Reinforcing Effort and Providing Recognition
From Classroom Instruction That Works by Marzano, Pickering, & Pollock

Unlike other strategies, these do not deal directly with enhancing or engaging the cognitive skills of students. Rather, this set of instructional techniques addresses students’ attitudes and beliefs. This category has been subdivided into two parts:

1. Reinforcing Effort

2. Providing Recognition

Reinforcing Effort: This body of research demonstrates that people generally attribute success at any given task to one of four causes:

1. Ability

2. Effort

3. Other people

4. Luck

Three of these four beliefs ultimately inhibit achievement. Covington’s research (1983, 1985) indicates that a belief on the part of students that they do not possess the necessary ability to succeed at a task might cause them to sabotage their own success.  There are two generalizations that can be drawn from the research on effort:
· Not all students realize the importance of believing in effort. Teachers should explain and exemplify the “effort belief” to students.

· Students can learn to change their beliefs to an emphasis on effort. An interesting set of studies has shown that simply demonstrating that added effort will pay off in terms of enhanced achievement actually increases student achievement (Craske, 1985).

· Suggested activities:
1. Teachers might share personal examples of times that they succeeded by continuing to try even when success did not appear imminent.

2. Teachers might seek out and share examples of well-known athletes, educators, and political or social leaders who succeeded in large part simply because they didn’t give up (e.g., Daniel “Rudy” Ruettiger, the Notre Dame student whose unwavering commitment to play on the university’s football team was the subject of the inspiring movie Rudy).

3. Share stories that are familiar to students (e.g. The Little Engine That Could).

4. Stories from the news headlines (e.g. Olympic athletes whose stories of perseverance are inspirational).

5. Ask students to periodically keep track of their effort and its relationship to achievement. (See rubric on next page.)

	Effort and Achievement Rubrics



	Scale:    4 = excellent        3= good          2= needs improvement         1= unacceptable

	A: Effort Rubric
	B: Achievement Rubric


	4     I worked on the task until it was 

       completed. I pushed myself to continue

       working on the task even when

       difficulties arose or a solution was not

       immediately evident. I viewed 

       difficulties that arose as opportunities

       to strengthen my understanding.
	4     I exceeded the objectives of the task or

       Lesson.

	3     I worked on the task until it was

       completed. I pushed myself to continue

       working on the task even when 

       difficulties arose or a solution was not

       immediately evident.
	3     I met the objectives of the task or 

       lesson.



	2     I put some effort into the task, but I

       stopped working when difficulties

       arose.
	2     I met a few of the objectives of the task

       or lesson, but did not meet others.

	1     I put very little effort into the task.
	1     I did not meet the objectives of the task

       or lesson.




Providing Recognition

Caveat: Do not misunderstand this category; it is not “praise”; it is not “reward.”

There are three generalizations that can be extracted from the research:

1. Rewards do not necessarily have a negative effect on intrinsic motivation. In short, the research indicates that rewards have a negative effect on intrinsic motivation “only when intrinsic motivation is operationalized as task behavior during a free time measure” (Wiersma, 1992).

2. Reward is most effective when it is contingent on the attainment of some standard of performance. Rewards can have a negative impact on intrinsic motivation when they are offered to people for engaging in a task without considering any standard of performance. Providing rewards for the successful attainment of specific performance goals, enhances intrinsic motivation.

3. Abstract symbolic recognition is more effective than tangible rewards. The research indicates that the more abstract and symbolic forms of reward are, the more powerful they are. It appears obvious that abstractrewards – particularly praise – when given for accomplishing specific performance goals, can be a powerful motivator for students.

· Personalizing Recognition – a school developed a program where students – at all achievement levels – were helped to set ambitious personal achievement goals. Anyone who achieved his or her goal was recognized publicly by making the “Personal Best” Honor Role.
· Pause, Prompt, and Praise –This strategy is best used while students are engaged in a particularly demanding task with which they are having difficulty. During the “pause” phase of the strategy, the teacher askes the students to stop working on the task for a moment. During that time, teacher and student have a brief discussion as to why the student is experiencing difficulty. As a “prompt,” the teacher provides the student with some specific suggestion for improving his or her performance. If the student’s performance improves as a result of implementing this suggestion, then “praise” is given.

· Concrete Symbols of Recognition –Stickers, awards, coupons, and treats are examples of the types of tokens that are commonly used. These tokens do not necessarily diminish the intrinsic motivation if the tokens are given for accomplishing specific performance goals. Reinforcing effort can help teach students one of the most valuable lessons they can learn – the harder you try, the more successful you are.
Guidelines for Effective Praise
(Source: Brophy, J. (1981). Teacher praise: A functional analysis. Review of Educational Research, 51, 5-32.)
	Effective Praise…
	Ineffective Praise…

	1. Is delivered contingently.

2. Specifies the particulars of the accomplishment.

3. Shows spontaneity, variety, and other signs of credibility; suggests clear attention to the students’ accomplishments.

4. Rewards attainment of specified performance criteria (which can include effort criteria).

5. Provides information to students about their competence or the value of their accomplishments.

6. Orients students toward better appreciation of their own task-related behavior and thinking about problem solving.

7. Uses students’ own prior accomplishments as the context for describing present accomplishments.

8. Is given in recognition of noteworthy effort or success at difficult (for this student) tasks.

9. Attributes success to effort and ability, implying that similar successes can be expected in the future.

10. Fosters endogenous attributions (students believe that they expend effort on the task because they enjoy the task and/or want to develop task-relevant skills).

11. Focuses students’ attention on their own task-relevant behavior.

12. Fosters appreciation of, and desirable attributions about, task-relevant behavior after the process is completed.

	1. Is delivered randomly or unsystematically.
2. Is restricted to global positive reactions.

3. Shows a bland uniformity that suggests a conditional response made with minimal attention.

4. Rewards mere participation, without consideration of performance, processes, or outcomes.

5. Provides no information at all or gives students no information about their status.

6. Orients students toward comparing themselves with others and thinking about competing.

7. Uses the accomplishments of peers as the context for describing students’ present accomplishments.

8. Is given without regard to the effort expended or the meaning of the accomplishment.

9. Attributes success to ability alone or to external factors such as luck or low task difficulty.

10. Fosters exogenous attributions (students believe that they expend effort on the task for external reasons – to please the teacher; win a competition or reward, etc.)

11. Focuses students’ attention on the teacher as an external authority who is manipulating them.

12. Intrudes into the ongoing process, distracting attention from task-relevant behavior. 



