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[bookmark: _Toc73629513][bookmark: _Hlk73975376][bookmark: _Toc70039462]Overview
This module considers what effective learning looks like in the context of educational institutions and organisations in Myanmar and how leadership teams of these institutions and organisations can influence attitudes and approaches to effective learning.
The course will consider questions such as: 
· Who are our learners? 
· What is effective learning? 
· Who is responsible for effective learning? 
· [bookmark: _Hlk73727692]What leadership approaches and strategies can leaders employ to enable and ensure effective learning in their contexts?
· What skills do leaders require in order to enable and ensure effective learning and how can these be developed?

This is the fifth of five units:  
1. What is Effective Learning?
2. The Learner and Classroom Environment
3. Leadership for Effective Learning
4. [bookmark: _Hlk72996967]Strategies for Leading for Effective Learning
5. Skills for Leading for Effective Learning
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[bookmark: _Toc73629514]Outcomes

[bookmark: _Hlk72700419]By the end of this unit, participants will be able to:
· discuss three styles of leadership and the advantages and problems involved with these leadership styles
· discuss how a more distributed leadership style benefits educational programmes 
· identify how a more distributed leadership style can be applied to their own contexts
· identify stakeholders and discuss ways in which effective communications with these stakeholders can be established
· discuss ways in which key people capable of taking on leadership roles can be selected and the qualities they require
· develop outline plans to implement coaching for future leaders
· identify and discuss qualities of an effective coach
· discuss the purposes of classroom observation and ways in which it can be undertaken
· discuss approaches to feedback and how feedback can be most effectively provided following a classroom observation
· reflect on their own skills for leading for effective learning and which skills can be developed further.


[bookmark: _Toc67651148][bookmark: _Hlk69977001]
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[bookmark: _Toc73629515]5.1 Selecting a leadership style

[bookmark: _Hlk73041425]5.1 Discuss: leadership styles
Step 1
In this activity, we will look at three styles of leadership: 
· distributed leadership
· delegated leadership
· heroic leadership
If you have come across these terms before, explain the term(s) to a colleague or colleagues.
Step 2
Match a definition a) to c) to a term 1 to 3.
	a) A style of leadership in which leaders’ tend to make decisions individually and then deliver directives to their staff which the staff follow:  a little like a general giving their instructions to their troops
	1 Distributed leadership

	b) A style of leadership through which we transfer part of our work, duties, or responsibilities to someone who is subordinate to us but we control and manage the process
	2 Delegated leadership 

	c) A style of leadership through which we as leaders share leadership with the people we lead, enabling them to collaborate and make their own decisions 
	3 Heroic leadership



Step 3
Answer these questions:
· Which style is most similar to the way you usually lead?
[bookmark: _Hlk73643768]
· What do you think are the advantages of leading in this way?

· Describe a time when you have shown this kind of leadership.







5.1 Task: leadership styles: jigsaw reading

[bookmark: _Hlk73041727]Step 1
Work in three groups.
[bookmark: _Hlk73041550]Group A:  read Appendix 1a which describes heroic leadership.
Group B:  read Appendix 1b which describes delegated leadership.
Group C:  read Appendix 1c which describes distributed leadership.
[bookmark: _Hlk73041959]Step 2
[bookmark: _Hlk73045806]Share your ideas from Step 1 and work together to complete the table.

	[bookmark: _Hlk72700649]
	What does this style of leadership involve?
	What are the advantages of this type of leadership?
	What are the problems with this type of leadership?

	Heroic leadership
	




	
	

	Delegated leadership
	





	
	

	Distributed leadership
	





	
	



· Which leadership style do you think is most appropriate for your institution? Why?

Step 3: Distributed leadership in operation
As you found out in Step 2, many educationalists now recommend a more distributed approach.
a) Scenario: read the situation below which describes a new initiative in a school:
· The Headteacher in a school decrees that all homework will be doubled.
· Each teacher must give double the homework from the following Monday.
· Some teachers decide this is a good idea and some decide it is a bad idea. Some teachers do not really understand the new policy.
· From Monday, some teachers give double the homework, some give no homework as a protest and some teachers give three times the homework because they are not sure what to do. 
· Learners get different amounts of homework from different teachers. Some want more, some want less and nobody is happy. 
· The result is confusion and conflict.
[image: ]
· What alternative approaches could the Headteacher have taken?
· Why could a distributed leadership approach been more useful in this situation?

b) Think about your context.
Answer these questions:
· Have you ever experienced a negative situation which might have been addressed by taking an approach which was more distributive?
· Are there any ways in which a more distributive approach would benefit your institution?
How could we introduce it?

[bookmark: _Hlk73607394]Further reading
The video ‘Leadership is…..distributed’ will give you some suggestions on how the situation in Step 3a might have been avoided.
You can find the video here:
 https://www.youtube.com/watch?v=oQI8H7XN4I4
The video also provides more explanation of the theories behind distributed leadership.
[bookmark: _Toc73629516]5.2 Building relationships
[bookmark: _Hlk73088180]5.2 Discuss: who are your stakeholders?
Step 1
Read the text:
Stakeholders are defined as any persons or organisations that will be involved in and/or affected by the work which is undertaken by the institution or organisation you work with.[footnoteRef:1] [1:  Definition and diagram from British Council: Teacher Education Planning Handbook] 

[bookmark: _Hlk73952134]For example, stakeholders involved or affected by the work of a teacher-training college include:
· the Teacher Educators who work there
· the children taught by Student Teachers during practice classes in a partner school 
· external organisations funding initiatives to support the teacher-training college.,
The diagram shows some main groups of stakeholders.
Stakeholders in your context
Policy makers
Community
Civil society
Media
Administrators
Practitioners
Academic
















Step 2
Work in a group with colleagues who share the same context with you.
Make a list of the stakeholders who are involved with or affected by the work your institution or organisation undertakes.
Who are the most important stakeholders in your list?
5.2 Task: building relationships with stakeholders.

Building relationships with stakeholders is all about communicating effectively.

Work in a group with colleagues who share the same context with you.

Complete the table: some examples have been done for you.

	Stakeholder
	What do I need to communicate to this group?
	What are the most effective ways for me to communicate with this group?
	How often do I need to communicate with this group?

	1 Teacher Educators
	
	Regular meetings with all staff and specific groups
Individual consultations
Informal contacts
Online communication 
	

	2
	
	
	

	3
	
	
	

	4
	
	
	

	5
	
	
	

	6
	
	
	

	7
	
	
	

	8
	
	
	

	9
	
	
	

	10 External organisations providing funding
	Specific needs of the institution
Plans for the future
Challenges and solutions
Progress made
	
	



Compare your answers to another group.

[bookmark: _Toc73629517]5.3 Identifying key people

5.3 Discuss: how can we identify key people?
Step 1
Scenario: read the situation below which describes a new initiative to support teachers and trainers:
A Community of Practice (COP) involves a group of teachers, trainers or other practitioners meeting regularly face-to-face and/or online and discussing teaching issues. 
The TREE project has prepared a range of materials to support the development of Communities of Practice.
An effective Community of Practice needs one or more effective facilitators. A COP facilitator:
· organises meetings
· plans COP sessions and selects resources
· facilitates interactive sessions 
· communicates and keeps in touch with all participants.  
COP facilitators are not experts but have similar backgrounds to other participants in the COP.
An institution is planning to develop a new Community of Practice for teachers and trainers and wants to select two existing members of staff as facilitators to plan and lead the sessions.
Step 2
What can we do to help us identify which staff members have the potential to be effective facilitators?
Make a list:· Check details of staff members’ qualifications and experience




5.3 Task: what are we looking for?
Answer this question:

· What qualities are you looking for in a facilitator?

Make a list.· well-organised and self-motivated

· able to reflect and encourage other people to reflect

Compare your list to another group.

Are your lists similar or different?
[bookmark: _Hlk73115065]
You can compare your ideas to the qualities of a facilitator presented in Appendix 2 to this unit. 





[bookmark: _Toc73629518][bookmark: _Hlk73039295][bookmark: _Hlk73037326]





5.4 Developing coaching skills
[bookmark: _Hlk73524727]
5.4 Discuss: coaching and training
Once we have identified key staff, we need to support them in developing awareness and skills.
· As a leader, sometimes you may wish to deliver a training session to your staff.

· As a leader, sometimes you may wish to coach staff members.

Read the items a) to j) below.
Which items refer to delivering a training session?
Which items refer to coaching?

[bookmark: _Hlk73524374]a) Delivery often usually takes place over time with plenty of opportunities for feedback.
b) The topic is often chosen for the participants by academic experts or management.
c) Delivery is often not structured but informal and flexible – it changes over time.
d) Delivery takes place while participants complete their usual work.
e) Delivery usually involves an expert working with a group of participants.
f) Delivery is often tightly structured and formal, involving a series of organised steps.
g) Delivery often involves a more experienced person working individually with a less experienced person.
h) Delivery takes place before or after participants complete their usual work.
i) The topic is often chosen by the person participating who asks for help relating to this topic. 
j) Delivery often takes place within a narrow time frame.

5.4 Task: coaching needs in your context
[bookmark: _Hlk73525177]Step 1
Think about staff you work with in your context.
What are their coaching needs? Complete the table on the next page.




	
	Who needs coaching?
	Why? What skills do they need coaching in?
	Who will coach them?
	How long will it take?

	1
	






	
	
	

	2
	





	
	
	

	3
	




	
	
	

	4
	





	
	
	



Step 2
Answer this question:
· What do you think makes an effective coach?

Make a list.
You can compare your answers to the ideas in Appendix 3 to this unit.
[bookmark: _Toc73629519]5.5 Developing classroom observation skills

[bookmark: _Hlk73603818]5.5 Discuss: classroom observations in your context
Step 1: What do we mean by ‘classroom observation’? 
Read the text which defines ‘observations’:
A classroom observation involves somebody watching a real teacher teaching real learners.
The observer is a ‘fly on the wall’ but has a purpose.
Often the observer will take notes or use some type of checklist.
Often, the observer will give feedback to the teacher observed.

We carry out observations for different purposes. Answer this question:
· What different purposes of observation are there?
Make a list.
You can compare your ideas with the purposes presented in Appendix 4a.
Step 2 Observations in your context
Answer these questions:
· What types of observation take place in your context now?
· What other observations could take place in the future?

Complete the table.

	
	Observations that happen now
	Observations that could happen in the future

	Who is observed?
	

	

	Who carries out the observations?
	
	

	How often do observations happen?
	
	

	Why do observations happen?
	

	

	What is the observer looking for?
	
	


5.5 Task: what are we looking for?
[bookmark: _Hlk73602348]Step 1
Read the text below:
· When we observe, we need to aim to be less subjective and more objective.
· We need to find ways in which two different observers will come to the same conclusions if they both watch the same lesson.
· We need to be able to justify our reasons for saying why the less and the teacher were more or less effective
· We need to collect evidence to help us decide if the lesson was effective or not. 
· We do this through using indicators which remind us what we are looking for.
· Indicators are features of effective teaching which we can observe.
[bookmark: _Hlk73603097]
Step 2

In Units 2.2 to 2.3 and Unit 4.3, we talked about the features of effective teaching. 

Each of the features of effective teaching you noted can be used to write an observation indicator.

For example:
· The teacher is warm, friendly and respectful when interacting with learners. 

· The teacher uses different interaction patterns during the lesson e.g. individual, pair, group work, to help learners achieve the learning outcomes,

· The teacher gives time for learners to think and reflect during the lesson. 


· The teacher demonstrates a gender-sensitive approach e.g. giving equal time to male and female learners/avoiding gender stereotypes etc.

These indicators are useful because we can directly observe if the teacher demonstrates these behaviours and techniques.





Answer this question:

· What other indicators are important for an effective observation?

Make a list.


Compare your indicators with a colleague or colleagues.

Step 3

Read the example observation form in Appendix 4b of this unit.

Answer these questions:

· Which of your indicators are included in the example observation form?

· What other indicators does the example observation form include?

· Would this observation form be useful for the context you work in? Why/why not?






[bookmark: _Toc73629520][bookmark: _Hlk73607858]5.6 Developing feedback skills

5.6 Discuss: giving feedback
After an observation, we need to discuss the lesson with the teacher we have observed.
Answer these questions:
· What do we need to discuss with the teacher in  a post-observation feedback session?

· What can we focus on in a post-observation feedback session? 

5.6 Task: three ways of giving feedback
An observer and an English teacher are discussing an observed lesson.
The observer is giving feedback to the teacher.
Read the examples A to C of different approaches to giving feedback to the teacher we have observed.
A:
Teacher: There were so many new words in the lesson! I just didn’t know how to teach them all! 
Observer: Well, maybe you could try pictures and realia? Some people might feel translating would be useful although not everybody would agree. Or you could also get learners to underline new words in their books and ask them to guess the meaning from the context. 
Teacher: That’s right! Which is the best method do you think? 
Observer: I don’t think there is a best method: it depends from class to class. What do you think will work best in your class? 
Teacher: The lesson talks about animals. I can take some pictures to show them. I could also use them as flash cards. 
Observer: Very good! Why don’t you try it out and we can talk about it next time? 

B:
Teacher: There were so many new words in the lesson! I just didn’t know how to teach them all! 
Observer: Can you think of any ways you could use?
Teacher: Errm…………maybe I could use some kind of pictures? 
Observer: Yes, you could 
Teacher: Pictures of animals?
Observer: Why not? Let's try and see if that will work.
Teacher: OK I’ll try that then.

C:
Teacher: There were so many new words in the lesson! I just didn’t know how to teach them all! 
Observer: You should use pictures or realia. You could also get learners to highlight or underline words in their books and ask them to guess the meaning from the context. These are ways that have always worked for me. If you remember the training course you attended, you were informed about a range of ways to teach vocabulary and you should use these.
Teacher: Maybe even translating? 
Observer No, that wouldn’t be effective. OK, let’s move on to the next item on my list………………
Step 2
Match an example A to C to a description of the approach 1 to 3.
[bookmark: _Hlk73609634]1 Directive: the observer provides ideas for effective teaching to the teacher who has been observed and evaluates his/her performance. The observer tends to tell the teacher how his/her performance can be improved.
2 Alternative: the observer provides different choices (options) to the teacher who has been observed on ways the lesson could be developed further through for example asking either/or questions.
3 Non-directive: the observer does not provide any ideas or information but elicits ideas from the teacher and confirms if these ideas are appropriate.
Step 3
Answer these questions:
· Which approach 1 to 3 is most commonly used in the context you work in?
[bookmark: _Hlk73699953]
· What do you think are the advantages and disadvantages of each approach 1 to 3?

· Which approach do you think is the most effective for the context you work in?

Further reading
[bookmark: _Hlk73610733]These approaches have been developed further by the methodologist Jerry Gebhard.
You can find links to Gebhard’s work in Further reading and references in this unit.
You will also find links to useful videos of effective and ineffective feedback sessions in Further reading and references.

[bookmark: _Toc73629521]



5.7 Apply and reflect

In this unit, we have discussed a range of skills for leading for effective learning.
Read each skill 1 to 8 and complete the table to reflect on which skills you feel you demonstrate at the moment and which you would like to develop further.
	Skill
	I feel confident I demonstrate this skill at the moment.
	I do not feel I need this skill in my work at the moment.
	Developing this skill is a priority for me.
	I would like to develop this skill further but it is not a priority.

	1 Effectively delegating part of my work, duties, or responsibilities to people I lead

	
	
	
	

	2 Sharing leadership with the people I lead, enabling them to collaborate and make their own decisions

	
	
	
	

	3 Communicating effectively with stakeholders in my context

	
	
	
	

	4 Identifying key people in my context who can play more of a leadership role

	
	
	
	

	5 Coaching staff I lead so they have the opportunity to develop their skills
	
	
	
	

	6 Undertaking regular observations of teachers or trainers in my context
	
	
	
	

	7 Using an observation form to guide my observations and feedback
	
	
	
	

	8 Giving feedback after an observation in a less directive way
	
	
	
	



Share your ideas with a colleague or colleagues if you would like to.




















[bookmark: _Toc73629522]Appendix 1a: Leadership styles: what makes an effective leader?

[bookmark: _Hlk73607923][bookmark: _Hlk73040017]Traditionally, when we ask ourselves what makes an effective leader, we often think in terms of what is often called heroic leadership. ‘Heroic leaders’ include great commanders and statesmen and women from the past who changed the world through their actions.

In an educational context, ‘heroic leaders’ tend to make decisions individually and then deliver directives to their staff which the staff follow. They work on the basis that they have a higher level of skills and knowledge than the people they lead, They see these people as requiring clear, confident and unambiguous guidance (a little like a general giving their instructions to their troops or the manager of a famous football team developing his players) and they want a strong leader who tells them what to do. ‘Principals set the rules and teachers play the game’.[footnoteRef:2] [2:  Bush (2019)] 


‘Heroic leaders’ are often admired and respected for their courage, single-mindedness and charisma and the passionate urgency with which they bring about change. In the United Kingdom, for example, the press refers to ‘SuperHeads’ (Heads of schools) who can transform a failing institution into a successful institution through their personal  single-handed efforts and there are a number of examples of this taking place. A strong, sometimes authoritarian leader has the potential to make change happen quickly and impose a new vision of how things should be done. Heroic leaders often make people they lead feel safe and secure – and they can be very effective in a crisis. 

However, many educationalists have identified the problems with a heroic style of leadership. We cannot do everything ourselves and trying to do so means the people we lead do not have the chance to share a second opinion or to grow professionally. Many institutions and organisations experience problems when a heroic leader leaves as there is no one who has been trained or supported in being able to replace them. The test of an effective leader is often if things will continue to achieve high standards when the leader is no longer around. 

Text prepared by Andy Keedwell, TREE Facilitator








[bookmark: _Toc73629523]Appendix 1b: Leadership styles: what makes an effective leader?

When we delegate, we transfer part of our work, duties, or responsibilities to someone who is subordinate to us. We recognise that it is not possible for us to do everything ourselves, we prioritise what is essential for us to undertake as leaders and we choose the right people to complete other tasks. As the writer Kim Marshall says, we keep the urgent, important ‘big rocks’ for ourselves, clear the ‘smaller rocks’ out of the way and assign them to people we lead to deal with.[footnoteRef:3] When we give major responsibilities to people for aspects of our work, we are delegating leadership of those aspects.   [3:  Marshall p17] 


Some kind of delegation is essential if we are to complete our work effectively as leaders. Effective delegation increases the quantity – and in the right hands the quality – of what is done, how long it takes to do it and how much it costs. It contributes to a culture of learning – people learn by doing and rise to the challenge of completing tasks. If we delegate effectively, we increase the skills, confidence and sense of responsibility and commitment of the people we are delegating to.

Delegation may look easy but it requires skill. Sometimes it can be difficult for a conscientious leader to ‘let go’. A task may be delegated but effective delegation is not taking place if the person who has delegated the task continually checks to see if it has been done or changes everything once the task has been completed. Other leaders may see delegation as ‘getting rid’ of tasks they are unable or unwilling to do themselves, give them to people who are not suited to completing them, neglect to give clear directions or objectives for the task and in this way set people up for failure. We often hear leaders say ‘it would have been better if I’d done it myself in the first place’  but this is usually the result of poor delegation. Good delegation needs clear objectives and timelines, a clear task – and trust in the people you have delegated to. 

[bookmark: _Hlk73694266][bookmark: _Hlk73090231]Text prepared by Andy Keedwell, TREE Facilitator











[bookmark: _Toc73629524]Appendix 1c: Leadership styles: what makes an effective leader?

Distributed leadership is a relatively new idea, developed by educationalists over the last ten to fifteen years. When we delegate, we give a piece of work to do to a subordinate but when we distribute leadership, we share leadership and we create leaders. As Andy Bayfield says:
Delegation says ‘Here is a task I do not want; can you do it for me?’ whereas distributed leadership says ‘I am confident in myself and therefore will share power with you, not just a task: I want to see you grow’.[footnoteRef:4] [4:  Bayfield Distributed Leadership] 

In practical terms, distributed leadership could involve giving departmental heads more freedom to make their own decisions, sharing responsibilities with teachers for solving problems and developing professional learning communities (‘Communities of Practice’). It may involve two or more staff being responsible for the same area and needing to collaborate in order to take joint decisions. Sharing leadership with the people we lead can have a tremendous impact on commitment and sense of responsibility. It can create valuable learning opportunities for staff for their future careers. Because leadership is shared, the institution can continue to grow as individuals move on to new positions and the institution itself has a much stronger set of skills. Educational research, on success in Mathematics for example,[footnoteRef:5] suggests that distributed leadership does have an impact on student outcomes. [5:  Hallinger and Heck, 2010] 

However, as Andy Bayfield says, if leadership is distributed at the wrong time, to the wrong person, things will go wrong and the task may not be done at all. To share our leadership, we need to become skilful at ‘talent spotting’ so we can identify the right person for the right responsibility. Distributed leadership may also be a very new idea to everybody involved and it is essential that staff at an institution see their roles as empowering and not just additional work which would be better done by the institution’s leader. Moving from a traditional model of leadership to a more distributed model will need careful planning, discussion of needs and initiatives and the agreement of everybody involved. 
[bookmark: _Hlk73089034]Text prepared by Andy Keedwell, TREE Facilitator




[bookmark: _Hlk73526355][bookmark: _Toc73629525]





Appendix 2: Key qualities of a facilitator

Teaching/training skills
· demonstrates awareness of teaching challenges and how to solve them
· maintains excellent relationships with participants in teaching/training courses delivered
· creates a  positive learning atmosphere in teaching/training courses delivered
· [bookmark: _Hlk73630939]demonstrates effective classroom management skills
· reflects and encourages other people to reflect.

Learning
· is well-organised and self-motivated
· has experience of taking responsibility for his/her own learning and continuing professional development
· demonstrates enthusiasm and the ability to learn new ideas.

Relationship building
· maintains excellent relationships with colleagues
· maintains positive relationships with management
· demonstrates potential to adopt the role of a facilitator 
· demonstrates potential to organise and manage interactive sessions and encourage participation.

Previous experience
· has experience of taking part in professional development since graduating as teacher e.g. participating in conferences 
· has experience of providing formal/informal help and support to other teachers
· demonstrates evidence of mentoring skills
· has experience of working effectively in a team/experience of leading a team
· has experience of leading training (desirable but not essential).

IT skills
· has experience of identifying and making use of online and offline resources
· has experience of using information technology for teaching/training purposes
· demonstrates basic IT skills including use of email/Facebook/Zoom.

Text prepared by Andy Keedwell, TREE Facilitator


[bookmark: _Toc73629526][bookmark: _Hlk73527762]Appendix 3: Key qualities of an effective coach

Goals
Goal-setting
[bookmark: _Hlk73526572]An effective coach:
· shares a clear vision of what the coaching is aiming to do
· works with the person being coached to develop a clear timeline
· sets clear, achievable goals.

Trust
An effective coach:
· builds trust with the person who is being coached 
· creates an atmosphere in which challenges can be discussed honestly
· shows respect towards the person who is being coached
· takes a positive attitude and accepts that there may be challenges.

Encouraging self-development
An effective coach:
· is skilled in their own area of expertise and can share this with other people
· is open to ideas from the person they are helping and accepts that no question is a stupid question 
· does not impose their own ideas but helps the person being coached to express their own ideas
· asks questions rather than tells
· shares knowledge and awareness where appropriate but does not lecture 
· encourages the person being coached to find their own solutions
· is flexible and shapes the coaching to meet needs.

Saying goodbye
An effective coach:
· encourages the person being coached to self-evaluate, identify their strengths and areas to develop and continue to work on areas for development
· knows when to say goodbye and bring the coaching to an end.

Text prepared by Andy Keedwell, TREE Facilitator

[bookmark: _Toc73629527]

Appendix 4: Effective observations

Appendix 4a: Effective observations
Observation purposes 
At different times, we observe for different purposes, including:
· to assess an individual Teacher Educator, for consideration for promotion for example: evaluation

· to learn from a professional, as when Student Teachers watch experienced teachers

· to share awareness, as when experienced Teacher Educators or teachers observe each other

· to support someone’s progress and development, as when a TREE Facilitator observes a Teacher Educator

· to find out what is happening – in general, not just to assess or support an individual.

Many people see observations as being an activity which is related to assessment.
However, we observe to support someone and help them grow.
We call these developmental observations.
Both assessment and developmental observations may be important at different times, but ALL observations need to contribute to the development of the teacher being observed.

Who observes?
· A Teacher Educator observing Student Teachers demonstrating an activity to their peers
· A Teacher Educator observing Student Teachers teaching a real lesson to real children 
· A Teacher Educator observing a colleague teaching
· [bookmark: _Hlk73528226][bookmark: _Hlk73528199]A Head of Department or other senior member of staff observing a Teacher Educator teaching
· A Teacher Educator observing a Head of Department  or other senior member of staff teaching
· An external person, e.g. from a project supporting your organisation observing staff teaching
· Student Teachers observing an experienced teacher.




[bookmark: _Hlk73627658]
Appendix 4b: Example observation form
	Teacher name
	
	Learners: class/year
	
	Observer
	

	Institution
	
	Location
	
	Date of observation
	



	Subject knowledge 

The teacher observed is able to teach appropriate subject content, demonstrating a deep understanding of the subject. 
	1a. The information taught in the lesson is relevant, accurate and correct. 
	

	
	

	Lesson design
The teacher observed is able to design a learner-centred lesson that engages students in active learning. 
	2a. The teacher observed can write clear lesson objectives that meet learners’ needs.
	

	
	2b. The lesson plan has logical and coherent stages related to the lesson objective.
	

	
	2b. The teacher observed uses a variety of learning activities to help learners to achieve the lesson objective. 
	

	
	

	Teaching and learning resources
The teacher observed uses effective teaching and learning resources/material related to the lesson objective. 
	3. The teacher observed uses teaching and learning resources/materials to help learners achieve the lesson objective. 
	

	
	

	Learner-centred approaches to learning

The teacher observed uses learner-centred approaches that engage learners in active learning.

	4a. The teacher observed uses different interaction patterns during the lesson e.g. individual, pair, group work, to help learners  achieve the learning objective.
	

	
	4b. The teacher observed gives time for learners to think and discuss during the lesson.
	

	
	4c. The teacher observed demonstrates a gender-sensitive approach e.g. giving equal time to male and female learners. 
	

	
	4d. The teacher observed differentiates instruction to address learners’ learning needs. 
	

	
	

	Assessment for Learning

The teacher observed uses formative assessment strategies to monitor learning. 
	5a. The teacher observed monitors and observes learners during the lesson.
	

	
	5b. The teacher observed uses questions effectively to involve learners and check understanding. 
	

	
	

	Interaction with learners

The teacher observed communicates with learners in a friendly and warm manner to help create interest in learning. 
	6. The teacher observed is warm, friendly and respectful when interacting with learners. 
	

	
	

	Student behaviour

Learners are engaged and active. 


	7. Learners actively participate in the learning activities for the lesson. 
	

	
	

	Reflective Practice


	8. The teacher observed is able to reflect on the strengths and weaknesses of the lesson.
	

	
	9. The teacher observed is able to demonstrate evidence of using action research in the lesson.
	

	
	

	Overall comments
	


















TREE Observation Tool (based on STEM tool developed for Practicum Guide, Year 1 – Semester 1)
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