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The concept of collective efficacy has been 
ranked the number one factor influencing  
student achievement (Hattie, 2016).  
Thus, the unswerving focus of our work at  

Edge Institute is to further refine the quality 
and capability of leaders and teachers, which 
is directly aligned to, and ultimately improves, 
student outcomes (Hattie, 2014). 

“This work involves ‘learning in context’ – 
built-in methods for groups to learn together, 
focusing on the actual work…It is moreover 
systemic… all leaders, all teachers are involved 
together” (Fullan, Rolheiser, Mascall, Edge, 
2004, p.2).

The first step to achieving this, then, is to  
identify how your team currently functions,  

yet often we assess WHAT the team has 
achieved but not HOW the team is  
functioning. 

The LMD is an assessment tool that focuses  
on gathering data on three components: 
Leading People, Managing Process and  
Driving Results across your team.

LMD – Lead People,  
Manage Process, Drive Results    
A Summary Report of the Effectiveness of School  
Leadership Teams

LEAD PEOPLE

MANAGE PROCESS

DRIVE RESULTS

CONTEXT:
The LMD (Lead People, Manage Process, Drive Results) Team Assessment is intended to  
determine the various levels of team function:

•	 LEAD PEOPLE  
	 - Building capacity and eliciting the best out of the team via relational skills.

•	 MANAGE PROCESS  
	  Streamlining and aligning processes for organisational excellence.  

•	 DRIVE RESULTS  
	 - Deploying strategies to expedite the work and sustain community & staff engagement.

The LMD Assessment records individuals’ perceptions around each domain and should be 
viewed as indicators of gaps in communication, levels of input and the like. Identification of 
highest and lowest scoring domains is determined by fine-grained analysis of response rates 
and indicators.
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Results Comparison of Domains Assessed

THE PROCESS:
•	� Participants complete an online assessment to evaluate psychological safety, trust,  

input, autonomy, emotional intelligence, team norms, roles and responsibilities,  
processes and outcomes.

•	� The tool identifies current team dynamics to improve collaboration, rigorous debate  
and increase strategic thinking and contributions of all tam members.  

•	 Culminates in a team report developed with recommendations for participants.
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1.  Digital and material resources Drive Results

2.  Physical space Drive Results

3.  Meeting deadlines	 Manage Process

4.  Celebrating community success Drive Results

5.  Support strategies Lead People

ELEMENT DOMAIN

1.  Awareness of others and their work Lead People

2.  Transparency and balance Lead People

3.  Seeking feedback Drive Results

4.  Prioritising our work Lead People

5.  Workload equity Drive Results

5 HIGHEST SCORING ELEMENTS

5 LOWEST SCORING ELEMENTS
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COMMON THEMES ENCOUNTERED 
BY LEADERSHIP TEAMS

LEAD PEOPLE:

•	� Trust and vulnerability in team/meeting situations – a need to create a psychologically  
safe environment for people to share, question, collaborate or discuss.

•	� Consistency of standards and expectations across leadership teams (particularly in line  
management processes).

•	� Fear of speaking up in -  “I sometimes don’t say things as I don’t want to appear stupid.”   
This lack of vulnerability keeps discussion at a superficial level and does not build trust.

•	� Many schools need to continue to build empathy for all school roles - especially teachers,  
who may feel like they are dealing with added complexity and workload at times.  
Leadership Teams need to consider peak periods of increased workload and stress across 
terms/semesters, as well as determine a means of building first-hand knowledge  
regarding all elements of the work of those they line manage.

•	� Teams rarely seek to understand HOW their colleagues prefer to receive feedback in a  
way that better facilitates understanding and action.  There is also a need for further work 
around how to provide and receive feedback in a psychologically safe manner.

•	� Determining team agreed way of working (actions for non-adherence, team accountability, 
norms and protocols - including team language) is often not considered among  
leadership teams.
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COMMON THEMES ENCOUNTERED 
BY LEADERSHIP TEAMS

MANAGE PROCESS:

•	 Line management, team and whole staff meeting processes are not always made clear so  
that all team members can contribute, challenge, ask questions, seek clarity and disagree in  
a psychologically safe environment. A lack of meeting protocols can created a lack of focus,  
diminished decision-making clarity and incapacity to use time effectively. 

•	 Leaders are encouraged to challenge the perception of team members to view feedback  
and disagreement as ‘different thinking’ rather personal criticism.

•	 �There is often a lack of communication that contributes to ‘siloed’ work where leaders are  
not fully aware of the scope of others’ work.  This can lead to feelings of being undervalued 
and/or overworked and create perceptions of inequity.

•	 Discussion during meetings, as well as accountabilities around the work of all team  
members, needs to be solidly linked to strategic priorities and have strong processes  
(beyond providing an agenda or an email reminder and the like).

•	 �Scheduling time for strategic thinking as a team and developing processes to get everyone’s 
best thinking (not everyone is comfortable ‘brainstorming’ at a whiteboard).

•	 �Articulate learnings from mistakes, as well as successes.  Know the strengths of the team  
and leverage them to achieve the best results and help assign tasks, delegate  
responsibilities, and foster collaboration. By recognising and appreciating the strengths  
of the team, you can also motivate them, boost their confidence, and create a positive  
work environment.

DRIVE RESULTS:

•	 Strong line of sight to students evident across all schools.

•	 Schools consistently report that they have highly passionate staff who put in a great deal  
of discretionary effort to support students/outcomes.

•	 Many schools can identify an initiative that has been adopted successfully – but don’t  
necessarily consider how successful processes might be applied to other priorities.

•	 Staff induction processes start strong at the start of the year but are less focused  
(or completed) for staff employed beyond Term 1.  This can lead to a lack of clarity around 
roles and a lack of consistency in the understanding and application of procedures and  
expectations.

•	 There are, generally, high levels of collegial support among HODs / Middle Leaders, with  
most seeking each other out as sounding-boards and informal mentors.

•	 HODs struggle to find the time, or have the strategies to, build leadership density by  
cultivating Teacher Leaders. 
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TOP 5 RECOMMENDATIONS  
FOR LEADERSHIP TEAMS 

1.	� Build Emotional Intelligence (EQ) 
	� The ability to understand and manage one’s own emotions, as well as to empathise and  

communicate with others. A team with high EQ can work together more harmoniously,  
creatively, and productively, while avoiding unnecessary conflicts and misunderstandings:

	 •	� Encourage self-awareness and reflection. Ask team members to identify their strengths, 
weaknesses, values, and goals, and to share them with the team. This can help them  
recognize their emotional triggers and patterns, as well as appreciate the diversity of  
perspectives and personalities in the team.

	 •	� Model and practice empathy and active listening. Show genuine interest and curiosity in 
your team members, and try to understand their point of view, even if you disagree. Listen 
attentively and respectfully, without interrupting or judging. Acknowledge their emotions 
and validate their experiences. Use open-ended questions, paraphrasing, and mirroring to 
clarify and confirm your understanding.

	 •	� Promote collaboration and cooperation. Set clear and shared goals and expectations for 
the team and align them with the team’s vision and values. Involve team members in  
decision-making and problem-solving processes and leverage their diverse skills and tal-
ents. Encourage team members to support each other, share resources, and celebrate each 
other’s achievements.

2.	� Leverage Strengths
	� Identify the individual strengths of each team member to assign tasks and portfolios that 

match their talents and preferences, as well as foster collaboration and communication 
among team members who complement each other’s strengths. Strengths assessments  
can also help team members appreciate their own contributions and recognise the value of  
diversity in the team. A well-designed and implemented strengths assessment can boost  
team morale, productivity and engagement. 

3.	� Provide Clarity by Digging into the Detail 
	� One of the best ways to ensure effective communication and collaboration among a team  

is to go into detail to improve clarity. This means that when you share your ideas, opinions,  
feedback, or tasks, you should provide enough information and context for others to  
understand your perspective and expectations. You should also ask questions and seek  

clarification when you are not sure about something or when you encounter ambiguity  
or confusion. By going into detail to improve clarity, you can avoid misunderstandings, 
errors, conflicts, and delays that can affect the quality and efficiency of your work.

4.	� Seek Feedback
	� Ask each other HOW you would like feedback and try not to take feedback personally.   

Foster a culture of feedback and learning. Provide constructive and timely feedback to 
team members and encourage them to do the same for each other. Use feedback as an 
opportunity to learn and grow, rather than to criticise or blame. Celebrate successes and 
failures as learning experiences and create a safe space for team members to express their 
opinions, feelings, and concerns.

	  -	� To give feedback in a way that others want to receive it, you should follow some  
basic principles:

	  		  >	 Be specific and factual, not vague or judgmental
	  		  >	� Focus on the behaviour, not the person
	  		  >	� Provide positive as well as negative feedback
	  		  >	� Ask for permission before giving feedback and respect the other person’s choice

	  -	� On the other hand, to receive feedback without taking it personally, you should:
	  		  >	 Listen actively and attentively, without interrupting or defending yourself
	  		  >	 Ask questions to clarify and understand the feedback better
	  		  >	 Thank the person for their feedback and acknowledge their perspective

5.	� Establish Protocols and a Common Language
	� To facilitate communication and collaboration among team members. Protocols are 

agreed-upon norms and rules that guide the team’s interactions and processes.  
A common language is a shared understanding of the terms and concepts that the team 
uses in its work. By having protocols and a common language, the team can avoid  
misunderstandings, conflicts, and inefficiencies that may arise from different  
expectations, assumptions, or interpretations. Protocols and a common language also  
help the team to align its goals, strategies, and actions, and to monitor and evaluate its 
progress and performance. 
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TESTIMONIAL

The LMD Team Assessment has been a valuable tool for 
enhancing our productivity, collaboration, and goal  
attainment. We have experienced a noticeable  
improvement in our performance and motivation,  
as well as a greater awareness of our strengths and  
weaknesses, and how to leverage them for better  
results and alignment. 

(Principal)

Sentis Education offers a comprehensive suite of professional learning programs to specifically target  
each of the elements discussed in this report and more.

To explore your next steps, contact: 

Lisa Newland 0427 282 142   |   lisa.newland@sentiseducation.com.au

For more information see the Sentis Education Assessments page via our website HERE

https://sentiseducation.com.au/

