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If the rst truth about courageous conversations is that they are key

to effective leadership for improvement, the second is that many

leaders, if not most, nd them dif cult and uncomfortable. We often

avoid courageous conversations, even when we recognize that they

are desperately needed. Leaders are human too, and just as prone

to avoiding discomfort as those they lead. In fact, Abrams (2009)

has identi ed 18 reasons we can, and often do, avoid courageous
conversationsfnlrAd. Leaders are human too, and just as prti ed 18 reasons we
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One of the most powerful ways to overcome our own resistance to
courageous conversations is to deepen our understanding of what
they look like in practice, and how they can empower — rather than
threaten — both our own leadership and those we lead.

Within Ontario’s Leadership Framework 2012, the practice of engaging
in courageous conversations is recognized as vital to successful
leadership and is re ected within and across all of the framework’s
domains. Engaging in courageous conversations is about challenging
current practices and fostering improvement and growth through
conversation, listening to and acting on feedback, and providing
feedback that will lead to improvements in student achievement and
well-being. Leaders do this in a variety of ways; for example, they:

Build relational trust and establish a culture in which courageous
conversations and feedback are seen as necessary for improvement
Challenge assumptions at both the individual and the organiza
tional level

Integrate description, analysis, prediction and a discussion of the
next level of work in every debrief about teaching and learning.




This table illustrates how “engaging in courageous conversations”
is embedded in the Ontario Leadership Framework 2012
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that, while the term “theory” may conjure up thoughts of lofty,
abstract ideas, a theory of action is, in fact, a highly practical tool
that grounds our strategies in reality and helps us examine them
more deeply to produce concrete results.

The authors suggest that an effective theory of action is stated as a
series of “If ... then” propositions that can ultimately be tested against
real outcomes. For example, “If | take this action ... then the following
outcome will result”. They suggest that the “If ... then” structure is

an important way we can remind ourselves that each of our theories
of action is a proposition that can be tested, and should be subject
to revision. The end result is that we have established a platform for
continuous improvement and professional learning.

In another synthesis of research that examines school leaders’
in uences on student learning, Leithwood, Anderson, Mascall, and
Strauss (2009) describe four paths through which school leaders



and collective commitment that staff bring to the complex task of
increasing student achievement and well-being.

Robinson, Hohepa, and Lloyd (2009) draw on the seminal work of
Bryk and Schneider (2002) to support the following key observations
about the importance of relational trust:









ADFO and AGEFO will be offering a one-day face-to-face provincial
session, a web conference and a DVD and guide for school and system
leaders focused on building collaborative relationships. In addition,
ADFO has developed Le guide du mentor - mentorat pour les leaders
scolaires nouvellement nomm@s and training focused on violence

against women and its effect on children in our schools A number

of news bulletins and resources can be found on the association
websites at www.adfo.orgnd www.agefo.ca

CPCO in partnership with OCSOA hosts one-day workshops with
internationally renowned speakers to provide educational leaders
with access to current research and information. These shared
learning opportunities support implementation of the Ontario
Leadership Strategy and the Equity and Inclusive Education
Strategy, while providing networking opportunities to strengthen
Catholic education. Learn more at www.Cpc0.0Nn.caor Www.ocsoa.ca.



Crucial conversations: Tools for talking when stakes are high by

Patterson, Grenny, McMillan and Switzler (2002) provides tools to
handle life’'s most dif cult and important conversations including
preparing for high-stakes situations and making it safe to talk about
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Ontario’s Institute for
Education Leadership is a
unique partnership committed
to exploring leading-edge
thinking on education
leadership and applying that
expertise to the development
of high-quality resources

and learning opportunities

for school, board, and
system leaders. As part of

its work on research into
practice the IEL has adopted
the Ontario Leadership
Framework 2012 and
continues to support and
promote it as a powerful
vehicle for strengthening
school and system leadership
in the province.

Visit: www.education-
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for more information about
the IEL, upcoming events,
leadership research, and
a variety of tools and
resources for leaders.
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The Ontario Leadership Framework (OLF) 2012 remains the key
foundation of initiatives being undertaken within the Ontario
Leadership Strategy (OLS). The Ontario Leadership Framework
includes the leadership practices found to be effective for most
schools and systems in most contexts and a small but critical
number of personal resources which leaders draw on in order to
enact effective leadership practices including cognitive, social and
psychological resources.

The framework consists of four key components: school-level
leadership; the K-12 School Effectiveness Framework; system-
level leadership; and a district effectiveness framework. Five

Core Leadership Capacities, taken from the Ontario Leadership
Framework, are the province’s focus for capacity building beginning
in 2009-10.

Ideas Into Action is designed to support and align with this capacity
building, which is being undertaken by the ministry, Ontario’s
provincial leadership associations, the Institute for Educational
Leadership (IEL) and district school boards. It is intended to
contribute to your ongoing professional learning and provide you
and your colleagues with a meaningful springboard for re ection,
professional dialogue and for putting ideas into action.

Do you have insights to share? We are interested in hearing about

your experience with courageous conversations — what has worked
for you? What professional learning supports have you found to be
most effective in strengthening this capacity?

We look forward to your responses, and to sharing excerpts from
them in our next issue of Ideas Into Action which will focus on
“promoting collaborative learning cultures”.

Learn more about the Ontario Leadership Strategy at
www.ontario.ca/eduleadership.
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