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CONTEXT

A LEAD-Q Summary Report of Leadership
in Education

How do teachers perceive leadership in
their school?

How do school leaders perceive their own
abilities?

What strengths and opportunities for
development do our leaders have in
common?

Do site, experience, tenure or position affect
perceptions of leadership - and has COVID
really influenced perceived performance?

To answer these questions, Sentis Education

conducted a five-year longitudinal study of

327 state and independent Queensland schools

to uncover the strengths and development

opportunities of school leaders.
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This current Leadership Efficacy and
Development Quotient (LEAD-Q) 360
Leadership Trends Report is based on
detailed interviews with 3643 leaders who
were asked to rate their own performance
against eight leadership dimensions - the
results of which were then compared with
the ratings of their peers, their managers
and the people they lead.

Participants received personal feedback and
coaching sessions based on the assessment
results. The main findings of the coaching
sessions have been analysed and compiled
into this report to identify trends in the work
situations of leaders, their strengths and
developmental needs.

NOMINATE

Participants complete

a self-assessment and
nominate colleagues as
‘raters’ to provide detailed
feedback across each
LEAD-Q dimension.

PROCESS:

ASSESS

DEBRIEF

Remote discussion with

Perceptions and
feedback provided individuals to explore
anonymously via report trends and
online assessment.. implications and to

undertake action

planning for improvement.
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OUR LEADERSHIP MODEL

The LEAD-Q 360 completed by all participants measured their performance across the eight
capabilities which are fundamental to leadership excellence and, ultimately, organisational success:

Adaptability | Authenticity | Drive | Influence | Innovation | Resilience | Thinking | Positivity
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Evidence-based and extensive in its scope, the assessment provided extensive feedback

for participants across each other eight dimensions of leadership efficacy:

LEAD-Q DIMENSION

ADAPTABILITY

AUTHENTICITY

INFLUENCE

INNOVATION

RESILIENCE

THINKING

POSITIVITY

MEASURES A LEADER’S ABILITY TO:

Adapt with ease to changing circumstances by responding
effectively when confronted with changes and thriving in
the face of uncertainty.

Forge authentic relationships by displaying awareness of
one’s own motives and intentions, and using these to
guide actions towards others.

Act with conviction by creating challenging goals and
actively pursuing these with intention, focus and energy.

Transform others’ attitudes and actions by creating an
inspiring vision, demonstrating behaviour in line with that
vision and challenging individuals’ current perspectives to
stimulate new thinking and behaviour.

Lead for innovation by identifying opportunities for
improvement, generating creative ideas and transforming
these into innovative solutions that push past

current boundaries.

Be resilient in the face of challenge by using effective
coping strategies and leveraging the resources necessary
to withstand job demands and recover from adverse
work situations.

Makes strategic decisions by using complex reasoning
skills to critically assess the situation, judge the available
alternatives and make effective forward-thinking decisions.

Approach work from a positive perspective to demonstrate
engagement in one’s own work and to create an effective
working environment for others.
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2018-2019

ADAPTABILITY AUTHENTICITY

Each of the 8 dimensions are assessed against a set of demonstrable leadership behaviours

RESULTS BY DIMENSION
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INFLUENCE INNOVATION RESILIENCE THINKING

DRIVE

(sub-dimensions) which will be explored in the next sections.

The diagram above outlines the total average scores for each LEAD-Q dimension across the

respondent groups.
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POSITIVITY

RESULTS SUMMARY:

« POSITIVITY continues to be reported as the most prevalent behaviour demonstrated.

o Although it has improved greatly in this second period, INNOVATION remains the

weakest dimension.

o Across the 2 cohorts, there is an upward trend in each dimension - except for

POSITIVITY and RESILIENCE.

«  INNOVATION, THINKING and RESILIENCE demonstrate the most significant growth

between the 2 periods.

5 MOST OBSERVED BEHAVIOURS (Sub-dimensions)

2018-2019
AUTHENTICITY - Acting with integrity

2020-2023
POSITIVITY - Expressing optimism

DRIVE - Striving towards goals with vigour

AUTHENTICITY - Acting with integrity

POSITIVITY - Displaying positive emotions

POSITIVITY - Creating positivity in others

POSITIVITY - Exuding self-confidence

POSITIVITY - Displaying positive emotions

POSITIVITY - Creating positivity in others

DRIVE - Thriving in crisis situations

5 LEAST OBSERVED BEHAVIOURS (Sub-dimensions)

2018-2019

Promoting influence in others

2020-2023

Promoting influence in others

Persuading others by challenging their
current reality

Persuading others by challenging their
current reality

Exploring the possibilities

Exploiting the circumstances

Exploiting the circumstances

Exploring the possibilities

Promoting innovation in others

Thriving in unpredictable situations
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100% of respondents are highly passionate about education and love their jobs.

There are very high levels of discretionary effort observed at all levels (staff and leaders).

All schools are committed to an improvement agenda and are actively seeking new
(and refining existing) systems and processes to increase efficiency and responsivity.

Across both periods reported on, 98% of leaders identify regular access to their teams as having
a negative impact on what they can achieve - particularly in terms of building capability.

Respondents at all levels report that they are ‘consumed by the minutiae’ of operational
demands and are rarely able to engage in strategic work during school hours.

Many leaders feel great responsibility to ‘make it work’ and ‘support staff’ so tend to overload
themselves to do so.

This second cohort (2020-2023) has demonstrated an increase in explicitly referencing their
school vision, values and mission to engage staff and align work to strategic priorities.

Most leaders continue to operate in short-term, with little planning of HOW to operationalise -
and schedule - the work required to achieve long-term or substantial goals.

98% of women leaders report that they struggle to promote themselves and their achievements.
There have been considerable references to not wanting to ‘toot my own horn’ and experiencing
imposter syndrome. This is unchanged across both reporting periods.

Having challenging conversations and holding staff/colleagues to account remains an area to
be developed. Most respondents reported that they struggle with how to structure such a
discussion and lack confidence in the face of strongly resistant staff. In these instances, leaders
are aware that there is a high level of ‘public compliance, but private dissent’ among staff but
feel unable to effectively address the situation.

94% of leaders demonstrate the strongest skill at the intrapersonal level, with most leaders
possessing effective self-awareness and self-regulation skills. Conversely, these participants
have their greatest opportunities around building those skills in others and eliciting input
from others at the interpersonal level.

66% of leaders report that they struggle to productively and decisively respond in situations that
require them to make decisions on the spot (particularly during executive/leadership meetings).
94% of all leaders report that they are often required to do this in these meetings, but would
prefer to have prior warning or thinking time to make informed decisions.
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FREQUENT ACTION ITEMS

COMMON THEMES

During the individual debriefing sessions after the assessment, leaders worked with coaches on
action plans to build on their leadership strengths and work on areas that needed development.
Here are some of the action items common to many participants.

OPERATIONAL

Dedicating time to complete strategic, ‘big picture’ work

Chunking strategic tasks into daily items to maintain traction while still allowing for instances
where they may be ‘sidelined’ by the immediate needs within their portfolio.

Actively driving intentional collaboration across curriculum and peer teams.

Modelling and regularly discussing ‘innovative practice’.

RELATIONAL

Establishing and deploying ‘champions / ambassadors’ to support priorities and initiatives
and develop a shared culture and lead the uptake of strategies and the like.

Establishing purposeful delegation processes to build capability of others.

Developing ‘checkpoint’ meetings with teams to monitor progress towards goals and share
strategies and expertise among the group.

Conducting visioning exercises at the team / faculty level to align work with the school vision
and promote strategic thinking and decision-making.

STRATEGIC

Developing team norms / accepted ways of working and behaving within teams.

Purposefully sharing thinking, decision making and strategic reasoning processes within
team meetings.

Establishing consistent feedback systems and processes to track staff development,
their uptake of initiatives and to give them opportunities for input and feedback.

Practicing different scenarios and preparing key questions to handle challenging situations.

Using meetings, newsletters and email to share practice, showcase achievements and
regularly revisit process across priorities and goals.
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SYSTEMIC

Initiating and/or actively participating in regular
and intentional collaboration across peer
and faculty / teaching teams.

Sharing process and articulating more of
the ‘why’ in team meetings to facilitate
discussion, collaboration and alignment.

Having the confidence to contribute with
conviction and informed insight

during executive, peer and
professional network meetings.
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SEASONAL TRENDS

LEAD-Q 360 assessments were repeatedly completed across the entire school year with
participants from a range of schools. School and systemic requirements at different points
across a year are clear determinants of staff thinking, feeling and performance.

RESULTS OVER TIME

ADAPTABILITY AUTHENTICITY DRIVE INFLUENCE INNOVATION POSITIVITY RESILIENCE THINKING

] VSV VN

FEBRUARY
NOVEMBER
FEBRUARY
NOVEMBER
FEBRUARY
NOVEMBER
FEBRUARY
NOVEMBER
FEBRUARY
NOVEMBER
FEBRUARY
NOVEMBER

o
w
)
=
w
>
o
P4

“The Results Over Time graph indicates that leadership is rated more highly at the beginning
of the year than when the same participants are assessed later in the year.

Data and anecdotal evidence suggest that leadership strengths may decline across the year as
the operational demands of the work take precedence over strategic thinking and team building.”
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INFLUENCE ON TOP 3 DIMENSIONS:

POSITIVITY: As the highest-rating dimension overall, of interest is that data tracks downward
across the year, from an average response of 5.2 (high) in March to 4.6 (average)
in December.

RESILIENCE: High scores consistently occur in March, May, July, late September and

December - immediately preceding or following school holiday periods.

ADAPTABILITY: Dips occur in April, June and November, perhaps influenced by reporting
periods at these times.

INFLUENCE ON BOTTOM 3 DIMENSIONS:

INNOVATION: General downturn in data across the year with a lowest score of 4.5 in November.

INFLUENCE: This dimension involves aligning teams, inspiring change and improvement
and driving accountability. Indications are that leaders drive these processes
most often at the start and end of the school year - possibly when time is
allocated to do so.

THINKING: There is a relatively consistent downturn in data across the year, with a dramatic

drop evident in Term 4.

Are you ready to explore how the LEAD-Q insights, tools and concepts can
improve your team’s capacity to drive a positive, engaged culture across your school?

Explicitly aligned to AITSL’s Leadership Profiles - the highly effective LEAD-Q Leadership
Efficacy and Development Quotient assessment (with associated training and strategies)
supports schools in actively driving sustained behavioural changes across all staff.
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TESTIMONIAL

“This has been so helpful! | really appreciate having
some ideas and strategies that | can start applying
tomorrow.”

“I think every aspiring and existing leader should
complete this process. It has given me so many ideas
about how I can plan for improvement.”

(Participants)
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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 282142 | lisa.newland@sentiseducation.com.au

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



