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Executive Summary

This report summarizes evidence of the impact of our Mastering Leadership Dynamics for Education-
al Leaders program. This program is an intensive, immersive, three-day program centered on devel-
oping deeper awareness into factors that form the individual principal as a leader and how they make 
daily decisions. Participants increase their leadership abilities through conscious action and improved 
communication – with the intent of building better relationships within their schools.

In addition to designing our programs according to scientifically supported best practices in teaching 
and behavior change, at The BB&T Leadership Institute we measure our programs for effectiveness 
and impact. This helps us continually improve our material and helps our clients maximize the  
benefits of their investments with us.

Below are representative highlights of the results of our Mastering Leadership Dynamics for   
Educational Leaders program. We provide this program free of charge to public elementary, middle, 
and high-school principals as part of BB&T’s mission to make the world a better place to live and to 
strengthen the communities where we operate.

How likely would you be to recommend         
this program to a colleague or friend?

Participants’ commitment to change 
their behavior based on the training:

Participant’s increase in self-awareness:  

Participant’s self-awareness-related behavior change
five months after the program:
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n  % of Behaviors Declined

59%

37%

4%

Self-Awareness
and Development

1

Not at 
all Likely

Extremely 
Likley

1 5

4.78

Strongly 
Disagree

Strongly 
Agree

1 5

4.77

Strongly 
Disagree

Strongly 
Agree

1 5

4.80



 

Introduction

The Mastering Leadership Dynamics for Educational Leaders program mirrors the content of our 
flagship five-day program, Mastering Leadership Dynamics, but is adapted to educational leaders 
and delivered through a blended format of both in-person and virtual components. We provide this 
program free of charge to public elementary, middle, and high-school principals as part of BB&T’s 
mission to make the world a better place to live and to strengthen the communities where we oper-
ate. At The BB&T Leadership Institute, we design each of our training programs to have the maximum 
effect for our participants and their organizations. This includes, among other strategies:

•	 Using best practices in teaching and program facilitation, based in our decades of experience 
in administration and classroom teaching of corporate and educational leaders.

•	 Employing the best, most experienced and dynamic facilitators who make personal connec-
tions with every client.

•	 Connecting classroom concepts with clients’ real operational knowledge and challenges.
•	 Equipping clients to make real changes to their behaviors and impact their organizations.

In addition to these strategies, we also measure our effectiveness. It takes a substantial investment to 
measure the effects of our programs. Our scientists and training experts develop valid instruments, 
design rigorous procedures and conduct complex data analyses. We have invested in systems and 
processes to gather and report data. We make these investments because it results in higher-quality 
products – we learn how clients respond to materials, what techniques work best and for whom, and 
how to provide better support to clients. 

Measurement can also help quantify downstream results of our programs, which captures at least 
part of our clients’ return on their training investment of time and energy. 
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Our Measurement Approach

We want our clients to:

1. Feel engaged during our programs and find it valuable and relevant to their work
2. Learn new knowledge and become motivated to apply what they learn to their work
3. Positively change their behaviors in ways that improve their lives and the lives of their   

employees and co-workers
4. Improve organizational outcomes where they work

This approach to measuring the effects of our training is demanding, but it’s necessary to build the  
highest-quality and most effective training and interventions.

We achieve these goals by designing powerful programs and delivering them effectively. As a result, 
our classroom sessions are engaging and meaningful. Our facilitators routinely ensure participants are 
learning the concepts being taught and demonstrate understanding of how to use it in their work. Our 
curriculum and facilitators also equip participants with tools and motivation to change their behaviors 
and apply their new knowledge to make positive impact on their organizations.

Our measurement efforts also help achieve these goals by quantifying which techniques work best. 
Our measurement approach is to quantify clients’ experiences related to each of our four main goals. 
Our approach is aligned with popular frameworks such as Kirkpatrick’s1 and ROI Institute2 methodolo-
gies; however, we also apply the standards of scientific, evidence-based best practices for evaluating 
training interventions and measuring behavior change3,4. 
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Measurement Results 

Area 1: Do participants feel engaged in the program and find it valuable and relevant?

How likely would you be to recommend
this program to a colleague or friend?

Please rate the overall effectiveness 
of the program.

I was actively engaged during the program. 

Facilitator reaction average rating: 

Participants’ agreement with 10 statements such as: 
“The facilitator was a good listener; The facilitator created 
an environment that supported my growth experience.”

See Appendix for methodology notes.
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Area 2: Did participants learn new knowledge and become motivated to apply what they learned 
to their work?

Participants rate the following questions after they complete our program. 

Participants’ commitment to change  
their behavior based on the training:

Participants’ agreement with statements such as:        
“I am committed to consciously recognizing my
patterns of thinking, feeling, and behaving; I am
committed to creating and nurturing relationships.”

Participant’s increase in self-awareness: 4

Participants’ agreement with statements such as:        
“As a result of the program, I can better recognize my
triggers and acknowledge them as they are happening; 
As a result of the program, have a deeper understanding of 
my patterns of beliefs, behaviors, and results and how these 
patterns impact my leadership.”

Participants’ self-efficacy:   

Participants’ agreement with statements such as:        
“As a result of the program, I am confident that I
can more effectively address my patterns of beliefs,
behaviors, emotions and behaviors at work; As a result
of the program, I believe I will more effectively 
deal with opposition and conflict.”

See Appendix for methodology notes.
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Area 3: Did participants positively change their behaviors in ways that improve their lives and the 
lives of their employees and co-workers?

Although trainers are responsible for motivating participants to apply the training, many other factors 
contribute to whether participants will actually follow through, for example, the reward environment at 
the participants’ organization, staff turnover, teachers’ and students’ capacity for change, and supervi-
sor support4. 

Data for this analysis were collected approximately five months after participants completed the 
three-day program. During that five months, participants also participated in a 60-minute one-on-
one phone coaching session, a 90-minute group phone coaching session and a two-day program on 
leading change that reinforced some concepts of the original three-day program.

Participants’ supervisor, direct reports, peers and other selected raters chose “Improved,” “Stayed the 
Same” or “Declined” to describe the participant’s behaviors since the program. The average of several 
behavior ratings across all raters is taken to form each overall competency score. Assessments indi-
cate that many participants score highly on these competencies at program start.

n  % of Behaviors Improved

n  % of Behaviors Stayed the Same

n  % of Behaviors Declined

See Appendix for methodology notes.
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Area 4: Did participants improve organizational outcomes where they work?

Our analyses of public student outcome metrics tracked by the state of North Carolina have resulted 
in small sample sizes and unsatisfactory control groups to compare against treatment groups. We 
are continuing to investigate the factors that affect principals’ effectiveness and alternative outcome 
metrics in North Carolina and other states.

Conclusion

Based on the evidence presented, it can be concluded that Mastering Leadership Dynamics for Ed-
ucational Leaders had a positive impact for the leaders who attended it in the Summer 2018 – Spring 
2019 year. Not only did participants on average enjoy their experience, find it useful and learn new 
material, they also improved their leadership behaviors in positive ways.

Limitations

Quantifying the effects of adult training in the work context is notoriously challenging. Many factors 
affect whether training is effective, and many more can affect how much impact the trained individual 
can have on his or her organization. Only some of those factors are within the control of the training 
institution. These external factors make it difficult to isolate the impact of a training program on down-
stream outcomes, such as organizational turnover rates, student achievement outcomes, productivity 
or profitability.

These limitations can be partially overcome by connecting a chain of evidence that establishes par-
ticipants enjoyed the training and found it relevant, they learned new material, they changed some 
behaviors after the training and an organizational change occurred. The empirical research literature 
supports the idea that if the evidence chain is established, it can be concluded with reasonable confi-
dence the training had positive causal effects on downstream outcomes. 

One other limitation of the findings in this paper is the data concerning Area 3 were collected from 
only a subset of the participants. Raters for only about 21% of participants were invited to provide 
these data, and they were all from one state (Kentucky) whereas the full population was from four 
states. It could be the Kentucky participants’ environment was more or less supportive of their apply-
ing the training they received, and participants from other states could show more or less application 
of their training.

Footnotes:

1. https://www.kirkpatrickpartners.com/
2. https://roiinstitute.net/
3. Salas, E., & Cannon-Bowers, Janis A. (2001). The science of training: A decade of progress.   
 Annual Review of Psychology, 52, 471-99.
4. Leithwood, K., Seashore Louis, K., Anderson, S., & Wahlstrom, K. (2004). How leadership   
 influences student learning. Wallace Foundation.
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Appendix: Methodology

1. Do participants feel engaged in the program and find it valuable and relevant?

2. Did participants learn new knowledge and become motivated to apply what they learn  
to their work?

Program participants were principals of Kentucky, North Carolina, South Carolina and Virginia ele-
mentary, middle and high schools. They were selected to attend Mastering Leadership Dynamics for 
Educational Leaders by (1) self-selection, (2) districts selecting groups of a number of principals or 
specific principals sequentially, (3) state selection by career stage, merit or high-potential designation 
in partnership with other agencies (e.g., the state chamber of commerce, state department of educa-
tion, principal’s association). They attended the training program at the campus of The BB&T Lead-
ership Institute between June 1, 2018, and March 15, 2019. Survey invitations with links to the online 
survey were sent to about 192 program participants by email on the afternoon of the last day of their 
three-day program or within about five days. Subsequently, 98 participants provided usable data for 
an overall response rate of 51%.

3. Did participants positively change their behaviors in ways that improve their lives and the  
lives of their employees and co-workers?

Program participants were a subset of all the participants who attended the program between June 1, 
2018, and March 15, 2019, and all from a single state (Kentucky). They were selected to attend Mas-
tering Leadership Dynamics for Educational Leaders by the state in partnership with other agencies 
(e.g., the state chamber of commerce) by career stage, merit or high-potential designation. Surveys 
were sent to all 40 program participants and 827 people they work with by email approximately five 
months after their three-day program concluded. Respondents were asked to rate participants on  
five competency areas related to the materials covered in the training program. Survey respondents 
indicated whether participants had declined, stayed the same or improved in several behavior  
patterns and impressions since the time of the training. Subsequently, 234 respondents provided  
usable data for a response rate of 28%. 
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