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The Leadership Project

 To conduct a preliminary investigation into 
leadership in the Australian AOD sector

 Objectives:
 Define leadership
 Explore the role of leaders
 Examine leadership development practices
 Identify areas for improvement in leadership 

development
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This paper is based on the final report of the leadership project. 
TP was commissioned to undertake this project by Vic DHS in 2007 with a view to conducting a prelim investigation into leadership in the AOD sector. 
Objectives: 
Define leadership – skills and attributes of leaders & diff btw leaders and managers
Explore role of leaders  - particularly how they contribute to healthy workplaces & develop and sustain networks and partnerships
Examine leadership development practices - including how emerging leaders are:
identified 
retained
the role of others in l/ship development and
the role of training in l/ship development
Identify areas for improvement in leadership development across AOD sector
Essentially, the findings of the report were to contribute to the development of a strategic response to leadership development (promote and sustain) in the Victorian, and wider Australian, AOD field.





Methodology

 Comprehensive literature review

 Semi-structured key informant (KI) interviews 
with AOD sector leaders (N=17) 

 Thematic analysis via NVIVO 8
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1. Comprehensive literature review – this focussed on leadership development models and activities from the public health sector and workforce development literature. 
Note limited leadership literature�
2. Semi-structured key informant (KI) interviews with AOD sector leaders (N=17) 
Key informants were:
Perceived to be significant contributors to the AOD field in their area of expertise. 
Recognised at a national level 
Represented range of fields within the sector including Research, Clinical Practice, Education and Training, Government Policy, Academia
Represented govt and non-govt, national and state institutes, worked in AOD sector as well as beyond
Included representatives of peak AOD bodies, mainstream and indigenous AOD populations
16/17 conducted by telephone (approx 45 mins)�
 3. Thematic analysis via NVIVO 8 -  to identify and explore themes pertaining to the project’s key questions 



Defining leadership

Leaders have been defined as those who are 
visionary; who see beyond the constraints of 
the status quo, and can communicate the 
value of the vision and its plausibility to 
others, through working together (Bennis, 
1989; Peter and Waterman, 1982). 
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There was consensus among key informants that the definition provided above was applicable to the AOD sector (N=17). 
Two elements of the definition were considered particularly important: 
Leaders as visionary individuals - Visionary leaders reportedly have clarity of purpose and know what they want the sector to be in the future, and thus how it needs to change.
Leaders as individuals who see (and act) beyond the status quo. �
Leaders challenge traditional ways of doing business. ��Sometimes perceived as radicals or mavericks by some, they were also seen as courageous and innovative in doing so. ��Challenging previous wisdom was considered particularly important where this wisdom was as yet untested or unproven. 



Leadership vs management

 Inherent differences between leadership 
and management roles

 Are the roles mutually exclusive?
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There exist inherent differences between leadership and management roles
Leadership roles:
Are not tied to admin or operational functions
Have greater focus on generating ideas and communicating these to others
Leaders have significant influence on those around them
Instil in others a sense that they also can make a difference
Focus on the big picture for the field. Have capacity to move others fwd towards a strategic vision (TASC Inc., 2004)
  
In contrast, mgm roles are:
Defined by position which confers operational responsibility for an org with an individual. 
Mgrs need to know how to put infrastructure and processes in place to make an org work effectively
Mgrs are also responsible for identifying and supporting emerging leaders, translating innovative ideas into practice, keeping org running smoothly and maintaining staff morale
 
Both leaders and mgrs are critical to positioning the field for the future

But are these roles mutually exclusive?
Key informants identified some very good leaders and some v. good managers. However, few were v. good at both roles.
Some leaders rely upon the skills of their managers to translate their vision and effect change. Similarly, some managers rely on the vision of leaders to provide direction and innovation.



Attributes of AOD leaders

 Leaders are:
 Emotionally intelligent
 Committed
 Motivated
 Enthusiastic 
 Visionary individuals 
 Generate new ideas 
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Let’s explore the attributes of leaders in more detail
Leaders are:
Emotionally intelligent -  aware of themselves
Committed
Motivated
Enthusiastic 
Visionary individuals - challenge the status quo and are innovative
Generate new ideas

Visionary – challenge the status quo and are innovative




Attributes of AOD leaders cont...
 Leaders:

 Work as change agents
 Operate with integrity
 Network and communicate widely (Goleman, 

1995; KI)
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Leaders:
Network and communicate widely 
Consult, liaise with and listen to diverse audiences. 
Draw on knowledge and experience of others to enhance their own understanding
Cognisant of markers for change and opportunities therein, which enables them to...
Work as change agents
Finally, leaders operate with integrity (Goleman, 1995; KI)




Emerging AOD leaders

 Bright and enquiring individuals
 Seek to understand by ‘unpacking’ issues
 Challenge current paradigms
 Pursue change
 Inspire others with their creative and 

innovative thinking (KI)
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Emerging leaders demonstrate many of these leadership attributes. They:
Bright and enquiring individuals
Seek to understand by ‘unpacking’ issues
Challenge current paradigms
Pursue change
Inspire others with their creative and innovative thinking (KI)
 
Potential leaders can emerge from all levels of an organisation
Typically get the lie of the land early and are recognised for their contributions
Invited to sit on boards, advisory committees 
Others are drawn to them
Can be articulate individuals who stand out or quiet achievers.
Align themselves with influential people who can support their goals



Retention of emerging leaders

 Critical to retain talent
 Leaders and managers, sector-wide, 

should:
 Acknowledge the importance of leaders and 

leadership development
 Provide a supportive environment and 

opportunities for emerging leaders to grow
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Retention of these bright sparks was acknowledged by KIs as critical to the future of the AOD sector
Key functions for leaders and managers, sector-wide, included:
Acknowledging the importance of leaders and leadership development, and
Providing a supportive environment and opportunities for emerging leaders to grow�





Retention of emerging leaders cont...

 In practice, this means:
 More mentoring
 Facilitating professional development
 Providing opportunities for innovation

Let [emerging leaders] contribute ideas and try 
things out, and allow them to take risks without 
fear of punishment (KI).
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In practice, this means:
The provision of more mentoring by established leaders
guide and support the careers of emerging leaders
provide honest feedback
provide new perspectives of looking at and working with AOD field
Mentoring ensures that senior expertise is not lost to the field but passed on to next generation
The provision of  professional development opps - Via funded training and conf attendance
Provision of opportunities for innovation, with support through the highs and lows of success and failure
 
Let [emerging leaders] contribute ideas and try things out, and allow them to take risks without fear of punishment (KI).




Retention of emerging leaders cont...

 It also means:
 Providing greater reward and 

acknowledgement of emerging leaders
 Facilitating emerging leader involvement on 

boards, advisory committees etc (Moodie, 
2002; KI)
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It also means:
Providing greater reward and acknowledgement of emerging leaders  through informal recognition and formal awards (APSAD young scientist)
Facilitating emerging leader involvement on boards, advisory committees etc (Moodie, 2002; KI)�




Wrap up
 What have we learned? 

 Attributes of leaders
 Identify emerging leaders
 How to nurture them and enhance their 

retention (local level responses)

 The next step:
 Systemic, strategic response to leadership 

development
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What have we learned? 
Attributes of leaders 
Identify emerging leaders
How to nurture them and enhance their retention (local level responses) already avail to organisations, leaders and managers 
The next step is to develop a:
Systemic, strategic response to leadership development (that is, how do we promote and sustain leadership in the AOD sector)
This leadership project conducted by TP has contributed to the work  of Vic DHS in achieving this goal




ACKNOWLEDGEMENTS

 Victorian Department of Human Services, 
Mental Health and Drugs Division

 Key Informants

Presenter
Presentation Notes
In concluding, I’d like to acknowledge those that contributed to the project - Vic DHS and KIs 

And leave you with one last thought....




One last thought...

You have to let the bright sparks test 
boundaries. If you stifle them, 

they’ll leave (KI).
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