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Background

The leadership development initiative was set in motion following a Cross-Association Staff College Seminar in 2006 (appendix 1). This seminar considered whether, in the wake of the establishment of the National College for School Leadership (NCSL) in 2000, the independent sector should make its own provision for developing its school leaders. The seminar concluded that a physical college was not an immediate priority but that a leadership programme was required. It was felt that this should draw on the provision already available as well as commissioning elements from national providers. It should involve all the associations, and aim to develop the leadership of staff in all roles and at all stages. 

In order to take the leadership initiative forward, a project brief was drawn up (appendix 2), and a project officer was appointed to work on this for 40 days over the course of one year from July 2007. The project began with an audit of current provision. A survey of all heads was carried out through the associations in September 2007, with responses from 525 heads. The survey provided data (appendix 3), and included heads’ views on activities that had been significant to their development as leaders (appendix 4). This first phase of the project mapped the extent of cross association current provision (appendix 5). It set out ideas expressed by heads, in response to the survey, about what is needed in a leadership programme (appendix 6), and gave an overview of current provision and needs (appendix 7).  The second phase of the project included an audit of relevant national provision in universities, business schools and leadership organisations (appendix 8). It also examined how a range of educational and other organisations are developing their own leadership programmes (appendix 9).

Conversations have been held with many individuals in leadership positions within the sector, and with many involved in the professional development of those leaders. The project steering group, with representation from each of the associations, has met five times during the year, providing guidance for the project officer and a flow of information to and from the participating associations. Emerging options (Appendix 10) have been discussed by all the associations  and responses given. This report constitutes the final phase of the project in making recommendations for the future. 

Conclusions

The project has found near unanimity on the need for a leadership development programme within the independent sector. Although there is a healthy respect for learning on the job, and a matching scepticism about courses creating leaders, there is widespread recognition that leaders can be grown, and should continue to grow throughout their career. This matches a national trend over the last decade that has placed the development of leaders centre stage in the pursuit of organisational effectiveness. The intensity of hands-on leadership in the independent sector can stand in the way of reflection on practice, yet the articulation of what works, and why, is vital if excellence in leadership is to be spread more widely.    

Within the maintained sector, a shortage of candidates for headship, and unfilled posts, has sharpened the imperative for action. Indeed, difficulty in filling the top job has shaped thinking about the nature of leadership in schools, and is part of the impulse behind notions of federated leadership.
 There is no data collection in the independent sector that shows the size or quality of fields for appointments, though anecdotal evidence from governing bodies indicates a moderate level of concern in some cases. Governing bodies are highly individualistic in seeking the best person to run their school, recognising the appointment of the head as their most important responsibility. At the same time, the growth of school leadership teams has raised awareness of leadership as a shared endeavour. This also brings greater recognition of how senior leaders are shaped in preparation for top jobs. Although the success of their own school remains paramount, school leaders and governors increasingly recognise that the future health of their enterprise depends on their own and others’ success in growing excellent leaders. Few teachers go into teaching with their eyes fixed on headship; ambition and capability require nurture.      

Increasingly, young teachers in the independent and maintained sectors share an expectation of career-long professional development. Induction is designed to build on a career entry profile that details strengths and areas for development. Appraisal and feedback on performance have become matters of expectation, not imposition. Training is seen as expanding horizons rather than simply plugging gaps. In many fields, high-flying graduates assess the quality of training programmes in embarking on their career; the most attractive job is the one in which they will learn most and be best prepared for current and future achievement. In schools, preparation for the next step, which might in the past have been viewed as unseemly ambition or a distraction from the current job, is becoming part of an expected process of professional growth. 

Nationally, the focus of leadership development has broadened to encompass all stages of school leadership, including the leadership required for classroom teaching, and all leadership roles within a school. This breadth is reflected in the scope of the project which identifies five broad stages of school leadership, and recognises the role of bursarial staff within senior leadership teams. 

The concept of a leadership programme for the independent sector has been variously interpreted as a training course for heads, akin to NPQH, or, at the other extreme, as encompassing all professional development for everyone working in a school. The term ‘programme’ can seem to imply a specified course, or courses, to be taken by all school leaders. This project concludes that a leadership programme should provide a framework within which many elements can fit. The construction of this framework requires the development of infrastructure for three main tasks:  providing information about what is already available; improving access to high-yield opportunities and programmes; and opening up new provision where there are gaps. 

As befits leaders rather than followers, individuals and groups should be expected to navigate their own route within the matrix of provision, with guidance but without prescription. The aim should be to add value to what is already being offered through the associations and other groupings. The associations’ professional development purpose and programmes would be supported and augmented, not replaced.  The aim is oiling rather than reinventing the wheel, while also turning it in new directions.

Expectations need to be established across the sector that leaders should continue to develop and should be supported in this. Although few would demur from this in principle, in practice it requires a change of mindset, not least about funding. The funding of leadership development is one area in which the independent sector lags behind the maintained sector. Governors have a key part to play in expecting leaders to be well prepared, and sustaining their growth after appointment. Work needs to be carried forward to guide and exemplify how leadership development can be funded, with consideration of the proportional benefit to the school and the individual.   

Leadership development implies growth over time. This is reflected in a trend towards longer programmes that allow for reflection, application and problem solution in school, while online resources and networking valuably reduce the time needed out of school. The independent sector needs to work together in customising and recruiting cohorts for such programmes, in partnership with external providers. Opportunities abound to customise programmes for the sector, building on many links already established with universities in formulating masters programmes. However, the associations are well aware of the work involved in establishing and sustaining these links, and coordination is needed to streamline effort.  

Interest is also growing in action research projects that link academic enquiry to practical outcomes, with staff in one or more schools working together. Schools are looking for support in this, and for the means of linking such projects to accredited programmes. Coaching, mentoring and work shadowing are highly valued for their contribution to contextualised leadership development. Such opportunities should form part of any leadership programme, but practice is currently uneven and training and guidance are needed to maximise impact. 

Inspector training and inspection visits, which give a rare opportunity to get beneath the skin of another school, are seen as contributing significantly to leadership development. Inspection skills include observation, analysis and the questioning of familiar practice, and the development of these skills should be actively encouraged.  

One-off courses on technical aspects of leadership and management are important in meeting particular needs and often highly valued. There is room for more cross-association liaison in providing these, at the right time and place, for the right people and pitched at the right level. The sector should also use its combined weight to expedite access, particularly for prospective  and experienced heads and bursars, to high quality leadership programmes offered by business schools such as Cranfield and Ashridge. 

This project, and discussions with providers have crystallised the question of why the independent sector needs to attend to its own leadership development, and what is distinctive about leadership in the independent sector. While the sector is aware of the diversity of its constituent schools, it is important to articulate what independent schools require of their leaders. This defining process is needed to focus the thinking of providers and of leaders preparing themselves for the next step. It would also serve to highlight the expertise of leaders in the sector, and to raise awareness of what they can contribute in developing other leaders, within and beyond the sector.   

The recommendations below focus on what is needed to promote leadership development in the independent sector, to set initiatives within a coherent programme and to multiply their impact. Discussion of what could and should be done cannot, however, be separated from consideration of the infrastructure required to achieve these ends.   

Recommendations

1. Establish organisational capacity for taking the leadership development initiative forward.

1.1 The current cross-association collaboration requires an organisational infrastructure to make it sustainable, and alternative ways of achieving this should be reviewed.   

1.2 ISC is the potential wrapper, and seen by many of the associations as the natural location for this work, though leadership development is not currently within its remit. This is a matter for the associations to take forward through ISC’s governing board and in the context of its strategic plan.  

1.3 To maintain momentum, the current steering group should be reconfigured as a working party, aligned with ISC’s committee and governance structure. It should be charged with forming a strategic plan and securing implementation to a timescale. 

1.4 The first step might be to establish the Independent Schools Leadership Hub. This could build rapidly on ISC’s experience in disseminating information online. It would provide information about the full range of leadership development activities currently available, and about research generated within the sector. 

1.5 The second stage would be to establish an organisational entity, which could be constituted as a subsidiary company, foundation or trust, with a name that reflected its constitution and mission (eg the Independent Schools Leadership Foundation /Trust/ Partnership/ Network/Institute/Academy). It would require its own dedicated staffing, funding and governance arrangements, but would not directly run courses or employ staff to do so. 


1.6 The organisation would support the associations and groups of schools in negotiating with providers, leveraging costs and recruiting to programmes. It would have the capacity to   develop new programmes on behalf of the sector and to provide quality control.  

1.7 The strategy for implementation should be clearly defined and the timescale should be suitably ambitious over a three year period.  

The following recommendations can, in part, be taken forward, individually or collectively, by associations and by schools. However, effective mechanisms, as outlined above, will be  required to facilitate the pursuit of excellence in leadership development across the sector. 

2. Share information about leadership development activities and opportunities 

2.1 Provide online information about the wide range of activities provided directly by associations, and through established links with external providers. 

2.2 Coordinate professional development across associations, to streamline effort, avoid duplication and provide critical mass for recruitment.

2.3 Use the particular expertise of associations ( eg early years, boarding, international schooling, finance)  to give a lead on courses relevant across the sector.

2.4 Encourage open enrolment across the associations. 

2.5 Welcome applications and participation from the maintained sector. 

3. Support all leaders at each stage in the independent sector.

3.1 Provide ‘routefinder’ information to help individuals in making decisions about developing themselves as leaders. 

3.2 Expand recruitment to the masters level programmes that are being established by associations and schools. 

3.3 Recruit cohorts for NCSL programmes from groups of schools, associations or the sector as a whole, in negotiation with regional providers.

3.4 Extend opportunities for work shadowing across schools.

3.5 Build effective practice in coaching and mentoring. 


3.6 Include bursarial and support staff in development of the leadership team.

3.7 Negotiate customised courses with cutting edge providers, including business schools.

3.8 Identify sources of funding, from within and beyond the sector, including scholarship schemes

3.9 Seek parity with the maintained sector in access to subsidies for leadership development activities. 

3.10 Consider an award scheme or ‘badging’ process to recognise activities contributing to the development of leaders in the independent sector.

 4. Build expectations of ongoing leadership development.

4.1 Expect all leaders to have undertaken at least one sustained programme requiring reflection on practice and contribution to school improvement, before applying for headship.

4.2 Provide guidance for governors, through the AGBIS website, seminars and guidelines for governors, about supporting leadership development in schools.

4.3 Carry the governors’ selection process for senior posts through into an entry audit of leadership skills and experience.

4.4 Plan and fund tailored leadership development for a new head from the time of appointment through an induction period.  

4.5 Ensure that the appraisal of heads includes review of their continuing development as leaders and plans for sustaining this into the future.

4.6 Recognise the need of experienced leaders for challenge and stimulus in continuing to develop as leaders.  

4.7 Draw more widely on the expertise of leaders within the sector to develop others.

4.8 Recognise contributions to leadership development within and beyond the sector as an aspect of public benefit. 


5. Strengthen research and reflection on leadership within independent schools

5.1 Disseminate the outcomes of research through a database with summaries of, and links to, research undertaken by and about independent school leaders.

5.2 Encourage shared action research projects between schools, within or beyond the sector, and disseminate findings to a wider audience.

5.3 Use academic mentors, with an understanding of the independent sector and links to HE, to support school-based research projects, and seek masters credit where appropriate.

6. Articulate requirements of leadership in the independent sector.

6.1 Recognise leadership as a continuum, developing through each position within a school.

6.2 Take note of the national standards for teachers and headteachers, and their relevance to the independent sector. 

6.3 Set out what leaders at each stage should know and be able to do.   

6.4 Articulate what is distinctive about leadership in the independent sector.

Joy Richardson

June 2008

  Appendix 1
Summary of the Report on the

CROSS-ASSOCIATION STAFF COLLEGE SEMINAR

6-7 SEPTEMBER, 2006

Participants


Howard BLACKETT
Headmaster, The Royal Hospital School (SHMIS)

Jennifer BRAY
Inspections Officer, COBISEC

Priscilla CHADWICK
Principal, Berkhamsted Collegiate School (Vice-Chairman HMC)

Rowland CONSTANTINE
Chairman-Elect, IAPS

Jonathan COOK
General Secretary, ISBA

Danny COOPER
Chairman, ISBA

Sheila COOPER
General Secretary, GSA

Irene DALTON
Consultant

Brenda DESPONTIN
President, GSA

Ken DURHAM
Headmaster, University College School (HMC)

Judith FENN
Director of Induction & Recruitment Programmes, ISC

Paul FEAR
Deputy Head, King’s School, Madrid 

Roger FRY
Chairman, COBISEC

Tim HAM
General Secretary, ISA

David HEMPSALL
Headmaster, Queen Elizabeth’s Grammar School, Blackburn
(Treasurer HMC)

Albert HUDSPETH
General Secretary, COBISEC

Peter HULLAH
Principal, Northampton Academy

Barbara INGRAM
Director of Education, IAPS

Tim KIRKUP
Headmaster, Scarborough College (SHMIS)

Chris KING
Headmaster, Leicester Grammar School (HMC)

Jane LE POIDEVIN
Headteacher, Crackley Hall School (ISA)

Simon LETMAN
Professional Development Officer, Independent Professional Development (IPD)

Geoff LUCAS
Secretary, HMC

Christine LEE-JONES
Head, Manchester High School for Girls (GSA)

John MORRIS
General Secretary, IAPS

Paul MOTTE
Bursar, Leighton Park School and Vice-Chairman (ISBA)

Deborah ODYSSEAS-BAILEY
Headmistress, Babington House School (ISA)

Roger PEEL
Membership Secretary, HMC

Nigel RICHARDSON
Headmaster, The Perse School (Chairman-Elect HMC)

Mike ROBERTS
Treasurer, COBISEC

Shane RUTTER-JEROME 
General Secretary, AGBIS

Alan SMITHERS
Director of the Centre for Education and Employment Research, Buckingham University

June TAYLOR 
Chairman, ISI

Bernard TRAFFORD
Headmaster, Wolverhampton Grammar School (HMC)

Malcolm TROBE
President, ASCL

Presentations

The National College for School Leadership – Steve Munby (Chief Executive)

HTI (Headteachers in Industry) – Anne Evans (Chief Executive) and Nick Lambert  

The Leadership Trust -  Paul Winter (Chief Executive)



 

The University of Buckingham – Professor Anthony O’Hear

Context  
· There was no ‘plan’ which HMC was attempting to ‘sell’ in inviting participants to this seminar. HMC were already working successfully on professional development courses with GSA but the intention was to begin debate on the provision of leadership training with all the Associations to explore the best way forward, if agreement can be reached.

· There have been impressive developments in the maintained sector on leadership through the National College for School Leadership (NCSL) and the wide uptake by school leaders in that sector of qualifications such as NPQH and MBA. There is a gap in the independent sector in Leadership Training. So far only small numbers of colleagues (Head teachers, staff and bursars) in the independent sector have made use of NCSL programmes and up to now the NCSL has not shown much interest in the independent sector.

· The University of Buckingham approached HMC about the possibility of working with them on setting up a ‘Staff College’ which they might expand from their PGCE provision. However, there is a need to define exactly what a ‘Staff College’ should be and to investigate what other providers could do for the independent sector. Additionally, it was felt that before forming an individual view, the issue should be explored with the other associations.

· The aim of the seminar is not to come to a final decision but to crystallise where the balance lies in what can be provided, and whether or not the concept of a ‘Staff College’ is worth pursuing. 

Next Steps
This section summarises key points of consensus emerging from the final group discussions and plenary session.  It sets the context for the final recommendations.

General points of consensus

· There appears to be a consensus on the need for some type of programme of opportunities for leadership development in the independent sector over which the ISC associations have control.  This should include provision for all staff within independent schools including support and bursarial staff as well as governors.  Leadership should be interpreted in its broadest sense, not simply as preparation for headship.

· A staff college should be more to do with “what we do” and less with “where we do it”.  What is needed is an “Independent sector leadership initiative” rather than an actual staff college, physical or virtual, at this stage.

· The sector needs to define what it wants of a leadership programme and then have the freedom of choice to select from a variety of providers, either to use existing leadership packages or to commission new programmes as required.

· Any such initiative will require all the ISC associations to work together to develop a coherent leadership initiative for the sector as a whole.  Models exist with the ISCTIP programme for teacher induction across the sector and ISI, although there would be no direct DfES interest or involvement in an independent sector leadership initiative.

· The time is now right for such a leadership initiative, but if it is to be done, it should be done properly, collectively, with all independent sector associations fully involved and in the knowledge that it will incur a considerable investment of time and money.

· The next stage should be to convene a steering group comprising representatives from each of the ISC associations, COBISEC and BSA.  (There are implications for resources and time and it will require someone to move the initiative forward).

Recommendations

1. The independent sector should collectively establish a leadership programme which would be:

· open to teachers at all stages of their careers

· open to support staff, bursars and governors

2. The programme should see the independent sector as part of wider national educational provision, not separate from it.

3.
The programme should embrace:

· leadership experience outside education

· an international dimension (wherever possible)

· links with the maintained sector, including NAHT and ASCL.

4. The programme should be developed in partnership with other agencies and should explore the possibility of:

· commissioning elements from the National College for School Leadership (NCSL)

· commissioning elements from other national providers or experts in leadership development (e.g. HTI, the Leadership Trust or Higher Education).

5. The programme should involve all ISC associations, COBISEC and BSA, whilst retaining association integrity.  Governors should be involved from the beginning to maximise awareness of and support for the programme.

6. The original concept of an “independent sector Staff College” (as either a physical or virtual entity) should develop organically from the above.  It is not, however, an immediate priority.

7. The ISC associations, COBISEC and BSA should set up a Leadership Development Steering Group (LDSG) to take this work forward.  The Steering Group should meet before the end of January 2007.

8. The Steering Group’s main task would be to establish the process, timescales and resource implications of such an initiative.

9. Each ISC association, COBISEC and BSA should nominate up to three members to represent them on the Steering Group.  

10. Associations should also be asked to consider ways in which information about their broader professional development activities might be shared more effectively; a meeting of the Chairmen of the professional development sub-committees, General Secretaries and Professional Development Officers of all associations might be a useful first step.

           
                                           Appendix 2                                                                                                                                       

CROSS-ASSOCIATION LEADERSHIP DEVELOPMENT INITIATIVE: 

PROJECT BRIEF (MARCH, 2007)

Background

1. In September 2006, representatives of the seven independent school associations that make up the Independent Schools Council (ISC),† together with an officer from ISC itself and representatives from the Boarding Schools Association (BSA) and the Council of British Independent Schools in the European Communities (COBISEC), met to discuss leadership development in member associations’ schools. 

2. After a twenty-four hour programme of discussions and presentations from national organisations (the National College for School Leadership (NCSL), Head Teachers into Industry (HTI), the Leadership Trust and Buckingham University), a number of recommendations were agreed which were subsequently endorsed by the nine contributory associations.  (A copy of the full report, including the recommendations in Section 6 of the report, referred to above, is available on request).

Agreed principles

3. The recommendations included six key principles which will inform the next stage of the project and all future work.  These were that:

i) the independent sector should collectively establish a leadership

programme which would be:

· open to teachers at all stages of their careers

· open to support staff, bursars and governors

ii) the programme should see the independent sector as part of wider national educational provision, not separate from it.

iii) the programme should embrace:

-
leadership experience outside education

-
an international dimension (wherever possible)

-
links with the maintained sector, including NAHT and ASCL.

iv) the programme should be developed in partnership with other agencies and should explore the possibility of:

-
commissioning elements from the National College for School Leadership (NCSL)

-
commissioning elements from other national providers or experts in leadership development (e.g. HTI, the Leadership Trust or Higher Education).

v) the programme should involve all ISC associations, COBISEC and BSA, whilst retaining association integrity.  Governors should be involved from the beginning to maximise awareness of and support for the programme.

vi) the original concept of an “independent sector Staff College” (as either a physical or virtual entity) should develop organically from the above.  It is not, however, an immediate priority.

4.
In addition, at the September meeting, it was agreed that:

· the ISC associations, COBISEC and BSA should set up a Leadership Development Steering Group to take this work forward.  

· the Steering Group’s main task would be to establish the process, timescales and resource implications of such an initiative.

· each ISC association, COBISEC and BSA should nominate up to three members to represent them on the Steering Group.  

5. Finally, it was also suggested that Associations should also be asked to consider ways in which information about their broader professional development activities might be shared more effectively; a meeting of the Chairmen of the professional development sub-committees, General Secretaries and Professional Development Officers of all associations might be a useful first step.

6.
As a participant observer from the Association for School and College Leaders (ASCL) had attended the September meeting, it was agreed that the National Association of Head Teachers (NAHT) should, in future, be included on a similar basis, if they wish.  The Scottish Council of Independent Schools (SCIS) will be copied in on all paperwork and is welcome to attend meetings, although they are not a contributory association.

The Project Steering Group

7. At a follow-up meeting on 9 February, representatives of the nine contributory associations (plus an officer from ISC) met to agree how to take the project forward.

8. The first agreement was that the Project Steering Group should comprise one representative per association (ten members in total, including Judith Fenn from ISC).  It was also agreed that there should be a named alternate who would attend meetings, should the main member be unable to do so.

9. The intention is that the group will meet twice each term (from September 2007 to August 2008) to steer the project.

10. A fuller “annual meeting”, with three members from each association, will be held at the end of the first year to review progress (in September 2008).

The Project Officer

11. In addition, members agreed that a Project Officer should be appointed to work on behalf of the contributory associations and ISC to carry out identified tasks, reporting twice a term to the Project Steering Group and to the annual meeting.

12. The appointment is to be on a consultancy basis, for an estimated forty days (including meetings of the Steering Group and the annual meeting) at a rate of between £200 and £300 per day (depending on qualifications and experience).  The Project Officer will work from home on a freelance basis; neither national insurance nor pension contributions will be made by the associations.  However, travel and subsistence and office consumables will be reimbursed at the agreed association rates.

The Project Brief

13.
The project brief can be subdivided into three stages, as follows:


Stage 1: audit of existing cross-association provision and needs analysis (Autumn 2007)


Project Officer’s Tasks

· to establish a comprehensive “map” of everything currently provided by the nine contributory associations by way of “leadership development”

· to undertake a training and development “needs analysis” across the nine associations

· to identify, on the basis of the above two analyses, where there is duplication and overlap of provision, and where there are gaps

· to liaise closely with the named person from each association (normally, the relevant Training Officer, where such a person exists) in undertaking the above tasks, both individually and (if possible) collectively

· to present the two documents (the map of existing provision and the audit of needs), together with initial conclusions and recommendations to the Project Steering Group in December 2007).

Stage 2: audit of national provision (Spring 2008)

Project Officer’s Tasks

· to identify what is currently available (or planned) nationally in terms of “leadership development” from the following bodies:
· the National College for School Leadership

· the Institute of Education (the London Centre for Leadership in Learning)
· Roehampton University
· Manchester Metropolitan University

· Buckingham University

· Anthony Millard Consultancy (linked to Oxford Brookes)

· Leicester University

· Hull University

· Warwick University

· other providers that may emerge during the course of the project

· to identify other potential providers of leadership development and training from outside the world of education (including the Leadership Trust)

· to liaise with ASCL and NAHT, as well as the National Bursars’ Association and the National Governors’ Association in the maintained sector, to ensure that no obvious opportunities or potential providers  have been overlooked.

· to liaise closely with the associations’ Training Officer (or nominated person) in drawing up these recommendations

· to present the written audit of national provision, together with interim conclusions and recommendations, to the Project Steering Group in March/April 2008.

Stage 3 final report and recommendations for the future (Summer 2008)

Project Officer’s Tasks

· to draft a final report (by the end of July 2008), with recommendations for the future, for discussion at the “annual meeting” in September 2008
· to include in the report specific recommendations, concrete suggestions or options regarding:
· the extent to which associations can meet identified needs themselves

· the extent to which external provision can meet our needs and whether it should be the main source of provision or just supplementary to what we provide

· scope for the external certification/accreditation of modules/courses (including our own)

· alternative models of delivery of leadership training and development (e.g. “whole qualifications” such as NPQH, MBAs etc or “pick and mix”)

· to draw initial, tentative conclusions about the resource implications of taking this project forward, over the next three years

· to liaise closely with the associations’ Training Officers (or nominated person) in drawing up the final report

· to organise and service the annual meeting (including preparation of papers for the meeting and a final report  after the meeting, containing recommendations to the main Council/Committees of the contributory associations).

14. As part of his/her work the Project Officer is expected to prepare agendas, papers and brief minutes (in the form of action points) for the twice termly meeting of the Steering Group.  The Project Officer will report directly to the Chairman of the Steering Group.  

15.
Essential personal qualities and experience needed for the job include:

· relevant experience of leadership in a complex organisation (preferably a school)

· an understanding of current leadership theory and recent developments

· highly effective written and oral communication skills, plus attention to detail

· sufficient ICT competence to be autonomous in preparing documents needed for meetings and the project as a whole.

Conclusion

16.
Although the project spans a full year, and is therefore most likely to appeal to someone able to devote approximately a day a week to it, alternative models (e.g. a one day per week secondment or a one-term sabbatical, in which the whole job is done intensively over a ten week period) are not ruled out.  

17.
Those interested are asked to provide their CV, names and contact addresses of two referees, and a brief covering letter (1 side A4 maximum) stating why they wish to serve as Project Officer and why they are well equipped for the role. 

18.
The above information should be emailed to sue@hmc.org.uk by 30 April 2007.  Interviews will take place in the week beginning 4 June 2007. A decision is expected to be made by the middle of June, with the project beginning on 1 September 2007.

GHL

       Appendix 3
  HEADS LEADERSHIP SURVEY – SEPTEMBER 2007 – DATA ANALYSIS

	
	Association
	 

	
	SHMIS
	GSA
	COBIS
	HMC
	ISA
	IAPS
	TOTAL

	
	
	
	
	
	
	
	

	Number of Heads responding
	48
	145
	10
	128
	78
	116
	525

	
	
	
	
	
	
	
	

	ROUTE INTO HEADSHIP
	
	
	
	
	
	
	

	
	
	
	
	
	
	
	

	% appointed to Headship from Deputy post 
	65
	71
	50
	66
	46
	53
	63

	% from Director of Studies  post 
	8
	5
	10
	4
	1
	5
	4

	% from Housemaster / Housemistress post
	15
	1
	10
	18
	14
	16
	11

	% from other post
	13
	23
	30
	13
	38
	22
	21

	
	
	
	
	
	
	
	

	AGE PROFILE
	
	
	
	
	
	
	

	
	
	
	
	
	
	
	

	Average age on appointment to headship
	43
	44
	42
	42
	42
	40
	42

	% under 40
	23
	17
	50
	32
	35
	49
	32

	% 40 - 49
	67
	64
	30
	63
	56
	46
	58

	% 50 - 59
	10
	18
	20
	5
	9
	5
	10

	% Over 60
	0
	0
	0
	0
	0
	0
	0

	
	
	
	
	
	
	
	

	Average age of respondents now
	51
	52
	54
	51
	52
	50
	51

	% Now under 40
	0
	2
	0
	2
	6
	4
	3

	% Now 40 - 49
	29
	31
	10
	36
	27
	41
	33

	% Now 50 - 59
	71
	61
	70
	59
	59
	53
	60

	% Now over 60
	0
	5
	20
	3
	8
	1
	4

	
	
	
	
	
	
	
	

	LENGTH OF HEADSHIP
	
	
	
	
	
	
	

	
	
	
	
	
	
	
	

	% of respondents in 1st headship
	75
	73
	20
	70
	64
	59
	67

	% in 2nd Headship
	23
	26
	50
	26
	23
	35
	28

	% in 3rd+ Headship
	2
	1
	30
	5
	12
	6
	5

	
	
	
	
	
	
	
	

	Average total years in Headship to date
	9
	7
	13
	9
	9
	10
	9

	Average length of completed 1st Headship
	6
	5
	7
	7
	6
	5
	6

	Average length of completed 2nd Headship
	10
	4
	5
	7
	5
	6
	6

	
	
	
	
	
	
	
	

	QUALIFICATIONS
	
	
	
	
	
	
	

	
	
	
	
	
	
	
	

	%  uptake of NPQH by responding Heads
	13
	26
	30
	5
	18
	9
	15

	%  of starters not completing NPQH
	16
	23
	0
	14
	 14
	10
	18

	%  uptake of NPQH by a current Deputy
	31
	26
	50
	22
	9
	13
	21

	
	
	
	
	
	
	
	

	%   of Heads with MBA  
	2
	6
	10
	9
	8
	2
	6

	%   with Deputy who has MBA  
	4
	3
	0
	3
	1
	1
	2

	
	
	
	
	
	
	
	

	%   of Heads with relevant Masters or PhD  
	21
	29
	40
	16
	32
	21
	24

	%   with Dep who has relevant Masters or PhD  
	13
	13
	0
	13
	8
	10
	11

	
	
	
	
	
	
	
	


Commentary on findings 

Routes into Headship

Two thirds of current heads stepped into headship from a deputy head position. In the independent sector, this pattern of career progression, long established in the maintained sector, has become the norm relatively recently. It has brought with it a ‘shadowing’ or ‘apprenticeship’ model of preparation for headship within a senior leadership team, rather than a ‘scaling up’ model of talented individuals moving on from running a house or a department to running a school. 

The deputy role now frequently carries with it an expectation, often articulated from the outset, of progression to headship. With the deputy role becoming the main accepted route to headship, the supply of heads depends on deputies wanting to take the next step. The trend towards schools having more than one deputy usefully enlarges the pool.  

The one in five appointed to headship from ‘other posts’ were mainly heads of departments, or holders of senior posts in school with titles other than deputy. Only 10 respondents (less than 2%) had held non-school positions immediately before headship. Most of these had some prior teaching experience in schools, or came from posts in higher education, inspection or education administration. Two came from the army (‘I left the army and bought a school’). There was no evidence of transference from business or general management into school leadership at headship level. However, a substantial minority of heads had gained such experience at an earlier stage in their career and referred to it as shaping their development as school leaders. 

Nationally, the average age of entry to teaching is climbing, and fast-tracking for those with leadership experience gained in other fields is a growing concern.  However, accelerated promotion is seen as more desirable and realistic than entry at headship level.  Although new ‘chief executive’ models of headship, with greater kinship to the business world, are gaining ground, particularly in federated schools, strong all-round experience of how schools work remains a key requirement.   

Age profile and length of headship  

Heads are typically appointed at coming up to 42, with heads of girls’ schools rather older, and heads of prep schools rather younger than this average. Independent heads are appointed younger than in the maintained sector where the average age is 45 for secondary and 42 for primary. 

The figures flag up that independent school Heads are likely to be appointed around the midpoint of their career. They have on average a potential 18 years in headship, or even more if retirement recedes beyond 60.  Two thirds of heads are in their first headship, while a third have moved on to a second or subsequent headship after an average stay of six years in their first post. 

Although the sector has begun to get to grips with preparation for headship, and all the associations provide for the induction of new heads, ongoing leadership development for heads in post is relatively rare. While recognising that leadership extends through all levels, little attention is given to maximising the potential of those who have reached the top job,  beyond an assumption that they will continue to learn by doing, whether they stay or move on. 

Qualifications

The uptake of NPQH and the perception of its value varies across the sector. This reflects different degrees of affinity with maintained sector priorities, or of contentedness with in-house preparation for headship. International schools have a particular interest in keeping abreast of mainstream UK education although even here the overall take up is less than a third. However, with an average 9 years already under the belt in headship, many heads were in post before NCSL was established in 2000. NPQH will not come of age as a compulsory requirement for maintained sector headship until 2009. The redesigned NPQH now coming on stream is more tightly focused on headship, but also more narrowly focused on ensuring throughput to state school leadership.  

Masters degrees are growing in popularity. Government’s recent call for a masters level profession will accelerate this trend, though possibly weaken the focus on leadership and management, if accessed early on in a career. HE institutions are keen to attract teachers from independent schools onto masters programmes, and appreciate their high level of academic motivation. Indeed, as more maintained school leaders gravitate to NCSL courses, some institutions report groups with a majority of participants from the independent sector. 

The MBA remains a rare qualification for school heads, for reasons of time and money, though there is widespread interest in increasing the financial and business awareness of school leaders. 

Appendix 4

HEADS LEADERSHIP SURVEY – SEPTEMBER 2007

What other courses or activities have contributed significantly to your development as a school leader?

Responses to this question provide a clear overview of provision that current heads consider to have contributed significantly to their development as school leaders. Recurring themes are set out in ten broad areas below, with indicative examples of individual responses included in italics.

1. LEARNING BY DOING

Many heads stressed the importance of prior experience, in a variety of schools or roles, so that they understood how schools worked from the inside out. A high value was placed on working with heads who provided excellent models, empowered their deputies and gave them a real taste of what headship involved. Heads frequently commented that there is no substitute for experience and that you get better at headship by doing it.

Previous experience in schools

 Encouragement and frequent in-school promotion in a very good school
Working my way steadily up the ladder so I had solid experience under my belt 

Breadth of previous posts developing most of the skills required for headship

Broad experience before headship

Mix of pastoral and academic jobs en route to headship

Working with the head

 As deputy, being involved in all decisions as head’s ‘apprentice’ in preparation for headship  
Working with an inspirational head

As deputy, being involved in all aspects of management, including governing body

Working under good senior leaders is crucial

Acting headship

Head on sabbatical
Deputising for head in absence

Learning on the job

Mostly doing the job has developed me
Working with governors on school strategic development

Being a school governor in different schools

Experience!

Guidance from widely experienced governors

Leading 3 very different schools  

Experience rated before courses and conferences which are ephemeral

2. HEADS’ ASSOCIATION MEMBERSHIP

The associations were seen by many heads as the most important source of support and development for their leadership, keeping them up to date and in touch with colleagues and the wider world.  New heads’ courses were cited as being very significant, and annual conferences were also highly rated. Courses and guidance on technical aspects of school management and preparation for headship were frequently mentioned. Experienced heads often quoted their involvement in association committees, and activities such as leading courses themselves and mentoring new heads, as central to sustaining and refreshing their own leadership and giving a wider perspective. 

Association membership 

‘By far the most valuable aspect has been my association membership’  

Association courses, conferences and guidance

Deputy heads course  

Approaching deputy headship

Preparation for headship  

Established headship

Leadership in action

New heads’ course 

Annual conference – inspirational speakers

Regional meetings 

Financial awareness for heads and deputies  

Development planning

Performance management

Employment Law

Time management

Timetabling

Legal issues for heads and deputies

Courses on specific issues – school leaders need to be up to date.

Employment law updates

Managing change, managing conflict, counselling

Association committee activities /course leadership 

Committee involvement keeps you up to date with what is happening nationally

Taking cross-school initiatives forward when need seen

Leading courses

Course director for deputies’  conference

Mentoring heads

Ongoing writing and speaking makes me keep up to date

Informal / regional support networks

Much discussion with peers

Interaction with other heads is crucial for reassurance and to pinch ideas

Other independent school associations

GDST excellent Inset for heads

AMDIS diploma in school marketing –very useful for deputy

3. INSPECTIONS AND INSPECTOR TRAINING

Training and experience of school inspections as an ISI inspector were very frequently quoted as a significant contributing factor in the head’s development as a school leader. The experience of inspecting was seen as giving analytical insight into how schools work and how they are led, as well as an opportunity for gaining new ideas.  

4. LEADERSHIP COURSES AND LINKS WITH LEADERS IN OTHER SECTORS  

A number of heads had pursued courses with providers outside the field of education, and some of these were highly praised as inspirational. Heads have clearly valued opportunities to challenge themselves in working with leaders in other fields, and in seeing their own institutions, and their own leadership,  through a different lens.   

Courses from business providers

Ashridge 1 week management/leadership course 1996 when first started headship 

Change management course

One-off course on handling difficult people

Most significant: two SMT training sessions by the Leadership Trust

Industrial Society – gave a different slant on leadership in education

Institute of Directors course on business development and chairmen’s responsibilities  

Cranfield – Centaur Programme – managing people effectively (5 days) ‘really excellent’

Leadership Journey over 18months through ACEVO, run by Telos Partners- 

                                                                              ‘very inspiring and quite life changing’. 

Management diploma – College of Preceptors

One off courses from HR and legal firms

Business links

CBI/UBI shadowing (M & S, ITV)

Investors in People

Meeting business leaders

Business Link

AVECO membership

Other career experience 

Strategic leadership training in earlier career in international banking

4 years in industry with full management trainee programme

4 years as army officer

Working as a field archaeologist in the Peruvian jungle -  

                                                                        ‘puts the occasional school crisis in perspective’

5. NCSL AND MAINTAINED SECTOR TRAINING AND NATIONAL BODIES
The survey showed that 15% of heads had signed up for NPQH and four out of five of these heads had completed it. Views varied but were broadly positive about what had been gained. LPSH, for serving heads, gained some major plaudits. The indication is that heads value finding common ground with maintained sector colleagues so long as the independent sector context is appreciated and acknowledged. A number of heads who had previously worked in the maintained sector spoke positively about the guidance and continuing professional development provided and expected within local authorities at each stage on the career ladder. Many heads quoted some significant input from professional associations, particularly the national heads’ associations. Heads who had been involved in contributing within national organisations had found this stimulating.

NCSL

NPQH

LPSH – individual analysis of your leadership: the biggest appraisal you could get

New Visions

Scottish qualification for headship (=NPQH)

Local authority training

Working with governors as deputy in LEA  on school evaluation 

LEA advisory help

28 day training over 2 years as deputy in state sector

Advice from local education board Wales

Child protection training

Courses from professional associations

ASCL performance management and new professionalism, new heads, emotional intelligence

ASCL conference and regional meetings

NAHT course for school leaders on managing stress

National bodies 

Work with curriculum and examination boards

Board membership – learning from expert chairmen

6.  HIGHER EDUCATION ACCREDITED COURSES

The survey showed that a significant proportion (24%) of heads had taken a masters or doctorate relevant to their work as school leaders, while 6% had pursued an MBA. These courses were valued for the broader perspectives they provided, and for opportunities for reflection and analysis with a bearing on practice relevant to the participant.  

MBA (Leicester) good Inset

MBA (Hull) certain elements were well presented and very useful

Connection with Exeter University Leadership Centre – predominantly the MBA in school leadership via Hull

MA and Ed D through Open University for flexibility - all rooted in projects and practice in independent school

7.  MENTORING AND COACHING

A number of responses referred to experiences of mentoring and coaching, with value attached  to being mentored and also to being the mentor.  Mentoring for new heads by other heads is regularly provided through the associations. Some heads have also valued mentoring or coaching from those with different experience.    

Life coaching when handling major challenges

Mentoring by an experienced head

Coaching and mentoring with London Institute

Executive coaching through Ashridge (arranged through Chair of Governors) was very useful

8.  PROFESSIONAL READING

This was of significant importance for a number of heads in reflecting on school leadership. Reading was often a spin-off from courses and this helped in carving out the necessary time. However, a recent GSA survey indicated that few heads felt that reading about leadership had contributed significantly to their practice of leadership, and that time for reading was in short supply.  

Leadership journals

Prefer reading to lectures (inset too auditory dominated)

Reflection from reading for masters/PhD

9. CUSTOMISED PROGRAMMES


A few heads had been able to analyse their needs as developing school leaders, with the support of governors, and pursue programmes tailored to their specific requirements. Some heads also commented on the value of school-based courses shaped to the needs of  middle and senior leaders.  

Between appointment and taking up post: IPD, ASCL and Cranfield courses, also individual mentoring sessions on presentation skills (organised through Chair  of Governors)

School based Insed on middle leadership and HoDship

10. INTERNATIONAL PERSPECTIVES

Heads working in international schools commented on the breadth of experience that this brings. A number of other heads felt they had benefited from international links and conferences on themes relevant to their school.  Where a head had been able to take a sabbatical, or even a short visit, this was often quoted as giving a new perspective on some aspect of leadership.   
International Boys’  School / Girls’  School conferences

Sabbatical: 6 months visiting schools in USA

Studying school governance in the USA on an ESU scholarship

Joy Richardson

December 2007

Appendix 5

 PROVISION MAP OF SCHOOL LEADERSHIP DEVELOPMENT

ACROSS ASSOCIATIONS

An outline of current or recent provision of leadership development courses and activities by the associations is mapped out under five stages of school leadership. These broadly match the NCSL’s categories (noted in brackets).

Time:

D Day

C Residential conference – usually 2 days

L Long course spread over months/years

O Ongoing opportunities

Links with external providers forged by the associations are summarised at the end, with an outline of other leadership development programmes relevant to the cross-association initiative. 

Please alert Joy Richardson to any errors or omissions, so that the map can be amended.

December 2007

1. Middle management (emergent leadership)

Roles:  heads of department, housemasters and housemistresses, year / section leaders, heads of bursarial departments

	
	Course / activity
	Time
	External partner 

  

	BSA
	Boarding management

Pastoral care and young people

Conference for Housemasters and housemistresses
	5D

5D

C
	Roehampton

	COBIS
	CPD at 3 European centres:

topics on request eg Leading from the Middle

Access to UK providers
	
	Oxford Brookes

Cambridge Education

Fieldwork

	IAPS
	Leading from the middle

Management courses for new and experienced HoDs
	
	NCSL

	ISA
	
	
	

	GSA

HMC

IPD


	GDST Future leaders event

Preparing to lead academic departments

Leading academic departments

Heads of learning support 

Leading pastoral team

Directors of sport

Directors of CPD

Directors of ICT

Housemasters and housemistresses

Heads of sixth form
	D

D

D

D

C

C

C

C

C


	

	SHMIS
	Manual of CPD defines career pathways and skills and knowledge needed for leadership 
	
	

	 
	
	
	

	ISBA
	  
	 
	 

	
	
	
	

	AGBIS
	
	
	


2. Senior management (established leadership) 

Roles: deputy heads, assistant heads, directors of studies, other members of senior team, assistant bursars, marketing and development directors

	
	Course / activity
	Time
	External partner 



	BSA
	Mentor training for boarding staff courses

Seminars eg Promoting staff development

Regional study days eg Boarding inspection 

Conference for deputy heads 
	D

D

D

C
	Roehampton Univ

	COBIS
	
	
	

	IAPS
	Leadership Pathways

NPQH familiarisation
	L

D
	HTI/NCSL

HTI/NCSL



	ISA
	Aspiring to senior leadership

Deputy heads conferences

School development plan / self evaluation

Performance management

Pre-inspection course
	D

D

D

D

D
	

	GSA

HMC

IPD
	GSA deputies conference

Women into senior leadership

Preparing for senior leadership

Academic deputies/directors of studies

School self review

Appraisal and performance management

Effective Timetable construction


	C

D

D

C

D

D

D
	

	SHMIS
	Deputy heads conference
	C
	

	
	
	
	

	ISBA
	Themed seminars and workshops (as for bursars)
	D
	

	
	 
	 
	

	AGBIS
	
	
	


3. Preparation for headship (entry to headship) 


Potential, applying and appointed heads - from aspiration to induction

	
	Course / activity
	Time
	External partner 



	BSA
	
	
	

	COBIS
	
	
	

	IAPS
	NPQH familiarisation

Aspiring heads (what headship involves)

Preparation for headship (for those applying)

New heads induction
	C

C

C
	HTI

	ISA
	New Heads’ training
	C
	

	GSA       

HMC

IPD
	New GSA Heads training 

New HMC Heads induction Part 1

Preparing for headship (senior)

Preparing for headship (junior)
	C

C

C 

C
	 

	SHMIS
	New Heads conference 
	C
	


  Bursarial recruitment and induction

	ISBA
	New Bursars’ course
	C
	


  Governor role

	AGBIS
	Guidance on selection process

 – on request
	
	


4. Early headship (advanced leadership)
    Early years of headship / first headship

    Early years as bursar

	
	Course / activity
	Time
	 External partner 

                           

	BSA
	Conference for boarding heads
	C
	

	COBIS
	
	
	

	IAPS
	Mentoring programme – in districts 

Annual conference 

Financial vision

Virtual Learning Resource Centre(VLRC) – access to online training modules eg finance


	C
	Ashridge

Ashridge

	ISA
	Governors and heads conference

The Business of Schools-Heads and Bursars
	D

C
	

	GSA
	Mentoring for new heads 

GSA Headship One Year On

Annual conference 

Email networking: members for members
	C

C
	

	HMC
	Mentoring for new heads

New Heads’ Induction Part 2 

Annual conference
	C

C

C
	

	IPD
	Legal issues for heads

Financial awareness for heads

Media awareness training

Marketing your school

 
	C

C

D

C
	

	SHMIS
	Mentoring for new heads

Annual conference
	C
	

	
	
	
	

	ISBA
	New Bursars’ Course

Annual conference

Themed seminars and workshops -

eg risk management, employment, HR issues, health and safety, emergency planning

Update day

Responsibilities of clerk to governors


	C

C

D

D

D
	

	AGBIS
	Seminars on governance issues

Support for association courses on governance
	D
	


5. Experienced headship (consultant leadership)

    Established heads, second headships

    Experienced bursars

	
	Course / activity


	Time
	External partner 

	BSA
	Conference for boarding heads
	
	

	COBIS
	
	
	

	IAPS
	Role of mentor for head

Vice chairman’s conference for experienced heads

Research groups

Annual conference 

GPS (Growth, Performance, Strategy) - 1.5 day intensive  

Links into industry offered 

‘Top Dog’ – high performing enterprises

Leadership programme residential 
	D

C

L

C

C

O

3D

C
	Ashridge 

HTI

Ashridge

Leadership Trust

	ISA
	
	
	

	GSA
	Mentoring of new heads

Annual conference 

Email networking: members for members

GDST sabbatical programme

GDST training of heads as external appraisers
	O

C

O
	

	HMC
	Annual conference 
	C
	

	IPD
	Established headship (senior) 


	D
	

	SHMIS
	Annual conference 

Training in mentoring  
	C

D
	

	
	
	
	

	ISBA
	Annual conference 

Themed seminars and workshops -

eg risk management, employment, HR issues, 

health and safety, emergency planning

Update day 

Responsibilities of clerk to governors
	C

D

D

D
	

	
	
	
	

	AGBIS
	Seminars on governance issues

Support for association courses on governance
	D
	


Partnerships developed or developing with providers of leadership courses / activities

	
	Courses/activities 
	Partner 
	Time
	Cost



	BSA
	Professional Development Certificate 

for graduate boarding staff

(also accredited courses for non-graduate boarding staff, and for nursing and medical staff)
	Roehampton University
	1 year + PT

(5 study days)
	c £650

	COBIS
	MA in Education Management : International Schools

‘Flying faculty’ courses on demand

Consultancy and training

International Leadership and Management Program
	Oxford Brookes 

Oxford Brookes

Cambridge Education

Fieldwork Education Services/ECIS/NAHT
	2 years PT
	c £3000

	IAPS
	MA module on leadership in   independent schools

NCSL Leadership Pathways

Links into industry

Growth, Performance, Strategy

Virtual Learning Resource Centre(VLRC) – access to online training modules eg finance

Action learning groups: co-coaching

Executive coaching

‘Top Dog’ visits to high-quality business environments outside education

Leadership programme residential 

IAPS portfolio
	Oxford Brookes/

Anthony Millard Consulting

HTI/NCSL

HTI

Ashridge 

Ashridge

Ashridge

Ashridge

Ashridge

Leadership Trust

Associate Consultants
	1 year +

1.5 days

3 days

3 days
	c £2000

£1500

c £100  as part of group  or through NCSL

	ISA
	
	 
	
	

	GSA
	 
	ASCL affiliation
	
	

	HMC
	Research on leadership

 
	University of London  Institute of Education

ASCL affiliation
	
	

	IPD
	IPD portfolio
	Professional Development Associates
	 
	

	SHMIS
	
	
	
	

	ISBA

 
	Executive Diploma in Management

MBA School Business Leadership (international)

Integrated pathway for bursars: 

NCSL and CMI EDM diploma credited to MBA;

EDM gives credit for Open University masters;

Paths mapped out to CMI membership and Chartered Manager status.

Certificate / Diploma of School Business Management 

(first degree level only)
	Chartered Management Institute

University of London 

Institute of Education

Available through NCSL
	1 year PT

2 years PT

1 year PT


	£1500-£3000

c £7000



	AGBIS
	Notification of courses by other providers on governance issues

Development of online training modules 
	eg Howarth Clark Whitehill

To be decided
	
	


Appendix 6 

WHAT IS NEEDED IN A LEADERSHIP PROGRAMME?

RESPONSES FROM THE HEADS SURVEY

Sixty-two  (12%) of the 525 heads who responded to the survey added views on the desirability of a leadership programme for the independent sector and what this should include. 

Almost all respondents favoured the development of a leadership programme in some form. Opinions varied about the shape that this should take, but the response showed up a clear pattern of perceived needs. A number of responses referred to the strength of the current offering by the associations and also by NCSL. There was little appetite for reinventing the wheel, or for compulsory qualifications, but much enthusiasm for building on, customising, tailoring and expanding current provision.  Some were looking for a leadership programme outsourced to a provider and leading to recognised qualifications. Others saw a leadership programme in broader terms, encompassing the continuing professional development of school leaders throughout their career by a variety of means. Where responses showed a measure of scepticism, this related to whether leadership can be taught and whether courses really effect change. 

WHO NEEDS A LEADERSHIP PROGRAMME?

There is general recognition that a leadership programme should embrace a broad view of school leadership and its different stages. In many cases, responses homed in on the needs of particular groups:

· Teachers joining schools from the maintained sector

· Members of middle and senior leadership teams

· Potential and aspirant heads

· New heads needing to fill gaps in knowledge and skills

· Experienced heads, who have little tailored to their needs

The bottom line is that it is still possible to embark on a headship without any preparation for the role.

I came into headship (at a small proprietorial school) without any headship training whatsoever and I do not think that is acceptable.


Even though most heads feel adequately prepared, there is rarely an expectation of their professional development being sustained over time. Some experienced heads pointed out the lack of leadership development for the established head.   

I have been a head for 15 years and find it increasingly difficult to find any course relevant for developing my headship.

Six years in I could do with more professional guidance. Do I move or do I stay? Should I seek further professional qualifications? How do I re-assess the school’s success now that I am probably too ingrained in its foibles to see clearly? 

Some with maintained sector experience regretted the absence in the independent sector of an expectation of continuing professional development at every career stage, as offered by some local authorities.  

The changing nature of leadership teams within schools mean that the needs of bursars, registrars, marketing and development directors all require consideration, not only in terms of  their specialist skills, but also in relation to their contribution within the team. Many responses referred to the importance of developing teams, as well as preparing individuals for future roles.   

WHAT SHOULD IT INCLUDE?

Some responses tussled with distinctions between the operational ‘nuts and bolts’ of management, and the personal qualities of leadership. As one head put it:

I think there is a distinction between A: management/operational courses and B: leadership/inspirational courses. You can’t do the job without A and B but how do you ‘teach’ the B? 

Several heads suggested topics to be covered in a leadership programme for heads. The three lists included as examples below show a degree of overlap, and also a convergence of leadership and management dimensions within many of the topics. 

	Time management

Public speaking  

Disciplinary procedures

Staff appraisal 

Resolving conflicts 

Effective communication

Exemplifying the school ethos

Leading from the front

Managing change


	Finance and budgets

Crisis management

Developing a management team

Delegating responsibilities

Creating a SDP / SEF

Staff development

Governance

Marketing 

Life/work and family survival
	Strategic vision

Staff recruitment

Law and regulation

Managing staff

Managing change

Dealing with difficulties

Effective communication

Innovation

Paperwork


Some mentioned further topics, such as chairing meetings, for which there was rarely any preparation. Heads also noted the importance of regular updating, and of keeping in touch with national initiatives. The need to look outwards as well as inwards was frequently articulated.  

External courses were seen as a major element, but not the only element, within a leadership programme. Many respondents focused on the need for more organised processes of appraisal, mentoring and work shadowing, to support the development of individual leaders in the school context.  

Heads also valued active involvement in research groups, tackling issues of importance to them.  

Some valued reading highly, and one suggested a leadership programme of guided reading and assignments. There was some concern about lack of access to research specific to the sector. 

Given that a quarter of heads responding to the survey have completed a masters or doctorate relevant to school leadership and management, there is a wealth of ‘hidden’ research in dissertations and theses from which others could valuably learn.  

WHO SHOULD PROVIDE IT?

While there is no desire for a compulsory course, many would welcome a recognised leadership qualification for the independent sector, for those entering headship. Most responses did not appear to be looking for a single pathway through a leadership programme, but for the opportunity to chart a route, within broad parameters, that fitted their own situation. One head, reflecting on the  programme he had set about assembling for himself before taking up his first headship, commented:

Clearly each new head would have very different needs - so the way ahead might be to source a range of different possibilities from various providers that new heads could dip into according to their need.

Many want fuller information about what is available and guidance on what would best help their development as leaders and their career progression. 

I am currently investigating suitable courses in school leadership but finding it difficult to ascertain which would be most beneficial for me. Something particularly tailored for independent school heads would be very interesting.  

NCSL courses were referred to frequently as part of the answer for the independent sector, but not the complete answer. Views on the ‘old’ NPQH vary, but the LPSH (Leadership Programme for Serving Heads – now Head for the Future) and other NCSL courses are generally viewed positively. Heads appear to be looking for a degree of customisation and recognition of their context in order to embrace NCSL more fully, while recognising that there are aspects of independent school leadership that fall outside its ambit.      

Few responses discussed the merits of different providers, beyond some awareness of the networks being established by the associations’ professional development arms, such as the links being forged by IAPS with Ashridge.    

Many university providers were quoted as providing higher degrees in education that contributed to leadership development. Experiences varied but were often highly formative.

The MA (at Bath) was a wonderful experience and played a huge role in my career progression.

The London Institute of Education and the Open University, valued for its flexibility, were the most mentioned HE providers. It is worth noting a recent observation that independent school teachers are now in a majority on the Cambridge MA(Ed) course as maintained sector teachers increasingly gravitate to NCSL. This may well lead to a stronger awareness of independent sector requirements from university providers.  

Amongst MBA programmes, the Hull MBA, which includes a focus on independent and international education, was mentioned most frequently as being of significant value. A few advocated the merits of a non-educational MBA.

The MBA was the best thing I ever did. By comparison NPQH (which I looked into) is inward looking and lacking in the same degree of real breadth and stretch. I also think MBAs in education don’t make you think outside the box enough, which a business orientated MBA does.

The associations are seen as having a key role to play in running, sourcing or commissioning courses, disseminating information and assuring quality. Many respondents expressed a willingness and a desire to contribute to any developing programme. They point out that there is a vast resource in the sector’s accumulated wisdom about leadership that needs to be drawn on more widely, within and beyond the sector.  

We have a massive collaborative strength and collective experience in leadership and management, which we ought to be able to tap into in creative ways.

WHEN, WHERE AND HOW MUCH?

School leaders often find it difficult to sustain a longterm commitment to a course, particularly when a job change intervenes. For example, a number have dropped out of NPQH on appointment to a headship.  Some heads tried to calculate what might constitute a sustainable commitment:

I thoroughly enjoyed doing my MA and found it professionally rewarding and stimulating. I would have liked to carry on, perhaps working towards a PhD, but the workload is too great. A busy head is unlikely to be able to give 400 hours a year to such a programme, but a structured, accredited, modular programme which led to a career-enhancing award would be welcome. I suggest that 100 hours a year is realistic.  

Heads are reluctant to commit time away from school, and look for maximum flexibility in the structure of courses. They are likely to look for self-contained modules, sympathetically calendared meeting days, and projects or assignments that are of real value to the school. 

Respondents wanted courses that have required a major investment of time and money to be recognised and valued in the market place. They liked the opportunity for credit accumulation and transferability in building towards academic or professional qualifications, where this was applicable. Whether or not courses are award-bearing, it is important that their value for the development of school leaders is appreciated and evaluated, not least by governors.  

A few heads referred to problems of location (Why not Leeds rather than London?). However, although regional courses are preferred where available, the quality of the content and the reputation of the provider appear more critical.  

There is an enormous difference between heads in terms of attitude to cost. For many heads of smaller schools, this is a major concern. Some feel discriminated against and excluded by NCSL on grounds of cost and find local authority pricing of courses prohibitive, let alone the fee levels of commercial providers. The majority of respondents did not raise cost as a major issue, although many heads are very alert to other calls on the school’s financial resources. Value for money is a pressing issue when, for example, a business school charges five times as much as an educational provider for a day course. From a starting position where many schools spend little or nothing on developing their senior leadership, and senior leaders ask for very little, education in reasonable expectation is required, as well as cost benefit analysis by governors.  

Joy Richardson

December 2007  


Appendix 7
AUDIT OF CURRENT PROVISION - SUMMARY OF FINDINGS

1. The associations have begun to respond to the need for a leadership programme that reflects the pattern of development of school leaders in all roles and through all stages. This is seen in the mapping of professional development opportunities through the stages of leadership, as illustrated in the folder produced by IAPS and in planning by GDST. 

2. The SHMIS Manual of Continuing Professional Development sets out the knowledge, skills and personal qualities required in each of five roles from first leadership responsibility to headship, and possible career pathways. This work mirrors the defining of national standards for teachers at each stage through to headship and provides a starting point for further definition of what is distinctive about leadership in the independent sector. Clarity about this will help in commissioning and tailoring courses, from NCSL and other providers, and in helping school leaders to pinpoint their own needs. 

3. Senior leaders clearly look to their associations for support in their development as leaders. The IPD linkage of HMC and GSA expands opportunities, but there is potential for far more crossover to help the sector as a whole benefit from the initiatives being taken by the associations.

4. School leaders need more access to information about available courses run by the associations and external providers, and guidance about suitability, including consumer reviews. They need support to become proactive in planning ahead, rather than reactive to an annual offering of courses.  

5. Online networks are being developed in various forms by the associations (including GSA’s ‘Members for Members’ initiative). As well as encouraging support networks, there is a need for more sharing of information on research by and about independent school leaders, and better access to online resources for training and information. 

6. The needs analysis has identified the importance of leadership development at every stage, but some priorities stand out. 

· Experienced heads, and bursars, need more opportunity to enlarge and refresh the vision in counterpoint to the peculiar hands-on intensity of independent school leadership. 

· A greater focus on leadership teams is required; the development of individuals as leaders is only part of the story.   

· Preparation for headship needs to be strengthened, with a clearer articulation of what is required for headship in general and for independent school headship in particular.

· The period between appointment and taking up a first headship needs to include customised leadership development based on analysis of need.  

7.  Governors have a key role in securing leadership development. This needs to include exploring as part of the selection process how candidates have prepared themselves for a new role; expecting and financing the ongoing professional development of senior leaders; drawing on their own experience and expertise in supporting and facilitating leadership development; ensuring that the appraisal of senior leaders includes consideration of further professional development.  

8. Mentoring, appraisal, work shadowing and support networks need to be seen as an integral part of any leadership programme. The associations provide varying degrees of support for these processes, but there is a need for more training and guidance on how to provide and how to maximise the benefit from such arrangements.  There may be a natural progression from working with those with close experience in a similar context, to seeking challenge from leaders with a different perspective. 

9. The opportunities afforded by the NCSL need to be embraced positively, without any suggestion that NPQH is the only, let alone the required, route to headship. NCSL can help to meet the need and the desire of many independent school leaders to keep in touch with the maintained sector and national initiatives, and to tap into its networks, resources and research. Some courses, including those offering 360 degree appraisal, have been highly rated by participants from independent schools. There is work to do in building on the ISC/NCSL link, and the IAPS initiative with HTI, to ensure that the independent context is recognised, and that cohorts can include a group of independent school leaders where this is appropriate. It is also important, over time, that participants from the independent sector contribute to the development and tutoring of NCSL courses and to its school-based research.  

10. A clearer overview is needed of how well masters programmes are serving the needs of independent school leaders, and the potential for working with higher education providers in customising courses or modules. The BSA link with Roehampton, the ISBA link with the London Institute, the COBIS link with Oxford Brookes and GDST’s development of a masters programme provide some useful starting points here.

11. While universities are familiar territory for independent school leaders, business schools and other providers in the field of leadership development are less well known. Although the fee differential between education and business providers is great, business schools, including Ashridge and Cranfield, appear positive about building links with education. There is a natural link with the independent sector because of its business dimension, and much potential for the customising of executive programmes. Links with Ashridge, and also with Cranfield, Henley and the London Business School, need to be pursued.   

Joy Richardson

December 2007 

   


Appendix 8

AUDIT OF NATIONAL PROVISION

1. Higher Education Institutions

2. National College of School Leadership

3. Business Schools

4. Other Leadership Organisations

	1. HIGHER EDUCATION INSTITUTIONS




	· Over 50 institutions offer masters level courses within the area of educational leadership and management, and provision is growing.

· A framework of credit accumulation and transfer for postgraduate courses (with credits per module adding to 60 for a postgraduate certificate, 120 for a diploma and 180 for a masters) has become established – though institutions determine their own practice in  accepting prior learning / requiring bridging assignments. Once credits have been ‘cashed in’ for a certificate or diploma, they cannot be put towards a masters. 

· A number of institutions (eg Roehampton, Oxford Brookes) are going through a revalidation exercise and this is likely to lead to a more coherent and transparent framework of credit valuation. 

· HE institutions are looking for business and becoming increasing flexible in ‘bending over backwards to meet clients’ needs’. Examples include GDST’s partnership with Leicester University on their Growing Leaders programme, the in-house MA for staff in two GSA schools run by Leeds Metropolitan University, and ISCTIP’s masters module for NQTs / induction tutors with St Mary’s University College.

· There is growing interchange between NCSL and HE programmes (including reciprocal exemptions).

· New government policy on masters qualifications for teachers is changing the landscape, accelerating the trend towards credit accumulation over time, and expectation of award bearing CPD. Masters have often been tailored to those at the threshold of middle/senior management positions, but earlier demand may grow.  

· Partnerships are multiplying, with organisations seeking accreditation for programmes devised to meet their own needs, with a sliding scale of involvement by the awarding institution. Pursuit of accreditation is becoming easier but can be costly as a proportion of course fees. 

· TDA funding for relevant masters programmes is available through HE institutions, for qualified teachers, including those in independent schools.

· The educational MBA is an endangered species. The university business school MBA  (with accreditation from AMBA, EQIS etc) is being clearly differentiated in purpose and target group from MA/MSc programmes.

· Masters courses with an international dimension are a growth area, and these naturally span the state/independent sectors, and tend to offer flexibility over timing, location and online learning




	LONDON INSTITUTE OF EDUCATION

(London Centre for Leadership Learning LCLL)

Professor Peter Earley

Head of Leadership and Management LCLL

Fergus O’Sullivan MBA programmes

Mary Dawe -NCSL Middle Leadership

Jeanette Maddox -NCSL Senior Leadership 

Raphael Wilkins

-Consultants/

Associates

	The Institute of Education is a graduate college of the University of London

IoE offers

· NCSL courses including middle leadership  programme (Leading from the Middle – contact Mary Dawe) and senior leadership programme (Leadership Pathways, NPQH, Head for the Future – contact Jeanette Maddox)

· GTP and CPD programmes including Team Development for senior leadership teams

· 2 MBAs with 70% course overlap: 
1. School/Education Leadership (International) –currently 1 or 2 from independent schools
2.School/Education Business Management – at least half from independent sector – ISBA link. Cost £7368 (subsidy makes cost to school c£5000)

· MA Educational Leadership – offers a range of pathways with potential customisation for the independent sector. Total offer of 50+ MAs and 100+ modules (eg can link leadership and subject specialism)

· Doctoral Programme PhD and Ed D (egs of independent school research focus)

· Credit recognition follows HEFCE rules. 180 credits for masters. 30 credit exemption for NPQH. 

· Virtual Learning Environment developing as information and research dissemination hub.

LIoE’s view is that only a few universities are capable of working widely with the independent sector, as it would be able to do.  

The independent sector experience of LIoE staff is mainly through research (LIoE is strongly research driven)  and they are keen to do more. (HMC link - Peter Earley did 2002 research on current state of school leadership in the independent sector). They would be able to help dissemination by identification of MA dissertations and doctoral theses by/about independent sector.

LIoE also works with 150 consultants/associates. They are not used on masters programmes, but contribute to other postgrad programmes and facilitation of NCSL programmes. If running bespoke courses, they would look to draw on associates with expertise from the independent sector, and they would be open to building up a team of expert facilitators from the independent sector for NCSL courses. 




	MANCHESTER UNIVERSITY  

Centre for Educational Leadership (CEL)

Brendan Mundan Director CEL

Named Programme leader for each course  


	CEL is based in Manchester, and has three local centres at St Martin’s College in Ambleside, Liverpool University and Manchester Metropolitan University (MMU). It has 57 staff and includes a research arm.

It is the lead contractor for NCSL courses in the North of England.

Manchester CEL offers:

· NCSL courses at all 5 levels

· Postgraduate certificate in Process Consultancy – the ‘only course of its kind’  for leadership trainers and consultants

· The Coaching Programme – leading to the Professional Certificate in Coaching – to support those with leadership coaching roles on NCSL programmes

·      Working Together for Success – developing individuals within teams

· Masters programmes including new M Ed in Educational Leadership  designed to build on (and provide a qualification framework for) NPQH and postgrad certificate courses.



	LEICESTER UNIVERSITY

Centre for

Educational

Leadership and Management 

(CELM)

Professor Bernard Barker

i/c School and College Improvement

Programme

Dr Justine Mercer

i/c MSc Educational

Leadership

Professor  Clive Dimmock

Director of CELM

 
	GDST has worked with Bernard Barker at Leicester (with HTI brokerage) on negotiated delivery of an MSc programme to fit within their ‘Growing Leaders’ programme. Prof Barker says that the concept fitted with the university’s business plan, there were no problems over accreditation and the development time was reasonable. GDST has recruited an initial cohort of 20 (from 50 applicants), for an integrated two year MSc programme that is now underway. 

Leicester has 500 students following an MSc as the School of Education’s flagship programme. The framework of the MSc includes 3 content modules (wide choice and all earned by small scale school-based research about an improvement issue), a research methods assignment and a dissertation. The emphasis is on research, and the content can be customised for any school context.

MSc pathways include eg leadership and strategic management, finance, external relations, marketing for schools, human resource management. 

The MSc is research led. Students access published research through Athens, using Leicester’s electronic gateway (‘Blackboard’). If wanted, masters research projects could be held centrally as PDF files for access by others.

Groups can start at any time by negotiation but there is a minimum fee paying period (2 years). There is no face-to-face requirement (accessible internationally), and  many different  modes of delivery are possible eg a cohort from a group of schools, or university staff going out to a base school.  Credit exemptions are available for NPQH/LPSH.

Leicester dropped the educational MBA to avoid confusion with the business school MBA. The MSc content is almost identical. It is distinctive to Leicester and ‘does not propagate commercial models of leadership’.  


	HULL UNIVERSITY


Business School

Dr Tim Campbell

Programme Leader Executive MBA

Brent Davies

Research Professor of International Leadership Development

Centre for Educational Studies

Dr Trevor Male

Programme Director MSc in Leadership and Learning


	Some independent heads have done the Hull MBA in leadership in education (international) and feedback is generally positive. This course (and the International Leadership Centre within the education faculty) has now closed. 

The Centre for Educational Studies now offers the MSc in Leadership and Learning. Recognition of prior learning (eg NCSL courses) and customisation for groups (including location and mode of delivery). Some modules online.

The Hull University Business School (HUBS)  has EQIS/ AMBA accreditation and a growing reputation. It offers a full-time MBA and  executive MBA (also taught in four international locations). Attendance requirement is a long weekend (Thurs-Sun) for each 6 week module (13 over 2 years). Total cost £10,950 (reduction negotiable for a group). They currently have three streams of students: general management, logistics and public sector.  

Brent Davies has been the main contact (contributing frequently on IPD courses). He taught on the educational MBA but is now on the Business School staff. He is also a visiting professor at London Institute of Education, and has done comparative research on independent school leadership in Australia and the UK.  (Independent Voices NCSL 2004) 

He and Tim Campbell had already been discussing possible MBA customisation (of the last three specialist modules) for school leaders.     


	ROEHAMPTON UNIVERSITY  

Liz Lander

i/c School of Education HE level 1-3 work

Dr David Rose

Masters programmes


	Roehampton has worked closely with BSA on developing certificate courses in
boarding for graduates and non-graduates. These are closely tailored to need and there has been a close relationship between BSA and Roehampton in their design and delivery. They are accredited as HE1 and HE 3 (graduate level) courses so carry no masters credit.

At present, lines seem clearly drawn between graduate certificate and masters programmes. All Roehampton’s masters courses are taught courses based at the university, and there is no indication of any specialism in educational leadership.  

Roehampton is going through a revalidation exercise, and this may lead to more flexibility in the future.  BSA might wish to pursue linking a boarding qualification with a wider accredited masters programme, and others might wish to access a boarding element within such a programme.   





	WARWICK UNIVERSITY

Professor Alma Harris

Director Institute of Education
	Warwick Institute of Education offers initial teacher training and postgraduate courses. It focuses on practice, including subject-based CPD, and is strong on distributed leadership/middle leadership. 

Its masters programme has been restructured to create a coherent framework for all its postgraduate courses. It allows credit for postgraduate award courses (1 module) and postgraduate certificate courses (2 modules) towards its masters degrees. 

Warwick offers

· Six masters degrees in different educational fields, with one specifically relevant to school leadership: MA in Educational Leadership and Innovation

· Postgraduate Award in Leading Educational Change and Innovation 

· Postgraduate Certificate in Leading Educational Enquiry

Alma Harris has research links to NCSL and is currently working with the Specialist Schools and Academies Trust. The United Learning Trust (state and independent schools) has a cohort following a Warwick masters programme.




	OXFORD BROOKES

Westminster Institute of Education

Susie Wigham

MA Programmes Administrator

Phil Whitehead

Head of Division Teacher Education and Professional Development

Robin McClelland

Senior Lecturer in Education
	Oxford Brookes is currently going through a revalidation and renaming exercise for all its postgraduate programmes in education. 

It offers:

· MA in Education – all courses are being rebadged as a single MA with different pathways (eg leadership and management). MA part time usually takes 3 years. Cost £3250

· MA in Education: European Centres – tutors travel to centres in Madrid, Amsterdam and Rome for 3x3 day sessions.  Designed in conjunction with COBIS schools. Includes a curriculum track and a management track.

· Postgraduate Certificate in Advanced Educational Practice (60 masters credits – seen as first stage of masters)

  


	2.  NATIONAL COLLEGE FOR SCHOOL LEADERSHIP




	NCSL

Steve Munby Chief Executive 

Di Morton – Operational Director – Commissioning and Programmes  

Jacqui Alton

PA to Di Morton


	NCSL offers 

· Leadership programmes for five stages of school leadership. 
These are typically long programmes (one year +), with an emphasis on work-based learning and application, personalisation through the use of diagnostics, and networking within cohorts. Programmes are run by regional providers.

Emergent Leadership  

· Leading from the Middle (£1300)

Established Leadership

· Leadership Pathways (£2000)

· Established Leader Programme

 Entry to Headship

· NPQH (redesigned for 2008)

· Early Headship Provision: New Visions

Advanced Leadership  

· Head for the Future (previously LPSH) (£2500)

Consultant Leadership

· Development Programme for Consultant Leadership (£2000)

Costs are subsidised for maintained schools (by up to 70%). Indicative costs above are for non-maintained schools, but there is room for negotiation with providers if cohorts are recruited.

·     Certificate and Diploma of School Business Management

· Learning Gateway 

All school leaders across the education sector (including independent schools) whether or not signed up to NCSL programmes can sign up for a free account. This gives access to the Leadership Library that contains Harvard Manage Mentor (41 Harvard Business School modules on key management topics ) and the Ashridge Virtual Learning Resource Centre (Ashridge learning guides, pocket books, book reviews). This is an exceptional resource, that can be accessed by individuals following their own pathway, or drawn on in support of courses or tutored reading by networked groups. 

Talk2Learn supports networked communities, and provides discussion forums


· Practitioner Research
               Research associate programme and publications
               Support for school-based projects by networked groups

Notes from meeting 10.1.08   at NCSL 
 Di Morton confirmed that Steve Munby, NCSL Chief Executive, is keen to develop a working relationship with the independent sector. She explained the limits on delivery and funding imposed by NCSL’s remit from DCSF to ‘promote and support school leadership in state schools in England’. NCSL is a non-departmental, non-profit making public body that receives all its funding from government on an annual basis. State school leaders are heavily subsidised, but this cannot be extended to independent schools (or to international schools or UK schools outside England). 

However, the agenda has moved since 2001 and NCSL is committed to working with all stakeholders. The NPQH redesign has involved wide consultation, including the independent and voluntary sectors. D O-B’s involvement is an example of this. NCSL is keen to work in partnership on delivery, as it is now doing with the Specialist Schools and Academies Trust (SSAT), and this could be a model for working with the independent sector. 

In looking for ways of facilitating the involvement of independent school leaders in NCSL programmes, DM suggested two ‘quick wins’:

· ‘Leading from the Middle’ provides a collaborative element, encouraging teams from schools to work together. If teams of middle leaders from several independent schools participated, they could work together and this element could be tailored specifically for them. 

· ‘Leadership Pathways’, for senior leaders and experienced middle leaders, is individualised so that participants choose their own route through a choice of units, with the support of a school-based coach. This would contextualise the course for independent school leaders. In addition, new modules are being developed by chosen providers. These are contractually tight but it would be possible in the future to develop a module with particular relevance to the independent sector (eg cross-sector partnerships). 

It was agreed that there are two aspects to involvement by the independent sector: 

· facilitating the participation of independent school leaders on NCSL programmes that are appropriately contextualised, 

· drawing on expertise from the independent sector in developing and facilitating NCSL’s programmes, and making contributions on specific topics. 

JR and DO-B outlined areas that the leadership project was identifying as distinctive within independent school leadership. This flagged up areas in which independent school leaders would have a particular interest in developing their skills. At the same time, these are the areas in which NCSL could most usefully draw on expertise from the independent sector:

· The pursuit of academic excellence (including shortage subjects),  provision for gifted and talented pupils and demonstration of value added (in selective and non-selective independent schools).

· Expectations (of staff and by stakeholders) of strong extra-curricular (including sport and music) and ‘extended school’ provision, with commitment to ‘all-round education’. 

· Financial, budgeting and ‘bottom-line’ understanding of the school as a business (ISBA offers recognised expertise and has had contact with Toby Salt in respect of  NCSL’s  school business management certificate and diploma).

· Managing the development of the school’s facilities and buildings.  

· Public relations, and marketing.

· Boarding – this is an area where the independent sector has major expertise, and  there is already state/independent convergence  in membership of the Boarding Schools’ Association. It is also a current area of strong government interest, with financial backing, where the sectors can come together in support of the Every Child Matters agenda. Expertise in boarding also links with pastoral leadership in schools.   

· Succession planning and the development of leadership teams to ensure the supply of future leaders. The Girls’ Day School Trust (GDST), like SSAT, is taking steps to promote leadership career pathways within an identified community of schools. 

· Partnerships with parents and meeting their expectations.

· International education. NCSL has good links with COBIS, and is currently developing the international dimension of its programmes for English school leaders.   

Di recognised that NCSL had not made use of expertise from the independent sector, and that there is a moral case for doing so.  She saw the offer of significant expertise as contributing to the development of partnership working.

Ways forward

DM summarised the following areas for action in developing partnership, facilitating access to NCSL provision, and making use of independent sector expertise:

· Encourage collaboration by independent school teams on the middle leadership programme.

· Explore development of a module for Leadership Pathways with particular relevance to the independent sector, and with a contribution from the sector in developing it through a memorandum of understanding with NCSL.  

· Investigate (within 2 weeks) programmes that could valuably make use of the specific expertise of excellent leaders in the independent sector (eg through individual inputs on specific courses, or buying in consultancy)

· Continue to focus on the tailoring of NPQH to context, through DO-B’s involvement in its redesign.

· From the NCSL database, identify independent school leaders who have taken the consultant leadership programme (eg Bernard Trafford -  Chairman of HMC) and make use of their expertise.

· Recruit programme facilitators from the independent sector. The associations could help to flag up independent school leaders who have taken NCSL courses and might be interested in becoming facilitators. (NCSL currently has no database of those who have taken LPSH etc, but this is being developed). The commitment expected of facilitators is variable: from 3 to 20 days, and many facilitators are retired heads Recruitment and QA is through the regional providers; NCSL trains the lead facilitators. 

· The sector can negotiate with regional providers (eg HTI, London Institute) over discounts for groups, customisation through group recruitment, and use of independent school facilitators and visits to independent schools etc. 

· The sector could become an ‘expertise partner’ within a consortium (perhaps with a university provider) that is bidding to develop programmes for NCSL such as international education.

· Encourage use of the Learning Gateway, and customisation through the formation of independent school learning communities. This could also help to disseminate accurate information about the independent sector, and also facilitate the exchange of research information.   

· Ensure access to online resources (just as DO-B helped to secure independent school access to safer recruitment training), including opportunities offered by NCSL’s current negotiation with Ashridge and Harvard about use of their Virtual Learning Resource Centres. The contact is Jonathan Dale, Online Learning Director at NCSL.

· Use of facilities. NCSL’s domestic arrangements are handled by the hospitality company Sodexho, who would discuss requirements on request. There could be some negotiation on cost as a partner with the College.

Di Morton will set out action points from the NCSL end, with timescales for follow up, in time for progress to be reported the next project steering group on 8 February 2008. A further meeting between DM, JR and DO-B will then be programmed. Jacqui Alton, PA to Di Morton, will be the point of contact to facilitate communication with other NCSL staff if required.

 Follow up response from NCSL 21.2.08

· Encouragement for Leading from the Middle collaboratives

· Consultant leaders from independent schools to be linked to local authorities

· Access to e-learning materials pursued

· Discussion with NCSL programme leaders about using independent school leaders in recognised areas of expertise (as above)

· Invitation to suggest guest speakers for Head for the Future programme (contact through Judy Goldsworthy at Hay Group)

· Further meeting to be arranged



	
	


	3. BUSINESS SCHOOLS




	· Business schools offer high level programmes in business management which could be highly relevant to bursars/financial directors and also to headteachers in the independent sector.

· Leadership skills in managing people are seen as widely applicable across different contexts.   

· Leading business schools have a high reputation for the calibre of their executive development  programmes and the customising of courses for clients. 

· Staff draw on successful leadership experience across a range of fields.

· Business schools offer challenge and stimulus in networking with leaders from other walks.

· Costs are high (relative to educational norms) – typically £800 per day. 

· Governors from a business background tend to see these costs as reasonable in developing  top leaders. 

· An educational MBA has had some appeal in the past to the independent sector, but few (except at the London Institute)  have survived.

· Business schools are broadening their public and voluntary sector offering. Some (eg Hull) are interested in developing  specialist modules for school leaders.




	HENLEY MANAGEMENT COLLEGE

Julie Perigo


	Henley offers

· MBA full-time (£31,500) and executive MBA part-time, also 

       Distance Learning MBA in 3 stages over 2 years, with a 3 day 
       residential workshop at the start of each stage, and everything else 
       online. £14,000

· Executive development in five leadership ‘Schools of Thought’ 

· The Henley Partnership – best practice business network, offering seminars and events to members




	HULL 

BUSINESS SCHOOL
	(see above under HE)


	CASS BUSINESS SCHOOL 

CITY OF LONDON UNIVERSITY
	Cass offers

· Fulltime, modular and executive MBA programmes (£27,000 -£35,000)

· City of London base and strong international perspective

· Postgraduate diploma courses in voluntary sector management

· Open and bespoke programmes in business management and strategic leadership

· Day course for non-executive directors - with Pricewaterhouse Coopers - £825

      Strong focus on the ‘hard skills’ of business management 


	 ASHRIDGE 
Phil Anderson

Graham Shaw

Ashridge Education and Skills

Yvonne Blackborough

Admin

Lorraine Oliver

Learning Resource Centre Manager

Lee Waller 

Business development manager -

Tailored Management Development

Mike Davies

Business development manager-Open Enrolment Programmes

Gabriele Silver 

MBA


	Ashridge is a freestanding business school-founded as an educational trust 1959. It is one of only 1% of business schools internationally with triple accreditation (UK, European and US). In 2007 the Financial Times ranked it first in the UK for its customised executive education. It sees its particular strength lying in leadership and personal development, an interactive style of teaching, the high calibre and practical experience of its faculty, and its flexible, personalised approach in working with clients.

It has 80 faculty members and 90 associates, all with leadership experience. There is teaching crossover with Cranfield and Henley.

Ashridge offers

· Qualification courses: postgraduate diploma, masters and MBA (full time and two-year part-time). Part-time MBA has 12 modules each requiring a week’s attendance at Ashridge.   Qualification courses have notional accreditation from Middlesex University, but Ashridge is on course to become officially self-awarding.  Ashridge MBA in a Day visits offered.

· Virtual Learning Resource Centre, with online access to Ashridge Learning Guides and Pocketbooks, book summaries, economic trend reports and portals for management journal articles. Portals can be customised for organisations.

· Open Enrolment Programmes with courses under three headings: leading people, leading business, leading management and change. 2,3,5 and 12 day courses (upwards from £800 a day). Small groups, matching people at comparable levels, from ‘future leaders experience’ for those with high potential to ‘top leaders journey’ for those moving into the highest level.  

· Tailored Management Programmes, blending theory and practice, with design and delivery worked out with the client 
eg BBC Leadership Programme (5 year programme for 6000 leaders with a series of events and learning processes over 6 months for each group of 120); Foreign and Commonwealth Office (1 week for top middle management, ongoing); Ministry of Defence (programme regularly updated over 12 years, 2000 managers); Electrolux (for experienced and high performing managers internationally 2x 4 day modules). 

· Diagnostic tools including Ashridge Inventory of Management Skills (AIMS). Backed by Ashridge Psychometric Services.

· Education Business Consultancy 30 Ashridge associates (under Ashridge Education and Skills) do practical consultancy (eg for teambuilding, strategic planning, marketing). The approach is plan-deliver-review, not theoretical models of leadership. Associates work mainly in schools and FE colleges, and draw on a range of diagnostic tools in coaching, workshops and whole-staff training.   Ashridge has run the NLE (National Leaders in Education) programme for NCSL (focus on communication to different audiences, including media)

· Facilities. Historic house and gardens. Teaching suites, residential accommodation for 200. Leisure complex. £185 residential daily rate.

IAPS has established a relationship with Ashridge through Phil Anderson. The two-day residential GPS (Growth, Performance, Strategy) course Feb 08 (with 12 heads)  was a negotiated programme and well received. It cost £1500 each.




	CRANFIELD UNIVERSITY SCHOOL OF MANAGEMENT

CCED 

Centre for Customised Executive Development

John Glen

MBA programmes

Tanya Butler

MSc Programmes 

Jane Wharmby

CCED Business Management Executive

Paul Morton

CCED Executive Development Consultant

Jane Roberts 

Open Programmes

Mary Mills

Sandy Cotter

Praxis

Joe Jaina

Director MSc Strategic Leadership

Graham Clark

Director Executive MBA

Sharon Jackson

Corporate Responsibility Leadership


	Cranfield is a privately funded postgraduate university. It has triple MBA accreditation and the FT 2007 ranks it second overall in the UK (after London Business School) for its  executive education programmes. It sees its strength in the breadth of its reach across all areas of leadership and management, both ‘hard skills’ and ‘soft skills’. Its focus is on ‘knowledge into action’ in all three interwoven strands of its activities: research, graduate programmes and executive education. Teaching style is very interactive (20% input, 80% work by faculty with individuals and small groups on embedding and applying).   

It has 106 full-time faculty, and 112 visiting faculty, all with external business leadership experience.  CCED also has a pool of associates with particular specialisms (eg coaching, small group facilitation, psychometrics). IPD has used several of the Cranfield faculty in a private capacity, at a personally negotiated rate. 

Cranfield offers

· MBA with the same content for the full-time one year MBA and the two-year part-time for the executive MBA. ‘Life changing’, with emphasis on personal and professional development, teamwork in a diverse group, and strong alumni networking. 14 weekends (Fri/Sat) + 3 residential weeks a year. Cost £26,500 (incl 1 week international study tour) 

· MSc – specialist masters programmes for experienced managers. The two most applicable to the sector are ‘Managing Organisational Performance’ and ‘Leading Learning and Change’.  Cost £16,000
Attendance requirement for MSc is 20+ days a year, mainly in 2 day weekend (Friday/Saturday) units, with study time c10 hours in other weeks. 

· ‘Think’ Open Programmes An extensive suite of programmes in 13 fields. The fields of General Management Development (pitched at  4 different levels),  Leadership (eg High Performance Leadership, Women as Leaders), and Personal Impact and Development are particularly relevant, covering many areas of concern for school leaders. Courses from 2 – 12 days, around £800 a day.
The General Management Development programme is a ‘mini MBA’, 
      12 -15 days residential, plus 100 day action plan and review days after 3
      months and 1 year.

      Cost  £9000 –  £12000. Free taster days available

 Praxis is a centre within Cranfield specialising in the skills of 
 leadership, managing self and others, and communication 
 eg Managing People Effectively 5 days + 3 days residential £6200 (one independent head reported very positively on this course as expensive but worth it for the long term.)

· Customised Executive Development offers bespoke courses or customisation of any of the programmes offered by Cranfield. Delivery can be at Cranfield or in any location. Design costs (£2500 per design day) mean cost effectiveness increases over the longer term. Cost is £10,000 per delivery day (so £500 each for a cohort of 20). Cranfield clients include private and public sector eg NHS, defence. Some work with ACEVO, also some pro bono for charities. 

· Knowledge Interchange. Learning resources support programmes. Wide access to research. Web portals customised for clients.

· Facilities. Modern facilities (on old RAF base), and versatile teaching rooms. Accommodation for 185, with small leisure complex.  £175 daily rate with accommodation, £57 without. Excellent admin backup. 


	4. OTHER LEADERSHIP ORGANISATIONS




	HTI

Anne Evans

Chief Executive

Nick Lambert

Assistant Director

Leadership Development and NCSL programmes

Mary Miles

Lead Trainer for NCSL facilitators


	HTI started as ‘Headteachers into Industry’ and now has the strapline ‘Leadership is our Business’. It is a registered charity, with its main office and training space on the Warwick University science park, but it has a national reach and is ‘fiercely independent’ of any other organisation. It is extremely well networked with Trustees and Patrons from the highest levels of education and business. It has a web of contacts with universities, business schools and other leadership organisations. It is one of NCSL’s main regional providers, recruiting across the middle of England and the Southwest, but it can provide programmes anywhere in response to request. HTI also works with TDA on performance management and national standards (eg for advanced skills teachers). As well as its Leadership Centre activities, HTI has a Trust that  fosters innovation (as in its business-backed Go4it initiative in schools to counter risk aversion).


HTI offers

· NCSL courses (Leading from the Middle, Leadership Pathways, NPQH, Head for the Future, and also Certificate/Diploma in School Business Management). Some discussion with IAPS about recruiting a cohort for Leadership Pathways. Courses (except NPQH) could be customised for groups (timing, location, negotiation over costs, joint facilitation). This is already happening for faith groups (eg RC diocese) and AE confirms that Steve Munby and senior staff at NCSL would be very supportive of ‘collaboratives’ from the independent sector. Indicative cost (per participant unsubsidised) for one year programme: £1500 for LftM with 3 development days, £1900 for HftF for 3+2 development days. All courses include diagnostics, online materials and network for support. 

· Bespoke ‘Leadership Journey’ programmes, such as GDST’s ‘Growing  Leaders’ that was designed by HTI in response to GDST’s requirements, and HTI then brokered Leicester MSc accreditation. The total cost of this 2 year programme (20 participants) is £75K, which includes 25K for accreditation and marking of assignments. GDST pays. Other programmes with local authorities include ‘leading teams and managing people’ for new heads.

· International dimension eg leadership framework for GEMS schools in Dubai.  

· Business/education leadership interchange through ‘stretch’ assignments (business placements for school leaders to tackle specific projects),  forums for school and business leaders to share challenges, pro bono input from business to school leadership teams, and new approaches to executive coaching. The business / education links are rooted in the belief that leadership is generic, though management may be specific to context.  


HTI’s preferred mode of operation is to work flexibly and innovatively with partners, and ‘Growing Leaders’ was an example of this in practice. They believe that ‘off the shelf’ courses are no longer the way forward at leadership level, in business or in education.  

HTI hosted the 2006 cross-association seminar that launched this project. It is positive in its approach to the independent sector, and would be very interested  to work with us. It sees itself as having a distinctive capacity to design and broker programmes based on what the client wants to achieve.   




	LEADERSHIP TRUST

Paul Winter

Chief Executive and a Course Director

Margaret Thomas    Course Director 

Gordon Seymour

Accounts Manager East of England

Course Director
	The Leadership Trust sees itself as distinctive in its focus on leadership and leadership development (in comparison with the broader remit of business schools), and providing a centre of excellence in leadership. Its key principles are that leadership starts with knowing and controlling yourself, and that leadership is about winning the hearts and minds of others. 

The Trust  works with individuals, teams and organisations. It is a charity comprising the Leadership Trust Foundation (research and sponsorship) and the training company. As a not-for-profit organisation, it aims to facilitate access to programmes through sponsorship, grants and bursaries (eg offering free places on a leadership management programme for Teaching Award winners). It has a staff of almost 100, with 15 course directors who have all worked at senior management level (2 are ex independent school heads) 

The Leadership Trust offers:

· Open programmes based at the Trust’s centre in Ross-on-Wye – usually 3 days + at a cost of £500-650 per person per day. These are focused on personal development. They have masters credit attached which can then be put towards an MA/MBA

· Bespoke programmes focused on team/organisational development – eg working with the senior leadership team at Benenden School. No charge for programme design, but consultant day costs £900-£1800 for bespoke programmes

· MBA with a specialism in leadership in conjunction with Strathclyde University (strong track record in modular, distance learning MBA). AMBA accredited. 3 year programme but can take longer. Made up of 3 open programmes at the Trust’s Centre (10 days total) + workshops and summer school in Glasgow. Cost £17,500. Has not been marketed to school leaders, but seen as appropriate for them if it could be funded.

· MA in Leading Change – for organisations in transition – accredited by University of Gloucester

· Bespoke masters programme could be designed with the Trust with validation and accreditation from the University of Worcester.

· Leadership Audit – online diagnostic tool for assessing individual and team strengths and areas for development, and designing bespoke programmes

· Case studies of how the Trust has worked with a wide range of organisations (from Barclays Bank to Sport England)

Individual independent school heads have participated in Trust courses, with some positive feedback. IAPs has had a residential course for experienced heads (2.5 days £600-£700) at the Trust’s centre (projects and activities indoors and outdoors emphasising teamwork).

Paul Winter made a presentation to the cross-association seminar in September 2006. 
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 Appendix 9

MODELS OF LEADERSHIP DEVELOPMENT PROGRAMMES

In the last decade, many organisations have become centrally concerned about leadership development and have devised their own strategies and mechanisms to improve provision. This table outlines how the following  organisations have responded in setting up programmes to meet perceived needs.

· Girls’ Day Schools Trust

· United Learning Trust

· Leadership Foundation for Higher Education

· Association of School and College Leaders

· Specialist Schools and Academies Trust

· Association of Chief Executives in Voluntary Organisations

· The National Policing Improvement Agency

· The Institute of Directors

· The Leadership Institute (for the Anglican Church)

· National Association of Independent Schools (USA)

· Independent Schools Association of South Africa

· Independent Schools Council of Australia

· Teacher Learning Academy

· Higher Education Academy

	GDST

Garry Neave GDST

Prof Bernard Barker Leicester University

Anne Evans CEO HTI


	Launching a suite of leadership programmes for all levels from emergent managers to consultant heads – hoping to make the programme available to other independent schools once established

· Masters-level leadership programme (MSc accredited by Leicester University, with brokerage  by HTI- started 2007 for 20 future leaders from GDST schools) 

· Talent spotting and leadership events for young teachers as future leaders

· Partnerships (secondment, job swaps, networking) with state schools, private companies  and voluntary organisations  

The whole ‘Growing Leaders’ programme exemplifies partnership working (GDST/Leicester University/HTI)                                                                                                                                                                      


	ULT

United Learning Trust

Dame Angela Rumbold Chairman


	Subsidiary of United Church Schools Trust

Spans maintained and independent: 13 academies and church schools, 10 independent schools, with total of 1700 staff

Training and development programme includes

· Specialist MA degree with Warwick University


	Leadership Foundation for Higher Education

Ron Haylock

Founding Board Member

David Allen 

Board Member
	Provides a model of response to needs defined by the sector, including

· Top Management Programme  19 days over 6 months

· Senior Strategic Leadership  5 days over 4 months

· Head of Department  4 days over 3 months

· Governor Development Programme 1 or 2 days

· Coaching (eg ‘First Hundred Days’ for Vice Chancellors)

The Foundation has a small central staff and office, and works through a group of carefully selected and highly qualified consultants 
Programmes based on ‘facilitated learning processes’ 

· Action and reflection

· Observation and analysis

· Engaging with networks

· Filling specific ‘skills’ gaps

· Thinking ‘outside the box’ (cross-sector and international)

· Being offered challenge as well as support

· Undertaking challenging assignments and projects

· Finding ‘space’ to reflect



	ASCL

Association of School and College Leaders

Brian Lightman

President 2007/2008


	ASCL is affiliated to HMC and GSA.

It has 13,000 members including heads, deputies, bursars and other  members of senior leadership teams. 

It offers an extensive training programme through its  Management and Professional Services, offering  mainly one-day courses (cost c £250 a day) on a variety of ‘hard’ and ‘soft’ skill topics including coaching, performance management, financial awareness, timetable construction,  legal issues, managing people, and courses on stepping up to middle leadership, senior leadership team, deputyship and headship.

ASCL  trains experienced heads and deputies for consultancy projects  (£575 per consultant day) which claim a high satisfaction rating  eg subject leadership, preparing for promotion, appointment of heads 

 


	Specialist Schools and Academies Trust

Charlotte Factor

Development Manager
	SSAT aims to promote good secondary education by building networks, sharing practice and supporting schools

Leadership programmes include

· Developing leaders for tomorrow (teaching 2-5 years) 2 year programme

· Middle level leaders (current and aspiring) 2 year programme

· Experienced leaders (in SLTs but may not be aspiring to headship) 9 months

· Aspirant headteachers programme (for SSAT leadership) 18 months

· Executive headteachers programme (for federations etc) 2 year programme

Programmes include 5+ days of national meetings

Cohort leaders are heads in SSAT schools, in line with philosophy of ‘by schools, for schools’

Building of networks eg Networking Leadership Visits in London  

SSAT has developed iNet (International Networking for Educational Transformation)

SSAT is a rapidly developing organisation. It has 4300+ affiliated schools (all types) and seeks independent school affiliation (cost c £1 per pupil pa)




	ACEVO

Association of Chief Executives in Voluntary Organisations
	Has developed a portfolio of professional development opportunities for members (2000 CEOs), including courses with Ashridge, Cranfield and Cass Business School. 

It has bought into the Ashridge VLRC.

Courses are offered in a variety of locations. eg

· Developing the Experienced Leader – 3 days Cranfield

· Newly appointed CEO? – 1 day Manchester £715

· Leadership Process – 3 days Ashridge £2750

· 1 Day MBA – London - £500

· Destination CEO? – London £1185

 ACEVO also arranges short seminars/master classes with Baker Tilly eg strategic business, financial planning, leadership and governance.

It has established the Leadership Centre in partnership with NCVO to promote the importance of leadership development in the third sector. It has also developed a diploma in Company Direction with the Institute of Directors, leading to Chartered Director status. 




	NPIA

The National Policing Improvement Agency
	
Agency identified five levels of leadership defined as

· Leading by example – new to policing

· Leading others – new to supervision

· Leading teams – into second tier management

· Leading units – responsible for direction of several teams

· Leading organisations – capability and performance of whole organisation

Leadership development supported by the Police Leadership Qualities Framework (PLQF) – drawn up by NPIA 

  


	Institute of Directors
	
Membership open to all those responsible for the strategic business direction of an ‘entity’ (company, charity, academic or training organisation…) with £250,000K+ turnover

Provides development programmes ‘championing professionalism in the boardroom’

· Accredited pathway through Certificate and Diploma in Company Direction to Chartered Director status

· Certificate requires 12 days +e-learning and exam, + 3 days and exam for Diploma, + professional review for Chartered Director 

· Chartered Director Online network 

· Executive coaching and mentoring

· One day conferences and seminars  

· 


	
TLI

The Leadership Institute
	
TLI was established in 2000 as a private company limited by guarantee and a registered charity – to provide courses in leadership and Christian management for the worldwide Anglican Communion.  

A leadership programme for Bishops, archdeacons and deans fills a recognised gap in training for leadership responsibilities at senior levels in the church. It consists of two 5 day residential retreats connected by a six month personal development project in situ.  
Dioceses also provide leadership programmes for clergy. TLI encourages collaboration and links to other providers.   




	NAIS 

USA National Association of Independent Schools 

Paul Miller

Director of Global Initiatives

Gene Batiste

Vice President  

i/c leadership programmes
	
School membership is open to all independent schools that also belong to state/regional independent school associations
NAIS provides conferences and summer institutes (5 days) for :

· Emerging leaders (teachers planning a career path including administration). School Leadership Institute 

· Aspiring heads (administrators or teacher-leaders planning a career path culminating in a headship). School Leadership Institute 

· New heads (heads in their first five years of headship). Institute for New Heads 

· Experienced heads (heads with six or more years of experience). Institute for Experienced Heads 

· Career change leaders (administrators and executives from other fields seeking leadership roles in independent schools). School Leadership Institute 

· New trustees and/or chairs of boards of trustees. Leadership though Partnership Workshop 

NAIS also offers 

· Talent spotting and encouragement of potential leaders    
· Mentoring for aspiring heads (by current and former heads), with support from online resources and a communications network and including oversight of a leadership project 

· Online assessment tools for self-evaluation by the board, and by school leaders  


	ISASA

Independent Schools Association of South Africa

Dr Jane Hofmeyr Executive Director
	
ISASA represents 550+ independent schools across South Africa. Schools are individually accredited for membership.  

Membership includes Heads (SAHISA), Bursars (SAHIBA), Marketers (ISMA) and corporate members (eg finance companies). ISASA/SAHISA jointly present national conferences.

Professional development is part of ISASA’s remit. This includes ‘teacher learnerships and mentorships’, international links and research projects, and accredited courses for heads, bursars and business managers. 

Accredited leadership development is being pursued in partnership with Wits University business school - currently a group of 25 heads participating. (The business school link has been found more appropriate than educational  provision)




	ISCA

Independent Schools Council of Australia

Bill Daniels

Executive Director

AIS

Association of Independent Schools (in each state)


	
ISCA is the umbrella organisation for 8 regional (state/territory) Associations of Independent Schools (AISs). Professional development is largely undertaken on a state basis. 

The largest AIS (New South Wales) offers a range of professional development courses, and accredits teachers against standards for levels of professional expertise. It has recently established an Independent Schools Leadership Centre (ISLC) which is beginning to offer programmes for executive and middle managers. In 2008 these comprise middle management (2 days), senior leaders (4 days), and bursars (4 days), calendared to suit each group. The Bursars’ courses are open to non-members and are being run in conjunction with the NSW Bursars’ Association. 

   


	Teacher Learning Academy
	TLA is an offshoot of GTC, and TLA recognition comes from GTC registration fee. It is expanding rapidly so will work through school, local and national partners (eg SSAT). 

TLA is not specifically a leadership programme, but it recognises school-based professional development. It validates ‘learning journey’  research projects by teachers that focus on improving school practice. Four stages - from a three week study, to a year+ study of national significance. Accreditation is being sought: stage 4 is potentially a masters level. There is also a ‘badging’ scheme for schools as TLA schools or TLA centres.  

   


	Higher Education Academy
	Aims to lead, support and inform the professional development and recognition of staff in higher education, promoting quality in teaching and learning. It gives teaching awards and confers Associate, Fellow and Senior Fellow status on individuals for completion of academy accredited programmes (eg PGCE in teaching).
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Appendix 10

PROJECT UPDATE AND EMERGING OPTIONS – 

FOR DISCUSSION BY ASSOCIATIONS

The project thus far has established an overview of 

· what is being done across the ISC associations, and what is seen to be needed, to support the development of leaders in independent schools; 

· the current and potential offering of national providers, including higher education, business schools and leadership bodies;  

· examples of ways that leadership programmes are being devised and implemented in a range of educational and other organisations. 

The project findings point to some key areas for action:

1. Share information

· Make arrangements for disseminating research undertaken by school leaders in the independent sector, or about independent schools.

· Share information about courses provided by all the associations to encourage open access where appropriate.

· Facilitate access to information about leadership development options and peer experience of these, with guidance on match to individual needs.

· Develop reciprocity in access to courses between independent and maintained schools, and the sharing of expertise.

2. Promote leadership learning

· Develop a more systematic and tailored approach to coaching, mentoring and work shadowing.

· Move from ‘off-the-shelf’ discrete short courses to longer programmes that promote ‘blended learning’ and application in school.

· Focus on leadership teams and the growing of leaders in situ.

· Make more use of diagnostic tools and audits of need to individualise provision.

· Increase the use of online networks and guided e-learning. 

· Extend links with leaders in other fields.

· Develop the training and development role of experienced leaders.    

3.  Build expectation and entitlement

· Define leadership standards in the independent sector to guide programme construction, individual self-evaluation and public awareness.    

· Build career-long expectation of professional learning and development, through all leadership stages, with the backing of governors.

· Provide information and opportunity, while keeping leaders in the driving seat in pursuing their own development.

· Consider realistic cost expectations and patterns of responsibility for funding.

· Define parameters for a leadership programme, and aspects of professional development that lie beyond its scope.

4.  Join up provision  

· Recruit cohorts from within and across associations for external courses.  

· Promote credit accumulation and transfer in award-bearing courses.

· Publicise possible development pathways through the five stages of school leadership.

· Develop partnerships with key providers for specific purposes.

· Consider crossover areas of provision by associations and ways of streamlining effort. 

What form of organisation would be needed to facilitate the above?

The associations are already providing much that is relevant to school leaders, and are opening up new pathways in forging links with external providers. The challenge lies in maximising the impact of what is already happening, and creating a framework strong enough to sustain the development of a coherent leadership programme for the longterm.  

The project findings point to the conclusion that a leadership programme cannot and should not be put into the hands of external providers, but nor can it be provided entirely in-house by the associations. Some form of organisation appears to be needed, at the very least as a hub for the dissemination of information. It could also have a role in articulating expectations, reviewing provision and advising on suitable pathways. More proactively, it could work with association training officers and external providers in commissioning, customising and recruiting for courses. Such an organisation could also provide market-place recognition of individuals’ leadership development activities, through some form of badging or award process.  

The project brief for this year included a final phase of setting out options and making recommendations about the way forward. It will be useful to have the considered views of the steering group to guide this process. 

In discussing the options for ‘making it happen’, it would be useful to consider 

· What form of organisation would best serve the needs of individuals, the associations and the sector as a whole?

· What is the scale of work to be undertaken?

· What should or could be the role of ISC?

Draft recommendations concerning governance  - for discussion by AGBIS

AGBIS has a key role to play in creating a framework of expectation about leadership development, so that individual governing bodies  

· Recognise the importance for the whole sector of breeding excellent leaders.

· Fund leadership development at least to the level of expectation in the state sector. 

· Ask specifically at interview about applicants’ proactive preparation for leadership roles.

· Audit areas for development at the time of a head’s appointment, and then in regular appraisals. 

· Draw on governors’ expertise to support leaders in pursuing opportunities that serve their particular needs.  

· Expect heads to continue to develop as leaders, with stimulus from beyond the school.

· Work out ‘What’s in it for us?’ in committing resources to leadership development. 

· Review the outcomes and impact, on the individual and the school, of activities undertaken. 
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Sources

The project drew on a wide range of conversations and meetings, information from associations and providers, and responses to a survey. It was not intended to survey the literature on leadership development, nor expound on theories or models of leadership, but conclusions in this report were informed by background reading including the following:

Davies B. and Calnin G. (2004)  Independent Voices – Reflections on the current leadership approach of independent school headteachers in England and Australia

for NCSL as part of the international research associates programme

Earley P. and Evans J. (2002) Establishing the Current State of Leadership in Independent Schools in England Institute of Education University of London  

Commissioned by HMC,GSA, SHMIS, IAPS and ISA

Gabbitas (1998) The First Year – A survey of independent school heads in their first appointment
Goffee R. and Jones G. (2006) Why Should Anyone Be Led By You?  

Harvard Business School Press

Harvey J. (2007) Are We Missing the Elephant? – a position paper challenging the lack of  research about leadership and governance in fee-paying schools jharvey@glos.ac.uk
NCSL (2003) Were You Prepared? Findings from a national survey of headteachers  

NCSL (2003) Mentoring and Coaching for School Leaders

NCSL (2006) What We know About School Leadership
NCSL (2006) Greenhouse Schools – Lessons from schools that grow their own leaders

Policy Exchange (2007) The Leadership Effect – Can headteachers make a difference? 

PricewaterhouseCoopers for DfES (2007)  Independent Study into School Leadership
� Independent Study into School Leadership (2007) for DfES by PricewaterhouseCoopers LLP


† Association of Governing Bodies of Independent Schools (AGBIS) • Girls’ Schools Association (GSA) • Headmasters’ and Headmistresses’ Conference (HMC) • Incorporated Association of Preparatory Schools  (IAPS) • Independent Schools Association (ISA) • Independent Schools’ Bursars Association (ISBA) • Society of Heads and Headmistresses of Independent Schools (SHMIS)
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