Teachers Giving Positive
Feedback to Colleagues

Teachers observing and supporting one another can be a
powerful tool for professional growth. The way feedback is
framed during these activities can make a big difference.
Peer feedback is most effective when it fosters collaboration
and shared learning rather than judgment or evaluation. In a
previous blog, I explored the difference between peer coaching
and peer observation. In peer coaching, the teacher being
observed has directed what the observer is focusing on and has
requested the information that the observer will share. In
peer observations, the observing peer 1is deciding what the
observation 1s focused on because the focus 1is on what the
observer wants to gain. The feedback exchanged in these
settings differs significantly. Care must be taken that the
feedback 1in peer observation not be interpreted as
“supervisory” even when it’'s all positive. I have described
that the feedback after peer observation might be described as
a “thank-you compliment.” Peer coaching feedback guides
reflective dialogue and joint problem-solving.

In her book The Co Constructed School, Ann Lautrette describes
how much more difficult it is to make supporting feedback feel
non-judgmental and non-evaluative when a teacher and school
leader are working together. She supports building
collaboration, trust, and risk-taking at the center of
professional learning and creating teacher peer relationships
focused on continually improving teaching and learning.

Teachers want to make a difference. The feedback they find
most useful recognizes that commitment and, in collegial and
supportive ways, helps them do just that. (Gusky and Link)

Trying to overcome the difficulty of generating growth through
supervisory feedback is often present when administrators
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provide feedback to teachers following short walkthrough
observations. I explored this topic earlier in a podcast,
Giving Two Glows and a Grow; Seldom Generates Real Growth. As
I was exploring giving feedback with a group of teachers
leaders, their comments reinforced my ongoing thinking that
walkthroughs should be used for administrators to gain
insights and questions that are then explored in focused
observation and conversations. While principals describe
walkthroughs as a form of coaching, generally, teachers say it
isn’t. Instructional coaches often complain that when they
take part in walkthroughs, teachers see them stepping outside
their coaching roles. I believe that thought on the teachers’
is reinforce when the receive a walkthrough feedback note.

One teacher described that walkthrough feedback notes at her
school were a form the read:

I SaW.mw .
A positiVe.mmmmm .
I wonderamm.. ?

Another teacher stated their form listed two “Glows” and one
“Grow."”

Without the teacher engaging in a conversation with the
observer, it is unlikely that valuable reflection would be
generated from this feedback. I interpret this feedback as an
attempt to be safe and compliant. They are forms of the
“feedback sandwich”. Positive feedback is served as bread
and a needed improvement as the meat. While the provider of
the sandwich might feel better with the delivery, the receiver
seldom does. Growth and improvement don’t happen. While ‘I
wonder?’ is a question, most teachers hear it as a suggestion
or even a requirement for change.
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As Ann Lautrette identified, it is easier for peer-to-peer
feedback to be heard with a reflective mindset that can lead
to change, but feedback that has a ring to a supervisory tone
interferes with reflection and growth even though it is coming
from a peer. Caution and consciousness should be present as
peers give peers feedback.

A school I'm working with is designing an opportunity for peer
observations, led by a team of teacher-leaders. Following my
description of differentiating peer coaching and peer
observation, one of the teachers sent me this note.

“I was able to share with our teacher-leader team from our
conversation about peer observation vs. peer coaching and
we’ve begun drafting some simple template ideas for peer
observation. One thing that puzzled many folks (similar to the
way 1t puzzled me during our chat) was why the observer
shouldn’t compliment the teacher they observed 1in the
conversation after?”

Here is my response:

You overstated my comment a little concerning feedback from
peer observation.... a complement or two are fine... The
difference is that the focus should be more on what the
observing teacher is taking away from the observation...

For example, instead of saying:

“You had powerful open questions that encouraged student
thinking."
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or
“Your transition times were short and smooth.”

A peer observer might frame their feedback in a more
reflective way:

“The strategy you have in place for students switching between
centers made things smooth and saved time. I want to explore
if there’s a way that I can apply that with my students, even
though they are younger.”

or

“I saw students being very supportive of each other in their
groups. How did you build that practice with them?”

This approach keeps the focus on professional learning rather
than evaluation. Instead of merely receiving a compliment, the
observed teacher is engaged in a conversation that deepens
both educators’ understanding of effective practices.

Podcast: Building a Co-
Constructed School
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How can a focus on teacher agency, strategic planning, and
professional growth transform a school into a thriving
ecosystem where leaders, teachers, parents, and students
create dynamic, inclusive, and purpose-driven learning
communities? School 1leader and the author of The Co-
Constructed School, Ann Lautrette, shares her experiences,
research, and case studies that demonstrate the processes and
rewards of building a community of empowered collaborators.

Listen to the previous podcast “Guiding Teachers to Build Co-

constructed Classrooms” here.

Connect with Ann and find her books and blogs here.

Subscribe to the Steve Barkley Ponders Out Loud podcast on

iTunes or visit BarkleyPD.com to find new episodes!

Podcast Transcript:

[00:00:00.000] — Steve [Intro]

Welcome to the Steve Barkley Ponders Out Loud podcast. As
instructional coaches and school leaders, you are tasked with
guiding continuous teacher growth to create student success.
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This podcast looks to support you with strategies from
experienced guests, as well as my own insights that I’'ve
gathered over the years. I'm thrilled to have you with us.
Thanks for tuning in.

[00:00:29.620] — Steve

Building Building a co-constructed school. I'm excited to
welcome Ann Lautrette back to our podcast. Ann is currently
the Deputy Head at Taipei European School in Taiwan. She is an
author and advocate for collaborative learning environments.
In our previous podcast around her book, “The Co-Constructed
Classroom,” we explored the power of student-teacher
partnerships in shaping meaningful learning experiences. Now,
Ann has taken that work a step further with her new book, “The
Co-Constructed School,” which expands the concept beyond
individual classrooms to the entire school culture. We’'ll be
looking at how leaders, teachers, parents, and students can
work together to create a truly collaborative and empowered
learning community. Ann, welcome back to the podcast

[00:01:22.350] — Ann
Thank you, Steve. I'm happy to be back to talk about this

second book.

[00:01:25.960] — Steve

That's terrific. I went back and listened to our previous
podcast. We predicted this book at the end of our last
podcast.

[00:01:33.490] — Ann

We did. We knew it was coming.

[00:01:37.300] — Steve

So in the co-constructed classroom, you focused on teacher-
student collaboration at the classroom level. And I want to
encourage listeners who haven’t listened to that podcast to do



so. It was titled, “Guiding Teachers to Build Co-Constructed
Classrooms.” And you’'ll be able to find the link for that
podcast in the lead-in to this podcast. What inspired you to
explore co-construction at the school-wide level?

[00:02:05.890] — Ann

I think when I started writing co-constructed classroom, I was
really thinking about it with my own experience as a classroom
teacher and also aiming that work, particularly at teachers,
in terms of how they can influence the students within their
classroom. But I’'ve spent many years, 20 years, really, in
various leadership roles in schools, both in the UK and mostly
internationally. And so I think actually I've spent more of my
time almost developing my own understanding of co-construction
as a concept and then applying that within my leadership roles
in terms of really, now, in the really senior leadership roles
that I'm in, shaping the school to be exactly that co-
constructed place that I feel teachers want to work in, that I
want to work in, and also that I think is beneficial for
students and the parent community as well.

[00:03:02.740] — Steve

How do you define a co-constructed school? I'm wondering, what
would we see and hear and feel being in a co-constructed
school?

[00:03:14.200] — Ann

In the book, I specifically define it as a school where all
members of the community, so teachers, students, leaders, and
parents, all play an active role in shaping the culture. As
you mentioned before, they are involved in decision making,
and they shape the learning environment for students, but also
for, certainly in the case of teachers as a learning
environment for themselves. It’'s a place committed to
professional growth for teachers as well. The idea really 1is
to move the school away from a traditional hierarchical



leadership structure that we see in many schools, and we did
traditionally see in schools, towards a culture that is really
embracing collaboration, is built on trust, and it’s built on
shared responsibility.

[00:04:03.090] — Steve

What are the mindshifts that need to take place to move
schools further in that direction? I'm thinking probably
mindshifts at each spot, the leaders’ mindshifts the parents
as well as the teachers?

[00:04:20.300] — Ann

I think, I mean, firstly, it’s a mind shift from that sense of
control that sometimes leadership feel they need to have to
trust in the members of the community, especially the
teachers. I think leaders have to believe that teachers are
capable of making the sound pedagogical decisions, firstly, on
their own without everything being directed and dictated. I
think micromanagement this really what erodes agency and
motivation within a school. It makes it difficult for teachers
to really enjoy their working life, I think. I think teachers
close the door to their classroom and feel autonomous. So if
they walk outside and feel that that autonomy is taken away
from them, I think that that as a culture is quite damaging to
the relationships within the school. And so therefore, it’s a
mindset shift from hierarchy to collaboration. And seeing the
school environment as an ecosystem where everyone has a role
in shaping direction. It’s not really a corporate structure
with rigid authority. It’s somewhere where from every student,
but also every member of the community to the person right at
the top, the director, has an important role to play. Everyone
is equally valuable within the community.

[00:05:38.460] — Ann

I think one of the biggest things would be really a mindset
shift from fear to experimentation. Maybe it’s a cultural



shift rather than a mindset shift. But I think leaders and
teachers can be fearful. Teachers can be fearful if leaders
create a culture of fear, whereby teachers are fearful to try
new things. And If they’re fearful to try new things in the
classroom, then there’'s a little growth and development for
them, and then consequently for students, really. But if
leaders create a high trust environment, then teachers feel
freer to take risks. Sometimes they fail, but they learn from
this and continue to grow their skills. And I think that then
translates into students who, similarly, we want them to
become creative thinkers and curious inquirers and lead their
own learning so that they can leave school and continue to do
those things. And I think that can happen when students have
the possibility to experiment because teachers model that
experimentation and that risk-taking in the classroom. And I
think leaders also need to consider a shift from looking at
the short-term gains which we could identify perhaps as being
exam results or things that we would promote at a relatively
short term to systemic change, long term sustainability of a
school environment.

[00:06:59.100] — Ann

And coming along with that is the desire to create a place,
especially in this culture of education now, to create a space
where teachers don’t want to leave because we know we have a
crisis of recruitment. And in a crisis of recruitment, then
retention becomes just as important as recruiting new
teachers. And so therefore, we have an obligation, I think, to
create a school where a teacher enjoys coming to work, feels
trusted, feels like they have some autonomy, enjoys the
relationship relationships that they can build with parents,
with students, and with leadership. And that way, our school
is more sustainable.

[00:07:38.090] — Steve

I want to pull two words out that you used there that I run
into debates on at times with teachers, and that is autonomy



and collaboration. In my head, they go together, but I'm
frequently questioned questioned that a sense on a teacher’s
part that collaboration causes me to lose autonomy. To talk
about that a little bit, and maybe it’s the same way with the
leaders, a sense that somehow increasing collaboration. I saw
the same thing was true when schools first started looking at
involving parents, that somehow the autonomy of the school or
the autonomy of the classroom was decreased by the
collaboration with parents versus I’'ve always seen it as
increasing.

[00:08:33.260] — Ann

I want to add an additional word to collaboration. I want to
talk about maybe shaped collaboration. So I’'m not.. Despite
being a huge proponent for a sense of autonomy and for co-
construction, I also, especially at a leadership level and
especially with parents, I'm not a huge fan of what is often
termed, “blue sky thinking,” where we just start with an
absolute blank page and throw out every idea that we might
have. I think that potentially reduces autonomy because
there’s no shape or structure given to that process. So
essentially, the person with the loudest voice is going to win
in that collaboration. And some ideas are going to be written
roughshard over unless we put some structure around that,
whether it’s individual, in a classroom, we might use
individual thinking time planning time before we ask students
to bring their ideas together so that everyone’s idea can come
together. I think in a school for leaders and with parents, 1if
I wanted to involve parents, for example, in some strategic
planning, I wouldn’t ask them, what’s everything you want to
change in our school? I'd ask them, here’s some ideas. Give us
your feedback on these ideas.

[00:09:52.020] — Ann

So I think that allows autonomy in a relatively controlled
fashion and collaboration with in a shaped fashion that
ensures that everyone’s voice can be heard rather than just



opening it up for a free for all, if that makes sense.

[00:10:08.030] — Steve

I'm hearing facilitation.

[00:10:10.240] — Ann
Absolutely.

[00:10:12.500] — Steve

What you describe as the teacher with the student 1is
facilitating that conversation, not cutting it loose. And the
same with leadership with teachers and a leadership team with
parents.

[00:10:25.260] — Ann

Absolutely. It’s providing scaffold around it, really. Some
structure around, whether.. I love thinking tools with
students, but I also use them. I do a lot of professional
development with stuff, so I use them with staff. I use them
with parents in sessions as well. Things that allow the
thoughts that people have to be out on the page or in the
world somewhere rather than in their heads, so that we can
actually hear what everyone says rather than what looks like
collaboration, but really isn’t, when everyone’s just allowed
to say whatever they want at the same mind, and the loudest
person is going to have the last word.

[00:11:04.530] — Steve

Yeah. So a large part of that facilitation is seeing that all
the voices get heard.

[00:11:10.060] — Ann

Yeah, exactly. I think that’s very important to my concept of
co-construction. It’s that we genuinely, authentically hear
the voices. In the same way as the collaboration is shaped and
structured, it also isn’t pre-determined. So I don’t see any



point in going out to teachers or any group of people and
asking a question to which you already know the answer that
you want.

[00:11:35.700] — Steve

Yeah. And same with students. I've seen teachers getting a lot
of trouble when students figure that out. You write about the
importance of teacher to teacher peer coaching, which 1is
certainly big on my list. You want to expand on that a little
bit?

[00:11:55.770] — Ann

Yeah. In my school, as it stands now, we’ve established a
model of peer coaching that actually replaced what would have
been much more of a top-down kind of bottle. Previously, that
would have been maybe two observations per year by leadership,
and that would have been fed back to hierarchically I guess
you could say. We've really replaced that with a peer-to-peer
model whereby teachers establish a focus area that they have
for a period of time. It could be a year, maybe not, because
as you say, it’'s not because it’s the end of the school year
that what we’re focusing on should end. So a determined period
of time that’s always extendable. But each teacher has a
particular focus area that they want to develop within their
classroom. We ask that it be linked to a Departmental Growth
Plan, and the Departmental Growth Plan is linked to the
School’s strategic plan. So you have some coordination between
what everyone is working on. So for example, this year, our
focus has been on authentic learning. And so that'’s been one
of our strategic goals. It’s been, therefore, a departmental
area that they’'ve focused on, and each teacher has chosen
something or defined their own particular focus area within
that broad heading.

[00:13:16.180] — Ann

And then what I like to do is give teachers an option of



working in.. I found that pairs and threes can work. And so
I've given them options of working with either one peer or
two, and also defining whether they would like to work with
someone within their department or outside of their
department. And then I go through a process of trying to match
people up, which is quite challenging, but I try to do that.
And then over the course of the year, the peers will meet to
discuss what their focus area is. They will meet to determine
how they’'re going to gather evidence of progress within that
focus area. And that will also include peer observation. But
we are very, very keen to say that that peer observation 1is
not evaluative. It’s evidence collection. So if I go into my
peer’s classroom, I'm going there because they’ve told me they
want me to look at something in particular and give them some
feedback on what it is. So it could be talking to students, it
could be looking at student work as well at the same time. It
could be just observing the parts of the classroom that the
teacher doesn’t necessarily see, and then offering that
feedback back.

[00:14:27.350] — Ann

So it isn’t feedback on the teaching, 1is it? And along with
this goes the teacher’s ability to ask for particular
professional development that might support them with their
focus area. They also have a conversation at the start and the
end of the process with their head of department in order to
just refine perhaps the focus area that they’re setting. But
what we’ve seen through this model and the feedback that we’ve
had, because we collect feedback each year in order to enhance
the model. But certainly what we’ve seen is that teachers much
prefer it to a formal observation that is defined on this
specific day. They feel that they have some autonomy over
their professional development, of course. And they also get
to collaborate with people that they perhaps wouldn’t have
done, especially if they chose to work with someone outside
their department. And that cross-subject work can result in
some really great collaborations. We’ve had interdisciplinary



units grow out of this because people who wouldn’t normally
talk to each other much so they very much have actually
discovered some links in what they’re doing. And then I think
the advantage of this model for leadership is that this really
goes back to what I was saying earlier about trust, because we
place a lot of trust on the peer-to-peer pairs that they want
to grow in their own professional development.

[00:15:47.720] — Ann

And we don’t need to monitor that in minute detail. We don’t
need to micromanage that process, but we place the structure
around that process and then allow people to work with it for
their own professional growth.

[00:16:02.300] — Steve

Well, Ann, having read the book, I know that you’ve shared
your own experiences in there. You'’ve shared the research that
you've looked at in there. You’'ve shared case studies from
other schools in there. What would you put forth as the payoff
that school leaders, actually all educators, what’'s the pay
off they can be looking for if they move their schools into a
more co-constructed ecosystem? I really like that word.

[00:16:40.070] — Ann

Well, I mentioned it before, but I certainly think higher
teacher retention rates. Because I don’t think that there are
many teachers that you would talk to that would say, I really
want to be micromanaged, and I really want to be observed by
management every single time, and I want to be pass or fail on
my observation. I don’t think most teachers don’t want that
environment to work in. So I think if the environment is a
place where teachers feel that they have a say in how they’re
constructing the school culture that retains them because they
feel part of something bigger than themselves, part of
something bigger than what happens in their classroom even,
but part of the direction that the school is going. It’s a



shift from a us versus them mentality sometimes that happens
in schools, where the teachers and leadership, where we're
seen at odds with each other, really we're seen as, in fact,
working towards the same goal. So teachers, leaders, parents,
students, we’'re all trying to achieve whatever our mission 1is
in our school. And so when we feel that we’'re part of
something big like that, we want to stay and work in the place
that we work in.

[00:17:52.900] — Ann

I think we get some professional benefit from that. But I
think also that when teachers feel that, then we also see
greater student engagement because teachers feel they have a
voice, so they give a voice to their students, too. And as I
wrote about in the quick-constructed classroom, when we give a
voice to students, then the classroom space becomes a more
collaborative place. But students also make progress and take
charge of their own learning and are more likely to become
those lifelong learners that we want them to be. I think we
can take our schools to places that are more innovative as
well than in terms of teaching practices. I don’t think that
innovation most of the time is driven from the top. I think
innovation 1is driven from teachers within a school who
innovate. And the job of leaders, I think, is less to be
innovative, but more to recognize that innovation and harness
it. If we don’t allow it to happen, then we’re not going to be
able to move towards a more innovative place. Allowing that, I
think we can see our schools become richer, more dynamically
learning environments. And a better alignment really between
the mission and the classroom practice, because teachers and
leadership are working together to achieve 1it.

[00:19:11.950] — Steve

It really reinforces a discovery that I made years back, and
that was I realized when I would talk to teachers who had done
really great things, something that they produced with their
kids, their kids went way beyond something, when I sat down to



talk to the teachers, they never started out with a plan to do
the thing they did. They got their kids engaged, and then they
trusted letting the kids take a lead, and it took learning
somewhere that nobody expected it to go. I'm hearing that in
being an innovative school.

[00:19:58.950] — Ann

Yeah, we talk a lot here about space, providing space in the
classroom. We can over plan easily. But when we provide space
for students to take the ideas, then we have to do the same
for teachers. We need to provide space for teachers to be able
to innovate.

[00:20:15.560] — Steve

Bingo. I'm wondering if you recommend a starting point. I'm a
new head of school, I'm an administrator in a building, and
I'd like to see things move in this direction. What would you
lay out as places to start?

[00:20:39.060] — Ann

I think the first day, especially as a new leadership member
coming into school, which I’'ve been in a few times now, I
think the most important thing is to start actually just by
listening. What actually are the frustrations that people are
having? So that could be teachers, that can be students, that
can be parents. Everyone really talk to as many people as
possible and find the lived experience of being in the school.
Then from there, we can go into.. If it’s a really big culture
shift for a school, then we start relatively small. A small
initiative where teachers and/or students have genuine
decision-making power. In our school here, we started actually
with the strategic plan rather than, as often happens, I
think, presenting a strategic plan that has been determined by
leadership to the teaching body. We asked them to devise it,
basically. We had a huge session with lots of Post-it notes
and sheets of paper and headings of the things that we would



want to look at in a strategic plan. We had all sorts of ideas
come out from teachers. Again, not discussion-based, but well,
discussion-based, but written on Post-it notes so that
everyone’s voice was able to be heard.

[00:22:02.640] — Ann

Then we took that away as a leadership team and examined all
of that, and we turned that into the strategic plan. Starting
from there, understanding what Where would our staff want our
school to go? We can remind our teachers of our mission, okay,
in line with that, where do you want us to go? And then when
we start there, we can start to see how that then leads us
down the path of, okay, well, what are What are we now going
to do to get there? And for us, what are we now going to do to
get there was, well, departments are going to set these
particular focus areas based on what’s in the strategic plan,
and individuals are going to have these focus areas. And so we
really feel like we’re all pulling in the same direction
because it’s a plan we wrote to achieve a mission we believe
in that we’re all contributing to in different ways within our
classroom. And you can bring parents into that strategy as
well. I think another thing to consider be to think about
professional development and how that actually is happening in
the school..Is it top-down, decided by someone, and one of a
better word, imposed on the Are we targeting staff without any
real needs assessment?

[00:23:17.810] — Ann

Or is it peer-led? Are we drawing on some of the expertise
that we already have in our school that not only has the
expertise, but also has the cultural knowledge of the school
and so then we can tailor. I think there’s a place for both
external and internal, but for sure, we need to value the
knowledge that we have within our staff before we look
outside. I think you talked about facilitation earlier. I
think if leaders can reframe themselves as facilitators and
not just managers or enforcers or whatever it is that comes



with hierarchy and see ourselves as facilitating growth in our
staff, then similarly, we shift the focus away from teachers
feeling like the experience of being in our school is done to
them. I talked about students feeling that learning is being
done to them in the classroom if they have no agency.
Similarly, teachers in the school feel like their job is being
done to them unless they have the opportunity to have agency.
And I think leadership needs to facilitate that. And then
really, really seeking feedback, genuinely seeking feedback
with every step of the way. As I said, with our shift towards
a peer-to-peer coaching model, we’ve sought feedback along the
way from teachers as to what they’ve liked and not liked.

[00:24:49.080] — Ann

And then we’re genuinely taking that on board and reiterated
according to that feedback. Because, again, don’t seek
feedback if you’'re not going to use it. So I think that'’s
really important and keep refining. And it’s fine to say to
teaching body, hey, this is the first time we’re doing this.
It might not work. No worries. We’ll reiterate next year, or
we'll get some feedback, or we’ll change what we'’re doing, and
we’'ll try and make it better.

[00:25:14.490] — Steve

I wonder if you’d close that out with one caution.

[00:25:20.860] — Ann

My biggest caution, I think, would be to ensure that you
stay..I’ve mentioned it a few times, but ensure that you stay
away from what I call fake agency. And so, again, I’'ve
mentioned it whereby we say, What do you think? But we’re not
really interested in what anybody thinks because it's already
decided. That would be my biggest caution, is that if you’'re a
school leader who thinks that perhaps this would be beneficial
for your schools to think about, to shift it away from a more
hierarchical model to a co-constructed model. That has to be



genuine. It really needs to be, I want to hear what people
think, and I don’t have an agenda yet. I don’t know what the
answer 1is yet. I'm going to see what I get, and then we're
going to work with that.

[00:26:05.750] — Steve

As I listen to that, I'm hearing the area you pick needs to be
small enough that you can take the risk. If it’s too big, if
you can’'t take the risk, that’s what’s going to take you into
the fake mode.

[00:26:21.790] — Ann

For sure. And I think the first time, especially as a new
leader, once you've heard what the lived experience of
teachers in the school is, one thing I was hearing first
coming into my role here was around the performance management
model. As you might imagine, teachers weren’t totally
satisfied with that model. And so that, for me, was an easy,
relatively small, but actually huge impact. But I knew that
people wanted change in that area. So therefore, you take
something where change is desired.

[00:27:01.230] — Steve

Well, Ann, it's been great to reconnect with you again. I
really appreciate it. You want to tell listeners best way for
them to be able to follow up with you with questions and find
your books. I think you got a blog that you do that’s
available to them as well?

[00:27:19.250] — Ann

Yeah, I do. I have a website that I blog on. It’s called the
Co-Constructed Classroom. It's just
thecoconstructedclassroom.com. I'm also active on a LinkedIn,
so I can be found there. And the book, both books, in fact,
can be found on Amazon.



[00:27:36.500] — Steve

Terrific. We'll put the link to your website in the lead into
the podcast. Thanks again.

[00:27:43.340] — Ann

Thank you so much, Steve. It’s great to talk to you again.

[00:27:48.460] — Steve [Outro]

Thanks for listening, folks. I'd love to hear what you’'re
pondering. You can find me on Twitter or LinkedIn at Steve
Barkley, or send me your questions and find my videos and
blogs at barkleypd.com.



