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Session Aims

e This session will offer both strategies, and
opportunities for reflection for both aspiring leaders,
and those who currently hold leadership roles, under
the themes:

e Middle Managers vs Middle Leaders

e The‘Engine Room’and Building Capacity
e Driving Change

e Implementation and Quality Assurance

* The session will draw on areas of learning from UK-
based leadership development programmes, which
have transferability into international and bilingual
settings.

https://www.gov.uk/government/publications/national-professional-qualifications-framewor

Middle Leadership is the engine
room of all schools. Middle Leaders
form the core of all school
communities driving curriculum,
pedagogy, and standards. But for
those who are Middle Leaders, it
can often be a difficult balance to
manage both their teaching
capacity and their leadership role.

Lindsey Galbraith
What Makes An Effective Middle Leader?
3 August 2023
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https://www.gov.uk/government/publications/national-professional-qualifications-frameworks-from-september-2021
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Session Outcomes

* Delegates who choose to attend this session should o
leave with perspectives and practical strategies for: - John Quincy Adams

* howto prepare/ step into a Middle Leadership role (for
aspiring leaders)

* how to harness the power of Middle Leaders (for existing Inside the brain of a middle leader
Middle Leaders / Senior Leaders) Administration

and management
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https://www.google.com/url?sa=i&url=https%3A%2F%2Fuptonteep.wordpress.com%2F2015%2F04%2F23%2Fdeveloping-middle-leaders-coaching-and-reflection%2F&psig=AOvVaw0sd5uDLOYdEAbwLdshzKPw&ust=1743466091491000&source=images&cd=vfe&opi=89978449&ved=0CBAQjRxqFwoTCMCZk7yDs4wDFQAAAAAdAAAAABAE
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Middle Managers vs Middle Leaders

* Perspectives

* Leaders )
- Agents of change ramon-centers
« What you gi el e
you give @
(>
 Managers O =
Making it happen o >

« What you do

 Creating the conditions
Policies, processes, role definition, resources

UNIQUE POSITIONING OF MIDDLE LEADERS

WHAT MIDDLE LEADING ISNT
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The ‘Engine Room’ and Building Capacity

« Key drivers
» Successful school improvement,
« Sustainable school improvement

« Consulting
» Asking the right questions

* Listening
» To understand, not just to respond

 Effective strategic decision-making
« Action based on evidence
» Building capacity

Development

Knowledge
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5 EASY WAYS TO PRACTICE

ACTIVE LISTENING

BY JACOB MORGAN
BODY LANGUAGE

How you stand and present yourself sends a message. Good
posture means you're focusing your attention on the person
you're engaging with.

UNDERSTANDING

Aim to truly understand what is being said. Don't just stand there
and nod your head and then realize later that you have no idea
what you just talked about.

INTERRUPTING

Interrupting other people stops the flow of the conversation and
makes it seem like what you have to say is more important than
what the other person is saying.

LOOK THEM IN THE EYE

Look someone in the eye when you talk to them. We are used to
looking at screens these days, but we have to practice looking
people in the eye.

DON'T JUDGE

Don't judge people. Instead, put yourself in their shoes. This is
empathy, which is one of the most important skills a leader can
have.

THEFUTUREORGANIZATION.COM



A School's Guide to Implementation
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Driving Change

* Need for Change (Explore)
« Evidence
 Why?

i Adopt the
behaviours that
drive effective
implementation

» Engage people so they can
shape what happens while
also providing overall direction.

« Appetite for Change (Prepare)
* Desire / Willingness

* Unite people around what is
being implemented, how it will
be implemented, and why it
matters.

+ Reflect, monitor, and adapt to
improve implementation.

« Case for Change (Prepare/Deliver)
* Buy-in

SUSTAIN EXPLORE

DELIVER PREPARE

« Making it happen (Deliver / Sustain)
 Active ingredients
» Keeping it going (sustainability)

https://classteaching.wordpress.com/2019/07/03/implementation/

https://educationendowmentfoundation.org.uk/education-evidence/guidance-reports/implementation

Summary of recommendations

y Attend to the
ontextual factors
that influence
8 implementation

+ Consider whether what is

being implemented is
evidence-informed, right for
the setting, and feasible to
implement.

+ Develop systems and

structures that support
implementation, for example,
time allocation or data
systems.

+ Ensure people who enable

change can support, lead, and
positively influence
implementation.

These three elements work together. The process helps schools do implementation.
The cross-cutting behaviours and contextual factors help them do it well.

"3 Use a structured

+ Use a structured process to

apply the behaviours and
contextual factors to your day
to day work.

+ Adopt a practical and tailored

set of implementation
strategies organised into
manageable phases: Explore,
Prepare, Deliver, and Sustain.

+ Treat implementation as a

process of ongoing learning
and improvement.


https://educationendowmentfoundation.org.uk/education-evidence/guidance-reports/implementation
https://classteaching.wordpress.com/2019/07/03/implementation/
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Implementation - Quality Assurance (mini case study)
Senior and Middle Leaders joint agents for change

Need for Change (Explore)
Where is the good practice?
 How do we know it is good practice?

 How do we know whether we are moving towards

our goals?

 How do we know how well we are moving towards

our goals?

» Appetite for Change (Prepare)

* Energy

Case for Change (Prepare/Deliver)
* Buy-in (Openness and transparency)

Making it happen (Deliver/Sustain)
» Active ingredients
« Keeping it going (sustainability)

1. Teacher Name Zfi# (please choose
from list) * [0

Select your answer

2. Please choose today's date * [T}

Please input date (M/d/yyyy)

3. Please choose which period %%} the
learning walk took place * [T}

Select your answer

4. Which part of the lesson did the
learning walk take place? XT3 iREIIH
—WHRITTEIHT? 0

Select your answer

5. Please choose the Grade Level &£ *

Guidancefg S5 5

This form should be completed by all observers immediately following completion of a learning walk / drop-in
observation PRI M AN E TS S H1T/SLHM TG EMAS IR
The learning walk / drop-in observation should be no more than 10-minutes in length = >)3547/31 22 65 (8] A RZEBT 10

o

The feedback email template should be used to share with the teacher 2 aspects that were positive (We liked...), and a

question that came up as part of your discussions (We wondered...) &

B (BEMNER.), UREINEHEMN—NEA (FKI18HE..)
If there any serious concerns observed, these should be shared with your Line Leader at the earliest opportunity 2158
ROEATENE, NRESENELZETED=
Where there are examples of Proficient and Exemplary practice observed, we encourage these to be shared and
highlighted as part of Department / CLT / Section / Whole Staff meetings #15R W £ 2 FA4R A& SO SRR 7, F
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1R. Environment is warm and inviting.
Relationships are positive. Students feel safe.
High expectations and clear routines are
evident. Students are actively involved in the
leaming process. FERIEEA. XRZMUR
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