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Abstract 

This evaluation assesses the efficacy of the Preparation for School Leadership 

Program run by the Centre for School Leadership, Learning and Development. By 

conducting semi-structured interviews with key stakeholders, analysing feedback 

forms and course content, the evaluation analyses key areas such as: The 

sustainability of the program; the academic value of the program; changes in 

teaching practice; and the career progression of participants. In almost all areas, 

evaluation interviewees responded favourably to the program. The indicators of 

success for the program are in the career progression of its participants and the high 

level of completion. The evaluation finds that these two outcomes of the program 

have their basis in the method of the delivery of the program, the relationships forged 

with stakeholders by the program leader, the experiential basis of the program, and 

the links the experience makes with applying leadership theory. 
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Executive Summary 

The Preparation for School Leadership (PSL) Program was the first program to be 

delivered by the Centre for School Leadership, Learning and Development (CSLLD), 

previously known as the Institute of School Leadership, Learning and Development. 

As a result, the time allotted for planning the PSL Program was minimal prior to the 

intended first delivery of the program in August 2010. This potential problem was 

transformed into a positive due to the relationships forged by the Program Leader. 

The Program Leader facilitated engagement from senior levels in the Department of 

Education and Training (NTDET), which meant that the PSL Program had an 

authenticity to it, and enthusiastic involvement by participants resulted. This enabled 

flexibility in planning the program which may have helped regional DSPs in 

developing the PSL Program and embed localised context that may otherwise have 

been shut out from a rigid, pre-planned program. 

Some organisational issues have been identified and are required to be addressed. 

The funding model of the program may be unintentionally excluding participants from 

the most remote, and the smallest schools. Communication with the Centre may also 

have been problematic, and the lack of a single point of contact for Directors of 

School Performance (DSPs) may have become burdensome on the DSPs through 

the implementation of the program. However, this may in large part be due to the 

clarity of the process related to funding arrangements for participants. 

The method of facilitation chosen, and the way in which the program leader engaged 

with key stakeholders, enabled newcomers to leadership positions in DET to quickly 

familiarise themselves to their staff, and to the work of the program. This relationship 

has proven to be a reason for the success and support of the program by the DSPs. 

Principals were the key enabler for participants accessing the program – both in 

enrolment and support for their work throughout the program. Schools which have a 

principal that have not informed their teachers about the CSLLD, or of the 

professional development available to them, leave their staff with little access to the 

offerings of the CSLLD. 
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The dates and times in which modules were delivered to participants in the Darwin 

area, may have added to a noticeably higher absentee rate than in other regions. It 

is also noted that participants in the remote and rural regions had much greater 

engagement with all aspects of the program. 

Subject topics in the delivery of the program were found to be highly valuable to 

participants. All cohorts responded favourably to the delivered modules. Although the 

academic content may not have been the focus, the experiential aspects of the 

program, and the skills developed were found to be highly positive for all 

stakeholders. As such, post graduate study opportunities were not seen as a key 

driver for the program‟s participants. 

The available talent pool for the PSL program appears to be sustainable in the short 

to medium term in the major centres of the NT (Darwin, Palmerston, Katherine and 

Alice Springs). However, there may be a shortage of available talent for involvement 

in the program from those in the more remote and small schools. Merging cohorts, or 

using the program as preparation for teaching in these schools, may mitigate these 

problems and enhance the sustainability of the program. By limiting and merging 

cohorts to between 10 and 15 in numbers, sustainability aspects of the program can 

be enhanced. 

The breakdown of technology in the initial phases of the delivery of the program was 

a hindrance to the effectiveness of the online aspects of the program. However, 

participants adapted to the circumstances by developing their own learning 

networks. Program participants almost universally embraced the use of social 

networks such as Facebook groups, in order to foster their professional learning. 

These groups may also have led to the overwhelmingly positive feedback of the 

program as an extremely positive networking opportunity. 

The effective use of video conferencing technology (particularly in catering for large 

groups) for complementing the delivery of Centre programs, must continue to be 

improved, and the expectations of teachers working in remote and very remote areas 

for video conferencing, explored.  
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Research support was lacking, which may have assisted in the development of more 

informative research projects. However, it is shown that the research project work 

has influenced school policy and teaching practice. 

The completion rate of the program was extremely high, with 87.5% of all 

participants completing the program. 

A total of 61% of participants have been promoted since the beginning of the 

program. This has prompted the need for further research into career progression of 

CSLLD program participants, and in the NTDET teaching fraternity. 

Uptake of professional assessment towards a Master of Education is low, and can 

be improved. However, this may be due to lack of promotion of professional 

assessment opportunities at the beginning of the program, and accreditation for the 

program being agreed upon well after the initial delivery of the program. 

Significant leverage opportunities exist for research associated with the program, to 

inform the program, inform participants and inform other programs run by the Centre. 

The program was found to be a resounding success based on the evidence gathered 

in this evaluation. Opportunities exist for improvement. However, the program can be 

regarded as near best practice for its outcomes for participants. 
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Introduction 

Purpose 

The Centre for School Leadership, Learning and Development [(CSLLD) “the 

Centre”] is continuing to develop the content of the programs the Centre delivers. As 

such this evaluation will focus on the content of the Preparation for School 

Leadership (PSL) program (“the program). The evaluation of the content of the PSL 

program will assess the impact of the professional development value to participants. 

The professional development value of the PSL program will primarily relate to the 

academic and experiential understanding of leadership in a school setting. This 

understanding is gained through completion and application of the program. The 

extent to which will be measured in this evaluation by the outcomes for program 

participants. Data on completion rates of participants, and career progression is set 

out in the Outcomes section in the Findings to support this assessment. 

The evaluation was initiated to determine the sustainability of the delivery model of 

the PSL program – both in regards to the demands imposed on the program leader, 

as well as the exhaustion of the talent pool. The evaluator was also charged with 

analysing the academic content of the program; any observed changes in teaching 

practice; and the career progression of participants. These topics are investigated as 

themes in the Key Findings section, which were expressed consistently by 

evaluation interviewees. The synthesis of these themes will be discussed in the 

conclusion to the evaluation – of which the enablers and inhibiters in the 

implementation and delivery of the program form a substantial part. 

Recommendations are also provided on the basis of feedback provided to the 

evaluator. 

Since the conclusion of the 2011 PSL program it has become apparent to 

stakeholders of the PSL program, that participants have experienced career 

progression that is more positive than other teachers in the Northern Territory 

workforce. The evaluation assesses and finds this phenomenon has been observed 

in the workplace and sets out what can be done to track career progression for 

Centre Program Participants over the long term. 
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The observed change in practice in classroom teaching is of particular interest to the 

program leaders and to leadership within the Northern Territory Department of 

Education and Training (NTDET). A key topic of conversation and questioning for 

evaluation interviewees was the impact of the program on changing teacher practice 

in schools. The process of changing teacher practice has been discussed in this 

evaluation. 

Of interest to the Centre as a professional development training organisation, is the 

extent to which the PSL program meets the expectations of program participants and 

NTDET in regards to relevant leadership frameworks and standards. As the Centre 

is located on the Charles Darwin University (CDU) Casuarina Campus, and the 

Centre‟s programs offer credit towards a Master of Education through the School of 

Education at CDU, the academic content and rigour of the program is also 

discussed. 

In analysing, gathering and collating feedback in a thorough and investigative 

manner, this evaluation will provide the Centre for School Leadership, Learning and 

Development‟s program leaders with recommendations on how to enhance the 

quality of delivered programs in future. The evaluation and development of programs 

at the CSLLD is a process which will achieve best practice post-graduate 

professional development in the Northern Territory. This evaluation will be used as 

an instrument for outlining research priorities, strategies and direction within and 

through the CSLLD. 

 

Background 

The agreement (“the agreement) between CDU and NTDET which establishes the 

CSLLD provides the requirement for a Preparation for School Leadership program to 

be delivered to six regions annually, on an ongoing basis. As set out in the 

agreement, this program is expected to deliver contextualised programs for staff in 

remote and small school contexts as well as urban contexts. 

The agreement as set out does not assign goals for completion rates or participant 

numbers. The agreement does state that the programs offered must ensure that 

completion of the programs enables program participants to attract credit towards 
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post graduate studies. However, the PSL program began delivery of the program 

before the agreement had been signed, and this evaluation takes this circumstance 

into account. 

 

The Program 

The Preparation for School Leadership program (PSL) is a program designed for and 

delivered to aspiring leaders, and teachers with identified leadership potential in the 

Northern Territory. Participants for the 2011 intake were selected and approved by a 

group comprising of the relevant Directors of School Performance (DSPs), the 

CSLLD Director, the CSLLD program leader and in one region a consultant principal. 

The participant‟s Principals were used as a referee for selection of participants. 

The program was delivered on a region by region basis with some of the participants 

in the regions having the final module delivered to them through the PSL program 

conference. The four module program was delivered in four face to face workshops, 

each lasting two days (Friday and Saturday). As well as the four delivery workshops, 

two or more sessions of React Video Conferencing were to be conducted throughout 

the course of the delivery. The program is based around interaction of the 

participants with the program facilitator and guest speakers presenting sessions at 

the face to face workshops. 

Five regions were delivered to over the course of 2010-2011 which is the subject of 

this evaluation. These included Barkly, Palmerston, Katherine, Alice Springs and 

Darwin. The Barkly Region participant group were the first to be delivered to in 

August of 2010, with completion in June 2011. Palmerston had their first module 

delivered to them on the 19th November 2010, with their program being completed in 

November 2011. Alice Springs began their program in February 2011, with 

completion in November 2011. Darwin and Katherine both began their program in 

May 2011, with both completing in December 2011. The Arnhem region was 

continuing with a different but related leadership program delivered through the 

Australian Council for Educational Leaders. As a result, PSL was not delivered to the 

Arnhem region in 2011. 
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In 2010, during the creation of the program, the PSL program was informed by the 

NT School Leadership Framework (Appendix 1), before being superseded by 

national leadership frameworks and standards. The four dimensions of the NT 

School Leadership Framework: Developing Self, Leading People, Leading 

Instruction and Leading the Organisation, informed the modules of the PSL program 

in 2011.  

The four modules of the program are now informed by the National Professional 

Standard for Principals (AITSL, July 2011.) These include: Leading teaching and 

learning; developing self and others; Leading improvement, innovation and change; 

Leading the management of the school; Engaging and working with the community. 

As can be seen there is significant overlap with the overlying concepts, and there is 

further overlap within the underlying features of the conceptual base. 

Upon completion of the program, participants were expected to have:  Their 

understanding of NTDET Schools and corporate organisations enhanced; developed 

a more comprehensive understanding of leadership theory and application in 

practice; personal leadership capacity fostered and advanced; an understanding of 

strategic thinking in a school environment; improved professional networks; 

preparedness in order to take up leadership opportunities within the region. 

 

Outcomes of the Program 

The program was designed to prepare participants for school leadership roles 

(senior teacher, teaching principal, assistant principal) by strengthening their 

leadership capacity and supporting them to „be ready‟, for when an opportunity 

arises, either within the Region or in other NT DET Regions.  

Anecdotally, the career progression of the participants has been significant. This 

evaluation provides some verification of the career progression of participants, as 

well as providing recommendations to assess career progression of PSL participants 

into the future. 
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Informants of the Evaluation 

The stakeholder groups, from which the evaluation interviewees were selected, were 

CSLLD and NTDET. Participants have also been selected to provide feedback in 

order to complete the evaluation. 

Executive directors and DSPs from NTDET have provided information which has 

been included in this document. The Senior Directors of the CSLLD have provided 

conceptualisation for the content in this evaluation, in conjunction with the author. 

The Program Leader of PSL has also provided information and corrections for this 

evaluation. 

The evaluator has also examined the feedback forms of each delivered module, in 

each region to corroborate evidence from evaluation informants. 

 

NTDET 

The Northern Territory Department of Education and Training (NTDET) is 

responsible for the provision of early childhood services, as well as the school based 

education for all young Northern Territory residents. NTDET currently employ 4500 

people, including 3800 teachers, principals and school staff. 

In partnership with Charles Darwin University (CDU), NTDET established the Centre 

for School Leadership, Learning and Development in 2011. 

 

Centre for School Leadership Learning and Development 

The Centre for School Leadership Learning and Development (CSLLD) is a 

partnership between NTDET and CDU. The CSLLD aims to provide high quality 

professional development to principals, aspiring school leaders and teachers. 

CSLLD programs under the partnership agreement between CDU and NTDET are 

required to be able to attract post graduate credit points for program participants 

seeking professional assessment towards a Master of Education degree.  
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Methods for this Evaluation 

The content of the program was initially analysed to provide a recommendation for 

the focus areas of this evaluation. The analysis of the program content was also 

used to provide more thorough questioning of the participants‟ experiences of the 

program, and for other stakeholders who have provided feedback for this evaluation. 

Interviews were conducted with the program leader, and phone interviews were 

conducted with DSPs, Principals and participants involved in the program. These 

were semi-structured interviews based upon focus areas of the evaluation, as 

agreed upon by the Senior Directors and author. Each evaluation interviewee was 

interviewed individually. Notes were written during all interviews. Some interviews 

were voice recorded upon the agreement of the interviewee. Voice recordings have 

been kept in a secure file location on the author‟s work computer Voice recording 

data files will be destroyed after being retained for five years. A fully written summary 

of the interview was provided to each interviewee to check for accuracy, before 

being de-identified and used in this evaluation. Interviewees have also had the 

opportunity to comment on the draft version of this evaluation, before being 

published. 

Feedback and evaluation forms were also analysed to match consistency with 

participant‟s and other stakeholder‟s verbal feedback of the program. 

 

Evaluation Interviewees 

Evaluation interviewees were classified within three stakeholder groups: NTDET, 

CSLLD and program participants. The following summary indicates the number of 

interviewees from each stakeholder group: 

CSLLD NTDET Program Participants 

2 5 2 
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Key Findings 

Design and Planning of the Program 

Elements of the program were developed prior to the formal existence of the CSLLD. 

However, it was known at the development stage of a program that an organisation 

would have responsibility for providing teachers in the NT with professional 

development. The relevant DET Director level had early contact with the program, 

and had input into the strategic fit of the program within the other centre‟s proposed 

programs. The program leader was involved in the organisation of the program in the 

planning stage. 

The need for the program to involve action learning and for the project to involve 

action research was set out. The program needed to be practical and the theory 

needed to be readily applicable in the classroom. 

All Directors of School Performance assisted in the planning of the program for their 

region, selection of participants and presentation elements of the program.  This 

active involvement in all aspects of the program was seen as a great positive for the 

DSPs in understanding the direction of the program, but also in achieving relevance 

for the program participants. 

For the DSP in Alice Springs, the Preparation for School Leadership program was a 

new concept for aspiring leaders. The program incorporated a “grow your own” 

capacity development approach which also appealed to the DSP. As such, the 

enthusiasm level to begin the program was high in the region.  

Word of mouth from the DSPs was also important in the take up of the program. 

Approaches to promote the program from the CSLLD were secondary to the positive 

word of mouth from DSPs in the promotion of the program. 

Although the program appeared to have little planning and structure prior to input 

from the DSPs, this was seen as a benefit as the DSPs could provide direct input to 

how the program was structured and delivered. The direct input from DSPs provided 

the flexibility that allowed contextualisation of the delivery and facilitation resulting in 

increased engagement with the program by all stakeholders. 
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Organisational Matters 

Organisational matters play a large role in the preliminary work done by the program 

leader and the DSPs hosting a program. Little feedback was gained from the 

evaluation interviewees regarding organisational matters, and as such only two 

thematic issues are covered here.  

 

Participant Logistics 

The delivery of the program presented problems in getting participants and “out of 

towners” into town to attend the program. This problem was due in part to funding 

arrangements being problematic for small schools. Small schools simply could not 

commit staff to the time needed for the program. Unintentionally excluding teachers 

for the program is a potential ongoing concern that needs to be considered when 

proposing any new delivery formats. 

 

Communication 

The administration and co-ordination of the Centre with the regions needs to be 

addressed. For the DSPs the administration in the regions was a burden during the 

delivery of the program. The DSPs felt that a single point of contact with the Centre 

would have been useful. However, communication from the program leader to 

participants, principals and DSPs has been widely regarded as excellent. 

 

Program Delivery 

The program delivery section assesses the sustainability of the delivery model. 

Within this section, the evaluation addresses the mode of facilitation, participant 

selection, and the drivers for influencing the program delivery. In doing so, the 

evaluation makes a coherent set of recommendations to ensure the sustainability of 

the program. The program delivery section also has the biggest impact on the 

delivery of the program, and some overlap occurs between this section and the 

section assessing outcomes. 
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As outlined in the introductory section of this evaluation: The four module program 

was delivered in four face to face workshops, each lasting two days (Friday and 

Saturday). As well as the four delivery workshops, two or more sessions of Remote 

Education And Conferencing Tool (REACT) Video Conferencing was to be 

conducted throughout the course of the delivery for the purpose of consolidating 

participant understandings, embedding material delivered to participants at face to 

face modules and to provide further networking opportunities. The program is based 

around interaction of the participants with the program facilitator and guest speakers 

presenting sessions at the face to face workshops. 

 

Facilitation 

The facilitation of the modules within the program was largely a shared one between 

the regional DSPs, the program leader and invited „experts‟ to showcase best 

practice within each region. The modules were delivered according to the wishes 

and demands of the region and were a key component in contextualising the 

facilitation of the program. DSPs and Principals that were already known to 

participants were occasionally brought in to assist with the facilitation of the program. 

This assisted the program participants, DSPs and Principals, and also the program 

leader in contextualising the program. 

The facilitation of the program has been widely regarded as successful. The 

facilitation of the program also adapted to the high turnover rates in senior DET 

positions. For those coming into leadership positions within DET after the 

commencement of the program, the processes of the program and the ability to form 

working relationships with the program leader, were essential for learning about the 

program. The processes inherent in the program and the work of the program leader 

meant that those coming into senior positions in DET were able to use their expertise 

to present to their staff. The facilitation enabled new DET leaders to get to know their 

staff quickly, and in a mutually beneficial manner. 

The process of presenting to teachers enabled DSPs, and in particular new DSPs, to 

be able to get into classrooms and be able to engage with and be connected with 

their teachers. The presentations to teachers also enabled DSPs and DET 
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leadership to be able to present important organisational matters and procedures to 

future leaders, which would otherwise have to be learnt on the job. 

The program leader, Nicky Honan, and her attitude and ability to build relationships 

with participants were an especially important part of the program‟s success. Her 

ability to adapt and to be flexible in the delivery of the program is a key component of 

its success. The program leader‟s ability to be able to encourage participant and 

leadership involvement in facilitation, expressed through feedback to the evaluator, 

suggests that collegial facilitation was both prevalent and beneficial. As such, for 

2012 the Fellows program, which involves graduates from the previous year being 

involved in the facilitation of the program, has already shown good preliminary 

results. 

Sessions in which Principals came in to present to the participants at the face to face 

sessions were seen as extremely beneficial for the learning of the participants. This 

enabled participants to match theory with practice, with in school experiences – 

providing a comprehensive experiential component of the professional development. 

Evaluation informants were asked whether the program could support an intensive 

mode of delivery and facilitation. The program participants involved in this evaluation 

suggested that the program could not be capable of being adapted to an intensive 

nor wholly online model of study. 

 

Participants 

An invitation for participants to attend the program was sent out to schools 

(advertised through the Principal‟s Weekly Update and eNews), and then distributed 

by Principals to teachers. Principals identified teachers who would be recommended 

to apply for the program. Some teachers self nominated but required endorsement 

by their Principals and Line Managers. Upon agreement, the program participant 

would then complete the application. In the selection process for the program, the 

principal was the key person for supporting the participants in the program. In some 

instances Principals who did not pass on the information to their staff would have 

excluded participants from the program. 
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The application process involved pre-screening of the potential participants by the 

DSPs, the CSLLD program leader, DET Director and their Principals before they 

were given admittance to the program. The participants who did not get into the 

program were screened out through a combination of processes – evaluation of their 

application, consultation with principal and individual knowledge of them by panel 

members. 

For the program leader, a key component in attracting participants to the program 

was the information that was put out. However, although the participants were 

informed of the program and of the CSLLD by their respective principals, participants 

had little awareness of the program or of the Centre prior to attending the program. 

This was mostly due to not knowing who or what the CSLLD was for and about. The 

handbook for the PSL program was adequate as a guide to what the expectations 

were, at a basic level. But promotion of, and information about, the CSLLD remained 

lacking. 

Absenteeism was also a problem for the program in some regions, as it was largely 

an experientially based program requiring face to face contact time. Absenteeism for 

individual workshops was observed to be much higher in the Darwin and Palmerston 

areas than other regions that the program was delivered to. It is likely that 

absenteeism in Darwin and Palmerston is the result of a greater possibility of social 

and sporting options or other family commitments in an urban environment that often 

happen at short notice. This is in contrast to rural and remote teachers who have to 

make travel plans and commitments further in advance than do teachers in the 

Darwin area, thereby increasing the psychological commitment to the program. 

Absenteeism has not appeared to affect completion rates amongst the participant 

cohorts. Although, many from the Darwin area have completed the program with 

their missing hours recorded for future reference. Completion rate data is set out in 

the outcomes section of this evaluation. 

An observation from the program leader indicates that those closest to Darwin used 

the online resources less than their remote colleagues, showing the desire for 

teachers in remote locations to stay in touch with other learning professionals, and 

the value they see in using technology for professional learning. 
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Talent Pool and Cohort Sizes 

In discussion with the Senior Director, it was agreed to assess the potential talent 

pool in regards to the PSL market in the future. The talent pool is also important to 

discuss at the same time as cohort sizes as these two elements are important in 

assessing the overall sustainability of the program into the future. The PSL program 

is also the largest accredited program (by way of enrolments) that the CSLLD 

delivers. Delivering to multiple regions can place great time and energy constraints 

on those involved with the program. 

Prior to development of the PSL program, there existed a lack of opportunity to 

participate in leadership development programs. The backlog in demand has led to 

the oversupply of teachers for the program in some schools, in the first year of 

implementation. As such, some teachers inevitably missed out. Some of these 

teachers who missed out on the initial intake have been accepted into the 2012 

intake. 

Within the major centres of the NT (Darwin, Palmerston, Katherine and Alice 

Springs) there is no concern that the potential talent pool will reduce for the 

foreseeable future. However, concerns have been raised about the saturation point 

within three years or so, of the staff outside of Darwin and Palmerston. A lack of 

career progression opportunities and adequate skill development at career levels 

within schools is likely to be an eventual inhibiting factor for the program in its current 

form. 

The smaller regions in the NT may well have a reduced talent pool open to the PSL 

program. Issues such as the cost, remote travel allowance, teacher turnover and the 

availability to provide teacher relief time may all contribute to a lack of teachers from 

remote areas attending the program. These issues need further consideration in 

order to balance the potential unintended exclusion of school staff located in very 

remote and small schools, with adequate participant numbers. It was suggested by 

one DSP that the PSL program be used as a training program prior to teachers 

moving to very remote and small schools. The idea of using the PSL program as a 

preliminary program specifically for staff entering remote and very remote schools 

would open up a new market for the program and extend the available talent pool for 

the program. 
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It is the program leader‟s position that the talent pool issue is somewhat unimportant, 

as the structure of the program can be adjusted over time to meet the demands of 

what is required in schools. 

Of more importance may be the functionality of the size of cohorts. It was 

unanimously expressed by all evaluation informants that a cohort size of between 10 

and 15 participants is deemed ideal. This enables participants to gain the most out of 

the contact with DSPs and other leadership personnel within DET, as well as the 

most out of the program. 

Participants in the larger cohorts felt that they were too large to be managed. 

However, even with the larger cohorts, every participant completed the required work 

– with minimal drop outs. Participants would not have a problem with combining 

cohorts if it could be arranged, to fill the required numbers. However, this needs to 

take into account those participating who are from small schools and the more 

remote schools. The funding for places is one key aspect that could affect the 

sustainability of the participant numbers as travel and accommodation is a regional 

cost and responsibility. 

 

Individual Module Feedback and Relevance for Participants 

The program was incredibly well received by participants and DET leadership staff 

alike. The feedback given by the evaluation informants has supported the feedback 

collected within the program itself. 

The feedback collected in this evaluation, and the feedback collected during the 

course of the program indicate that the strength of the program is in the context 

specific nature of the program. The context specific nature of the program enables 

program participants to apply the knowledge and skills gained in the classrooms, 

schools and support centres. The delivery and structure of the program is such that 

new information and new ideas can be added in to the program easily. The 

attractiveness of the program going forward is related to the clear grounding of the 

program in the real world of schools and in practical based learning. The program 

leader‟s relationship with participants and other stakeholders has enabled this 

learning to be achieved to its maximum extent. 
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Individual module feedback was sought after each delivered module in each of the 

regions. A rating scale (0 to 5) was used to assess the effectiveness of each topic 

within each module, which could then be calculated to form an overall average of the 

modules. All modules received positive feedback, with only two modules receiving 

overall ratings lower than four out of five. These overall ratings lower than four out of 

five were for modules one and two in the Alice Springs region. Modules three and 

four received higher ratings, indicating that the program was successfully using 

feedback to improve delivery of the program relevant to specific regions. 

 

Reinvolvement of Successful Participants 

Selected participants that were successful students in the program delivered in 2011 

have been brought in to assist in the running of the 2012 program. These 

participants have become involved in what is known as the Fellows Program. The 

Fellows Program is important for the sustainability of the program, as capacity 

developed in one year‟s cohorts can be transferred and further enhanced in the 

future. An assessment of the Fellows Program will be undertaken at the end of the 

2012 program, in order to provide future directions for this innovative development. 

 

Masters Accreditation 

The PSL program was not initially accredited for professional assessment towards a 

Master of Education at Charles Darwin University (CDU). Accreditation was 

approved well after the start of the 2011 PSL program, and after the agreement 

between CDU and NTDET for establishing the CSLLD was formalised. Participants 

who completed the 2011 PSL Program were given the opportunity to become eligible 

for 20 credit points towards the Master of Education course, School of Education, 

Charles Darwin University through the Professional Assessment process after the 

agreement was reached. This required meeting criteria that was put in place for the 

2011 intake on the proviso that future intakes and programs would be further aligned 

with the standards of the Master of Education course, run and administered by the 

School of Education. A copy of this agreement between the centre and School of 

Education can be found at Appendix 2. 
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Initially, there was confusion amongst the 2011 participants as to the expectations of 

the program in regards to the professional assessment process. Information about 

accreditation and professional assessment towards a Master of Education through 

the School of Education at CDU was developed and distributed too late in the 

program for participants to effectively work towards such a goal. The requirements 

for attaining professional assessment towards a Master of Education through the 

PSL Program should be set out for participants much earlier in the program, or 

before commencement of the program for maximising participant numbers enrolling 

in a Master of Education. 

The Masters accreditation is perceived to be the cream on top of the program, but is 

not a primary driver for participants of the program. Participants do understand and 

acknowledge it is important in informing the program, and providing the structure and 

driving the academic content, and standard of work generated by the participants of 

the program. 

 

Academic Value 

Participants who completed the course were told that completion of the program will 

enable prior recognition in the Master of Education course. However, the academic 

rigour of much of the content delivered appears questionable and may not have 

been sufficient to fulfil some components required for professional assessment. Little 

to no academic research was given to participants, although the program has been 

building its content, and will develop over time.  

According to the DSPs the academic content, although not formal, was of a 

reasonable standard. The greatest benefit of the program was that it facilitated the 

individual participants to be able to explore topics in their own time, in their own way, 

without being spoon fed. The peer contact that had been facilitated through the 

program was especially important in participants being able to produce a high quality 

of work. 

The lack of academic value contrasts with overwhelming feedback of participants 

and stakeholders that the value of the program lies in its practical professional 

development aspects. But the theory is lacking behind some of the concepts, and 
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individual items within the modules. The final assessment item is also largely based 

on application in the field. With its experiential base, enabling participants of the 

program to be engaged with the academic research will result in an applied 

leadership program that is highly accepted and highly regarded in a Masters degree 

focussed on professional development. However, the program was not initially 

developed for the express purpose of being like a university unit of study. 

For participants, the actual content of the program was less important than what was 

presented and how it was presented. This was because participants needed to be 

actively engaged for full day sessions while still having a full school workload. 

According to the interviewed participants, presenters overloaded participants with 

handouts of limited value for further use, without making them available prior to the 

presentation. Most presenters provided valuable content that commanded respect 

and authority on a topic. Participants would like to have course materials provided to 

them in some form before the module commences, and to have handouts kept to a 

minimum. 

Participants would have seen value in having presenters provide information on 

topics related to the requirements of the program. Such presentations as how to use 

the technology, and what is required of the project, what is research, and what 

academic style is required, all would have been useful for participants. Such 

presentations would have been valuable as the expectations of the project were 

unclear. Having presentations such as these would have boosted the academic 

standard of the content presented during the Program. However, this was difficult to 

meet, as the requirements for the program changed after the agreement between 

NTDET and CDU was put in place. 

Despite the varying degree of academic rigour in the projects undertaken in the 

program, the project work enables teachers to join the often heard rhetoric with 

applied practice. Teachers have a requirement to engage with the community. The 

project work in the program enables teachers to explore and implement ideas to 

address the theoretical aspects of effective teaching, and effective school leadership. 

However, the depths of the links of the theory embedded in the projects, and the 

demonstration of changed practice in classrooms was highly variable amongst 
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participants. The application and experiential aspects of academic theory which 

underpins the program needs to continue to be developed and refined.  

 

Principal Standards and Leadership Frameworks 

Feedback of evaluation interviewees was mixed, in regards to the Program meeting 

the Principal standards and the relevant leadership frameworks. The engagement 

with the standards and leadership frameworks was up to the participants, but the 

facilitation and structure of the program enabled good practice to be developed and 

implemented. It was evident that the reflective practice was backed up with results, 

as demonstrated by changed practice in the research projects, which is an important 

part of meeting the new standards. 

 

Program Support 

The level of support given to a professional development program is important for 

the learning experience of program participants. Technology and research support 

for the program were raised as the two key areas of investigation by evaluation 

interviewees. Support for the program in terms of elearning and research has been 

identified as an area in need of improvement, to substantially enhance the program, 

according to the program leader. 

 

Technology (online learning) 

Online learning technology was an element in assisting the delivery of the programs. 

Technology was primarily used as a repository for program content and materials. 

The program had not been designed to be delivered through online learning 

technology – primarily to facilitate networking opportunities. The technology to be 

used to assist the delivery of the program was not set at the beginning of the 

program. Thus, software and online learning platforms were changed during the year 

as the program was delivered. Share point was replaced by Moodle (as a result of an 

incoming elearning leader being recruited by the CSLLD) as the software of choice 

for distributing and storage of the content of the program, which changed the 
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learning experience of those participating in the program. Participants who 

experienced problems early with the software generally did not engage with the 

technology further. This was a limiting factor to many of the participants in the 

program. 

Active involvement in the online learning technology by participants led to increased 

use of the technology by other participants in the same group. Those cohorts, who 

took ownership of the technology platforms and contributed to the online learning, 

built relationships with participants in the same cohort, which increased the entire 

cohort engagement with the technology.  

There was a problem for the program leader in using the technology to help facilitate 

engagement with the program content. Uploading learning material to the online 

learning site required a lot of time and energy. The amount of time available to do so 

was also restricted, and there was lack of technological support in which to assist the 

program leader. 

The technology issues faced by each cohort were different, yet the outcomes from 

the technology problems and adaption appear to be consistent amongst the cohorts. 

For each cohort, a SharePoint site had been set up, but informal networking tools 

such as Facebook groups, became widely used and successful tools for varying 

amounts of time. 

It became apparent by the end of the program that participants engaged most 

substantially with participant generated discussion groups such as Facebook groups. 

Online learning opportunities and professional learning conversations are important 

for networking opportunities to program participants in the NT. Developing 

appropriate learning communities through forums and discussion groups is an 

important component of improving professional learning programs delivered through 

the Centre. 

The Darwin cohort also may have used the technology and personal relationships 

less effectively than other cohorts. The engagement with and use of technology by 

urban and remotely based teachers through the Centre programs should be a matter 

of interest for future research. 
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Video conferencing during the delivery of the program became problematic. The 

existing NTDET video conferencing software was unable to provide the benefits for 

delivering to entire cohorts. The participants and program leader found using other 

forms of video conferencing more effective, for those participants who engaged with 

the technology. Technical issues were a limiting factor for the effective use of the 

technology. Despite the problems associated with the delivery of content to entire 

cohorts via video conferencing software, for small group and one-to-one support 

conversations for teachers in very remote areas it had great benefits. It must be 

emphasised that the use of video conferencing technology complemented, rather 

than replaced, face-to-face content delivery. The effective use of video conferencing 

technology for complementing the delivery of Centre programs, must continue to be 

improved, and the expectations of teachers working in remote and very remote areas 

for video conferencing, explored.  

 

Research 

The program lacked research support contact for some participants. Research 

support would have been beneficial for participants in order to be able to match the 

theory with application in practice. The lack of research contact led to some 

participants conducting research where the methodology was not clear. Thus, the 

projects in some instances could not tie the theory to the applied and changed 

practice through a correct methodology. The extent to which the matching of theory 

to practice in the research projects was quite noticeable as not all participants were 

operating in environments where they were able to receive a higher order of 

professional support. 

Some DSPs noted that the projects had a tendency to become too large and 

therefore unmanageable and undoable. A more tightly woven framework for 

completing projects would be desired for addressing of this issue, without losing the 

importance of including “war stories” and personal journeys along the way. 

In order to make participant projects do-able, there is merit in having more of an 

emphasis on Principal directed projects for individual participants. However, this 

must still be negotiated with the participant to make sure the project meets the 

individual needs of participants, and their own professional interests and aims.  
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Outcomes 

The program was designed to prepare participants for school leadership roles, and 

the accompanying skills and knowledge for successfully occupying such positions. 

This section assesses the extent to which this has been achieved. By analysing 

completion rates, career progression and uptake of further study, it is shown that the 

program was an overwhelming success. However, further research opportunities 

exist to demonstrate this success in a way that gives positive attention to the Centre, 

and also informs this program, and also other programs run by the Centre. 

 

Completion Rates 

The completion rates of the program indicate a high level of completion and high 

level of participant retention in the program. Of the 80 participants who began the 

program, 70 completed the program – a completion rate of 87.5%. Of the 10 that 

dropped out of the program: four left due to personal or family circumstances; two 

left the program due to illness and for childbirth; one left due to leave arrangements; 

two participants who did not complete could be accounted for due to work 

circumstances; and only one participant left the program after being advised to 

discontinue the program. 

The high completion rates indicate the importance and success in pre-screening for 

applicants, as well as the leadership support for professional development of staff. It 

is recommended that the pre-screening and pre-selection of participants be adopted 

for other Centre programs where applicable. Within the PSL Program‟s selection 

process, other requirements such as a pre-defined research project could also be 

included. This will ensure a higher rate of completion, with beneficial research work 

conducted for the School, Centre and the participant. 

Participants indicated that as expectations for higher standards of work increase, 

there is likely to be a higher rate of dropouts. It is recommended that targets for 

completion be set, across all Centre programs, to ensure the maximum possible 

rates of completion. As expectations in the program increase, they may need to be 
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adjusted, and adopted alongside other targets such as enrolments into the Master of 

Education course.  

The support of the principals was important for the quality of teachers who were 

nominated for the program. This was reflected in the high number of completions 

through the program and the minimal amount of dropouts citing work pressures. 

Clearly, the participants did have Principals who were accommodating and 

supportive and did provide an environment where professional development of staff 

was valued. 

 

Career Progression and Staff Movement 

Feedback from evaluation interviewees prompted an in depth analysis of the career 

progression of participants. Anecdotally, the program was seen to be very beneficial 

for participants. All DSPs reported a substantial promotion rate of participants during 

and after completion of the program. Almost all DSPs reported career progression in 

their region‟s participants of over 50% since the beginning of the program. 

As a professional development program, many of the participants would already 

have been earmarked for promotion, regardless of the program. Some participants 

were acting in positions during participation in the program, and have since won 

more senior positions outright, and some have been promoted following completion 

of the program. However, respondents to this evaluation reported that the program 

provided the participants with the confidence needed for, and expressed the 

expectation of participants to apply for more senior positions. Therefore, more of the 

participants were promoted as a result of this multitude of factors. 

It appears that most of the participants in the Darwin cohort have subsequently been 

promoted, due to their involvement in the program. Shortage of staff for positions in 

remote areas does not appear to have a more positive impact on career progression 

– anecdotally at least. A reason for this may be that those completing the program in 

urban areas were more prepared to seek more senior positions in remote schools.  

There is no evidence to suggest that completing the program has had an influence of 

participants remaining in the schools they are currently in. There is no evidence to 

suggest that completion of the program has had an influence on the turnover of 



 

27 
 

participants in NTDET overall. However, these are research questions that can be 

answered whilst tracking career progression. 

The networks still exist in the program for tracking of these participants in regards to 

their career progression, allowing potential follow up study. Due to this, and the 

feedback gained regarding the program a pilot study was conducted by the program 

leader in order to ascertain some guidance as to movements of past participants. 

2011 graduates of the program were asked to respond to a survey in email form, as 

to where and at what level they were currently employed at. This data was compared 

with their employment level upon commencement of the program and calculated by 

the Centre‟s Research Assistant. Career progression data by region can be seen in 

Table 1.1. 

Table 1.1 

Career Progression of 2011 PSL Participants 

Region Career Progression Rate (%) 

Alice Springs 58% 

Barkly 80% 

Darwin 57% 

Katherine 50% 

Palmerston 64% 

Total 61% 

 

The data indicates a resounding success for participants in terms of career 

progression. Caution should be exercised as the sample sizes in each region differ, 

and may be statistically insignificant. Those responding to the survey are more likely 

to have been promoted, more motivated, more likely to still be in communication with 

the Centre, and more likely to respond to correspondence. Therefore, this self 

reporting survey could be host to some bias. It was also noted that some survey 

respondents without career progression that they have taken on other roles. 

Based on the evidence collected, both anecdotes and through the evidence collected 

on the self reporting survey, further investigation is warranted. A comprehensive 

career progression study can be conducted using the Centre‟s resources and the 
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NTDET database. This study could also investigate the usefulness in the program for 

training for and retaining of, teachers and school staff in remote schools. The 

influence of the program on turnover and churn of staff can also be measured if this 

study is to be conducted. 

 

Masters Accreditation 

The lure of Masters Accreditation may be an attractive option for some – but not the 

majority. The practical and applied aspects of the program make the program 

especially attractive to participants and those already in leadership positions in DET. 

Participants believed that many would find it very difficult and challenging to 

approach this program as an academic endeavour. This is due to the fact that it is 

still seen as a „Professional Development‟ provided by the department and if 

teachers wanted to undertake university level study they would through a university. 

According to participants, if the course were to be presented as an academic unit of 

study, participants may be reluctant to take part and the dropout rate would be 

significantly higher. This is in part due to the already demanding work and life 

schedules within the teaching fraternity and the overwhelming concept of formal 

academic study. 

The master‟s accreditation for the program came after the initial delivery of the 

program. As such, professional assessment uptake towards credit in the School of 

Education Master of Education course was limited. Strategies for enhancing the take 

up of post graduate qualifications through the Centre should be explored. Clarifying 

the process for professional assessment at the beginning of the program may also 

increase the rate at which participants seek professional assessment. Increased 

enrolments may lead to increased funding for both the Centre and the School of 

Education. 

 

Teaching Practice 

According to all evaluation interviewees, there is no doubt that the participant‟s 

teaching practice has been improved in the classroom due to the program. This has 

been observed by NTDET staff in leadership positions. Not only has the teaching 
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practice in classrooms been improved, but teachers are given the skills to cope with 

school problems that arise. This leads some evaluation interviewees to suggest that 

the program is effective in providing confidence for teachers, in order for them to 

accept placement in small and remote schools. Potentially, the value of the 

program‟s impact on student performance in classrooms can be assessed in a 

similar manner to the career progression tracking. 

 

Networking 

Being involved in the program and attending all sessions, gave the DSPs the 

opportunity to work with and get to know the participants in a formal situation that 

allowed them to demonstrate their skills and experience. Knowing who the aspiring 

leaders in the region are and where their skills lie is essential for DSPs looking to fill 

promotion positions with local staff.  

Networking was also a key feature of participant feedback. Participants found that 

the linkages that had been made and that the friendships that were developed 

provided a healthy support network that would last after the conclusion of the 

program.  

Participants shared experiences, sought advice, and provided advice to each other 

when required. This positive participant interaction was a hallmark of the program, 

and enabled the successful facilitation of the program. But it also gave participants 

mutual respect for each other. Hearing these stories, and observing these 

interactions was also a positive experience for the DSPs. DSPs were able to see 

their staff in a new light, to gain an appreciation, and an understanding of their 

feedback. 

 

Research 

The most obvious examples of the program positively effecting schools, is the 

adoption of project and research work, into school policy. This means that at a 

fundamental level, the school policy is informed and tested by some level of 

evidence. Multiple examples of research influencing school policy were reported by 
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evaluation interviewees. The program has undoubtedly achieved one of its aims of 

linking leadership theory with leadership and teaching practice in schools. 

However, the project work is seen as an opportunity for improvement in the program. 

Often, the participant projects begin too large and undoable. Some believe that the 

research projects can have more influence from those in leadership positions. This 

research can potentially be used in conjunction with the school review. By providing 

more direction, the research projects can potentially be strengthened through being 

tighter, smaller, and with a greater ability to be implemented and sustained. 

Participants responded that a tighter research agenda might be useful, but that it has 

to have the ownership of the participant to be successful. A way forward may be to 

include school priorities and potential research work in the pre-selection process, as 

a way of initiating cohesiveness in the research agenda from the outset. 

Evaluation interviewees were in favour of a publication which demonstrated best 

practice examples of school based research. This would give participants examples 

on how to conduct and structure research, as well as providing the Centre and 

program with self generated content for use. 
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Conclusion 

Based on the data collected in this evaluation, the 2011 PSL program has been 

found to be highly successful. High rates of completion were recorded, as well as an 

exceptionally high career progression rate following commencement of the program. 

Teacher practice was also observed to be improved throughout the program. These 

results were exceptional in a professional environment with high personal demands, 

and trying professional circumstances. 

The flexibility in the program content, on a region by region basis, has been found to 

be a key reason for the success of the program. Participants were offered 

professional development in a contextual form that was highly relevant to them and 

the circumstances in which their professional practice was situated. The context rich 

professional development was provided by engaging regional leaders in the 

educational fraternity, which gave the program authenticity, and professional 

connections between leadership and aspirant leaders.  

Face-to-face delivery of content was also found to be an important reason for the 

program‟s success. Elearning and the learning technology were fraught with 

problems, and did not enable the experiential aspects of the program to be delivered 

in the same way face-to-face sessions were. 

Facilitation was conducted by the program leader and regional leaders in each 

region. The facilitation was highly successful even in a situation of high turnover 

amongst leadership staff in NTDET. The ability of the program leader to form 

relationships with both participants and regional leaders was a key factor for the 

success of the facilitation and delivery of local content. 

The selection process for participants was also regarded as a reason for the high 

rates of completions. By recognising those with ability and aptitude for higher 

positions, the program had cohorts who were motivated and enthusiastic. The 

selection process can be seen as a good model for professional development 

participant selection in professional environments with high staff turnover, and 

localities where completion rates could be anticipated to be low. 
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Principals were a pivotal part of the success of participants in the program. Principals 

provide an environment where professional development is valued, and research 

relating to the school promoted, enabled participants to successfully complete the 

program. Participants also required the support of their Principals in order to enrol in 

the program. 

Planning should be conducted in order to address concerns about saturating the 

workforce with those who have completed the program. Merging cohorts or reducing 

cohort sizes is one potential way to address these concerns. However, thought 

needs to be given to the consequences for those teachers wanting to attend the 

program, who are located in very remote schools. 

The program leader was able to incorporate feedback from participants in order to 

improve future delivery of the program. This is especially admirable as the 

requirements for the program changed after the program had begun to be delivered. 

Masters accreditation and other professionally assessable items need to be stated 

up front. The 2011 PSL program was in an unfortunate position of having to explain 

the professional assessment process well after the commencement of the program. 

This obviously led to a low uptake of the offer for participants entering the Master of 

Education course. 

The evaluation demonstrates the requirement for greater support to enhance the 

quality of the program. Elearning technology and research support are two areas that 

could be improved to help facilitate the program, and embed changed teacher 

practice in the school environment.  
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Recommendations 

 The program and any changed method of delivering the program should avoid 

the unintentional exclusion of teachers based in remote and very remote 

localities. A wide variety of educational staff, from all areas of the NT should 

be encouraged to participate in the program. 

 A single point of contact should be established within the Centre for 

communication with DSPs and the regions. 

 The method of face to face delivery is maintained with the 12 month time 

frame. 

 Cohorts to be no larger than between 10-15 participants. Regions without the 

required numbers could be delivered to with other cohorts. 

 The Fellows Program to be assessed at the end of the 2012 program, in order 

to provide future directions, and to continue assisting in the facilitation of the 

program. 

 It is recommended that the pre-screening and pre-selection of participants, as 

conducted in the PSL program, be adopted for other Centre programs where 

applicable.  

 Investigate the possibility of research project work in the selection criteria 

parameters, to ensure a high standard of project work. 

 Investigate the possibility of using the PSL program as a training program for 

teachers wanting to teach remotely. 

 Develop appropriate elearning communities, and explore options for beneficial 

use within the Centre. 

 The engagement with, and the use of technology by urban and remotely 

based teachers, should become an area of research interest for the Centre. 

 The effective use of video conferencing technology for complementing the 

delivery of Centre programs, must continue to be improved, and the 

expectations of teachers working in remote and very remote areas for video 

conferencing, explored.  

 A higher level of research support provided by the Centre to both participants 

and program leader. 
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 A comprehensive career progression be conducted using the Centre‟s 

resources and the NTDET database. This study should also investigate the 

usefulness in the program for training for and retaining of, teachers and 

school staff in remote schools. The influence of the program on turnover and 

churn of staff should also be studied. 

 The value of the program‟s impact on student performance in classrooms is 

assessed. 

 Strategies for enhancing the take up of post graduate qualifications through 

the Centre should be explored. 

 Explore options for participants to publish their work through the Centre. 

 Completion targets are set for all Centre programs, with multiple target 

parameters. 
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Appendix 1 
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Appendix 2 

Professional Assessment into the Master of Education 
 

Professional Assessment process for applicants who have undertaken the CSLLD activity 

Preparing for School Leadership in 2011. Note this is a one-off interim arrangement in place 

for 2011 and the details and the requirements indicated here may change in subsequent 

years and for other processes of Professional Assessment into the Master of Education.  

 

In order to gain credit of 20 cp into the Master of Education, School of Education, CDU you 

will need to satisfy all of the following criteria: 

 

1. Completed all requirements of the CSLLD programme, approved in relation to this 
Professional Assessment process, including having undertaken a successful 
presentation and other reporting and assessment as required of that programme. 

2. Compile and present a professional portfolio of current work and evidence of work 
and activity leading towards undertaking the CSLLD programme that demonstrates 
high level of competence and development of your professional skills including a 
resume and examples of work that demonstrates leadership and management in a 
school. 

3. Complete an academic writing task of 2500 words: 
              
              either  
 

a. A critical reflective analysis of your approaches to leadership, or of your 
school‟s approach to leadership that draws on examples of practice and is 
linked to a range of appropriate academic literature (e.g. journal articles) and 
which presents a foundation to your approaches to your future school 
leadership. 
  
or 
 

b. An analysis of the strengths and weaknesses of transformative leadership in 
the transformation of school leaders and in school transformation, grounded 
in contemporary theories of leadership and strongly linked to academic 
literature (e.g. journal articles) 
 
Note: this assignment needs to use academic conventions and referencing  

 

Your application grouped under the three requirements above should be submitted with a 

covering letter to Dr Greg Shaw, the Coordinator of the Master of Education either by email 

(greg.shaw@cdu.edu.au) or by appointment (0889467306) 

 

Assessment documentation: 

 

mailto:greg.shaw@cdu.edu.au
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Professional Assessment Criteria Assessment 

Completed all requirements of the CSLLD 

programme, approved in relation to this 

Professional Assessment process, including 

having undertaken a successful presentation 

and other reporting and assessment as 

required of that programme. 

1. A statement by the head of programme clearly 
indicating successful & satisfactory 
completion: e.g. 

a. Successful completion of all tasks 
b. Attendance at all required sessions 
c. Successful presentation of a report on their 

activity 
 

Compile and present a professional portfolio 

of current work and evidence of work and 

activity leading towards undertaking the 

CSLLD programme that demonstrates high 

level of competence and development of 

your professional skills including a resume 

and examples of work that demonstrates 

leadership and management in a school. 

 

 

 

 

 

 

 

A well organised, laid out and representative 

portfolio of work. It needs to be comprehensive, 

but succinct. The portfolio should be organised in 

such a way that clearly indicates the 

achievements and activity, highlighting areas 

leading towards establishing a case for 

appointment to a leadership role/position. The 

portfolio can include additional statements and 

supporting documentation. The portfolio will 

reflect the applicant‟s “outstanding" 

characteristics that show competence, activity, 

qualifications and endorsement beyond what 

might be expected of a minimal standard. The 

portfolio will be assessed on its merits, and how 

well it documents the case. 

Complete an academic writing task of 2500 

words: 

              

The work will be assessed by an appropriate 

Charles Darwin University academic. The 

following criteria will be used as a guide: 

 Quality of the writing and with academic 
conventions followed 

 Logic of the argument and presentation of 
ideas 

 Support of ideas including citations and 
referencing following academic convention 

 Evidence of linkage to theory and to practice 

 Evidence of critical reflection 

 Writing within word-length requirements 

 Reference list of references used in the 
writing ( - evidence of a range of sources 
used) 

 

 

 

 


