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  recognizing believe “eo oii 
see whether we conversation life-giving 

others believe we should be . oo 

as should A dialogue or conversation among individuals... . must 

amen on be based on mutual respect, equality, a willingness to 
0 . . ; 1 ge . 

hear * should be listen and to risk one’s prejudices and opinions. 
    

e Engagement —Bernstein (1983, pp. 219-220) 
e Energy . 

e Feeling better 

be 

    

      

  

    

    

    
   

  

   
    

  

   

respect 
    

    

e Status 

e Buy-in 

e Expertise others say/ 
It is amazing how often we move to positions of power 

when we are not consciously aware of the need to stay 

in good communication with others. 

—Marilyn Allen, Coordinator of 

    

  

      

e Humanity Student Services, Saskatoon, Saskatchewan 

e FOCUS e Impact 

e Presence e Learning 

e Timing ane is an assistant principal in a small rural school 

district in Northern Alberta, Canada. Before she became 

  

          
      

      

   

  

    

e Assumptions 
e choice making © Advice an administrator, Jane wanted to learn about instructional 

outcomes e Learning eaching, and after searching online, she discovered the 
g conferences we offer in Lawrence, Kansas. She 

ldn’t afford to pay for the traveling costs to come to 
as, and her district couldn’t afford to send her, so Jane 

for other ways to get funding. After doing some 
arch, she discovered a grant that would fund her trip if 

ne could demonstrate that she was an outstanding teacher. 
- Wrote a proposal and won the funds.
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In October 2011, Jane came to Kansas and attended 

a half weeks 

every workshop we offered. She spent tw and 

learning about coaching, video and learning, high-im
pact 

She ended her visit by 

instruction, and coaching coaches. 

attending our annual Teaching, Learning, and Coaching 

conference. Jane was a model participant, bright, enthusias- 

tic, and constantly trying to learn as much as she could. 

I expected Jane to be tired out after all the sessions she 

attended, six days a week for two and half weeks. But she 

left on the last day of our conference more enthusiastic than 

ever. She couldn't wait to go back to her school and put 

what she had learned into practice. 

Jane stayed in contact after she returned home, and she 

asked me to Skype into her school to talk about instruction. 

Ordinarily 1 would resist doing this because I hate sitting in 

a room listening to somebody talk on Skype, and I assume 

others feel the same. However, I couldn’t resist Jane’s persis- 

tent request. She was 4 determined, optimistic educational 

Jeader, and soon she was promoted to assistant principal. 

Unfortunately, the principal of Jane’s school was not as 

motivated a leader as Jane. He and I met at a conference 

I gave in Canada, when Jane brought him with her, and he 

was a friendly, easy-going man, However, he soon made it 

clear he hadn't signed up to be an instructional leader and 

would be retiring soon. He was willing to Jet Jane do her 

“eoaching thing,” but his goal was to get through his last 

19 months with as little stress as possible. Jane told me the 

school’s staff was at sea over the lack of leadership, and 

consequently, any growth that occurred happened sporadi- 

cally. There was 
no coherence, no vision, no follow-through, 

and sadly, no growth. 

In the summer after her principal retired and before @ 

new principal was put in place, a district supervisor asked 

Jane to meet with him for a conversation. 
This is the conver 

sation Jane described when she practiced Habit 8, 

Controlling Toxic Emotions, 
as part of our global communi- 

cation study. On her reflection form, Jane described the 

conversation: 

I believed that J was “imvited” to have a learning 

conversation to assist me to apply for principal 

positions, but I discovered the supervisor had a dif- 

ferent agenda. His purpose for inviting me was to 
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place blame for m y school’s standardized 
scores inectly on my shoulders. For 90 vainutes he 
oa need my competence, professionalism, and 

mostly he just treated me with disdain 

The i idn’ ship in Supervisor didn’t know about the lack of leader- 

Saat aE a ook ane he apparently didn’t want to hear 

. o remain in cont i 
hen ntrol while sh 

rated, but as she wrote on her reflection form “My sur 

prise and anger gave way to tears of von and disbe- 
Oe re ena s of frustration and disbe- 

Se dme che ati year after that conversation, Jane recentl 

e, she still vividly remembers that day. omy 

oe sa highly motivated, smart, and emotional intel 

cae 0 essen She is exactly the kind of person her 

eeds. She has stayed whe ns 
cat re she is because she 

orien Studen’s and the staff, but the conversation she 

ed made it difficult for her to feel i 
ee cher work. el enthusiastic 

When —— i saw par recently at another conference in 

, arly frustrated and di i 
Be ot nd disappointed b 

mo support she felt. Jane worked overtinne to move he 

By de vane’ but the supervisor’s tongue-lashing had 

oc a ete some of her energy. How could the su 

ne a 2 bright professional so poorly? How could 

he t at such a damaging conversatio 

oY make things better? n would 

ere are at least tw Jane's § © reasons people act th 

oe farci th acted: Either they are unaware of their 

Ass ie a: there is plenty of evidence from our stl 

ick) e often unaware of how they act during co . 

en ct ie they consciously or unconsciously work 

a a that lead them to act in such dehu 

consider Be th Ay Peo ple act without even pausin to 
forty ey believe about how they interact vith 

..:. pee i einen people don’t think carefully 

ei. , they can find themselv ing i 

ae unsuccessful conversations me engaging 

4 mem 
. . 

., ei o her time with her supervisor, like 

Ber ot - of a conversation, could be colored b 

Boke or ceptual errors. I wasn’t there, and I can't 

Be trac po ner description. Nevertheless, two 

ne , , the conve i i ‘ 

and therefore did not benef the oe eevee it the children in Jane’s 

  

   
    

   

  

   

  

    
   

  

    

  

   

    
   

  

   
    

     

    

     

    

      

    

  

      

     

  

rye learned alot by 

reading through the 

materials, practicing 

the activities, and 

changing entrenched 

responses, | have 

slowed down, learned 

to listen, and become 

keenly aware of choices 

i have in 

communicating with 

those | come tn contact 

This has become a very 

empowering series of 

skills 

Research volunteer
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—vesetier | The Better 

Conversations 

Beliefs 

1, tseeconversation 
| 

partners as 

equals. 

>. |want to hear 

what others 

have to say. 

3. | believe people 

should have a lot 

of autonomy. 

4. (dont judge 

others. 

S. Conversation 

should be back 

and forth. 

6. Conversation 

should be life- 

giving. 

NS 
| 

to experience 

school. Second, it is not uncommon for people 
elt when she 

conversations where they feel the way Jane f 

talked with her supervisor.’ 

We do not need to experience so many destructive con- 

versations. One encouraging finding in our global communi- 

cation study is that most people were able to learn new 

habits that improved their conversations.
 Instructional coach

 

Deb Bidulka, for example, wrote, “I believe Lam on my way 

to being a better communicato
r. I am entering conversations 

and 

in my personal and work life conscious of the strategies, 

thentic in all conversations.” 

Lam being more au 

One way to improve conversations is to identify what 

nt to believe about how we interact with oth- 

we really wa 

ers. We are not slaves to our beliefs. We get to choose them, 

but to do so, we must surface our current beliefs and then 

describe who 

what alternative beliefs might better 
consider 

we are and who we want to be. Each of the Better 

iefs is described below so that you can 

Conversations Bel 

consider what you believe today and what you would like 

to believe in the future. 

Belief |: | See Conversation 

Partners as Equals 

The conversation Jane experienced with her supervisor is 

an extreme example. More frequently, the inequality 

inherent in top-down conversations is more subtly 

expressed. A young principal 
deeply committed to the 

d the school in the 

children in her school and keen to lea 

| right direction might find herself in top-down conversa- 

tions because she thinks that is the way she is supposed to 

le, she might observe a lesson, identify 

interact. For examp 

what she thought went well, identify three things the 

o convince the 

teacher should work on, and then try t 

teacher to “buy in” to her suggestions. To her, that seems 

like what a principal should do. Unfortunately, that kind 

of top-down conversation is often unsuccessful. 

ee 

1a 2007 Zogby survey of US. adults found that 37% of the nearly, 8,000     respondents experienced bullying conversations similar to the one Jane 

experienced (results are reported in Sutton, 2010, p- 4)-       
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Mi wy: . 

iller and Rollnick identify six kinds of “advocacy responses” 

(what | call top-do wn approaches t i eati 

engender resistance 
o communication) that can 

1. Argui aang change. The counselor directly takes up the 

ide of ambivalence on a parti i ticu 

to persuade the client to make the Fange ar issueana seeks 

2. Assumi Assume ne Exper Role. The counselor structures the 

comers ton in a way that communicates the counselor 

nswers.” This includes the question-answer trap 

of asking many clos ed-ended 
the client. questions as well as lecturing 

3 criticizing: Shemnines or Blaming. The counselor's underlying 

s to be to shock or jar the client i intent | nt into changi 

instilling negative emotions about the status quo (p a » 

4. Labeli ape we nen counselor proposes acceptance of a specific 

osis to characterize or lai i 

behavior. The focus i eee ether . sis on what the client “is” or “ 
Oo » 

than on what he or she does (p. 50) ronesttaner   

  

   

    

   

   
   

   
   

    

    

   

       

      

    

    

  

   

    
     
           

    

- Beingi . 
5 niceties some a perceived shortness of time 

ced for order to get through, From is experience in re . From his experience in 

aden ve Monty Roberts (1997) has observed the 

a 7 act like you only have a few minutes” it 

5 vou ha y to gecomplish a change, whereas “if you act 

ve all day,” it may take only a few minutes. In 

counseling, this most of nN, ten takes i 

your client’s readiness. the form of getting ahead of 

6. Claimin i i . fee ne Preeminence. Finally, resistance is invoked when 

Pe. and rclaims preeminence—that the counselor’s 

Mii csortisitarnie override those of the client. The 

ial form is a paternalistic “ 
a a ic : : 

Eevou" approach (p co) I-know-what-is-best- 

!   
In Helping: i sdgar Ei eo ” Offer, Give, and Receive Help (2009) 

a aa hangieed most famous for his oe 

cots p - ture, explains that when people posi- 

Beets, cone superior as the principal above has 
b inhibits ere? SY create an unequal relationship 
Oto schon, ication and professional learning. 

, people only feel conversations have 
M Successful whe : 

Bevo: n they are given the status they think 
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power, their actions sh : 

sometimes feel offende 
Boss, Bad Boss: How to now otherwise Robert Sutton, in Good 

the value we have claimed for ourselves has not 
(2010), summariz est... and Learn from the Worst 

been acknowledged, or that the other person or per- 
ducted looking at L einf, studies Dacher Keltner con- 

portant 
are damning. He reports uence of power. Keltner’s studies 

sons did not realize who we were OF how im 

When a conversation has not been equitable we 

ded. That usually means that 

our communication was. (p. 30) When research i 

os ; ; ; 
ers 

; 

The new principal had good intentions, and she likely 
experiments, the ow people power in scientific 

there is a good chance her 
potentiall mney are more likely to touch others in 

y inappropriate ways, to flirt in a more 

cares deeply about her staff, but 

approach would engender resistance. She mi 

what they should do, 
when she tells teachers 

deas won't work ofr 

and explain why her i 
d they didn't succeed. 

already tried those ideas an 

The reason people resist ideas in top-down conversa 

ght find that 
direct fashion, : 

tet 
, to interrupt 

t 
: pt others, t 

mey neve turn, to fail to look at others when the re ork 

that they'v 
ing, and to tease friends and colleagues a peak 

and humiliating fashion. (pp. 220-221) ostile 

tions often has nothing to do with the ideas: It has to do “There is strong evidence,” Sutt ‘ 

with their perception that they are not getting the status 
Keltner’s research, “that power tu on writes, summarizing 

they deserve. Miller and Rollnick, who have spent decades 
tive jerks who are oblivious to subs people mo insensi- 

j 

studying, therapeutic relationships, have found that the actions” (p. 221). 
ordinates’ needs and 

way a therapist approaches a client can become a major 

barrier to change. In their classic work, Motivational 

Interviewing: Preparing People for Change (2002), the authors 

write that 

   
   

    

    

            

An alternative to the top-down co i . nversation is - 

% pon somes in equality. When I believe others are 

“as ; ould never see myself as superior to th 

| etter conversation, I intentionally look t vcore 

a partner’s strengths—and I comm: ‘cate in some tht a unicate in some | 

ave w abiarien many hours of video of instructional 

Se aity acting with teachers. The coaches who believe 

MB oratin, teacher y communicate that they see their col- 

tin che s as equals. Coaches who embrace equal- 
eit boast collaborating teachers as decision make 

eside rather than across from their teachers, | 
, ; 

make eye contact, li 
= ct, listen, and . 

teachers’ expertise. draw out their collaborating 

   

  

   

    

  

    

     
   

     

     
    
   

  

   

   

  

   

    

   

     

    

  

   
   
   

    

   
   

   
   

  

    

   
    

    

   
   

     

     
   

      

   

the way in which one communicates can make it 

more or less likely that a person will change -.-- 

Counsel in a direct, confrontational manner, and 

client resistance goes UP. Counsel ina reflective, sup- 

portive manner, and resistance goes down while 

change increases. (pp. 8-9) 

     
     

  

   
   

        

   Most people living in democracies, without giving the 

idea much thought, would quickly say that they believe all 

are founded 

people are equal. Democratic political systems 

on the basic belief that everyone deserves to be treated 

equally. In most democratic countries, equality means that 

everyone should have equal access to schools, the opportu- 

ts, and so forth. In a demo 

nity to vote, certain human righ 

racy, I also have the equal opportunity to pursue my own 

personal and career goals and make my own mistakes. At 

its core, to believe everyone is equal is to believe everyone 

counts the same. 

People say they 

often, especially when 

   

  

Ric Palm 
; a was an instructi ctional coach f or man i y years in 

| 

4 Topeka, Kansa tani ; 

Fa e at he wants people to walk     

  

   
         

  

   
   

  

   
    

   

  

   

    

ay from i . cients feeling valued. “I let them kno 
thei 7s eae Ric told me, “and I draw on 
| re = expertise. They see me as someone 

aon one of them, inst . 7 ead of som 
ing . et all this knowledge.” soy who 

es 5 i . . ee an instructional coach in the 
Se Trac: istrict, told me when I was writin 

pact (2011) that she takes a veervitude 
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believe that everyone is equal, but 

they find themselves in positions 0    
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Student voice is whena 

student expresses an 

opinion, itis heard by 

the teacher, and 

something is done 

—Sixth-grade 

male student, 

quoted in Quaglia & 

Corso (2014, P. 1) 

‘serv- 

” We have to “care about the people we are 
-it-all 

ing,” Lynn told me. “We can’t go in like the know 

expert. Coaches have to find a way to harness the hope 

and make it work for both teachers and students.” 

attitude. 

Belief 2: | Want to Hear 

What Others Have to Say 

Deb Bidulka is a learning support facilitator for Prairie 

Spirit School Division in Saskatoon, Saska
tchewan, Canada. 

For our global communication study, when Deb experi- 

mented with Habit 2, Listening With Empathy, she found 

herself teaching a high school class that included a student 

whom she had been warned had a “hot temper.” On her 

reflection form, Deb tells her story as follows: 

ned this student had a hot tem- 

disrupted the class I was teach- 

to the root of his issues, I asked 

and talk with me at the end of 

class. I anticipated that he would be defensive and 

lash out. I was angry too, 

angry, and might want to 

but I knew if I let anger rule the conversation the 

problem would escalate. 

I started out the conversation by telling the stu- 

dent I wanted to know what needed to happen s© 

he could experience success in the class. This worked 

aback. I focused on 
well as the student was taken 

solution finding rather than blaming the student or 

focusing on what he was doing wrong. He ended up 

sharing critical personal information that helped us 

come up with a solution together. He ended up 

being very successful in my class. 

I had been forewar 

per, and he did. He 

ing. To try and get 

the student to come 

Deb’s experiences illustrate a finding that is reinforced 

by Russell J. Quaglia and Michael J. Corso’s findings 

reported in Student Voice: The Instrument of Change (2014)— 

student voice matters a great deal. Quaglia and Corso write: 

student voice is not yet a reality in most classrooms 

and schools. The national My Voice survey, admin- 

istered to 56,877 students in Grades 6-12 in the 
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2012- reports t Schoo! yerr by the Pearson Foundation, 
mons the Jest 46% feel students have a voice in 
cso aking at their school and just 52% believe 
Gus ac ners. are willing to learn from students 
mek ia nstitute for Student Aspirations [QISA] 
fay deve a [of the surveyed students] 
Saar | ) valued members of their school 

What Quaglia and Corso (2014) found wi 
. 

with 

aes is also true for adults—they want to be heard, . S 

ee en uey are not, especially, as it turns out, if they i 

=i . ¢ cabiee Buckingham and Curt Coffman reviewed 

ky a over a million employees and 90-minute int 

ve ° over eo managers to identify characteristics of 

ta g. workplace. In First Break All the Rules: What th 

le aii Managers Do Differently (1999), the research. 

in hae esizee their findings into 12 questions, with the 

more likely to be who answer yes to all 12 questions are 

; e engaged and motivated. Th 

— on the list was, “At work, do my opinions cen n 

that fine improves who are engaged by their work re ont 

- y believe that what they have to say is i F 

eir organizations. y 1s Important to 

R 
ae Shane Lopez, the author of Making Hope 

Bi) ; en the Future You Want for Yourself and Other 

Buckingham ; wo the Gallup Organization where 

written. Sh and Coffman worked when their book was 
c i oa also lives in my hometown, Lawren 

keynote Wetton chane) two years ago to discuss 2 

Teachin ; ane was going to gi 

. me pone and Coaching conference give at our 

in : ° 

Bentown ei pauce ak d Ste bustling restaurant in 
Te —f as i 

“esearch. Shane told me th ed Shane about his most recent 

fethad done with Pret ty ; ae was about to release a study 
1 

. 

aun Pe ployees arsv u that looked at which catego- 

By cpini ered yes to the question, “A 
pinion seem to count?” “AE work, 

Shane le ; : 

100 _ in to tell me the results. “We looked at 

_ ys. We looked at a wide r oe 
ers, physicians, n: ange of employees, 

ers, Service wo ke urses, K-12 teachers, construction 

e list? Ti rkers, and more. Guess who came in | 
* Teachers. Teachers felt their opini sented opinions counted 

  

    

   

   

    

    

    

      

   

  

   
   

    

   

    

       

  

   

  

    
   

What peopie really need 

isa good listening to 

—Marylou Casey, 

quoted in Miller & 
Rollnick (2002, p. 52} 
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less than construction w
orkers and service workers. Teachers 

were at the bottom of the list.” 

Lopez's finding suggests that it is especially important 

we listen to educators since so many report their opinions 

’g (1989) phrase “seek first to 

are not heard. Stephen Covey 

understand, then be understood” describes a simple way we 

can encourage people to do just that. We can enter into con- 

versations by asking questions and making sure we under- 

stand what others are saying before we give our opinions. By 

temporarily setting aside our own opinions, we can really 

hear what others have to say and powerfully demonstrate 

that we respect others’ perspectives. When we listen with 

empathy to others’ ideas, thoughts, and concerns, we com 

municate that others’ lives are important and meaningful. 

When I want to hear what others have to say, I should 

be fully present in conversations. I may be someone’s boss 

power with 

or teacher, but | shouldn’t confuse structural 

real power. Indeed, if I think lam a better, more valuable, 

more worthy person than others, I won't be engaging in a 

better conversation. 

Belief 3: People Should 

Have a Lot of Autonomy - 

Recently, I had a meeting with a g 

coaches and administrators from a large district in the 

United States. The people at the meeting talked about the 

excitement they felt about coaching’s potential to “make a 

difference in children’s lives and shared their hopes and 

fears as they looked forward to a new school year. One 

she talked 

experienced coach spoke for the group when 

about her most pressing concerns. 

“Our principal has already told the staff our three pi 

orities for next year,” she said. “And already we're getting 

roup of instructional 

pushback (from the teach 

them if they refuse to do what they 

The truth is, of course, that the teac 

just like everyone else—none O 

are told.” 

eS 

2When this book was written, these results 

http:// www.gallup.com
/ poll/163745 /newer!- 

work.aspx. 

ers). I’m not sure how to coach 

hers in the school are 

f us likes to be told what to 

were available online at 

teachers-likely-eng
age™” 
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do. i i co. Beware Deci and Richard Ryan have dedicated their 

ings is that ying motivation, and one of their major find- 

tgs Is people are rarely motivated by other people’ 

plans for them. As Deci writes in Why We Do What We Do: 

Understanding Self-Motivation (1995), 

control is an easy answer. I . It... sounds tough, so i 
fee's reassuring to people who believe thins have 
80 e awry .._ however, it has become increasing] 
“le *r : at ire approach simply does not work the 

pread reliance on rewards and ishm or unishm: 
e motivate responsibility has failed ‘to yield the 

ae resus Indeed, mounting evidence sug. 

ests that these so-called solution sts. est s, based 

principle of rigid authority, are exacerbatin orth 
than ameliorating the problems. (pp. 1-2) ° ~ 

Ba come up wi on a reassuring sense of control when 

ey and Pr a plan, explain it, and expect others to 

* f elemened, and it. However, a plan means little if it 
San ar an anc when professionals have no voice 

ero and . old what to do, they are unlikely to be 

a mibrace the plan. Top-down directives might 

este bu ion of a solution, but Deci and Ryan’s work 

- ee ue , irectives will only, at best, lead to half- 

ak pliance and won’t inspire the kind of commit- 
mec! for real, meaningful change. 

- ponaeve to the top-down model is to start by rec- 

g that people, especially professionals, need to have 
some autonomy to b . 

em 
. : 

Pifonomous” y otivated. Deci writes that “to be 

  

    

  

    
   

   

      

   

  

When you're ina 

conversation, your 

brain has to do three 

things at once. Stay in 

the content of the 

conversation, read the 

person or people you 

are talking with, and 

read yourself It’s that 

last part that really 

separates the 

successful peopie in 

education 

—Ben Collins, 
Assistant Principal, 

Des Plaines, lHinois 
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me, in e a i‘ accord with one’s self—it means 

= volitional in one’s actions. When 

Bey are i Hore are fully willing to do what 

ce of ae. a ey embrace the activity with a 

a. A commitment. Their actions 

ee authentic er true sense of self, so they are 
to Beene a contrast, to be controlled means 

p ee ° is pressured. When controlled, 
i Re hchovic: ic —_ personal endorsement. 
the ressio 

Self has been subju ated to the control o2. 
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Wise teachers know the 

more small choices 

they provide, the fewer 

big problems they have 

—jim Fay and 

Charles Fay 

(2001) 

Respecting others’ needs for autonomy is both a practical 

people will not 

and a good thing to do. It is practical because 

be motivated to change or embrace what we 
have to say unless 

they have real choices. The stirest way to ensure that someone 

doesn’t do something, whether they are 6 or 66 years old, is 

to tell them they have to do it. In Timothy Gallwey’s words 

(2001), “When you. insist, they will resist.” 

Respecting others’ needs for autonomy is also a good 

thing to do simply because trying to control others is dehu- 

manizing. As Freire (1970) says, “freedom ... is the indis- 

for the quest for human 

pensable condition 

completion . . _without freedom [we] cannot exist authenti- 

cally” (p. 31). Similarly, Peter Block (1993) emphasizes the 

primacy of choice: “Saying no is the fundamental way we 

have of differentiating ourselves. To take away MY right to 

If we cannot say no, 

say no is to claim sovereignty over Me .- - 

then saying yes has no meaning” (pp- 30-31). When we see 

those we communicate with as equal partners, we inevitably 

see them as autonomous people who should make their own 

choices. Partners don’t tell their partners what to do. 

When we recognize other people’s need for autonomy, 

it changes the way We communicate. Since we recognize 

that others will make their own decisions about what we 

share, we offer ideas provisionally, leaving room for our 

partners to come to their own conclusions, rather than 

choosing to simply tell others what to do. 

Autonomy is as important for young people as it is for 

adults. As Jim Fay and David Funk have written in Teaching 

With Love and Logic: Taking Control of the Classroom (1995), “We 

all want to have some control over our lives and when we feel 

ill fight to the end to get it 

we are losing that control we W 

back” (p. 69). Recognizing the importance of control, Fay and 

Funk identify shared control as one of the four key principles 

of their love and logic approach. They write, “when we allow 

kids to have some control over their own Jearning, they often 

amaze even the most experienced teacher” (p. 212). 

Belief 4: | Don't Judge Others 

and lifelong friend Dot 

My mentor, dissertation advisor, 
e way he interacts 

Deshler perfectly embodies equality in th 

with people. If anyone ha s a right to feel a bit superior # 

CHAPTER 2. THE BETTER CONVERSATIONS BELIEFS 

should be Don. He has a résumé wi bel with more than 35 

or Papacations, was chosen by the president to sit on the 

hence bu the ere Committee on Literacy, and was 

| chosen oy one or Exceptional Children as one of 

| Otis conta ial people in special education in the 

By any standard, Don is an incredibly successful 

POW hoe However, the reality is that when 

ie wit Don and I have talked with him hundreds 

eae ° past two decades, he makes me feel like I 

a. . " a avon to have the conversation. Don listens 

each of my ‘conversations a Dowie thet tt characterizes is that I feel safe 

Se eativ ‘ on ae mind. Don never makes me feel like he 

pe y judging me. In fact, I feel just the opposite— 
e than anything else, I feel Don communicat 

sees me 2 a valuable person. metmarns 

_ ° nonjudgmenta way of interacting informs the 
any icates in’ all settings. When he leads a 

. a , presentation, has a conversation about a 

“i By ; mp pe S —— or corrects an employee 

| clear that he doesn’t judge shoe voeati Don ea 

scholar, a powerful teacher and homer ioucly. flucntial, : 7 ndously in i 

- ane legacy is likely how he makes people feel 

. 7 saint with him. They feel that he genuinely 

.. Z at they have to say, that he doesn’t see 

ee it eal tha fweayrbees that he sees their value as 

om ly because it is true. He does. 
a ee talk with Don because his nonjudgmen- 

pmicating helps them feel safe and valued. 

ae i elieve, that judgment destroys equality 
ate environments for conversations. If I 

at. aving done something well or poorly, b 
ery act I put ‘one. ac put myself one-up and put you one- 

ullan has written about the importance of 

, A nonjudgmental st . 

x Secrets of Change (2008): in many books, including 

  

   

    

  

   

     

  

    

   
mA — 
a oo is a secret of change because it is 
Resins e nuanced. You have to hold a strong 

without succumbing to moral supe- 
your sole change strategy. As William] 
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Miller puts it, “When we strive for some great good 

or oppose some great evil, it is extremely difficult 

not to spill out some of the goodness onto ourselves 

and the evil onto our opponents, creating a deep 

personal moral gulf. Tt is very difficult, in other 

words, professing OF striving for something righ- 

teous, to avoid self-righteousness and moral con- 

demnation.” (p. 60) 

Dennis and Michelle Reina in Trust and Betrayal in the 

Workplace (2006) have written about the importance of what 

they call “communication trust,” which they define as “the 

willingness to share information, tell the truth, admit mis- 

takes, maintain confidentiality, give and receive construc- 

tive feedback, and speak with good purpose” (p. 34). 

Conversational trust develops, they say, “when people feel 

comfortable and safe enough to share their perceptions 

regarding one another’s perceptions without repercussions. 

They trust they will not suffer the consequences of retalia- 

tion because they spoke the truth” (p. 47). Passing judg- 

ment on others frequently destroys conversational trust. 

To be nonjudgmental does not mean we ignore reality. 

Certainly, when we are engaged with the world and espe- 

cially when we are in leadership positions, we need to use 

                              

its not our differences 

  

  

    

    

     
    

    
   
   

  

   

    

   

    

  

that divide us It’s our 

judgments about each 
one . : a, : 

other that do our ability to discern reality. Being nonjudgmental means 

, 
er Le 

_ Margaret Wheatley we don’t share our perceptions in a way that diminishes 

(2009, P. 47) others. When we are nonjudgmental, we don’t roll our 

And as I heard 

eyes when we talk about another person. 

Michael Fullan say in a presentation sometime back, 

“there are many ways we can roll our eyes that don’t 

involve our eyes.” 

  

Belief 5: Conversation 

Should Be Back and Forth 

Emily Manning is a district instructional coa 

Texas, who volunteered to learn and prac 

Fostering Dialogue, for our study. She wro 

tion form that she was learning a lot about 

our project, but she admitted that it was challenging 

to coach herself. “You have to be honest with yourse 

wrote, “and sometimes that’s hard.” 

   
   

   

      

   

    

  

   

    

      
   

  

   

ch in Denton, 

tice Habit 3, 

te on her reflec 

herself through 
for het 
fa she 
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Emil Chapter y fae through the material on dialogue (see 

np to be en ve said that the reading “really freed her 

erable and imperfect i i 

be a teamen too,” she wrote. “I like that” nversaton: fean 

nd cimily Watched video of herself in different conversations 

and real , as many coaches do, that she needed to work on 

questioning. “I sound like a broken record,” Emily said, 

but i Put Zions many questions that are closed or that 
ents in disguise.” I need t 

especially when I am i ° eintyen working with a first- 
ein tat Js seeks help. Too often I just want to 

cher mode. I need to i provide more s 
ae i constnuct together instead of me control 

e direction of the conv i c ( ersation. I thi 
thoughtful questions that open dialogue will help. 

Watching herself on video, Emily sai her “ 
— omy eonyetearions bes when Tem overtidne a dia- 

en I m more balanced. I’m also very aware of 
po esto on To improve, Emily had to recognize first 

os ve conversation should be back and forth, and 
oo , ° practice her habits until she saw results. And 

Se 0 See results. Near the end of her experiment 
es. g ° aa wrote the following: “I was happy with 

sth: a elt like at the end we had constructed a plan 
er nd it took both our thinking to get there.” . 

Ben ‘ihe practenns Habit 3, Fostering Dialogue, and 

_* escribe dialogue as a habit we can practice 
a a e conversations where we think together with 

owever, real dialogue is only possible if we 
embrace a= a belief that conversation should be back and 

we believe that meaning in conversations    

    

‘ould b e mutually constructed and not top-down, the 
habit of dialogue is possible. 

A belief a e cn ae should be back and forth is 

& Il sac aes adopt the other Better Conversations 

ae as cual, if I want to hear what they 

Be deci a . at people are going to make their 

ea out what I share, then inevitably 

ein the oo er conversation is one that is created 

aie onversation. Seeing conversation as a 
on is to live out our true respect for the 
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The pulse of a strong 

relationship involves a 

rhythmic movement 

between giving and 

taking, talking and 

listening, valuing the 

other person and 

feeling commensurately 

valued in return 

— Jim Loehr and 
Tony Schwartz 

(2003, p 81)



   

  

   

  

    
   

  

    
   

   
   

   

  

    

    
        

      

   
   

    

      
     

      

         

      

       
      

    

    

     
      

       

  

        

         
        
      

    

      

BETTER CONVERSATIONS 

people with whom we communicate. In fact, when we truly 

see others as complete human beings, and we respect them 

as autonomous people rather than objects to be manipulated, 

we almost always embrace back-and-forth interac
tions. 

As one research volunteer wrote, a respectful, back- 

and-forth conversat
ion about an important topic takes all of 

us thinking together “to get there.” During a back-and- 

forth conversation, all parties are engaged and shaped by a 

free and honest discussion. In On Dialogue (1996), David 

Bohm provides a helpful analogy illustrating what such a 

conversation might actually look like. Bohm writes: 

or image that this derivation suggests is 

The picture 

of a stream of meaning flowing among and through us 

and between us... out of which will emerge some 

new understanding. It’s something new, which may 

not have been in the starting point at all. It’s some- 

thing creative. And this shared meaning is the “slue” 

or “cement” that holds people and societies together. 

(p. 1, italics in original) 

Belief 6: Conversation 

Should Be Life-Giving | 

apter, ] posted a simple 

While I was working on this ch 

question on our Facebook page, www.facebook.com/ 

instructional.coachin
g. I asked the readers to describe 

someone they knew who was a great communicator. They 

did not disappoint me with their responses. 

Tess Koning from Lismore Diocese, New South Wales, 

Australia, wrote about her supervisor and mentor, Tonia 

Flanagan. “Tonia saw in me, before I saw them, the qualities 

of a confident leader,” Tess wrote. 

She watched me in my roles and coached me by ask- 

ing me questions that helped me discern without 

leading me. She listened to my fears, encouraged 

me to take risks. and persevere. I loved her term for 

having difficult conversations with staff as “open to 

think she is the epitome 

learning” conversations. I 

of what women can bring to leadership, commu
n 

cating through understanding people at a more 

emotional level. 

CHAPTER 2. THE BETTER CONVERSATIONS BELIEFS 

Denise Sh | her fone neehay from Canberra, Australia, wrote about 

| c econdary school coordinator, 

who “always listens, always smiles, al ‘dealm” Denies ; s, always is calm.” i 

wrote about one occasion, when * mer Denise 

‘ Prinary school teacher asked if a high school stu- 
ae ae sent to the primary to do jobs is “a good 
sood fess omues and responded, “all our kids are 

a “ short, Jack never imposes, is focused 
e positive, and encourages the positiv: 

we still get the lesson behind what he says. vane 

Pare icin from Lander, Wyoming, wrote about a 

apace Pa n° elder, the late Pius Moss, with whom he 

a ne ion 5 t. Stephens Indian Mission in Wyoming 

indicate every a me nd everyor what Te was a good 
day’ no matter what the weather was even at 2 ‘ew 

on every day was a good day!!” - weeow 
-_ a Struck me about all of the comments on the 

oo on “ee wae the people who were identified sounded 

Sanyal, for example, desert her neighbor who, she i é ple, ribed her neighbor w. 

Scie genuinely interested in other people, sways anne 
oe neh auc to make connections, and always quick to 

ee : positive about other people.” The other people 
i aes listened, asked questions that made 

De cped in arial: engaged positive, encouraging, and saw 

SS eatly “s ey weren't going through the motions— 
Roy c —— other people and they communicated 

.. pe ed them. They believed, whether they real- 
ae : : at conversations should be life-giving. 

a im neve conversations should be life-giving, I go 
will lone one expecting that my conversation partners 

Be crienced Fe conversations feeling more alive for having 

I occe in comes m. People usually feel better when they 

ek dens an ssations about topics that matter, and when 

ae care and acted upon. Furthermore, when 

Hevelop, ; ee ot set and achieve goals, a real bond 

| Bendshins . 7 * ection can grow, and important life- 

che : ake root. 

7 eile Harris was an instructi Besaching in Boa ional coach on our study 
verton, Oregon. When I interviewed her 
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for my book Focus on Teaching: Using Video for High-Impact Jane's perspectiv. 

Instruction (2014), she told me that one of the best outcomes tried to create a sett ng for the conversation where he and 

of participating was the relationships she developed with Jane could discus the pool colaboraively He would have 
ons re elton she develope Lee shared his opinions e Seno! collaboratively. He would have 

Molzcan, Jenny MacMillan, and Susan Leyden. “There 1s 2 shared them in a or hat cncoateeed Jame to reciprocate 

bond that I share with everyone in that group that I don’t and. share her opinions a a concerns st a8 clearly. He and concerns just as clearly. He 

share with anyone else,” she said, adding --- a , 
ave encouraged Jane to talk because he trul y   

  
believed she wo 

: : . 

uld hav: i 

Having video to review and talk about took every- 
Through the Soe. nee worthwhile to share. 

Human conversation 's thing deeper. You're talking about what you are 
supervisor would h . orth flow of conversation, the 

the most ancient and doing as a person, and it’s like therapy: We really 
solution, encouragi ave striven for a mutually constructed 

easiest way to cultivate hammered through some personal and philosophi- 
out ging Jane to share her thoughts and i 

the conditions for cal thoughts. I know that -£ Lever, ever had some sort 
ut next steps for her school. If he trul mid ideas 

change—personal 

; ’ 

Better Conversations 
Beli 

ruly embraced the 

change, community 
of conundrum or dilemma related to work I could 

Ged with th s Beliefs, he would not have been sati 

and organizational 
call on any of these women and they would listen to 

conversati e conversation unless both he and Jane left the 

change, planetary 
me and try to help or coach me. We still get together 

ed — empowered and committed to movi ° 

change If we can sit every single month to catch up and talk about work. 
positively. He would have been c ‘ ing for- 

together and talk about 

conversations 
that made lif 

ommitted to having 

what’s important to us, 

e life better. 

Every so often we have conversations that touch us so 

we begin to come alive 

deeply and so positively that they actually change our lives. FE SSe
S 

Margaret Wheat
ley 

(2002, P. 3) During those interactions, we are almost always deeply 

engaged in what is being said. When we care about what 

oe 
hes as equals, we are more likely Knowing what we believe about conversations is i 

because when our belief. versations is important 

S are inconsistent with our actions o 

others say and respect © 

ond ours NE eat en eS “ people might rightfully quest 

When those we talk with hear what we = saying 
beliefs have been identified . fo our authenticity. Six 

mcd Conversati 
as foundational to th 

others about important 
topics, 

Swin, tion approach to interaction. Those helicfs veer 

g: 
. 

are the 

when we think together with 

and when we feel affirmed by those with whom we talk, we 

usually feel energized. At their best, conversations help us 

better understand what matters, what we need to do, and 

why we are the right person for doing what needs to be 

done—and that usually means we are more enthusiastic 

about taking on whatever challenge life brings Us- 

   

  

    

way of interactin. sho 
other people. g shows that we see the value in 

        

     
      

  

   

    

. I want to hear what others have to say means that 
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Revisiting Jane and Her Supervisor 
. I beli 
eS" People should have a lot of autonom 

Baently en recognize that (a) not giving choice fr . 

genders resistance, and (b) since we def e- 
ine 

who We a 

re by the choi 
i 

ce 
. 

choice is dehumanizing 
Ss we make, taking away 

How would Jane’s conversation with her supervisor, men 

een different 

tioned at the beginning of this chapter, have b 

if Jane’s supervisor had adopted the beliefs inherent in bet 

ter conversations? 
He would have seen Jane as an equa 

fessional 

deserving respect and acknowledgment 
as @ pro 

Jane in a nonjudgmental 
wayr 

He would have listened to 
: 

perhaps starting the conversation 
by ensuring he understoo® 

    

  

    

            

        

4. I don't j 
ud esecve. Be others means that when I interact or 

ist the temptation to diminish others 
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ments. When we judge others, 

through critical judg 

we put ourselves one-up and put them one-down. 

rsation should be back and forth 

means I go into conversations with humility, open to 

learning, and ready to discover that I might be 

wrong. When I embrace this belief, I don’t silence 

myself, but I speak in a way that makes it easy for 

others to say what they think. 

ation should be life-giving means 

that I expect conversation to be energizing, affirma- 

tive, and generative. f usually should feel better after 

having had a better conversation. 

5. I believe conve 

6. I believe convers 

GOING DEEPER 

I could not have written this book without the research 

and thoughts of people like Michael Fullan, David Bohm, 

Edgar Schein, Margaret Wheatley, Peter Block, and Paulo 

Freire. Since those authors are mentioned in other parts of 

this book, I won't write more about them here—but to get 

a deeper understanding of the beliefs behind better con 

versations, readers would “be wise to read their works 

with care. 

If you are a leader in any capacity (and just about every” 

one in a school is a leader), I suggest you take time to 

understand Edward Deci and Richard Ryan’s Self- 

Determination Theory (SDT). Their website, selfdetermina 

tiontheory.org, provides many accessible articles that will 

give you an overview of their work, and in my opinion Dect 

and Ryan’s Why We Do What We Do: Understanding Self- 

Motivation (1995) should be required reading for anyone 

who leads in any way. 

I was so impressed by Robert Sutton’s Good Boss, Bad 

Boss: How to Be the Best . . - and Learn From the Worst (2010) 

when it came out that I wrote a series of colu 

blog, radicallearners.com,
 ab 

apply in the classroom. Sutton has written many 

books, and I’m especially grateful for his insights 

power corrupts our ability to communicate with empathy: 

  

mns on my 

out how his ideas of leadership 

helpful 

into how 
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Shane L ’ j You Want fo rvourelf and D Hope ool) Create the Future 
i ers (2013) is the b 

eno that ee found. Shane is a smart, “harnine ion 

Pee an us research-based, accessible book gives us 

howe Be ‘ an stories for understanding and talking abo , 
. s research on voice and en i " 

s oxmemely important, and you can find some of nas 

st es simply by searching the Internet for “Sh “open, 
allup, Engagement.” ane Nope? 

Finally, speakin ; g of better conversation s, I 

7 wey chance I get to talk with Russ Quaglia whe weote 

a ores The visirument of Change (2014) with Michsel 

; . Russ is always engaged, alwa * 
: , s 

aan fun, and his book should be tead'by anyone are 

Pe i s time with children in any capacity. His sin le, we 

ea—that students should have a real voice in thot eir 

learning—needs t . 
o be given car . 

and policy makers. & eful attention by educators 
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Building Trust 
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is about 

  

     
  

  

        

  

  

BUILDING TRUST 

         

               
       

    

There is no way to lead schools successfully without laying the foundation chon, ing 
building, establishing, and maintaining trust within 

foranyrelationship 4 
and across the many and varied constituencies they 

: __—= oN stewardship ) serve. With trust, schools are much more likely to ben- 
So ‘\ , f efit from the collaborative and productive efforts of 

by through demonstrating throug 
their faculty and staff, which in turn help generate the 

demonstrating | | | ° cee ” results for students that educators yearn for. others | 
e Communicate —Megan Tschannen-Moran (2014, pp. ix-x) 

reliability competance } e Give others 
ZA 4 ce | creer You cannot be an effective coach if you do not have the 

- = 

e , | | | Listen 
trust of the teachers. They need to see you as a person ° Safety ° Underpromise/ ras dge * Demonstrate who supports them. My motto is “I am a teacher first 

produced overdeliver © Credibility empathy — 
and my job is to support and inspire teachers to be 

by honesty e ey no e Show pose 
learners.” I can’t do that if I do not have their trust 

and ° ae attentio transparency organizational « Be vulnerable and respect. rituals    
     

   

    

  

   

  

—Candace Hall, Instructional 
Coach, Richardson, Texas 

Fe: a few years now, I have written about the power of Video to improve Practice (Knight, 2014). My col- leagues and I at the Kansas Coaching Project have field- tested the use of micro cameras, like iPhones, to improve leaching with instructional coaches from Beaverton, 
€g0n, and each of them tried out cameras with the achers they coached. 

ie te te 

    

    



   
   

   

  

   

   

   

    
   

  

   
   

          

   

    
    

        

   

   

188 —- BETTER CONVERSATIONS 

the 
When I tell audiences about the Beaverton eee Y 

ion: “How did they ge ays ask one question: he 

soos to be video recorded?” People hearing po an 

coaches always worry that the teachers in their Rey ve 

be hesitant to be filmed. So I asked the oa ow 

ou get teachers to agree to be recorded? Haan ead 

asn’t much help. “We just asked,” the coaches , 
Ww 

chers agreed.” 

me When we eked a little more, however, they nares 

helpful. “The reason the teachers agreed, they an 

h \ trusted us. When people refuse to be video a 

hecumera isn’t the issue. The issue is met nee a 

’ t to be recorded. st you, they wont wan 5; ia 

added, “The reality is that if they don’t trust you, No 
. . . 

ay.” 

is going to happen anyw d 

oe hat the coaches told me was born ou by whet mn 

nducted wha and I found when we conduc 
the Cieat Coach Study.” In 2009, eight researchers a 

I a to Florida to learn about the characteristics a 

tandin coaches. We interviewed teachers, Pen 

soaches, and coaching supervisors in settings where 7 na 

; e having a big impact. One of our major findings oa 

the best coaching happens when teachers trust co. : 

When there isn’t trust, not much learning he od 

f so many of the t stands at the heart o a 

th thappen in schools. When teachers trust cone 4 

° 
n 

ingful improvements can happen. When Sm _ a 

teachers, real learning can happen, and when e e yone va 

the principal, schools can be wonderful Place’ ba a 

is also essential in our community, In our . oe . a. 

most personal relationships. When trust exis i ae 

ing, joy, and love. When trust does not exist, ther 

m " , : . . . . 

inertia, and fear. Trust is just that important 

        

  

                      

      
      

    
   

i i Green, 
the trust equation described by David Maister, Charles 

     

         

      

    

    

         

i ction: 
They suggest that trust can be expressed as a simple fra 

credibility, reliability, intimacy 

2 
self -orientation 

    

er 
As with all fractions, the larger the oe 

larger the number. Therefore, the more cr 

  

d was 
One of the first descriptions of trust that I encountere 

(00). 
d Robert Galford in their book The Trusted Advisor (2000) 

an 

happened’” 
People mak 
mformation 

   

  

   

       

  

ator, the 

reliable, the Sense that one can depend on 
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and intimate we are with other people, the more people will trust us. The more we are focused on 
the less people will trust us. 

Credibility, the authors write, “isn’t just content exper- tise. It’s content expertise plus ‘presence,’ which refers to 
how we look, act, react, and talk about our content” (p. 71). 
We have to know our stuff, and others need to kn 
we know our stuff. 

ourselves, however, 

ow that 

Reliability, the authors write, “is about whether clients think you are dependable and can be trusted to behave in 
consistent ways... Reliability is the repeated experience of links between promises and action” (p. 75). When we are 
reliable, we do what we Say We are going to do, and we don’t make promises we can’t keep. 

Intimacy, the authors write, “is about emotional close- 
ness ... People trust those with whom they are willing to talk about difficult agendas (intimacy), and those who dem- 
onstrate that they care (low self-orientation)” (p. 77). 
Intimacy may be a slightly distracting term since it has so 
many different connotations, but the authors’ point is that when we are intimate with people, we share our lives with 
them, and they share their lives with us. The less we hold 
back, the more trust there will be. 

“There is no greater source of distrust,” according to 
Maister, Green, and Galford (2000), “than advisors who 
appear to be more interested in themselves than in trying to be of service to clients” (p. 80). They add, “Self-orientation is about much more than greed. It covers any thing that keeps us focused on ourselves rather than on our client” 
(p. 80). If our interactions are all about me, 
800d chance you won't trust me. 

Many others have offered frameworks for understand- 

there is a very 

ing trust. Megan Tschannen-Moran in Trust Matters: Leadership for Successful Schools (2014) identifies five facets of trust: (a) benevolence, “the confidence that one’s well- ns or something one cares about will not be harmed 
y the person in whom one has placed one’s trust” 

(Pp. 21-22); (b) honesty, the belief that “the statements 
someone] makes are truthful and conform to ‘what really 

(p. 25); (c) openness, the “process by which 
e themhselves vulnerable to others by sharin 
, influence, and control” (p. 28); (d) reliability, 

another consistently” 
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(p..33); and (e) competence, “the ability to Pe a 

‘e x ected according to appropriate standards” (p. a 

° “Stephen R. Covey, in The Speed of Trust: ve On . g 

That Changes Everything (2006), identifies ve a se 

he sees as essential for building trust. : s ° en by look. 

lengthy (13 behaviors long!), a lot can . < ree er them 

ing over all the behaviors, so I have inciu 

below. 

ich “i i tion... it means 
traight, which “is honesty in ac 

" two ‘hinge: to tell the truth and leave the right 

impression” (p. 137). 
cca 

2. Demonstrate respect, which involves two - 
. dimensions, “first to show fundamen‘! i ct er 

people, and second, to behave in ways 

strate caring and concern” (p. 145). 

3. Create transparency, which “is about being open. 7 

. about being real and genuine and telling the 

a way that people can verify” (p. 153). | 

4. Right wrongs “is more than simply POO Ne S 

| about making restitution. It’s making up an i i 

whole. It’s taking action. It’s doing what you 

correct the mistake” (p. 159). 

i “ dimensions: giving 
_ Show loyalty involves | two q 

° areal to others, and speaking about people as thoug 

they were present” (p. 166). 

A 
4ost b- 

6. Deliver results is accomplished wen Pee nnd 

i track record of results. Get th 

done Make things happen. Accomplish what 

were] hired to do. [Are] on time and within r AS 

Don’t overpromise and underdeliver. Don 

excuses for not delivering” (p- 176). 
oe ae 

7. Get better “is based on the principles oe pal a 

improvement, learning and change Lee We 

see you as a learning, growing, re new ae 

son...they develop confidence in yo 

succeed” (p. 178). 

i issues 

8. Confront reality “is about taking the tough 1s 

, ell as 
head-on. It’s about sharing the bad news a on 

the good, naming the ‘elephant in ¢ 
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addressing the ‘sacred cows,’ and discussing the 
‘undiscussables’” (p. 184). 

9. Clarify expectations “is to create shared vision and 
agreement about what is to be done upfront” (p. 193). 

10. Practice accountability has two key dimensions. “The 
first is to hold yourself accountable; the second is to 
hold others accountable” (p. 200). 

11. Listen first, which “means not only to really listen (to 
genuinely seek to understand another person’s 
thoughts, feelings, experience, and point of view), 
but to do it first (before you try to diagnose, influ- 
ence, or prescribe)” (p. 208). 

12. Keep commitments is “the Big Kahuna” of all behav- 
iors. It’s the quickest way to build trust in any relation- 
ship ...[and] its opposite—to break commitments 
or violate promises—is, without question, the quickest 
way to destroy trust... when you make a commit- 
ment, you build hope; when you keep it, you build 
trust” (p. 215). 

13. Extend trust “is different in kind from the rest of the 
behaviors. It’s about shifting from ‘trust’ as a noun 
to ‘trust’ as a verb... It creates reciprocity; when 
you trust people, other people tend to trust you in 
return” (p. 223). 

In No One Understands You and What to Do About It 
(2015), Heidi Grant Halvorson offers another perspective 
on trust. She explains, first, that the root of our experience 
of trust 

lies in humans’ distant past, when determining 
whether another creature meant you harm was pri- 
ority number one, all day, every day. In the modern 
era we worry less about our physical safety (though 
we do still worry about that, too) and more about 
whether new acquaintances are trustworthy. (p. 66) 

For that reason, Halvorson writes, people are interested 
basic concerns when they consider whether or not they 

can trust someone. Halvorson writes, “Studies suggest that 
in order to figure out whether you are trustworthy, others 

19] 
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. r to two Trustworthy Traits Untrustworthy Traits 

analyze your words and deeds to find the answe . ; 

* Focused on solutions e Focused on problems 
questions: 

e Doesn’t whine e Whines 
. : d me—are you a d intentions towar 1. Do you have goo 

e Nonjudgmental e Judgmental friend or foe? 

  
  

  

  
    

         

  

           
      

      
             
      
         

        

  

         
    

                  
  

. oo ¢ Has lots of good, long-term e Lacks good, long-term Do vou have what it takes to act on those intentions? friendships friendships 2. ( ” én 

e Fair-minded, transparent e Cheater . cipants ¢ Isn't afraid to be vulnerable e Never shows vulnerability 
I got another perspective on trust by asking ne ee an e Avoids being late e Careless of others’ time 

8 ication study to reflect on books, in our global communi d identify the characteristics of char- e Puts forth clear, solid effort ¢ Puts forth minimal effort 
j iden sion shows, or movies an ho were not. The e Doesn't seek glory © Seeks glory 

orthy and those w. acters who were ee ont They wrote about watching ¢ Takes self lightly * Cannot laugh at oneself volunteers cid vie or shows as The West Wing, Momma Mia, e Uses anger appropriately ° Gives full vent to anger 
i Vies 

- 
; 

such varied Ps ch, EX, Austin & Ally, and Lost. Others con: e Displays an open, guileless face | Displays a closed demeanor 

j es, y 7 . : ° 
. 

; the vt book, like The Shack and To Kill a Mockingbird. Zach e Empathetic ° Lacks empathy 
i 00. "4: sidere ompleted the Looking At: Building Trust a e Protective of others’ dignity e Does not care about von ‘cl ded at the end of this chapter. A summary i and person protecting others’ dignity | 

ich is inclu . 
wie wrote is presented in the following table. You an and person what they also analyze trust by filling out the form. ¢ Encourages ° Discourages 

can your colleagues 
*° Gracious, without agenda e Ungracious—unless they ; 

want something or are 
[rr orthy Tralts Untrustworthy Traits 

covering up tus i e Disloyal 
¢ Has no hidden agenda e Has a hidden agenda * toya dmit when wrong ~ |e Unable to admit when wrong * Allowing for others’ choice © Controlling 

to adm , 
_ ir own stuff; e Blames; cannot own their ° Reliable * Unreliable 

theiro ; ; 7 responsible stuff, irresponsible 
* Preserves the dignity of e Makes fun at others’ ; h, lies Tells the truth,evenatpersonal | ¢ Hides the trut . another person expense st 

= ¢ Speaks appropriately, isn’t the ¢ Talks too much, too loudly 
°° d e Self-focused and self-pitying loudest person in the 

e Others-focuse » Closed-minded conversation 
° Open-minded © Doesn't listen well ¢ Willing to admit when wrong e Unwilling to admit when 
e Good listener 

. 

wrong Lacks compassion e Habitually compassionate : Lacks integrity, both * Displays integrity of speech * Duplicitous ¢ Shows integrity; leads by verbally and physically * Has their stuff together e Slick ° example ® Kindin order to get sort * Makes sure people are aware ¢ Enjoys surprising people 
e Kind 

i rally unkin 
and putting them on the 

, 
otherwise gene 

. : sly, 
spot 

Dishonest, ingenuous, e Honest, genuine, transparent ° sneaky * Doesn't play games ° Player 
| * Manipulative ® Is frank without being harsh, ® Harsh, tactless, graceless 
j 

e Refuses to manipulate cossips tactful, gracious 
! 

. 
e e Doesn't gossip Taker 

* Speaks with clarity e Speaks vaguely 
. e e Giver, generous without 

* Engages others e Engages others to get their 
strings attached aossy 

way e 

= 
Respectful of others _ : -
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Trust is vitally Fae oe nt iene ° sew Soro 

i er to conclude er 
ae aae saworthiness (and the costs of failing to do *°) 

oe ch rmous” (p. 66), and Tschanen-Moran stated in a 

at eview for “in conversation,” a publication oo ne 

Ontario Department of Education, that trust is one ° a 

few variables that educational researchers ave ee deat 

outstrips socioeconomic status as a pre < t both aver 

achievement” (p. 7). At the same time, trus ined 

complicated concept and a very simple one nna 

because as the various authors cited above s we smell 

be described in many ways. But it is also re ye a 

because usually when we hear others say, 4 j a 

trust him,” we have a very clear understanding 

they mean. 

Trust Factors 

Based on a review of the literature, my opens works 

ith educators from six continents, and ee om 

volunteers in our study, I have identified five trust fac ‘ a 

character, competence, reliability, warm’ a stews 

ship. Each of these characteristics is describe 

CHARACTER 

If we want to be trusted, we need to be people 7 val 

acter, who live in ways that others consider e ny : Oe 

in trustworthy ways, you can’t expect other cath 

you. This may seem obvious, but it mus be an a 
at, you will eventually be caught, an: a" 

wet caught, ‘rust will be destroyed, someone a Le 

foundly that you will never regain it. The first p 

ing trust is to simply be an ethical person. nchavior oa 

The reason why honesty and ethical 7 nO ont 

important for building trust is, as Heidi Grant Ha Oe 

itten, that one of our first thoughts when w cavi 

whether we should trust someone is whether or ae “i a 

our best interests at heart. Halvorson writes, vationshipal 

know if other people pose a threat to us—to our 7 a 

to our careers, to our overall happiness and i . a 66). As 

you going to make trouble for me? We won 
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one of the participants put it a bit more directly, know whether or not they are going to screw me over,” 
We trust people when we know they want us to suc- ceed, and when they mean us no harm. In Integrity: The Courage to Meet the Demands of Reality (2006), Henry Cloud describes the kind of person that most of us would consider trustworthy: 

True trust comes when we realize that another’s goodness, and being for my best interest, is not dependent on anything. It is just a part of that per- son’s integrity. It is who that person is, the kind of person who wants the best for others and will do whatever he or she can to bri ng that about. Then, there is nothing to fear. If ] mess up, you will be there for me. (p. 83) 

Honesty is critical for trust because once I realize you are dishonest, I can never be safe with you. Also, when people choose to be dishonest, almost always they are choosing something better for themselves than for others. People lie to get something that they might not get if they are open. Participants in our study saw honesty as a critical part of building trust. One instructional coach 
many participants when she said, 
myself on more than anything el 
always pretty, but it is the truth. People may not like what is said, but they appreciate that it came from a place that Was not malicious or fluffed up. There is nothing like being told you are amazing only to find out you are average.” Dishonesty, of course, has many faces. Little white lies are lies just the same. Flattery is a form of dishonesty (again, often done to get something from someone). Withholding information is a form of dishonesty. Gossip, too, is a form of dishonesty. When people gossip, their actions show that What they say in front of one person is different than what they would say in front of others. Gossips are duplicitous, Which is to say, untrustworthy, and as instructional coach Sarah Aguilar wrote, “I do not trust someone that I hear all the latest gossip from.” 

One way to demonstrate ch 
‘nt. Megan Tschannen-Moran 
€r term for transparency, 

spoke for 
“One of the things I pride 

se is my honesty. It is not 

aracter is by being transpar- 
(2014) writes that openness, 

“means the disclosure of facts, 

“T want to 

One of my strengths is 
my honesty and 
trustworthiness It has 
taken 13 moves, a 
divorce, a child, a new 
marriage and two 
deaths in my family 
over the last few years 
to make me reaily 
reevaluate myself It 
has been those 
obstacles that | have 
overcome that have 
helped me empathize 
with others ina 
nonjudgmental and 
honest way | don’t 
willingly offer up my 
Past, but when 
speaking to others in 
hard conversations, it is 
then that they truly see 
that! am coming from 
a place of honesty and 
with that builds trust 

~Sarah Pankonien, 
instructional Coach, 

Richardson, Texas 

 



    

  

   

    

    

     
    

        

   
    

  

   
    

   

        

   
   

  

The only thing you 

have is your reputation 

Make it count 

—Sarah Aguilar, 

Instructional Coach, 

Kenosha, Wisconsin 
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alternatives, intentions, judgments, and feelings” (p. 29). As 

Carol McBroom wrote on her reflection form, “I don’t want 

people to wonder what I am really thinking or what hidden 

agendas I might have. I want our conversation to be one 

where both of us feel comfortable and feel our thoughts are 

heard.” Transparency, Henry Cloud (2006) writes, is a char- 

acteristic of effective leaders that has two aspects. 

They are transparent in that they let the reality of 

where they are and the situations be known. We can 

only ultimately trust people who are being real with 

us. But part of that is transparency not just about the 

facts, but about themselves as well. We need to see 

their vulnerabilities, and how they are feeling about 

things. We also need to know about their failures, 

and times when they haven't gotten it right. That 

helps us to follow them. (p. 95) 

If we withhold information from others, they will be 

reticent to put their faith in us, likely wondering what it is 

that we are holding back. To engender trust, we need to do 

our best to be as transparent as we can. In some situations, 

we will certainly need to keep information private, such as 

if we are on a hiring committee. In general, however, the 

more open we are, the more pedple will trust us. 

Other aspects of character build trust, but many of those 

are described in the other characteristics in this chapter. Not 

the least of these is reliability. 

RELIABILITY 

Reliability is also an essential characteristic of trustwor 

thiness. Whatever our role, if we want people to trust Us, 

we must be careful to deliver what we say we will deliver, 

to meet when we say we will meet, and to keep our pron 

ises. Sarah Aguilar described it this way. “Reliability is 

crucial. If you say you will be there, be there. It takes a lot 

for a teacher to share control of the classroom and, if you 

have gotten your foot in the door, do what you can to keep 

the door from shutting.” 

Maister, Green, and Galford (2000), who identify reliabil- 

ity as one the three critical positive factors for building trust, 

write that reliability “is about whether clients think you am 

  

  

dependable and can be truste ways ... it has an explicit actio 
Ula ae intention and action’ 

) describes how important reliability is in schools: 
The sense that one can 
tently j 

come through for them wh en i characterize the relations 333) rust wal net 
hip. (p. 33) 

One : . 
promise ne, to increase reliability is to be careful not 

much. For many edu 
agree to anything in the hopes of macnn mation is 
ment along. Although well intended 

promise and overdeliver. 

teported that their 
Pan i konien wrote on her reflection form: 

Last year I tri ried to do it all— a 
teacher, assessment te Specialist, classroom stretched to the gill am member, etc. I was 

s. I : . 

trades, but a master of aa becoming a jack-of-all- re. ! none. This year I have h e i‘ : aw things off my plate. My focus on instruc. eachers on the campus will be my first 

To find i about a the time to be reliable, we need to be intentional € use our time. For most people, this does not 
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d to behave in consistent 
Nn orientation. It links words 

n” (p. 74). Tschannen-Moran 

to 

to 
opes of moving school improve- 

, this is a potentially 

Its better to be super 
reliable to a few than 
semi-reliable to many 

~ Lindsey Meyers, 
instructional Coach, 

Richardson, Texas 
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| recently moved into a 

new office on campus, 

and as | unpacked, | 

hung up a poster with 

the quote by Eleanor 

Roosevelt, “Great 

minds discuss ideas, 

average minds discuss 

events, small minds 

discuss people” This is 

to serve as a constant 

reminder to myself to 

think about what | say 

as well as the 

conversations in which 

| participate | don’t 

ever want to alienate 

others by displaying a 

lack of character or 

reliability 

—Alison Duty, 
Instructional Coach, 

Richardson, Texas 

BETTER CONVERSATIONS 

mean that we need to buy a new planner or app and “man- 
age our days better.” Most people look at their calendars 
and simply don’t see any free time to do what they want to 
do. To be more reliable, we need to find more time, by either 
cutting out parts of what we do—resigning from commit- 
tees or other activities that take a lot of time—or establish- 
ing boundaries—for example, coaches might limit the 
number of teachers they work with in a week. 

Another way to become more reliable is to adopt orga- 
nizing rituals—little routines you build into your life to 
help you be more reliable. For example, a principal might 
set aside time at the start of each day to identify the most 
important tasks she must implement that day. Similarly, a 
teacher might review the list of her students at the end of 
each week to consider what she needs to do to encourage or 
support each student’s learning. 

Carol Fancher wrote that she had to use a lot of tools to 
ensure that she was reliable. She wrote, “In order to do my job 
well, I’ve had to learn organizational techniques—and become 
the master of my Google calendar with reminders all day 
long for important things, as well as simple tasks.” People 
want to know that they can count on you to do what you said 
you would do. However, they also want you to deliver on 
your promises. To do that, you have to have the skills neces- 
sary to help people (children or teachers) to meet their goals. 
And for that to happen, you have to be competent. 

COMPETENCE 

One of the factors that increases trust is competence. We 

trust people who know what they are talking about and 

who deliver on what they promise. Students will be more 

inclined to trust teachers who provide the instruction and 
feedback they need to succeed. Teachers are more inclined 

to trust instructional coaches, for example, when those 

coaches can help them meet their goals and reach more 
students. Principals who want to have helpful conversa- 

tions with teachers around an instructional framework 

need to have a deep understanding of that framework. 
Heidi Grant Halvorson (2015) explains that warmth 
(described later in this chapter) and competence are both 

essential for trust: 
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may not be trusted” (2014, p. 35). 
Competence is di 

assessi i ng teaching, for example, they need to know with i 
. 

e 

that program inside out. 
To improve, educators sh 
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Competence to me 

means putting your 

money where your 

mouth is. Be ready to 

do what you ask of your 

colleagues, and know 

how to show what you 

are talking about Talk 

and no action will not 

lead to a successful 

coaching relationship, 

and trust will definitely 

not be built 

—Sarah Aguilar, 

Instructional Coach, 

Kenosha, Wisconsin 

BETTER CONVERSATIONS 

math pedagogical knowledge. I toe been a coach for one 

i ng way to go. 

a orf aa natenee & vnmunicating that you ae ne 

t nt In my experience, the most important wey oe wt 

is to e forward respectfully and with confidenc os 

cons antl call attention to what we don’t know, our ¢ o 

Knowledge will be what people notice. I don't think we 

should be deceptive, ever, and we shouldn't BY we ne 

don’t know, but we shouldn’t be overly rae 

ve inouine for a second a gifted young pianist we ee pe 

i kes a mistake. 

oa sey for ther js to olay through the mistakes yaa 

valline ttention to them. Most of us won’t notice the few 

vaste . that are made, and we'll enjoy the performance 

aan more. In the same way, I think we can conn 

wate confidence by playing through our few mistakes an 

ro Cant Halvorson (2015) gives many suggestions 

ways we can communicate competence. We sh 

snake eve tact. We should demonstrate that we have wil 

ewe "We should balance out communicating our Ta 

ence a 4 skills with humility. We should never be de 3 

sive Ne doubt those strategies help us look competent * 

I think the best strategy is to use all the suppor ie =e 

to get good at what we do. To really look like we 

nt. , 

ely en unportant pant of competence is oa “a 

ble One important way that principals, Stil 3 

lopers, and educational researchers can s ay chal 

oot ond ' time teaching lessons that employ t e ng 

seg the share. This most frequently ie a 

teaching: modeling lessons. The closer leaders a ; 

“inssroe 1 the more competent and credible they ye a 

nother way to be credible and competent 1s a ae 

alk the talk. If principals think teachers a ‘ate tow to improve their practice, the principals $ i. 

doing that. If teachers want students to hand in 

Our credibility is demonstrated °y wy unions 

in others’ shoes. When we c earl 

orspectives, we'll have more credibility. If peop 

credible, they'll be more likely to trust us. 

le see us a5 

  

f 

hat it is like 
and others: they see good that we can’t 

Municating that we have 
and that they are valuable. 
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WARMTH 

We trust people when we feel safe with them and when they don’t threaten us. So , it follows that we are more inclined to trust people who are nice. A snarly man or woman who intimidates us is not likely a person who will inspire trust. This is import ant because we usually are not aware when we are decidin & whether or not we trust some- one. Halvorson (2015) writes, 

The decision to trust is made almost entirely uncon- sciously and is based on the extent to which you project warmth and competence. Warmth is a signal that you have good intentions toward your per- ceiver; competence signals that you are capable of acting on those intentions. (p. 84) 

We know we can trust so 
best interests at heart—that 
about our well-being. Many of the habits and beliefs in this book, if taken to heart and lived out, will demon- strate that we really do care. When we listen and dem- onstrate empathy, when we really want to hear what others have to Say, we show that we care. When volun- teers in our study described people they trusted, often they mentioned that the person they trusted listened to them and cared. Sarah Pankonien, for example, wrote the following: 

meone when they have our 
is, that they genuinely care 

Someone that I trusted implicitly was my grand- mother. She was someone that | could tell anything to and she would first listen—then relate. It always made me feel as if she had been in my shoes, even if she hadn’t been, and she validated my concerns. Her empathy and love was unconditional, and she always made time for me. 

Validation, a trait that Pankonien mentions above, is €t way people can demonstrate warmth. We trust € when they see the good in us, and especially when 
see. We validate others by com- 

faith that they are good people 

A person trust is Dave 
Cawthorn—my 
father—t know that he 
always wanted what 
was best for me and all 
others he met He was a 
man of his word and 
meant what he said He 
Was not afraid to have 
hard conversations 
that are a requirement 
of trust, but he always 
spoke ina caring 
manner Most 

importantly, his 
interactions with 
others showed a 
positive pre- 
supposition for those 
he dealt with This 
enabled him to focus 
on their strengths and 
resulted in positive 
interactions 

—Carol McBroom, 
Instructional Coach, 

Richardson, Texas 
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| think warmth goes 

beyond being an 

effective communicator 

and being trustworthy 

Like an effective 

teacher ina classroom 

who takes an interest in 

his or her students’ 

lives outside the 

classroom, coaches can 

show warmth by simply 

asking abouta 

teacher’s weekend, how 

their birthday party 

went, how their child/ 

children are doing, etc 

This demonstrates 

warmth, compassion, to 

a teacher and goes a 

long way in helping to 

develop trust 

—Craig Wisniewski, 
Instructional 

Coach, Newington 
Public Schools, 

Connecticut 

  

The opposite of validation is judgment, which I have 
discussed in many parts of this book. Many of the volun- 
teers on this study reported that they knew they had to stop 
being judgmental. The problem is that when we judge 
people, we cut off any chance for intimacy, and decrease the 
chance that people will trust us, because judgment sets us 
up as better than the person we judge. This is not to say that 
we shouldn’t gather data or evaluate, but judgment is when 
we observe and then directly or indirectly make a negative 
statement about someone’s character or competence. 

The Habit of Being a Witness to the Good is a powerful 
way to validate others. This is not to say that we hide from 
the truth, but just to say that when we notice something is 
going well, we mention it in a nonjudgmental way. Being 
a witness to the good is usually positive for the giver of 
the good news as well. Lou Sangdahl writes that 
“Witnessing the good is fun, and I love sharing or posting 
the great things I see people doing.” Similarly, Candace 
Hall writes, “Relationships are works in progress, a bit 
like a roller coaster. You celebrate the positives and nega- 
tives. It’s a vital part of an instructional coach’s job.” 

A final way people demonstrate warmth is through vul- 
nerability. Many of the volunteers stated, as Candace Hall 
wrote on her reflection form, “No one is perfect, and rela- 
tionships are hard work and you have to be vulnerable 
sometimes.” By being vulnerable, we make ourselves 
approachable and we show that we are like others. 
Vulnerability creates intimacy, one of the factors that 
Maister, Green, and Galford (2000) identified as essential 
for trust. Intimacy, they write, “is driven by emotional hon- 
esty, a willingness to expand the bounds of acceptable top- 
ics, while maintaining mutual respect and by respecting 
boundaries” (p. 77). 

STEWARDSHIP 

When we adopt a stewardship approach, we foster trust 
by putting others’ interests ahead of our own. I was intro- 
duced to the concept of stewardship in Peter Boe Stewardship: Choosing Service Over Self-Interest (1993). In i book, stewardship has many meanings, but among them 1s 

    

tion t 
ir 

ue von, an selves (p. xx). “The underlying value” 1p, Block writes, is about ” i mitment to service” (Pp. xx). MEE In large Part, w , We can demonstrate st Ip si 

, 
Stewardship simp] a rot being self-focused. For this reason, we must ensure conversations are not “all ’ about me” but all ab everyone in the conversation. We need to listen much more 

much more likely to trust them. We demonstrate stewardship by genuinely expressing 

Ee 
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ilove my Job and my 
school—because of our 
faculty We are very 
close-knit | discovered 
years ago that teachers 
often need a shoulder 
to cry on or someone 
they can vent to They 
know my door is always 
Open and they're 
always welcome 
Sometimes being 
vulnerable or 
Personally transparent 
is hard for mée—but ve 
had several family 
Struggles that! felt | 
couldn’t pretend 

weren't happening, and 
when | was Open about 
them, | was the receiver 
of warmth and support 
We're alt vulnerable 

—Carol Fancher, 
Instructiona} Coach, 
Richardson, Texas 
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I truly admire our teachers and the magic they per- 
205 conversati form. The first year I was instructional specialist, I was this world abe nope you will too. Together, we can make able to be in many of their classrooms—and was Place to have a conversation, amazed at all the wonderful teaching going on. I made Betti 

it my mission to get the word out to teachers and ettin Q B ette spas 
administrators so that we could learn from one another. rat Build (ng Trust 
My role is to support—and I have never desired to be To get better at buildi in the spotlight. It’s just not my personality. I get the mean by trust, j most pleasure from being able to help others. i i 

  . 
TO Trust: Pu ttin 9 It All To ge ther 

you. seking Back: Building Trust form is designed to hel and untea he trust in your life by writing about trustworth Better conversations are difficult without trust. When peo- in Stworthy People you have known and b r Y ple in conversations trust each other, they share their 6 you to make de Y Prompt- thoughts openly without fear. When people don’t trust each 
other, their conversations can be cautious, empty, even frus- 
trating and dehumanizing. As I’ve heard more than one you analyze trust and the absence of trust wh person say, trust is like the air we breathe. We don’t notice 
when it is there, but when it is gone, everything stops. 

One of the most powerful ways to build trust is to 
. . with we - erson. al adopt and apply the Better Conversations Beliefs and rou * 8roup, but it is especially interesting to use with « Habits. If we believe in equality, autonomy, nonjudgmen- 6 Th, Looki ma talism, and that other people all deserve to be heard, we © Looking Ahead: Building Trust for Il buj ; : help you plan to imp] i can be used to will build more trust. And when we listen, find common charact mplement the factors that influence try k ground, build connections, redirect our toxic emotions, €t, Competenc st— 

and demonstrate empathy, we also build trust. Each habit 
or belief reinforces the others. Empathy helps us be better 
listeners, and when we listen we connect and discover 
what we hold in common with others. 

These are not small changes to make. To become a better 
listener, just to take one example, can require a lot of plan- 
ning and practice. But we can get better. The experiences 
reported by many of our volunteers demonstrate that, and 
your experiences can prove it to you. 

Getting better at conversation is extremely important 
work. When our conversations improve, we improve at 
work, in our community, and at home. We have more impact 
are more effective parents, and we can even be better Spouses. 
We can’t learn every habit and belief all at once, but by reread- 
ing this book, using video, reflecting, and practicing, we CaM 
truly, significantly improve the quality of our lives and evel 
the lives of those around us. I’m going to be working at my 
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CHAPTER 9. BUILDING TRUST 207 e Competence. Promises don’t mean much unless we 
can deliver, and trust develops or is diminished 
depending on how well we do the work that we do. 
We can increase our competence by developing skills, 
gaining knowledge, or by being credible. | 

¢ Warmth. Another way to encourage others to feel safe Whos Someone that you really trust? What ic; and trust us is through personal warmth. We can show | trustworthy? emit that makes them | warmth in the authentic way we listen, demonstrate | 
empathy, share positive information, and be vulnerable. | 

¢ Stewardship. The more people are focused on them- | 
selves, the less we trust them. However, the more peo- | 
ple are committed to serving others, the more we trust Who is someone you do not trust whee , them. Stewardship is embodied in a genuine focus on | them untrustworthy Ce "SUisit that makes others, the way we communicate, the way we give 
credit to others, and the simple fact that we care. | 

aaa | 
Megan Tschannen-Moran’s book Trust Matters: Leadership for | 
Successful Schools (2014) provides excellent information for 
anyone interested in building trust in schools—and shouldn’t | 
that be all of us? Tschannen-Moran includes cases, refer- . | 

LOOKING BACK: 

Building Trust | 

  

    
   

  

  

Given what you've said ab i i 

Shoulda ove, is there anything you think you Merently to be more trustworthy? : 
| 

  

ences recent research, and provides a comprehensive set of 
definitions and strategies that should help anyone build 
trust in their schools and homes. This book, along with Trust 
in Schools: A Core Resource for Improvement.(2002) by Anthony | Bryk and Barbara Schneider, laid the groundwork for much | 
that is being written about trust in education today. 

| Henry Cloud’s Integrity: The Courage to Meet the Demands | 
of Reality (2006) is a wise book that provides excellent sugges- | 
tions on how to build trust—particularly if you hold a leader- 
ship position. Cloud’s book also discusses five other character 
dimensions that are essential for leading with integrity. I have 
reviewed the book a few times as I’ve written different docu- 
ments, and I find it to be wise and helpful. 

Stephen R. Covey’s The Speed of Trust: The One Thing 
That Changes Everything (2006) is a classic work on the topi¢ 
of this chapter. Covey’s book is very helpful for making the 
case for and defining trust, and I guarantee that if you read 

what Covey has to say about the 13 trust behaviors, you 
will learn a lot about how you can be more trustworthy. 

   
       
   

      

       

  

    

 


