
TEACHERS AS REFLECTORS

It has been well and frequently documented that teaching is a difficult vocation.  The system is constantly evolving with updated research, data, structures and growing learners, and needs to reflect an advancing society that regenerates thoughts and design at an alarming pace.  

It has also been well and frequently documented that teachers are the most important and influential variant in any school setting.  As a consequence of this, it is imperative that schools develop a system that allows for and encourages teachers to self reflect and improve instructional outcomes.  The most effective of these systems has been an approach that allows coaching classroom practice, moving teacher training to the classroom, developing stronger school leaders, and most importantly, one that enables teachers to learn from each other.

One of the major differences between PROFICIENT and WELL DEVELOPED in the NYCDOE Quality Review Rubric is the empowerment of teachers and students in the systems and structures of a school.  The focus changes from administrative driven decisions and actions to intentionally shared participation by all stakeholders, as a way of ensuring that everyone has a deeper sense and understanding of the intended goals and objectives.

Quality Statement 4 is focused on the school aligning its leadership development and professional collaboration on school goals and student learning.  Specifically, Indicator 4.1, at the PROFICIENT level,  cites the expectation of school leaders supporting teacher with feedback of strengths and challenges through a series of short, frequent  cycles of classroom observation and that the school leaders have an effective system for managing this development.

At the WELL DEVELOPED level… school leaders and teacher peers support teachers’ development…with feedback, and next steps from a strategic use of short, frequent cycles of classroom observation and student work/data.  It therefore seems only natural that as we develop systems to enhance teacher feedback, that we include EVERYONE in the process and the system is transparent for all members of our professional team.

The model below establishes a procedure for making this happen.  It follows a step by step process for including all staff in self reflections, shares the process, strengthens collegiality and offers a productive structure for embedding the growth of teacher effectiveness across a school.

THE COMPONENTS

NYCDOE has nominated six targeted components for the 2011/2012 school year.  These components are 1e- Designing Coherent Instruction, 

2b- Establishing a Culture for Learning, 

2d- Managing Student Behavior, 

3b- Using Questioning and Discussion Techniques, 

3c- Engaging Students in Learning, and, 

3d- Using Assessment in Learning.  

These components can be embedded into a school’s professional culture in a number of ways.  Some schools are targeting components in cycles, others holistically covering the entire set of rubrics, while some schools have increased the components to include others that are also appropriate to their community, students or teachers.  There is no right or wrong way to include components, just individually preferred school methods.

Whatever model is adopted, teachers must be given plenty of time to acclimatize to the language and purpose of the component(s).  Professional development sessions must be scheduled to ensure that all members of the  professional team has a clear understanding and further support offered to ensure that everyone knows the impact of these on all aspects of teacher practice.

THE PLAN:

THE EVIDENCE

A key step leading toward the process of giving feedback is the collection of evidence.  Teachers will be guided in professional learning teams (PLTS) to recognize the “look fors” and effective strategies for collecting evidence by initially engaging in whole group classroom visits.  Using an evidence collection tool, the group will observe a classroom through a specific, targeted lens, and then back in their PLT's, the group will discuss the evidence they observed based on the component.  Teachers will compare data and discuss the impact of the data on the targeted component, honing their evidence using low inference observations.

THE FEEDBACK

Teachers will continue working in their PLT group to focus on one or two small areas within the component, citing evidence and now constructing questions that they would use to create an opportunity for the teacher to self reflect on her teaching.  The practice of doing this together ensures that the observers gain an understanding of the importance of using non-judgmental, low evidence based feedback that allows the teacher to make focused reflections and draw conclusions about next steps.  Effective feedback gives facts, and low inference evidence.  It prioritizes 1-2 important practices that will improve student learning.  It identifies clear actions that will be taken in the following two weeks.  Effective feedback is given within 48 hours and the time is determined before the visit.

THE TEAMS

Teachers will be introduced into the structure as a team.  After the importance of the process and outcomes are discussed teachers will be asked to write down the names of five teachers that they would feel comfortable having visit them in their classroom.  If teachers have no preferences, they can leave the selection part blank so teachers can be allocated to their team.  The administration will then create teams of at least five teachers and they will meet to discuss the focus component and create a timetable schedule for inter-visitations.  

Note:

· Only one member of the team will visit the classroom at a time

· Each teacher should receive a total of at least visits a month from team members

· Each teacher will keep a dual signed self reflection sheet, showing date, time, discussion and next step points

· Administrators will be given the team visitation schedule at least two weeks in advance so any coverages can be organized.

· Teacher feedback sessions will be encouraged to occur during prep periods

· Administrators/team leader visits will occur outside of the realm of this program

· Each teacher will nominate one component that they would like to have as their personal focus in conjunction with the two school focus components

Teacher teams will meet every two months to discuss progress/issues/next steps of their self reflective process and complete administrative goals.

SAMPLE VISITATION SCHEDULE
(A-C  teacher A visits teacher C)

	
	MONDAY
	TUESDAY
	WEDNESDAY
	THURSDAY
	FRIDAY

	WEEK 1
	
	A-B
	
	
	

	WEEK 2
	A-C
	
	B-D
	
	E-A

	WEEK 3
	
	C-E
	C-D
	E-B
	

	WEEK 4
	
	B-C
	D-E
	D-A
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