense that there is a decreasing level of impact to each factor.  All, however, are 
influencers of efficacy and should be considered when developing a plan for professional development 
to promote efficacy.   
   
Mastery/Vicarious Experiences 

• Master teachers presenting successes 
• Teachers co-planning co-teaching (master/novice) 
• Mentor programs 
• Teachers observing teachers 
• Presenting scenarios for teachers to navigate through using both shared decision-making 

and thinking skills.   
  
Social Persuasion/ Physiological/Emotional Arousal 

• Development of performance feedback systems (all constituents) 
• Routine “pep” talks from all members of the school community 

 
Teacher Capacity 
Consider the influence of teacher capacity factors 
(identified in Figure 1) when planning professional 
development designed to impact efficacy.  Does your PD 
plan ensure opportunities for development of content 
knowledge and reflective practice?    
 
Self-Connection 
Finally, given the links established between those teachers 
with perceived high efficacy and a strong sense of self-
connection, it is becoming increasingly important to find 

Figure 1 
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professional growth opportunities for teachers to explore the 
personal meaning they apply to their work.  Literature from Margaret Wheatley and Pamela Gerloff 
provide excellent sources for developing these types of opportunities for educators.        
!

Trust and Efficacy 
From Trust Matters: Leadership for successful schools 

 
Defining Trust 
Trust is the one’s willingness to be vulnerable to another based on the confidence that the other is 
benevolent, honest, open, reliable, and competent (Mishra, 1996; Tschannen-Moran & Hoy, 1998, 
2000). 

 
Key Points about Why Trust Matters 

• Trust is the glue that holds things together, as well as the lubricant that reduces friction and 
facilitates smooth operations. 

• Trust is a choice that involves risk. 
• School leaders that have the trust of their communities are more likely to be successful in 

creating productive learning environments 
• Trust is a challenge for schools at this point in history, when all of our institutions are under 

unprecedented scrutiny. 
• Much of the responsibility for realizing our society’s vision of greater equity is vested in our 

schools. Consequently higher expectations are especially brought to bear on those who education 
our children. 

• Without trust, schools are likely to flounder in their attempts to provide constructive educational 
environments and meet the lofty goals that our society has set for them bcause energy needed to 
solve the complex problem of educating a diverse group of students is diverted into self-
protection. 

• Trustworthy leadership is the heart of productive schools 
• Schools with a high level of trust among the faculty are more likely to benefit from teacher 

collaboration and constructive responses to conflict. 
 
 

The Principal’s Role in School Trust 
• Because principals have greater power within the relationships in a school they 

have the greater responsibility for the establishment and maintenance of a culture 
of trust. 

• The principal’s behavior has a large influence on the culture of the school. Visible and accessible 
principals can more readily demonstrate support and concern. 

• To be trusted, principals need to be willing to extend trust to teachers, staff, students, and 
parents. 

• In the early stages of developing trust, the reputation of the players is important. Personal factors 
such as disposition to trust, values, attitudes, moods and emotions also influence the relationship. 

• Teachers’ trust in one another is facilitated by principals who promote a school culture that 
emphasizes cooperation and caring rather than competition and favoritism. 




