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Flipping
Classrooms

Some articles in this issue contain
direct links to websites. Simply click on

BY FRED VERBOON

the coloured text and you’ll be automatically

There is a number of interesting ICT enabled projects
that offer teachers chances to rethink education. Most
of them enable teachers to offer a more individual and
self paced way of learning. One of the most promising
movements is called “Flipping Classrooms”.

linked to a specific website or videopresentation.

The Friday Institute for educational innovation < weblink (www.fi.ncsu.edu)
study ways of effective education and differentiates the following levels
of rigor: remember, understand, apply, analyze, evaluate, create and publish. According to Dr Lodge McCammon, teachers traditionally spend the
vast majority of the available classroom time on delivery and review of
content. Only a small percentage is spent on application. This application
of content is usually done at home. Traditional education therefore offers
only the first two levels in the class room and the third at home…
Another interesting argument for innovation is that in the traditional classroom setting, teachers focus on the middle group of a class. Students
just follow the pace that the teacher offers. This leaves a group of higher

Try it yourself and enjoy.
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The future of
teaching,
learning and
school leading
BY BARBAR A NOVINEC

Education has successfully maintained its role as the mediator to the
better life, for an individual as well as for the society as a whole. It has
long surpassed its importance as the fundamental value when it positioned itself as the perpetual driving force for reforms, improvement,
and progress. All the more reasons why we should consider the future
of teaching, learning, and school leading, which are all activities governed by education, with upmost responsibility.
Today's learning environment extends greatly beyond the classroom.
The digital era, which has equipped us with informational technology, has also created endless boundaries of learning processes with
interconnectedness of information being one of the main advantages.
As we aim to reform the education system to be able to adapt to the
growing demands of this new learning environment, it is important to
introduce school reforms in the correct manner.
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Based on the OECD data there have been more than 450 school
reforms in the last 7 years in 33 countries. This is the statistic confirmation of the constant change, taking place in school systems. What
needs to be emphasized is that school reforms are too important to
be left as the responsibility of only one interest group. Moreover, the
present and the future reforms should be supported by also educating
those who are the most avid reformers, namely educators themselves.
The implementation of reforms into the school system is primarily
what school leaders are held accountable for. Therefore, it is essential
to invest into educating them in order for school leaders to outgrow
the frequently allocated role of mere school administrators and thus
become effective and multifaceted leaders of change and progress
in the school environment. As the role of school leaders is relentlessly intense, it is essential they are equipped with the necessary
support, provided also by the school Governance, which should be
an interdependent system of parents, a wider community, and school
itself, all striving for the best of their children, citizens, and students,
respectively.
Investing into human capital in the field of education has therefore
become a necessity, which revolves not only around school leaders,
but also around the school middle management. True leaders are the
ones who successfully lead by example. The latter is highly important
when it comes to the delegation of leadership tasks and responsibilities. It has yet to be determined to what extent the distributed forms
of leadership can contribute to school improvement, nonetheless, it
is suggested that the distributed type of leadership assists in building
and strengthening capacity within schools. As it also engages the
expertise of all within an educational institution and benefits from it,
this kind of leadership can help create a community working for the
common good.
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A sense of community matters, because people tend to be more
engaged within it and increased engagement brings upon better
performance, results, and productivity. It is the leaders who facilitate
interactions and in doing so create a sense of community. Leaders
are the architects of building relationships and creating the kind of
space in which these relationships thrive. It is therefore the responsibility of leaders in education to create and nurture quality education
environment, in which the very best outcomes for the students will be
realised.
When it comes to discussing the future of teaching and learning, we
must keep in mind that teachers as well as school leaders face a very
demanding and responsible task of preparing students for the future,
which might seem uncertain in more than one aspect. Nevertheless,
no matter how ambivalent the future can seem from the perspective
of adults who have already integrated themselves into the working
society, it is our professional as well as moral responsibility to equip
students with the necessary knowledge, but just as importantly, with
the enthusiasm for their future career ventures.
This task is certainly one of the most difficult ones for teachers and
school leaders because similarly as the reforms have been effecting
learning environments, there have also been and will continue to be
ongoing changes in the work sphere, some which we might not even
be aware of. What we must remember in dealing with this significant
task, is that today's society strives to create competent people and
as their educators we must trust ourselves to empower students, the
future working force, with appropriate knowledge, skills, and values.
In doing so, we should rely on the principle of equity in education. It
has been said that equity is the process with the goal being equality.
The quality of teaching-learning interactions between educator and
students should be supported with the sufficient time, means, and
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positive learning environment, as only these fulfilled conditions will
result in a quality learning experience with the emphasis on equity.
As far as means are concerned, the mission to create equity-learning
environment would primarily revolve around creating the appropriate
Curriculum, as the latter is the foundation of knowledge that provides
support to all the participants in the educational process to help create fair and inclusive learning environment. Such Curriculum could
also enable to broach the potentially controversial social topics, such
as poverty and inequality, which we need to shed light on in order to
educate broad-minded leaders of tomorrow.
When we consider what various existing and future school reform
initiatives might achieve, we should above all strive for developing
the future human potential through effective school leadership, and
appropriately adapt the reforms to this vision. In order to achieve
this, schools must become learning communities, acknowledging the
importance of continuing education and adopting an initiative attitude
towards learning. In this way teaching, learning, and school leading
will wholeheartedly embrace the future. n

Barbara Novinec
ESHA president
barbaranovinec@siol.net
@barbara_novinec
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Educate
for a better future
not an improved
past
PROFESSOR GR AHAM DONALDSON – ESHA ARTICLE BASED ON LECTURE
TO AHDS INTERNATIONAL CONFERENCE, EDINBURGH, JANUARY 2019
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INTRODUCTION
The nature, scope and pace of changes in societies and economies
are creating cumulative pressures on politicians and professional educators that demand radical answers to a deceptively simple question.
‘What are schools for?’ Schools have never been more important in
helping to shape successful futures for their young people, yet how
best to proceed has never been less obvious (Donaldson 2014).

THE HARD QUESTIONS
•	How can we best agree and pursue ambitious purposes of
education that aim to equip all our young people for future lives in
a context of complexity and unpredictability?
•	How can schools respond quickly to successive and cumulative
pressures on the curriculum without overload?
•	Can we raise ‘standards’, including basic literacy, numeracy and
digital competence, without compromising broader educational
purposes?
•	What is the proper role of a school in addressing wellbeing and in
promoting the formation of values and ethical understanding?
•	How far can schools help to defeat the all-too-predictable destiny
for too many young people arising from deprivation, depressed
expectations and low aspirations?
•	Can we create space for engaging teaching and learning that
engenders joy in the challenge of learning?
•	The answers to these and many other ‘hard questions’ lie in
honest engagement with change. And that means not being afraid
to address the why, the what and the how of modern schooling.
WHY DO YOUNG PEOPLE GO TO SCHOOL?
The answer to ‘the why’ question has occupied the thoughts of
philosophers, psychologists and sociologists over many centuries.
This is not the place to rehearse the multiplicity of competing views
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on the purposes of education. However, in many countries, educational policy has increasingly been dominated by an instrumental
view of the school’s mission. The curriculum has moved from being
the ‘secret garden’ of educationalists to being increasingly subject to
political and economic pressures to respond to the beliefs and issues
of the moment.
From the 1960s, the need to raise education ‘standards’ has moved
more centre stage politically. In the period through to the early twenty-first century, the fundamental purposes of schooling received less
attention and almost came to be seen as a given. Education policy
centred on technical challenges associated with effectiveness and
improvement rather than deeper questions about purposes.

WHAT SHOULD YOUNG PEOPLE LEARN AT SCHOOL?
A focus on a country’s perceived economic needs has given primacy to
a core curriculum centred on language, science, mathematics and, to
a lesser extent, technology. The curriculum in many countries, therefore, has come to be defined in relation to the coverage of a defined
hierarchy of subjects, often with related specification of content.
More recently, however, the policy debate has centred on issues
associated with the nature of knowledge, the role of ‘twenty-first
century skills’, the development of individual character and the importance of citizenship. Biesta and Priestley (2014) detect a trend away
from specifying what children should learn towards what they might
become as a result of their learning.
The OECD’s 2030 project reflects this trend. It talks about the small
world of the curriculum and big world of learning and suggests that the
students who are best prepared for the future will be change agents.
‘They can have a positive impact on their surroundings, influence the
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future, understand others’ intentions, actions and feelings, and anticipate the short and long-term consequences of what they do.’
While the specific nature of a curriculum inevitably takes different
forms in response to varying cultural traditions and contexts, a number of important threads are emerging.
There appears to be an increasing importance given to:
•	connected, coherent and authentic knowledge
•	deeper conceptual understanding
•	strong basic skills
•	applied learning –critical thinking, creativity and problem solving
•	learning in collaboration and to collaborate
•	ethics and values
•	personal agency
The OECD 2030 Project talks about the concept of competency
implying the mobilisation of knowledge, skills, attitudes and values to
meet complex demands. Future-ready students will need both broad
and specialised knowledge.

HOW CAN WE MOVE FORWARD?
The story of the impact educational change is at best mixed. John
Hattie (2009) summed this up where he concluded that, “We have
in education a long history of innovation but it rarely touches but a
chosen few.” We are therefore faced with the paradox of the need
for radical and agile change against a background of increasingly
strident short-term pressures and limited examples of successful
change strategies to draw upon.
At least part of the reason for ineffectual reform lies in the piecemeal
nature of our past change strategies. Education is a complex and
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evolving ecosystem within which change to one part is interrelated
with consequential changes elsewhere; not least in contiguous economic, political and social ecosystems. If we are to help prepare our
young people for a successful future then we need greater clarity
of purpose allied to a more systematic and inclusive approach to
change.
Evidence from emerging experience and research suggests that we
need –
•	a set of strategic purposes for a curriculum that relates to the
present and future learning of all young people.
•	a curriculum and examination system that embodies those
purposes – we must teach and assess what matters.
•	a clear approach to problematic design issues, including breadth,
depth, progression and assessment.
•	a relevant curriculum, sustained and realised in practice through
more ownership and engagement in schools themselves.
•	a learning culture that builds the confidence and the individual and
collective capacity of the teaching profession
•	re-imagined leadership that understands how to build communities
of practice.
•	constructive accountability that encourages learning and
improving over delivery and implementation as the tests of
success.
We need a change strategy that binds these elements together and
reconciles strategic consistency, a commitment to both excellence
and equity, and a recognition that context matters. There are emerging
examples of attempts to adopt this thinking in a number of countries,
including both Wales and Scotland in the United Kingdom. It is important that we capture the learning from these important developments.
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Managing
Organisational
Change

BY FRED VERBOON
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EXECUTIVE SUMMARY
Our world is changing fast and many European education systems are
changing accordingly. The focus on educational innovation in general
and Social Innovation Education in particular, requires school leaders
to manage change effectively.
This report aims to provide the theoretical background and the practical know-how to transparently plan, implement and evaluate complex
change processes in schools.

Change is the only constant
— Heraclitus, Greek philosopher

The adoption of innovative educational practices does not occur naturally, but it takes time and is a result from hard work, trial and error.
It is important to recognise this fact and to develop written or visual
materials that are easy to understand and easy to use. In addition, it
is important to make sure the information reaches all school staff. A
broad spectrum of skills is needed to lead effective management of
innovation and change.
Multiple channels of communication should be used to spread the
new innovative pedagogical approach and to promote it. Never
expect that one report, one presentation, one telephone call or one
conference will be enough to accomplish it. Successful innovations
need to be carefully conceived and carried out and thereby human
contacts are essential.
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Before education leaders bring the innovation to the organisation,
they should examine their preconceived notions about the way that
things should be done. Wrong ideas and approaches that result from
them can negatively affect the innovation. In addition, education leaders have to be receptive to change themselves. They must be able to
evaluate new ideas objectively and see others not as they have been,
but as they might be.
The organisational change model will enable school leaders to plan
and manage the implementation of innovative educational models, so
that it can become part of their schools’ pedagogies. This article aims
to give insight into the following barriers to the successful implementation of educational innovation:
1 Inspiration: the ability to inspire
2 Vision and strategy: ability to create a common understanding
of the schools’ identity
3 Leadership: the ability to lead changes
4 Community involvement: the ability to include the community
5 Resistance to change: the ability to accept change and facilitate
change acceptance
6 Resources: the ability to allocate sufficient resources.

If a school succeeds in
implementing processes for
continuous improvement and
change, it is often referred to as a
learning organization
16
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Introducing sustainable change at schools
Working towards a learning organisation

1. Inspiration

4. Community
& parents

2. V ision and
Strategy

5. Resistance
2 change

3. Leadership

6. Resources

Implementation of
Social Innovation
Education

Measure progress
and set new goals
Figure 1 – The organisational change model for schools

The organisational change model consists of two main areas. The
first area (in red) includes all necessary steps to successfully work
towards the concept of a learning organisation in schools. The model
starts with the Inspiration phase. This phase is essential for all change
projects in schools because it will enable school leaders to create
a common goal driven by inspiration. The second step, Vision and
Strategy, will ensure that the innovation is formally identified as goal
for and by the whole school. The assumption is that all innovations
should contribute to the long-term success of the school.
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The next four steps regarding Leadership, Community and parental
involvement, Resistance to change and Resources are the enablers.
These steps will increase the probability that innovations will be
implemented successfully. The four enablers can be improved over
time, whereas Vision and Strategy is often regarded as a step that
needs to be clear and supported by all staff members before the
implementation of the innovation.

Imagination is more important
than knowledge
— A. Einstein

This report focuses on the defined steps in the first phase of the model.
The successful implementation of the steps in the first phase results
in a school that can be characterized as a true learning organisation
that allows all staff members to contribute equally to the innovation
path: the implementation of Social Innovation Education.
The overall purpose of the model is that the innovative pedagogic
approach, in this case Social Innovation Education, becomes part of
the school’s identity and vision and is supported by all staff members. A well-executed inspiration step will ensure that staff members
are more likely to contribute to the new or adjusted strategy. School
leaders can address the 4 enablers over time, but these are essential steps to overcome the barriers for innovation and achieve the
successful implementation of Social Innovation Education at their
schools.
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STEP 1: INSPIRATION
Rethinking how schools work
According to Carneiro (2014) there is a focused movement to reinvent the traditional classroom paradigm – a trend that is largely being
driven by the influence of innovative learning approaches. Methods
such as project based and inquiry learning call for a change in school
structures that enable students to move from one learning activity to
another more organically, removing the limitations of the traditional
timetable.
This trend is largely a response to the overly structured nature of
a typical school day. Traditionally, bells have signified the beginning
and end of each day and each class, rushing students from one
class to the next. In many ways, the bell symbolizes the separation of
subjects. In the past few years, many teachers have made progress
toward interdisciplinary learning, allowing students to see how ideas are connected. They point to collaboration, critical thinking, and
knowledge retention as three positive outcomes for students.
Shift from students as consumers to creators
A shift is taking place in schools all over the world as students are
exploring subject matter through the act of creation rather than the
consumption of content. The NEMESIS project members recognise
the importance to equip students with the competencies necessary
to become the social change makers of tomorrow.
The project partners of the NEMESIS project firmly believe that the
focus on these competencies will lead to deeply engaging learning
experiences in which students become the authorities on subjects
through investigation, storytelling, and production.
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Innovation alone is not enough. What matters most is its impact in
society. NEMESIS is about stimulating students to become critical thinkers, to be socially aware and innovative. Social innovation
is about finding creative solutions to community and sustainability
challenges. NEMESIS promotes a project based learning approach,
boosted by the involvement of actual social innovators who can share
their own experiences.
Inspiration and establishment of the need for change
In some western European countries, teachers and school heads
jointly decide on their pedagogic choices. In a few countries, the
teachers have the final say in this matter. For both the innovative
schools and the more traditional schools, the proposed step of
‘Inspiration’ and establishing the need for change is a vital part of an
implementation plan. In innovative schools there is a need to inspire
all involved persons because the NEMESIS initiative may be one of
several innovations that a school has implemented in recent years.
Therefore, all parties involved, need to be convinced about the value
of Social Innovation Education to their school.
In traditional schools the emphasis could be put on the urgency to
change. These schools (the vast majority of schools in Europe) have
less experience with innovative projects.
A purpose to believe in
Innovation is not an isolated event; it is a movement. While a single
person is trying something new, that person might be considered an
innovator, but often this practice does not spread throughout an entire
school. However, if people rally around that idea, sharing their failures
and successes, this is what we could call the start of a movement.
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The inspiration phase gives teachers a purpose to believe in: “I will
change if I believe I should” The first, and most important, condition
for change is identifying a purpose to believe in. School leaders must
inspire the school staff with the relevance of social innovation in terms
of pedagogic value and importance to students.
It is highly advised to take time for the inspiration phase. Although
school leaders can focus on a particular innovation, the inspiration phase will be successful if the school staff believe that social
innovation is a logical and almost self-chosen innovation path. The
inspiration phase may take up to 6 or even 12 months, depending on
the buy-in from the school staff.
An interesting model that school leaders can use to plan their activities in this phase is the AIDA model (Strong, 1925). The model is often
used in marketing psychology approaches and consists of 4 steps.

Attention
Interest
Desire
Action

Figure 2: The AIDA model
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A (Attention)
First, the attention of the school staff must be drawn. Sometimes the
first step is also called awareness. Awareness can be achieved by
means of sharing news clips that address the need for social innovation. A school leader may send several messages, good practices,
research reports, testimonials etc. during a period of 2 months before
going to the next phase. Preferably, the information is sent by more
than just one person to ensure that the urgency is not perceived by
only one person.
I (Interest)
During or directly after the Attention phase, the initiator may choose
to establish a working group that consists of multiple informal school
leaders (influential teachers, group leads) that will look into the
urgency and propose an action plan to successfully introduce social
innovation pedagogies at school.
Interest is the second step in the model. The aim is to draw the
school staff to the positive aspects of the pedagogic approach. Good
practices from other schools and testimonials from teachers will enable the working group to focus on the promise of Social Innovation
Education.
D (Desire)
Desire or preference is the third step. In this step, the interest is converted into a desire or preference for Social Innovation Education.
School visits to locations that have implemented Social Innovation
Education or attendance to social innovation conferences will
increase the desire to actually implement Social Innovation Education
at the school.
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A (Action)
Action is the final phase of the AIDA model. The purpose of this phase
is to persuade all school staff that Social Innovation Education will be
beneficial for both the teachers and the students. All teachers should
have the opportunity to take action to learn about the new pedagogic
approach.

STEP 2: VISION AND STRATEGY
Almost every European country is innovating its education system.
The rise of the internet has led to an increasing awareness that
teachers are no longer the sole source of information. Children are
increasingly searching the internet for information, using social networks for communication and games for learning purposes. How do
educators react?
Nowadays, school leaders can choose between a large number of
interesting innovation projects, varying from 21st century skills, flipping classrooms, Khan Academy to social innovation. Whilst these
initiatives are presented as worthwhile and valuable, from the perspective of schools, implementing these initiatives is not something
that is easily done. Research shows that well designed and constructed innovation projects succeed in some schools but fail in others
(Carneiro, 2014).
Before schools can embark on innovative practices they need a clear
vision and leadership. More specifically school leaders need to create
a shared vision for how social education best can meet the needs of
all learners and to develop a plan that translates the vision into action.
This vision and planning processes should be based on holistic view
of the current innovation status of the school.
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Is your school ready to innovate?
The main reason for innovating education is to improve education.
Therefore, innovation of education is only useful if these innovations
focus on class room practices and improve the learning experience
of learners. Teachers and learners should therefore be at the centre
of successful innovations. Their commitment is essential for the success of every innovation project.
How is this issue addressed successfully? According to Verboon
(2018), there is correlation between the success of innovation projects and the identity of the schools. He concluded that a well-defined
identity and a mutually agreed long-term strategy is conditional to the
success of innovation projects. In cases where the proposed innovation supports the long-term strategy of the school, the school staff
are more likely to actively support the proposed innovation program.
When innovations and long-term strategies are aligned, teachers are
more likely to perceive the innovation project as beneficial to both the
students and the teachers.
In schools that do not have a well-defined identity and long-term
strategy, the probability increases that innovations are perceived by
the teachers as disruptive to the daily practices. It seems valid to conclude that, from a school perspective, innovative projects should be
aligned with the identity and strategy of a school. A well-defined identity and long-term strategy is also communicated to all staff members
within the school as well as communicated outside the school.
Identity
In the corporate world, there are many well defined identities. Take
KLM for example. The Royal Dutch Airlines has one word that
described why customers should fly with KLM: reliable. KLM strives
to be the most reliable airline in the world. If you fly KLM, you will
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arrive in time and there are no double bookings. As a result, most of
the KLM employees are committed to being on time.
Schools can and should identify themselves. An example of a school
with a strong identity is the Lyceum Kralingen in Rotterdam, The
Netherlands. The website of this rather small secondary school is
located at: https://www.lyceumkralingen.nl/. Even though this site is
entirely in Dutch, only by browsing their site one will have an idea of
the school’s identity. Their central theme is “World Citizenship”. The
school educates their students to become successful world citizens,
with the emphasis on cultures and languages.
Many successful innovative schools have clearly defined their identity
and have drafted long-term strategy plans accordingly. By including
teachers, governors and community members in the strategic decision making, their commitment to the strategic objective are likely to
increases significantly.
Long-term plans and yearly development discussions
It is strongly advised to incorporate the long-term objectives in the
yearly development discussions of teachers. Yearly development discussions are often referred to as annual review discussions. Given a
certain amount of freedom, each individual development discussion
should contribute to the long-term success of the school. This way,
teachers may feel that they are contributing to the long-term success
of the school and innovations and that their innovation efforts are
valued by school leaders and colleagues.
How do innovations fit in? A well-defined strategic plan includes
the long-term objectives that the school would like to achieve. If
an innovation supports the long-term objectives of the strategic
plan, it contributes to the long-term success of the school and the
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staff members will most likely regard the innovation as a means to
achieving the long-term objectives. Without a strategic direction and
long-term plan, innovations are likely to be perceived as “ad hoc” or
“just another plan of the management”.
How is your school’s identity perceived?
When dealing with identities, strategy consultants usually differentiate between formal and perceived identities. The formal identity is
the description of the school that the school staff have decided upon.
The perceived identity is how the school is seen by those who were
not involved in the definition of the formal identity, such as external
stakeholders, parents and teachers.
The difference between the formal and the perceived identity can be
found by asking the same questions to different stakeholders.
Question: What kind of school are we?
Stakeholders:
•	Group 1: Teachers, informal school leaders (influential teachers or
other staff members)
•	Group 2: Formal school leaders (school heads, policy makers, etc.)
This exercise will most likely give all stakeholders valuable information about the effectiveness of the communication of the school’s
management. Substantial differences between the two groups may
indicate a lack of attention or even a substantial difference of insight
between the two groups.

Why do innovation projects fail?
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STEP 3: LEADERSHIP
Leadership is the essential ingredient that binds all of the separate
parts of a school together. Learning leadership provides direction
for learning, takes responsibility for putting learning at the centre of
the school’s mission, and translates vision into strategy so that the
organisation’s actions are consistent with its vision, goals and values.
The German sociologist Max Weber was the first who explores how
social authority works (Szelenyi, 2016). He identified three main types
of authority, each of which is associated with a distinctive form of
‘domination’:
•	Charismatic authority is vested in individual leaders who gain
allegiance through force of personality.
•	Traditional authority is derived from long-standing traditions and
customs that are maintained from generation to generation.
•	Legal authority is based on the development and implementation
of rational structures and processes to control social relations, and
these are given legitimacy through legal structures.
Historically, societies move towards this latter mode of domination
and authority, and as a result, the social world becomes increasingly
dominated by bureaucratic organisations. The upside of this historical tendency towards rationalisation and bureaucratic organisation
is liberation for humans from the tyranny of irrational customs and
despotic controls. The downside is an increasing dehumanisation of
individuals, as they become ‘cogs in the machine’.
According to Duif, Harrison, Van Dartel & Sinyolo (2013), the vision
on leadership has changed in recent years. In the 19 th and beginning
of the 20 th century leadership was considered as “follow the leader”.
Organisations were organised in a pyramid form: the leader was on
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the top, everyone else knew their place and fulfilled their entrusted
tasks, and individual entrepreneurship was not expected. In this way,
the development of the whole organisation relied on the time, competencies and vision of one person. This is not a big problem in a static
environment, however it is becoming problematic when the context
in which an organisation works, changes rapidly and in unforeseen
ways. According to Duif et al. (2013), this has taken place in the last
decade, because of the globalisation, the open information society,
internet, social media, the rapid growth of technological possibilities
and high standard professional staff. This changed society asks for a
different vision on leadership.
Duif et al. (2013) argue that during the last 15 years, two new visions
on leadership have been developed; distributed leadership and system leadership. System leaders are those who are willing to shoulder
system-wide roles in order to support the improvement of other
schools as well as their own. Distributed leadership deals with sharing responsibilities within the own organisation. This report focuses
on introducing innovation within the context of one school and its
focus therefore is on distributed leadership.
Under distributed leadership, everyone is responsible and accountable for leadership within his or her area. Good ideas come from
throughout the organisation, and many people will cooperate in creating change. Distributed leadership is an environment where everyone
feels free to develop, initiate and share new ideas. Distributed leadership therefore supports the creation of a learning organisation that is
described in the chapter on Learning Community in this report.
Distributed leadership techniques will enable school leaders to agree
upon and implement a shared identity and strategy for the whole
school. Once the identity and the strategy have been agreed upon,
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all staff members are more likely to conform to and comply with the
established identity and the agreed norms and rules.
However, norm and rule compliance is applied more rigorously in
‘public’ situations. In informal situation, rules are subject to negotiation. Take teacher-student interaction, for example. In most schools,
the rules of engagement between students and teachers are bounded
by formal procedures and protocols; for example students are often
expected to speak to teachers using a formal type of address.
Outside the public space, however, for example on a school trip,
these formal boundaries are often relaxed. This relaxation of norms
and rules in certain situations is seen as healthy. Indeed, Weber
argued that rule-breaking is essential to help organisations change.
One measure of an effective, innovative learning organisation is the
extent to which it balances rule compliance with rule negotiation and
with rule breaking.
How to involve staff members?

Normalisation is about how schools ensure their members comply
with the school’s vision, norms and rules. Normalisation is both good
and bad. On the one hand, without rules there is chaos. On the other,
without rule-breaking, there is stagnation. The trick is to find a balance between stability and innovation.
There are numerous theories on how compliance works. The theories
vary from the sociologic perspective of Max Weber, who is considered to be one of the founders of modern sociology to the systems
psychodynamic approach from Emery and Trist that explores how
organisations act as ‘defences against anxiety’ (Kets de Vries et al.
2013). They provide protection for their members in exchange for
conformity.
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In line with the conclusions of Duif et al. (2013) and the lessons that
can be learnt from modern organisational change methodologies,
this report advises to implement a leadership style which enables the
creation of a ‘Learning Community’ which is further described in the
next chapter.
In accordance with Kotter’s (1996) Eight Step Model for Change, the
following actions will most likely increase the involvement of staff
members:
• Create a sense of urgency and inspire those involved with good
examples, so that people experience that the result is possible
•	Establish and empower a change team of informal school leaders
that are perceptive to the vision and who are not risk averse. Ask
the team to research the good practices and let them conclude
how the learnings could be applied at your school.
•	Communicate the vision. Ask the team to present the outcome
to all staff members. Include colleagues of the good practice
schools. Continue to communicate good practices, offer staff
members to contribute to the communication.
•	Make sure that all staff members are encouraged to experiment.
Make sure that failures are treated as valuable learning moments
and all learnings are shared.
•	Celebrate positive outcomes from the experiments, ensure to
recognize those who take the lead
• Listen to all staff members that are involved.
•	Understand that the implementation of a change can take years,
depending on the type of change and what needs to be achieved.
Do not give up quickly and investigate when bottlenecks arise,
why they arise and how to deal with them.
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Establishing and empowering a change team
In most schools, innovations start small. An informal change team
of informal school leaders or innovative teachers lead the way and
enthuse their colleagues during the implementation. During the
project phases, teachers often look for additional change agents to
further implement the project in other subjects as well. The school
leader’s role is to find the first few change agents and facilitate their
work. This support could include an appropriate time compensation
scheme. The development of a critical mass of change agents, to
take the school to the next level, is of major importance at this phase.
School heads have a vital role in establishing a learning culture and
promoting and facilitating organisational learning. They are responsible for shaping the work and administrative structures to facilitate
professional dialogue, collaboration and knowledge exchange, all of
which are crucial for promoting organisational learning in schools.
They have to create a safe and trusting environment in which people
can change their behaviour, take initiative, experiment and understand
that it is expected that they challenge the status quo. This means
that school heads too need to develop the capacity to challenge their
own habits and current ways of thinking and operating. In NEMESIS
schools, staff are encouraged to participate in decision making.
Distributed leadership develops, grows and is sustained through
collaboration, team work, and participation in professional learning
communities and networks.
Building teacher and leader capacity is vital to successful transformation. A successful change strategy requires professional development,
feedback and support for teachers along with a well-researched
monitoring and evaluation system. Organisational capacity, strategic
planning and quality assurance are crucial parameters during the
transformation journey.
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Establishing a culture of inquiry, exploration and innovation
Establishing a culture of inquiry, exploration and innovation is one of
the key dimensions of the NEMESIS schooling concept, linked to the
opportunities for staff to innovate, take risks and experiment in a spirit
of inquiry and open mindedness that leads to better learning.
Establishing a culture of trust and professionalism
It is important to establish a culture of trust and professionalism as
a condition that supports learning in the of a school that implements
Social Innovation Education. The shift in culture is critical to making
sure teachers feel supported and empowered to take on new roles,
and to ensure that daily work and interactions are aligned to the
NEMESIS implementation plan and vision. Trust empowers individuals
to be their best selves and creates a sense of shared accountability
between the school staff. Shared accountability can encourage greater feelings of trust among teachers and between teachers and school
heads. In this new paradigm, teachers also often take on responsibilities many principals save for themselves, such as hiring staff, creating
school schedules and developing partnerships with Social Innovation
Practitioners. In a culture of trust and professionalism, school heads
value their teachers’ vast experiences and wealth of knowledge and
want them to be active participants in the construction and tailoring
of professional development.

STEP 4: COMMUNITY INVOLVEMENT
According to Polliani (2014), national and European political institutions and civil society are asking for a more active role of the school
in a changing world. The introduction of an information society and
the globalisation of our economies imply that young people need to
be more prepared and better equipped to face the challenges of the
future.
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Nowadays, the school is called upon not only to teach but also to
teach how to learn. It means to educate and train young people for
the challenges, helping them to look for all the keys to understanding
the socio-economic reality. The required changes cannot be a simple change of external appearance but a real and profound change
inside the school, designed to positively influence education of young
people in a meaningful way. The innovation should be based upon the
needs of local growth, which, in a context of globalization, requires a
more pressing link with the world around us on a local and regional
level.
This increased involvement with the real world can substantially
improve the ‘real world dimension’ asked today of education, but this
increased involvement having a strong social dimension means that
inclusion as well as growth challenges can be addressed.
Systems orientation
According to Cullen (2013) Systems Orientation means keeping a
focus on the context and the external environment in which an organisation is operating and attending to the boundaries in place between
different systems. It is about maintaining balance between different
environments.
The everyday struggle of organisational life can easily seduce us
into forgetting that we and they are part of and dependent upon a
much broader interconnected system. Systems orientation places
the schools within this broader context, seeing it as part of a map or
many different maps and recognising that journeys and explorations
are essential to fulfilling its purpose, to its survival and progression.

33

ESHA MAGA ZINE

APRIL 2019

MANAGING ORG ANISATIONAL CHANGE

What does this mean in practice?
It means getting out there and collaborating and learning from other
organisations. It means recognising that beyond the school there are
a whole set of people with an interest in education and that understanding their needs and views are essential for improving the youth’s
perception of the community.
According to Cullen (2013) it is essential that schools work together
with stakeholders from its community, such as local organisations.
It will raise students’ motivation: their education is connected to real
needs from the community and can draw upon local expertise and
experience.
Establishing meaningful contacts with the outside world
The lessons that can be derived from Cullen (2013) is that all contacts
between the students and the stakeholders outside the school should
be monitored by the responsible teachers to ensure that the pedagogical aspects are leading. Furthermore, all teaching outside the
classroom should offer a valuable educational experience aimed at
developing the competencies that learners need to develop in order
to become successful citizens of our changing society.
The following examples are meant to give an overview of steps that
a school could undertake with the objective of establishing lasting
relations with external actors:
•	E xpert talks from social entrepreneurs. Social entrepreneurs
usually are great guest speaker. The can inspire students with their
successes, and more importantly all, with their failures and what
they have learned from them.
• Project assignments from local organisations. Local organisations
will be asked to define a challenge that both serve the needs of the
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local organisation and the needs of the students. Projects usually
have a strong focus on the development of learners’ competencies.
The teachers should monitor the communication and ensure that
the projects are in line with the learning objectives of the students.
Reports form innovative schools indicate that students perceive
open ended real life projects both relevant and challenging. The key
competencies that are addressed are: working as a team, problem
solving, entrepreneurial behaviour and presentation skills. Working
on social innovation projects also contributes to the students sense
of belonging to the society.
•	Social innovation assignments in which the municipality can play
a role. These open ended projects usually have no constrains and
are less documented than project assignments that are led by local
organisations. Students learn to describe the problem, come up
with alternative solutions, engage external organisations and work
on the actual problem. The teachers usually guide the group work
and promote creativity among the group members. Good practices
on social innovations can be found on the NEMESIS project website: http://NEMESIS-edu.eu/resources/ and the Social Innovation
Open Learning Platform of the NEMESIS project: https://NEMESIS.
odl.org/. Both resources offer teachers and school leaders tools
to transform their schools into connected learning communities of
future social innovators.
	In order to effectively manage and facilitate the contact with external stakeholders, the following actions should be considered from
the school leaders perspective.
•	Assign a person that manages the contacts with the external partners. A central contact person will be able to avoid potential issues,
such as: several teachers trying to contact the same external partner or the external partner not knowing who their contact person is.
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This person should ideally be a member of the school management.
•	Engage the local entrepreneurs association and Social Innovation
Practitioners. Most of these associations have social responsibility
chapters and are willing to work together with schools
•	Engage local and regional policy makers. Know what the main
issues are in the region and position the students as an interesting
source for creative solutions.
•	Organise annual meetings with the external stakeholders and
involve them in the strategy of the school.
•	Make sure that the expectations of external stakeholders, teachers
and students are clear.

STEP 5: RESISTANCE TO CHANGE
When people get together in a group, they can act outside their ‘normal’ patterns of behaviour. This phenomenon is often referred to as
groupishness. They may be influenced by the group and start to act in
ways that are completely unfamiliar, that can even shock them. It’s as
if a group takes on properties of its own, allowing unconscious forces
to influence it.
When Bion (2004) studied group behaviours in the late 1940s, he
noticed that groups often operate at two levels at once. (Bion watching
a group which then splits off to exhibit all different behaviours). First,
they are ‘on task’ (called ‘work-group mentality mode) – functioning
well, managing tensions and paying attention to the job in hand.
Second, groups can be taken over by strong emotions and collectively
act out anxieties about their work which makes it hard for them to
complete tasks. They work in ’basic assumption mentality’ mode.
So groups can behave in many different ways. Other people have
built on Bion’s work and these days it is generally recognised there
are five categories of groupishness.
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In one type, individual members become dependent on a single
person, who they think knows all the answers to lead the group. In
another, hopeful expectation develops that a powerful pair will save
the group from itself (and do all the work). A different kind of group
might also avoid work altogether by plotting and arguing or chatting,
or developing an ‘us and them’ mentality. Individuals in a group might
even act as if they are all the same and not share expertise, they want
to lose themselves in the group mentality. And in stark contrast, they
may forget they are in a group at all, become quite selfish and work
totally on their own, protecting their boundaries.
According to Cullen and Carneiro (2013), the key problem in innovation
programs is resistance to change – or ‘stuckness’ – defined as ‘a person,
a family, or a wider social system enmeshed in a problem in persistent
and repetitive ways, despite desire and effort to alter the situation’.
Understanding emotional intelligence and therefore reducing resistance to change is often referred to as the most important aspect of
modern change management methodologies. In modern literature, it
is common to differentiate between personal and organisational emotional intelligence.
Cullen (2013) and Carneiro (2015) view personal emotional intelligence
as a holistic way of looking at, and engaging with the world. It regards
emotional intelligence as a continuous process of self-awareness and
self-development. Nevertheless, it is helpful to structure emotional
intelligence into a set of specific elements or ‘competence areas’.
These competence areas overlap with and complement each other,
and no one particular competence area is seen as more important
than any other area.
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Cullen (2013) and Carneiro (2015) differentiate four of these competence areas:
• Intrapersonal competencies – these help an individual to assess
their emotional intelligence and include Emotional self-awareness,
Self-confidence and Good-enoughness
•	Interpersonal competencies – these help an individual to apply
their intra-personal competencies to develop a positive relationship with the external world and with other people and include
Empathy, Social responsibility and Relationship-handling
•	Adaptability – these help an individual to respond effectively to
changing situations and include Resilience, Initiative and Belief
and Assertiveness
•	Affective competencies – these help an individual assess their
mood and how they manage their mood in relation to behaviours
and relationships and include Anxiety management, Stress management, Optimism and Happiness
Traditionally, resistance to change is conceptualised as a negative
phenomenon, harmful to the organisation; something to be overcome (Beckhard and Pritchard, 1992) According to Oreg (2006) and
Michelman (2007), resistance can be perceived more positively, as
a valuable form of feedback that may improve change or prevent
damaging changes from being introduced. Within the emotional intelligence and leadership literatures (Suchy, 2004; Dann, 2008; Lowitt,
2013) the concept of constructive discontent emerges, as a form of
constructive challenge that leaders need. It is argued that resistance
to change can be a form of constructive discontent (Macmillan, 2018)
and should be engaged positively in order to reap the potential benefits it may deliver to the change and thereby to the organisation.
Indeed Macmillan (2018) argues that an organisation should be wary if
they receive no resistance to proposed changes as this may be a form
of destructive content (Dann, 2008), a climate of silence (Dmytriyev
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et al., 2016) or compliance that is not necessarily beneficial to the
organisation. Macmillan (2018) proposes that such compliance may
occur when people are afraid to resist or believe that speaking out
may make no difference and the organisation may then lose the
potential benefits that their resistance may bring. Macmillan (2018)
also suggests that such compliance may be a form of groupthink
(Janis, 1971) that can lead an organisation into dangerous waters. It is
therefore proposed that resistance to change be positively engaged
with in order to gain the benefits it may deliver and where it is lacking,
resistance be encouraged to mitigate against the potential damaging
consequences of destructive content (Dann, 2008; Dmytriyev et al.,
2016).
Leading a school team which mainly consists of highly educated
people requires insight into both the personal emotional intelligence
(why do people act and react the way that they do) and the organisational emotional intelligence (how can I create an effective learning
organisation).
Mintzberg (1978) describes types of organisations based on organisational structures. He also describes the characteristics of these
organisations and indicates that it is important to take these into
account if you decide about the organisational change approach. One
of the organisations Mintzberg describes is a professional organisation
(or a professional bureaucracy). This is a decentralised organisation
where knowledge (and therefore power) lies with the executive core
that consists of highly educated people. These professionals have a
great deal of freedom to shape their work themselves. An example of
a professional organisation is a school
This chapter will further focus on the organisational aspects because
these aspects can be influenced by the school leader. In appendix 2,
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an overview is enclosed of the most important characteristics of personal emotional intelligence.
Organisational intelligence
Insight into the most important characteristics of organisational emotional intelligence helps a school to explore whether and in what ways
there are deeply-rooted structures and behaviour patterns within the
organisation that are preventing it from changing and growing. It also
helps assess the school’s capacity for change and innovation. In their
work for the European Iguana project, Carneiro (2015) and Cullen
(2013) distinguish 6 areas that define the organisational innovation
capacity. The desired outcome, an organisation culture that allows
their staff members to experiment, where failure is treated as learning
moments and where staff members are active learners is referred
to as*- a Holding Environment. This report is based upon the same
principles as the work of Carneiro (2015) and Cullen (2013). However,
we refer to a ‘learning organisation’.
The 6 areas defined by Carneiro (2015) and Cullen (2013) are:
•	Groupishness (described at the start of this chapter)
• Normalisation (described in the Leadership chapter)
•	Evaluation (described in the Evaluation chapter)
•	S ystems orientation (described in the Community involvement
chapter)
•	Learning organisation
•	Organisational well-being
Organisational well-being
When you enter an organisation, it is quite possible, after some orientation to it, to be able to “take its temperature” in terms of how people
in the organisation behave, especially when they are working in teams.
When people are working in an organisation where there is a lot of
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change to cope with, often the things they do become more extreme
and they can avoid the tasks that they are there to do, or they put all
their efforts into certain aspects of their work. Sometimes they develop routines which help to distract them from feeling uncomfortable
and anxious, but these can also stop learning and inhibit change. For
example, teachers sometimes unconsciously mirror the dysfunctional
behaviour of their disruptive students in order to sabotage planned
change.
Here are some of the ways that organisations continue the cycle of
stuckness:
•	People are withdrawn, work alone, and stick to the rules. They feel
reluctant to go forward and take the first steps. They are stuck
before they even begin.
•	Individuals are overly in touch with their feelings; small issues get
out of hand. Problems don’t get solved.
•	Blame and resentment simmer just below the surface. People
overthink everything and hold lots of meetings without making
decisions.
•	In this place people get stuck in making choices; they are hyperaware of risks and thought, intention and action don’t seem to be
connected.
• The focus is on the task they have to get on with at the expense
of any other aspects of the organisation. They do lots of efficient
things but somehow miss the point.

STEP 6: RESOURCES
Professional development should be seen as a continuing, integrated part of teachers’ instructional careers. Current practiced
development requires careful planning, job-embedded and hands-on
activities directly linked to the curriculum, plenty of follow-up, builtin evaluation using several assessment techniques, adequate time,
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sustained funding, and the willingness of educators to take on new
and expanded roles. School heads and teachers have to invest time
and resources to create a successful implementation and professional development.
This chapter details the resources that are necessary to successfully
implement innovation programs. One might argue that this chapter
is the least academic chapter of this report. However, the content is
pivotal to the success of innovation programs.
The role of the school leader is to enable change and act as a facilitator.
The most well-known resources that are required when implementing
innovations are:
•	Time. Most teachers feel overburdened with their tasks. In some
countries, the administrative work load is considered a major hurdle
to the implementation of innovation projects. The school leaders
should at least discuss this issue and try to find ways to compensate
the additional work that is required from teachers. It is important to
communicate that in the long run, most innovations will reduce the
workload and will result in a more interesting job for those who are
involved. This kind of reassurance (backed by credible information
sources) is crucial to most staff members.
• Availability of and access to an expert. An expert is a person that
has the knowledge and the experience to help teachers. Sometimes
their help is needed to learn from other teachers, in other cases their
assistance is needed from an interpersonal nature. To motivate and
comfort teachers that are experimenting with different pedagogical
approaches.
•	Information resources. Teachers need access to credible information sources. This may be dedicated learning portals, or other
schools that have implemented the same innovative programs. It is
the school leader’s tasks to ensure that each teacher has access to
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sufficient and high quality information.
• Formal training. Formal training increases the knowledge of a
certain topic. However, the psychological aspect of training is that
persons who have attended a formal training have invested time
are therefore more likely to persist in their endeavour to implement
innovative programs. The deeper meaning is that once a person
has invested efforts in a certain solution, it is likely to persist in their
endeavours.
•	L essons examples. Creating lessons can be a time consuming
activity. The availability of high quality lessons examples will be
essential for the successful implementation of innovation projects.

“My staff members tell me that
they do not have time to work on
new pedagogical approaches. Do
they fear changes, or is it a matter
of priorities?”
EVALUATION
Many organisations fear evaluation. They think it’s all about measuring success and about punishing them for failing to meet their targets.
This is particularly the case for schools which, in many countries,
face the constant anxiety of being evaluated by government inspectors. The worry that inspectors may arrive with little prior warning
and downgrade their school’s status from ‘outstanding’ to ‘good’ – or
worse – is a constant nightmare for staff and students. In this context,
evaluation is often seen in a negative way, as one of the factors that
drive organisational performance anxiety (Cullen, 2013).
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When evaluations are used to help organisations to learn how to do
things better, evaluation is a very powerful tool to support change and
innovation. To help organisations learn, evaluation needs to be used
not just as a retrospective tool to assess performance, for example
at the end of a school year (formative valuation). Rather, it needs to
be embedded within the organisational process to support a cycle of
continuous improvement. This means that evaluation can and should
be used to help schools design and develop their change planning
(‘ex-ante’ evaluation). It also means that evaluation can and should be
applied to monitor and assess progress as the school moves forward
to implement its plan for change (‘formative’ evaluation). In this sense,
evaluation has an important role to play in helping schools calculate
how far they have travelled on their ‘change journey’.
Essentially, the role of evaluation in organisations is not to drive perfection but to understand what is relevant, what can be controlled
and what can’t, what is good enough and above all what can be
applied from learned experience to help the organisation change for
the better.
Why do evaluation?
Evaluation is important for a number of reasons. It helps schools to
plan for change. It helps them choose benchmarks against which they
can assess how far they are progressing with their plan. It supports
accountability within the organisation. It helps schools to learn from
what they achieve and from what doesn’t go according to plan.
The main reasons – or purposes – for doing evaluation:
•	a developmental purpose – to help the school develop a plan for
innovation and change (ex-ante evaluation)
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• an operational purpose – to help the school keep track of how it is
progressing in relation to its current strategies and plans (on-going
or ‘formative’ evaluation)
•	a summative purpose – to help the school measure what it has
achieved (ex-post evaluation)
The evaluation component of the organisational change model is critical to supporting innovation and change. Embedding evaluation in a
school innovation programme will generate iterative feedback loops
to enable learning from past experiences. Evaluation will also enable
the school to become a true ‘learning organisation’. n
The full report on Managing Organisational Change can be read on
this page https://www.esha.org/leadership-2/
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THE PROJECT
NEMESIS is a project to create and test an educational model to bring
social innovation philosophy to primary and secondary students. For
three years, thirteen members from seven EU countries will work
together to develop a model that embeds the competences and philosophy of social innovation into schools.
How to do so? By creating materials, resources and networks to help
educators add social innovation principles to their teaching practice.
Our approach is fundamentally practical: the project includes education and social innovation experts but also social entrepreneurs
and schools who will carry out a first pilot between September 2018
and June 2019. A second pilot – which more schools are expected to
join– will be carried out from September 2019.
NEMESIS will also act as a liaison between schools and social innovators, fostering an European community of social entrepreneurs
willing to engage with students. An online learning platform will be
developed to facilitate that connection, but also to share resources
and materials developed during the project.
n a more theoretical arena, we are developing a pedagogical framework for our social innovation education model. A model that will
be based on co-creation labs, a methodology inspired by the open
technology philosophy that brings together students, teachers, parents and social innovators co-create educational projects linked to
real sustainability and community challenges. The project will also
address the organisational barriers teachers and school heads may
encounter when adopting innovative educational models.
NEMESIS stands for “Novel Educational Model Enabling Social
Innovation Skills”. It is also the name of a Greek goddess of distributive justice.
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THE NEMESIS PHILOSOPHY
If you want to change the future, empower the students so they’ll be
able to effect change. Help them develop the skills and competences
that will allow them to achieve their vision. Hence our project motto:
bringing together education and social innovation to empower the
changemakers of tomorrow.
Contrary to the current fashion, we don’t focus on universities but on
primary and secondary education (ages 6-18). Because, paraphrasing Donna Haraway, to imagine change one must feel that change is
possible, and school is where everything begins.
Our approach is different from entrepreneurship education, which
is mainly focused on (self)employability. Instead, we emphasize the
collective ability to identify and tackle social problems, fostering
competences such as empathy and social resilience. Actually, we
label what we do as ‘social innovation education’, and define it as a
“collaborative and collective learning process for the empowerment
and socio-political activation of students – to drive social change no
matter their professional careers”.
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The type of projects being developed by participating schools
range from an integral project to improve the schoolyard (including
an ecological brigade, a community garden and a playground area
with recycled materials), to a second-hand market in a deprived
area; from an application allowing blind people to access info about
city monuments, to renovating a community house for children with
social and behavioural difficulties. Such a variety demonstrate the
wide perspectives of social innovation and their accomodation in
education.
All these projects emerged in shared and open discussion between
teachers, students, parents, social innovation practitioners, and
other members of the community – including, in some cases, members of the municipality. The diversity of the projects developed is
self-evident in the type of social innovation practitioners involved:
business owners, NGOs, civic society activists, members of community gardens…
The generative discussion meetings are called co-creation labs, and
they are the fundamental piece of our proposed educational model,
since it’s there where the magic happens: where silos are broken and
different actors come together to share their views, using participatory methodologies to ensure all of them have the same opportunity
to participate, and projects are not directed by teachers or parents
instead of students.
Our ultimate goal? That these collaborative and social innovation
approaches become more widely valued and adopted in schools,
slowly permeating their culture, making its way into curricula and,
as a consequence, strengthening connections between classrooms
and the local environment. There are challenges to overcome –
from the different degrees of school autonomy across Europe to
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the difficulties of changing organizational models inside schools.
However, we expect the project to push those boundaries and be a
stepping stone in the introduction of social innovation education in
schools.
The actual Haraway sentence referenced earlier reads as follows:
“even to imagine destabilization, one must be formed at a social
moment when change is possible, when people are producing different meanings in many other areas of life” (from her 1989 book Primate
visions: Gender, race and nature in the world of modern science). As
social innovation is gaining momentum across sectors and political
actors, it’s the perfect timing for introducing its philosophy, values
and skills to the younger generation; for they are the change to come.

ONE OF OUR PROJECTS: FOREVER FASHION
DESCRIPTION
Roughwood primary school has always been very conscious about
responsible consumption. It seemed only natural that, when teamed
with social entrepreneur Natasha from Generation Generous, they
had an instant connection and started doing recycled bags with old
clothes. Their new NEMESIS project is called Forever Fashion, and
it is an attempt to address issues of disposable, fast fashion where
we don’t hang on to items for very long. It’s a concerted effort and
ongoing discussion on how can they make good use of unwanted
clothes to prolong their life.
Both their Y4 classes -58 students aged 8 and 9 years old- are participating in the project with their ideas and enthusiasm. Six of them are
also included in the co-creation labs with parents, teachers and other
members of the community.
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Up to now, community have decided to hold a clothing exchange to
reduce the number of items that are thrown away when the current
owner no longer has a need for them. There will also be a mini fashion
show and photographs of staff members wearing hand-me-downs
and second-hand clothing with pride, as there is currently stigma
attached to wearing older clothing. The parents and children will be
encouraged to bring in a bag of unwanted clothing (to be sorted onto
rails), then refill their bag with whatever they choose!
The final idea? That ‘Forever Fashion’ has a legacy that lasts indefinitely and can be repeated regularly with different children taking the
lead. n

More inspiration can be found at: https://nemesis-edu.eu/projects/
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SPACE project,
Cyberbullying
Response to Cyberbullying
Our Impact Challenge
HUUB FRIEDERICHS, ESHA CONSULTANT
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In the esha magazine of December 2018 we spoke about the
study CYBERBULLYING AMONG YOUNG PEOPLE to cyber
bullying in Europe from EC Policy Department for Citizens' Rights
and Constitutional Affairs. The report provided a starting point
for the SPACE project. SPACE is the acronym for Skills for school
Professionals Against Cyberbullying Events.
The Space Project is halfway and it has now a test version of the
massive open online course in the air. This Massive Online Open
Course (MOOC) helps school leaders and teachers to gain skills
for responding to cyberbullying. It is a great tool for combatting
cyberbullying.
The course is open to all teachers, school managers and anyone who
wants to face cyberbullying. Everybody who has a computer and
internet at his/her disposal, has access to the course! The total time
for study is approximately 50 hours (5-9 hours per week).
The course will be concluded with a certificate of attendance.
At the end of the course the participants will have acquired:
•	A general knowledge of cyberbullying, its typologies and
manifestations;
•	The ability to identify cyberbullying situations, and the knowledge
of strategies to prevent and counter it;
•	The fundamentals on web security and the safe use of
communication technologies:
•	A knowledge of the main regulations on cyberbullying and the
institutions to contact when it occurs.
ESHA is looking for school leaders who will review the course.
The input will be used to further improve the course. Intersted
persons can contact Huub Friederichs at: huub.friederichs@esha.org
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The e-course consists of 4 modules, has the following content
and lasts for 6 weeks:

MODULE 1 GENERAL AREA: Knowledge of the typologies of
bullying and cyberbullying, definition of the phenomenon, risks
factors, incidence.

MODULE 2 PSYCHO-SOCIALPEDAGOGIC AREA: Understanding
the cyberbullying situations and phenomena, managing conflicts,
planning information and training activities for the
students.

MODULE 3 TECHNOLOGICAL AREA: Aware use of social media,
online communication, safety and well-being, safe use of social
tools, online privacy and reputation, safety on the web

MODULE 4 REGULATIONS AREA: European and national laws,
recommendations, circulars, institutions to contact in case of
cyberbullying episodes, reporting cyberbullying cases, rules and
regulations.

‘It will takes each
and every one of us
to stop this terrible crime!
Bullying and cyberbullying
has to be stopped!’
For more detailed information, please go to and subscribe for the test
phase! https://www.spaceproject.net/mooc, www.spaceproject.net
Or contact Huub Friederichs: huub.friederichs@esha.org
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ESHA-members
visited the congress
of the School Heads
Association (AVS)
in the Netherlands
On Friday 15 March 2019, ESHA-members were invited
to join the annual congress of the AVS (national school
heads association of the Netherlands). The central theme
was 4D Leadership and many plenary sessions, inspiring
workshops and network moments were organised.
ESHA-members could follow a special international
program with four sessions: BOTS like you by Maarten
Lamers and Peter van der Putten, Positive Behavior
strategies by Paul Byrne, The Language of Leadership by
Zachary Walker and John Amaechi and Cyberbullying by
Huub Friederichs.
BY MARLON POT, MSC
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LEARNINGS OF THE DAY
The day started with a speech of director Petra van Haren followed by
a session from Maarten Lamers and Peter van der Putten: BOTS

like you.
They showed us that we don’t need to be afraid of robots and with
research examples they told more about the benefits of robots. Robots
can teach us more about what makes us human. We can learn a lot
about ourselves while working with robots. They let us reflect: we can
see emotion, curiosity, creativity and helplessness in them, because
we project ourselves on them. These robots don’t have to walk or talk,
so you don’t have to focus on the technique. Maarten and Peter asked
us to use more robots in schools. Dare to be playful!
More information and videos can be found on:
https://sites.google.com/view/botslikeyou/home.
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After a short break, Paul Byrne shared his experiences with the
Positive Behavior Strategies at the secondary Carrick-on-Shannon
Community School in Ireland. In 2008, there were a lot of discipline
problems and therefore an external organisation choose this school
“as a guinea pig” to see if positive behavioral strategies can help the
school. And yes, it did! In 2012, a survey showed very good results.
The number of dropped-outs decreased from 65% to 27,5% and the
ignorance of teachers from 30% to 0%. Although these results were
fantastic, it appeared that sharing the results in the school also had
a negative impact. Paul Byrne: “Maybe it wasn’t such a good idea to
show the staff the statistics. They said: the program works and the
problems are solved, so we can stop the programme. Now we have
had a bit of a set back, but we have worked on it and now I’m looking
forward for the latest results.”

58

ESHA MAGA ZINE

APRIL 2019

ESHA-MEMBERS VISITING AVS- CONGRESS

Very useful suggestions raised from the experiences of Positive
Behavior Strategies at the Carrick-on-Shannon Community School:
•	Make use of a combination of a whole school approach and
individual plans.
•	Recognise that it not always the fault of students, a teacher a
teacher may also be unclear with his approach.
•	Investigate if there are school hours when students show more
problematic behavior. For example, drinking red-bull during the
break can ensure that students have too much energy for classes.
•	Some of the problems were due to learning difficulties and learning
support can make a positive contribution to this.
•	Review and adapt the programme every year.
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In the afternoon, John Amaechi and Zachary Walker shared their
knowledge about leadership languages. Leadership according to
Zachary and John is about promise, relationship and understanding
the language of those we lead. They translated this into the 5 languages of love: match your ‘love’ with what the other person needs,
not with what you need.
• Words of affirmation: describe the specific situations
• Quality time: be present in the moment
• Gifts: connect with the other (I see what you like and want)
•	Touch: keeping in touch, not only physical, but also with for example
a short e-mail.
• Acts of service: what does the other need?
Find out what your staff needs so they feel appreciated.
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The final session was given by Huub Friederichs and he prepared a
session about cyberbullying. Most of the ESHA-members had experience with cyberbullying, which shows the importance of talking
about it. Huub showed us the objectives of the European education
project SPACE, a project against cyberbullying. One of the objectives
of the SPACE-project is the development of the Massive Online Open
Course (MOOC), a tool for teachers and school leaders with the aim
of providing them more information about this topic and to teach
them how to deal with it. The MOOC is tested in the next few months
and everybody is invited to become a tester in order to improve the
project materials. Interested in testing the MOOC? Sign up on the
website: spaceproject.net/mooc. n
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Intercultural Learning - ICL @ School
advertorial

a training for teachers and school heads at upper secondary
The European Federation for Intercultural Learning, the European Association of School
Principals and the International Association of Intercultural Education join forces to offer
an innovative 3 day course based on experiential learning to make teachers:

♦ aware and able to present their own intercultural experiences and enhance their ICL
competences
able to link intercultural education theories to observed behaviours
aware of mobility opportunities for their students and how to valorize them
able to start assessing ICL competences of pupils

♦
♦
♦
♦ empowered to implement the whole school approach linked to ICL in a systemic
approach
able to navigate online existing resources

♦
♦ able to create modules on ICL linked to specific curricula and cross-curricular
activities

DATE 21-24 August 2019

(arrival on 21st by lunchtime, departure on 24th after lunch)

LOCATION Berlin

LANGUAGE English
FEE 550€

(accomodations in double room and meals included)

DEADLINE By March 31st
REGISTRATION LINK

Participants will also have the opportunity to join a
follow up online course at no extra fee.

The training has been developed within the Erasmus+ project www.intercultural-learning.eu
For more information, visit http://intercultural-learning.eu/teacher-training/upcoming-trainings/
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