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Presenter: Dr Paul Browning (PhD has been a Headmaster for 17 years, founding principal at Burgmann Anglican School, Chair of the Association of Independent Schools ACT, on the Board of the Independent Schools Council of Australia and currently Principal St Pauls School QLD.
Dr Paul Browning discussed; 
· What is trust and how does this improve student outcomes? 
· What are the characteristics of building trust? 
· Using his rubric for assessing trust.

	
What is trust?
· Socially constructed phenomena and different for different situations,  parachuting vs  
· Improves cooperation, collaboration and planning, culture
· Building trust improves students’  performance by 33% lack of trust drops this to 1/7 chance of improving outcomes 
· Build trust before trying to implement change.
How much are you trusted? Characteristics of building trust.
· Leadership practices direct correlation between trust in the leaders an trust in the organisation.
· Trust built on 10 key practices.
1. Admit your mistakes – humility/humble
1. Offer trust –give before getting it
1. Actively listening – understand before responding – listen for understanding
1. Provide affirmation – seek opportunities for the little things as well as the big things
1. Consultative decisions – trust the knowledge of staff.
1. Be visible – title doesn’t give credibility
1. Be consistent – level headed, calm measured responses
1. Coach and mentor  - maximise the potential of other people’s potential
1. Care – act with care and compassion and empathy
1. Confidentiality
Developed Trust and Transformational leadership assessment rubric (attached) which can be used to collect trust feedback
An affirming and useful presentation.
George Palavestra
Canberra College
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Never displays vulnerability
nor admits his/her mistakes or
accepts responsibility for poor
decisions; blames others.

Admit mistakes

Rarely displays any form of
vulnerability; acknowledges
when a poor decision or
mistake has been made but
doesn't take any personal
responsibility or acts to resolve
it.

On occasions displays
vulnerability; accepts
responsibility for his/her own
errors and poor decisions but
doesn't apologize; admonishes
others for their mistakes and
poor decisions.

Rubric for assessing trust and transformational leadership practice

Displays professional and
personal vulnerability; admits
mistakes or poor decisions;
icly; is willing to
accept responsibility for other's
mistakes; actively rectifies
mistakes.

Micro-manages staff; controls
or interferes with staff
members’ decision-making
responsibilities; ordering,
directing, or commanding;
feedback is primarily
corrective, or limited, general.

Allows staff to perform their role
to an extent, monitors and
sometimes influences decisions
and regularly checks on work;
feedback is primarily in the form
of advice.

Allows staff to perform their role
and make decisions that affect
their work with minimal
interference; provides
supportive feedback when
asked.

Treats staff as professional
colleagues by implicitly trusting
them to perform their role;
willingly provides mentoring and
coaching when asked.

Speaks far more than he/she
listens; is easily distracted
when the person is speaking;
shows little interest; does not
show empathy; is only keen to
share his/her point of view.

Active listening

Gives time for the other person
to speak before he/she shares
their point of view; can allow
distractions to interrupt the
conversation; demonstrates a
level of understanding.

Balances listening with
speaking; is not easily
distracted; demonstrates that
he/she has heard and
understood what the person
has said by summarizing their
main points.

Listens far more than he/she
speaks without distraction; asks
clarifying questions;
demonstrates empathy; can
articulate succinctly what the
person is feeling and what they
have actually said,;

Never or rarely gives staff
members’ affirmation or
thanks.

Provides affirmation to staff
members on occasions either
publicly or privately for
significant contributions and
successes.

Regularly recognizes
contributions staff members
have made and provides
affirmation either publicly or
privately.

Actively seeks ways to affirm

and thank staff members either
publicly or privately; affirms not
just the significant contributions
but also the little things staff do.

Either makes decisions with
no consultation or
consideration of its impact or
rarely is able to make a
decision; doesn't
communicate a decision nor
provides justification or
explanation for it:

Decision making

Makes considered decisions;
superficial consultation that
works to enact an agenda;
enacts the decisions.

Seeks staff input using
consultative decision-making
process; makes decisions and
enacts them; communicates
decisions to staff.

Values staff input and views;
uses consultative or
collaborative decision-making
processes; makes timely and
informed decisions and enacts
them; communicates the
justification for decisions.

Rarely seen around the
school; mainly confined to
his/her office or is away from
the school; does not regularly
attend assemblies, chapel
services, events, etc.; not
accessible to staff.

Visibility

On occasions can be seen
around the school; attends
assemblies, chapel services,
etc.; on occasions attends
school events; staff can make
an appointment to see him/her.

Often seen around the school
speaking with students, staff
and parents; often attends
assemblies, chapel services
and other school events;
accessible to staff.

Regularly seen on the grounds
speaking with parents, staff and
students modeling and
reinforcing expectations;
attends assemblies, chapel
services and other events; is
very accessible to staff.

Is unpredictable; prone to
losing control of his/her
emotions in different
situations; primarily focused
on his/her agenda rather than
the staff member.

Demeanor

Responds emotively to different
situations, expressing their
feelings accordingly; displays
concern for both him/herself
and the staff member.

Is able to keep his/her emotions
in check; shows a level of
restraint in difficult or
challenging situations;
demonstrates respect for the
staff member.

Is consistent and predictable,
always remaining calm and
level-headed no matter the
situation; always respectful of
the staff member.

Displays little interest or
support for staff professional
development; feedback is
primarily corrective and
judgmental.

mentoring

Supports staff professional
development programs;
feedback is primarily in the form
of advice, oris limited or
general.

Takes a personal interest in the
professional development of
teachers; provides supportive
and honest feedback when
asked.

Maximizes staff members’
potential and career growth
through coaching or mentoring;
provides immediate, specific
and accurate feedback aimed
at promoting growth.

Does not display empathy for
staff members; has little
interest in knowing people as
individuals.

concern

Displays an interest in the
wellbeing of staff members;
knows staff members and their
role in the organization; claims
to know how others feel.

Considers staff members’
needs and wellbeing; displays
empathy; knows staff members
professionally and personally
but knows where to draw the
line.

Extends a genuine care and
compassion for individual staff
members by offering practical
support; invests time to get to
know staff members as people.

Does not keep a person’s
confidences when they come
into possession of sensitive
information; rumors occur on
aregular basis.

dentiality

Confi

Keeps information confidential
when specifically asked by the
member of staff.

Keeps the confidences of staff
members; will make a
professional judgment as to
whether that information should
be shared.

Keeps the confidences of staff
members when he/she is
entrusted with sensitive
information; only shares
information with permission.
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