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Executive Summary

The Department of Education and the Arts recently began a process to review its Standards Framework for Leaders which was developed in 1998 to define the desired knowledge, skills and behaviours of State school principals. 
The Standards Framework for Leaders has been variously used since 1998 for recruitment and selection, professional development and some performance review. The department believed it timely that a review of the Framework be undertaken to ensure its relevance and currency given the rapidly changing context within which schools now operate and principals and others now lead. 
Local Queensland universities were invited to critique the Standards Framework for Leaders in light of current themes and trends in educational leadership. 
The Deputy Director-General, Education Queensland, chaired a small steering group comprising: Jenny Haddrell: Regional Executive Director - Sunshine Coast, Sue Pearce, Principal, Sunshine Beach State School, Kaye Gardner: Principal, Craigslea State High School, Kerry Holst: Executive Director (Schools) - Logan / Albert Beaudesert, and Allan Baillie: Executive Director (Schools) - Mt Isa, to guide the review process. This group was supported by Deb Lonsdale-Walker from the Office of Strategic Human Resources and Learning.
Drawing on the recommendations provided by the universities and the views of the small steering group led by the Deputy Director-General, a draft of a new framework - Leadership Matters – capabilities for Education Queensland principals was developed. 

 Leadership Matters attempts to outline the essential leadership capabilities required of Education Queensland principals at all stages of their career and will be used to guide all leadership development activity.

This technical paper articulates the theoretical underpinnings of Leadership Matters and outlines the pertinent educational leadership trends that have influenced its development.
Decision points underpinning Leadership Matters
The following key decision points underpin Leadership Matters – leadership capabilities for Education Queensland principals.
Intentions of, and for, the document 

The intended purpose of Leadership Matters is to:

· Establish a shared understanding of the evolving roles of the Principal in Education Queensland schools;

· Emphasise the capabilities required of all Education Queensland Principals;

· Provide a clear focus for those who aspire to the role of Principal; and
· Guide all leadership development activity. 
Orientation that underpins the framework 

The capabilities notions of Duignan (2003; 2004) – have been employed in the document with the development of 5 inter-related capabilities: Personal, Relational, Educational, Intellectual and Organisational. Together these intend to inform a whole view of effective leadership.
A reconceptualised diagrammatic model has been developed reflecting the interdependence of the key capabilities.
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Leadership Matters acknowledges the complex and diverse contexts in which Education Queensland principals work and articulates that effective principals emphasis particular capabilities as the context demands.

Presentation of the Framework

· tone – a simple, and accessible invitational tone has been adopted;

· length – a concise 4 page document has been developed;
· educational leadership model – the overarching notion of leadership, as diagrammatically represented in the model included above has been conceptualised to reflect current literature/research. 

Statements about leadership

The capabilities for Education Queensland principals are contextualised – and take account of, the complex and challenging environment in which schools now operate and in which leadership is practiced as well as the paradoxes and tensions inherent in educational leadership in action.
Content 
A systematic analysis of the content has been undertaken to ensure comparability with those recognize din the literature. Additionally, particular attention has been given to incorporating the following identified themes:

· learning (represented by the educational capabilities) as the core focus of leadership;

· inclusion of the notions of “self-awareness” and “wisdom”;

· educational leadership being portrayed as a (i) values driven (ii) relational and (iii) distributed phenomenon, that must be framed in ethical practices leading to sustainable futures for all.
Research, analysis and advice provided by participating Queensland Universities

The department would like to acknowledge the research, analysis and advice commissioned by the department, and undertaken by Associate Professor Neil Cranston - The University of Queensland, Dr Lisa Ehrich - Queensland University of Technology, and supported by Mr John Lindsay - Griffith University that have influenced the development of Leadership Matters.  

This work, provided by the participating universities to the department and cited in this technical paper include:

· an overview of the parameters of the research

· emergent themes for educational leadership; and 
· an analysis of 12 educational leadership frameworks from other systems (nationally, internationally); 23 books and/or relevant book chapters and 12 journal articles/conference papers.
Background Research to Leadership Matters
Parameters of the research

It should be noted that the field of educational leadership is highly contested and there is not always agreement amongst scholars as to what constitutes effective leadership and effective standards for leaders – this required decisions about the breadth of literature to consider in the review process. 

Five criteria governed the choice of literature selected for review. These were (i) recency (i.e. references published mainly within the last five years); (ii) credibility of authorship (i.e. references published by well-known national and international scholars in the field of leadership); (iii) books/ book chapters and journal articles only (i.e. web-based materials and searches, dissertation abstracts and conference papers were not explored); (iv) availability of documentation (in a small number of cases, primary sources of standards from other jurisdictions were not available and secondary sources on internet sites were utilised); and (v) materials that focused on developments regarding designated leaders such as the principalship / headship were favoured in selection.

Twelve educational leadership frameworks were reviewed: seven came from Australia (i.e. five from Departments of Education within Australian States and Territories, one national standard for Australia, and a framework for leadership for Queensland Catholic schools); two frameworks came from the United Kingdom (England and Scotland); one standard from the United States of America; one from New Zealand; and one from Hong Kong. [These represented standards or frameworks from six countries.]

The current initiatives conducted by ACER on behalf of the National Institute for Quality Teaching and School Leadership (NIQTSL) looking at the development of standards for school leaders and related accreditation were also noted in the developmental processes of Leadership Matters.
Key themes and issues
Drawing on the research provided by the consortium of local Queensland Universities the department noted 10 key distilled themes and issues emerging from the literature. 

Some of these were complex concepts, comprising a number of sub-themes and issues. The 10 distilled themes and issues were:

· presentation and tone of a leadership framework

· critique of the competency approach to leadership

· need to contextualise leadership thinking

· management is important

· educational leadership must be about learning

· educational leadership as a purposeful values-driven “activity”

· educational leadership as a relational “activity”

· educational leadership as a distributed “activity”

· leadership capabilities and qualities

· paradoxes and tensions inherent in educational leadership

These were overviewed in light of the contemporary literature in the educational leadership area by the participating Universities for the department.

Emergent themes from the literature

Wider context
The preceding twenty years have seen potent and discontinuous change to the basic features of economic and social life for people in many countries around the world.  Some authors attribute these wide-scale changes to wider economic, social, cultural and political forces impacting upon institutions and individuals alike (Limerick, Cunnington & Crowther, 2002). 
Globalization, simply understood as “the spread of ideas, policies and practices across national boundaries” (Walker & Dimmock, 2000, p. 227), appears to be a driving force for many of the changes. For example, globalization has seen the world become one economy with nation states losing much of their autonomy and control; an exponential rise in the use of information technology and media; increasing global consumerism; the rise in nationalism (and fundamentalism); the decline of jobs in manufacturing and/ industry coupled with an increase in service and knowledge-based industries; changes to the basic structure and patterns of work; and a more multicultural workforce operating across national and international borders.  At the same time that globalization is opening doors for some workers, such as the highly mobile and skilled international elite, as Power (2000) notes, it is closing the door for others (the unskilled, displaced persons such as refugees) who remain trapped in cycles of poverty. 
There is little doubt that these changes to the global economy require new types of workers and leaders who have knowledge and skills commensurate with the demands of a knowledge-based society (Chapman, Sackney & Aspin, 1999). These changes also point to the importance of “lifelong learning”, that ability to know how to learn and therefore survive in a world in which change appears to be the only constant.   

Impact upon education and educational leadership

As would be expected, globalised forces do impact upon education since education is a key institution in society, shaped and constrained by wider external contexts.  As Chapman et al. (1999) suggest, globalising and internationalizing forces can and do affect the aims and purposes of education, the curriculum, the methods of instruction, the leadership, management and administration of education and the assessment and certification across international borders.  Of particular interest to this review is that in an era of globalization, school leadership has emerged as a major issue of educational reform (Hallinger, 2003). 

Some of the key reforms or restructurings that commenced in the late 1980s in many countries around the world can be summarized as the shift from a centralized to a decentralized model of school management; increasing intervention by governments (both national and state) over the outcomes of education; an emphasis on performance, efficiency and accountability for students, staff and systems; the commodification of all levels of education; and market forces and competition between schools. 
Not surprisingly, many if not all of these changes have had huge implications for school leadership since leadership has been identified in both research based literature and policy documents as the central platform for bringing about much of the systemic changes that have swept through schools and schooling systems.  In a climate characterized by shrinking resources, widespread technological and social changes, and greater calls for public accountability, the implications for school leadership have been and continue to be intensified and the expectations on school leaders by systems, staff and communities are considerable.  
Because of their location caught between the demands of the system and those at the school level, school leaders occupy a precarious situation. In many ways, they face a wide set of competing challenges and accountabilities posed by different stakeholders, both internally and externally and locally and globally.  

Leadership preparation and development

Globally, educational systems have responded to the changing educational context by placing a renewed emphasis on leadership preparation and development for leaders at particular career stages – such as preparation, induction and more advanced stages.  Different countries have adopted different models towards this end. For example, some countries offer mandatory pre-service preparation for educators interested in leadership (such as England, United States and Singapore) that lead to qualifications, while in other countries (such as Australia, New Zealand), pre-service preparation via university qualifications or other courses for school leaders is optional. 
 In England since 2004, it has become mandatory for first-time Headteachers to hold a National Professional Qualification for Headship (NPQH) or for those Heads who have been appointed to a post to have at least secured a place on the programme.  The NPQH is one of many programmes offered by the National College for School Leadership for school leaders who are at the entry to headship phase. Established in 2000, the National College for School Leadership provides career-long developmental opportunities for aspiring and existing school leaders.  The rationale underpinning the NPQH is it provides a baseline of requisite skills and knowledge to assist Heads to develop their capabilities in order to become effective and strong leaders (http://www.ncsl.org.uk/leadership_development/).

The English qualification, the NPQH, is underpinned by a set of standards known as The National Standards for Headteachers.  Indeed, the standards or competency- based movement can be understood as part of a wider global training and development agenda for school leaders. Although there is no mandatory qualification for headship in Australia, standards are used throughout each State and Territory for leadership development and accountability purposes. For example, The Standards Framework for Leaders (1997) document was designed for development and training purposes, recruitment and selection; as well as designed as an accountability mechanism since it stipulates the competencies that leaders are required to demonstrate in order to be contractually accountable to the system.  Common to the standards for school leaders across the various systems and countries in the world today, is their dual underlying purpose:  development and accountability. Features of twelve such standards are explored in the annotated bibliography section.  

A standards or competency based approach to leadership

Competencies or standards prescribe particular types of roles, knowledge, skills and behaviours that are required of leaders to perform their work.  They attempt to capture and explain the different dimensions of leaders’ work and the varying roles they carry out in their daily endeavours.  Yet it is unlikely that any set of standards would be able to capture the complexity and dynamic nature of leadership if leadership is to be viewed as more than a set of instrumental skills and tasks.  It is not the brief of this review to provide an extensive critique of the limitations of a competency based approach for leadership development; such critiques have been conducted elsewhere (see Kaplan & Norton 1996 in Duignan, 2004). For this reason, only a limited discussion of some general concerns regarding this type of approach for leadership development will be raised because such concerns may help to illuminate new ways of thinking about the review of The Standards Framework for Leaders.
Limitations of a competency based approach for leadership

Three key concerns that are often leveled against competency based approaches are that such approaches are (i) narrow and simplistic; (ii) acontextual; and (iii) individualistic. A dominant view of leadership in the literature is it is both dynamic and situational and, for this reason, an approach that fragments it into key roles, dimensions and other areas is seen as narrow and simplistic (Duignan, 2004).  
Another concern that has been raised regarding competency based approaches is that they do not account for complex contextual variables (Duignan, 2004) that interact and intersect with leadership. Leadership performance needs to be understood within its context and effective leadership performance in one context might not look the same in another context.  
Supporting this notion, is Gronn’s (2003) point that a competency based approach tends to “standardise” experience or “stifle variation in leadership performance”(Leithwood & Steinback, 2003) because of a prescribed and acontextual focus. Finally, competency based approaches for school leaders have conceptualized leadership as an individualistic endeavour (Gronn, 2003) yet contemporary literature has highlighted that leadership is a distributed notion. This notion is taken up more fully in the next section which examines trends and emergent issues from the review. In addition, some further critique is offered of the competency approach later.

Distilled Themes and Issues

In considering the themes, it should be noted that they:

· have been synthesised quite broadly i.e. each theme draws together a number of sub-themes/sub-concepts;

· are not necessarily comprehensive of all the themes that might need to be considered in thinking about leadership; rather, those highlighted represent the most powerful “new/emerging” themes; 

· are limited by the scope of the material included in the review
· represent various genres of ideas eg. some refer to general concepts to do with leadership, others to more specific leadership aspects and capabilities;

· highlight the problematic and complex nature of leadership in these challenging and changing times; 

· are not presented in any hierarchical manner – each also needs to be considered as relating to the others, emphasising the complexity of developing understandings about educational leadership.
	EMERGING THEMES/CONCEPTS/EMPHASES FOR EDUCATIONAL LEADERSHIP

1. presentation and tone of a leadership framework

2. critique of the competency approach to leadership

3. need to contextualise leadership thinking

4. management is important

5. educational leadership must be about learning

6. educational leadership as a purposeful values-driven “activity”

7. educational leadership as a relational “activity”

8. educational leadership as a distributed “activity”

9. leadership capabilities and qualities

10. paradoxes and tensions inherent in educational leadership




1. Presentation and tone of a leadership framework

This general comment relates to the important issue of the presentation and communication of the concepts and ideas contained in a document like an educational leadership framework. It arises as the review of many of the frameworks in this exercise suggested that it is possible to capture the essence of complex ideas in language/format/style that is invitational to the reader, rather than otherwise. 
Of significance are the tone of the document and the language employed and just how “user friendly” it might be for those with an interest in such a document. In short, while such frameworks obviously deal with complex concepts, it seems important that clarity, simplicity if at all possible, and brevity might be hallmarks to strive for in developing these frameworks. Further, while accountability remains as a key deliverable for educational leaders, the presentation needs to reflect the dynamic, challenging and exciting possibilities offered to those in leadership positions. A lengthy document, with an emphasis on compliance and a tone of managerialism is unlikely to suggest these possibilities to the reader/user.

2. Critique of the competency approach to leadership

The competency approach to leadership widely evident in the 1990s is now seen by many as inappropriate in thinking about the phenomenon of leadership. The literature has moved on from the competency approach, with almost all leadership frameworks developed by other education systems in recent years avoiding competency terminology or using it in a broader sense than it was conceptualised earlier. Most talk of “dimensions of leadership” or similar language, drawing on values, skills, knowledge and so on. 

The criticisms of the competency approach include that it tends to be:

· simplistic – lists of things one can/cannot do i.e. one has the skill or not – this dichotomises the skill, rather than looking at where an individual might be placed on a continuum of progression/development with respect to it;

· reductionist, fragmenting complex professional performances into lists;

· about the past, not oriented to the future;

· a-contextual – performance is separated from the context in which it occurs, and hence, one is unable to capture the contextualised complexity of educational leadership today.

Stephenson (2002, p. 4) sees “Competency as about delivering the present based on past performance; capability is about imaging the future and bringing it about. Competency is about control; capability is about learning and development. Competency is about fitness for … purpose; capability is about judging fitness of the purpose itself”.

Professor Patrick Duignan from the Australian Catholic University has led the debate in Australia about an alternative “capabilities” approach to thinking about educational leadership. Duignan (2004, p. 18) argues that capable leaders “need to have the capability to make sensible and wise judgments when faced with new and changing situations, often involving dilemmas and conflict.”  He argues that many leaders may have the skills (eg. interpersonal) but do not perform well, seeming to lack the confidence, commitment, character and wise judgment to apply these skills in unfamiliar and changing circumstances. Also worthy of consideration is the issue of achieving balance in the “application” of capabilities across differing complex situations. It is perhaps the wisdom (see below) the educational leader can bring to these situations that leads to what might be termed effective leadership.

In short, a capability approach requires that leaders “need sound judgment and wisdom derived from critical reflection on the meaning of life and work” (Duignan, 2004, p. 19). This resonates with the discussion in theme 7 below.

3. Need to contextualise leadership

Given the complex, changing and challenging contexts (local, national, global) within which schools now operate and the resulting impact on the educational leaders of these institutions, it is not surprising that there is a need to conceptualise our thinking about leadership within these contexts. New ways of learning, of schooling and the overall impact of technology and globalisation are key notions here: the “past” does not necessarily prepare us well for the “future”. 

Leithwood notes: “ … leadership cannot be separated from the context within which (it) is exerted. Leadership is contingent on the setting, the nature of the social organization, the goals being pursued, the individuals involved, resources and timeframes and many other factors.” (cited in Davies, 2005. p.9)

This requires that educational leaders need to:

· have a sound understanding of emerging local, national and international developments in education and related disciplines/areas of interest – in this way they are able to take a “global” view of where their school and their students’ learnings are located and where these might need to be positioned for a socially sustainable future, taking account of key trends and developments;

· use such understandings to engage (and lead) their school communities (teachers, parents, other community members) in discussions about schooling (eg. new forms) and learning (eg. curriculum content, delivery, assessment) for the 21st century – in part, this requires a futures orientation to the visioning and thinking for school leaders; 

· have the capacity to work well with different individuals and groups locally and more broadly, establish networks and alliances with various educational, community and other bodies, and engage relevant individuals and groups in the “life” of their schools; 

· have the capacity to lead effectively in a time of discontinuous change and uncertainty, drawing on deep understandings of the organisational cultural of their schools to effect change; and,

· at times, take an advocacy role for their school communities, offering input to policy development systemically as well as seeking to maximise availability to resources for their schools.

In a broad sense, educational leaders need to be managers of meaning, providing a key interface between the rest of the community and their more immediate school community. Educational leaders have a key role in the development of the vision for their schools – understanding where their school “fits” in the “bigger picture” for the now and the future are key challenges for them.  

4. Management is important

The management aspects (including accountability) for educational leaders must be attended to competently and are a vital element of the broader roles of such leaders. Management aspects are seen to include that leaders are competent in:

· human, financial and resource management – issues of equity, social justice, balance, fairness and collaboration are relevant here;

· holding sound knowledge of system-level expectations, policies, pedagogy, legislation, legal considerations/implications and so on;

· management of external relations;

· accountability requirements – including meeting system requirements such as expectations about policy implementation, assessment and reporting of student learning. 
However, it is to be noted that the processes by which many of these are enacted in practice, often require sound leadership capabilities.
5. Educational leadership is about learning

In conceptualising leadership, there must be a fundamental emphasis on learning and development. This focus on learning is what distinguishes educational leadership from leadership in other contexts.

Key issues about learning and educational leadership to be emphasised include: 

· educational leaders ensuring that student learning and development (academic, social, whole-person development) remain as the fundamental focus of their school’s endeavours;

· educational leaders seeing themselves as critically reflective life-long learners;

· educational leaders being able to make the theory-practice links; i.e. learning is important per se, but it is especially important in so far as it contributes to effectiveness of, and improvement in, students’ learning – the question to be answered is “what does it mean for practice?” 

· educational leaders acting as leaders of learning in their school communities eg. of teachers and others in the community;

· consideration of the career stages and ambitions of principals – these are likely to be different across the career phases of principals, such as aspirants through to long-serving leaders; and,

· educational leaders engaging in quality formal and informal professional development opportunities, including formal tertiary programs, one-off targeted sessions, mentoring, peer coaching, professional reading and action learning/research.

The vision to be fostered by educational leaders here is on developing the learner-centred school that values learning for all. The fostering and development of learning communities, seeing the school as a learning resource and hub for the community, are key challenges for educational leaders.

6. Educational leadership as a purposeful values-driven “activity”

While learning is the raison d'etre of schools, educational leadership ought be a purposeful values-driven, moral and ethical activity. Educational leaders need to be aware of their own values, beliefs and principles as well as those of their school, system and community, and be driven to develop their schools as socially just and inclusive institutions. 

Ethical dilemmas are common for educational leaders such that they also need capacities to act ethically in challenging contexts where decision-making options appear equally appropriate/attractive.

Educational leaders operating in this way see their schools as holding community-service and social responsibilities, seeking to develop young people as mature individuals who are equipped with the knowledge and skills necessary to create a better, more just and sustainable future.

Key values underpinning educational leadership ought to include:

· learning-centred focus

▪ tolerance

· equity, social justice, fairness

▪ compassion

· inclusiveness



▪ whole-person development


· empowerment



▪ ethics and ethical behaviour

7. Educational leadership as a distributed “activity”

Distributed, shared, and multiple leadership notions have emerged in the last decade or so as one of the most significant leadership agendas. Notions of empowerment, working with and through others are key principles here. Locally, Crowther and colleagues from the University of Southern Queensland have developed the notion of parallel leadership which draws on these agendas and earlier teachers-as-leaders ideas.

Such collaborative, inclusive and co-leadership notions require educational leaders to operate in non-hierarchical, trusting and mutually respectful ways. To do so, requires that educational leaders know their staff (strengths, weaknesses) and their communities, and can communicate effectively with them, to maximise the leadership capabilities in their schools. 

8. Educational leadership as a relational “activity”

The significant people-nature of what educational leaders do requires that they have excellent interpersonal skills, and are adept at developing sound relationships with diverse individuals and groups within and external to their school communities. Managing meaning for self and others, visioning, gaining commitment and developing collaborative partnerships are core responsibilities of educational leaders. Educational leaders also need to be astute managers of the micropolitics of their communities, especially as these relate to key leadership teams, such as senior management and executive teams.

Some of the underpinning skills and so on necessary for this are identified in other themes, especially number 9 below.

9. Leadership qualities and capabilities

Various leadership qualities and capabilities have already been noted and the literature is replete with lists of skills, knowledge, attitudes, dispositions and so on with regard to educational leadership. Listed here are those that have emerged as the more notable in recent years – as such, the ideas/list below is not necessarily exhaustive.

One of the most significant capabilities to emerge in recent years has been that of understanding self or self awareness. [In some areas of the literature, this is referred to as Emotional Intelligence.] For many writers, and this also is evident in some of the leadership frameworks, awareness of self (and others) is fundamental to educational leadership. 

It is argued that it is only with self-awareness, maturity and wisdom, that educational leaders can lead and manage others in their communities.

Qualities and capabilities for educational leaders include:

· modelling the way

▪ challenge and risk taking

· influencing others

▪ optimism and confidence

· adaptable, responsive

▪ intuition

· commitment


▪ passion

· creative, innovative

▪ personal responsibility

· courage


▪ relational capabilities

· resilience


▪ self-confidence

· tough-mindedness

▪ compassion and fairness

· integrity


▪ political & legal astuteness

· acting ethically

▪ micro-political astuteness

· managing diversity

▪ advocacy

· leading & managing change
▪ visioning

One underpinning capability noted earlier is that relating to wisdom. That is, the capacity to bring a certain sagacity (from life experiences, knowledge, worldliness) to complex decision-making. Such wisdom contributes to sound ethical decision-making in difficult and complex situations often faced by educational leaders.

10. Paradoxes and tensions inherent in educational leadership

A number of paradoxes and/or tensions are evident in examining the operational context for educational leaders. These include the need for educational leaders to:

· respond to both local and system level demands/priorities when they might not always be compatible;

· be seen and act as the leader while empowering others for distributed, shared, multiple leadership roles;

· achieve work-life balance when the professional and personal demands of being an educational leader are significant;

· drive a future-oriented sustainable vision for their schools in discontinuously changing and challenging times while managing the reality of “the now” of schools;

· continue their professional learning journey, keeping abreast of educational and related developments and trends while managing the significant competing demands on educational leaders; and,

allocate limited resources in effective, efficient and equitable ways to maximise the learning of all students.
 Implications arising from the literature in developing a new framework for School Leaders
1. The intentions of, and for, the document need to be clearly understood and should guide its reconceptualisation and development; i.e. these intentions will impact on tone, format, focus, detail and so on; will the original intentions, namely recruitment and selection, professional development and performance review, all continue within the one document?

2. A determination needs to be made as to what orientation is to underpin the Framework; eg. is the competency approach to be retained or another (eg. capabilities) alternative examined? The use of the term “Standards” implies compliance/control – is this appropriate in contemporary statements about educational leadership? One way forward here would be to take the “cascading” notions of educational leadership offered by Dimmock (2003) – roles ► values ► knowledge ► skills ►attributes and so on and blend these with the capabilities notions of Duignan (2003; 2004) – should such a strategy be employed, many of the comments below would be addressed.

3. Attention to the presentation of the Framework needs to include aspects such as:

· tone – eg. a question here might be whether the current rational managerial tone is replaced by a more dynamic invitational one;

· length – eg. a question here is whether a shorter (summary) conceptual Framework be developed, with elaborations offered in accompanying documentation which could be different for different purposes such as recruitment and selection or performance review;

· educational leadership model – eg. the overarching notion of leadership, as diagrammatically represented in the current model needs to be reconceptualised to reflect current literature/research – there are examples of possible approaches in some of the Frameworks from other systems; 

4. Through the reconceptualised diagrammatic model and through a relevant statement(s), the inter-linking/interdependence of the key leadership dimensions/capabilities needs to be demonstrated;

5. The Framework (and hence the statements about leadership) need to be contextualised – this needs to acknowledge, and take account of, the complex and challenging environment in which schools now operate and in which leadership is practiced as well as the paradoxes and tensions inherent in educational leadership in action;

6. A systematic content analysis exercise (an audit?) of the Framework should be undertaken to compare existing capabilities (skills, knowledge, attitudes and so on) with those identified in Theme 9* in the previous section as well as ensuring the next iteration of the Framework gives appropriate attention to:

· learning (broadly and inclusively defined) as the core focus of leadership;

· the need to acknowledge the importance of notions such as “self-awareness” and “wisdom”;

· educational leadership being portrayed as a (i) values driven (ii) relational and (iii) distributed phenomenon, that must be framed in ethical practices leading to sustainable futures for all.

*   Theme 9 earlier identified the following “characteristics” argued for in the literature:

· modelling the way

● challenge and risk taking

· influencing others

● optimism and confidence

· adaptable, responsive

● intuition

· commitment


● passion

· creative, innovative

● personal responsibility

· courage



● relational capabilities

· resilience


● self-confidence

· tough-mindedness

● compassion and fairness

· integrity



● political & legal astuteness

· acting ethically


● micro-political astuteness

· managing diversity

● advocacy

· leading & managing change
● visioning

In light of developments in research and understandings about leadership, and the challenging contexts within which schools operate, it is suggested that the Framework needs to be re-examined to determine its relevance and currency at least every three to five years.
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Standards and Frameworks considered from other States and Jurisdictions
South Australian Centre for Leaders in Education (July, 2004). Department of Educational and Children’s Services - Leadership Learning Framework.  Retrieved July 7, 2005, from http://www.sacle.edu.au/leaderframework.html  

Background and Description

Leaders Learning is the South Australian government’s learning framework for educational leaders which describes the characteristics and attributes of educational leaders.  The document outlines five Educational Leadership Propositions and five Dimensions of Leadership.

Leaders Learning has been developed in consultation with a range of leaders throughout the DECS system. The document has two key purposes: to enhance individual leadership capacity and professional growth, and to build organisational leadership capacity through professional learning.  The document recognises that educational leadership knowledge and practices are complex and challenging. It acknowledges that there is no single theory or description of leadership which will satisfy the diversity of individuals or contexts. Therefore, it invites further development through debate, dialogue, reflection and review.

Themes

Educational Leadership Propositions

Leadership starts from within

· Effective educational leaders know themselves.  They base their actions on a well informed set of values have a high degree of self-efficacy and a deep sense of commitment and responsibility.  They have a clear personal vision for optimising learning and well being and the courage and determination to achieve that vision.

Leadership is about influencing others

· Effective educational leaders understand the nature of power and change and know the quality of the relationships they have with others is crucial to their ability to influence and achieve desired outcomes.

Leadership develops a rich learning environment

· Effective educational leaders know what supports and enhances learning and teaching.  They recognise that collaborative work and professional learning are fundamental to professional and organisational improvement and growth.  They understand children and young people and their educational and social needs, and are ably to work expertly with others to ensure quality curriculum and support services.

Leadership builds professionalism and management capability

· Effective educational leaders manage the development of the organisation through quality systems and processes and provide advocacy for professionalism in the community to maximise the value and include of education and care.  

Leadership inspires leadership actions and aspirations in others.

· Effective educational leaders know that they have a responsibility to promote and support widespread and sustainable leadership, inspiring others to share in this leadership so that learning and well-being are enhanced.

Five Dimensions of Leadership Learning
The five Dimensions of Leadership Learning have been designed to describe the core areas of a leader’s work, and reflect the knowledge, skills and dispositions of contemporary educational leaders.    The Five Dimensions are presented in an overlapping model of five inter-linked circles, with Learning-Centred leadership at the core.

Leading, Learning and Teaching

· Improving learning outcomes

· Enhancing effective learning and teaching

· Analysing data for improvement

· Curriculum review and reform

Leading Strategic Resource Management

· Linking resources to learning improvement

· Knowledge management and business systems

· Risk analysis and management

· Tools and processes for resource management.

Learning-Centred Leadership

· Personal development for leadership

· Self-awareness, well being and resilience

· Leadership characteristics and qualities

Leading a Quality Organisation

· Building learning communities

· Designing preferred futures

· Governance and accountability

· Legal and policy frameworks

Leading and Working With Others

· Ethics and leadership principles

· Building a culture of collaboration

· Communication and developing relationships

· Personnel management

General Comments

The South Australian document makes reference to emerging issues that deserve due consideration within the post-modern organisational environment.  These include reference to such issues as – 

· Risk Analysis and Management

· Ethics and Leadership principles (including managing diversity)

· Building a culture of collaboration (which may be different from building partnerships)

· Facilitation of clear communication

· Developing relationships are central

· Building learning communities (as opposed to learning organisation)

· Designing preferred futures
· Legal (and policy) frameworks

New South Wales Department of Education and Training – Professional Support and Curriculum (4th July, 2004). School Leadership Development  - The School Leadership Capability Framework.  Retrieved July 7, 2005, from http://www.www.curriculumsupport.nsw.edu.au/leadership/  

Background and Description

The NSW Department of Education and Training in collaboration with the NSW Secondary Principals Council and the NSW Primary Principals Association has developed a School Leadership Capability Framework.  This framework describes the capabilities that school leaders may use to operate in highly effective ways. It is divided into 5 domains, each of which has a number of elements and descriptors. The framework is research based. School leaders may utilise different combinations of these capabilities at different times depending on the school context or situation.

Themes

School Leadership Capability Framework

The NSW DET School Leadership Capability Framework is organised into five domains.  Each of these domains contains a number of elements. Each element contains a group of related capabilities.  

	· Personal 

· Interpersonal 

· Educational 

· Strategic 

· Organisational. 
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Leadership Domains and Elements
1.
Personal

· Professional values and ethics

School leaders are passionate about learning and have strong beliefs in the value of their work and the importance of professional ethics. 

For example they:

· maintain commitment to ethical values and professional practice at all times

· are positive role models for others

· display respect, knowledge and understanding of the social, ethnic, cultural and religious backgrounds of their learning community.

· Personal strengths and commitment to ongoing personal and professional development

School leaders use their knowledge of self to maximise overall performance of themselves and others. 

For example they:

· remain calm under pressure and manage their emotions

· nurture a sense of humour and maintain a balanced perspective

· display resilience in recovering quickly from adversity and setbacks

· accept constructive feedback, reflect upon and act on this feedback

· manage personal time effectively, appropriately prioritising and delegating

· acknowledge conflicts and act to resolve them appropriately

· understand their personal strengths and development needs as a school leader 

· take calculated risks and implement new projects with confidence 

· balance personal and professional priorities and act to ensure emotional and physical wellbeing

· develop and implement a plan for their future personal and professional development.

· Decision-making and judgment 

School leaders focus on the big picture, develop workable plans and evaluate the implications of their actions. 

For example they:

· gather and evaluate information thoroughly before making a decision whilst being prepared to be decisive when necessary

· extract the key issues from complex data and information

· show understanding of the impact of their decisions on others and on current systems and take this into consideration before acting

· investigate to identify the real cause of a problem and work to resolve it 

· recognise and appreciate complex relationships

· recognise how apparently unconnected activities are linked to make up an overall picture.

2.
Interpersonal

· Effective communication
School leaders communicate at a high level of effectiveness to a wide range of audiences and groups. 

For example they:

· use active listening and questioning skills effectively to ensure understanding and to clarify issues

· provide personal and public recognition and praise across the school community 

· express ideas logically and fluently, adapting style to suit the needs of different audiences

· provide constructive and professional feedback, coaching and mentoring to members of the school community

· use appropriate communication technologies effectively.

· Productive relationships 

School leaders develop and sustain productive relationships within and beyond the school community. 

For example they:

· create a climate of mutual respect and support

· skillfully mediate, negotiate and implement appropriate conflict resolution strategies

· recognise and acknowledge everyone as an individual with their own qualities and strengths

· build cohesive, collaborative teams

· understand and utilise the diversity of skills and talents within the school community

· give constructive feedback to work colleagues and others in a context of mutual professional respect 

· delegate authority and responsibility for key tasks and ensure appropriate support is accessible

· encourage parent participation and active contributions within the school from other stakeholders

· encourage, develop and support learning networks.

· Inspiring others

School leaders develop effectiveness by inspiring, motivating and celebrating achievement.

For example they:

· display understanding of and skill in motivating different groups

· celebrate student and staff achievement through a range of highly visible strategies 

· use a range of influence strategies that engage all staff in the school’s programs and policies

· maintain high visibility and devote considerable time to interact with students, staff and community.

3.
Educational

· Pedagogical knowledge
School leaders demonstrate expert knowledge of the core business of teaching, learning, curriculum, assessment and reporting. 

For example they:

· display high level understanding of the conditions that promote quality teaching and learning 

· articulate an informed and cohesive philosophy of learning and teaching

· understand and clearly articulate the links between curriculum, assessment and pedagogy

· show understanding of current international and national perspectives on curriculum, assessment and pedagogy in conceptualising teaching and learning programs.

· Pedagogical application 

School leaders apply knowledge and understanding to inform, plan, implement, monitor and evaluate teaching, learning, assessment and reporting practices across the school. 

For example they:

· demonstrate skills to promote, identify and evaluate the quality of classroom practice 

· implement high-leverage strategies that align curriculum, teaching and learning, assessment and reporting

· engage in substantive professional conversation and debate about curriculum, teaching, learning and assessment issues

· effectively utilise and integrate ICT into teaching and learning programs and assessment and reporting processes.

· Building an environment that maximises student learning

School leaders have expert knowledge and understanding of student learning, development and behaviour and apply this information to the development of systems to support learners and learning. 

For example they:

· create a safe and happy learning environment

· understand how best to develop systems to support student learning, development and behaviour 

· model and promote respect for the diversity of student backgrounds, experiences, developmental needs and learning approaches

· use current learning research to embed continuous improvement in teaching and learning programs

· develop a strong culture of student leadership and decision-making. 

· Building learning communities

School leaders develop and sustain a professional learning community.

For example they:

· develop and contribute positively to team-based programs 

· help others in the workplace through best practice in adult learning and critical reflection

· actively participate in and contribute to teaching and learning networks in and between schools

· participate in action research projects and use findings to influence school practices where appropriate.

4.
Strategic

· Building school vision and culture
School leaders lead the school community to develop, articulate and commit to a shared educational vision focused on quality teaching and learning. 

For example they:

· articulate a shared vision for the school and communicate this vision widely

· foster an innovative, futures-focused culture based on a commitment to continuous improvement. 

· Strategic planning

School leaders systematically gather and evaluate information from a broad variety of sources and use that information to think and plan creatively and strategically. 

For example they:

· use effective change management principles, strategies and practices to achieve continuous improvement in staff and student learning 

· develop systems and processes to encourage and support others towards forward thinking, innovation and responsive, flexible solutions

· demonstrate lateral and strategic thinking, drawing on their own wisdom and that of others.

· Building leadership 

School leaders recognise, promote and build the leadership capacity of staff, students, parents and the community to enhance leadership density across the school community. 

For example they:

· create a culture that recognises the value of significant leadership density in empowering members of the school community

· negotiate and implement a variety of leadership development strategies such as delegation of authority and responsibility, coaching and mentoring 

· establish and maintain processes to ensure the emergence and support of teacher and student leadership. 

· Advocacy

School leaders influence the educational debate, advocate for their schools and public education and engage the support of stakeholders and policymakers. 

For example they:

· actively and regularly consult with relevant stakeholders

· proudly promote the profession of teaching at every opportunity

· act as an advocate and provide a voice for students, staff and parents

· build strategic alliances to engage and mobilise the support of policymakers, unions, students, parents and the community

· play a proactive role in shaping the future of education in NSW by promoting their leadership, their school, the profession and by publicising education in the community. 

5.
Organisational

· Operating effectively within a regulatory and organisational framework

School leaders efficiently and effectively apply expert knowledge of legislative, syllabus and policy requirements. 

For example they:

· design, implement and evaluate plans, policies and procedures to ensure alignment of system priorities with school community expectations

· display an in-depth understanding of the challenges of managing a complex organisation 

· demonstrate understanding of and operate effectively within the multilevel contexts, structures and operations of the DET

· report regularly to their school community on the performance of the school and on improvements in targeted areas

· understand the role of risk management and litigation related to school operations.

· Personnel

School leaders develop and implement effective personnel management structures, strategies and procedures. 

For example they:

· negotiate and implement processes and programs to develop staff professional skills and capabilities 

· develop and implement initiatives to facilitate and enhance staff well-being

· maintain effective processes to support and monitor staff performance

· negotiate and implement processes to ensure staff meet accreditation and accountability requirements

· understand industrial relations issues and process. 

· Management of resources to achieve goals

School leaders manage effectively and accountably within their delegated responsibilities. 

For example they:

· monitor and evaluate policies, procedures and practices to refine and improve performance 

· develop and implement an effective management cycle to facilitate data analysis, planning, budget allocation and accountability

· effectively utilise this process in the management of curriculum organisation, educational programs, general resource management and school finance

· use IT effectively to communicate and perform key work functions.

· Managing systems and processes

School leaders create and utilise effective management systems and processes. 

For example they:

· set and justify priorities

· ensure that opportunities for critical reflection, systematic monitoring and review processes are embedded into the change process 

· engage all members of the school community in consultation and in participative decision-making 

· develop and communicate clear statements regarding structures, processes, delegations, roles, responsibilities and accountabilities within the school community

· ensure clear accountabilities are evident in documentation and in protocols and procedures adopted by members of the school community.
Australian Capital Territory Department of Educational, Youth & Family Services (2001).  Leadership and Management Framework.  Retrieved July 15, 2005, from http://www.det.act.gov.au/department/lmf_roles.htm  

Background and Description 

In the Leadership and Management Framework, five key leadership domains identify the areas which all leaders need to address in their role.  Combined, they ensure that leadership and management development is addressed in a holistic way.  The Framework reflects the importance of developing leadership and management potential of staff, and is designed to assist in developing outstanding leaders at every management level, across the Department. 

Importantly, it is called a framework because it provides a basis around which aspiring and practising leaders can build a strategy to meet their individual professional development needs, as well as the skills and capacities needed by the organisation. 

Themes

Leadership and Management Domains

Strategic Management

Addresses the higher level direction setting and integration of outcomes that needs to occur at all levels across an organisation.

· Manage operations to achieve planned outcomes 

· Facilitate and capitalise on change and innovation 

· Contribute to the development of a workplace learning environment
Self management

Addresses the personal leadership behaviours and attitudes that leaders need to display in order to lead people and organisations effectively.

· Manage personal work priorities and professional development 

· Provide leadership in the workplace 

Leading people

Addresses the key function of developing effective working relationships capable of meeting the needs of organisations.

· Build and maintain teams, networks and relationships 
· Provide leadership to maintain continuous professional development and training 

Organisational management

Addresses the issues of managing resources and ensuring outcomes are achieved within organisational policies, practices and procedures

· Manage workplace information 

· Manage quality customer service 

· Develop and maintain a safe work environment 

· Implement and monitor continuous improvement systems and processes 

Communication

Addresses the need for leaders to be excellent communicators and their role in facilitating effective communication al all levels within, and external to, the organisation.

· Develop and manage effective organisational communication 

· Develop and manage client relationships 

· Manage difficult situations to achieve positive outcomes 

Leadership Centre Western Australia (2002). Leadership Framework.  Retrieved July 20, 2005, from http://www.eddept.wa.edu.au/framework.html   

Background and Description

The Leadership Framework is based on a self-reflective model.  It is a tool for school leaders to use to review their role and practice to enhance their continual development, and to assist in designing professional learning plans based on individual needs.

The Leadership Framework has been developed through an extensive analysis of national and international competency frameworks.  The framework is based on research and data (including broad consultation within the profession), by the Leadership Centre.  The Western Australia Leadership Framework may be used by the profession to develop a shared understanding of the qualities required for good school leadership for the 21st century.

There are four key assumptions which underpin this document.  These are:

· The Leadership Framework articulates the professional values, knowledge, attributes and skills essential for all school leaders. 

· The competencies listed in the Leadership Framework  have been extracted from research and represent one way of describing effective school leadership in a Western Australia context.

· The competencies are interrelated and connections between them are complex.  Competencies combine holistically to create a basis for good, effective leadership.

· The leadership of learning and teaching in a changing societal and educational context is the conceptual basis for the construct of the Leadership Framework.

Themes

Essential components

Characteristics - the characteristics of school leaders (Attributes, Values and Knowledge) underpin the competencies for school leadership.  

Competencies include those attributes, values, skills, understandings and knowledge that make a difference in a leader’s performance.  They are what “really matters” in school leadership.  Competencies also include elements such as Policy and Direction, Teaching and Learning, Staff, Partnerships and, finally, Resources. 

Characteristics and competencies work inter-relatedly to facilitate good leadership.

Standards –demonstrate what competencies look like in practice, in a range of contexts, for example, from highly accomplished to adequate.  Standards illustrate performance at various levels.

Therefore, the Characteristics of School Leaders and the Competencies of School Leaders link to Standards – Performance Levels, which facilitate Self-Reflection which leads to improved Student Outcomes.

Characteristics of School Leaders

Attributes

The competencies for school leadership are underpinned by the following personal attributes.  These attributes relate to what leaders need to demonstrate in all decision making, discussion and action in government schools.  Research has shown that these are the key attributes for effective school leadership. The way these attributes are exercised in concert with other attributes will govern the degree of success of the leader. These are:

· fair

· supportive

· collaborative

· decisive

· flexible

· tactful

· innovative

· persistent

Values

The competencies for school leadership are underpinned by the following professional values:

· learning

· care

· excellence

· equity

Knowledge

Professional knowledge related to the body of understandings that leaders need to have to make sound decisions about educating students and includes:

· pedagogy

· curriculum

· legislation

· policies

· change management

· technologies

· stakeholders

Competencies of School Leaders

Policy and Direction

Sharing vision

Working collaboratively

Confronting complexity

Promoting change

Ensuring fairness

Maintaining direction

Teaching and Learning

Consulting stakeholders

Improving learning

Monitoring behaviour

Analysing data

Reporting outcomes

Staff

· Communicating with staff

· Promoting development

· Delegating responsibility

· Managing conflict

· Demonstrating respect

Partnerships

· Sharing expectations

· Fostering networks

· Building understanding

· Ensuring inclusively

Resources

· Planning resources

· Targeting outcomes

· Ensuring accountability

· Negotiating compliance

Victoria Department of Education & Training (2002).  School Leadership Development – Leadership Capabilities.  Retrieved July 20, 2005, from http://www.sofweb.vic.edi.au/pd/schlead/index.htm   

Background and Description

During 2000, the Department of Education & Training commissioned research to identify those qualities that enable the attainment of excellence by people holding leadership positions in Victorian schools.  The basis of the research project was a wish to enhance the current competency model for principals developed in 1994 to assist with the accreditation of principal class officers and leading teachers.  The research identified Thirteen Capabilities.  These capabilities identify the differentiating behaviours of highly effective school leaders.  The Leadership Capabilities document is research based.  

Themes

School Leadership Capabilities

Capabilities are described as those underlying characteristics that are causally related to outstanding performance. Work related behaviors including skills and knowledge are directed and controlled by these underlying characteristics. Such characteristics include social role, values and self-image, as well as traits and motives.  

The skills and knowledge that school leaders bring to their roles form an essential component of their capacity to do them well. However, it is not these characteristics that differentiate the highly effective school leaders from those who are capable performers in the roles; skill and knowledge are necessary, but not sufficient for good leadership.  Rather, it is those less visible capabilities – and it is these that form the Thirteen Leadership Capabilities.

Listed alphabetically (not hierarchically), these Thirteen Capabilities are:

• Achievement Focus

• Analytical Thinking

• Big Picture Thinking

• Contextual Know-how

• Ensuring Accountability

• Gathering Information

• Influencing Others

• Leading the School Community

• Management of Self

• Maximising School Capability

• Passion for Teaching and Learning

• Supporting Others

• Taking Initiative

The Capability Model

The Principal Capability Cluster organises each set of capabilities in four clusters, in accordance with the way that outstanding practitioners of the role tend to use them together in the service of high level performance.  Thus, capabilities tend to be more strongly related within rather than across clusters, and success depends upon a balance of strengths across the clusters 

Characteristics of Highly Effective Principals

Driving School Improvement

· Passion for Teaching and Learning

· Taking Initiative

· Achievement Focus

Delivering Through People

· Leading the School Community

· Ensuring Accountability

· Supporting Others

· Maximising School Capability

Building Commitment

· Contextual Know-how

· Management of Self

· Influencing Others

Creating An Educational Vision

· Analytical Thinking

· Big Picture Thinking

· Gathering Information

Australian Principals Associations Professional Development Council (2000)  Leaders and their Learning – National Framework of Competencies for School Leaders. Retrieved July 22, 2005, from http://www.apapdc.edu.au/2002/resources/content/principal_competencies.html   

Background and Description

The Australian Principals Associations Professional Development Council identified the Competency profile for Australian school principals.  It is based on the document Leaders and Their Learning (2000).  The original Leaders and Their Learning was first developed in 1993 through a Project of National Significance Leading and Managing in Australian Schools.  It was developed by principals and other stakeholders for use in the development of leadership competencies.  In 1999 and 2000, following a needs analysis of principals, Leaders and Their Learning was updated.  Leaders and their Learning provides a reference point for individuals striving to advance leadership and management in schools.

Themes

Defining Competence

A competency is the underlying characteristic that enables someone to perform a specific job.  A competency is not a task, it is what enables a person to do a task.  Each of the seven competencies in Leaders and Their Learning is broken into performance criteria which indicate the knowledge and skills that lead to competent performance. 
The Challenge of the Principalship

· Improved learning outcomes for all students are essential to Australia’s future and should underpin all professional development for principals.

· An in depth understanding of teaching and learning processes is the base on which to build effective school leadership. 

· These understandings are becoming increasingly more complex and principals need up-to-date knowledge of the trends in fostering learning, in the range of learning environments and the possibilities available through new technology.

· It is a principal’s task to ensure that the school caters for the learning needs of all students.  

· This requires an appreciation of the changing values and attitudes in areas such as social justice, race, culture, social class, gender and special needs as well as an understanding of the needs of students, parents and members of the local community. 

· It requires also a capacity to work collaboratively with the school community, parents, teachers, and students, to develop a sense of shared purpose between the school and the community.

· Principals also require a broad understanding of regional and international trends and issues. They are responsible for interpreting these trends and issues at the school level, and deciding collaboratively with staff what directions should be taken.

Partnerships

The changing nature of schooling means that for principals there is much greater emphasis on developing and maintaining creative partnerships with outside interests. The nature of partnerships with parents is changing; partnerships are being developed between schools, industry and local communities and in the post compulsory area. There is also the development of new pathways between schools, universities, TAFE Colleges and private training providers.

Educational leaders accept responsibility for ensuring that the learning of students in the school is optimal and can interpret national and global trends and issues in the school setting.

Changing expectations of the Principal

Decentralisation and Devolution: Many principals in non-government systemic schools have held responsibility for financial management and marketing of their services for some time. However, in the government education systems it is only relatively recently that these responsibilities have been passed on to principals in individual schools through decentralisation and devolution.

Restructuring also requires that the principal assume a much higher profile in industrial relations in the school, address a broader range of staffing issues, and take responsibility for developing flatter organisational structures.

Lack of Tenure: The introduction of contracts for school leaders has lead in some states to a further flattening of organisational structures and wider participation in decision making by staff and community representatives.

The Principal as an Individual

The starting point for leaders when considering their professional development needs will depend on the individual internal and external environments and contexts in which they work. 

Internal contexts include:

· the principal's personal context, his or her age, gender, personality and preferences, strengths,  ambitions and needs;

· his or her values and attitudes about teaching and learning;

· his or her own strengths and weaknesses in offering leadership to staff;

· the local school environment, the nature of the school, its history, attitudes and values of its community and the community which it serves, relationships between staff, students and parents and members of the community.

External contexts include:

· the system or sector context, the general but also particular influences that determine the directions schools follow whether they are government, Catholic, independent or other;

· the national context of various and varied agendas set by political forces, not all of which have parliamentary bases;

· the international context where differing solutions are being offered to what are common issues of curriculum, assessment and restructured environments.
National Framework of Competencies

Educational Leadership

As the educational leader, the principal accepts responsibility for ensuring that the learning of students in the school is optimal.   There is also a broader, more encompassing role where the principal is a community educator who can articulate and interpret national and global trends and issues and relate them to the school setting. 
Organisational Leadership

Organisational leadership comprises the knowledge and skills of leaders who have vision, who are able to develop cooperatively a common purpose, who are creative and inspiring in their interactions with others, and who use their talents in setting future directions for the school in a cooperative way. 
Educational Management

Educational management results in the provision of an optimal learning environment where all educational issues are carefully considered, matched with current trends in curriculum content and processes and then evaluated.  Effective educational management ensures that the educational ideals of the school are fulfilled. 
Organisational Management

Effective organisational management ensures that a school is running smoothly and that the goals and common purposes leading to improved student outcomes are achieved.   Devolution has meant that many principals now work in close collaboration with school staff and parents across a wide range of activities.

Cultural Leadership

Cultural leadership entails an understanding of cultural values and the role of education in Australia today. Cultural leaders act in accordance with accepted ethical standards.  Cultural leadership relates to understanding the ethos of the school, its community and the system and/or sector to which it belongs. Such knowledge includes the history and the traditions of the school and the way it works.  Cultural leadership also requires knowledge of the organisational culture of the school, the agency and the sector. 
Political Leadership

Political leadership follows from and complements cultural leadership.  Political leadership entails the ability to negotiate with teachers, parents and community members on the direction the school.  The principal also needs skills of negotiation in the wider arena of the sector, system and sometimes the outside community, to ensure resources are adequate for school needs.  

Reflective Leadership

Critical reflection is crucial to strategic planning and action.  Reflection on leadership practices has two components — personal and professional. On the professional side, reflective school principals may ask themselves how their actions can be improved by understanding, choosing and implementing aspects of different literature in their study and in discussion with colleagues.  On the personal side, they may consider their own personal characteristics and how the actions they take convey messages to students, staff, parents and the community.

A Framework for Leadership in Queensland Catholic Schools, (n.d).  Retrieved August 12, 2005, from http://www.qcec.qld.catholic.edu.au/pdf/ALeadershipFramework.pdf 
Background and Description

This leadership framework document was developed during a QCEC/ACU research project to address the issue of leadership succession. This framework identifies the dimensions and capabilities of leadership in Queensland Catholic schools and supports the development of processes for performance management and development.

This research project involved an extensive, statewide consultation. Principals, deputy principals, assistant principals, school board chairs and representatives from Diocesan Catholic Education Offices and Religious Institutes were invited to participate in interviews, face-to-face meetings and on-line.

Themes

The Framework is divided into two dimensions – firstly six Dimensions of Leadership.  These dimensions assist leaders to establish performance objectives and to reflect on practice.

Inner Leadership

Inner leadership leads to personal development. Here the leader seeks to achieve an authentic self thus enhancing their ability to serve the school community and the wider society. This requires balanced development in a number of dimensions including physical, cognitive, emotional, aesthetic, social, moral and spiritual development. Inner leadership involves personal reflection, freeing ourselves of habitual mindsets and behaviors to make conscious choices and becoming integrated and autonomous people acting in accordance with values and purpose.

Interpersonal Leadership

Interpersonal leadership focuses on building working relationships with the various members of the school community as well as the wider community. Here there is a strong commitment to integral human development for all, based on one's personal values and a respect for the whole person within community. Interpersonal leadership involves moving from being aware of another's presence or existence to sharing one’s personal self and being open to growth induced by the reactions of the other.

Organisational Leadership

Organisational leadership focuses on various aspects of management at school level with a view to ensuring efficiency and effectiveness. Organisational leadership is associated the Christian ethic of stewardship and requires a commitment to the Common Good. This form of leadership involves strategic thinking, developing cultural meaning through policy and practice, managing physical and financial resources, facilitating performance management and being accountable to the school community and external authorities.

Educative Leadership

Educative leadership plays a critical role in the teaching and learning process by helping teachers and other members of the school community to discover meaning in what they do, while investing in them the capacity to bring about curriculum change. Educative leadership involves futuristic thinking and links curriculum development with an inspiring vision of a preferred future. It also involves placing teaching and learning at the center of decision-making, heightening the level of professional dialogue about educational practices and encouraging individual innovation within a learning community.

Community Leadership

Community leadership focuses on achieving solidarity or patterns of co-operation, expresses human interdependence and is the means to achieve the Common Good. Community leadership is about nurturing positive interpersonal relations, as well as facilitating social and moral development. Leaders distribute responsibility, accountability and decision-making among those directly concerned with specific tasks. It is also important to establish and support a community of ethical inquiry.

Faith Leadership

Faith leadership focuses on sharing the Catholic faith with the intention of influencing and enriching the lives of students, staff and other members of the school community. This dimension of leadership provides educational opportunities for members of the school community to encounter the Catholic faith, to experience its gift and to enhance life decisions in response to it. Guided by faith, hope and love, faith leaders support a community of life and worship through which to recognize, to accept and to cooperate with the mysterious action of God in our lives.

Capabilities for Leadership

These four leadership capabilities represent an integration of knowledge, skills, personal qualities and understanding. These capabilities assist leaders to identify areas for personal and professional development.

Personal Capabilities

· Developing self-knowledge

· Displaying imagination and vision

· Showing confidence, optimism and resilience

· Exemplifying honesty and integrity

· Integrating work and personal life

· Seeking spirituality

Relational Capabilities  

· Demonstrating emotional maturity

· Projecting empathy

· Displaying a trusting disposition

· Cultivating productive working relationships

· Communicating with influence

· Engaging positive politics

Professional capabilities

· Being contextually aware and responsive

· Displaying curriculum and pedagogical know-how

· Inspiring a communal purpose and vision

· Engaging strategic thinking and planning

· Demonstrating sound organisational and fiscal management

· Focusing on outcomes and is accountable

Mission capabilities  

· Committing to a personal journey of faith

· Giving witness to Gospel values, particularly social justice

· Developing scriptural and theological understanding

· Acting as an agent of evangelisation

· Cultivating the school's Catholic identity

· Engaging Catholic school renewal
New Zealand Ministry of Education (1998). Interim Professional Standards.  Retrieved August 5, 2005, from http://www.minedu.govt.nz/index.cfm?layout=document&documentid=3850&index  

Background and Description

The New Zealand Professional standards describe the important knowledge, skills and attitudes that all principals, deputy/assistant principals and teachers are expected to demonstrate. Professional standards form part of performance management systems in schools. 

The Interim Professional Standards document describes what professional standards are and how they will be used. They also outline the professional standards that will apply to principals. This information is intended to help schools understand the requirements for integrating the Interim Professional Standards into their existing performance management systems. 

The Interim Professional Standards for Primary, Secondary and Area School Principals is a consultation document.   Feedback was sought though a series of meetings for principals and boards of trustees and written responses.
Themes

The Interim Professional Standards are grouped into six key areas or dimensions.  These are:

1. Professional leadership

2. Strategic management

3. Staff management

4. Relationship management

5. Financial and asset management

6. Statutory and reporting requirements.  

Each dimension includes a set of standards.  Professional standards describe the important knowledge, skills and attitudes that all principals are expected to demonstrate.  Professional standards form part of performance management systems in schools.  

A breakdown of these standards include: 

Professional leadership

· demonstrates a thorough understanding of current approaches to effective teaching and learning
· provides professional direction to the work of others by encouraging vision and innovation in classroom practice and school organisation.
· analyses and makes effective, timely responses to school self-review, external audits, and outcomes of student learning
· understands, and applies where appropriate, current practices for effective management from both within and beyond education
· fulfils the role of chief executive to the board of trustees as outlined in the performance agreement

· reflects on own performance appraisal and demonstrates a commitment to own on-going learning in order to improve performance

Strategic management

· understands the implications of the changing cultural, social and economic context of the school's community and ensures that these changes are reflected in the school's strategic planning
· actively works with the board of trustees towards the development of a shared vision for the future of the school, which identifies priorities and targets for:

· addressing barriers to learning
· fostering high achievement of students
· employing teachers of the highest quality available
· focusing the school on continued improvement
· makes progress towards achieving the vision through the effective management of available resources

· employing teachers of the highest quality available

· focusing the school on continued improvement

· makes progress towards achieving the vision through the effective management of available resources

Staff management

· manages the staff of the school, within available resources, to support effective delivery of the curriculum, the implementation of the charter and improved learning outcomes for students

· establishes procedures and practices to maintain and improve staff effectiveness through appropriate recruitment, supervision, performance management, provision of professional development and encouragement of self-development

· motivates and supports staff to improve the quality of teaching and learning

Relationship management

· fosters relationships between the school and its community

· creates a teaching and learning environment that is perceived as safe and supportive by students, teachers, parents, board of trustees and the community

· demonstrates an understanding of, and is responsive to, the diverse concerns and needs of students, parents, staff, board of trustees and the community, and the policies of Government

· communicates effectively both orally and in writing to a range of audiences

· manages conflict effectively and works to achieve solutions

· represents the school and acts to achieve its objectives

Financial and asset management

· effectively and efficiently uses available financial resources and assets to support improved student learning outcomes

· manages an effective budget planning system, in association with the board of trustees, and works within available resources

· works effectively and efficiently with the board of trustees in controlling, monitoring and reporting on the use of finances and assets

Statutory and reporting requirements

· works with the board to ensure compliance with all relevant statutes and regulations, and with monitoring and reporting requirements.
Department for Education and Skills (2004). National Standards for Headteachers (2004) Retrieved July 22, 2005, from http://www.ncsl.org.uk/leadership_development/entry_to_headship/ldev-entry-nationalstandards.cfm  

Background and Description

The revised National Standards for Headteachers used by Headteachers in England were published in September 2004, following consultation with teachers, headteachers, professional and subject associations, LEAs, higher education institutions and others from both inside and outside education. The Standards set out the professional knowledge, understanding and personal qualities necessary to carry out the role of headship in the 21st century.  The Standards are a research based document.

The Standards reflect the evolving role of headship in the early 21st century and incorporate current government thinking and guidance. The Standards recognise the key role that headteachers play in engaging in the development and delivery of government policy and in raising and maintaining levels of attainment in schools.

Themes  

The Standards embody three key principles, namely that the work of headteachers should be: learning-centred, focused on leadership and reflect the highest possible professional standards. These principles have guided this development and underpin the core purpose and key areas of headship.

The Key Areas

The Standards are set out in six key non-hierarchical areas. These six key areas, when taken together, represent the role of the headteacher.

· Shaping the Future

· Leading Learning and Teaching

· Developing Self and Working with Others

· Managing the Organisation

· Securing Accountability

· Strengthening Community

Within each of these key areas, the knowledge requirements, professional qualities (skills, dispositions and personal capabilities headteachers bring to the role) and actions needed to achieve the core purpose are identified. Whilst particular knowledge and professional qualities are assigned to one of the six key areas, it is important to emphasise that they are interdependent and many are applicable to all key areas. 

Shaping the Future

Critical to the role of headship is working with the governing body and others to create a

shared vision and strategic plan which inspires and motivates pupils, staff and all other

members of the school community. This vision should express core educational values and

moral purpose and be inclusive of stakeholders’ values and beliefs. The strategic planning

process is critical to sustaining school improvement and ensuring that the school moves

forward for the benefit of its pupils.

Knowledge

Knows about:

· Local, national and global trends

· Ways to build, communicate and implement a shared vision

· Strategic planning processes

· Strategies for communication both within and beyond the school

· New technologies, their use and impact

· Leading change, creativity and innovation

Professional Qualities

Is committed to:

· A collaborative school vision of excellence and equity that sets high standards for every pupil

· The setting and achieving of ambitious, challenging goals and targets

· The use of appropriate new technologies

· Inclusion and the ability and right of all to be the best they can be

Is able to:

· Think strategically, build and communicate a coherent vision in a range of compelling ways

· Inspire, challenge, motivate and empower others to carry the vision forward

· Model the values and vision of the school

Actions

· Ensures the vision for the school is clearly articulated, shared, understood and acted upon effectively by all

· Works within the school community to translate the vision into agreed objectives and operational plans which will promote and sustain school improvement

· Demonstrates the vision and values in everyday work and practice

· Motivates and works with others to create a shared culture and positive climate

· Ensures creativity, innovation and the use of appropriate new technologies to achieve excellence

· Ensures that strategic planning takes account of the diversity, values and experience of the school and community at large

Leading Learning & Teaching

Headteachers have a central responsibility for raising the quality of teaching and learning

and for pupils’ achievement. This implies setting high expectations and monitoring

and evaluating the effectiveness of learning outcomes. A successful learning culture

will enable pupils to become effective, enthusiastic, independent learners, committed to

life-long learning.

Knowledge

Knows about:

· Strategies for raising achievement and achieving excellence

· The development of a personalised learning culture within the school

· Models of learning and teaching

· The use of new and emerging technologies to support learning and teaching

· Principles of effective teaching and assessment for learning

· Models of behaviour and attendance management

· Strategies for ensuring inclusion, diversity and access

· Curriculum design and management

· Tools for data collection and analysis

· Using research evidence to inform teaching and learning

· Monitoring and evaluating performance

· School self evaluation

· Strategies for developing effective teachers

Professional Qualities

Is committed to:

· The raising of standards for all in the pursuit of excellence

· The continuing learning of all members of the school community

· The entitlement of all pupils to effective teaching and learning

· Choice and flexibility in learning to meet the personalised learning needs of every child

Is able to:

· Demonstrate personal enthusiasm for and commitment to the learning process

· Demonstrate the principles and practice of effective teaching and learning

· Access, analyse and interpret information

· Initiate and support research and debate about effective learning and teaching and develop relevant strategies for performance improvement

· Acknowledge excellence and challenge poor performance across the school

Actions

· Ensures a consistent and continuous school-wide focus on pupils’ achievement, using data and benchmarks to monitor progress in every child’s learning

· Ensures that learning is at the centre of strategic planning and resource management

· Establishes creative, responsive and effective approaches to learning and teaching

· Ensures a culture and ethos of challenge and support where all pupils can achieve success and become engaged in their own learning

· Demonstrates and articulates high expectations and sets stretching targets for the whole school community

· Implements strategies which secure high standards of behaviour and attendance

· Determines, organises and implements a diverse, flexible curriculum and implements an effective assessment framework

· Takes a strategic role in the development of new and emerging technologies to enhance and extend the learning experience of pupils

· Monitors, evaluates and reviews classroom practice and promotes improvement strategies

· Challenges underperformance at all levels and ensures effective corrective action and follow-up

Developing Self and Working with Others

Effective relationships and communication are important in headship as headteachers work

with and through others. Effective headteachers manage themselves and their relationships

well. Headship is about building a professional learning community which enables others to

achieve. Through performance management and effective continuing professional

development practice, the headteacher supports all staff to achieve high standards. To

equip themselves with the capacity to deal with the complexity of the role and the range of

leadership skills and actions required of them, headteachers should be committed to their

own continuing professional development.

Knowledge

Knows about:

· The significance of interpersonal relationships, adult learning and models of continuing professional development (CPD)

· Strategies to promote individual and team development

· Building and sustaining a learning community

· The relationship between managing performance, CPD and sustained school improvement

· The impact of change on organisations and individuals

Professional Qualities

Is committed to:

· Effective working relationships

· Shared leadership

· Effective team working

· Continuing professional development for self and all others within the school

Is able to:

· Foster an open, fair, equitable culture and manage conflict

· Develop, empower and sustain individuals and teams

· Collaborate and network with others within and beyond the school

· Challenge, influence and motivate others to attain high goals

· Give and receive effective feedback and act to improve personal performance

· Accept support from others including colleagues, governors and the LEA

Actions

· Treats people fairly, equitably and with dignity and respect to create and maintain a positive school culture

· Builds a collaborative learning culture within the school and actively engages with other schools to build effective learning communities

· Develops and maintains effective strategies and procedures for staff induction, professional development and performance review

· Ensures effective planning, allocation, support and evaluation of work undertaken by teams and individuals, ensuring clear delegation of tasks and devolution of responsibilities

· Acknowledges the responsibilities and celebrates the achievements of individuals and teams

· Develops and maintains a culture of high expectations for self and for others and takes appropriate action when performance is unsatisfactory

· Regularly reviews own practice, sets personal targets and takes responsibility for own personal development

· Manages own workload and that of others to allow appropriate work/life balance

Managing the Organisation

Headteachers need to provide effective organisation and management of the school and seek ways of improving organisational structures and functions based on rigorous self evaluation.

Headteachers should ensure that the school and the people and resources within it are organised and managed to provide an efficient, effective and safe learning environment. These management responsibilities imply the re-examination of the roles and responsibilities of those adults working in the school to build capacity across the workforce and ensure resources are deployed to achieve value for money. Headteachers should also seek to build successful organisations through effective collaborations with others.

Knowledge

Knows about:

· Models of organisations and principles of organisational development

· Principles and models of self-evaluation

· Principles and practice of earned autonomy

· Principles and strategies of school improvement

· Project management for planning and implementing change

· Policy creation, through consultation and review

· Informed decision-making

· Strategic financial planning, budgetary management and principles of best value

· Performance management

· Personnel, governance, security and access issues relating to the diverse use of school facilities

· Legal issues relating to managing a school including Equal Opportunities, Race Relations, Disability, Human Rights and Employment legislation

· The use of new and emerging technologies to enhance organisational effectiveness

Professional Qualities

Is committed to:

· Distributed leadership and management

· The equitable management of staff and resources

· The sustaining of personal motivation and that of all staff

· The developing and sustaining of a safe, secure and healthy school environment

· Collaborating with others in order to strengthen the school’s organizational capacity and contribute to the development of capacity in other schools

Is able to:

· Establish and sustain appropriate structures and systems

· Manage the school efficiently and effectively on a day-to-day basis

· Delegate management tasks and monitor their implementation

· Prioritise, plan and organise themselves and others

· Make professional, managerial and organisational decisions based on informed judgments

· Think creatively to anticipate and solve problems

Actions

· Creates an organisational structure which reflects the school’s values, and enables the management systems, structures and processes to work effectively in line with legal requirements

· Produces and implements clear, evidence-based improvement plans and policies for the development of the school and its facilities

· Ensures that, within an autonomous culture, policies and practices take account of national and local circumstances, policies and initiatives

· Manages the school’s financial and human resources effectively and efficiently to achieve the school’s educational goals and priorities

· Recruits, retains and deploys staff appropriately and manages their workload to achieve the vision and goals of the school

· Implements successful performance management processes with all staff

· Manages and organises the school environment efficiently and effectively to ensure that it meets the needs of the curriculum and health and safety regulations

· Ensures that the range, quality and use of all available resources is monitored, evaluated and reviewed to improve the quality of education for all pupils and provide value for money

· Uses and integrates a range of technologies effectively and efficiently to manage the school

Securing Accountability

With values at the heart of their leadership, headteachers have a responsibility to the whole

school community. In carrying out this responsibility, headteachers are accountable to a

wide range of groups, particularly pupils, parents, carers, governors and the LEA. They are

accountable for ensuring that pupils enjoy and benefit from a high quality education, for

promoting collective responsibility within the whole school community and for contributing

to the education service more widely. Headteachers are legally and contractually

accountable to the governing body for the school, its environment and all its work.

Knowledge

Knows about:

· Statutory educational frameworks, including governance

· Public services policy and accountability frameworks, including self evaluation and multi-agency working

· The contribution that education makes to developing, promoting and sustaining a fair and equitable society

· The use of a range of evidence, including performance data, to support, monitor, evaluate and improve aspects of school life, including challenging poor performance

· The principles and practice of quality assurance systems, including school review, self evaluation and performance management

· Stakeholder and community engagement in, and accountability for, the success and celebration of the school’s performance

Professional Qualities

Is committed to:

· Principles and practice of school self evaluation

· The school working effectively and efficiently towards the academic, spiritual, moral, social, emotional and cultural development of all its pupils

· Individual, team and whole-school accountability for pupil learning outcomes

Is able to:

· Demonstrate political insight and anticipate trends

· Engage the school community in the systematic and rigorous self-evaluation of the work of the school

· Collect and use a rich set of data to understand the strengths and weaknesses of the school

· Combine the outcomes of regular school self-review with external evaluations in order to develop the school

Actions

· Fulfils commitments arising from contractual accountability to the governing body

· Develops a school ethos which enables everyone to work collaboratively, share knowledge and understanding, celebrate success and accept responsibility for outcomes

· Ensures individual staff accountabilities are clearly defined, understood and agreed upon and are subject to rigorous review and evaluation

· Works with the governing body (providing information, objective advice and support) to enable it to meet its responsibilities

· Develops and presents a coherent, understandable and accurate account of the school’s performance to a range of audiences including governors, parents and carers

· Reflects on personal contribution to school achievements and takes account of feedback from others

Strengthening Community

Schools exist in a distinctive social context, which has a direct impact on what happens

inside the school. School leadership should commit to engaging with the internal and

external school community to secure equity and entitlement. Headteachers should

collaborate with other schools in order to share expertise and bring positive benefits to

their own and other schools. They should work collaboratively at both strategic and

operational levels with parents and carers and across multiple agencies for the well-being

of all children. Headteachers share responsibility for leadership of the wider educational

system and should be aware that school improvement and community development

are interdependent.

Knowledge

Knows about:

· Current issues and future trends that impact on the school community

· The rich and diverse resources within local communities – both human and physical

· The wider curriculum beyond school and the opportunities it provides for pupils and the school community

· Models of school, home, community and business partnerships

· The work of other agencies and opportunities for collaboration

· Strategies which encourage parents and carers to support their children’s learning

· The strengths, capabilities and objectives of other schools

Professional Qualities

Is committed to:

· Effective team work within the school and with external partners

· Work with other agencies for the well-being of all pupils and their families

· Involvement of parents and the community in supporting the learning of children and in defining and realising the school vision

· Collaboration and networking with other schools to improve outcomes

Is able to:

· Recognise and take account of the richness and diversity of the school’s communities

· Engage in a dialogue which builds partnerships and community consensus on values, beliefs and shared responsibilities

· Listen to, reflect and act on community feedback

· Build and maintain effective relationships with parents, carers, partners and the community, that enhance the education of all pupils

Actions

· Builds a school culture and curriculum which takes account of the richness and diversity of the school’s communities

· Creates and promotes positive strategies for challenging racial and other prejudice and dealing with racial harassment

· Ensures learning experiences for pupils are linked into and integrated with the wider community

· Ensures a range of community-based learning experiences

· Collaborates with other agencies in providing for the academic, spiritual, moral, social, emotional and cultural well-being of pupils and their families

· Creates and maintains an effective partnership with parents and carers to support and improve pupils’ achievement and personal development

· Seeks opportunities to invite parents and carers, community figures, businesses or other organisations into the school to enhance and enrich the school and its value to the wider community

· Contributes to the development of the education system by, for example, sharing effective practice, working in partnership with other schools and promoting innovative initiatives

· Co-operates and works with relevant agencies to protect children

The Standard for Headship in Scotland (1998).  Retrieved July 27, 2005, from http://www.sqh.ed.ac.uk/pdf/standard.pdf  
Background and Description

The Standard for Headship sets out the key aspects of professionalism and expertise which the Scottish education system requires of those who are entrusted with the leadership and management of its schools. It defines the level of competence required of effective headteachers in the early years of their headship. The purpose of the Standard for Headship is to provide the leadership and management which enables a school to give every pupil high quality education and which promotes the highest possible standards of achievement.

Themes  

Competence in School Leadership and Management

The Standard defines the Key Purpose of Headship and the three elements which underpin the professional practice of school leadership and management:

professional values

management functions

professional abilities.

The three elements of practice for headship relate to three fundamental questions.

WHY a headteacher takes certain courses of action:

This element is concerned with 

· the individual's professional values,

· commitment to learning and development, 

· knowledge and understanding of schools and Scottish education.

WHAT the main functions of a headteacher are:

This element comprises of 

· the key functions in leading and managing schools: 

· managing learning and teaching; 

· managing people; 

· managing policy and planning; 

· managing resources and finance.

HOW a headteacher carries out these functions successfully:

This element comprises of 

· the intellectual and interpersonal abilities on which school leaders draw to carry out the key functions effectively.

Competence in relation to the Standard for Headship is defined as the ability to combine these three elements appropriately in practice. 

The Elements of Practice for Headship

Professional Values

This is the element which answers the question “Why take this course of action?” It serves to

give the rationale for the professional behaviour of head teachers.  It is based on the professional obligations of headteachers to serve the interests of children and young people in schools.

The element describes the requirement for headteachers:

· to hold, articulate and argue for professionally defensible educational values,

· to act as a model of a leading professional within the school, committed to their own learning and developing their practice,

· to have up to date knowledge and understanding of educational development and of management issues relevant 

1.1 Headteachers should demonstrate commitment to educational values through:

· being able to devise and communicate an overall vision for an effective school, taking account of its context and culture;

· having an understanding of the ethical and evaluative issues involved in education;

· being able to articulate and exemplify a moral and ethical perspective in relation to their own and the school's practice and organisation; exemplifying consistent educational values in their behaviour and translating these into practical aims and policies which engage the whole school community in relating their practice to educational values and aims.

1.2 Headteachers should demonstrate their commitment to their own learning and

continuous professional development through:

· being able to provide a rationale for the way in which they operate which takes account of a variety of perspectives;

· demonstrating that they regularly review their own practice, set targets for themselves take responsibility for their own professional development; actively demonstrate critical reflection on their practice and support it in others.

1.3 Headteachers should demonstrate their knowledge and understanding of:

school improvement and effectiveness and strategies for improving performance, including

· the processes involved in school self-evaluation;

· quality in education, processes and systems for quality assurance;

· raising standards of pupil achievement;

· principles and practice in relation to managing learning and teaching, people, policy and

· planning and resources and finance;

· principles and practice of leadership and the management of change;

· the roles and functions of relevant bodies and local authorities;

· the legislative and policy frameworks which govern education at national, local and school level;

· the range of external influences which have an impact on strategic and operational planning;

· the application of information and communication technology (ICT) to learning, teaching and management.

2. Management Functions

This element outlines the Key Functions performed by headteachers in order to achieve the Key

Purpose of Headship. There are four of these Key Functions:

· Managing Learning and Teaching

· Managing People

· Managing Policy and Planning

· Managing Resources and Finance.

2.1 Key Function: Managing Learning and Teaching

2.1.1 Develop systems for the management and evaluation of effective learning

and teaching.

· Develop and implement effective systems for curriculum planning to ensure breadth, balance, progression and coherence in the school's curriculum, which meet the needs of learners and achieve targets.

· Plan and maintain systems to ensure effective implementation of programmes of study and assessment procedures ensuring that the learning needs of all are met.

· Agree, develop and implement Systems to monitor, evaluate and improve learning and teaching programmes, including planning and managing projects.

2.1.2 Establish processes to create and maintain the conditions for effective

learning and teaching.

· Develop arrangements which promote positive relationships and celebrate success.

· Promote high expectations for achievement amongst all learners and staff.

· Ensure systems are in place to identify and address the pastoral needs of individuals and groups of learners.

· Monitor, evaluate and improve support for pupils (including pastoral care/guidance systems.)

2.2 Key Function: Managing People

2.2.1 Recruit and select teaching and support staff.

· Define future personnel requirements.

· Implement appropriate recruitment and selection procedures.

2.2.2 Develop teams and individuals to enhance their performance and that of the school.

· Develop participative management structures.

· Negotiate, agree and support professional development targets for individuals and groups, and provide feedback on performance.

· Ensure that systems are in place to monitor, evaluate and improve the continuingprofessional development of individuals and working groups.

· 2.2.3 Plan, delegate and evaluate the work carried out by teams and individuals.

· Negotiate and agree targets and appropriate support for teams and individuals.

· Plan, agree and support the delegation of tasks and responsibilities to individuals and teams to achieve targets.

· Agree success criteria for ongoing monitoring and evaluation and provide constructive feedback to teams and individuals on their performance.

2.2.4 Create, maintain and enhance effective working relationships with staff.

· Develop the trust and support of staff in the school.

· Develop effective relationships with colleagues and managers.

· Demonstrate understanding of and be able to implement contractual and other personnel management policies, including those of staff welfare.

· Identify and deal effectively with interpersonal conflict.

2.3 Key Function: Managing Policy and Planning

2.3.1 Develop and communicate school values, aims, policies and plans.

· Develop relevant information gathering systems within and outside the school to inform decision-making

· Review, develop and maintain structures which support a consultative approach to decision making.

· Promote, communicate and implement school aims, policies and plans which further the stated values of the school

· Monitor, evaluate and improve the effectiveness of school values, aims, policies and plans.

2.3.2 Develop and maintain partnerships with parents, pupils, School Board, outside

agencies and the community.

· Develop and maintain positive and professional relationships with all those associated with the school.

· Develop and maintain structures for effective liaison and consultation.

· Encourage discussion of and gain agreement for school values, aims, policies and plans

· Evaluate, review and improve relationships.

2.4 Key Function: Managing Resources and Finance

2.4.1 Manage available resources and allocate them to support effective learning

and teaching.

· Identify resources needed to support the implementation of school policies.

· Negotiate and secure agreement for budgets with school staff.

· Be able to integrate the budget plan with the school and staff development plans.

· Maximise the use of available resources to create, maintain and monitor an appropriate physical environment for effective learning and teaching taking due account of health and safety requirements.

2.4.2 Monitor and control the use of resources.

· Monitor and evaluate the use of resources to support the implementation of school policies and secure value for money.

· Monitor and control spending within agreed budgets.

· Maintain and monitor budgeting systems.

Professional Abilities

The professional abilities of a headteacher are crucial in determining how effectively s/he can

perform the key functions of headship.  These abilities can be described in two broad categories: 

interpersonal and intellectual.  Headteachers will have to draw on items from both of the following sets of abilities in carrying out each core activity.

3.1 Interpersonal Abilities

3.1.1 Demonstrates confidence and courage

Is self aware, manages self effectively, confident, is able to cope with ambiguity,

able to confront difficult issues, deals positively with criticism, assertive, calm in a

crisis.

3.1.2 Creates and maintains a positive atmosphere

Is consistent, accentuates the positive, gives praise and encouragement, is

optimistic, has good presentation skills, defuses potential problems, negotiates and

handles conflict.

3.1.3 Inspires and motivates others

Is supportive, encouraging, interested, committed, enthusiastic, well-informed,

responsive to others' needs, has a sense of humour, encourages creativity and

participation, actively builds the confidence and capacities of pupils and staff.

3.1.4 Communicates effectively

Is a good listener, is open to and invites feedback, gives clear expression to ideas

and feelings, provides good and timely information in an appropriate format.

3.1.5 Empathises with others

Understands issues from the point of view of others including children and young

people, values the views and feelings of others and takes them into account, is

sensitive to the needs of others.

3.1.6 Values and works through teams

Consults, delegates, empowers and trusts others, is a team builder, is able to work

effectively in a group, is able to recognise and appreciate a variety of talents and

approaches to problem-solving and task completion.

3.2 Intellectual Abilities

3.2.1 Seeks and uses information

Is curious and attentive, uses networks, written sources, observation, sounds out

opinion, puts together information from a variety of sources, sees connections and

patterns, uses information to guide judgement and decision making, appreciates

3.2.2 Thinks strategically

Thinks in the long term, has clarity of vision, actively generates different ways of

achieving aims, able to see and use opportunities and avoid threats, has ability to

see the whole as well as the parts, is flexible and open to new ideas.

3.2.3 Judges wisely and decides appropriately

Identifies and evaluates factors, analyses risks effectively, draws on a variety of

information sources, takes account of others' views as well as own experience,

knows how and when to make decisions and understands the implications of

implementing them, uses effective decision-making processes with others.

3.2.4 Identifies and solves problems

Uses effective problem solving techniques (personally and with others), can

analyse problems, uses convergent and divergent thinking.

3.2.5 Shows political insight

Understands and can analyse issues relating to power and influence, is aware of

own use of power, is aware of personal biases and those of others, understands

the political implications of actions, is aware of political influences in school,

community, local and national contexts, and understands how to maintain good

public relations.

University of Florida – St. Petersburg (2004). Draft of Florida Educational Leadership Standards. Retrieved August 5, 2005, from http://www.stpt.usf.edu/coe/leadership/   
Background and Description

New principal standards were released in 2004 by the Florida Department of Education (FLDOE).  This draft of Standards for Educational Leaders has been prepared by the Council of Educational Change in collaboration with the Florida Board of Education (FLBOE).  It represents the contributions of educators, FASA (Florida Association of School Administrators). officers and representatives and state department personnel and community leaders who were consulted over two years.   Formerly 19 state competencies have now been streamlined into ten key competencies which align to the challenges of the post-modern school context.

Themes

Ten key areas are identified.  Each of these areas includes Sample Key Indicators of a High Performing leader.

The standards include:

Vision – High Performing leaders have a personal vision for their school and the knowledge, skills, and dispositions to develop, articulate and implement a shared vision that is supported by the larger organisation and the school community.

Instructional Leadership – High Performing Leaders promote a positive learning culture, provide an effective instructional program, and apply best practices to student learning, especially in the area of reading and other foundational skills.

Managing the Learning Environment – High Performing Leaders manage the organisation, operations, facilities and resources in ways that maximize the use of resources in an instructional organisation and promote a safe, efficient, and effective learning environment.

Community and Stakeholder Partnerships – High Performing Leaders collaborate with families, business, and community members, respond to diverse community interests and needs, work effectively within the larger organization and mobilise community resources.

Decision Making Strategies – High Performing Leaders plan effectively, use critical thinking and problem solving techniques, and collect and analyse data for continuous school improvement. 

Technology – High Performing Leaders plan and implement the integration of technological and electronic tools in teaching, learning, management, research, and communication responsibilities.

Learning, Accountability, and Assessment – High Performing Leaders monitor the success of all students in the learning environment, align the curriculum, instruction, and assessment processes to promote effective student performance, and use a variety of benchmarks, learning expectations, and feedback measures to ensure accountability for all participants engaged in the educational process.

Human Resource Development – High Performing Leaders recruit and select effective personnel, develop mentor and partnership programs, and design and implement comprehensive professional growth plans for all staff – both paid and volunteer.

Ethical Leadership – High Performing Leaders act with integrity, fairness, and honesty in an ethical manner.

Walker, A., Begley, P., & Dimmock, C. (Eds) (2000).  School Leadership in Hong Kong – A Profile for a New Century.  Hong Kong Centre for the Development of Educational leadership. Shatin, Hong Kong:  The Chinese University of Hong Kong.

Background and Description

A group of professional educators met in May 1999 to reflect on and analyse school leadership practices in Hong Kong.  The group’s brief was to consider school leadership specifically within the Hong Kong context and to identity and describe the key functions of the principal’s role in Hong Kong schools.  Although informed by literature from other contexts, the driving belief behind the process was that the profile was best developed by Hong Kong principals for Hong Kong principals and should not rely simply on “imported” profiles or competency lists.

The profile development meetings took place from May 1999 through March 2000.  The paper is research based, with feedback from principals over a ten month period used to further refine the profile.  The profile is not presented as a definitive description of school leadership in Hong Kong.  It is a resource by which principals are invited to reflect on their role in the post-modern school.

Themes

The Hong Kong Principals’ profile is comprised of three domains: self, school and community.  self is composed of two domains – personal and interpersonal; schools is divided into organisational and teaching and learning phases; and community embraces a number of groups and agencies from parents to government, the media and the international community.

The self domain represents a micro level and focuses on the individual principal.  It embraces a cluster of key qualities which principals require to be effective.  Without these, effectiveness in other domains is impossible.  Thus, on a personal front, principals need commitment, energy or activity, a learning capacity, a philosophy and an ability to influence others.  On the interpersonal front, ability to relate well to others is indispensable.

The school domain centres on the relationship between the principal and the school as an organisation.  It therefore moves towards a mid-level cluster of functions and capacities comprising the school as an organisation and teaching and learning.  Clustered under organisational are managerial housekeeping, vision building, strategic planning, implementing and evaluating.  Teaching and Learning includes activities promulgated or supported by the principal that lead towards improving student learning outcomes, including curriculum management and instructional leadership.  Finally, at the macro-level, the principal has functions and responsibilities to the community in its broadest sense.

The community domain embraces relationship and actions with the School Management Council (SMC), sponsors, parents and alumni, government, the media and bodies and bodies representing the international community.

These domains are not all encompassing.  They follow in the spirit of previous frameworks in that they provide a convenient organisational and conceptual device by which to gauge principals’ functions and growth in Hong Kong.  

Domain One – Self.

Personal

The principal recognises that his/her beliefs and actions influence the operation and culture of the school.

· Commitment

· Action

· coherences

· Self-Enhancement

· Philosophy

· Influence

Interpersonal

The principal recognises that the way he or she interacts with others influences the relationships, operation and culture of the school

· Synergy

· Openness

Domain Two:  School

The principal recognises that the core purpose of schooling is improved student learning and that this occurs best within and organisational context which is efficiently managed and where professional excellence is built within a supportive, learning culture.

Organisational

The principal combines excellent managerial skills with a vision for a better school for student and staff and employs strategies to guide the school systematically toward its goals:

· Managerial Housekeeping

· Vision Building

· Strategic Planning

· Implementing

· Evaluating

Teaching and Learning

The principal initiates program and activities which focus on continuously improving all forms of student outcomes within and innovative, learning culture

· Lifelong Learning

· Value-Addedness

· Student-Centredness

· Instruction

· Relevance

· Social responsibility

· curriculum

· instructional leadership

· Staff Development

· Evaluation

Domain Three:  Community

The principal is aware of the multiple stakeholders and agencies that influence and support the school and works in partnership with these groups to achieve school goals.

· School Related Bodies

· Government and Professional Bodies

· local Community Agencies

· Media

· Outside Bodies.

Books / Book Chapters

Beare, H. (2001). Creating the future school. London: Routledge/Falmer.  

Background and Description

Hedley Beare has been a leading educational thinker in Australia (and internationally) for many decades. He has written extensively on future conceptualisations of schooling, policy and educational administration/management/leadership. In this volume, he argues that we will increasingly see radical changes in schools and schooling, despite the fact that schools have been traditionally resistant to change. Key presses on schools and schooling will come from globalisation, post-industrial forces and technology.

Themes

· Beare provides a number of challenges/ideas to our thinking about schools and schooling in the future – and hence how they will need to be led and managed

· This provides a challenging context in which we need to conceptualise leadership for the future

· Beare outlines:

· The forces compelling schools to “reconceptualise” themselves for and into the future – knowledge workers, new ways of knowing and the implications for the curriculum; a networked universe and a shift from bureaucratic notions of organising schooling

· This will require new ways of conceptualising teachers and their work (refer here also to the work of Hargreaves, A)

· The new thinking will create tensions between the “old” and the “new” – new mindsets will be required

· There are challenges here in how/what/why we want to achieve in our learning for young people – social justice, global citizens

· The “re-structuring” of work (knowledge workers) and the impact of technology mean the skills and knowledge of the young will need to be different

· Schools and schooling needs to be futures oriented

· Need to think about schools as an enterprise and ensure their core focus is learning – there is much in the school effectiveness literature to identify the “conditions” for maximising this learning  

· For post-modern management in schools (Beare’s term) (pp. 68-70):

· Centre keeps control of essential strategic areas but allows entrepreneurial freedom to the operating units (ie schools)

· Need flexibility to operate in a volatile “market”

· Schools ought no longer to be bureaucratic and hierarchical

General comments 

· We need to think about school leadership in a globalised changing world context – and understand that the operational context of, and for schools, needs to be futures-oriented; what we understand about the way schools operate now will not equip us well for the future

· Hence, the thinking and skilling of leaders (and teachers) needs to be conceptualised in accord with this.

Bennett, N. & Anderson, L. (Eds) (2003). Re-thinking Educational Leadership. London: Sage publications.

Background and Description

This text challenges the conventional view of transformational leadership.  By focusing on leadership rather than individual leaders, it offers alternative views through the contributions of a wide range of prominent international contributors, including Goddard, Gronn, Harris and Day, Crawford and Gunter.  This text demonstrates the different ways in which leadership can be conceived, analysed and understood.  Empirical data is discussed in relation to the conclusions drawn about leadership

Nigel Bennet is a senior lecturer in the Centre for Educational Policy and Management at The Open University.  Lesley Anderson is Director, Postgraduate Professional development in the Faculty of Education and Language Studies and a lecturer in the Centre for Educational Policy and Management at The Open University.

Themes

Gronn challenges traditional transformational notions of leadership, and supports distributed leadership as a possible new paradigm for enacting leadership in the post-modern context.  

Issues pertinent to this include – 

Organisational leadership is already, equally distributed in other social avenues.  For example, in Who Governs?, a “classic account of power in a US city, Dahl (1975, p. 90) described his focus as ‘the distribution of influence’ in his case study community”.  While Dahl did not use the expression “distributed leadership”, his study provides an account of distributed leaders, “in the sense that community influence was dispersed amongst a number of influential groups, rather than concentrated in one small elite” (Gronn, cited in Bennett & Anderson, 2003, p. 62)

Distributed leadership demands that we “de-centre ‘the’ leader”, a requirement that “contradicts the ruling scholarly illusions of the last two decades … which have privileged high-profile, vision-driven individuals who, allegedly, engineer transformational turnarounds”  (pp. 61-62)

There are two ways of thinking about de-centred, “stretched” leadership:  

· as numerical sharing or 

· dispersal and as conjoint agency.  

Advantages of de-centred leadership include – 

· Spontaneous collaboration – colleagues thrown together to solve a difficulty provide bursts of synergy which can stimulate further collaboration and assist problem solving

· Intuitive working relations  - “the intuitive understanding that develops over time when two or more organisational members come to rely on each other to accomplish their work” (p. 63)  This can lead to effective role sharing

· Institutionalised and quasi-institutionalised practices – “role constellations”; partner principals:  These include 

· split –task specialization (i.e. – one principal for administration and the other for curriculum); 

· emergent split-task specialization (i.e. – the division of labour is negotiated); 

· alternating co-principals (i.e. – turn-taking or simultaneous 50/50 job sharing); and, 

· rotation of responsibilities within a collective teacher leadership executive group (i.e. – no-principal schools).

Each of these patterns of distributed leadership rests on a changed set of assumptions about the rearticulation of work as part of a changing division of labour (p. 64).

These patterns of (re)-distributed leadership in schools are particularly relevant given the emerging trend of principal work intensification (p. 65)

Intensification refers to “new work practices which entail significantly increased levels of output, with expectations of output enshrined in employment contract-based performance indicators and productivity targets … with contract renewal potentially prejudiced by non attainment of targets.  Adherence to these new effort norms requires amounts of physical, cognitive and emotional energy expenditure not contemplated previously.  [At the same time as intensification] the scope for institutional-level autonomy and discretion is circumscribed by externally imposed budgetary and other resource constraints as part of ….. ‘doing more with less’”. (p. 65)

Both intensification and re-distribution call forth whole new sets of leadership attributes.  (p. 69).  Distributed leadership seems to demand – 

· Anew forbearance for reciprocity and interdependency

· The ability to cope with a sense of impermanence

· A willingness to continually restructure procedures in the search for successful operational formulae

· A finely tuned tolerance for ambiguity and uncertainly

· Heightened negotiation skills

· Emotionally – leaders need to be able to withstand acute personal pressure

· Display a capacity for emotional containment

· Acquire a sense of how event coalesce, fuse and flow.

Leaders are likely to find themselves constantly repositioning and aligning themselves and their schools in response to market pressures and movements and working in increasingly multicultural work environments, where cultural sensitively and understanding of cultural norms will be required. (p. 70)

Distributed leadership has “been not so much ‘discovered’ as ‘re-discovered’, due to the awareness that interdependence, rather than follower-dependence, provides the empirical foundation for leadership” (p.72).  Distributed leadership does not deny intensification, but takes it as granted.

On Leadership (Harris & Day)

Recent authors (Gronn, 2003; Morley & Hosking, 2003), suggest that there is “something misguided about the whole of the ‘traditional’ approach to leadership because it fails to recognised the necessity for people to construct social events though interaction and dialogue” (p. 95).

Successful leaders are those who understand relationships and the importance of reciprocal learning processes that lead to shared purposes (Harris & Lambert, 2003).  The successful leader is “more connected to people and networks than the ‘traditional’ forms of leadership – the ‘lone chief’ atop a pyramidal structure” (Greenleaf, 1996: 61, cited in Harris & Day, 2003, p. 96;  Gronn, cited in Bennett & Anderson, p. 71)

Successful leadership is one of distributing leadership and building the community of school through developing and involving others.

A number of theorists (Shakeshaft, 1996) and Gronn (2000) have argued for leadership to start not from the basis of power and control but from the ability to act with others and to enable others to act (p.  96).  

This model implies a re-distribution of power and a realignment of authority within the school as an organization.  

· It suggests that leadership is a shared and collective endeavour that engages all people in the school.  

· It implies that the context is where people work and learn together and where they construct and refine meaning leading to a shared purpose or sets of goals.  

· Leadership is fluid and emergent, rather than a fixed phenomenon.  

· It suggests a blurring of the distinction between leaders and followers.  

· It opens up the possibility for everyone to become leaders at different times (p. 98)

· Empowers others to accept leadership responsibility in the community.  

· It requires emotional intelligence, 

· the ability to trust others to lead and 

· vast amounts of empathy (see also p. 97)

Barriers to Distributed Leadership (p. 96)

· The “orthodoxy of school leadership” – which stubbornly promotes the “cult of the individual”.  

· Fuelled by organisational change that is inherently rational, stable and predictable, traditional leadership models persists because they “offer the seductive possibility of prescribing neatly packaged leadership solution(s)” 

· Traditional models reinforces the status quo of the leadership-follower relationship, creating dependency cultures and an ownership divide (p. 96).  

· It is easier to point the finger of accountability in the direction of one person than to acknowledge that leadership is collective, shared and distributed.

· A romantic attraction to the all-powerful leader, particularly prevalent in education 

In Search of Wisdom – Peter Ribbins

Ribbins reflects on the wisdom of leadership.  

These include reflection on the following ideas – 

Sense – a complex term, but pertaining to appreciation  of  understanding, values, judgement, reason and behaving and the links between each of these (p. 171)

Leaders should be “wisdom seekers” (p. 172)  

“Good leadership” is broader than a competency based understanding of a set of skills.   (p. 174)

It is important that leaders “know themselves” (p. 176)

Ribbins argues that values and their place in administration in particular have been devalued (p.  176).  The results are that we ignore our moral senses – including values that underpin our decisions (p. 177).  

Work intensification erodes our clear preference or consideration of our values and can subsequently impact on the school community (p. 179)

General Comments

Gronn’s (2003) arguments for distributed leadership are worthy of reflection. Leaders need to reflect and discuss the models that Gronn cites and the contention, echoed throughout the book, that empirical evidence from the United States and elsewhere clearly indicates that “‘singular” leaders (and the control and influence they seek to exert over others), are unsustainable (p. 97:  Sergiovanni, 2001 cited in Bennett & Anderson, 2003, p.175).   Harris and Day suggest the emotional intelligences that will facilitate the adoption of these new models of devolved leadership within schools.  Although largely an academic paper in his reflections on the classics and the dictums of self-knowledge and understanding contained therein, it can be seen that emotional intelligence is crucial to leadership as espoused by Ribbins.  The ideas of wisdom, sense and sensibility implode on the ethical and moral questions that principals must confront in enacting their leadership.  They are at the core of relationships with members of the school and wider community.  The impact of work intensification is also noted and this will ally with writings on work-life balances in other literature contained  in this review.

Crowther, F., Kaagan, S.S., Ferguson, M. & Hann, L. (2002). Developing teacher leaders: How teacher leadership enhances school success. Thousands Oaks, Cal: Curwin Press Inc.

Background and Description

Frank Crowther is Director of the Leadership Research Institute at the University of Southern Queensland (USQ), Australia, and was the leader of the overall research project that involved collaboration with an international partner from the United States of America: Steve Kaagan. Steve Kaagan is Professor of Education at Michigan State University. Margaret Ferguson is District Manager of Education Services at Education Queensland and Leonne Hann is a Senior Research Associate in the Leadership Research Institute at USQ.  

Themes 

One of the central messages of the book is that a new reformulation of leadership is needed for the 21st century. Leadership conceived simply as roles and behaviours performed by a handful of people is not sustainable. For this reason, a more distributed notion of leadership is put forward since it has potential for developing sustainability and building communities of teacher leaders who make and sustain change along with administrators. The book is conceptual and practical, providing case studies and hands-on activities to use in the development of teacher leadership.

Chapter 1: Teachers as leaders

· Teacher leadership is defined as “facilitat[ing] principled action to achieve whole-school success. It applies the distinctive power of teaching to shape meaning for children, youth, and adults. And it contributes to long-term, enhanced quality of community life” (p.10)

· Teachers as leaders framework consists of the following elements:

Teacher leaders who:

· Convey convictions about a better world; 

· Strive for authenticity in teaching, learning and assessment; 

· Facilitate communities of learning through organisation wide processes;

· Confront barriers in the school’s culture and structures;

· Translate ideas into sustainable systems of actions; and 

· Nurture a culture of success

· This framework underscores the values of teachers who enhance student outcomes and the power of teaching in creating meaning. 

· All of the teacher leaders in the study exhibited aspects of the six elements identified in the framework

· Case studies are provided which illustrate each of the six elements of the framework in practice

Chapter 2: Five guides to revitalise the profession

1. Teacher leadership exists; it is real.  

2. Teacher leadership is grounded in authoritative theory (some leadership theories eg strategic, transformational), etc, included factors that were evident in teacher leaders

3. Teacher leadership is distinctive (teachers fulfilled complex and subtle roles in school wide pedagogical developments not reflected in leadership theories)

4. Teacher leadership is diverse (teacher leaders can be found in advantaged and disadvantaged schools, private and public; all teachers have potential to be teacher leaders)

5. Teacher leadership can be nurtured by adhering to four conditions:

1. public and professional acceptance of the existence of teacher leaders

2. Active support of principals and system administrators

3. Greater development of teachers’ roles in school reform and revitalisation

4. Acknowledgement that teacher leadership produces positive school outcomes

Chapter 3 – Parallelism (building school capacity through shared leadership)

· Parallel leadership “encourages a relatedness between teacher leaders and administrator leaders that activates and sustains the knowledge-generating capacity of schools” (p.38)

· Three distinct features of parallel leadership are:

· mutualism – mutual trust and respect between administrators and teacher leaders

· sense of shared purpose – where there is an alignment between the school’s stated vision and teachers’ preferred approaches to teaching, learning and assessment

· Allowance for individual expression – individuality rather than individualism. Shared leadership was associated with strong, skilled, autonomous individuals and with collaboration among them 

· Three other processes central to parallel leadership are:

· Professional learning

· Culture building; and 

· School wide approaches to pedagogy

Chapter 4: New roles for school principals

· The role of the principal in effecting successful school reform includes 5 functions:

· Visioning – inspiring image of a preferred future

· Identity generation – promoting the creation of cultural meaning

· Alignment of organizational elements – holistic implementation of school-based innovations

· Distribution of power and leadership – encouraging teachers and others to view themselves as shapers of the school’s direction

· External alliances and networking – allowing schools to collaborate with other schools and the broader community

· Strategies/ challenges for school principals involved in nurturing teacher leaders to develop parallel leadership include:

· Communicate strategic intent

· Incorporate the aspirations and views of others

· Pose difficult to answer questions

· Make space for individual innovation

· Know when to step back

· Create opportunities from perceived difficulties

· Build on achievements to create a culture of success

Chapters 5 and 6 – provide exercises / activities for teachers to become partners in teacher leadership.

General Comments

This is a comprehensive book that is both conceptual and practical. It challenges conventional wisdom about the dominant hierarchical view of leadership that resides in individual figures occupying positions of authority. Teacher leadership is a new and distinctive approach to leadership. Findings from the case studies on which the book is based indicate that teacher leadership does have potential to lead successful school reform. 

Davies, B. (2005). The essentials of school leadership. Thousand Oaks, Ca.: Sage. 

Background and Description

This is an edited collection containing contributions from significant international scholars in the area of school leadership. Contributors include, Caldwell, Deal, Hargreaves, Leithwood, Novak and Starratt. 

Themes

· Of note is the significance given to the following dimensions of school leadership:

· Strategic leadership – move away from rational and predictable concepts of strategic planning - see strategy as a much about process and a perspective as it is about a set of detailed plans and outcomes. Look beyond short-term and focus on standards driven targets to build sustainability in schools. The leadership needs transform the school. 
· Transformational leadership – three broad categories: (i) setting direction, fostering the acceptance of group goals and creating high performance cultures; (ii) developing people (iii) re-designing the organization – linked to organisational learning.
· Ethical leadership – leadership must be based on a sound ethical base. The ethical dimension works to benefit all students – a need to reach beyond self-interest for some higher ideal.
· Invitational leadership – education and values versus managerialist and target setting; a doing-with culture versus a doing-to. Note an emphasis on work-life balance and engaging in professional development.
· Learning-centred leadership – this is the key distinguishing feature that separates school leaders from other leaders in other organisations. Is the leader him/her self a learner?
· Constructivist leadership – leadership is a form of learning – learning, teaching and leading are interwoven; it is embedded in the pattern of relationships and patterns of learning
· Political leadership – political processes are part of organisational life and we ignore them at our peril; leaders need to understand power and conflict – we need to understand both the political and organisational nature of schools.
· Emotional leadership – need to acknowledge the emotions involved in leadership; leaders’ interactions with others are affected by their emotional identity.
· Entrepreneurial leadership – need to operate in an entrepreneurial environment; key characteristics for this include risk tolerance, desire for personal control, ambition, perseverance and decisiveness
· Distributed leadership – enhances collegiality assisting school effectiveness and improvement; needs to be considered in light of the school context and the stage of the school’s development
· Sustainable leadership – building for an improved future; need to support and sustain deep learning; achieve the vision without burning out – it continues after the individual leader has left; draws on diversity, social justice, seeks long-term results.
Leithwood (2003, p. 9) quote: “ … leadership cannot be separated from the context within which [it] is exerted. Leadership is contingent on the setting, the nature of the social organization, the goals being pursued, the individuals involved, resources and timeframes and many other factors.”

General Comments 

The various theories/concepts/constructs of leadership dealt with in this volume provide useful reminders of the breadth of the roles and challenges faced by educational leaders – and the various responses they might be expected to make. The various dimensions serve as a useful “list” of aspects of leadership that ought be considered in any future Framework as they represent significant contemporary thinking about leadership. The dimensions would be a good source of material for leadership development for school leaders and aspiring school leaders.

Dimmock, C. (2003). Leadership in learning-centred schools: cultural context, functions and qualities. In M. Brundrett, N. Burton & R. Smith (Eds), Leadership in education (pp. 3-22). London: Sage. 

Background and Description

This chapter argues that conceptions of leadership need to take account of powerful global and international trends and cultural forces and turbulence in educational policy-making – there are huge expectations on leaders with powerful forces to internationalise and globalise the principalship. The chapter identifies (i) key qualities of leadership and (ii) philosophical and values base underpinning such qualities.

Themes

· Leadership is critical to school improvement and student learning (academic and social)

· Need to see leadership as a distributed concept.

· Leadership comprises phases.

· The roles of principals are vast – they ought be values-based and require certain professional knowledge, skills, attributes

· Values underpinning leadership (pp. 16-17):

1. Learning centred – primacy of learning in the school

2. Innovation – experimentation and change as means of school improvement

3. Lifelong learning – learning is a continuous and ongoing process among the school community

4. Education for all – all students have a right to a relevant and meaningful education

5. Service orientation – school should be flexible and responsive in meeting diverse needs of its community

6. Empowerment – involvement and participation of school members in the life of the school

7. Equity and fairness – rights of all in school community are recognised – justice and integrity

8. Whole person development – producing students with a well-rounded balanced education

· Professional knowledge required of leaders - need to possess a balanced and comprehensive knowledge across the six domains (p. 17):

1. Strategic direction and policy environment
2. Teaching, learning & curriculum
3. Leader and teacher growth and development
4. Staff and resource management
5. Quality assurance and accountability
6. External communication and connection
· Skills for school and student improvement (p. 18)

1. Personal – how to manage own behaviours, thoughts in their professional lives

2. Communicative & influence – how to interact at an interpersonal level with colleagues and others, how mobilise colleagues

3. Organisational and technical skills – related to how to run the whole school

· Personal attributes brought to the role of leader  - note arrangement in pairs (opposites?) (p. 18-19):

1. Adaptability and responsiveness – while retaining a commitment to core values

2. Courage of conviction to values, principles – resilience in times of adversity and opposition

3. Self-confidence – while maintaining modesty in their interactions

4. Tough mindedness – while showing benevolence and respect
5. Collaboration – coupled with individual resourcefulness and decisiveness

6. Integrity – balanced with political astuteness
General Comments

The sets of values, skills, professional knowledge and attributes offer useful concepts against which to reflect the current Standards Framework for Leaders. The values-driven orientation is important, re-enforcing the notions of learning (academic and social), equity, social justice and empowerment as critical in the preparation and development of educational leaders - sets of professional knowledge, skills and attributes are identified that help “deliver” these values.

English, F. W. (Ed.) (2005). The SAGE handbook of educational leadership: advances in theory, research and practice.  Thousand Oaks, Cal: Sage.

Background and Description

The Introduction to this edited collection of recent thinking about educational leadership describes it as the product of “some of the most gifted and insightful researchers and practitioners … [who were] .. ‘let loose’ to think creatively about educational leadership” (p. ix).  Significantly, it also notes that “educational leadership as a field, in the sense of a coherent body of accepted, undisputed content, is a fabrication” (p. ix) noting there is a lack of consensus about educational leadership. Indeed, the editor argues that the volume puts “an end to the idea that there is a single, uncontested knowledge base that informs practice in educational leadership today or at any time in the past” (p. ix-x).

Themes

· A number of binaries or paradoxes are noted including management v leadership, theory v practice.

· The five parts of the collection raise some provocative perspectives about educational leadership. These include:

· PART One

· Educational leaders need to reclaim their role in promoting a democratic way of life and reminding society of the essential roles that schools play in supporting democracy

· Educational leaders are urged to reach out to diverse communities

· There needs to be greater emphasis on the intellectual aspects of educational leadership and leaders ought consider becoming social activists, concerned with creating and sustaining social democratic leadership

· Leaders need to have good communication and social skills to create a welcoming environment for all stakeholders

· PART Two

· Educational leaders must be well-grounded in both theory and practice of leadership

· PART Three

· Educational leaders need to understand the policy environment and the politics of policy making: this includes knowledge about:

· Corporatization

· Marketization

· Privatization

· Commercialization

· Leaders need to understand how school structure can be inclusive/exclusive factor in the education for some students

· Leaders need to capitalise on school based management/devolution agendas to facilitate genuine participation in schools, and draw on the collective wisdom of teachers, children and community members

· PART Four

· Looks at the knowledge base of educational leadership

· Leadership research has suffered from a number of “blind spots”, with taken-for-granted assumptions reflecting a narrow set of lived experiences eg many have been grounded in Western traditions and broad generalisations of applicability assumed

· Poses a number of new frameworks for considering leadership – these question the assumptions that have under-pinned much previous thinking in the area – and offer the way toward a vital leadership for education for all students

· PART Five

· Looks at the day-to-day and micropolitical challenges facing school leaders – these include curriculum, teaching & learning, student behaviour & violence, personnel motivation, quality of work life, school architecture, budgets ….

· Re-enforces that the purpose of schooling is student learning

General Comments

In many ways, this collection takes a critical stance on educational leadership – how it has been conceptualised, the assumptions we have worked within and the challenges facing schools, schooling and educational leadership. Its main contribution (at least in many of its chapters) is that it does offer alternative views about educational leadership and suggests that we need to move out of the traditional paradigms (cultural, social, political) in our thinking for the future – or at the least, be aware of the “constraints” on our thinking about educational leadership.

Fidler, B. & Atton, T.  (2004).  The Headship Game -   The challenges of contemporary school leadership.  London: RoutledgeFalmer.

Background and Description

Brian Fidler is professor at the School improvement and Leadership Centre at the University of Reading.  Tessa Atton is a trainer and a former Acting Headteacher.

Being an effective principal requires a combination of leadership skills.  This text looks at current issues faced by principals in the United Kingdom and how they are most effectively handled to optimise outcomes for the school.  This book examines the career of headship (or principalship).  Theoretical and conceptual ideas from the literature on professional knowledge and learning, leadership, management and headship underpin the discussion.  Empirical research on headship from the early 1990’s is included.  The text is supported by vignettes from recent practice. 

Chapters include:

· Development of leadership thought

· Achieving headship

· Selecting and supporting headteachers

· Understanding the demands of contemporary headship

· After headship

Themes

The early chapters provide theoretical material and conceptual role models as an aid to theorising about the job of headship.  These are supported through later chapters through examples of vignettes of headteacher’s experiences, covering both successful and less successful practice.

Chapter One

Fidler and Atton  (2004) trace the historical evolution of leadership in Chapter One.  Their discussions of New Leadership (Bryman, 1992) which bought “emotional and symbolic elements to theories of leadership” (p. 24) assume significance.  Principal theories within New Leadership include transformational and charismatic leadership (p. 23).

According to Fidler and Atton (2004: 24) there are three major changes in the thinking encapsulated in New Leadership:

1 Leaders are distinguished by being recognised as such by followers

2 Followers have an impact on the leader

3 Leaders have some particular personal characteristics but also exhibit behaviours that might be developed 

Yukl’s (2002, cited in Fidler and Atton, 2004, pp. 27-28) advice on how to act as a transformational leader is worthy of re-consideration.  

Effective leaders:

· Articulate a clear and appealing vision

· Explain how the vision can be attained

· Act confidently and optimistically

· Express confidence in followers

· Use dramatic, symbolic actions to emphasise key values

· Lead by example

· Empower people to achieve the vision

Similarly, exploration of Zaleznik’s (1977) research articulates the clear distinctions to be made between leadership and management.  These differences are expressed in terms of :

· orientation towards goals

· work

· human relations

· self

Leadership in Schools

The research of Leithwood et. al  (1999) identified twenty concepts of leadership which were uncovered and were assigned to “six broad categories, referred to subsequently as models” (p. 7):  

· Instructional

· Transformational

· Moral

· Participative

· Managerial

· Contingent

Chapter Three discusses the role of perception and knowledge in decision-making.  This introduces the complexity of leadership knowledge which also has implications for how it is acquired.  This was explored through a functional analysis of recent research projects on the roles, functions and competences of headteachers.  

Chapter 3

An overview of action, knowledge and learning in educational leadership and management – 

· Decision-making and action 

· How is the current situation perceived?

· Initial appraisals are crucial.

· Reliance on mental schema.

· How is past experience stored in memory?

· How is a plan of action formulated?

The value of theoretical perspectives

· Structural

· Human relations

· Cultural

· Political

Tacit leadership knowledge

· The place of values and emotions

Categories of management and leadership knowledge and how they are acquired

· Knowledge of people

· Situational knowledge

· Knowledge of educational practice\conceptual knowledge

· Process knowledge

· Control knowledge

· Management learning in practice 

The Job of Headteacher (p. 51)

· Roles played by managers and leaders (Mintzberg, 1973)

· Interpersonal roles

· Informational roles

· Decisional roles

· Functions of senior managers and headteachers (Katz, 1974)

· Technical

· Conceptual

· Human relations
· Competences, skills and personal characteristics needed to carry out the functions and roles 

Competences represent an attempt to analyse the skills needed in job performance and to assess whether these are being demonstrated in practice by job holders (Esp 1993, cited in Fidler & Atton, 2004, p. 53).

The text discusses competences as they have been determined by various agencies.  For example – the National Association of Secondary School Principals in the USA was adopted for use in England by the National Educational Assessment Centre.  These were – 

· Administrative competences

· Interpersonal competences

· Communicative competences

· Personal breadth competences.

A functional analysis of the task of headship was complete by Jirasinghe and Lyons (1995, 1996) in the early 1990s (p. 57).  Their skills attributes of headteachers could be broadly grouped under the following categories – 

· Relationships with people

· Thinking styles

· feelings and emotions

The Management Charter Initiative (MCI) (1995) devised competencies for different groups of managers using a functional analyses. Their competences for senior managers, which include strategic competences, are in four main groups:

1.  Understanding and influencing the environment

· External trends

· Internal strengths and weaknesses

· Stakeholders

2.  Setting the strategy and gaining commitment

3.  Planning, implementing and monitoring

· Programmes, projects and plans

· Delegation and action

· Culture

· Monitoring

4.  Evaluating and improving performance.

The personal competences needed are:

· judgement

· self-confidence

· strategic perspective

· achievement focus

· communication

· information searching

· building teams

· influencing others  

In the mid 1990’s, the Teacher Training Agency in England produced standards for headteachers.  These have been adopted by the National College for School Leadership in England.  These are formulated in terms of – 

· core purpose of headship –

· to provide professional leadership for a school which secures its success and improvement, 

· ensuring high quality education for all its pupils and 

· improved standards of learning and achievement

· key outcomes for schools, pupils, teacher, parents and governors

· professional knowledge and understanding required of 16 specified areas

· skills and attributes – 

· leadership

· decision-making skills\self-management

· and eight specified attributes

· key areas of headship – 

· strategic direction and development of the school

· teaching and learning

· leading and managing staff

· efficient and effective deployment of staff and resources 

· accountability.

Chapters Four and Five study the external and internal demands on contemporary headteachers, supported by short vignettes.

Chapter Four

Understanding External Demands – 

· Implementation of initiatives – 

· be aware of initiatives being discussed

· acquire relevant information

· plan implementation and resources

· ensure staff acquire relevant skills

· monitor delivery and assessment

· evaluate impact and adjust whole-school planning accordingly

· ensure new staff receive appropriate training

· show enthusiasm for the initiative and positively support staff through it

Pressure for continued improvement in performance(staff and pupils)

Staff recruitment

Pupil recruitment

Chapter Five.

Understanding Internal Demands – 

· School  boards – “the interface between the external and internal facets of the head’s job” (p. 82)

· Managing staffing changes 

· Pupils- behaviour

· Budgeting 

· Site management (including managing technology)

Chapter Thirteen examines changes which might be made to the role of headteacher.  These include:

· a period of consolidation to follow large-scale change

· fixed term contracts for headteachers be reconsidered – this would facilitate movement of headteachers between schools.  It would “prevent headteachers remaining in the same post for a very long time, since there is so much evidence that this is rarely in the best interest of schools and their staff and pupils” (p. 9)

General Comments

Being an effective principal requires a combination of leadership qualities.  These qualities are more than demonstrated competences (or skills), but have personal and interpersonal dimensions (emotional intelligence).

New leadership (Bryman, 1992) is recognised as having transformational and charismatic qualities.  There is an emphasis on personal characteristics and exhibited behaviours, including perception and self knowledge.   There is a clear distinction between the roles of leadership and management.  Leadership has clear understandings of self and relationships attached to it. There is a balance required between leadership and management skills.

Fullan, M.  (2005).  Leadership & sustainability:  System thinkers in Action.  Thousand Oaks, California: Corwin Press.

Background and Description

Michael Fullan is the former Dean of the Ontario Institute for Studies in Education of the University of Toronto.  He is recognised as an international authority on education reform.  The key premise of this text is the concept of “sustainability”, which has been worked on by his colleague Andy Hargreaves (Hargreaves & Fink, 2000, p. 30; Hargreaves & Fink, in press).

Themes

According to Fullan, 

All the dilemmas in education reform are coming home to roost: top-down versus bottom-up: short-term versus long-term results: centralisation versus decentralisation: informed prescription versus informed professional judgement: transactional versus transformative leadership: excellence versus equity (p. ix)

At the centre of all these dilemmas is “sustainability”, the “capacity of a system to engage in the complexities of continuous improvement consistent with deep value of human purpose” (p. ix)

As agencies have pushed for greater performance and public accountability over the past two decades, we have seen some incremental improvements.  Experience shows that improvements and reforms are piecemeal, short-term, reactionary, temporary, unsustained.  Large scale, sustainable reform is the challenge for education and other public agencies in the new millennium.

While systems thinking is important, Fullan determines a new breed of leader, a “system thinker in action [who is] the new theoretician”.  According to Fullan (2005: x) – 

These are leaders at all levels of the system who proactively and naturally take into account and interact with larger parts of the system as they bring about deeper reform and help produce other leaders working on the same issues. They are practitioners whose theories are lived in action every day.  In fact, that is what makes their impact so powerful.  Their ideas are woven into daily interactions that make a difference.

Fullan speaks of a “revolution” (p. xi) wherein longer term sustainability is pursued without sacrificing short-term results.  Leadership (not “leaders”) is central to the new revolution (xi).  There is a “two-way street between individual leadership and system transformation.  They must feed on each other in a virtual cycle, even through at any given time they many be asymmetrical” (p. xi)
· The agenda for the new theoreticians is discussed as eight elements of sustainability:

·  Public service with a moral purpose (p. 14) (commitment to moral purpose – (1) closing the gap of student learning; (2) treating people with demanding respect; (3) altering the social environment for the better).

· Commitment to changing the context (p. 15) (changing people’s behaviour through changing the context; changing cultures; creating a community where new ideas are expressed and acted upon)

· Lateral capacity building (p. 17) (where principals and teacher leaders collaborate with other schools to learn from and contribute to school improvement)

· Intelligent accountability and vertical relationships (p. 19) (the whole educational system must be mobilised to achieve desired outcomes)

· Deep learning (p. 22)(continous improvement, adaptation and collective problem solving; intelligent “failing” – learning through mistakes; assessments for learning); 

· Dual commitment to short-term and long-term results (set aspirational targets, take action to achieve early results; intervene in cases of terrible performance; conserves, re-focuses resources and reduces waste) (p. 25)

· Cyclical energising (p. 25) (alternating periods of “energy …with periodic plateaus” (p. 25) to get things done; monitoring energy levels)

· The long lever of leadership (the lever for sustainability is leadership; “ the main work of these leaders is to help put into place the eight elements of sustainability; all eight simultaneously feeding on each other” (p. 27) and “to do this we need a system laced with leaders who are trained to think in bigger terms and to act in ways that affect larger parts of the system as a whole” (p. 27)
General Comments

Leadership continues to be seen as powerful and pivotal.  It is key to the sustainability of the organisation, a “life-force”.  It re-affirms the centrality of the leader and his/her skills.

The book gives interesting reflections on some of the “big picture” ideas of leadership in schools, especially in terms of sustainability of the organisation, the spin-offs of which are the enlivening and success of that institution.  Fullan’s analysis is deep in its understanding and complexity. The key themes form a current and thought provoking basis for assessment of educational outcomes.  

Fullan, M. (2003). The moral imperative of school leadership. Thousand Oaks, Ca: Corwin Press.

Background and Description

This relatively short volume looks at the role of the school leader in the current context of enhanced accountability and their pivotal role in school change. Fullan identifies strategies to reshape the culture and context of leadership in schools to create learning communities where both students and teachers excel. 

Themes

· Principal is pivotal to systemic school change.

· There is a moral purpose of school leadership – having a system where all students learn, the gap between high and low performance becomes greatly reduced, and what people learn enables them to be successful citizens and workers in a morally based knowledge society (p. 29)

· Principals need to be located in a broader context, beyond the school – into the system, community.

· Principal has a key role in developing learning communities.

· Exhibit 5.1 (p. 73) is a useful summary of strategic directions for transforming leadership in school systems.

· Like a Chief Operating Officer – greater autonomy and flexibility but high accountability

· Need for principal development to meet this role

· Size of schools need attention

· Invest in leaders developing leaders

· Improving the teaching profession

· Improve the capacity of the infrastructure

General Comments

Learning for self and others is critical and there is a strong moral purpose underpinning the principalship related to learning and equity
Gunter, Helen. M. (2001).  Leaders and leadership in Education.  London: Paul Chapman Publishing.

Background and Description

Helen Gunter is a Senior Lecturer within the School of Education at the University of Birmingham.  She has teaching and research interests in educational management, biographical methodology, and the professional development of teachers.  Gunter has published articles and books on theory, educational leadership and appraisal.  

Gunter presents an extensive review of theory and practice in leadership studies.  She describes and critiques the different contributions made by critical studies and education management and links these to school effectiveness and improvement.  Leadership is examined as function, behaviour and leadership relationship.  The text challenges the reader to re-conceptualise leadership.

Themes

Gunter cites Sammons, Hillman and Mortimore (1995) in the Eleven Factors for Effective Schools (2001, p. 34).  Leadership is given considerable emphasis.

	1.  Professional leadership
	Firm and purposeful

A participative approach

The leading professional

	2.  Shared vision and goals
	Unity or purpose

Consistency of practice

Collegiality and collaboration

	3.  A learning environment
	An orderly atmosphere

An attractive working environment

	4.  concentration on teaching a learning
	Maximisation of learning time

academic emphasis

Focus on achievement

	5.  Purposeful teaching
	Efficient organisation

clarity of purpose

structured lessons

Adaptive practice

	6.  High expectations
	High expectations all round

Communicating expectations

Providing intellectual challenge

	7.  Positive reinforcement
	Clear and fair discipline

feedback

	8.  Monitoring progress
	Monitoring pupil performance

evaluating school performance

	9.  Pupil rights and responsibilities
	Raising pupil self-esteem

Positions of responsibility

Control of work

	10. Home-school partnership
	Parental involvement in their children’s learning

	11. A learning organisation
	School-based staff development


Distinctions between leadership and management – MacGilchrist, Myers and Reed, 1997  (cited in Gunter, 2001, p. 45) identify a divide between the definitions of leadership and management. While “leadership is strategic and is about enabling particular personal attributes and behaviours to build followership” management “is more about technical activity of system maintenance, monitoring and evaluation”.

	Leadership
	Management

	“Building and maintaining an organisational culture” (Schein, 1985)
	“Building and maintaining an organisational structure” (Schein, 1985)

	“establishing a mission for the school. giving a sense of direction” (Louis & Miles, 1992)
	“Designing and carrying out plans, getting things done, working effectively with people” (Louis & Miles, 1992)

	“Doing the right thing” (Bennis & Nanus, 1985)
	“Doing things right” (Bennis & Nanus, 1985)


Distinctions between leadership and management (MacGilchrist. Myers and Reed, 1997, p. 13, cited in Gunter, 2001, p. 46)

Similarly, Hodgkinson (1991; 1996, cited in Gunter, 2001, p. 45) argues that “there is a distinction between administration and management, in which the former is about values and the latter is about facts”.

Headship is an ongoing experience of contradiction and dilemma.  Principals often cite the “tensions between the control imperative, and the professional and human disposition to want to work with and through people” (cited in Gunter, 2001, p.104).

School context is important – “The principal’s role is best conceived as part of a web of environmental, personal, and in-school relationships that combine to influence organisational outcomes” (Hallinger & Heck, 1996, cited in Gunter, 2001, p.104)

General Comments

This text provides some timely reflections into the practice of educational leadership.  

Hallinger and Heck’s model of principalship as a “web” (1996, cited in Gunter, 2000, p.104) is an interesting model of reflection in considering the numerous forces that act on the principalship and the varied roles that the principalship must enact in these changing educational times.  

Gronn, P. (2003). The new work of educational leaders: Changing leadership practice in an era of school reform. London: Paul Chapman Publishing.

Background and Description

Peter Gronn has researched the field of educational and organisational leadership for many years. This book provides a framework for understanding the meaning of leadership practice in the light of three key trends which are identified as having great propensity to shape current and future leadership practice. These trends are (i) designer leadership; (ii) distributed practice and (iii) disengagement. All of these trends are seen as creating constraints as well as opportunities for agency.

Themes

Designer leadership - central to this notion are the sets of standards and competencies that have been prepared by systems throughout the world for preparing, developing and certifying leaders. There are two dominant approaches: a national government-driven approach (UK) and a profession-driven approach (USA)

Limitations of standards:

· Separated from work practice due to their contextualised nature

· Standards tend to standardise experience because they eliminate variations 

· Standards may compound the difficulties in recruiting school administrators especially principals

· The language of the standards:

· privileges leadership over management; 

· presents a view of individualistic leader  who is transformational and in a hierarchical position (the hero paradigm dominates); and 

· the hero paradigm is at odds with changing work practices (i.e. new division of labour) 

· Standards have been  increasingly developed by international management firms rather than being developed based on what leaders actually do.  Ann exception is the Professional Standards for School Principals framework (Louden & Wildy) which was developed from grounded research and thus acknowledges the reality of qualitative variations in performance

Distributed leadership

· this means that aggregated leadership is dispersed among many, some or all members of an organisation

· it can be joint or “concertive action” rather than aggregated individual acts

· Concertive action occurs:

· when there are collaborative modes of engagement that are spontaneous; 

· an intuitive understanding that develops when colleagues have a close relationship with each other; and 

· through institutionalised arrangements which attempt to regulate collaborative 

Disengagement of Leaders

· known as employee withdrawal or absenteeism

· In a study conducted by Gronn earlier, he found that experienced principals perceive two broad orientations towards their staff:

· A culture of disengagement – where teachers perform current roles and are unwilling to consider different or higher level duties and a 

· Culture of aspiration – those individuals (i..e youthful enthusiasts and older generation teachers) who are striving for something new and challenging

· Intensification of work

The role of emotions in the workplace

· The workplace is an important arena for the expression of feelings

· Two feelings that have been identified as pertinent to leaders throughout their careers are: 

· Feelings of failure 

· Feelings of success

· Feelings are not just the province of individuals but also may represent organisations and organisational subunits. Some of these feelings include trouble; vicious circles, scapegoating; and splitting and triangulation

· Role, purpose, significance of humour

The Work of Leaders  

· How leaders and managers talk about their work plays a part in structuring their role

· Leaders’ conversations take place during meetings and during team work

· Teams and committees are mechanisms for work and concertive action

Leadership as “greedy work”

· Due to the heightened demands from greedy work environments, the intensification of work, “greediness has recently colonised a range of new work practices” (p. 147)

· Impact of greedy work contexts might be to narrow life commitments 

· Greedy work is two edged – while it is draining and exploitative, it encourages greedy pursuit of self interest

· Workaholicism is the norm

· Greedy work has great potential for stress

General Comments

This book offers a rich insight into the factors impacting upon leadership practice; 

it highlights the problematic nature of leadership as characterised by standards; 


it shows that disengagement  is a real problem for teachers and leaders alike created by the complex greedy work environment; and, it underscores the importance of conceptualising leadership as “distributed”. Leaders will need to encourage, support  and develop leadership potential in the school.

Hargreaves, A. (2003). Teaching in a knowledge society: education in the age of insecurity. New York: Teachers College Press. 

Background and Description

Andy Hargreaves has been an outstanding educational thinker and writer for some decades. He has a particular interest in teachers and their work. In the piece, he argues that we need to reshape the future of teaching and schooling – we need to be preparing young people for a world of creativity and flexibility.

Themes

· there is a need to develop schools as creative and caring learning communities

· standardisation agendas (curriculum, testing …) have had a negative impact on schools

· he provides a further elaboration of the “context” in which schools operate and the need to appreciate that we live in a knowledge economy, a knowledge society – these are driven by creativity and ingenuity (p. 1) – he sees that schools need to create these qualities

· “knowledge societies process information and knowledge in ways that maximize learning and stimulate ingenuity and invention, and develop capacity to initiate and cope with change” (p. 3)

· Teachers (and hence leaders) need to (i) develop deep learning (ii) creativity and ingenuity in students, (iii) work in networks and teams, (iv) pursue continuous learning, (v) promote problem solving, risk taking, trust in collaborative ways (vi) cope with change and commit to continuous improvement (p. 3).

· He argues strongly for professional learning communities – and see this at the core of leadership development

General Comments 

· While this volume is not directly about leadership, it does set out many of the wider challenges confronting schools and schooling now, and into the future

· Some of the key messages to be drawn for leaders and leadership are:

· leaders will/are operating in very different contexts from the past

· Leaders will need to be committed to learning and developing schools as learning communities -  these need to be inclusive – all schools need to “advantaged”, not just the privileged

· The “world” of teaching needs to change – educational leaders will have a key role to play in this reshaping

Kouzes, J. M. & Posner, B. Z. (2002). Leadership challenge (3rd. edn). San Francisco, CA:  Jossey-Bass. 
Background and Description

The writings of Kouzes and Posner (in particular their “Leadership Challenge”) have been highly influential in leadership thinking across a number of decades now. They argue that the “Leadership Challenge” is “about how leaders mobilize others to want to get extraordinary things done in organizations. It’s about the practices leaders use to transform values into actions, visions into realities obstacles into innovations, separateness into solidarity, and risks into rewards” (p. xvii). The ideas and principles they raise are highly applicable to the educational/schooling sector.

Themes

· Critical to Kouzes and Posner’s work are their five leadership practices:

· Model the way - clarifying and model your personal values; setting the example by aligning actions with shared values

· Inspire a shared vision - envisioning the future; enlisting others in that future vision, appealing to shared aspirations.
·  Challenge the process - seeking innovative ways to change and improve; experimenting and taking risks and learning from mistakes.

· Enable others to act - fostering collaboration and build trust; empowering and strengthen others

· Encourage the heart - appreciating and acknowledging the contributions of others; celebrating successes and creating a spirit of community

· These leadership practices need to “contextualised” and “operationalised” in a rapidly changing and challenging world. Among these contextual “factors” are:

· Heightened uncertainty

· Focus on people 

· Globalisation

· Technology

· Speed

· Changing workforce

· Intense search for meaning

· They argue strongly that leadership is everyone’s business; that leaders make a difference and that leaders need to be moral – there is an ethical dimension to leadership.

· They argue that leaders need to be:

· Ethical

· Self-aware individuals, driven by values

· Capable of empowering others – and being people focused and people-persons, caring about others

· Capable of leading in new and challenging times and capable of visioning and leading others to that vision – visioning beyond the now to a new and better future

General Comments

The ideas raised in the “Leadership Challenge” are consistent with those raised in many other works, such as Limerick, Cunnington & Crowther (2002) among many others. They argue that “the leader’s unique legacy is the creation of valued institutions that survive over time. The most significant contribution leaders make is not simply to the bottom line; it is to the long-term development of people and institutions so they can adapt, change, prosper and grow” (p. xxviii).

Their leaders are principle, values-driven individuals, who value people and can take a long term to their visioning and strategy.

Law, S. & Glover, G. (2000). Educational leadership and learning: Practice, policy and Research (pp. 39-53) Buckingham, UK: Open Learning Press.

Background and Description

This chapter by Law and Glover focuses on “managing ourselves and leading others”

Themes

The chapter identifies key skills and abilities that are needed for managing ourselves and others within educational organisations today. It is based on the belief that managers who have self knowledge (i.e. are more aware of own approaches, strengths, weaknesses) are more likely to become better team players than those without this self knowledge. 

Key elements that are implicated within interpersonal relationships are:

· Role – role performance depends on an individual’s personal forces (i.e. skills, personality) and situational forces (i.e. the context). When roles identified by the organisation and individual leader’s expectations differ, the outcome can create: role ambiguity, role conflict, role overload, role underload, role incompatibility, role clarity, role pressure and role strain, and role switching.

· Responsibilities – turning roles into practicalities
· Delegation – the process of carefully selecting the task and the people to perform the task. It relies on trust

· Decision making – characterising various types of decisions within a typology can be seen as helpful when making decisions. 

· Managing time – is seen as a crucial aspect of self-management and managing others. A time log is useful for helping managers plan and manage future time

· Managing stress – coping with work related pressures is needed. Two main types: Rustout (is where the individual receives too little stimulation / tension) and Burnout (where the individual receives too much stimulation/ tension). Citing the work of Cranwell-Ward, ten personal coping strategies for dealing with stress include: 

· Review your relationship with your job regularly

· Develop self-management skills

· Improve your emotional management

· Manage relationships more effectively

· Improve your problem solving approach

· Develop your physical stamina

· Assess your outlook on life an develop a more positive stance

· Develop techniques for reducing the negative effects of stress

· Develop an effective approach to managing change

· Seek outside help if necessary

· Managers can help their workers manage stress by paying attention to the strategies identified above

General Comments

An understanding of self (one’s role, how one makes decisions and delegates, how one deals with stress) is important knowledge for reflective educational leaders. Such knowledge can be useful in supporting, assisting and managing staff. 

Limerick, D., Cunnington, B. & Crowther, F. (2002). Managing the new organisation: collaboration and sustainability in the post-corporate world (2nd edn.). Crows Nest, NSW: Allen & Unwin.
Background and Description

This book, written in large part from a non-education perspective, provides a challenging account of the discontinuous changing world we now live in and the impact that state is having on organisations, including schools. In considering this impact, it offers insights into the nature of the “new” managers/leaders required to succeed in such operational contexts and how organisations might need to be re-conceptualised for the future.

Themes

· Schools, like all organisations now operate in different ways from the past – the “certainty” of past has given way to uncertainty and change and does not necessarily help prepare organisations for the future

· We now need to think differently about organisations and how they ought be led/managed

· The notion of social sustainability needs to be considered ie organisations/schools need to see and understand their operation and impact in a broader context – they have social responsibilities.

· They identify a number characteristics for the manager/leaders of the future – they include:

· Capacity to “demonstrate” new mindsets – break with the past

· Commitment to (action) learning throughout the organisation

· Move beyond the responsive to the transformative

· Be committed to empowerment and multiple leadership notions

· Break from hierarchy and control to innovation, shared and collaborative creative decision-making

· Be values driven with a commitment to sustainability, diversity

· Value and encourage life-streaming notions

· Capacity to manage meaning

General Comments

Limerick et al challenge traditional notions of both the organisation (its strategy, structure, culture) and leaders/managers of the “new” organisations. Their over-riding argument is that for the future, we need to be looking at creative, innovative and socially capable individuals and groups as the leaders/managers of these “new” organisations. These are individuals and groups that are committed to notions of empowerment, trust and diversity who see social sustainability as a key “goal” of any organisation in a discontinuously changing world context.

Leithwood, K. & Steinback, R. (2003). Toward a second generation of school leadership standards. In P. Hallinger (Ed). Reshaping the landscape of school leadership development: A global perspective (pp. 257-272). Lisse, The Netherlands: Swets & Zeitlinger.

Background and Description

This chapter by Leithwood and Steinback is part of an edited collection that presents international perspectives on leadership development. Kenneth Leithwood is Professor and Associate Dean of the Faculty of Education in the University of Toronto and Rosanne Steinback is Research Associate in the Centre for Leadership Development, Faculty of Education at the University of Toronto.

Themes

The chapter is critical of what it describes as “first generation standards” (i.e. standards developed by countries such as Australia [here it refers to Queensland’s standards], New Zealand, United States, United Kingdom.  The authors maintain that more work is required to improve current standards. As a way forward, they advocate seven key standards that should form the basis of a “second generation of standards”.  These are:

· Standards should acknowledge persistent challenges to the concept and practice of leadership. Current standards view leadership as unproblematic yet research and literature grapple with definitions of leadership, sources of leadership and practices of leadership (eg. what are robust models / theories of leadership? Are some leadership practices more appropriate in some contexts than others?)

· Standards are claims about effective practice and should be justified with reference to the best available theory and evidence.  In other words, standards should be grounded in research and effective practice.

· Standards should acknowledge those political, social and organizational features of the contexts in which leaders work that significantly influence the nature of effective leadership practices. Standards should acknowledge the broad political context of reform (both national and state) impacting on school leaders globally. Research shows that the type of school context (i.e. advantaged, disadvantaged, urban, rural, etc) will require particular types of leadership and, for this reason, standards should be cognisant of some of the contextual variables 

· Standards should specify effective leadership practices or performances only, not skill or knowledge. Identifying knowledge required is viewed as dangerous because to date there is no research-based evidence available that identifies valuable knowledge needed by leaders. 

· Dispositions should not be included in standards. Examples of dispositions include “trusting people and their judgements” or attributes such as “enthusiasm”, “energy”. Two key problems associated with dispositions include the challenge of how to change or influence dispositions in adults and the lack of knowledge base to determine which dispositions are most valued

· Standards should describe desired levels of performance not just categories of practice.  Standards should not look like job descriptions but should identify different levels of performance such as (i) minimum entry level standards, (ii) competent and mature performance; and (iii) high levels of expertise

· Standards should reflect the distributed nature of school leadership. Standards should recognise the collective or distributive nature of leadership and the importance of notions such as “organizational learning” and “professional learning communities”. There could be standards for the school as a unit in addition to standards for individual leaders

General Comments

Standards should acknowledge the debates about the definitions of leadership, provide an appropriate definition, and identify a model that is aligned to the performance described in the standards.  Standards should give an explicit focus on teacher leadership and the importance of shared leadership; standards should mention that leaders are required to balance a range of duties / competing demands; managing teacher stress and morale is important; managing “high-stakes testing”; marketing is a relatively new practice schools are engaged in and so more attention should be given to this.  Standards should “speak to the different leadership practices warranted by these key elements of context” (p.264). 

Even if “second generation standards” are adopted and implemented, there needs to be some acknowledgement that standards are limited since they stifle variation in leadership performance, they may not attach enough importance to contextual issues and over time they may not be relevant due to changing trends and factors. It is likely standards will need to be reviewed regularly. 

Lingard, B., Hayes. D., Mills, M. & Christie, P. (2003). Leading learning: making hope practical for schools. Maidenhead: Open University Press. 

Background and Description

The research base for the volume is drawn from the Queensland School Reform Longitudinal Study (QSRLS). 

Themes

· The focus is on leadership for enhancing student outcomes, academic and social.
· While acknowledging the role and significance of the principal, there are strong arguments for a dispersal of leadership.

· The task of the school leader is to create and sustain conditions for learning, the core focus of schools, to occur.

· Leaders need to provide contexts where teachers and others can take “risks” for the required learning to occur.

· Leadership is conceived around both person and the context.

· Leadership needs to work across a number of fields – policy, economy, cultural production. Note the policy context of  financial stringencies and managerialist change – versus a focus on learning
· Takes a post-modern view of leadership, drawing on ideas of Bourdieu.

General Comments

This volume, despite being grounded in research data from Queensland schools, is less useful to this critique of the Standards Framework for Leaders than others. The themes noted above, however, are worthy of consideration and are consistent with those evident in other literature.

Murphy, J. & Shipman, N.J. (2003). Developing standards for school leadership development: A process and rationale. In P. Hallinger (Ed.) Reshaping the landscape of school leadership development: A global perspective (pp. 69-83). Lisse, The Netherlands: Swets & Zeitlinger.

Background and Description

The Interstate School Leaders Licensure Consortium (ISLLC) is a body in the USA that has established standards for school leaders. Most states in the USA have either adopted or adapted these standards to fit their unique needs.  This chapter discusses (i) four key roles school leaders are likely to play in the twenty-first century and (ii) discusses the development of and principles underpinning the Standards for School Leaders. 

Themes

Four key roles leaders will need to play include:

community servant (symbolic, spiritual and cultural leadership will be key forces);

organizational architect (redefining and shaping new forms of governance);

social architect (designing more responsive schools in line with changing demographics – and in partnership with service providers and agencies);

moral educator (placing priorities on developing central guiding values for education). 

The principles underpinning the standards are that the standards should:

· Reflect the centrality of student learning

· Acknowledge the changing role of school leader

· Recognise the collaborative nature of school leadership

· Upgrade the quality of the profession

· Inform performance based systems of assessment and evaluation for school leaders

· Be integrated and coherent

· Be predicated on the concepts of access, opportunity and empowerment for all members of the school community

The six key standards are:

A school leader is an educational leader who promotes the success of all students by:

1. Facilitating the development, articulation, implementation, and stewardship of a vision of learning that is shared and supported by the school community

2. Advocating, nurturing, sustaining a school culture and instructional program conducive to student learning and staff professional growth.

3. Ensuring management of the organisation, operations, and resources for a safe, efficient, and effective learning environment.

4. Collaborating with families and community members, responding to diverse community interests and needs and mobilizing community resources

5. Acting with integrity, with fairness and in an ethical manner

6. Understanding, responding to, and influencing the larger political, social, economic, legal and cultural contexts

General Comments 

· As the authors state, “the single most important factor in the development of these leadership standards was that learning and teaching and the creation of powerful learning environments resonate throughout the standards” (p.78). Learning is central to the standards

· Strong emphases on the role of leaders as moral agents (i.e. stewards, servants). This strong emphasis is illustrated by the point that one of the six key standards is leaders who are ethical, have integrity and are fair. 

· Principals have an advocacy role in responding to larger contexts outside of the school (i.e. social, political, economic, legal, etc) 

· There is a stress on upgrading the quality of the profession (i.e. broad public role)  

Riley, K.A. & Seashore Louis, K. (Eds.) (2000).  Leadership for Change and School Reform: International Perspectives. New York: Routledge Falmer. 

Background and Description

This book is an edited collection from leading international writers from countries including the United States, England, Scotland, Wales, Denmark and Australia. It takes a relational view of leadership and demonstrates the way leadership is rooted in learning and influenced by global pressures and national, state and local contexts. Leadership is viewed as extending beyond the school gate and is embraced by many players such as governments, unions, school districts. Thus leaders need to respond to the inner life of the school and meet the competing demands emanating from the external environment.

Themes

The overwhelming view of leadership in this collection is that it is a network of relationships amongst people, structures and cultures; thus, leadership is not a role that is assigned to or acquired by one person. Themes from specific chapters from the book are highlighted here.

Chapter 2 

Based on a three year study with school leaders across four countries, the authors explored “effectiveness” in leadership and how leaders reconcile competing demands on them. Key dilemmas that emerged included:

· Commercialisation – leaders faced tensions regarding seeking sponsorship and being involved commercialisation which contradicted their values

· School performance – tensions caused by a heightened focus on outcomes, competition, league tables

· Teacher performance – dealing with under-achieving teachers 

· Unspoken issues – problems regarding under-age sex, drugs etc tend to be covered up since such issues could damage a school’s reputation

Resolving dilemmas requires more than a set of principles or rules. 

Leaders in the study responded to ongoing challenges in a number of ways:  

· Break the rules – school leaders found it difficult to stay within the boundaries of national guidelines “it is better to ask for forgiveness than for permission” (p.19)

· True leader is an excellent follower – leaders tended to assert their authority at the outset (to prove themselves) than lead from the centre

· Good leaders behave like grown ups – there are many ways leaders can derive their authority (following Sergiovanni) and these are: bureaucratic, psychological, technical, professional and moral. 

· Challenge for leaders is to articulate professional values that underpin the school leader’s role and develop a consistent approach to ethical dilemmas. 

· Leaders need to have self knowledge and be open to exploring new opportunities to develop their capabilities as leaders and learners

Chapter 3

· The authors present an alternative view of leadership – “post-transformational”’ based on 10 years’ work with schools in the UK. Some key findings from their studies: 

· Multi-level leadership built around values – leadership that is shared is more sustainable where people are drawn in and valued for their contribution. Leadership is “both tight and loose; tight on values but loose on freedom to act, opportunity to experiment” (p.38)

· Empowerment and active democracy – collaborative work can increase involvement, engagement and affiliation across staff. Students are also active participants in supporting school improvement efforts

· Learning to study learning – knowledge needs to be generated through enquiry; such knowledge should be used to challenge dysfunction; and knowledge should be used to develop leadership capacity

· Leadership and learning (paradoxes) – there is not necessarily a shelf life for headteachers if they are open and willing to evolve; professional unlearning is needed; more dispersed leadership (ie values replace respect for position)

Chapter 4

· Based on survey responses from 2727 teachers and 9025 students across 110 schools in Canada, the study investigated the effects on student engagement of leadership provided by principals and teachers and those in other roles. 

· A key finding was that teacher leadership has an equal impact on student engagement as does principal leadership

· An implication, then, is that resources for leadership development should be re-distributed towards teachers rather than just administrators

Chapter 8

· The authors use a perspective referred to as “new institutionalism” which means that leadership has to be understood in relation to the institutions which regulate the boundaries of authority and agencies. Education systems evoke different types of educational leadership and different types of leaders

General Comments

The book highlights the pressures from both the external and internal context that shape leadership practice across the globe and promotes the view that leadership is a notion understood within a web of relations with others

Sergiovanni, T.J. (2000). The lifeworld of leadership: Creating culture, community, and personal meaning in our schools. Jossey Bass Publishers: San Francisco.

Background and Description

In this book, Sergiovanni, well-known writer in the field of educational leadership for more than four decades, discusses effective school leadership using two central ideas developed from Habermas. 

Themes

Borrowing from Habermas’s work, Sergiovanni identifies two key components of effective leadership. These are the lifeworld and the systemsworld. The lifeworld consists of leaders and followers and the norms that define the school’s culture. In other words, the lifeworld is concerned about the culture and meaning of the school The systemsworld relates to management designs, policies and procedures and accountability assurances. Sergiovanni argues that when the systemsworld dominates the centrality of the lifeworld, a school’s institutional character is at risk. The ideal situation is when the lifeworld and systemsworld work in a symbiotic relationship. 

The focus of the book lies in the ways that schools need to develop and nurture institutional character. This can be done in the following ways:

1. Affording attention to the role that culture can play in forming and growing its lifeworld. This is where relationships are made, purposes are discussed, commitments are made 

2. Effective schools are those where schools function as communities, where caring is the norm, where academic issues count, and where there is common commitment by all stakeholders in getting good results.

3. Community is seen as the hub of the school’s lifeworld since it requires that people work together and share common values and ideas

4. Shared accountability is proposed whereby both state and local officials should have a say in setting standards and assessments

5. Having a broader view of assessment – one that focuses not just on tests but also on whole school quality reviews conducted by visiting teams such as parents, teachers, administrators and state officials. The school would be assessed on a variety of areas including school culture and community, use of resources, professional growth and collegiality.

6. Successful teachers are those who are learners and therefore leadership is required to support teachers so they can function more effectively

General Comments

The lifeworld and systemsworld equate to the work of leadership and management respectively.

“The lifeworld is the essence of hope.  The systemsworld is the means to achieve hope. Both are necessary for schools to flourish. Schools and local communities can be the front lines in the defense [sic] of hope by maintaining proper balance. Achieving this balance at all levels of government from the statehouse to the schoolhouse may be the most important purpose of leadership” (Sergiovanni 2000, p. xix). 

Sergiovanni, T. J., Kelleher, P., McCarthy, M., and Wirt, F. M.  (2004).  Educational Governance and Administration.  Fifth Edition.  Boston:  Pearson Press.

Background and Description  

This text investigates real issues faced by educational administrators and analyses the nature of school administration.  This volume addresses current concerns in school leadership including issues such as bureaucratic and political constraints, the principals’ role as the “leader of leaders”, and cultural and diversity issues in schools.  Sergiovanni, Kelleher, McCarthy and Wirt are respected educational authors who are widely published.

Themes

Chapter Nine – The Principalship Today

How Principals See Their Jobs: (p. 195)

Increased Workload.

· In many ways principals see themselves as hurried, overburdened and frustrated by their inability to meet expectations (p.195).

· The unremitting and varied pressures of today’s school environment have expanded and intensified the workload for all principals.

· Principals have experienced incredible “role expansions” – federal, state and local law and policy, parent and community demands, and “ubiquitous technology have all stormed the walls of the school” (Pierce, 2000, p.2, cited in Sergiovanni et. al., 2004, p. 195).  

· Interestingly, “almost none of the daily expectations and challenges have been reduced or transferred to other staff” (Peterson, 2001, p.1, cited in Sergiovanni, et. al., 2004, p. 195).

Frustrations with Politics and Bureaucracy

· Public Agenda (2001) concludes that organisational red tape and political manoeuvring are perceived as much greater problems by principals than any other concern, including funding, high-stakes testing and ineffective teachers (p. 196).

· More Responsibility, Less Authority

· According to Public Agenda (2001), the lack of authority to match increased responsibility is a key concern of principals.  Principals feel they

· Do not have adequate authority to remove ineffective teachers or to reward excellent teachers, 

· Have little or no real involvement in decisions about hiring teacher for their schools, yet are held accountable for those teacher performances (Pierce, 2000, p. 3, cited in Sergiovanni, et. al, 2004, p.197).

· Decreased Effectiveness – principals feel their efficacy has diminished.  They only have time for urgent management issues but not for important instructional concerns.  Principals time is often consumed by “everyday ‘urgent but unimportant’ matters” (Pierce, 2000, p. 31, cited in Sergiovanni, et. al., 2004, p. 197).

Increased Stress.

· Ample evidence suggests that the working conditions of principals have increased the levels of stress that principals feel.  

· Expanded work that leaves principals fatigued and forced to compromise priorities in their personal lives produces stress (p. 198).

· Long working hours (and the attendant compromises in personal and daily life) are a major stress.   Other stressors include 

· the tumultuous school environment, 

· increased pressure to improve student achievement,

· to raise money to supplement inadequate budget allotments, 

· to develop and implement site-based decision-making councils, 

· strained relationships with bureaucracies or central administration 

· increased fragmentation of time.

· Increased accountability has left many principals feeling more exposed, vulnerable and stressed.

· a  result of this stress is seen in the early retirement of principals.

The Brighter Side

· Surprisingly perhaps, today’s principals generally feel positive about their jobs and what they can accomplish in them. In spite of all the stresses, principals seem resilient and hopeful.

· The Public Agenda (2000) report states that principals “evince a strong can-do spirit, a confidence that they can make a difference” (p. 7, cited in Sergiovanni et. al., 2004, p. 199).  

· Principals believe in themselves, in their capacity to impact positively on school communities.

The Role Today.

Realities of School Leadership.
Apart from the competing discourses of role overload and ambiguity (Fullan, 2001, cited in Sergiovanni, et. al, 2004, p.199 ff), there are other obstacles that impede the principal’s work.  These include:

· The difficulty of finding opportunities to work with others.  Teachers are busy with the business of teaching .  Their time/resources/ contribution to the wider school may be compromised.  Donaldson (2001, cited in  Sergiovanni et. al, 2004, p. 202), describes a “conspiracy of busyness” in schools.

· Ironically, the more engaged teachers are with their students, the less available they are to the principal for direct leadership activity.  As such, much leadership activity must occur “on the fly” (time fragmentation).

· The “individualistic ethos” of teaching in schools -  in a school’s culture, teachers resist efforts by principals to “co-ordinate, restructure and monitor their work” (Donaldson, 2001, p. 25, cited in Sergiovanni et. al. 2004, p. 202)

· Teacher expectations for the role of principal – “buffer-and-support function” (Donaldson, 2001, p. 29, cited in Sergiovanni et. al, 2004, p.202), to offer protection from operational or other intrusions into their teaching role.

· The bureaucratic-rational model of the principal’s role is an obstacle to the learning community. This model places emphasis on “standardisation and uniformity, conditions that are nearly impossible to maintain in today’s highly individualised and varied school environments” (Donaldson, 2001, pp. 35–37, cited in Sergiovanni, et. al, 2004, p. 203) Hierarchical models of leadership are unsustainable – alternatives must be sought.

New Definitions of the Principal’s Role  (p. 204)

Limitations to the Heroic Model of Leadership (p. 205)

· Elmore (2000, cited in Sergiovanni et. al, 2004, p.205), argues that we need to “de-romanticise” leadership to make large scale improvements in school organisations.  

· He suggests a definition of leadership that focuses on improvement in instruction and that distributes leadership throughout the organisation (p. 205).  

· The principal’s role is to guide and direct people through the processes of distributive leadership (p. 205).  

A Distributed leadership Model (p. 206).

Elmore (2000) offers Five Principles for a Distributed Leadership Model:

· Improvement of instruction is central to the leader’s role

· Leaders must promote the value of a continuous collective as well as individual learning

· Leaders must model the centrality of learning that they expect from others

· The expertise required for learning and improvement determines the roles and activities of leadership

· The exercise of authority requires reciprocity of accountability and capacity

Accountability

· The reality of the principal’s work in the early twenty-first century is that the national shift to a results-focused environment is likely to continue for some time.

· Heightened accountability for student’s results will necessitate focused attention on reshaping the school organisation to meet achievement expectations

· This pressure potentially creates tension and conflict for the school leader who may be held singularly responsibility for what is essentially a shared-group enterprise.

Summary:

· New definitions of the principal’s role are emerging in literature and practice is response to the role overload and ambiguity that principals today experience.

· The classical model of leadership that concentrated authority and responsibility in a charismatic principal is inadequate for meeting contemporary and future educational demands.

· A more systemic model of collective leadership is emerging that locates authority and responsibility  in roles and relationship throughout the school

· The challenge for collective leadership is that it will have to demonstrate that student learning is improving in a results-dominated, accountability- “Acts of leadership take place in an unimaginable variety of settings, and the setting does much to determine the kinds of leaders that emerge and how they play their roles” (Gardner, 2000, p. 8, cited in Sergiovanni et al., 2004, p. 208).  

The Effective Twenty-first Century Principal:  

· Will not be a detached authority figure

· Will be linked in a web of relationships through which authority and responsibility are distributed throughout the adults in the school

· Will build strong, trusting relationships with staff

· Will foster a culture of learning, in collaboration with staff, that sets clear and high expectations for everyone’s performance and enables everyone to gain the knowledge and skills they need to be successful.

· Will embrace authentic and appropriate forms of accountability (p. 209)

Stoll, L., Fink, D and Earl, L.  (2003).  It’s About learning (and It’s About Time).  London: RoutledgeFalmer.

Background and Description  

Louise Stoll is Professor of Education and director of the Centre for Educational Leadership, Learning and Change at the University of Bath.  Dean Fink is an Educational development Consultant.  Lorna Earl is an Associate Professor at the Ontario Institute for Studies in Education at the University of Toronto.

The ability to engage in a continuous process of learning is crucial in the post-modern world.  This book looks at the connections between pupils’, teachers’ and importantly, leaders’ learning in schools and the wider community.  It argues that it is a school’s internal capacity that fuels learning and examines ways that key stakeholders can contribute to schools as learning communities.  It is the “creation of self-directed and self-motivated learning communities and the capacity to sustain this leaning” (p. xv) that forms the central theme of this text.

Themes

Chapter One – Why Learning?

This chapter maintains that a focus on learning is key for schools.  Within this chapter, the authors connect learning to the forces affecting the realities of the twenty-first century that make learning for all absolutely essential.  Themes in this chapter include:

The roller coaster ride of change

Consideration of:

· Possible futures – things which could happen, although many of them are unlikely

· Probable futures – things which probably will happen, unless something is done to turn events around

· Preferable futures – things that you prefer to have happen and/or what you would like to plan to happen (Beare, 2001, p. 2)(p. 2)

Linking of learning to the compelling social forces of our time

· The impact of globalisation 

· Economic and workforces 

· Technological forces 

· Social forces (Harter’s (2000) breakdown of the global village is timely) (p. 7)

· Environmental forces 

· Political forces 

Learning in the twenty-first century

The International Commission on Education for the Twenty-first Century wrote a report to UNESCO (1996) entitled Learning: The Treasure Within.  In this paper, “four fundamental types of learning” were identified as central to learning in the new millennium.  These were:

· Learning to know

· Learning to do

· Learning to live together

· Learning to be (p. 16)

Chapter Five:  Leadership for learning and learning for leadership  

Key ideas in this chapter include:
· To achieve superior learning schools must focus on the core leadership role of leadership for learning.

· Leadership for learning does not exist in terms of a simple “laundry list” of technical competencies (p. 103).  Effective educational leaders are continuously open to new learning because the journey keeps changing.

· They present seven interrelated learnings that look at school leadership in a holistic rather than a reductionist way.

Understanding learning (p. 104):  To promote learning throughout a learning community, leaders need a deep, current and critical understanding of the learning process, so as to provide, among other things advocacy and support for staff and students.

Making connections:  Leaders provide coherence and make connections so that others can see the interrelationships and interconnections between the many things happening in a school.  To look at change in “multi-dimensional ways”; to make connections between the multiple levels within the school and outside it.

Futures thinking (p. 105):  Successful leaders must be able to connect the past, present and future; need for shared goals and direction; leaders’ understanding of forces influencing the school is central to developing the shared sense of vision; “if you don’t know where your going, any place will do”; leaders must understand the dynamics of social forces shaping the world (including political, social and economic forces) and relate them to the life of their school; leaders must be problem solvers; experience is important – “Janus-like” face – to look forward and back at the same time.

Contextual knowledge (p. 106): The leader must have strategies for analysing the contexts and sub-contexts of schools and responding to their unique circumstances.

Critical thinking (p. 107): (Wise judgment)

Political acumen (p. 107):(Micro and macro political knowledge; “bridge-building” skills).
Emotional Understanding (p. 107): “Leadership is about getting ordinary people to do extraordinary things”; Leaders with emotional understanding learn to read the emotional responses of those around them and create emotional engagements and bonds with and among those with whom they interact.

Enhancing leaders’ own learning (p. 10) :  “Doing with” rather than “doing to”; invitational leadership (Stoll and Fink, 1996).  Others use terms such as servant leadership (Greenleaf, 1977); moral leadership (Sergiovanni, 1992), stewardship leadership (Block, 1993) and values-led contingency leadership (Day et. al., 2000).  Leadership is more than a technical issue – it is “a profoundly moral, ethical and emotional activity designed to encourage a school’s staff to build and act on a shared and evolving vision” (p. 109)

Inviting yourself personally (p. 109): Includes aspects of regenerating (p. 109), recognising (p. 110) and  re-claiming (p. 110).

Inviting yourself professionally (p. 110): Reading (p. 111), writing (p. 111), rehearsing (p. 111), relating (p. 111), reflecting (p. 112), researching (p. 112) and risking (p. 112)

Enhancing others learning (p. 112)

Inviting others personally: Creating community spirit (p. 113), relate to others on a personal level (p. 114), provide opportunities for creativity and imagination to flourish (p. 115), find reasons to celebrate and have fun (p. 116)

Inviting others professionally (p.116): Expect learning (p. 117), organise learning (p. 121), mentor learning (p. 122), monitor learning (p. 124)

Time management for leaders (p. 126):  Say no slowly (p. 126), enrich support staff roles, schedule unstructured time, “standing and walking” meetings; periodic time study of your own (week or month)
Chapter Six – The Learning Community

· Schools must grow, develop, change and adapt creatively to change and take charge of change so that they can create their own preferable future.  

· Ability to take change of externally driven change, rather than being controlled by it, has been shown to distinguish schools that are more effective and more rapidly improving from ones that are not (Rosenholtz, 1989; Hopkins et al., 1994; Stoll & Fink, 1996; Gray et al, 1999) (p. 131)  See also p. 158.

· “The only ways schools will survive the future is to become creative learning organisations.  The best way students can learn how to live in the future is to experience the life of the “learning school” (Dalin & Rolff, 1993) (p. 132)

· Influences on collective learning include – relationships (p. 137); culture (p. 137); power issues; structures; leadership; morale; history (p. 138); mix of pupils (p. 139); support staff (p. 140).

· Processes which enhance learning for a community:  community dialogue; self-evaluation; team learning; re-culturing; reactivity and spontaneity; connecting everything you know (p. 142 ff) – this is the “big picture” – looking at the whole and seeing the relationships and patterns between the parts.

· Connectedness underlies MacGilchrest, Myers and Reed’s (1997) “intelligent school” (p.153).  They argue that it is important to consider “the wholeness of the enterprise in which schools are engaged”.  Their nine intelligences for successful schools can be used by schools “in the process of addressing simultaneously the core business of learning, teaching, effectiveness and improvement”:

· Contextual intelligence

· Strategic intelligence

· Academic intelligence

· Reflective intelligence

· Pedagogical intelligence

· Collegial intelligence

· Emotional intelligence

· Spiritual intelligence

· Ethical intelligence

· The Change Frames Project (Hargreaves et. al., 2000) seven frames that, when taken together, help learning communities open up issues and develop strategies based on multiple perspectives as opposed to defining issues in narrow, simplistic and task orientated ways.  

· Implementation and sustainability of change requires attention to each of these frames:

· The purpose frame is concerned with the moral purposes of change.

· The emotional frame is concerned with the feelings and emotions of educational change

· The political frame is concerned with changes of power, as well as with how you create the power to bring about change

· The cultural frame is concerned with the human relationships and patterned ways of acting and believing in a community that are affected by change efforts

· The structural frame is concerned with how role definitions and organisations of time and space affect and are affected by educational change

· The organisational and professional learning frame is concerned with how teachers and others learn to manage the particular changes being implemented as well as about how to cope with and initiate change in positive ways on an ongoing basis

· The leadership frame is concerned with both the formal and informal leaders who must foster organisational coherence and also develop and preserve the kind of relationships within a school which promote organisational learning (pp. 154- 155)

General Comments

This text provides an excellent appraisal of the context of education in the new millennium and the role of leadership in these fast changing contexts.  This involves a re-conceptualisation of the role of the educational leader in the post-modern world.  

Sugrue, C. (Ed.) (2005). Passionate principalship: Learning from the life histories of school leaders. London: RoutledgeFalmer.

Background and Description

This is an edited collection of writing from scholars from the United Kingdom, Norway, Denmark and Ireland that provides a life history approach to understand leadership. Several chapters explore principals’ stories which illustrate how their personal and earlier professional work experiences shaped the passions they bring to the job. 

Themes

An introduction by Starratt highlights three valuable lessons he gleaned from the book:

1. principals who are featured in the book are those whose lives, struggles and passions have shaped their identity and their leadership practice.

2. in the current complex post-modern context,  a leader’s self-identity and passion are endangered due to a range of pressures and competing demands 

3. principals in concert with teachers will need to bring their core values and passion to the table to help them make sense of the competing and complex challenges that beset them

Another issue raised in the book is that “prescriptive leadership” prescribes tasks for leaders who then prescribe tasks for teachers. This can have the effect of removing ownership and creating disaffection and disillusionment. What is offered instead is mutually engaged “passionate leadership” to provide the glue needed to build continuity and community

In the final chapter, Sugrue (2005, p. 181) maintains that learning for sustainable leadership needs to include commitment to:

1. Knowing thyself (i.e. interrogating one’s own values and commitments)

2. Knowing the context (i.e. understanding the strengths and limitations of school communities)

3. Knowing ideas (i.e. committed to learning and connected to ideas)

4. Developing skills (i.e. it may be that some skills are more important than others) 

General Comments

· Key roles leaders play including “develop trust”, “build partnerships”, “accept personal accountability”, “lead through vision and values” are highlighted in the stories of principals whose struggles and successes are provided here.  

· This research based book provides insight into how leaders respond to the multi-faceted challenges that confront them in their daily work. It is critical of a technical / instrumental approach to leadership which views leadership merely as a set of roles and tasks. From the stories of the leaders, a more neo-humanistic approach is proffered that illustrates that it is “the beliefs, values and commitments that shape and give substance to the passions of principals … [These] are the primary forces that are always present [in their work] regardless of the nature of the immediate task” (p.l67)

· The book highlights the importance of and need for “passion” in the work of teachers and principals for without it, superficial change is likely to be the outcome of any reform effort.

· Finally, as Sugrue (2005, p. 166) cogently argues throughout the book, central to the work of principals is the “negotiation of identity [that] is both immediate and ongoing … and context and biography are clearly crucial” to shaping leadership practice

· In summary, much can be learned by reading the biographies of others. Such readings underscore that leaders’ identities are shaped by their idiosyncratic biographies and by the particular school communities in which they were and are appointed to lead.

Articles / Papers
Caldwell, B.J. (2003). Mission impossible? A strategic view of efforts to lead the transformation of schools. Paper given at the 6th Biennial Conference of the ICP, Edinburg, Scotland, Retrived July 14, 2005, from  http://www.icponline.org/icp_sections/convention/conv_6/p3_o3.htm  

Background and Description

At the time of presenting this paper, Brian Caldwell was Dean of the Faculty of Education, University of Melbourne. Caldwell is recognised as a world-class leader in the field of educational leadership and management.

Themes

The basic argument in the paper is that new and innovative approaches to schooling that focus on knowledge management and partnerships and leadership at all levels are warranted to secure individual and societal success in the future. Case studies are used to illustrate the way schools in different systems locally and internationally have already begun to respond to the call for transforming themselves. Six scenarios are proposed and two that are viewed as having great potential are put forward. These are schools that are social core centres within their community where there is greater organisational and professional diversity; and schools that are focused learning organisations where teaching and learning innovation flourish and networking is the norm among teachers.

Leadership (at all levels) is viewed as having an important place in successfully transforming schools.  A blueprint for leadership is provided:

· Vision – global consensus on expectations for schools

· Tracks for change: building systems of school-management; unrelenting focus on learning outcomes; create schools for knowledge society

· Values defining the public good – access, equity, choice, growth, efficiency, harmony

· Dimensions of leadership – strategic, educational, responsive, cultural

· Domains of innovation – school design, boundary spanning, curriculum, pedagogy, professionalism

· Integrating themes – knowledge management, abandonment (i.e. letting go processes, products, services that are no longer successful)

· A way forward for leadership is:

· Widely distributed and dispersed

· Schools and systems to increase the investment in leader development

· Universities (cross faculties) should contribute to leader development 

· Attention should be given to nurturing and sustaining a capacity for abandonment and innovation

· A national capacity for leader development should be followed such as the National College for School Leadership (UK)

· Strategic priorities for schools (5 key recommendations are)

· School should engage in the formulation of scenarios to suit their setting

· Schools should develop their capacities for knowledge management

· A specialist ethos should be encouraged at the secondary level with a commitment to networking with all schools in the community

· Partnerships between schools and other organisations, agencies and universities should be extended

· Attention should be given to nurturing and sustaining a capacity for abandonment as well as capacity for innovation

General Comments

The message is that schools can no longer exist in their current form or shape. Transforming schools into world-class organisations that look like the two “reschooling scenarios” presented in this paper will require a new and major mindset for leaders who are charged with the responsibility of creating new and innovative types of schools.   Important concepts identified in the paper include: distributed leadership; partnerships; networking; capacity for innovation; and capacity for abandonment.

Clarke, S. (2000). Toward the door we never opened: Revealing the inner principal. Leading & Managing, 6(1), 51-61.

Background and Description

This article reviews current research based literature on leadership in education and argues that understandings about leadership remain inconclusive and ambiguous. It provides a discussion of some of the research studies and theoretical approaches that have been used in more recent years that provide a different conception of leadership. 

Themes 

Clarke draws upon research he conducted which employed semi-structured interviews and document analysis to explore enterprise bargaining at the school level. He disovered that leadership:

· Is more than the possession of certain dispositions; 

· Effective leadership utilises important dispositions (i.e. principals as learner, reassurer, pragmatist, initiator)  in particular ways 

· The ability to balance these and other dispositions is what constitutes effective leadership

Three important themes that have emerged in the leadership literature are balance, micropolitics and emotions:

Balance

· Clarke cites two examples of the importance of balance:

Deal and Peterson (1994) discuss the importance of principals responding to 

· technical problems (i.e. management) and 

· symbolic issues (i.e. sensitive dealings with people). The challenge is that principals are able to combine these two approaches to function effectively

Louden and Wildy (1999) developed cases from the experiences of 90 WA principals based on tensions they noted in the job. The cases demonstrate performance based on 

· interpersonal skills (listening, negotiating, leading, confronting complexity and collaborating); and 

· moral dispositions (sensitivity and tact, courage and decisiveness, flexibility and creativity, fairness and consistency and patience and persistence). 

An important finding of their research was that principals who received high performance ratings used a broad selection of skills and dispositions to deal with the complexity of the situations portrayed in the cases.

Micropolitics

· A micropolitical perspective is a useful way to understand leadership since it is based on the assumption that people have the capacity to influence / manipulate their own behaviour and the behaviour of others

· Micropolitics is both about cooperation and manipulation, competition and collaboration. It maintains that conflict is normal

· Leaders need to be aware of the micropolitical activity in their own institution in order to secure support for change

Emotions

· An important dimension of leadership is emotion and for this reason, greater emphasis should be given to understanding people’s feelings and emotions

Given the new approaches to understanding leadership, Clarke argues that an interpretivist research paradigm holds much scope for understanding leaders’ meanings, stories and actions. 

General Comments

· There is a need for a broader conceptualisation of leadership (new approaches discussed in this paper) hold some important insights into the work and worlds of leaders)

· Balance – the idea of reconciling the symbolic and the technical resonates with the need to reconcile the lifeworld and systemworld; and the tasks of leadership and management. An important idea is that the ability to reconcile these two notions requires tact, sensitivity, micropolitical insights and an awareness of the place and importance of emotions.

Cranston, N. (2002). School-based management, leaders and leadership. International Studies in Educational Administration, 30(1), 2-12. 

Background and Description

This paper reports research on primary school principals working in Queensland schools under school-based management. The research focus included (i) the roles and responsibilities of principals; (ii) the skills and capacities required of principals to work successfully within a school based management context; and, (iii) various challenges and tensions faced by principals.
Themes

· Changes in the roles and responsibilities of principals included: 

· More strategic role in curriculum and overall strategic school leadership and accountability

· Need to work more collaboratively

· Need to delegate decisions to others

· Time, workload and pressure increase

· Changes in skills and capacities included:

· Strategic leadership (eg. visioning, leading cultural change), and strategic management (eg. facilities, budgeting, staffing, accountability)

· Knowledge and understanding of state and national educational policy trends & developments (beyond their school and education generally)

· Capacity to manage and lead through uncertainly and change and make meaning for self and others

· Capacity to delegate and empower others

· Capacity to operate in a culture of high pressure and greater job demands

· Effective interpersonal skills eg communication, consultation, negotiation, persuasion, conflict management

General Comments

This Queensland-based research “confirms” the trends evident in much of the literature from elsewhere. In brief, it suggests that principals now need to:

· Be knowledgeable and mature individuals, with excellent interpersonal skills and with the capacity to work with, and through others;

· Be both strategic leaders and managers in their schools, with the capacity to operate in changing, uncertain and complex contexts.

These “characteristics” suggest principals require quite different skill, knowledge and capability sets compared with previous times.

Dempster, N. & Berry, V. (2003). Blindfolded in a minefield: principals’ ethical decision-making. Cambridge Journal of Education, 33(3), 457-477. 

Background and Description

This article provides some understandings about the operational context in which principals work and, in particular, the intense and increasing pressure impacting on their decision-making.  Some of these decisions involve matters of ethics.  The reported research indicates that principals feel ill-equipped to deal confidently with such decisions.

Themes

· The contemporary climate of schooling sees principals challenged about ethical issues – they are usually ill-prepared to deal with these situations.

· Among the many (social) “forces” impacting on schools are: racism, religious fundamentalism, gender equity, harassment, violence, sexuality, family structure and so on – all of these impact on principals’ decision-making in some ways and to some degrees.

· They all impact on the “ethical climate” of the school.

· The most frequent and troublesome ethical issues reported by principals were related to students, staff, finance and resources and external relations.

· Attributes identified as important for ethical decision-making included (pp. 465):

· Interpersonal skills

· Empathy

· Ability to recognise the ethical features of a situation

· Reasoning and logical skills and knowledge of ethical principles

· There are professional development needs for principals regarding ethical decision-making

General Comments

· Issues of ethics (eg in decision-making) are increasingly important in the lives of principals today

· Apart from knowledge of ethical principles, the above noted attributes are important for principals to successfully resolve ethical challenges when they arise.

Duignan, P. (2004). Forming capable leaders: from competence to capabilities. New Zealand Journal of Educational Leadership, 19(2), 5-13.

Background  and Description

Patrick Duignan is Foundation Chair in Educational Leadership & Director, Flagship for Creative & Authentic Leadership, ACU. He argues for a shift in emphasis from competencies in leadership training and development to one based on enhancement of leadership capabilities: 

“competency is about delivering the present based on past performance; capability is about imagining the future and bringing it about. Competency is about control; capability is about learning and development. Competency is about fitness for (usually other people’s) purpose; capability is about judging fitness for purpose itself” (Stephensen, 2000 in Duignan, 2004)

Themes

· a competency focus does not lead to the “development” of wisdom

· criticisms of competency approaches:

i. fragment leadership into Key Result Areas etc – too narrow and simplistic

ii. ignore the context within which it occurs

iii. no sense of a continuum – development, progression

· capability is a developmental approach about making a difference, helping to make “things” better – it equips to apply skills in unfamiliar and changing circumstances

· Sees leadership as an influencing process – drawing on meaningful relationships to attain worthwhile and agreed goals; relationships must be authentic and based on values, respect and integrity

· “contemporary leaders need to be confident, self-aware, compassionate, empathetic and wise…  in order to influence self and others towards the achievement of a shared vision and goals in a changing and uncertain environment” (p. 10) – they are “morally courageous, unafraid to question unfair and unjust processes and practices when conformity would be an easier path” (p. 10)

· Effective leaders have the capability to: “influence self, others and each other to: attain worthwhile and agreed goals; engage meaningful relationships to generate and live a shared vision; use scarce resources responsibly; and elevate human spirit through actions and interactions that are ethical moral and compassionate” (p. 5)

· Effective leaders must “first and foremost must influence self through the habit of reflective practice and the desire for self improvement” (pp. 5-6)

· Leaders need to be capable human beings – relevant persons, who can use their skills, knowledge and competencies confidently and with good judgment and wisdom
· wisdom is about cognitive, relational and moral aspects

· leaders need to develop their own and others’ capabilities to enhance the capability of their own organisation to flourish in uncertain environments – leadership capabilities include:
· informal networks
· creative problem solving
· intuition

· planned risk taking

· courage

· imagination

· reliance on beliefs and values

· highly developed self-awareness and self-knowledge

· leaders need to be capable of being future oriented and operating in unfamiliar contexts, circumstances
General Comments

· Takes a conceptually different approach to thinking about leadership – from competencies to capabilities
· In so doing, does not ignore the need for leaders to develop appropriate skills, knowledge etc – but these are not enough for leaders to lead in changing and unpredictable contexts and to lead ethically and be values orientated
· Capability approach requires a different mindset to our understanding of leaders/leadership – there is a strong focus on leaders being self-aware, being relationship focused and “possessing” wisdom 

· Leadership (from a capability mindset) is underpinned strongly by notions such as: values and beliefs, ethics, morals, agreed goals, risk taking, courage, imagination, awareness and development of self

· “by conceiving of leadership formation as a shared responsibility, organisational members empower each other and, therefore, help enhance organisational capability” (p. 11)

· Capabilities, unlike competencies, are not necessarily easily “quantified” and/or “measured”

Ehrich, L.C. & Cranston, N. (2004). Developing senior management teams in schools: Can micropolitics help? International Studies in Educational Administration, 32(1), 21-31.

Background and Description

Both authors are academics working in the field of leadership and management in Queensland, Australia. 

Themes

Within a devolved system of education, senior management teams play an important role in the formal leadership of schools. Such teams typically comprise the principal, deputy principal(s) and other key officers. The argument put forward in this paper is that micropolitics has considerable potential for understanding the interpersonal dynamics between and among players such as members of senior management teams. Micropolitics is concerned with how key players use a variety of strategies such as power, coercion, cooperation, collaboration and cooption to obtain resources and achieve goals.

Drawing on a body of research and literature on micropolitics and senior management teams, the authors identify five key issues senior management team members ought to consider as they endeavour to develop an open and collaborative team working relationship. These are:

· Clearly defining the roles and objectives of the individuals in the SMT – having an understanding of the roles played by each member is critical for building a successful relationship

· Ensuring the competency, credibility and commitment of SMT members -  being willing to seek and reflect on feedback from each other and staff regarding performance is viewed as important 

· Developing a shared culture, values and beliefs and effective team work processes among members of the SMT – the success of the team depends not only the competence of individuals but also their ability to work effectively together to create a shared SMT culture

· Developing quality relations with other staff and ensuring communication with them is effective -  this can be done by the team making itself available and accessible to staff and staff concerns and enabling two way communication to take place

· Ensuring there are learning opportunities available for members of the SMT to ensure they can operate competently – there is a need for members of the SMT to acknowledge and address their learning needs (both individual as well as whole team) to ensure individuals as well as the team all contribute to the SMT

General Comments

As school leaders work in teams not only with fellow leaders within the SMT but also with others, an understanding of the micropolitical nature of team processes and practices becomes an important skill and knowledge area.

Gunter, H. (2001). Critical approaches to leadership in education, Journal of Educational Enquiry, 2(2), 94-108.

Background and Description

Gunter is a British academic who has written extensively in the field of educational leadership and management. In this paper, she provides a useful conceptual framework that illustrates four key approaches to leadership. She provides a critique of transformational leadership theory, a perspective preferred and taken by the UK government evident in educational leadership policy discourse.   

Themes

The four dominant approaches used to understand and position leadership in education are: critical, humanistic, instrumental and scientific.

· Critical approach draws upon the social sciences to explore the relationship between agency and structure in education. As such, this approach focuses on the use or misuse of power strategies and issues within organisations such as schools. It assumes that leadership resides not within individuals but between individuals. It also challenges the view that leaders are “visionaries”

· Humanistic approach is focused on interpretive accounts of what it means to be a leader. Such an approach highlights the experiences and biographies of those who lead and manage

· Instrumental approach provides leaders with an array of effective leadership strategies to deliver organisational outcomes

· Scientific approach manifests itself in lists of leadership skills and attributes deemed important for leadership effectiveness. This approach measures the impact of leaders  on followers’ behaviours and on student learning outcomes.  

· Transformational leadership theory is “rooted” within both the instrumental and scientific approach because it maintains that leadership “is … a reservoir of potential energy to be channelled, shaped and directed in the service of corporate goals” (Burrell, 1992 in Gunter, 2001, p. 98). Gunter advocates a critical approach to leadership since it is focused on achieving broader goals than simply corporate goals; in short, it is concerned with broader democratic and social justice issues.

General Comments

It appears that some of the standards used by jurisdictions around the world could be viewed as  fitting within both the scientific and instrumental approach to leadership since they prescribe roles, behaviours and tasks required of school leaders. The value of this article is that it reminds us that leadership is a highly contested and complex notion that needs to be understood within its wider social, political and cultural context.  An instrumental or scientific approach to leadership is but one approach to conceptualise leadership. 

Hacker, S.K. & Doolen, T.L. (2003).  Strategies for living: Moving from the balance paradigm, Career Development International, 8(6), 283-290.

Background and Description

Stephen Hacker is Founding Partner of Transformation Systems International based in Oregon, USA, and Toni Doolen is Assistant Professor of Industrial and Manufacturing Engineering at Oregon State University, USA.

The main argument in this paper is that the notion of a work-life balance is limiting since it prevents individuals from fully integrating their lives. Based on research and the authors’ experiences, they put forward a new approach that engages individuals as whole persons in the life of organizations

Themes

· There is a relationship between the well being of employees and their contribution to the work place

Work/Life programs

· Organizations have endeavoured to introduce work/life programs and some of these include family care programs, employee friendly benefits, flexible work arrangements, financial and wellness counselling 

· Examples of flexible work practices include task flexibility (eg. job rotation, multi-skilling); numerical flexibility (external labour, subcontracting, fixed term contracts); temporary flexibility (part-time work, telecommuting, variable shifts); and wage flexibility (eg. strategies which individualise pay based on performance factors)

· These work practices are an attempt to create a work / life balance

Metaphors for thinking about work/life balance

(1) Life as a balancing act – this is where individuals feel their lives are out of balance. This metaphor is viewed as neither powerful nor empowering since balancing does not embrace the integration of life but identifies a set of competing priorities. Guilt often is the result when some choices are made and others are forgone

(2) Soaring in Life – image of parasailing. Here life and all its pieces are integrated in a journey. Individuals have a purpose which drives them higher and further

Need for a new paradigm – soaring beyond balance

· Both work and family come from the same source: a personal life and a personal life with purpose. Acknowledging this – the following steps are offered for thinking differently about this issue:

1. Ask yourself, what is my life’s purpose? – life should enable learning not guilt

2. Declare your life’s purpose to peers and family (as a way of helping to integrate all aspects of complicated lives

3. Organizational leaders and managers should (i) initiate conversations with staff by sharing openly their life purposes with others and how the purpose determines the organizational direction being pursued by them; and (ii) coach their employees to help them discover their unique purpose in the organization. Alignment of life energies then emerge. 

· Experiential methodologies can be used to help leaders understand what is involved in exploring this new mindset

General Comments

This article presents an interesting perspective on the question of a work / life balance and proposes a metaphor for individuals and organizations to consider in order to create a synergistic performance. 

McREL (2005). Leading school: distinguishing the essential from the important (Balanced Leadership). Retrieved August 2, 2005, from http://www.mcrel.org/topics/productDetail.asp?topicsID=7&productID=200 

And handout Workshop materials

Background and Description

Mid-continent Research for Education and Learning (McREL) is a US-based research body. Based in Aurora, Colorado, McREL was incorporated in 1966 as Mid-continent Regional Educational Laboratory, a nonprofit organization created to help educators in the nation’s heartland bridge the gap between research and practice. In this paper, they identify 21 leadership responsibilities that are significantly associated with improving student achievement. McREL argues that the findings (meta-analysis) draw on 30 years of research on school leadership.

Themes

· Standards for school leaders do not distinguish between which leadership behaviours are important and which are essential to improving student achievement. 

· McREL looked at the impact of school leadership on student achievement to help leaders identify which responsibilities are essential for ensuring high levels of student achievement in their schools. 

· The 21 leadership responsibilities identified in its original research report are referred to as “Balanced Leadership Framework”. The 21 leadership responsibilities (in brief) that are significantly associated with improving school achievement are:

· Culture


○ Knowledgeable about curriculum

· Order


○ focus



· Discipline

○ visibility

· Resources

○ contingent rewards

· Curriculum

○ communication

· Outreach

○ ideals and beliefs

· Input


○ monitoring and evaluation

· Affirmation

○ flexibility

· Relationships

○ situational awareness

· Change agent

○ intellectual stimulation

· optimizer

· One of the key findings from this factor analysis is that the "order" or "magnitude" of change underway in a school impacts how teachers perceive their leaders' performance.

General Comments

The long list of responsibilities/activities etc that are identified here is comprehensive but there is no indication of how one “enacts” them in practice or what skills, knowledge, attitudes etc are required to “enact” them. 

Mulford, B. & Johns, S. (2004). Successful school principalship. Leading & Managing, 10(1), 45-76. 

Background and Description

This is a research-based paper that presents a model for examining school principalship. Success is  “defined” by school reputation (system, other principals), student outcomes etc. The paper is part of an international research endeavour.

Themes

· The model is interactive, sequential and contextualised and focuses on:

i. Principal’s values

ii. Individual and school capacity

iii. Development of school vision

iv. Outcomes – including teaching and learning, range of student outcomes, community and social capital

· The model is consistent with other recent reviews and models of school leadership

· Draws (theoretically) on two sources as below.

· (I) AERA (Task Force) – this makes a number of claims (USA & UK main data sources) (pp. 46-47):

· Successful school leadership makes important contributions to the improvement of student learning – works indirectly through organisational variables such as mission, goals, curriculum, classroom

· Successful school leadership is provided by principals and teachers

· Leadership ought be distributed to others in the school and school community

· There is a set of basic leadership practices valuable in almost all contexts: setting directions, developing people, redesigning the organisation

· In addition, successful leaders work with the accountability-oriented policy context in which they work

· Many successful leaders serving highly diverse student populations demonstrate and enable practices of school quality, equity and social justice

· They also note: moral and spiritual dimensions of leadership, engagement with complex social forces impinging on schools, awareness of various theories – political, social.

· (II) Other studies (refer article for details) (pp. 48-50):

· Day et al (2000) – post-transformational model emphasising personal and organisational values and the contextual nature of leadership, including:

· Values and vision – personal and organisational alignment

· Integrity – respect, optimism, trust, care, encouragement

· Context – understanding internal/external environments, adaptive
· Continuing professional development – power with and through others
· Refection – developing the self, critical thinking, emotional intelligence
· In addition – mediate external change; moral and ethical commitments, principles of social justice; promoted care and demonstrated hopefulness
· Gurr et al (2003) – student outcomes as a key focus of schools – identifies four capacities:
· Personal, professional, organisational, community

· Expert at working with and through others to improve their schools

· Impact on student learning & building professional commitment & capacity

· Other studies are noted

· They conclude their model of successful school leadership highlights (pp. 73-74):
· Imbedded/contextual nature of principal values, individual and organisational capacity, mission and outcomes
· Interactive nature of principal values, individual and organisational capacity and mission on the one hand and outcomes on the other
· Broad view of outcomes – students academic and non-academic outcomes and community social capital
· Professional educators have a responsibility to critically reflect
General Comments

· school leadership is seen as a highly dynamic, interactive, personally oriented activity – it occurs in an accountability-policy context
· it is not just about lists of skills etc but about individuals who have a “world view”, who can work with and through others, who seek to achieve outcomes broadly defined both student and community oriented
· School leaders are values driven (being good and passionate, supporters of equity and social justice, being other centred), and are about achieving mission, goals – they share a common set of skills – vision development, individual capacity building, organisational redesign

· “by conceiving of leadership formation as a shared responsibility, organisational members empower each other and, therefore, help enhance organisational capability” (p. 11) – there is a sense of striving for a common good

· Capabilities, unlike competencies, are not necessarily easily “quantified” and/or “measured”

Power, P. (2004). Business perspectives on educational leadership: what is the “bottom line”? Occasional Paper, Incorporated Association of registered Teachers of Victoria (IARTV), 86, 9-15. 

Background and Description

This is an Occasional Paper - the author is an Associate Director with the Hay Group (Asia Pacific). It draws on some business notions to examine school leadership.

Themes 

(some key concepts are underlined)

a. Argues that “leadership has more to do with people than with the nature of the endeavour” (ie education or otherwise) (p. 9) – strategy is only achieved through people 
b. There are similarities with leadership in the business world
c. Leadership is about making a difference
d. Drawing on the Hay group’s work, people report being positive about the degree to which their leaders (p. 10):

i. Create a flexible work regime

ii. Give them responsibility to do their jobs

iii. Set high expectations for standards of work

iv. Provide them with balanced feedback

v. Establish a clear mission and direction for the organisation and help understand how their work contributed to the vision, and

vi. Foster a substantial level of trust that the team is all committed to contribute to the goals and purposes of the organisation. (p. 10)
e. Principal has a strong impact on the climate of the school  - this creates the environment in which student learning occurs

f. Effective school leadership (drawing on Fullan, 2001) (p. 12) has:

i. A sense of moral purpose – education makes a difference in the lives of students

ii. An understanding of change that balances visionary optimism with realistic practicality

iii. A commitment to building relationships within and between schools

iv. A belief in the importance of knowledge creation and sharing, especially in respect of professional practice, and

v. A capacity to create meaning from complexity

g. Schools need to see themselves as communities of scholar/practitioners – the bottom line is improved learning outcomes – a strong professional teaching culture leads to improved student learning

h. Leaders must provide educational leadership + personal leadership + organisational leadership

i. Leadership based on a foundation of emotional intelligence – self awareness, social awareness, self-management, relationship management (Hay Group – 2002) – “neither is it ‘warm and fuzzy’ to the extent that it kills performance with kindness” (pp. 12-15) – “it is not reliant on manipulation, threat or punishment” (p. 13)

j. Self awareness: emotional self awareness, accurate self assessment, self confidence 

k. Social awareness: empathy, organisational awareness, service orientation

l. Self management: emotional self control, transparency, adaptability, achievement orientation, initiative, optimism

m. Relationship management: influence, developing others, inspirational leadership, change leadership, conflict management, teamwork & collaboration

n. Best leaders:

i. “Articulate and operationalise as clear a sense of direction as possible

ii. Set the target and elicit staff perceptions on the best way to hit it

iii. Sell the vision, describing the target in terms of the organisation’s and their own potential for success

iv. Set performance standards and hold everyone accountable for meeting them – they do NOT tolerate mediocrity” (p. 14)
General Comments

· Emphasises that school leadership is about achieving improved learning outcomes
· There is acknowledgment of people focus in achieving these
· There is a strong focus on notions of emotional intelligence – eg self awareness, relationships

· greater focus on leadership than management

· provides some context in which leadership is enacted

Thornton, P. (2003). Striving for that work-life balance, Independent Education, 35(1), 30-32.

Background and Description

Paul Thornton is an educational consultant who is currently employed by the Diocese of Lismore, New South Wales.

Themes

As the title indicates, this short paper is concerned with the importance of seeking and working towards a work-life balance. This argument is made in the light of  (i) an article in the Melbourne Age about a principal in a Victorian school who suicided due to the overwhelming demands of the job; and (ii) a recent Victorian Department of Education and Training Report, “The Privilege and the Price”, that highlighted the issue of work related stress for school leaders. The report showed that 78% of school principals indicated they experienced high levels of stress due to the work environment.

· Sources of stress (coming from the Victorian report) include:

· Work demands and paperwork

· Perceived conflict between managerial and educational roles

· Limited staff management skills

· Insufficient student welfare support

· Lack of suitably trained staff

· Remuneration levels

· Other reasons for stress identified by authors (Cooper & Marshall, 1978) include working conditions, time pressures; the person’s role in the school; career development (ie lack of promotional opportunities, thwarted ambition), the structure and climate of the school; and relationships within the school

· Responding to stress in school (a three level approach is advocated: system, the school and individual

· System

· Authorities need to reduce and streamline paperwork, provide training and resources to staff, respond compassionately to individual needs

· School – a less stressed school will be characterised by

· A sense of purpose and vision

· Having open, honest and direct communication

· Displaying trust and mutuality where argument is regarding as challenging

· Using creative conflict

· Using appropriate working methods (eg. teams, small groups where appropriate)

· Having appropriate leadership

· Regularly review and reflect – listen to wisdom of members

· Enabling and encouraging individual development by relying on skills and talents of every one

· Establishing sound links with other teams

· Having a sense of fun

· Taking the time to celebrate success 

· Individual level

· Assess your diet and the quantity of food consumed

· Assess your physical activity level

· Assess your alcoholic drink intake and medication

· (For the above, ask: am I doing the right amount of this?)

General Comments

While the Victorian report indicated that principals were highly stressed in their jobs, it also showed that principals expressed high levels of satisfaction and remained committed and motivated. This finding was similar to research carried out by Cranston et al. (2002) that examined the role and workload of secondary school principals in Queensland. 

According to the Victorian report, principals can and do make a difference to reducing stress within schools for staff. The message is that principals themselves who are experiencing stress should not be afraid to seek support and advice. 

References

Australian Capital Territory Department of Educational, Youth & Family Services (2001). Leadership and Management Framework.  Retrieved July 15, 2005 from  www.det.act.gov.au/department/lmf_roles.htm.  

Australian Principals Associations Professional Development Council (2000).  Leaders and their Learning – National Framework of Competencies for School Leaders. Retrieved July 22, 2005, from http://www.apapdc.edu.au/2002/resources/content/principal_compentencies.html.

Beare, H. (2001). Creating the future school.  London: Routledge/Falmer.  

Bennett, N. & Anderson, L. (Eds). (2003). Re-thinking Educational Leadership. London: Sage publications.

Caldwell, B.J. (2003). Mission impossible? A strategic view of efforts to lead the transformation of schools. Paper given at the 6th Biennial Conference of the ICP, Edinburg, Scotland. Retrieved July 15, 2005, from:  http://www.icponline.org/icp_sections/convention/conv_6/p3_o3.htm.

Clarke, S. (2000). Toward the door we never opened: Revealing the inner principal. Leading & Managing, 6(1), 51-61.

Cranston, N. (2002). School-based management, leaders and leadership. International Studies in Educational Administration, 30(1) 

Crowther, F., Kaagan, S.S., Ferguson, M. & Hann, L. (2002). Developing teacher leaders: How teacher leadership enhances school success. Thousands Oaks, Cal: Curwin Press Inc.

Davies, B. (2005). The essentials of school leadership. Thousand Oaks, Ca.: Sage. 

Dempster, N. & Berry, V. (2003). Blindfolded in a minefield: principals’ ethical decision-making. Cambridge Journal of Education, 33(3), 457-477. 

Department for Education and Skills (2004). National Standards for Headteachers. Retrieved July 22, 2005, from http://www.ncsl.org.uk/leadership_development/entry_to_headship/ldev-entry-nationalstandards.cfm.

Dimmock, C. (2003). Leadership in learning-centred schools: cultural context, functions and qualities. In M. Brundrett, N. Burton & R. Smith (Eds). Leadership in education (pp. 3-22). London: Sage. 

Duignan, P. (2004). Forming capable leaders: from competence to capabilities. New Zealand Journal of Educational Leadership, 19(2), 5-13.

Ehrich, L.C. & Cranston, N. (2004). Developing senior management teams in schools: Can micropolitics help? International Studies in Educational Administration, 32(1), 21-31.

England Standards (see Department of Education and Skills, 2004)
English, F. W. (Ed.) (2005). The SAGE handbook of educational leadership: advances in theory, research and practice. Thousand Oaks, Cal: Sage.

Fidler, B. & Atton, T.  (2004).  The Headship Game -   The challenges of contemporary school leadership.  London: RoutledgeFalmer.

A Framework for Leadership in Queensland Catholic Schools, (n.d).  Retrieved August 12, 2005, from http://www.qcec.qld.catholic.edu.au/pdf/ALeadershipFramework.pdf 
Fullan, M.  (2005).  Leadership & Sustainability:  System thinkers in Action.   Thousand Oaks, California: Corwin Press.

Fullan, M. (2003). The moral imperative of school leadership. Thousand Oaks, Ca.: Corwin.

Gronn, P. (2003). The new work of educational leaders: Changing leadership practice in an era of school reform. London: Paul Chapman Publishing.

Gunter, Helen. M. (2001).  Leaders and leadership in Education.  London: Paul Chapman Publishing.

Gunter, H. (2001). Critical approaches to leadership in education. Journal of Educational Enquiry, 2(2), 94-108.

Hacker, S.K. & Doolen, T.L. (2003). Strategies for living: Moving from the balance paradigm. Career Development International, 8(6), 283-290.

Hargreaves, A. (2003). Teaching in a knowledge society: education in the age of insecurity. New York: Teachers College Press. 

Hong Kong Standards (see Walker et al., 2000)

Kouzes, J. M. & Posner, B. Z. (2002). Leadership challenge (3rd. edn). San Francisco, CA: Jossey-Bass. 

Law, S. & Glover, G. (2000). Educational leadership and learning: Practice, policy and Research (pp. 39-53) Buckingham, UK: Open Learning Press.

Leadership Centre Western Australia (2002). Leadership Framework.  Retrieved July 20, 2005, from http://www.eddept.wa.edu.au/framework.html.

Leithwood, K. & Steinback, R. (2003). Toward a second generation of school leadership standards. In P. Hallinger (Ed). Reshaping the landscape of school leadership development: A global perspective (pp. 257-272). Lisse, The Netherlands: Swets & Zeitlinger.

Limerick, D., Cunnington, B. & Crowther, F. (2002). Managing the new organisation: collaboration and sustainability in the post-corporate world (2nd edn.). Crows Nest, NSW: Allen & Unwin.

Lingard, B., Hayes. D., Mills, M. & Christie, P. (2003). Leading learning: making hope practical for schools. Maidenhead: Open University Press. 

McREL (2005). Leading school: distinguishing the essential from the important (Balanced Leadership). Retrieved August 2, 2005, from http://www.mcrel.org/topics/productDetail.asp?topicsID=7&productID=200  and handout Workshop materials

Mulford, B. & Johns, S. (2004). Successful school principalship. Leading & Managing, 10 (1), 45-76. 

Murphy, J. & Shipman, N.J. (2003). Developing standards for school leadership development: A process and rationale. In P. Hallinger (Ed.) Reshaping the landscape of school leadership development: A global perspective (pp. 69-83). Lisse, The Netherlands: Swets & Zeitlinger.

New South Wales Department of Education and Training – Professional Support and Curriculum. (4th July, 2004). School Leadership Development  - The School Leadership Capability Framework.  Retrieved July 14, 2005, from www.curriculumsupport.nsw.edu.au/leadership/.  

New Zealand Ministry of Education (1998). Interim Professional Standards.  Retrieved August 5, 2005, from http://minedu.govt.nz/index.cfm?layout=document&documentid=3850&indexi
Power, P. (2004). Business perspectives on educational leadership: what is the “bottom line”? Occasional Paper, Incorporated Association of Registered Teachers of Victoria (IARTV), 86, 9-15. 

Queensland Catholic Framework (see Framework for leaders in Queensland Catholic schools, n.d.)

Riley, K.A. & Seashore Louis, K. (2000). (Eds) Leadership for Change and School Reform: International Perspectives. New York: Routledge Falmer. 

Sergiovanni, T.J. (2000). The lifeworld of leadership: Creating culture, community, and personal meaning in our schools.  San Francisco: Jossey Bass Publishers.

Sergiovanni, T. J., Kelleher, P., McCarthy, M., & Wirt, F. M.  (2004).  Educational Governance and Administration.  Fifth Edition.  Boston:  Pearson Press.

South Australian Centre for Leaders in Education  (July, 2004). Department of Educational and Children’s Services -  Leadership Learning Framework.  Retrieved July 14, 2005, from http://www.sacle.edu.au/leaderframework.html   

The Standard for Headship in Scotland (1998). Retrieved July 27, 2005, from http://www.sqh.ed.ac.uk/pdf/standard.pdf  
Stoll, L., Fink, D and Earl, L.  (2003).  It’s About learning (and It’s About Time).  London: RoutledgeFalmer.

Sugrue, C. (2005). (Ed) Passionate principalship: Learning from the life histories of school leaders. London: RoutledgeFalmer.

Thornton, P. (2003). Striving for that work-life balance, Independent Education, 35(1), 30-32.

University of Florida – St. Petersburg (2004). -Draft of Florida Educational Leadership Standards. Retrived August 5, 2005, from http://www.stpt.usf.edu/coe/leadership/  

Victoria Department of Education & Training (2002).  School Leadership Development – Leadership Capabilities.  Retrieved July 20, 2005, from http://www.sofweb.vic.edi.au/pd/schlead/index.htm
Walker, A., Begley, P., & Dimmock, C. (Eds) (2000).  School Leadership in Hong Kong – A Profile for a New Century.  Hong Kong Centre for the Development of Educational leadership. Shatin, Hong Kong:  The Chinese University of Hong Kong.

Western Australia Standards (see Leadership Centre, Western Australia)

PAGE  
2
Technical paper: Leadership Matters – leadership capabilities for Education Queensland principals, 2006

