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Whether it's classroom, school, community or nation, we all live, learn and work inside cultures. And 
they often dictate what we value, how we behave, what we learn, and even what we see, think and 
feel. Over time, you and others in your school also generate quite a bit of your own culture.  At the 
same time, you operate within a larger school culture, and you’ll tend to get endowed with some of 
its characteristics too. 

ä Welcome to the fifth and final of our PPP sessions on the theme of Personal Pedagogy...  

Session 5 is about creating positive classroom culture. 
In a way, it forms the pinnacle for the other PPP sessions. It's 
one of the most important factors for safe and successful 
learning engagement, and it's very often at the bottom of 
what happens or doesn't in your classrooms, and across your 
school.  

Culture's at the very heart of healthy school-life – learning 
success, social and emotional well-being for both you and 
your students, constructive behaviours, engagement (all the 
subjects of previous sessions) – and it's integral to your 
personal pursuit of teaching excellence. 

All schools constantly undertake reforms to make them ‘better’. But culture goes deeper than that. 
It's more long-lived. Constructive school cultures aren't created on demand by decree. They evolve 
along with people in them, often in ways that are subtle and hidden. Topics for this session cover: 

Key Learning Points and Concepts Optional Extension Tools/Activities 

 Unpack components of classroom culture 

 Teachers as culture monitors and creators  

 Scanning classroom culture and impacts 

 Functional and dysfunctional aspects 

 Affects on learning and teaching behaviour 

 Vision/specifications for classroom culture  

 Learning Culture and the 5 Disciplines 

 Conduct a classroom culture scan 

 The CLEVER model of classroom culture 

 What do I know I’m not doing enough of? 

 Self-Challenge: my hold-backs & tune-ups 

 How I can make a contribution to culture 

 
 

ä This diagram shows the 5-Session structure of the PPP.  

As you know it has a number of inner-circles. The most inner 
circle was the focus of Session 1 – you and your individual 
gifts and level of Personal Mastery. The next circle out was 
the concern of Sessions 2 and 3 – Emotional and Social 
Intelligence and its effect on connectivity, engagement, 
climate and learning.  

Session  4: Mindful Teaching picked up themes from the next 
outer ring about harmony, calm and emotional balance, while 

the last session in the series today, Revitalising Classroom 
Culture, leads to the circle of classroom and school culture.  

This is the full Session 5 self-coaching Guide. A selection of these materials was handed out at 
PPP Session 5. Use this Guide as an on-line reference tool or download and print a PDF copy (for 
your personal use only) in full or part.    
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Whether you call it renewal or revitalisation, culture is at the bottom of any effort to enhance or 
reshape a classroom, year group or your overall school’s directions.   

Having a positive classroom culture is one of the most critical 
facets to focus on for successful classroom learning climates, in 
your personal pedagogy, and for the ‘feel' of the school at large.  

 It governs core beliefs and values we subscribe to or ignore 

 It influences our mental models of what's good learning or 
what an effective lesson looks like 

 It can help build a common sense of pedagogical purpose 
or school directions for improvement  

 It can correct skewed values like the idea that schools revolve around staff instead of students  

 It can develop or deplete classroom inspiration, enthusiasm, engagement and connectivity. 

 
 

And most crucially, culture can directly affect how we interact and treat each other.  

They can prove hard to shift, but many dysfunctional interactions and problematic behaviours that 
create toxic classroom climates, come with the culture. It can often either promote positive 
behaviour or permit poor behaviour to fester.   

ä Session 5 is a chance for you to think about your classrooms and reflect on: 

 What constitutes classroom culture and why it matters for learning and teaching approaches 

 Your classroom cultural patterns and how functional, safe and positive they are – or not 

 Review our model of CLEVER CULTURE dimensions and how they apply  in your classroom 

 Strategies and techniques to create and maintain constructive cultures in your classroom 

 
 

In many schools, as soon as you mention improving the culture, lots of teachers seem to 
grow defensive. They think to themselves – “What’s wrong with our culture!” or “My 
classrooms are fine – are you saying they're not?”  Yet the reality is that every culture needs a 
bit of renovation from time to time – whether it's a classroom or an entire school.  Without 
that, learning stagnates, behaviour erodes and classrooms become caustic...  

 
 

Students are way more likely to engage in successful learning if they feel connected to and identify 
with their school culture and what it represents, and they feel that teachers in the school care about 
them as people, not just as learners.   

Feeling connected can also be a protective factor for students against disruptive and anti-social 
behaviour, as well as alienation and mental health issues. 
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Every classroom culture can be made better – whether it's by small degrees or giant strides. And it's 
up to you as a classroom leader to make the first moves. You have to help you students become 
aware of culture first because they probably don't register it. That means you have to see it first.  

 Take a few minutes to reflect deeply on the importance of culture and the influence it has 
on your teaching, learning and classroom climate. 

 

 What does a good, healthy classroom culture look like? What 's an unhealthy culture like? 

 How does culture influence your classroom? Think of your students and then of yourself... 
  

 What's a healthy classroom culture look like?  What 's an unhealthy classroom culture like....? 

 

 

 

 

How does culture influence your students? How does culture influence you yourself? 

 

 

 

 

 

 

 

 
 

 What are some of the good, and then the not-so-good, aspects of your classroom cultures? 

 What reasons do your students have to be excited about coming to your next class! 

 What will you do next term to leave your classroom culture in better shape than you found it? 
  

Good aspects of my classroom culture....? Not-so-good aspects of my classroom culture....? 

 

 

 

 

 

 

What reasons do your students have to be 
excited about coming to your next class! 

What will you do to leave your classroom 
culture in better shape than you found it? 
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 INSET 10: Classroom Culture-Building Suggestions 

 1.  Talk-up culture regularly. Make culture a regular referral point in lessons. Speak openly 
about what it is and why positive classroom cultures matter. You can relate culture to just about 
anything you teach since it backgrounds every aspect of human endeavour. Bring discussion of 
culture directly into the classroom. As a general rule, take advantage of any opportunity to talk it 
up. See Tool 27 Culture Markers, Stories & Metaphors as a project or just make a list of culture 
awareness-raising and talking points you can bring up when various chances arise.  

2.  Begin to share control in your classroom. The old adage "we support what we help create" 
holds true. Listen to student voice. Let them have a say in what they learn and how.  At any age, 
students want to feel independent. It motivates, engages and helps them buy into whatever's 
happening. These ideas were touched on in PPP Sessions 1 and 3 

3.  Cultural behaviour modelling. Teach what you preach, and be what you teach. Everyone 
knows the old adage “Do as I say, not as I do.” Unless you are a despot or dictator, it's useless  
so forget it. It has no place in classroom when it comes to modelling the behaviour you expect 
from students. As Ghandi famously said, "Be the change you want to see in others". Students do 
take note of what you say and do, so ensure it's in line with stated class culture values. And it's 
often reciprocated. If you show kindness and respect to students, students show kindness and 
respect for each other. Unfortunately, the reverse occurs as well.   

4.  Set culture behaviour benchmarks in your classrooms. Contrary to what you may expect, 
students mostly will try to live up to the expectations you set as a teacher. So articulate your 
standards but also remember to teach students the behaviours you expect. This includes you 
demonstrating passion for your subject as well as things like respect, relationships, open 
conversations and being seen by students as knowledgeable, even-minded, helpful, supportive, 
consistent, fair and approachable. Use respectful language. 

5.  Be consistent in calling negative cultural behaviour. An old saying about culture is "you 
promote what your permit". As well as insisting on high standards of relating and respecting, and 
explicitly teaching students social skills and giving them practice (see 4 above), respond promptly 
to any behaviour that is 'below' your cultural line. Any behavioural lapses or incivilities not picked 
up in the moment can become part of the underground cultural norms of your classroom so adopt 
a consistent approach to calling it but be factual, even-minded and non-blaming. Make sure you 
have already set up fair and consistent cultural behaviour guidelines agreed upon with students. 

6.  Create classroom culture beacons. Different though related to identifying cultural values. A 
value like respect or caring can turn into more specific, values-based 'cultural behaviour beacons' 
like “No-one excluded in our class”, “Everyone listened to”, “A kind act for someone every day” or 
“Mind other's feelings by minding what you say". Create these culture beacons with students, or 
tell a culture-shaping parable highlighting a certain positive class culture behaviour regularly and 
do Culture Check-ins – for example, what does that behaviour or pattern say about our classroom 
culture. Is it above or below the line? 

7.  Create a classroom culture charter to start each year. It's not the charter so much as the 
thinking and talking that goes into it. You don't have to do it all at once. Progress it over the term. 
It has to be a collaborative effort. You can't impose it. Use various activities to generate ideas – 
eg make a culture wall, do an above-and-below-the-line behaviour activity, use Self Reflection 19 
– The Blob, create a “Classroom Rules” info-graphic or wall-art  

 What are 3 top strategies you have used to cultivate a constructive classroom culture? 
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You can’t escape ‘developing a culture’. It’s what happens when 
any bunch of people get together and have to work out the rules 
between them for how to best survive and thrive – whether it’s a 
class, a footy club, a political party, a tribe in the Serengeti or a 
scientific research team. Culture is inevitable. 

Culture is the call we all respond to. Everyone helps build it 
through the way we habitually behave, our patterns of interacting, 
thinking, talking, feeling and responding. Over time, it takes on a 
life of its own. It begins to shape you and your behaviour more 
and more without you realising it. 

 

“Culture matters because it is a powerful, tacit and often unconscious set of forces that 
determine both our individual and collective behaviour, ways of perceiving, thought 
patterns, values and modes of operating.” Ed Schein The Corporate Culture Survival Guide p.19 

 
  

ä Culture is often described as ‘the way we do things around here’ but it’s much more. 

 Culture's a set of deeply ingrained habits and beliefs we become accustomed to.  

 We pick-up particular habits of thinking, feeling, interacting and of course, teaching and 
behaving in classrooms. Some of these are constructive. Others less so.  

 Either way, they’re familiar, well-worn and comfortable and we resist changing them, even if 
they’re not all that good for us, our classrooms, learning or the school in general.  

 

Over time, culture takes on a life of its own. A bit like the movie The Blob, it begins to shape our 
behaviour more and more without us realising it.  

Here’s our Definition of Culture…   Culture consists of deeply ingrained, often unconscious 
and taken-for-granted patterns of thinking, feeling, talking and responding along with 
resident rites and rituals that dictate how individuals, teams and entire organisations operate 
and navigate their way through their environment, make sense of it and survive in it.  

 
 

ä Everyone contributes to cultural patterns. This 
diagram shows 7 main patterns that make up 
culture 

You can use them to understand key aspects of your 
classroom and school culture.  

All these patterns are always present no matter what kind of 
culture you’re in. They’re deep, multi-layered and complex. 
But they leave tracks you can trace 

       What makes up Culture? 

1. Patterns of Thinking: Prevailing values, beliefs, 
assumptions and mental models a team or an entire 

workplace hold collectively. These often operate unconsciously  



Revitalising Classrooms: culture & continuous improvement 

 

 Copyright  Bill Cropper 2017 SESSION FIVE 6 

2. Patterns of Behaving: Accepted behavioural “rules’ in a team, not always stated explicitly but 
followed implicitly, that govern the way people interact with each other.    

3. Patterns of Tradition: Webs of stories, myths, legends, creeds, customs and rituals that store 
meaning and create cultural identity. 

4. Patterns of Feelings: The emotions people most commonly experience, display or act out 

that effect how we treat each other, how we behave, how we think, how we cope with 
change, and how satisfied, productive and happy we are at work.  

5. Patterns of Conversations: The nature and quality of conversations people have, including 
what topics are discussable or undiscussable. The way we talk to each other.  

6. Patterns of Leadership: Style and approach of leaders to how they lead, behaviours they 
model and reinforce, and how this resonates or not with the people they lead and how their 
words, actions, motives and directions are perceived by others.   

7. Patterns of Responsiveness: The way the culture engages with and responds to changes and 
challenges in its environment. How it handles threats, crises, opportunities. 

 
 

Culture is deep – it is just as likely to control you as it is for you to control it. No-one sees a culture 
objectively. We see it through the distorted lens of our own cultural conditioning, preconceptions 
and prejudices.  

It’s hard to see your own cultural patterns when you’ve been immersed in them for a long time. It 
becomes even harder sometimes, to judge whether those patterns are helpful or unhelpful 

"We encounter organisational cultures all the time. When they are not our own, their most 
visible and unusual qualities seem striking... When the culture is our own, they often go 
unnoticed – until we try to implement a new strategy or program that is incompatible with 
their central norms and values. Then we observe, first hand, the power of culture." John P. 

Kotter & James L. Heskett, Corporate Culture & Performance p.3 

 

 
 

Seeing your own culture patterns can be a tough 
area to get clarity on, since we’re all deeply 
immersed in it. It’s hard to look at something from 
the outside, when you’re working inside of it! 

People act out patterns of behaving, thinking and 
feeling without any (or much) thought. We’re 
culturally absorbed. If you ask them, they may 
give you a rationalisation for why they act that 
way but they’ll probably mostly be unaware of the 
mental models and tacit assumptions driving 
them.  

ä This reflection takes you through a series of pattern questions based on this diagram 

It asks you to note down what you see in your classroom or school culture for each pattern.  
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1. Culture consists of patterns of thinking, feeling and talking that are the most visible level.  

 What patterns do you see in your culture? 

 

 

 

 

 What are the impacts of these patterns? 

 

 
 

2. Patterns shape perspectives – the way we see situations, the meaning we put on things and 
the approaches we take – even what we take notice of or learn. ‘Perspectives’ is the layer of ideas.  
beliefs and mental models, the things people in a culture know and think.  

 What are some of the prevailing mental 
models in your classroom – helpful or un…? 

 

 

 

 

 What behaviours or norm do these lead to? 

 

 
 

3. Patterns and perspectives drive our behaviour and responses. They govern to a large extent 
how people think, feel and behave. 

 What behaviour/norms typify your culture? 

 

 
 
 
 
 
 

 What behaviour/responses need modifying? 

 
 

4. A lot of this happens below conscious awareness. These are core cultural beliefs or tacit 
assumptions, which are often invisible. If you want to get people to unlearn old habits and learn new 
ways of thinking and doing, you need to get them to see tacit assumptions they operate out of  

 What assumptions are core in your culture? 

 

 

 

 
 

 What new core assumptions are needed? 

 
 

 What patterns or perspectives in your classroom culture are helpful or unhelpful? 

 What behaviours are helpful or positive? Which aren’t? What can we do to change these? 

 What core beliefs or assumptions do we operate with? Again, which ones are not helpful and 
what new assumptions can we replace these with? 
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“Tacit assumptions drop out of your awareness. It is this unconscious quality of culture that 
makes it so powerful. You are not aware of your cultural biases until someone challenges 
them or until you have offended someone with a different cultural background.” Ed Schein The 
Corporate Culture Survival Guide p.19 

 

 

ä Culture seems so elusive and hard to grasp we sometimes say it’s a bit like The Blob, 
that so-bad-it’s-good, pop-corn-spilling, 1958 horror movie starring Steve McQueen...  

The original movie poster on the left reads “The 
Blob – Indescribable! Indestructible! Nothing can 
Stop it!” 

 It pretty much sums up how some of feel 
about the horrifying, toxic or all-devouring 
work cultures we work in!  

 Culture, like the Blob, takes on a life of its 
own. Once the Blob absorbs us, we start 
acting unconsciously under its influence. 

 Of course, when it comes to culture there are 
bad blobs and good blobs. 

 
   

The point of this movie metaphor though, is that culture, like The Blob, tends to take on a life of its 
own. No one person embodies all of it, but the culture embodies all of us.  

 It’s the collective, most often unconscious, personality of a group or organisation. No one solely 
controls or shapes it but it takes us over and absorbs us into it. 

 It ‘squelches’ around in the background, 
feeding off those well-embedded habits of 
behaving, thinking, talking and feeling that 
dominate and define our culture 

 Once The Blob absorbs us (it’s called 
‘acculturation’ but who wants to get technical) 
we start acting unconsciously under its malign 
and insidious influence. Or if it’s a good Blob, 
we should say ‘benign and beneficial’. 

 It begins to shape your behaviour more and 
more without you realising it.  (Oops – this is 
beginning to sound like Invasion of the Body 
Snatchers now!) 

 

ä While we've included the following BLOB activity as a self-reflection, it can also be 
adapted as a class activity. By all means, use a different metaphor if that makes it 
more relevant.  
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ä If you do this activity in class, you'll need chart 
paper and multi-coloured pens. Ask: 

 What does The Blob make people say and do in our 
classroom or school culture? 

 Divide into groups of 4-5. Ask them to take time 
individually first to list a few ideas on how The Blob makes 
people behave in their class.  

 Then ask them to talk over and combine their ideas.  

 Remind them there is good and bad Blob behaviour. 

 Each group either draws their Blob or lists Blob behaviours.  

 It is more fun when people draw their Blob (or a series of Blob Cartoons) they can put up 
and display. This takes longer (allow at least 20 minutes). 

 Post up and discuss Blob Culture features. 
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Much of what happens in your classroom is also a reflection 
of the larger school culture.  

Ed Schein, long-time culture commentator and author of The 
Corporate Culture Survival Guide, digs down to unearth how 
culture has 4 layers or levels that revolve around what he calls 
tacit assumptions or core beliefs at the centre of any culture. 

 We can be tricked into thinking that what we can see and 
how the culture presents itself on the surface – the 
'artifacts level' of images, icons, mission statements, 
structures and symbols – is the culture, when it’s not.  

 We’d be gullible too, if we just accept at face value what our school culture says it values. This 
is the level of espoused or stated values. But often what an organisation does or how people in 
it behave, is at odds with what it says it values. Fast-food chains want us to believe they have 
our nutritional well-being at heart, and you’d have to question that one?  

 

Simply stating values won't change things. 
While people may not say them out loud, 
there's often real values at play in a culture 
that may be at odds with espoused values – 
and it's these 'shadow' values people still 
‘think’ and act-out in various ways.  

 These ‘real’ values are deep-seated. But 
we keep them undisclosed and hidden 
away in the culture, because they differ 
from things our school say we should 
value (the espoused or surface value). 

 For example, we talk about student-
centred learning but the way we deliver 
our lessons is in fact more teacher-centred    

 

We’re getting closer to the core of a culture if we look at the way people actually behave and act in 
it. This often shows that people operate out of, and are driven by different values and beliefs than 
what they think they are or what they tell us. So what really drives their behaviour?  

ä Now we're at the core: tacit assumptions. What we called in Session 1, Mental 
Models. They're deep-seated, hard-to-detect, mostly unconscious mindsets that dictate the 
way we think, feel and act. Tacit assumptions are the deepest level of core beliefs that 
define a culture.  

 

 For instance, what are your mental models about the role culture plays in classrooms?  

 Make your own notes here… 
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 Imagine you’re an investigative journalist that 
needs to get to the bottom of this school’s culture and 
understand where it came from. Get your class 
involved in the investigation. 

The worksheet below is indicative. The first column has 
some information capture areas.  

The second is for reflecting on the moral or the meaning 
behind what you capture. This is what becomes enshrined 
as part of the culture’s core beliefs, customs or traditions. 

Cultural Facets in your School  Moral, Meaning or Message? 

1. Who are your school’s heroines/heroes? What is their 
story or legend? Why is it memorable? 

 

2. What are your school rituals, ceremonies, traditions? 
What is celebrated? What values do they reinforce? 
How do they tie into the culture? What do they embed in 
staff/students? 

 

3. What customs or traditions seem to have died out? Is 
that good or bad? Why?  What new customs have 
emerged lately? Is that good or bad? Why? 

 

4. What memorable moments mark this school’s history? 
People still remember these. Were the moments 
traumatic or triumphal – or a bit of both? How do these 
moments still impact or resonate through the school? 

 

5. What monumental changes have we thrived on or 
survived from? How do people talk about these – good 
or bad? What changes have stuck? Which ones failed? 
Why? Did the school culture have anything to do with it? 

 

6. What stories circulate around your school? Are these 
constructive or destructive? What kind of language is 
used to tell these – celebratory, affirming, positive or 
cautionary, catastrophic or caustic?  

 

7. Who are the cast of characters in your school culture 
drama and what role do they play? For example: who 
are The Guardians? The Gossips? Culture-Watchers? 
The Heroes? Golden-Agers? Keepers of the Faith? 
Navigators? Pioneers? Cultural-Resistance? Negators? 

 

8. What aspects of the current culture are toxic and need 
to be weeded out? What is the effect on school beliefs & 
behaviour? What are discussables /undiscussables in 
our culture? What effect do they have? 

 

9. What does our school stand-for? What are the 
espoused cultural norms and values? What symbols/ 
signs can you see? What are the deeper, hidden 
norms/values? What symbols/signs of these do you 
detect? 
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 EXTENSION ACTIVITY – ALIEN OBSERVATIONS 

This variation on the cultural observation activity above ideally should involve an actual walking tour 
of the school in small groups for students to record actual observations and take pictures. If that is 
not possible, perhaps students can bring in iconic objects, pictures etc and create a culture board 

Imagine you’re an alien visiting Planet Earth for the first time. You come 
across a school (yes – it’s your school). You can’t see the alien – he has an 
invisibility shield. But he can see you. He hangs around for a whole week 
before reporting back on what he’s seen happening in your school... 

 
 

 What things might he observe in your school? You might 
prompt kids with ideas like: What might he notice about how our 
classroom is arranged? How does the teacher treat the kids? 
How do the kids treat each other?  

 What activities might he report back?  How might he interpret them?  

 
 
 

ä A major barrier to developing common understandings in classrooms, schools, and 
communities, are our differences in mental models.  

In a classroom setting, for example, you and your students may be operating from different tacit 
assumptions about things like: 

 What a good or a boring lesson or teaching method is like 

 What a good teacher or student is supposed to look like 

 What a constructive classroom climate should be like 

 How much engagement takes place and what student-centred learning looks like 

 

We've already pointed out that mental models (which 
Peter Senge described as “images, assumptions, and 
stories that we carry in our minds, that influence how 
we understand the world and how we take action”) 
are the same thing as 'tacit assumptions'.  

 They’re taken-for-granted beliefs we hold about 
the world, what things should be like, and how 
things should be in it – and they're the core beliefs 
at the centre of any culture.  

 If mental models are the underlying beliefs that influence the way we think and behave, then 
classroom culture is really the accumulation of prevailing, dominant mental models at play in it. 
As Lindsay (2000) pointed out, school culture is an aggregation of the combined mental models 
of school leaders and teachers. 

 

Why mental modelling is such an essential tool for schools is almost a question we don’t need to 
ask.  The answer seems so obvious.  As Peter Senge points out, mental models have everything to 
do with what we learn and how we learn it.  
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“....All learners construct knowledge from an inner-scaffolding of their individual and social 
experiences, emotions, will, aptitudes, beliefs, values, self-awareness, purpose, and more. In 
other words, if you are learning in a classroom, what you understand is determined by how 
you understand things...as much as by what is covered, and how/who delivers it” Peter Senge 

Schools that Learn p. 21 

 
 

ä Apart from the obvious answer that everything we do and learn harks back to them, 
here are some other specific things to consider about mental models: 

 Without them, understanding our own thinking remains a blur – a mystery as to why we do, 
say or think certain things  

 Mental models are the basis for critical reflection, second order learning and inquiry skills 

 Mental models are closely connected to the ability to structure learningful conversations – 
one of the key ways in which we share meanings and understandings with others 

 Mental models are closely connected with our ability to exercise emotional intelligence – our 
thoughts and mental constructs influence our moods and control how we feel 

 Mental modelling is what’s really going on ‘behind-the-scene’ with action/discovery learning 
– the ability to ask questions like ‘What 
did we learn’ and ‘Why did that work?’ 

 Mental models are also the basis for 
double-loop learning and mental agility – 
the ability to understand principles, 
guiding ideas or models and invent new 
ones 

 Creativity and innovation stem from 
imagination – ability to picture alternative 
constructs different from the norm – in 
other words, alternative mental models. 

 

And of course, being able to access our mental models enables us to get a better insight into what's 
really going on and influencing our culture.  

 
 

Culture exists on at least 4 levels: artefacts, espoused values, behaviours, and the deepest and 
most powerful level as we've seen – tacit assumptions or mental models.  

“Tacit assumptions drop out of your awareness. It is this unconscious quality of culture that 
makes it so powerful. You are not aware of your cultural biases until someone challenges 
them or until you have offended someone with a different cultural background.” Ed Schein The 

Corporate Culture Survival Guide p.19 

 
 

 1. List your espoused cultural values in the left-hand column below. These are things 
people say they value, what they say they stand for – or won’t stand for, eg. “students come first 
here” “we take an individualised approach to classroom teaching" "we care for our students”  

Is your mental model of classrooms stuck in the 60's? 
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 2. Now list actions and behaviours in the middle column. This is what people say and do, 
that often reveal real values and beliefs that contradict espoused values. Note consistencies 
and inconsistencies. For example, for each value you note ask yourself: 

 Is this value consistent with the way people act or messages they put out?  

 We say we value this but we act like this... What’s the gap? 

 

Surface Values or Messages 

1. We value meetings as a way to 
share information/ideas 

 

 

 

 

 

 

 

 

Actual Behaviour 

2. People avoid, consistently late, 
cancelled, complained about  

 

Core Cultural Beliefs 

3. We value busy-ness – if you 

have time to attend meetings 

you’re not busy enough 

 
 

 4. Now list the real core beliefs at the bottom 
of your culture... 

 What things does your culture say it values?  

 Is this consistent with how people act or the 
messages they put out?  

 Can you see areas where your school says it 
values something but acts totally different?  

 What do you think are the real core beliefs at 
the bottom of your culture? 

 

 

Before you can revitalise or improve any aspects of your 
classroom culture, you need to find out what it’s like now.  

ä Here's 6 key areas to monitor classroom cultures. 
They're summed up in the acronym CLEVER... 

1. Conversations and Collaboration: the nature, quality, 
frequency and depth of classroom conversations you have. How 
we talk to each other is a most visible aspect of culture.  

This includes whether conversations are teacher-or-student 
directed, how open and inclusive we are and how much we 
support each other and collaborate on projects and learning.  



Revitalising Classrooms: culture & continuous improvement 

 

 Copyright  Bill Cropper 2017 SESSION FIVE 15 

2. Learning Climate: The degree to which we create supportive and stimulating environments in 
which students can learn and teachers can teach. It cuts both ways. It include whether we create a 
culture of curiosity and inquiry, how focused and calm people are and how student-focused lessons 
and learning approaches are.  

3. Emotional  Safety: The frequency and kind of emotions most commonly generated, experienced 
and displayed in your class, effecting how we treat each other, behave, think, cope with challenges 
and stress and how productive and happy we are in class. Different class cultures display different 
emotional footprints depending on what feelings are expressed or  concealed. Recurrence over time 
of positive or negative emotional patterns get embedded in a culture and come to characterise it.  

4. Values, Visions and Aspirations: how much classrooms share a set of common, constructive 
values, beliefs, learning aspirations and behaviours – and how aligned people are to them. These 
include prevailing behavioural “rules’ resident in your class that govern the way people interact with 
each other inside and outside the classroom.  These rules aren’t usually stated explicitly but they’re 
implicitly, and again, unconsciously, followed anyway. 

5. Energy and Engagement: Degree of positivity and energy students have and level to which they 
are fully engaged and focused on what is happening. This includes how we manage disruptions and 
collectively find focus and stay on-task. It also extends to other aspects like joy, flow, mindfulness 
and connectivity in classrooms that all contribute to this dimension 

6. Relations. Respect and Rapport: Quality of relationships and how distant/close relations are, 
degree to which we identify and belong, and whether we feel acknowledged and included or 
rejected and excluded. It includes ‘having a feeling of harmony' and how much respect or ‘mutual 
positive regard’ and ‘likingness there is. Of course is also includes connecting well with others. 

 Note functional & dysfunctional aspects you notice under each CLEVER Dimension...  

FUNCTIONAL Aspects DYSFUNCTIONAL Aspects 

 

 

 

 

 

 

 

 

 

 

 

 

    

Let’s look a bit more closely at the actions and behaviour 
layer of culture. As we've stressed several times during the 
PP Sessions, relationships are at the heart of healthy 
classroom cultures and good learning.  

They continue to be a significant part of our life experience 
because we don’t just go to work to earn a living or fend for 
families. We also seek emotional and social connections of 
getting along well with colleagues – which can be both a 
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source of sustenance and frustration. And much of this search starts with how we experience 
relationships and how we act and treat each other in classrooms 

 A constructive classroom culture is healthy, positive, uplifting, supportive and inspiring.  

 There is a good fit between the aspirations of 
teachers and students, and the values and 
operating principles we agree to subscribe to in 
class  

 There’s a solid base of likingness and respect so 
people can be open and connect with each other. 
We get along well most of the time, no matter what 
difficult moments may arise 

 We're safe. We can admit mistakes, reveal weaknesses, ask for help, and resolve conflicts 
that always inevitably arise rather than sweep them under the carpet.  

 

 Dislocated classroom cultures, whether its students or teachers, breed behaviour patterns that 
are unhealthy, emotionally disruptive, oppressive or demotivating, where: 

 There is a mismatch between needs and aspirations of students and teachers and a lack of 
agreed behavioural values or class operating principles. 

 There is tension, mistrust, distance, disconnection, dissonance and disrespect. People treat 
each other in toxic ways, can’t constructively confront 
each other to resolve conflict and often play games of 
blame, fault-finding, disapproval, covering-up, exclusion 
and withdrawal.  

 People don’t feel part of the class much at all – they 
disengage, and tend as a defensive routine, to act, 
cynical, bored, disengaged or disinterested about learning 
activities. 

 
 

ä Creating constructive cultures is ultimately about forging good belief and behaviour 
patterns but sometimes it's easier to start with behaviour and leave thinking till later. 

One of the first, most predictable responses is to develop a class code of conduct. Many are full of 
injunctions (eg don’t blame or gossip; respect others) – ‘thou-shalt-not’ notes to nobody, that have 
little impact on behaviour because they’re just too vague. 

 Individuals don’t change just by making a random 
list of Do’s and Don’ts. These often assume we 
know how to act respectfully, for example, and 
don’t give specific examples of behaviour to follow. 
We assume people can simply stop doing long-
ingrained habits of behaviour.  

 But these can be hard to change. We revert back 
despite codes, warnings or punishments, because 
our emotional brain makes us act this way and 
overrides better judgement. Lacking emotional self-
management skills to curb behaviour, emotional 
reactions get the better of us.   

 While we dwell on Do or Don’t, what’s really needed is to learn new, replacement patterns of 
behaving that can become the new habit. And these have to be practised a lot. Self-awareness 
is a perennial problem. We just can’t see we behave badly or can't picture another way 
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All this may seem like we’re saying don’t bother with class culture charters. Not so. What we are 
saying is classroom culture charters need to be carefully thought through, framed in positive ways, 
be specific and clear, not vague and general.   

Agreeing on ways we want to be treated and how we’ll treat others, can act as a ‘first line of 
defence’ against a disruptive culture, to ensure certain things happen, or don’t, in your classroom. 

 

ä This tool has a couple of activities to help you think about classroom culture 
behaviour... 

ACTIVITY #1: Above-and-below-the-line is a 
simple, energising activity to identify 
behaviours patterns in a classroom culture 
that are functional or dysfunctional. This 
diagram shows you a sample of how to map 
above-and-below-the-line behaviours. 

 

 Brainstorm 2 separate lists:  

 Above-the-line: are constructive 
behaviours we want to encourage 
more of. You might head your list 
“What we’ll stand up for…” 

 Below the line are destructive or 
disruptive behaviours we won’t stand for anymore. You might head your list “What we 
won’t stand for…” 

 

If you feel students won’t speak up freely (what does that say about your culture?), let them make 
individual lists first, then collect and make a final list. 

ä Here’s a few guidelines that might increase safety and efficiency for this activity: 

 People could work first to develop a list with others in small groups (2s or 3s) they trust 

 No names to be used in talking of behaviours and no blame-gaming to be entered into 

 Encourage people to start with their own difficult behaviours instead of thinking of others first 

 Observe that all of us contribute to 
classroom culture – not just some.  

 This means you also need to ask people 
to include teacher behaviour in their lists 

 

 After brainstorming, sort lists and group like 
items. You can then construct a wall chart 
something like the diagram opposite – or get 
people involved in doing it. 

 Then discuss what can be done to alter 
below-the-line behaviours?  
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ACTIVITY #2: Shifting Core Beliefs and Behaviours uses the concept-shifting tool to chart shifts in 
thinking and behaviour people would like to see in this class. This activity can be used as an 
extension to Activity 1 above. 

 Consider what the core beliefs are in our school or classroom culture. This definitely works 
better if you identify specific areas first like SAFETY, RESPECT,  ENGAGEMENT, TEACHER 
SUPPORT etc and then identify beliefs or mental models under each of those  

 For each core belief, list down actions and behaviours it leads to. Then consider whether it’s 
functional or dysfunctional.  

 Then identify any replacement beliefs and behaviours that are better aligned and support 
the kind of classroom culture we want.  

 This will take some time and thought. The idea is to get down to real core beliefs and 
behaviours at the bottom of the culture. 

 
 

ä As you work on a classroom culture charter, you’ll find ideas for better behaviours 
emerge. It’s important to record them as you go – even if they don’t end up being 
included in your final charter. 

 

 Here’s a format to record behaviours you may want in your charter. We've suggested a few 
themes under which to collect ideas – but you can make up your own... 

CHARTER 
THEME 

FROM… 

Current Core Belief or Behaviour 
TO…  

Future Core Belief or Behaviour 

Class Talk 

 
 

 

Learning 

 
 

 

Safety 

 
 

 

Engagement  

 
 

 

Respect 

 
 

 

Relationships 

 
 

 

Teacher Action 
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Conversation is the first of our CLEVER Dimensions 
(see p.15). It's an area that largely gets ignored when 
we talk cultures and what makes them tick. It’s 
almost like they become so much part of the 
furniture, we don’t notice them so we underestimate 
the impact they have both in, and on, a culture. 

ä But how people talk to each other is one of the most visible aspects in any culture.  

 It’s also a good predictor of how constructive a culture’s likely to be.  

 In constructive cultures, conversations tend to be open, frank and inclusive. People think 
together. Dysfunctional cultures seem to spawn conversations that are competitive, 
adversarial, argumentative and critical. 

 Conversation is also a shaper of culture. Because your culture allows certain conversational 
norms to form, they now influence the kind and quality of conversations you have in this culture. 

 If your quality of conversation is good, you’re likely to have a lively, dynamic culture that’s 
smart, connective and responsive. If conversations are closed, guarded, combative and 
conservative, you create a culture like that too.  

 Conversations are also culture-carriers. The core beliefs that mark out different cultures are 
carried and transmitted mainly through conversations.  

 When we open our mouths to speak, we think we speak for ourselves, but unconsciously, 
we often mouth prevailing beliefs in our culture.  

 

Conversations can also act as a culture revitaliser. Working on having better conversations can 
have a positive culture-building effect – things like being able to express our feelings or opinions 
openly without fear of being ridiculed or making each other’s views, positions and assumptions 
known to each other.  

 
  

This tool is designed to use with your class group to assess the kind of conversational culture you 
have in your classrooms. It lists differences between connective and dis-connective classroom talk.  

This includes teachers talk to students. It's not just limited to how students talk to you or each other.  

 Thinking of your particular class-group, tick one or other side of each item on the 
following checklist. Don't quibble about the answers. Go with your gut-feeling! It’s either more 
this way – or that... 

Then count up the ticks in each column and list ideas for improving class conversations. 
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Dis-connective Conversations... Connective Conversations… 

 There are many angry or irritable encounters  We mostly speak respectfully to each other 

 Some only care about what they have to say  People hear each other out thoughtfully 

 People tend to feel attacked or threatened  People take feedback/confront issues calmly 

 Some seem to dominate conversation often  We all contribute equally in the conversation  

 Talks are teacher-lead – students just listen  Talks are student-lead – teacher just guide 

 Students don't feel safe enough to talk up  Students feel safe and are happy to talk up 

 We are closed and guarded in  conversation  We are open and frank in our conversations 

 People speak harshly/abruptly to each other  Speak with care and consideration to others 

 People tend to only tell others – not listen  We ask about what the other person thinks first 

 We’re afraid to say what’s really on our mind  We know we can raise difficult issues safely 

 We don’t care what we say to each other  We care about the impact of saying things 

 People tend to act defensive a lot of the time  We remain open and non-defensive to others 

 People ignore others ideas and suggestions   Everyone gets their ideas/suggestions heard 

 We talk over the top and interrupt each other  We listen and take turns in conversations 

 People show their dislike of what others say  People appreciate what others have to say 

 We often jump to assumptions about others  We ask what’s going on/check assumptions 

 

 

Some people think debate, discussion and dialogue are 
all the same kind of conversation yet they’re not. 
Conversations are not all the same. Some kinds are 
more mindful, constructive and connective than others 
– and some are more mindless, destructive, 
argumentative and almost destined to disconnect us!  

This diagram shows them to be quite different ways of 
talking. You can put them on a scale with Argument or 
Debate at one end and Skillful Discussion and Dialogue 
at the other.  
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 Debate: Many teams don’t talk, they argue. We try to knock each other’s ideas out of the ring. 
It’s a mindless win-lose, let’s all disagree sort of discussion. We learn little of each other’s views 

 Polite Discussion is polite only because conflict is kept under the table, but it’s full of put-
downs, behind-the-back criticism, secret lobbying, factionalising and under-cutting,. 

 Skillful Discussion is constructive. We balance our say with hearing what others say. Hard 
issues get raised. We find common ground, resolve differences and everyone gets a go. 

 Dialogue is a free-flowing talking-circle, where we all share any views we want. openly without 
criticism. Dialogue is also a conversational state we can enter into one on one with anyone too 

 
 

ä Debate’s an inappropriate style to resolve issues, share learning or make decisions. 
Mindful conversations and meaningful interactions call for us to dialogue… 

 

Dialogue – ‘Conversation with a Centre, not Sides’   

“The art of thinking together.” That’s how William Isaacs, 
director of the Dialogue Project at MIT's Organisational Learning 
Centre, defines it – “a conversation with a centre, not sides” – an 
apt pun on the oppositional nature of conventional discussion. 
“The essence of dialogue is an inquiry that surfaces ideas, 
perceptions, and understanding that people do not already 
have.  In this way you begin to think together – not simply 

report out old thoughts. In dialogue people learn to use the energy of their differences to 
enhance their collective wisdom.”  William Isaacs, The Dialogue Project – Sloane Institute of Management 

 
 

At the core of constructive conversations is the ability to facilitate free flows of information and 
ideas, exchange meanings and arrive at better, mutual understandings. We openly express 
opinions, ask crucial questions, share feelings and perspectives – even when some people’s views 
go against the stream, are controversial or hot. And that’s what dialogue does...  

 It’s a conversation where there’s a free-flow of meanings and ideas between people.  

 Everyone openly and honestly says what they think or feel about things, without being shut-
down or put-down.  

 Everyone can put forward their views in an equitable climate of trust, mutual respect and safety 
regardless of status, position or identity.  

 Everyone states their views even if what they say goes against the grain, is controversial, or hot.  

 Dialogue unpacks a range of different views people have on an issue in a safe “no-argument” 
environment.  

 It pools everyone’s views without needing to decide whether they are right or wrong. Dialogue 
can stop debating and get people to open-up and share ideas in a way they might not normally 

 
 

Dialogue builds a sense of collaboration. It provides a space for paying attention to our mental 
models and thought processes and helps highlight the meanings people give to certain events, 
issues and ideas. It invites us to reveal our tacit assumptions and unspoken beliefs and it creates 
opportunity for us to examine our preconceptions and prejudices. It holds the mirror up to us as 
each listener is able to reflect back to each speaker. 
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The protocols in this tool aren’t strict ‘rules’ – see them as useful suggestions to follow.  

 1. Preparing to dialogue: Draw chairs into a single, 
complete circle. No obstacles or barriers (eg. tables) Be 
careful to phrase the topic in an open way, rather than in a 
closed way that may restrict the richness and diversity of 
responses 

 2. Suggest some ‘protocols’: Before starting the dialogue, 
suggest that following some of the ‘groundrules’ (previous 
page) may encourage the freer flow of meaning. 

 Here are the protocols we follow in running a Dialogue session... 

 Everyone is equal. Leave your position outside the room. To enhance this sense of 
equality, no personal names. Call others ‘speakers’.  

 Focus eyes on the centre of the circle when you speak. This gets people to hear what’s 
said, not who said it and it stops ‘disapproving’ looks  

 Say anything you want about the topic. There is no turn-taking and no censorship 

 Accept there will be silences. Uneasy but OK.  

 Speak from “I” perspective. Own what you say      

 Ask questions. Even if you haven’t got ideas, put in your “wonderings” (eg. I’m 
wondering…) 

 Don’t argue with others. Speak to share not win 

 Stop judging. Listen openly. Put away your critical voice. Don’t disagree. Say you see it 
differently 

 Clarify assumptions. If you give an idea, say what you assume. Ask about other’s 
assumptions  

 Explore Differences: Find out why and where you differ. Explore difference rather than 
argue about it. 

 Stop talking. Listen. If you always jump-in first, take a vow of silence now and again. 
Listen to understand without jumping in to judge  

 Connect with others using a 2
nd

 gear “sounds like you think or feel” formula to 
acknowledge people 

 Build on other’s ideas first. Before you say what you want to say, build on or appreciate 
something they’ve in what they’ve just said first.  

 Share perspectives: Invite different views. Make it OK for people to disagree with you 
(eg. “That’s my thinking and I’m sure it’s not the only one.’). 

 Dialogue don’t decide. The idea is to share views not push for solutions or decisions 

 
 

 3. Start the dialogue with an “induction” that should always include: 

 Reviewing the theme for the dialogue, its context and significance  

 Explaining the purpose of the dialogue process and its protocols 

 Focusing the group on the meaning, which they should imagine building up 
in the centre of the dialogue circle. 
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Creating an Inquiry Culture – Asking Different Questions  

The words you use in class say a lot about our own 
expectations and values and the culture we model in class 
consciously or un. Here's one teacher's experience: "In my 
classroom, I rarely ask students if they have any questions. 

Instead I ask: ‘What questions do you have.’ It creates more 
of an expectation there should be questions and allows 
more freedom for students who may be a bit apprehensive 
about asking them. Another shift I started last year in an 
effort to create a more discussion-and-inquiry-based maths classroom was shifting from 
saying ‘who has the answer?’ or ‘who can tell us how to do this problem?’ to asking students 
‘can you share your thinking.’ It’s so much less pressure to just share your thinking than it is 
to explain the right answer. And even if a student has the right answer, it’s much more 
meaningful to delve into the thought processes to getting that answer.” 

 

 

One defining footprint of a culture is emotional: the prevailing patterns 
and frequency of different kinds of emotions that your classroom culture 
most commonly generates, experiences and displays. 

This picks up Dimension 3 in our CLEVER model on p. 15: Emotional 
Safety.  

 Different cultures display different footprints depending on what 
emotional patterns each culture allows or limits, expresses or 
conceals.  

 Over time, the recurrence of positive or negative emotional patterns 
get embedded in a culture and come to characterise it. 

 

ä Emotions mostly get left out of the cultural equation yet the emotional undercurrents 
of a culture both define, and are generated, by the culture.  

Again, SETI (Social and Emotional Teacher Intelligence) seems to be a key differential between 
safe and engaged or unsafe and disengaged classrooms, and good or poor personal pedagogy 

 In constructive cultures, people connect easily with each other. There’s high levels of support, 
likingness, trust, respect and rapport. People feel friendly, happy, enthused, interested and 
focused. Morale tends to be high, climates are positive, people work well together, they’re more 
creative, less tense and usually far more productive.  

 In dislocated cultures, people don’t connect or support each other and don’t care about other’s 
feelings. Apathy, anger, aggression, anxiety, cynicism, contempt, disrespect or sullen silence 
set off negative emotional chain-reactions that turn class climates toxic. Disruptive emotions 
poorly managed erupt in frustration, open conflict, arguments, high levels of defensiveness, 
distrust and tendencies to be harsh, critical, indifferent or disapproving  

 One footprint of any culture is the prevailing pattern and frequency of positive or negative 
emotions it generates, which over time take up residence in your culture. 

 

 What does this mean for understanding and changing culture? Here’s a few things: 
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 Emotional metrics: Different cultures have different 
emotional signatures depending on what emotional 
patterns each culture encourages or proscribes, 
expresses or conceals. 

 

 Emotional contagion: As we’ve said, emotions are 
catchy. Positive emotions energise. Negative emotions 
drain. Over time, the recurrence of positive or negative 
emotional patterns get embedded in a culture and come to 
characterise it. Some cultures seem to breed negative 

feelings that can spread to create chronically toxic work cultures, dragging down performance. 
Other cultures seem to consistently generate positive feelings. 

  

Emotion-directed Behaviour:    Emotions drive behaviour. They affect how we think, how we 
behave, and how we cope with change, stress and work pressure. The prevailing cultural 
wisdom that behaviour is merely a surface feature of culture needs re-thinking. Emotions and 
the behaviour patterns it embeds, may be another deep layer in cultural componentry.  

 

 

 What words would you use to describe the emotional safety of your current classroom culture? 

 

 Words that relate to emotional safety 

 

 

 

 

 

 

 Words relating to lack to emotional safety 

 

 

 
 
 

 2. Write down from the words you have selected: ...The top 3 positives...  

1.  2.  3.  

 

….And now the top 3 negatives... 

1.       2.       3.  



Revitalising Classrooms: culture & continuous improvement 

 

 Copyright  Bill Cropper 2017 SESSION FIVE 25 

 3. What behaviour or belief factors do you think contribute to creating some of the words 
you’ve circled about your culture? IN particular consider your own contributions 

 

BEHAVIOURS.... 

 

 

 

 

 

 

BELIEFS.... 

 

 

 

 

 

ä This is an emotional safety behaviour barometer you can use for teacher behaviour.  

A similar thing could also be adapted for student behaviour. First think of a particular class then.... 

 1. Go through the shady and clear behaviour boxes in the worksheet next page and mark 
ones that apply to you. You can also use a tier system like 1 = Always… 2 = Sometimes… 3 = 
Never.  

 Clear boxes are teacher behaviours that lead to safe classrooms.  

 Shady boxes are ones that contribute to lack of emotional safety.  

 There is room in each box to make a note or two that pertains particularly to what happens 
with you and there are some blank boxes to add you own behaviours... 

 
 

 2. Reflect and make notes on… 

 How safe would you say your current classroom culture is for students?  What ways can you 
think of to make your classrooms more safe? 

 What new behaviours would you need to adopt to counter the shady ones? 

 Would it be worth having a conversation about some of the shady items on your list with your 
class – or even giving this exercise anonymously to your students?  

 

Ways to make my classrooms more safe 

 

 

 

 

 

 

New behaviours to adopt 
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I act calm and 
balanced 

I care about my 
students and put 

them first 

I stay connected 
with students 

I'm careful of 
what I say 

I'm conscious of 
student safety 

I dislike some of 
my students 

I am caring and 
compassionate 

I keep students 
engaged 

I am present for 
students 

I monitor how 
students feel 

I can be snappy 
or act mean  

I am genuine and 
personable 

I guide but don't 
control or over-

manage 

My students 
have nothing to 

fear from me 

I avoid being 
cynical or 

judgemental 

I take a don't 
care approach 

 

I fear some of 
students & can 
act defensive 

I make myself 
approachable 

I am open and 
accepting 

Another cleary? 

I come across 
agitated/anxious 
or unconfident 

 

I act controlling 
or intimidating 

I can't get on 
some student's 

wavelengths 

I have a deep 
interest in all my 

students 

Another cleary? 

I'm not all that 
interested in my 

students 

 

I can act distant 
or detached 

I can be picky, 
judgemental or 

petulant  

I have trouble 
with my temper 

Another cleary? 

I can be 
arrogant or 

disingenuous 

I make some 
students fearful 

of me? 

Another shady? Another shady? Another shady? 
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Dimension 4 in the CLEVER model is about how much students 
share a set of common, values, beliefs, learning aspirations and 
behaviours – and how aligned they are to them.  

ä This picks up an important aspect of team cohesion – 
how much students feel they identify with and belong to a 
particular class group or classroom culture...  

Identifying is an important part of classroom culture creation. In fact, 
cultural identity does much to define how students see themselves 
and who they are and can become... 

 Students identify and affiliate with certain groups because this gives them a much-needed 
sense of being connected and belonging. This strongly relates to self-image and self-concept. 

 A positive student self-concept contributes to socialisation and learning success. Impoverished 
self-concepts can turn into challenging social and learning behaviour and be a major hold-back. 

 Self-concept and cultural identity becomes the foundation for how students see themselves and 
their perception of how they are seen by others. This then affects other things like self-belief and 
self-efficacy. 

 Teachers who are aware of this evolving dynamic between self-identity, cultural identity and 
classroom culture are more adept generally at creating engaging and safe classroom cultures. 

 

"Teachers must be aware of how much cultural identity influences the education of students. 

In addition, teachers must be cognizant that their teaching practices, their interactions with 
students, and their own ideas about identity influence the academic success and social 
development of their students. According to Tatum (1997), ‘the concept of identity is a 
complex one, shaped by individual characteristics, family dynamics, historical factors, and 
social and political contexts.’"        Read more at  http://www.redorbit.com/news/education/246708/ 

the_cultural_identity_of_students_what_teachers_should_know/#luQg3dkHeVT0W5iI.99 

 
 
 

ä Classroom cultural identity both shapes, and is shaped by, student identity... 

 In constructive classroom cultures, everyone knows what their class stands for, what their 
collective identity is, what is valued or not and what they stand for (and will not stand for too) 

 In dislocated cultures, identity and value differences divide people and there’s a feeling that sub-
cultures are pulling in different directions, producing a sense of disruption and tension 

 

 

Medieval monarchs had artisans design special heraldic shields and banners that included symbols 
of their ancestry, their achievements, what they stood for or aspects of their honour and valour.   

 Design a heraldic shield that shows your organisation’s purpose and cultural principles 
and values.  We’ve given you two templates below.   For example you might use: 

http://www.redorbit.com/news/education/246708/the_cultural_identity_of_students_what_teachers_should_know/#luQg3dkHeVT0W5iI.99
http://www.redorbit.com/news/education/246708/the_cultural_identity_of_students_what_teachers_should_know/#luQg3dkHeVT0W5iI.99
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 The quadrant-shield to depict 4 major cultural motifs for your organisation.  

 Or you might use the cellular shield to depict more subtle aspects of the culture. For 
instance: 

 Cultural facets that help you move forward (the upward cells) and  

 Cultural facets that look backward (the downward cells).  

But these are only suggestions. Make it up for yourself by all means.... 

 

 

 

 

 

  

 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

Relations is the R in our CLEVER dimensions. Good classroom 
relationships are based on positive emotional connections (see 
Session 3?) – engaging each other in respectful, approving 
ways and building rapport.. 

Connecting and respecting go hand in hand. When we respect 
someone, we want to connect. If we connect with some-one, 
we’re more likely to find respect for them. Lack of respect leads 
to disconnection.  

 

 Good class relations depend on making positive connections with others. In class-groups that 
like each other, and like their teacher, people connect with each other’s thoughts and feelings, 
and trust follows. There’s mutual understanding, support and harmony. This creates a positive 
and supportive classroom culture.  

 

 The reverse is true too. If I dislike others, act surly or sad, this takes its toll on me and the class 
too. Take-away respect and what takes its place are rivalry, dislikes, lack of appreciation, apathy 
or sheer indifference.  

 



Revitalising Classrooms: culture & continuous improvement 

 

 Copyright  Bill Cropper 2017 SESSION FIVE 29 

 Codes of conduct implore people to treat others courteously and respectfully – but do we? Most 
codes fall short – they fail to define what respect really means.  Even if they do, that’s no 
guarantee people will or even know how to behave that way. Many people would be more 
respectful – or less disrespectful – if they only knew how or were more aware of how they come 
across to other people. 

 
 

The Respectful Schools and Workplaces framework of Education Tasmania articulates the 
importance of staff and student wellbeing in supporting effective learning and working 
environments and experiences that contribute to our goals. The framework focuses on 
building and maintaining positive relationships between all members of the school 
community and outlines our priorities and strategies to achieve the outcomes of: 

• compassion and cooperation • effective 

communication • a culture of respect • positive 
behaviour • success and achievement • safe and 
inclusive learning and working environments  • 

Respectful and inclusive schools are critical to 
achieving staff and student wellbeing that enable 
the achievement of high quality learning goals and 
targets. When we work together and create a 
culture of respectful behaviour we provide certainty 
to staff, students, parents, carers and wider 
community.” 

http://tas-education.org/doe/respectful-schools/Respectful-
Schools-Respectful-Behaviour.pdf 

 

 

People tell us lots of stories about disrespectful behaviours they suffer from others – and none 
about how they’ve been disrespectful. They say things like: 

 “I only respect people who respect me”  

 “Respect is earned – you’re respectful to others when they’re respectful to you” 

 “If people treat me disrespectfully, then I give back as good as I get!” 

 
 

Respect seems to be something we expect others to give us unconditionally. Yet it’s something we 
give conditionally, sometimes grudgingly, and all too easily take back. Attitudes like these 
perpetuate disrespect. Just like you can’t bully someone else into ‘not bullying’, you can’t disrespect 
someone else into being respectful!  

ä Disrespect is often a side effect. Most people usually don’t set out just to show you 
how disrespectful they can be toward you. 

 

The saddest part of lack of respect is many of us don't mean to be (‘I didn’t mean to be 
disrespectful, I was just….?’) – we just don’t see how we’re being disrespectful and we just don’t 
consider the impact or consequences of what we say or how we come across.  

Many of us would be more respectful, if we knew how, or were more aware of how we come across. 
And that takes emotional intelligence (Part 2) because respect is behaviour we learn based on 
emotional habits we develop. 
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ä All of us have different ideas of what respect is and what respectful behaviour looks 
like. You need to be on the same page about what respectful behaviour is.  

 

 Respect is feeling we’re being treated with ‘unconditional positive regard’ .It has a lot to do 
with the way we talk to each other and how we come across to others. 

 Respect is associated with other conditions like feeling trusted or trusting and safety – I 
can express a viewpoint or make a mistake without feeling condemned or disapproved of. 

 Respect is first and foremost an attitude, a predisposition, a state of mind – though it does 
translate into a set of behaviours you can learn, which don’t always come naturally. 

 Respect isn’t just avoiding being disrespectful. It takes positive actions to build respect.    

 The real test of respect is when we’re tempted to take it back. When we’re feeling 
pressured, overworked, fatigued, cranky, edgy, ill at ease or frustrated.       

 It’s something we expect others to give us unconditionally – and something we give with 
conditions. It’s all about what others owe us – and rarely about what I owe them! 

 It’s feeling free from harsh judgement, abusive behaviour and accepting differences 

 Respect is a set of learned behaviours, stemming from our emotion and thought patterns.  

 Respect is consideration for others and thinking about the emotional impact of what I say 
or do might have on other people’s feelings 

 
 

Building respect doesn’t just come about by avoiding being disrespectful. It also needs positive 
actions that make people feel valued and looked-out-for.  

 Here’s a list of respect-building actions you can get yourself into the habit of doing. Score 
yourself on each one to identify what you do to personally build respect. 

 

1 = NOT at all   3 = NOT VERY often or often enough   5 = VERY often do this – it’s a habit 

 

Respect-Building Actions What do I do? 

 Tell your truth. Notice we didn’t say ‘the’ truth. Be authentic. Say 
what you mean, and mean what you say. Others may not always 
agree but this makes you reliable. People respect being genuine  

 

1    2    3    4    5 

 Resist the urge to judge others and jump to conclusions about their 
motives. Do you go to the source, get facts, and then decide?  Be 
criticism and judgement-free. Try going a whole day without making 
judgments or criticising other people. Good luck – it's tough!                                                                             

1    2    3    4    5 

 Think good of others: identify the biggest redeeming quality of that 
person who always gets up your nose. Keep it in mind the next time 
the two of you interact. 

 

1    2    3    4    5 
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Respect-Building Actions What do I do? 

 Show genuine interest: When you greet someone, skip the mindless 
‘how-ya-doin'. Ask a question that shows genuine interest. Show 
interest in someone else's interests. Okay, maybe you're not dying to 
hear about Pat's passion for scrap-booking, but Pat will be thrilled you 
asked. 

1    2    3    4    5 

 Go out of your way to say thanks. Sincere appreciation is powerful 
– it's feedback, recognition, and respect all wrapped in one. And make 
it count – don’t say ‘That’s good” and leave it at that. Say exactly what 
you appreciated and how much. 

1    2    3    4    5 

 When credit and compliments come your way, do you spread them 
around to all who helped? And if you think you're solely responsible 
for that honoured achievement, think again. 

 

1    2    3    4    5 

 Give up the blame game. When things go wrong, resist the urge to 
assign blame. It's the system that usually fails, so fix the system, not 
the blame. Focus on solutions and say how you’ve contributed to the 
situation – you probably have! 

1    2    3    4    5 

 Don’t exclude – include. Alienation is a big factor in disrespect. 
Widen your social circle. If you always have lunch with the same 
group, invite someone new. Include a new person on your committee 
or seek someone out to help on a task you’ve never asked before. 

1    2    3    4    5 

 Don’t spread rumours or criticism. If I can’t say it to their face – 
don’t say it behind their backs. When a rumour reaches your ear, let it 
go out the other. Better still, suggest to the person who’s complaining 
about someone else that they should take it up with the person 
concerned. Don’t take sides or offer opinions. 

1    2    3    4    5 

 Connect with other people for no reason. Step down from the 
treadmill of daily tasks and have a chat for no particular reason. If it's 
someone you rarely engage in conversation, all the better.  

 

1    2    3    4    5 

 Value others’ opinions – involve more people in weighing options 
and making decisions. Value advice when it’s given. There's incredible 
brainpower around you, so why not put it to work? 

 

1    2    3    4    5 

 Be big enough to admit when you’re wrong. When you take a 
stand and later realize it's the wrong stand, be honest enough to say 
so. If you see how you’ve been disrespectful in the heat of the 
moment – apologise 

 

1    2    3    4    5 

 Empathise and be compassionate: connect with other people’s 
feelings. Think about things from their point of view. Practising 
empathy helps you be more respectful and understanding – not to 
mention dampen down hostility and disrespect from others 

1    2    3    4    5 
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Connecting and respecting go hand in hand. If we 
respect someone, we’ll want to connect. If we 
connect with someone, we’re more likely to find 
respect for them. 

We’ve all witnessed disrespect in class. Use this list 
to explore respectful/disrespectful behaviours with 
your class-groups. 

 1. Everyone ticks any behaviours they see in 
your class. Compare everyone's results (The 
Respectful column is blank on purpose.) 

 

 2. Brainstorm Respectful Behaviours to counter items in the Disrespect column. 

 

 Disrespectful Behaviours... Respectful Behaviours… 

 Constant put-downs or criticisms of others  

 Criticising/complaining about others behind their backs   

 Sarcastic – joking at someone else’s expense  

 Being dismissive, insensitive or uncaring  

 Condescending, speaking down, patronising   

 Ignoring what others say, talking over the top  

 Blaming someone when you know you really contributed too   

 Domineering, intimidating, commanding, being overly-directive  

 Taking out your bad moods or frustrations on others  

 Withdrawing, excluding or shunning people  

 Abusing, yelling, name-calling and being personally insulting  

 Deriding/dismissing other’s ideas/concerns  

 Making up ugly stories or rumours about others  

 Acting intolerant or belittling people  

 
 

 3. Share your insights with others in this class.  Using a worksheet like the one on the next 
page, try to build up a picture of: 

 

 What behaviours do you associate with respect and disrespect in this class 

 What could we do to improve respectful behaviour in this class 
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RESPECTFUL BEHAVIOURS DISRESPECTFUL BEHAVIOURS 

 

 

 

 

 

 

 

MY IDEAS FOR INCREASING RESPECT IN THIS CLASS… 
 

 

 

 

Culture can seem intangible but its affects can be felt quite tangibly in so many areas of school life.  

Culture matters because it can embody and support 
everything that's good about the experience of school and 
learning, or graphically depict everything that is the worst 
about being at school.  

You can walk into a school and know pretty much 
straightaway whether you want to be there or not, whether 
its culture feels warm, welcoming, alive and vibrant, or dull, 
routine and stultifying.  

ä We all intuitively know that building strong school and classroom cultures helps to 
cultivate student and teacher success, and creates a constructive school community. 

 

But that doesn't mean you're going to do anything about it. There's many reasons why we know 
something's good for us but don't actually get around to doing anything about it. And when it comes 
to culture, it's no different. Here's a few counter-cultural reasons we come across... 

 Everyone says how important culture is but nobody keeps it on the agenda. Most schools 
are already enmeshed with so many improvement plans – instructional models, teaching 
techniques, curriculum tools – that culture kind of gets left in the corner.  

There is also a failure to see how culture can actually help achieve these things, while ignoring it 
can actually militate against achieving good results in these areas. 

 

 School culture is principal-sensitive. Perhaps more than in many other kinds of enterprises, a 
principal seems to have an inordinate amount of influence on how a school culture develops 
and whether it thrives or dives. 

A new principal can within twelve months, overturn a culture that took years to build. 
Sometimes, such cultural usurpation is welcomed since it overturns a poor culture and promises 
a chance for renewal. Just as often, it can spell the demise of a good culture.  
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 We're too busy and distracted with other things to 
have the time to worry about culture. So much goes on 
in schools, and people appear to be so rushed and busy, 
that no-one has time to attend to the culture – in 
classrooms or across school. 

Culture goes un-groomed and seems to run rampant and 
uncontrolled. Of course sometimes these cultures are 
fabulously functional. Other times, just as frightfully feral. 

 School culture sits in the background doing whatever 
it wants. Schools often just assume their culture is good, even great. Sometimes this is the 
case, Other times, it's cultural comfort or complacency. 

We convince ourselves how unassailably good our culture is. Everyone conspires in this fiction, 
so then the whole culture question can be pushed aside. Culture needs to be unearthed from its 
underground chambers, made explicit, talked about and really assessed. 

 School culture's the principal's job – not ours.  Agreed it's the job of a principal to unearth 
culture, get it on the agenda and get everyone paying some attention to it.  

On the other hand, everyone creates and contributes to the culture; no one can say they're 
culture-free. Stephen Covey once famously said: "Every-time you open your mouth, you create 
the culture". Pretending culture doesn't stick to us, so we don't have to work on it in our 
classroom, seems too totally Teflon to be true.  

 We haven't got time for culture-building in class. With already jam-packed curricula, that 
seems true enough.  

Yet taking time during the year to work on your classroom culture may just be the most 
momentous decision you will make in terms of improving your own personal pedagogy, and 
creating safe and supportive places where learning can happen supported by respectful 
relationships and inspired teaching.  

 

In classroom cultures that are desolate, even the most 
promising teaching approaches will have a hard time taking 
root unless you graft on the right cultural cuttings first. 

Changing your classroom or school culture is not an easy 
process. You'll have good days and bad days.  Wins and 
losses. Forward-steps and setbacks. 

There'll be moments when you're motivated and moments 
when you just want to quit.  But keep in mind amongst all 

this, culture is the field you prepare where good learning can grow and make a difference to student 
and teacher futures alike. 

 
 

 

ä You can use this Tool to reflect on where you're at with classroom culture. Rate 
statements on the checklist following using the scale:   

1 = MOST UNLIKE ME    2 = SOMEWHAT LIKE ME    3 = MOST LIKE ME 

Make notes on impressions, sentiments and ideas you have for creating classroom cultures. 
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Student Classroom Culture... Teacher Classroom Culture… 

 I treat students as individuals and they know 
I care about them outside learning contexts 

 I share experiences of teaching failures and 
successes and learn from them 

 I develop supportive student relationships 
and connect with student emotions  

 I focus on culture, SETI and relationships in 
classrooms, not just academic subjects 

 I focus on social and emotional intelligence in 
my teaching as well as sound subject focus 

 My school leadership supports me to address 
culture and relationship issues in class 

 I create emotionally safe classroom cultures 
where students feel supported and included 

 I monitor whether students feel emotionally 
safe in my classroom 

 Classroom learning culture is student-centred 
– not teacher-directed.  

 I create a student-centred classroom culture –  
I put student needs before my own needs 

 Students feel they have a voice in my class – 
they input meaningfully into what is learned 

 A participative mindset prevails in my classes – 
I listen and respond to student suggestions 

 Students engage in conversations, feel safe 
to do so, and know they can express their 
views that are listened to without judgement    

 I encourage collaborative conversations in my 
classroom culture as a valid mode of learning 
and work on raising student conversation skills 

 Students know they can communicate openly 
with me about schoolwork and learning. I 
imagine they would think me approachable 

 I am there and approachable for students – not 
just for formal learning issues but other issues 
that are important to student well-being 

 Students have learned how to connect with 
each other and be respectful in  interactions 

 I create a connective and respectful culture in 
my classrooms we all subscribe to 

 My students can expect protective, nurturing 
and non-judgemental teacher behaviour. 

 I model and promote constructive behaviour 
and interactions with me and between students 

 Students know they can influence learning 
environment and activities 

 I am open to student suggestions on ways to 
learn and encourage co-control of learning 

 We have a strong engagement culture – 
students do things not just to be compliant 
but because they are curious and engaged 

 I adapt my teaching approaches and lessons to 
create high relevance and engagement and I 
vary my pedagogy to make it more effective 

 Students are encouraged to be innovative, to 
challenge thinking, question and generate 
their own learning experiments and actions 

 My teaching and learning strategies motivate 
students, address a variety of learning styles 
and promote life-long learning processes 

 I create cultures of innovation, inspiration and 
continual learning where students feel they 
are actively encouraged to achieve dreams  

 I feel free and encouraged to experiment and 
take risks and initiatives – without anxiety – 
and to be a facilitator of student aspirations 

 Your Classroom Culture Impressions: Write down any impressions, sentiments, hopes, fears or 
ideas you have in relation to creating classroom cultures.... 
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 For an extended version of this Tool see Part 1 

ä Over the course of the PPP, we have 
suggested  it would be beneficial to you to 
identify a few improvement goals and some 
real-life learning and teaching challenges you 
can talk over with others and try out some of 
the tools and self-reflections on.  

 1. So think about a few classroom or 
teaching challenges to work on in relation to 
classroom culture.  These should be a dilemma,  
change opportunity or improvement – and not 
something you’ve already resolved or for which you 
have a firm answer. 

 What is this situation about? Why is this significant and/or challenging for you?  

 What will this mean for me and my teaching practice? What about my students? 

 

 2. Here’s a goal formula to follow to write your goals.  

What’s your Goal? 
How can I… ? 

I want to be more / 
less ? 

What I want to do 
differently 

What I need to learn  

If I do this, it will help 
me and my students 

by… 

 

 
 

   

 
 

 3. Construct an Inquiry Framework to help you identify goals and challenges. Put simply, 
an Inquiry Framework is a set of questions you can frame for yourself around a problem, situation or 
improvement area that you feel is worth finding answers to.  

 Generate a list of possible inquiry questions around your challenge. For instance, start with: 

 How can we….?  What would it take to…?   What would happen if….? 
 

Your 5 most promising questions about 
improving Personal Pedagogy 

 Actions you can take to find out answers to this? 
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Insights I have gained… Things I need to work on… 

 

 

 

 

 

My PP Approach Now My PPP Goals My PPP Approach Future 

 
 

 

Challenging Situations Try-out Actions 
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Bill Cropper, Director of The Change Forum, is a change consultant, facilitator, leadership coach 
and mentor with a wealth of practical experience in strategic change management, leadership 
learning and group facilitation in a wide range of federal, state and local government organisations 
throughout Australia.  He is a preferred learning consultant and leadership coach for a number of 
public sector agencies, providing facilitation and coaching services to senior executives, 
managers, facilitators, work teams and community groups around workplace culture, strategic 
change,  organisation renewal, team reformation and the application of Peter Senge’s 5 Learning 
Disciplines to strengthen the leadership-learning capacity of organisations, teams and individuals 
and help them navigate their way through change.  

Along with an ongoing passion for learning-centred leadership and team-based approaches to 
‘living-at-work’ work, Bill is keenly interested in the benefits of emotional intelligence, 
conversational coaching and dialogue to promote more connective workplace cultures, more 
productive, open interchanges and facilitate personal growth and change mastery. For the past 
several years he has been delivering extensive rounds of Conversational Coaching and Emotional 
Intelligence Clinics, Culture Change and Leadership Learning Forums to managers, team leaders 
and other professionals from a diverse range of organisations throughout Queensland.  

Bill has a down-to-earth, out-going and open style; personal mastery of a wide range of facilitation 
tools, techniques and processes and customarily works comfortably with people at all organisation 
levels – senior executives, operational managers, staff and other consultants.  He is an 
experienced and prolific writer and has produced numerous process guides, toolkits and skills 
workbooks to support work-based learning, leadership and team development and guide 
organisations through change. 

 

This program is derived from The Change Forum’s Learning-Centred Leadership (LCL) Series© 
of development modules for executives, managers and others with pivotal leadership, learning 
and change roles in their organisations. Each module covers a major arena that can be delivered 
as a separate, stand-alone learning unit or in different combinations to best suit particular 
organisational or leadership learning needs. Core Modules in the Series include: 

 

 
 1: Learning-Centred Leadership 

 
  2: Leading through Vision 

 
 3: Leading Change Management 

 
  4: Learning Leaders as Designers 

 
 5: Leading through Teams 

 
  6: Learning Leaders as Facilitators 

 
 9: Learning to be a Coaching Leader 

 
  8: Leading through Conversations 

 
11: Mental Models for Managers 

 
 10: Mastering Personal Leadership 

 
15: Leading Culture Change 

 
 12: Leading with Emotional Intelligence 

.  
 

Bill Cropper – The Change Forum 

Email:  billc@thechangeforum.com     

Tel:  +61-(0)7-4068 7591    Mob:  +61-(0)429–687 513 

P.O. Box 136, Mission Beach  Qld  4852 Australia 
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Outlines of the 20+ programs we offer publicly and in-house can be reviewed in 

 The Change Forum Course Directory available for download at: 

http://www.thechangeforum.com/Directory  

Conversational  
Leadership 
Programs 

Constructive Conversations at Work: mastering the art and practices of 
conversational leadership 

Building Conversational Confidence: move beyond reluctance and overcome 
anxiety to learn to speak with confidence and influence 

Dealing with Difficult Discussions: a 7-stage model to navigate your way 
methodically through troublesome topics and resolve differences 

Positive Performance Conversations: carefully-crafted frameworks and 
formulas to make difficult performance  conversations easier 

Emotional 
Intelligence 
Programs 

Mindful Leadership in Action: brain-training clinic for attention, clarity & 
presence 

Personal Mastery–Leading with Emotional Intelligence: 7 essential EI 
practices to lift your leadership level 

The Emotionally Intelligent Leader: fast-track to 7 EI practices for more 
connective leadership 

Social Intelligence in Teams: creating cohesive, positive, resilient teams 

Emotional Intelligence at Work: 5 EI-smart work practices for staff 

Teaching with Emotional Intelligence: EI classroom practices  

Change & 
Culture 

Programs 

Preparing People for Change: pave the path to smoother change take-ups and 
transitions 

Preparing Yourself for Change: how to engage and cope with change  

Leading Change Management: tools for designing people-centred change 
processes 

Revitalising your Culture: leading culture change improves performance 

 
Building 
Better 
Teams 

Programs 

Building Better Teams: tools to form, reform and transform your team  

Leading Teams through Change: making team change more trouble-free 

Working Better Together Clinics: tailored in-house team development clinics 
to tackle your team challenges 

Tools for Taking Team Action:  a tailored process to tackle concerning issues 
and improve team functionality 

TOP Team: Executive team-building: create more coherent, cohesive, 
connective executive & senior management teams 

Leadership, 
Facilitation 
& Coaching 
Programs 

Launching Future Leaders: crucial lessons for developing new and aspiring 
leaders 

Essentials of Facilitation: tools to help teams function more effectively  

Advanced Facilitation Skills: deepening your existing facilitation skills 

The Coaching Leaders Clinic: taking a coaching approach to leadership 

Learning to Lead Development Series: a flexible series of learning modules to 
help your people handle the responsibilities of leading with more mastery, 
mindfulness and maturity 

Personalised Leadership Coaching: Individualised coaching to heighten self-
awareness, overcome challenges or uncover your full potential  

 

 

http://www.thechangeforum.com/Directory
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The Change Forum specialises in delivering creative change solutions to help strengthen 
organisational leadership capability, deepen learning capacity at organisational, team and individual 
level and assist managers and leaders build vibrant work cultures and high-performing teams. The 
Change Forum: 

 Believes that learning is at the heart of successful change – that what sets successful 
organisations apart from the rest is how well they learn to lead and manage change. We 
capitalise on the close connection between leadership and learning to help people engage with 
change and constructively navigate their way through it.   

 Helps organisations design dynamic, down-to-earth change processes and leadership learning 
programs people can understand, shape shared visions they can sign onto, build momentum, 
mobilise commitment and get people into action. 

 

We have more than 20 years’ experience designing and facilitating innovative workplace 
transformation, learning and improvement processes in the areas of:  

 Strategic Change Management – change facilitation, developing learning organisations, 
strategic visioning, redesigning teams and work processes, cultural re-vitalisation, mapping 
change plans and processes and transferring change leadership skills to others through our 
Learning to Lead Change© program. 

 Leadership Learning – Building leadership capacity is a central concern for all forward-thinking 
organisations. Our Learning-Centred Leadership© Series offers a flexible framework of work-
based action-learning modules to design customised leadership learning program to suit 
particular change challenges, leadership learning needs and organisation contexts.   

 Conversational Capacity-Building – Conversations are at the core of what leaders do. The kind 
of conversations leaders have is a telling indicator for team culture, leadership climate and 
change success – and one of the key elements for the effective functioning of any team or 
organisation.  

 Coaching Leaders: Coaching is a powerful, personalised way to ensure learning is applied in 
real work-time. We provide individual and team-based coaching in leadership, conversation 
capacity-building, change management, personal mastery and emotional intelligence – as well as 
helping people develop their own coaching skills and take on a more coaching style of leadership  

 Team Formation & Development – More and more workplaces are adopting team-based work 
as a practical strategy to meet future challenges where greater flexibility, diversity, innovation and 
responsiveness are called for. We help organisations form teams and develop greater degrees of 
team cohesion and self-direction through our TeamStart and Working Better Together processes   

 Creating customised learning resources – we have a comprehensive range of self-directed 
learning guides and toolkits that are user friendly and practical. Organisations often use our 
design services to create enterprise-specific learning resources to help shape and support their 
change, learning and leadership initiatives. 

 Coaching Clinics and Leadership Learning Forums – as well as our Change Management 
and Leadership Coaching and Team Development work, The Change Forum has run extensive 
rounds of public Conversational Coaching Clinics and Leadership Learning Forums which have 
benefited thousands of Queensland managers, team leaders and other professionals from wide-
ranging organisation backgrounds – disabilities, community services, health, education, transport, 
housing, public works, primary industry, as well as local government.  

 
 

Download The Change Forum Change Services and Culture Change Services Profiles  
from links provided at http://thechangeforum.com/ChangeServices  

  
  

http://thechangeforum.com/ChangeServices
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