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The Tower Hamlets Context

• Tower Hamlets is an inner London borough 
•	 It	has	areas	of	significant	deprivation	sitting	alongside	the	Canary	Wharf	development 
	 and	next	to	the	City	of	London,	home	to	some	of	the	world’s	largest	financial	corporations
•	 It	has	the	fastest	growing	population	nationally	and	now	has	an	estimated	population 
	 of	324,745.	At	8	square	miles	it	is	the	most	densely	populated	local	authority	area	in	the	country	
•	 There	are	45,000	pupils	in	primary	and	secondary	schools	in	the	borough
•	 There	are	163	languages	spoken	by	pupils	in	Tower	Hamlets	schools. 
	 70	per	cent	of	pupils	do	not	speak	English	as	a	first	language.
•	 Across	Tower	Hamlets,	attainment	in	Primary	schools	is	well	above,	and	in	secondaries	above, 
 the	national	average.	
•	 Free	School	meals	are	above	London	and	England	averages
•	 Schools	are	well	led	and	‘highly	rated’	with	large	improvements	seen	in	educational 
	 attainment	in	recent	years
•	 Qualification	levels	are	strongly	associated	with	whether	people	are	in	work	or	not.	
•	 86%	of	those	who	held	a	higher-level	qualification	are	in	employment	compared	to 
	 just	one	third	of	those	with	no	qualifications	in	the	borough
• Leadership	across	schools	is	stable	and	experienced	
•	 Tower	Hamlets	describes	itself	as	‘the	best	of	London	in	one	borough’

Tower	Hamlets	Education	Partnership	
have	worked	with	Alistair	Smith	to	design	
and	deliver	a	leadership	development	
experience	which	is	unique	within	the	UK	
education	sector.

The Success of the Tower Hamlets Programme

•	 Meaningful	partnerships	with	high	performing	individuals	and	organisations	in	and 
	 beyond	the	education	sector
•	 Co-constructed	and	iterative	design
•	 A	‘deliberately	developmental’	community	of	learners	who		build	the	skills	and	capacity	 
 to	challenge	and	stretch	each	other	
•	 Modular	programme	built	on	agreed	leadership	competencies	and	authentic,	contextual	challenges
•	 An	evidence-informed	approach	utilising	thinking	from	in	and	beyond	education
• Strong	evidence	of	leadership	learning	embedded	within	and	across	schools	
•	 Examples	of	iterative	learning	where	skills	are	developed	in	the	school	context	and 
	 critiqued	by	programme	members
•	 100%	of	cohort	keen	to	continue	with	the	programme	next	year

“High Performance Leadership has 
helped change the debate in many of our 
leadership teams. The principles which 
shape our programme – co-construction, 
collaborative problem solving and agile 
thinking are being seen in the schools.”
 
Tracy Smith, Executive Director



Collaborative Professionalism 

With	many	leadership	programmes	there	is	a	
disjuncture	between	attending	a	course	and	
changing	practice.	The	HPL	Programme	has	a	
commitment	to	test	orthodoxy	and	embed	change	
where	needed.	It	is	designed	around	what	is	known	
about	adult	learning.	

A	success	of	the	programme	is	creating 
a		community	of	learners	to	practice	 
collaborative	professionalism.	Training	takes	place	
to	allow	for	small	group	solution-focused	coaching.	
Sessions	are	spaced	with	flexibility	over	timings	to	
optimise	participation.

Context	specific	problem-solving	abilities	emerge	
from	work	on	locating	the	specific 
skills	required.	This	is	why	time	is	spent	identifying	
those	skills	needed	for	 
high	performing	leadership	teams.

A	competency	framework	was	co-constructed	and	
trialled.	Emerging	from	the	framework 
were	some	key	themes	which	were	built	into 
the	core	of	the	programme.

Designing the High Performance 
Leadership Programme 

HPL Programme 
principles 
of adult learning

•	 Co-construction
•	 Recognition	and	utilisation	of 
	 a	‘long	tail’	of	experience
•	 Practical	and	of 
	 immediate	relevance	
•	 Feedback	on	performance	
•	 Surface	engagement, 
	 then	depth	over	breadth	

Based	on	Maslow	(1954),	Schon	(1987),	
Knowles	(1988),	Durning	and	Artino	
(2011),	Mezirow	(1990),	Wenger	(1998),	
V.	Robinson	(2011),	Bloom	(2011),	
Fullan	(2016),	Wiliam	(2016), 
Kirschner	(2020)

Key Themes 

•	 Self-awareness
•	 Personal	agency	and	role	authority	
•	 Making	decisions	under	pressure
•	 Finding	creative	solutions	amidst 
	 high	uncertainty	

•	 Developing	high	performing	teams
•	 Self-actualisation	and	role	authority	
•	 Building	networks	of	influence	
•	 Professional	knowledge	and	insight

High Performance Leadership Partnerships 
Organisations	and	Individuals

Not on the High Street.com
Strategy,	empowering	teams	and 
building	networks	of	influence

Les Miserables
Influencing	and	communication	skills

Google
Creativity	in	problem-solving

Imperial College London NHS Trauma Unit 
Making	decisions	under 
pressure	and	debriefing

London Air Ambulance
Managing	cognitive	load	and 

a	feedback	culture Sandhurst Royal Military Academy 
Identifying	and	developing	leadership 

talent	and	empowering	others

London Fire Brigade
High	performing	teams	and	cultures

Dr Sabrina Cohen Hatton
Improving	decision-making	under	pressure

Kensington Aldridge Academy 
Values-led	leadership	and 

dealing	with	a	crisis

The Football Association 
Growing more leaders and 

strategic	influence

“It became apparent that we should include opportunities for different types 
of inputs, for personal and team reflection and for transfer into real contexts. 
It goes beyond speaker input. We created provocations around each theme 
before modules, shared research and then developed possible solutions, 
insights and experiences in a psychologically safe environment.” 

James Heale, Director of Leadership and Development



Making Decisions Under Pressure
School	leaders	make	hundreds	of	decisions	daily,	how	do	they	get	them	right 
and	can	they	get	better	at	doing	so?

Learning and the High Performance 
Leadership Programme 

Les Miserables
Influencing	skills	with	Performing	Perfectly	

“There is nothing like a dream to create the future.”

The	world’s	longest	running	musical	Les	Miserables	can	teach	leaders	more	than	a	story	of	determination,	
forgiveness,	salvation	and	grace.	The	production	itself	-	seen	by	over	60	million	people	in	42	countries	– 
can	gives	us	valuable	insights	into	acquiring	confidence,	developing	personal	presence	and	self-discipline.

•	 If	you	choose	this	profession,	or	have	it	chosen	for	you,	get	used	to	rejection	
• Success	is	not	just	about	being	able	to	sing	and	to	perform	but	to	align	with	the	values	of	the	production	
•	 Performers	suffer	stage	fright,	stress	and	dips	in	form.	The	social	and	professional	capital	lodged 
	 in	the	team	and	guided	by	the	leadership	tows	them	through

The Football Association 

Strategic	influence	with	Baroness	Sue	Campbell

“The shadow of the leader is huge -  so do what is right not  
 what is popular or expedient.” 

Baroness	Sue	Campbell	chose	to	go	to	the	FA	because	the	power	of	the	brand	allows	them	to	speak	to	people	
others	can’t	reach.		She	felt	a	moral	imperative	to	help	women	and	girls	become	involved	in	sport	 and do well 
in	life.	Galvanising	around	collective	purpose	and	searching	out	and	promoting	excellence	within	your	
organisation	were,	for	her,	the	big	strategic	influencers.	

•	 Constancy	of	purpose
•	 Don’t	compromise	on	personal	excellence
•	 Look	beyond	your	immediate	environment	for	improvement	and	to	benchmark
•	 Get	your	teams	to	ask	great	questions

Imperial College London NHS Trauma Unit 
Making	decisions	under	pressure	with	Dr	Shehan	Hettiaratchy, 
Consultant	Reconstructive	Surgeon	and	Military	Reservist	with	service	in	Afghanistan

“If you feel under pressure, you probably haven’t got the preparation right.”

Shehan	Hettiaratchy	talked	to	us	at	the	height	of	Covid.	He	described	an	eve	of	battle	feeling	on	the 
wards	with	lots	of	reassuring	dialogue.	A	deliberate	daily	rhythm	with	moments	and	places	for	de-stressing,	
eating	and	chatting	helped.	It	also	helped	that	there	was	a	heavy	military	experience	within	the	team. 
He	said	that	decision	making	was	easier	within	a	really	strong	close-knit	team.	

•	 Don’t	expect	predictability
• Decisions	under	pressure	are	often	imperfect,	acknowledge	it	and	get	comfortable	with	it	
•	 Some	things	are	not	worth	pushing	back	on	so	pick	your	battles	and	focus	on	the	task
•	 Decisions	become	easier	when	you	and	your	team	share	core	beliefs	and	values
•	 Tall	hierarchies	slow	progress	–	flatten	hierarchies	where	possible

London Air Ambulance
Managing	cognitive	overload	with	Jonathan	Jenkins, 
CEO	and	Dr	Tom	Hurst,	Medical	Director

“Our specialists know the medicine, so our training focuses on teams working in a challenging 
environment where exact communication and managing cognitive bandwidth is key.”

The	London	Air	Ambulance	has	pioneered	life-saving	emergency	treatments	in	the	world’s	busiest	emergency	
centre.	They	have	pioneered	techniques	and	built	an	evidence	base	on	prehospital	care.	Much	of	their	
professional	learning	comes	from	other	industries	including	the	work	on	cockpit	resource	management 
in	aviation.	Hot	and	cold	debriefs	are	integral	to	their	development.

•	 Recruitment	involves	observing	candidates	perform	under	pressure: 
	 no	presentations,	interviews	or	psychometrics
• Honesty	is	key	–	‘if	something	goes	wrong,	‘we	shop	ourselves’	in	order	 
 to	avoid	similar	future	mistakes.’	Lots	of	feedback	built	into	process	
•	 People	click	into	the	systems	they	trust
•	 Standard	Operating	Procedures	reduce	complexity	and	allow	for	better	decisions
•	 Debriefs	are	‘agonised	over’	in	order	to	extract	the	maximum	benefit 
	 Very	good	culture	of	reporting	errors	but	need	to	work	on	capturing	successes

Personal Agency and Role Authority 
How	do	school	leaders	continue	to	exert	influence	amidst	the 
growing	noise	created	by	external	agencies	and	events?



Learning and the High Performance 
Leadership Programme  

Dr Sabrina Cohen-Hatton, Chief Firefighter and 
author of In the Heat of the Moment. 
Developing	decision-making

“Even with high levels of self-awareness we do not necessary appreciate just how we respond 
as a decision maker to pressure, the place of previous memories or of similar decisions we 
have made in the past.”

Sabrina	Cohen-Hatton	is	an	expert	in	decision-making.	She	is	a	serving	firefighter.	Her	doctoral	research	was	on	
decision-making	in	the	fire	service	where	she	found	85%	of	firefighter	decisions	are	intuitive	and	based	on	gut	
instinct.	Her	research	proved	that	decision-making	methods	are	transferrable	in	different	sectors.	Methods	and	
mental	models	can	be	learned	and	practised.	

• In	decisions	all	the	pieces	of	the	jigsaw	need	to	come	together.	Our	tendency	is	to	preoccupy	 
	 with	the	pieces	we	already	have	and	know,	then	gaps	get	filled	by	previous	experience	
•	 Situational	awareness	is	integral	to	effective	decision-making.	Challenge	assumptions	to	avoid	decision	traps
•	 To	get	consistency	and	effective	decision	making	across	an	organisation	have	a	common	operating	 
	 procedure	with	an	update	protocol	such	as	weekly	review	meetings	
•	 A	protocol	for	decision	making	can	become	a	Rapid	Mental	Checklist	(RMC).	Its	use	heightens	situational	 
	 awareness,	removes	some	uncertainty	and	gets	past	confirmation	bias.	It	also	avoids	group-think, 
	 decision-paralysis	and	flawed	assumptions	where	no,	or	the	most	compromised	decision,	is	made

Google
Creativity	in	problem	solving	with	Kirk	Vallis, 
Head	of	Global	Creativity

“Creativity is the mindset and habit of approaching our challenges in different ways, 
with positive intent.”

Kirk	Vallis	speaks	with	passion	and	energy	about	creativity.	He	has	a	global	role	with	Google,	a	company	
comprised,	in	his	words,	of	‘techies’	who	don’t	do	creativity!	For	Kirk,	schools	are	similarly	well	drilled	in	logical,	
sequential,	analytic	modes	-	less	so	in	creative	methodologies.	Working	with	Kirk	is	compelling.	 He models  
best	practice	through	‘provocations’	and	embeds	his	favoured	techniques	into	the	experience.	 
Creativity	at	Google	recognises	–

•	 The	concept	of	‘rivers	of	thinking’	(Edward	de	Bono)	which	suggests	that	over	time,	we	lock	into 
	 and	are	constrained	by	a	narrowed	way	of	seeing	problems
•	 Risk	has	to	have	a	home,	so	where	in	your	organisation	is	risk	encouraged
•	 We	can	choose	to	adopt	expansive	or	reductive	thinking,	options	or	decisions
•	 More	options	lead	to	more	confident	decisions.	Ask	what	could	one	more	option	be?
•	 The	use	of	provocations	to	force	solutions	from	beyond	existing	boundaries
•	 It’s	much	easier	to	make	an	audacious	idea	practical	than	to	make	a	safe	idea	exciting	and 
	 we	need	to	be	prepared	to	get	uncomfortably	excited

Finding Creative Solutions Amidst High Uncertainty 
Schools	thrive	on	order,	they	are	built	around	predictable	rhythms 
and	patterns,	so	how	do	we	respond	to	disruption	and	train	for	originality 
and	creative	problem	solving?



Royal Military Academy 
Developing	talent	with	Lt	Colonel	Russ	Lewis	MC, 
Centre	for	Army	Leadership,	the	Royal	Military	Academy	Sandhurst.

Lt	Colonel	Lewis	commanded	a	rifle	company	in	Afghanistan	where	he	won	the	Military	Cross.	He	wrote	a 
book	‘Company	Commander’	based	on	his	experiences	of	that	tour.	As	leaders,	he	points	out	that	we	must	
realise	that	there	will	be	times	when	we	feel	utterly	alone	and	its	then	that	its	important	to	do	things	properly 
so	that	your	decisions	always	stand	the	test	of	time.

•	 With	teams	there	will	be	constant	frictions	so	its	important	for	everyone	to	understand	the	ultimate	destination.	
•	 Find	a	way	to	be	brutally	honest	about	performance	but	talk	to	each	other	like	human	beings	
•	 Use	mission	commands	to	give	teams	the	success	criteria	and	parameters	but	then	empower 
	 leaders	on	the	ground	to	make	the	decisions	as	they	see	them

Learning and the High Performance 
Leadership Programme 

Developing High-performing Teams 
Schools	can	suffer	as	a	consequence	of	underperforming	teams	and	wide 
variation	in	performance	between	teams.		If	we	wanted	to	make	our	teams 
more	effective,	what	could	we	do?

London Fire Brigade
High	performing	teams	with	Matt	Cook,	Group	Commander, 
also	responsible	for	Leadership	development	within	the	service.

“We will risk our lives in a highly calculated way to save, saveable life. “ 

Matt	Cook	describes	high-performing	teams	as	having	a	strong	sense	of	purpose.	The	London	Fire	Brigade	has	
a	core	purpose	of	being	trusted	to	protect	and	serve	London.	In	their	HQ	they	have	the	George	Cross	won	in	
1946	by	firefighter	Frederick	Davis	who	died	saving	the	lives	of	two	children.	Underneath	the	medal	it	says	“We	
will	risk	our	lives	in	a	highly	calculated	way	to	save,	saveable	life.	“This	strong	sense	of	duty	provides	a	focus	
for	the	LFB.	Similar	to	schools,	they	comprise	teams,	each	within	a	bigger	team	but	with	their	own	autonomy,	
collaboration	and	purpose.

•	 Having	a	strong	sense	of	purpose	gets	you	through	a	crisis
•	 Creating	psychological	safety	is	your	fundamental	purpose	as	a	leader	and	organisation
•	 Teams	within	a	‘bigger’	team	benefit	from	autonomy,	collaboration	and	purpose
•	 Grow	and	benefit	from	deliberately	building	diverse	and	inclusive	teams	
•	 Work	hard	to	see	things	from	multiple	perspectives



Learning and the High Performance 
Leadership Programme  Collaborative Professionalism  

Building Networks of Influence 
The	aggregation	of	everyday	behaviours	defines	the	culture	of	a	school. 
How	significant	is	school	culture?		How	do	we	shift	it	advantageously?

Not on the High Street.com 

Owning	the	organisational	culture 
with	Claire	Davenport,	CEO

“People love their jobs when they get opportunities to do challenging 
and interesting stuff.”

Claire	Davenport	is	a	star	in	her	industry.	Not	only	is	she	the	CEO	of	an	online	retailing	success	she	is	one	of	the	
pioneers	of	Women	into	Technology,	an	organisation	which	supports	and	promotes	CEO	talent	globally.	She	is	
a	‘serial	re-invigorator’	who	goes	into	large	organisations,	sees	the	patterns	and	trends,	intervenes,	has	impact	
and	then	moves	on.		Relentless	in	finding	best	practice,	she	works	by	talking	to	others	who	exhibit	excellence	
and	finding	out	what	drives	people.		She	is	open	that	this	experience	has	built	her	confidence	and	made	her	a	
different	leader.	She	now	finds	it	easier	and	more	effective	to	give	control	and	her	leadership	away.	Here	are	
some	of	her	thoughts	around	influence.

•	 Don’t	try	and	do	everything	as	it	demotivates	the	teams	below
•	 Use	listening	groups	to	build	feedback	loops	at	all	levels
•	 You	can’t	delegate	culture	and	strategy,	you	as	the	leader	must	own	that	responsibility
•	 Ask	about	things	you	care	about
•	 Turn	your	strategy	into	4/5	key	objectives	with	key	results	which	are	our	measures	of	success. 
	 Then	ask	what	each	department	is	going	to	do	to	achieve	these	things
•	 Keep	meetings	short.	Stand	up	and	go	around	the	room	and	get	summaries	of	ongoing	work

Kensington Aldridge Academy 

Dealing	with	the	unforeseen	with	David	Benson,	Principal

David	shared	his	experience	of	leading	the	school	following	the	Grenfell	tragedy.	He	talked	about	realising	the	
school	motto	of	‘intrepidus’	in	the	days	and	months	after	the	fire.		We	were	able	to	 
 benefit	from	his	insights	on	school	culture,	decision-making,	teaching	and	learning	and	the	curriculum.	

Online Education Think Tank 
Dame	Alison	Peacock,	Sir	Kevan	Collins,	Maggie	Farrar	and	Sir	Alasdair	Macdonald	

This	Tower	Hamlets	think	tank	explored	key	issues	around	leadership,	staff	development	and	pedagogy.	
Together	we	explored	the	immediate	and	potential	long-term	impacts	of	the	pandemic	on	the	education	system	
and	its	leaders.

Purposeful Learning and Knowledge Sharing

•	 Agreeing	Group	Protocols	–	discuss	and	agree	expectations	and	behaviours	at	the	outset;	 
	 agree	what	we	want	from	each	other	
•	 Peer	Coaching	around	the	Competencies	–	use	the	framework	to	initiate	confidential	discussion	 
 about where we are and where we need to be
•	 Practising	the	Big	Decisions	–	Use	mental	models	and	protocols	for	the	decisions	you	have	made	 
	 and	are	about	to	make	and	rehearse	the	process
•	 Problem	solving	team	building	–	in	small	diverse	groups	focus	on	an	individual	leadership	challenge	 
	 and,	by	asking	searching	questions,	help	find	alternative	solutions	
• Applying	Storytelling	as	Leadership	–	what	is	your	school	story?	Who	tells	us	it?	What	other,	 
 alternative,	stories	conflict	with	yours?	As	a	leader,	how	might	you	best	communicate 
	 your	story?		
•	 Identify	and	work	on	‘your	biggest	challenge’	in	solution	groups	–	what	is	your	biggest	challenge?	 
	 The	biggest	challenge	for	the	SLT?	The	school?	Sharing	these	as	part	of	forward	thinking

Sharing Insights
What	is	the	body	of	knowledge	required	by	school	leadership	teams? 
How	is	it	best	obtained,	added	to,	utilised	and	shared?	



Leadership Competencies 

The	Tower	Hamlets	team	made	an	early	decisio 
to	design	their	programme	by	defining	the	 
competencies	for	school	leaders.	They	were	tested	against	
other	high	performing	organisations	from	beyond	the	
education	sector.	The	Leadership	Competencies	were	
developed	and	trialled	over	time.	The	discussions	around	
the	domain	areas	were	focused	on	lifting	leaders	out	of	
transactional	management	tasks	and	operational	activity.	

The	discussions	were	enlivened	by	the	debate	over	the	
value	of	‘generic’	skills	versus	specific	domain	knowledge.	
The	competencies	sharpened	what	were	offered	and	were	
chosen	to	be	developmental,	to	encourage	dialogue	and	
reflection	and	to	lead	to	personal	goals.

When	participants	were	asked	to	profile	themselves	the	highest	levels	of	confidence	were	in	the	domains	of	
Systems	and	structures	and	Professional	knowledge	and	insight.	Those	with	the	widest	range	were	in	Decision-
making	and	Purposeful	habits	of	mind	and	Building	and	sustaining	relationships.	

The	specific	competence	which	scored	lowest	was	number	6	about	making	effective 
decisions	including	‘hard’	decisions	under	duress.	

Domain Area Competence

Personal agency 
and authority

1 Exhibits	high	levels	of	self-awareness

2 Demonstrates	role	authority

3 Influences	decision-makers

4 Operates	consistently	and	to	a	system	of	personal	values

Decision-making 
and purposeful 
habits of mind

5 Understands	the	decision-making	process

6 Makes	effective	decisions	including	‘hard’	decisions	under	duress

7 Open	to,	and	capable	of,	acting	on	alternatives

8 Remains	purposeful	in	the	face	of	adversity

Solution-focused 
problem solving

9 Builds	and	sustain	an	ethos	of	constant	improvement

10 Distributes	both	leadership	and	problem	solving

11 Recognises	the	value	of	innovative	problem	solving

Building and 
sustaining 
relationships

12 Works	collaboratively	towards	solutions

13 Is	trusting	of	others	and	is	trustworthy

14 Recognises	and	acknowledges	vulnerability	in	self	and	others

15 Values	and	finds	opportunities	for	the	contribution	of	others

Systems and 
structures

16 Plans ahead and is goal oriented

17 Puts	viable	systems	and	structures	in	place

18 Moves	between	macro	and	micro	thinking

Professional 
knowledge 
and insight

19 Has	an	informed	understanding	of	pedagogy	and 
its	curriculum	implications

20 Knows	and	understands	financial	procedures

21 Knows	and	understands	the	accountability	of	schools	and	their	leaders

Learning and the High Performance 
Leadership Programme

“Context-specific problem solving is key to effective 
leadership and it is important that leadership 
development programs focus on this.”

Steve Munby, A new paradigm for leadership development?  
Centre for Strategic Education, 2020

“Competencies within different contexts require different bundles of skills and knowledge. 
It is this bundling and unbundling that drives competency-based initiatives among 
postsecondary entities. The challenge is to determine which competencies can be 
bundled together to provide different types of learners with the optimal combination  
of skills and knowledge needed to perform a specific task.” 

Richard Voorhees 
Competency-Based Learning Models: A Necessary Future  
New Directions for Institutional Research · June 2001

“To ensure that leadership development efforts are coherent and focused, jurisdictions 
may benefit from a framework that includes the key capabilities leaders need. While some 
of these capabilities will be specific to a jurisdiction, local area or even individual school, 
international research points to the cross-cutting relevance of leadership for learning and 
agility. These capabilities — which combine practices and mindsets — can be seen as the 
pillars of developing leaders who can impact on student learning.” 

Richard Voorhees 
Competency-Based Learning Models: A Necessary Future  
New Directions for Institutional Research · June 2001

The	idea	of	‘bundling	and	unbundling’	competencies	depending	on	the	leadership	context	was 
useful	when	designing	the	programme.	Having	competencies	also	brought	substance	to	the 
different	problem-solving	contexts	represented	within	the	group.

Without	a	strong	sense,	informed	by	wider	evidence,	of	what	school	leadership	entails, 
it	is	impossible	to	design	an	impactful	programme.



High Performance Programme

Programme Reading and Source Materials

Personal Agency and Authority
Dare	to	Lead,	Brené	Brown,	2018
Rebel	Ideas,	Matthew	Syed,	2019
To	Become	Your	Best	Self	Study	Your	Successes,	
HBR,	Laura	Morgan	Roberts	et	al,	2019
The	Feedback	Fallacy,	HBR,	by	Marcus	Buckingham	
and	Ashley	Goodall,	2019

Decision-Making and purposeful 
habits of mind
In	the	Heat	of	the	Moment:	Life	and	Death 
Decision-Making	from	a	Firefighter, 
Sabrina	Cohen-Hatton,	2018
Thanks	for	the	Feedback,	by	Douglas	Stone 
and	Sheila	Heen,	2014
Five	Ways	Pixar	Makes	Better	Decisions,	HBR,	
Thomas	H.	Davenport,	2010
Why	New	Leaders	Should	Make	Decisions	Slowly,	
HBR,	Constance	Dierickx,	2019		

Solution-focused problem solving
Seeing	What	Others	Don’t	by	Gary	Klein,	2013
The	Age	of	Agile:	How	Smart	Companies	Are	
Transforming	the	Way	Work	Gets	Done, 
Steven	Denning,	2018
The	Eight	Pillars	of	Innovation,	Think	with	Google,	
Susan	Wojcicki,	2011
Leading	Through	Crisis;	A	Practitioner’s	Guide,	
British	Army	Leadership,	Sandhurst,	2020

Building and sustaining relationships
The	Fearless	Organisation, 
by	Amy	C	Edmondson,	2018
The	Trust	Factor:	The	Science	of	Creating	High	
Performance	Companies,	Paul	Zak,	2017
High-Performing	Teams	Need	Psychological	Safety,	
HBR,	Laura	Delizonna,	2017
Diverse	Teams	Feel	Less	Comfortable,	HBR, 
David	Rock	et	al,	2016	

Systems and structures
The	Culture	Code:	The	Secrets	of	Highly	Successful	
Groups,	by	Daniel	Coyle,	2018
An	Everyone	Culture:	Becoming	a	Deliberately	
Developmental	Organisation, 
by	Robert	Kegan	and	Lisa	Laskow,	2016
To	unlock	better	decision	making,	plan	better	
meetings,	McKinsey,	2020

Professional knowledge and insight
Professional	Capital,	by	Andy	Hargreaves	and	
Michael	Fullan,	2012
The	Infinite	Game,	by	Simon	Sinek,	2019	
COVID	19	–	school	leadership	in	disruptive	times,	
Alma	Harris	and	Michelle	Jones,	2020
The	Truth	About	Authentic	Leaders,	Harvard	
Business	School,	Bill	George,	2016
Why	teachers	must	become	change	agents, 
Michael	G.	Fullan,	2016

“I really valued the opportunity, 
especially during lockdown, to share 
insights on problem-solving and 
decision making with my team. 
We are now better able to support 
and challenge each other, 
especially in how we work 
together on the big issues.”

Jemima Reilly - Headteacher  
Morpeth School

“I recommend this programme highly 
to you. Forward thinking, inspirational 
speakers have transformed our thinking 
and approaches in school. As a leadership 
team we now work more consistently on 
how we approach decision making and 
the big challenges facing the school. ‘On 
and off the table’ strategies have enabled 
us to think more creatively than we may 
have done previously, leading to more 
exciting innovative outcomes to important 
decisions.”

Rebecca Abrahams  - Executive Head Teacher 
St Luke’s Church of England Primary School

“Learning and the individuals from 
organisations on the front line about 
teamwork, performing under pressure and 
the importance of debriefing was invaluable.”

Sian Acreman - Headteacher 
Blue Gate Fields Junior School

“The leaders on the High Performance 
Programme were remarkable people who 
taught us a great deal about humility, 
teamwork and a relentless focus on 
getting the job done.”

Jon Ryder - Principal 
George Green’s School

“Learning as a community of people who 
trust each other and are willing to share 
concerns and offer solutions and developing 
strategies to use having learned from a 
range of different professionals is what 
works for me.”

Veronica Armson – Headteacher 
Phoenix School

“A blend of face to face and online 
experience, time to reflect and try 
out ideas before sharing them, the 
stimulus of genuine leaders from 
other walks of life and a feeling of 
being part of something bigger 
made it worthwhile. Listen, take the 
best of what’s there, mix it with your 
own experience, try it out, tweak 
it and you’re a better leader and 
probably a more rounded individual.”

Owen O’Regan - Headteacher 
Lansbury Lawrence Primary School

“I took a great deal from the 
authentic experience of high 
performing organisations, especially 
around the human dimension 
to working in unpredictable and 
stressful situations. I found the frank 
and honest dialogue to be both 
extremely helpful and inspirational.”

Aaron Sherwood - Executive Headteacher 
Bowden House School and Bowden Primary

Thoughts from 
High Performance Participants
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