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Author(s) 

and year 

Years 

of the 

study 

Contex Region 
Aims/Research 

pourpose 

Research 

design and 

method 

Learning approach Learning mode 
Sample 

description 
Findings 

(Aas & 

Vavik, 

2015) 

2009-

2012 

Since 2009, the University of 

Oslo has been a provider of the 

National Principal Programme in 

Norway. The Ministry of 

Education expects the institution 

to deliver a programme that 

provides students with 

knowledge and skills in school 

leadership. The programme 

uses the participants’ 

experiences as a starting point 

for knowledge building. Over the 

course of one-and-a-half years, 

several methods are introduced 

to the participants to inspire 

critical thinking about leadership 

practices. Coaching that 

promotes reflections on personal 

agency is an integrated in the 

programme 

Oslo, 

Norwey 

(1) To investigate 

how a methodology 

of group coaching 

can contribute to 

professional 

development. (2) To 

explore the effect of 

group coaching in the 

construction of 

leadership Identity  

Qualitative 

study (Action 

Research) 

based on an 

open 

questionnaire, 

reflection paper, 

written meeting 

minutes/researc

h logs 

Group-coaching methodology is 

introduced in Norway National 

Principal Program to inspire critical 

thinkink about leadership practice. 

The coaches work in the 

Department of Teacher Education 

and School Research (ILS) at the 

University of Oslo and have all 

participated in a joint training 

programme led by a leading 

external coaching expert. 

Coaching is delivered to groups of 

six students. Each coaching group 

has their own dedicated coach 

who follows them throughout the 

programme. All the students 

participate in the coaching 

sessions by asking questions, 

sharing reflections and offering 

advice.  

Action 

Research 

involved 6 

coaches/resear

ch and 170 

participants in 

the six groups 

that have 

completed the 

programme at 

the University of 

Oslo in the 

years 2009 to 

2012 

Group coaching represents a potential 

bridge between the academic 

knowledge and the personal agency 

needed to construct a healthy leadership 

identity. The systematic analysis 

revealed how the students felt they each 

gained a better understanding of the 

individual school leadership role by 

sharing different leadership experiences 

and personal preferences 

(Augustin

e-Shaw & 

2011-

2012 

and 

The Kansas Educational 

Leadership Institute (KELI) is an 

organization designed to bridge 

Kansas 

Education

al 

To explore how 

superintendent 

mentoring programs 

Qualitative 

study  based on 

questionnaires 

The mentoring experience involves 

veteran superintendents sharing 

knowledge and skills with novice 

Mentoring based on face-to-face 

interaction, phone call  and 

technology-assisted comunication 

All mentees and 

mentors in the 

KELI program in 

KELI’s mentoring and induction program 

for new superintendents provided a solid 

foundation to equip new district leaders 



Funk, 

2013) 

2012-

2013 

the mentor/ mentee gap through 

a framework of support intended 

to help novice school leaders 

grow and thrive 

Leadershi

p 

Institute,  

Kansas, 

USA  

may help new 

administrators bridge 

the gap between 

what they enter their 

new leadership 

position knowing, and 

what they need to 

know in order to grow 

while on the job 

(five open-

ended 

questions) 

leaders, in the first and second 

operational years, as the key 

element bridging the gap between 

limited support in Kansas and a 

program rooted in quality 

processes and research 

the years 2011-

2012 and 2012-

2013 

with the skills and strategies to tackle 

the challenging environments in which 

they lead 

(Barnett, 

2013) 

2010-

2012 

Formal mentoring programs in 

the southeast United States 

typically include internships that 

only require the intern to observe 

the work of others. Most do not 

require the mentor to be formally 

trained by a university or district 

and leave it up to the interns to 

self-select their mentor (SREB, 

2005). East Tennessee State 

University developed 

relationships with local school 

districts, provides ongoing 

training for mentors, and 

requires an intensive, active 

internship 

USA To assess the 

perceptions of eight 

principals who serve 

as mentors for an 

internship program 

for aspiring principals 

at East Tennessee 

State University  

Qualitative 

study (case 

study) based on 

semistructured 

interview 

East Tennessee State University 

internship program requires 540 

internship hours over the course of 

2 school years. Mentoring is an 

important component of training for 

aspiring and beginning principals 

because interns learn on the job in 

a supportive environment where 

they can take chances. Mentors 

also learn from the experience of 

being a mentor 

  

Not specified Eight principals 

who serve as 

mentors for an 

internship 

program for 

aspiring 

principals at 

East Tennessee 

State University 

Mentoring is an important component of 

training for aspiring and beginning 

principals because interns learn on the 

job in a supportive environment where 

they can take chances. Mentors also 

learn from the experience of being a 

mentor. Mentoring resulted in reflective 

practices between the mentor and 

intern. It was also found to be an 

experience that works best when a 

positive relationship is developed 

between the mentor and the intern often 

leading to relationships that last long 

after the internship is over. This case 

study supported the need for standards 

based mentoring programs. The ISLLC 

standards are an excellent example of 

standards that are used to provide 

structure and coherence for mentoring 

programs 

(Bickman 

et al., 

2012) 

2008-

2009 

This study was carried out in a 

large urban school district in the 

Southeastern United States. It 

examined a feedback in a 

randomized design and a 

coaching intervention combined 

with feedback in a non-

randomized design 

USA To evaluate the 

efficacy of a feedback 

and coaching 

intervention designed 

to improve the quality 

of principal leadership 

Mixed-method 

approach based 

on a 

questionnaire, 

feedback  

reports and 

coaching 

reports 

Feedback in combination with 

coaching: principals received 

feedback from teachers on their 

instructional leadership, and their 

teachers’ trust of them. Principals 

also provided self-ratings and they 

compared their teachers' ratings to 

their own self-ratings. In the first 

part of the study they received 

feedback reports of these data. In 

Coaches scheduled sessions with 

their principals, typically in the 

principal's office, with automated 

meeting reminders emailed to 

coaches and principals. Meetings 

lasted between 45-90 minutes, 

with longer sessions generally 

immediately following a feedback 

report and shorter sessions in 

between feedback reports 

76 principals 

serving in the 

108 regular, 

elementary or 

middle schools 

in a large urban 

school district in 

the 

Southeastern 

United States 

Teachers’ perceptions of instructional 

leadership and trust of their principal can 

be enhanced when principals are 

provided with feedback alone. However, 

when coaching is added the effects are 

much more powerful and depend on the 

principal’s perception of the validity of 

the feedback and the number of 

coaching sessions attended. This study 

provides new experimental evidence of 



the second part they worked with 

trained coaches on how to use and 

integrate that information into their 

educational practice 

the efficacy of feedback and coaching 

as a program for leadership change and 

development aimed at improving 

instructional leadership and teacher 

principal 

trust 

(Boerem, 

2011) 

1999 Education in Canada is a 

responsibility of the provinces, 

each province having a unique 

educational system 

British 

Columbia 

(Western 

Canada) 

To investigate the 

kinds of support that 

was productive in 

helping school 

principals learn their 

craft and shape their 

leadership style, 

thereby developing 

into successful 

educational leaders 

Qualitative 

study  based on  

in-depth 

interviews 

based on an 

appreciative 

inquiry 

approach to 

gather 

information 

about each 

principal’s 

experience with 

support 

Mentoring as a way to help 

beginning leaders in their tasks: 

gaving reality check or being 

challenged to reframe or refocus a 

situation 

Mentoring based on listening, 

expressing concern for the leaders’ 

well-being, giving encouragement, 

affirming their work and 

recognizing the uniqueness of 

each one, checking in regularly, 

helping with getting connected to a 

network of other school 

administrators, and providing 

useful information 

The sample 

consisted of 

eight school 

administrators. 

At the time of 

the interviews, 

all of them had 

fewer than three 

years of 

experience as 

principals. The 

sample also 

included those 

that had left the 

principalship 

after fewer than 

three years of 

experience in 

the role schools 

in British 

Columbia, 

Canada 

Supportive relationships and supportive 

interaction  (listening, expressing 

concern for the leaders’ well-being, 

giving encouragement, affirming their 

work, and recognizing the uniqueness of 

each one, checking in regularly, helping 

with getting connected to a network of 

other school administrators, and 

providing useful information)  can help 

new administrators as they develop the 

knowledge, skills and dispositions that 

they need to lead successful schools 

(Bridwell-

Mitchell & 

Lant, 

2013) 

2007 In northeastern U.S.A. a 2004 

school reform initiative placed 

principals into professional 

networks. Network enactment 

refers to the process by which 

individuals examine and make 

choices about who, among their 

set of potential contacts, will be 

contacted given situated 

assessments about the 

demands of a particular problem 

USA (1) To examines the 

contacts that public 

school managers or 

principals solicit for 

advice when facing a 

difficult school 

problem. (2) To 

investigate how 

network enactment 

influence leaders’ 

problem 

Mixed-method 

approach study 

based on a 

questionnaire 

and on a 

simulated 

problem-solving 

exercise.  

Multilevel data 

on managers’ 

advice seeking 

Networks have between 4 and 20 

members and were formed by 

regional administrative 

supervisors, who also assigned 

network leaders to oversee the 

networks’ activities.  

Not specified 49 school 

principals from 

a large 

northeastern 

U.S. city. At the 

time of the 

study, principals 

had 

participated in 

their networks 

for three years. 

The set of contacts on which leaders 

ultimately rely, and the corresponding 

resources leaders are able to bring to 

bear on a problem, are a function of 

their network enactment. Perceptions of 

problem characteristics along with 

network cognition will influence network 

enactment – specifically – which ties are 

activated for a given problem. When 

managers frame a problem as strategic, 

they appear more likely to seek advice 



space and the resources 

conferred by potential ties 

solving cognitions 

and characteristics of 

problem solutions 

was analyzed 

using 

hierarchical 

linear models 

from contacts they perceive as expert 

and endowed with material resources. 

When managers frame problems as 

political, they appear more likely to seek 

advice from contacts they perceive as 

trusted and influential. When managers 

have an indefinite frame for problems, 

they appear more likely to seek advice 

from contacts they perceive as both 

expert and trusted, and with whom they 

interact frequently 

(Bush et 

al., 2011) 

2007-

2009 

In 2007, the former South 

African Department of Education 

introduced a new threshold 

qualification for aspiring school 

principals as part of its wider 

strategy to improve educational 

standards. The course, badged 

as an Advanced Certificate in 

Education: School Leadership 

(ACE), was piloted in six 

provinces from 2007–2009. The 

ACE is being delivered by 

universities, through a common 

framework agreed with the 

national Department of 

Education and the National 

Management and Leadership 

Committee (NMLC).This paper 

reports the main findings from 

the evaluation of the pilot ACE 

programme 

South 

Africa  

To provide advice to 

the Minister of Basic 

Education about the 

suitability and 

sustainability of the 

ACE programme 

qualification for its 

intended purpose, to 

improve school 

leadership and 

management 

Qualitative 

study  based on 

documentary 

analysis, 

observations,  

surveys, a 

longitudinal 

case studies, 

interviews 

University courses, contact 

sessions, mentoring, local or 

discrtit networks, site-based 

assessment (portfolio). The 

intention of the course is that it 

should be different from typical 

university programmes in being 

practice-based 

Not specified 430 participants 

tio the first pilot 

cohort of the 

pilot ACE 

programme 

ACE national programme should 

become an entry-level 

qualification for new principals. Many 

survey respondents, and interviewees, 

regard mentoring as the key component 

of the course, which is likely to have a 

critical impact on whether it succeeds or 

fails. However, the model of ‘mentoring’ 

used in the ACE programme reinforces 

a dependency model rather than 

providing avehicle to develop mentees’ 

confidence and skills. Much of the 

mentors’ work is with groups rather than 

individuals and group sessions are led 

by the mentors, who largely determine 

the agenda, and dominate the 

discussion. Where mentors do work 

directly with the candidates, they often 

provide ‘solutions’ rather than asking 

questions and provide genuine one-on-

one mentoring. The ACE programme 

was conceived as a practice-based 

programme even if networking's 

purpose was to discuss assignments 

rather than to share management 

practice 



(Celoria & 

Hemphill, 

2014) 

n.d. Newly appointed school 

principals (first and second-year 

principals) in San Francisco Bay 

Area state of California, USA. 

The coaching initiative is 

affiliated with a major university 

in California’s San Francisco 

Bay Area. In this study, new 

principal coaching is described 

from the coaches’ perspective 

San 

Francisco 

Bay Area 

state of 

California

, USA 

To investigate the 

role of the coach as 

defined from the point 

of view of the coach: 

"what happens in the 

coaching 

relationship?" 

Qualitative 

study based on 

telephone 

interview with 

28 coaches and 

3 semi-

structured, face-

to-face 

discussions with 

6 coaches over 

a one-year 

period 

The process-oriented coaching 

model is without the use of an 

established curriculum or preset 

agenda; this openness allowed the 

needs and interests of the 

principals to surface and define the 

areas of focus for each coaching 

encounter 

Process-oriented coaching based 

on questioning, paraphrasing, 

reflection, instructional appoaches, 

and facilitative approaches  

34 new principal 

coaches 

involved in a 

coaching 

initiative 

affiliated with a 

major university 

in California’s 

San Francisco 

Bay Area 

Process-oriented coaching can support 

recently appointed school principals as 

they adapt to their new work 

environment and develop the skills 

needed to take on complex tasks 

(Chen & 

Chen, 

2014) 

n.d. In Taiwan, the Taiwanese local 

governments responsible for 

headship preparation created a 

training approach for school 

leadership preparation namely 

aspiring headteachers’ 

"administrative placement in 

education departments (ap)". 

Headteachers in Taiwan are 

placed into local Department of 

Education for one-year "ap" 

training in order to enhance their 

policy sensitivity and 

administrative capacities through 

workplace experiential learning 

Taiwan (1) To evaluate the 

efficacy of 

"administrative 

placement in the 

education department 

(ap)" as a core 

feature to the 

headship preparation 

programme. (2) To 

explore effects on 

their school 

leadership and 

management 

Mixed-method 

approach (case-

study 

methodology) 

based on semi-

structured 

interviews and 

document 

analysis 

Workplace experiential learning: 

after pre-service training, qualified 

reserve heads are then placed into 

local education departments, 

rather than school settings, to 

undertake administrative work for 

between six months to one year, 

depending on the districts’ 

requirement. After the "ap" has 

concluded, ap heads are eligible to 

apply for certain headship 

positions 

Day-to-day operations in authentic 

settings 

22 

headteachers, 4 

division chiefs 

and 3 school 

inspectors in 

three local 

governments in 

Taiwan 

Aspiring headteachers in the 

administrative placement in education 

departments programme were not only 

developed as effective school leaders 

but were also disciplined. The prevailing 

"ap" programme across local 

governments represents a new 

disciplinary technology used by local 

governments to make school leaders not 

only productive and efficient but also 

obedient and docile. Most of the ap 

headteachers stated that the purpose of 

the "ap" is for solving the understaffed 

problem of the department, rather than 

preparing the aspiring heads. 

Nevertheless, all participants viewed the 

"ap" as a necessary and valuable 

process for aspiring heads benefiting 

their subsequent school leadership and 

administration 

(Clark, 

2012) 

n.d. New Leaders 

(www.newleaders.org) ensures 

high academic achievement for 

all students by developing 

transformational school leaders. 

"School Leaders Network" 

(http://connectleadsucceed.org) 

(New 

York, Los 

Angeles, 

Washingt

on)USA 

To research the 

impact of using video 

to train and support 

school leaders 

(emerging leaders, 

aspiring principals, 

and principals) 

Qualitative 

study  based on 

trainers and 

coaches’ 

reflections 

Videos of practice to develop 

leadership practice, to stimulate 

emerging leaders, aspiring 

principals, and principals's self-

reflection 

Videos of practice based on a 

video viewing protocol to provide a 

framework for participants to share 

videos of their own practice with 

other emerging leaders in both 

face-to-face and virtual sessions. 

They use group discussion 

Three 

facilitators 

(trainers and 

coaches) of 

leadership 

development 

programs who 

Videos are the most effective way to 

prompt critical reflection about what 

successful leadership practice looks like  



provides ongoing leadership 

development for principals to 

make sure all children graduate 

with college and career-ready 

skills. With support from MetLife 

Foundation 

(www.metlife.com/about/corporat

e-profile/citizenship/metlife-

foundation/index.html), the two 

organizations are partners in 

researching the impact of using 

video to train and support school 

leaders 

protocols to relate the video to 

specific leadership actions 

use videos of 

practice to work 

with leaders at 

various stages 

of development: 

emerging 

leaders, 

aspiring 

principals, and 

principals 

(Coleman

, 2010) 

1990s Two networks  set up in England 

in 1990 arising from the 

perceived need for women 

leaders to support one 

another.The original impetus for 

the networks was the lack of 

equity for women in accessing 

leadership. 

England To explore what all-

women networks 

might offer women in 

leadership, in 

education, in terms of 

support and 

development 

Qualitative 

study (two case 

studies of 

women-only 

networks)  

based on seven 

semi-structured 

interviews, 

observation of 

the groups and 

study of the 

documents 

Women-only groups with strong 

ties are characterised by “trust and 

predictability” 

All-women networks: regular 

meetings, lectures and seminars, 

formal courses, formal and 

informal mentoring and coaching 

Network A 

(about 20 

members) and 

network B 

(about 50 

members) 

The valuable contribution that the 

networks have made to women’s  in 

leadership roles professional 

development. They provided informal 

support for each other, “a sort of 

informal mentoring” 

(Cowie & 

Crawford, 

2008) 

n.d. National programs to prepare 

aspiring principals in Scotland 

(SQH program, two years) and 

England (NPQH program, six to 

15 months) are underpinned by 

the National Standards for 

Principals in England and the 

Standard for Headship (SfH) in 

Scotland. This study are part of 

a larger international project, the 

International Study of the 

Preparation of Principals (ISPP) 

Scotland 

and 

England 

To explore the extent 

to which the 

programme for 

principal preparation 

in Scotland relates to 

what is expected of 

principals once they 

are in post and what 

it is that they actually 

do 

Qualitative 

study  based on 

monthly logs 

maintained over 

a six-month 

period 

Both programmes are 

predominantly work place based 

with candidates being required to 

manage and lead whole school 

projects and provide portfolios of 

evidence containing a claim for 

competence against national 

standards supported by reflective 

commentaries 

Online learning, supported self-

study, face-to-face-events 

Five school 

principals in 

Scotland and 

England 

through the first 

year of their 

appointment 

Although the limitations of small sample 

must be recognized,  the analysis 

therefore suggests a need to build on 

the preparation experience of new 

heads and pay more attention to their 

support and development needs. 

Preparation for headship can help to 

develop the professional identity of 

aspiring “Being” a new principal, 

broaden their outlook and develop 

confidence and self-belief are 

encouraging, but perhaps not surprising 

or particularly incisive. Clearly no 

preparation programme or experience 



can quite prepare people for the 

experience of headship and the reality of 

“being” new headteacher 

(Cowie & 

Crawford, 

2009) 

n.d. In both England and Scotland 

there is a national programme to 

prepare aspiring principals; the 

NPQH in England and the SQH 

in Scotland. The NPQH and the 

SQH are benchmark 

qualifications, underpinned by 

the National Standards for 

Principals in England and the 

Standard for Headship (SfH) in 

Scotland.  This studiesreports 

the second stage of a larger 

international project, the 

International Study of the 

Preparation of Principals (ISPP) 

England 

and 

Scotland 

(1) To consider the 

relationship between 

preparation for 

headship and the 

leadership and 

management practice 

of novice 

headteachers. (2) To 

analyse the learning 

outcomes of the two 

programmes. (3)To 

outline the story of 

these teachers 

becoming 

headteachers, as it is 

relevant to 

headteacher 

preparation 

Qualitative 

study (narrative 

methodological 

approach) 

based on 

interviews (each 

headteacher 

was interviewed 

for between an 

hour and two 

hours) 

Work place based programme with 

candidates being required to 

manage and lead whole school 

projects and provide portfolios of 

evidence containing a claim for 

competence against national 

standards supported by reflective 

commentaries. Collaborative 

activity and networking with 

colleagues 

Online learning, supported self-

study, face-to-face-events 

A small group of 

relatively new 

primary school 

headteachers, 

two in England 

and five in 

Scotland 

Preparation for headship may be a 

crucial aspect of professional 

development and progression, helping 

to develop the professional identity of 

aspiring headteachers, broaden their 

outlook and develop confidence and 

self-belief. Both the NPQH and the SQH 

attempt to provide opportunities for 

aspiring headteachers to develop and 

practise the skills and abilities required 

to deal productively and confidently with 

the issues they are likely to face on 

appointment to headship. The analysis 

suggests a need to build on the 

preparation experience of new heads 

and pay more attention to their support 

and development needs and to the 

socialisation processes involved 

(Enomoto 

& 

Gardiner, 

2006) 

n.d. In USA, Intership experiences is 

required for administrator 

certification by Educational 

Leadership Constituent Council. 

The study explored the 

challenges, conflicts, and 

tensions occurring between 

principals and interns 

USA To explore how 

mentoring occurs 

within formal 

arrangements such 

as intership in the 

school setting 

Qualitative 

study based on 

an ethnographic 

approach 

Mentoring as an aspect of 

organizational socialization 

process 

Mentoring within internship as a 

part of administrative preparation 

including: university courses; a 

monthly seminar on school policy, 

procedure and operations; 

intership full-time for one semester 

Eight 

amministrative 

interns paried 

with eight 

mentoring 

principals 

Four types of relationship emerged from 

the data: 1.mentor-protégé dyad 2. 

administrator-intern dyad 3.peer dyad 4. 

mentoring team.   The study offers four 

recommendations for the school 

organization to improve mentoring within 

interships 

(Fanning, 

2008) 

n.d. The educational community in 

the United States use portfolios 

as a method of monitoring the 

growth and development of 

school leader candidates 

earning certification 

USA To offer suggestions 

for new teachers and 

school leaders on 

how to construct an 

employment portfolio 

which will be 

recognized and 

applauded by 

prospective 

employers 

Mixed-method 

approach study  

based on paper 

survey 

Portfolio commonly used in 

education could be divided into 

four categories: (1) presentation 

portfolios, (2) working portfolios, 

(3) learner portfolios, and (4) 

professional development 

portfolios. Employment portfolio is 

used as evidence to employers 

that the candidate possesses the 

Not specified 61 California’s 

educational 

professors, 86 

hiring officials 

(superintendent

s, 

assistant 

superintendents

, or directors in 

charge of 

School hiring officials and professors in 

the field of education have not the same 

perception as to the purpose and format 

of the employment portfolio. Only 5% of 

school hiring officials require an 

employment portfolio. However if a 

candidate elects to share a portfolios, 

over half of the school hiring officials 

would be interested in seeing a resume, 

letters of recommendation, a philosophy 



skills, knowledge, and personal 

characteristics for the position 

human 

resources) from  

public 

school districts 

in the United 

State 

statement, reflection, and information 

addressing the state or national 

standards. On the other hand, hiring 

officials also commented on the need to 

keep the portfolio small, no more than 

10 to 20 pages in length 

(Fisher, 

2014) 

2010 “The professional self-efficacy of 

the school principal” scale was 

tested in Israel in 2000 and was 

found suitable for Israeli 

principals. The definition derived 

from this study was that the 

professional self-efficacy of the 

Israeli principal is the principal’s 

perception of his or her own 

abilities in five domains that are 

necessary for a successful 

principalship: general 

management, leadership; human 

relations; relationships beyond 

the school perimeters, as with 

parents and the community; and 

school pedagogy. The scale 

contained 57 items 

Israel To investigate the 

relationship between 

principal self-efficacy 

and work experience 

and to re-study the 

structure of a 

multidimensional and 

hierarchical Principal 

Self-Efficacy Scale 

(PSES) 

Quantitative 

study  based on 

self-efficacy 

questionnaire 

Mentoring model based on 

mentors self-efficacy. Principals’ 

self-efficacy (PSE) is a type of 

leadership self-efficacy involving a 

certain level of confidence in one’s 

knowledge, skills, and abilities, 

which are associated with the task 

of leading others 

Mentoring provided by highly 

experienced principals who have 

ten or more years of work 

experience, since the principal 

self-efficacy of those principals is 

likely to have risen with the 

accumulation of experience 

123 Jewish 

principals 

mostly from the 

center school 

district of Israel 

during the 2010 

school year 

The highest levels of the PSES 

(Principal Self-Efficacy Scale) were 

found with principals that were at their 

first year of leading the school. The 

levels of PSES drop significantly during 

the second year and up to the fifth year 

of work experience. They start to rise 

after the fifth year, and stabilize after ten 

years. Decision makers could use the 

self-efficacy questionnaire as part of the 

decision-making process when 

nominating mentors for first and second 

year principals: mentors should be 

selected from principals with ten years 

of seniority because with their 

experience and stable levels of PSE, 

they can definitely guide the others 

through the crisis points of PSES 

(Ford & 

Vaughn, 

2011) 

2005 In 2005 the Educational 

Administration Department 

(EAD) at Central University  in 

the United States created a 

virtual/local doctoral cohort for 

14 school leaders living and 

working in two states 

USA To investigate how 

did students’ self-

perceptions evolve 

within a cohort 

context, and how did 

these changes 

advance or retard 

professional learning 

community (PLC) 

growth 

Qualitative 

study  based on 

a year long 

phenomenologi

cal inquiry 

(interviews, 

continuing 

conversations 

with 

participants) 

and our own 

observations 

over a four-year 

time 

The virtual/local doctoral cohort 

created by EAD infused the 

curriculum with learning community 

literature; encouraged technology 

use as a vehicle for ongoing 

personal and professional 

connections; and hoped the cohort 

would become a professional 

learning community 

Mixed local/distance doctoral 

cohort at the Educational 

Administration Department (EAD) 

at Central University, USA 

14 school 

administrators 

who sought 

improved 

connections 

with colleagues 

and advanced 

degrees 

Although students’ identity evolutions 

moved the group toward becoming a 

PLC, a collaborative culture of thinkers, 

significant hurdles have been identified: 

unintentional professorial omissions, 

dealing with technology, ecc 



(Hilliard, 

2015) 

2010-

2011 

Principals’ Institute Leadership 

Development program at mid-

Atlantic University of the United 

States was in session for a 

period of 18 months, starting 

January 2010 to August 2011. It 

is designed for: 1) selected 

public school personnel to 

successfully complete 

coursework that would lead to 

Certification in Administration 

One, 2) feature professional 

development opportunities 3) 

advancing professional 

development for principals 

 USA To investigate the 

efficacy of the 

leadership 

development program 

Qualitative 

study  based on 

survey 

questionnaires 

and 

personal 

interviews 

The participants engaged in 

course work in areas of school 

administration, curriculum 

development supervision, school 

law, dynamics of group behavior 

and a series of professional 

development workshops/seminars 

for educational leaders. A yearlong 

practicum experience in a school 

setting provided participants with 

an opportunity to apply the 

knowledge, skills, leadership 

competencies and professional 

disposition acquired through 

coursework and mentorship by 

administrator supervisor and 

college faculty 

Not specified 15 participans in 

seven 

sessions of an 

18 month 

leadership 

development 

program at ABC 

University 

The principals’ Institute Leadership 

Development program provided 

participants with new and continuous 

learning experiences. The program had 

valuable results/outcomes. The program 

provided an opportunity for participants 

to qualify and gain certification for 

Administration One, orientation to 

leadership and advanced the 

professional development for principals 

(Huber & 

Hiltman 

2011) 

2007-

2008 

The modularized four-phase-PD 

programs of the states of 

Thuringia, Saxony-Anhalt and 

Saxony: phase 1 ) orientation is 

provided for teachers interested 

in school leadership; phase 2) 

the prepatory program for 

aspiring school leaders; phase 

3) the induction phase for newly 

appointed school leaders; phase 

4) a variety of smaller programs 

are offered to experienced 

school leaders. The 

Competence Profile School 

Management (CPSM) is the first 

web-based self-assessment for 

school leadership in the German 

language. In CPSM, various 

kinds of test formats are 

integrated: achievement tests 

focus on various forms of 

cognitive ability, questionnaire 

formats and motivational grids 

Thuringia, 

Saxony-

Anhalt 

(1) To investigate the 

extent to which the 

self-assessment and 

feedback stimulates 

further learning and 

increases the 

motivation to engage 

in other learning 

opportunities. (2) To 

explore to what 

extent participating in 

the orientation 

program including 

self-assessment and 

feedback has an 

impact on the 

participants’ career 

planning in terms of 

their intention to 

apply for a leadership 

position 

Mixed-method 

approach study 

based on 

standardized 

web-based 

questionnaires 

which consisted 

primarily of 

closed 

questions but 

asked several 

open ended 

questions as 

well 

Self-selection as part of 

recruitment for school leadership. 

Providing support for the 

processes of orientation and self-

selection are seen as important 

factors which enhance the quantity 

as well as the quality of school 

leadership recruitment 

web-based questionnaires The 396 

participants of 

CPSM pilot 

study and 264 

participants to 

of CPSM 

evaluation study 

The self-assessment appeared to have 

a marked impact on participants’ ideas 

about their own aspirations to become a 

principal or to take on various leadership 

roles. The participants experience the 

self-assessment and feedback as an 

enriching learning opportunity. First of 

all, it promotes reflection and with this it 

promotes the motivation to gather more 

information about their behavior in day-

to-day practice. Additionally, it becomes 

apparent that it promotes other learning 

opportunities as well, and not only the 

more innovative ones, but also the 

classic ones such as further course 

formats 



focus on different personality 

traits 

(Huber, 

2013) 

n.d. ‘Competence Profile School 

Management (CPSM)’ is the first 

web-based self-assessment for 

school leadership in the German 

language and it is one 

component of the modularized 

four-phase-PD program of three 

German states. This article 

investigates the use of multiple 

learning approaches and 

different modes and types of 

learning in the (continuous) 

professional development (PD) 

of school leaders, particularly the 

use of self-assessment and 

feedback 

Thuringia, 

Saxony-

Anhalt 

(1) To investigate the 

extent to which the 

self-assessment and 

feedback stimulates 

further learning and 

increases the 

motivation to engage 

in other learning 

opportunities. (2) To 

explore to what 

extent participating in 

the orientation 

program including 

self-assessment and 

feedback has an 

impact on the 

participants’ career 

planning in terms of 

their intention to 

apply for a leadership 

position 

Mixed-method 

approach study 

based on 

standardized 

web-based 

questionnaires 

Self-assessment and feedback web-based questionnaires  492 CPSM 2.0 

self-assessment 

participants' 

The participants experience the self-

assessment and feedback as an 

enriching learning opportunity which 

promotes reflection and the motivation 

to gather more information about one’s 

own behavior in day-to-day practice, 

supports other learning opportunities 

and promotes the participants’ 

professional competencies in areas they 

identify as beneficial to improving their 

practice 

(Huff et 

al., 2013) 

n.d. In the southeastern USA has 

been tested an intervention that 

provided systematic feedback 

and coaching to one group of 

school principals 

USA To evaluate coaches’ 

implementation of key 

model phases and to 

identify principals’ 

responses to the 

coaching 

Qualitative 

study based on 

two case 

studies and on 

conversations 

between 

principals and 

coaches in the 

formal coaching 

sessions 

(conversations 

were audio-

taped and then 

transcribed) 

Five-phase model of performance-

based coaching to capture the key 

paths that principals follow with 

their coaches to understand 

feedback and make meaningful 

changes in their leadership 

practices: (1) groundwork; (2) 

assessment and feedback; (3) 

goal-setting; (4)action planning 

and (5) ongoing assessment and 

support 

A performance-based coaching 

based on: (1) three rounds of 

feedback (in fall, winter and spring) 

that reported their teachers’ and 

their own perceptions of their 

instructional leadership practices, 

teachers’ trust in their principals, 

teachers’ trust of each other; and 

(2) coaching throughout the school 

year to support principals’ analysis 

and responses to the feedback 

Seven coaches 

and 24 

principals in 

elementary and 

middle schools 

in an urban 

school district in 

the 

southeastern 

USA 

The study profile two cases of coach-

principal pairs who differed in their 

implementation of and responses to the 

feedback and coaching. It discuss how 

their coaches differed in two key 

dimensions of implementation: dose and 

the quality of program delivery. The 

study concludes with a discussion of 

how these findings can inform 

development of future educational 

leadership coaching programs and 

guide additional research to evaluate the 

impact of coaching 

(Johnston 

& 

1999-

2002 

The State of Ohio (USA) was 

one of five states that 

Ohio 

(USA)   

To analyses the 

benefits of Portfolio  

Qualitative 

study of a four-

Portfolio is a learning tool, an 

essential part of the development 

Not specified 26 principals 

from the 70 

Three levels of benefits from level 1 are 

desribed, where the portfolio was seen 



Thomas, 

2005) 

participated in May 2002 in a 

field test of the Portfolio 

Assessment for School Leaders 

designed by the Interstate 

School Leaders Licensure 

Consortium (ISLLC) and the 

Educational Testing Service 

(ETS) 

Assessment for 

School Leaders: (1) 

to evaluate the 

impact of the portfolio 

process on principals’ 

leadership in their 

buildings; (2) to 

inform judgments 

about the usefulness 

of the ETS portfolio-

based approach for 

beginning principals; 

(3) to improve future 

program 

effectiveness;(4) to 

inform policy 

decisions about uses 

of portfolio evaluation 

more broadly 

years based on 

focus group 

interviews, 

phone 

interviews, 

surveys, the 

principals’ 

completed 

portfolios, and 

Annual regional 

evaluation 

reports and 

regional 

meeting 

minutes 

of administrators, when 

participants were able to connect 

the portfolio work with their real 

work as administrators 

principals who 

completed the 

portfolio in Ohio 

between 

September 

1999 and 

January 2002 

primarily as extra work and had little 

benefit for the leadership in the 

principals’ schools, to level 3, where 

there was a reciprocal benefit between 

the portfolio process and the principals’ 

growth and developed as leaders. The 

results of this research indicated that the 

portfolio work was seen as professional 

development by principals only if it was 

contextualized in a larger supportive 

social network of professional practice 

(Kanokor

n et al., 

2014) 

n.d. The professional development of 

school principals is a matter of 

national concern and part of the 

strategic plan of the Thailand 

Ministry of Education. This 

collaborative action involves 

three parties composed of 

universities, the Office of 

Educational Service Area and its 

schools and communities 

Thailand (1) To study different 

methods for 

achieving the 

professional 

development of 

school principals at 

the Office of 

Educational Service 

Area. (2) To develop 

the collaboration 

necessary for the 

professional 

development of 

school principals. 

(3)To study the 

outcomes of the 

model for school 

principals' 

professional 

development 

Mixed-method 

approach study 

based on ten 

questions 

survey 

Needs assessment, goal setting, 

empowerment, self-study, 

intensive seminars, improvement 

project, project implementation, 

networking 

Not specified Not specified The majority of school principals are 

satisfied with the training and learning 

process. Hence they have improved 

their knowledge skills and competencies 

in management 



(Lochmille

r, 2014) 

from 

2006 

to 

2009 

University of California, Santa 

Cruz, was one of the first 

university-based centers to 

provide leadership coaching for 

school administrators. A 3-year 

period university-based induction 

program provided to novice 

school principals graduates of 

the college’s educational 

administration program and 

receive full-time positions as 

principals or assistant principals 

USA (1) To reports how 

leadership coaches 

perceived their 

coaching practice 

changed 

between the first and 

third year in which 

they had worked with 

the same person. (2) 

To analyse support 

do leadership 

coaches provide to 

novice principals as 

they develop their 

capacity for 

instructional 

leadership 

Qualitative 

study based on 

in-depth, 

semistructured 

interviews, 

video 

recordings of 

coaching 

sessions, and 

coaching logs 

The program retains former 

(retired) school and district 

administrators as leadership 

coaches and uses the blended 

coaching model developed by the 

New Teacher Center to teach the 

coaches how to support novice 

principals. The blended coaching 

model was selected as it was the 

mostly widely known model in use 

in educational leadership settings. 

Blended coaching model requires 

the coach to use a combination of 

active listening, participant 

observation, structured 

questioning, and feedback about 

leadership practice and 

challenges. Blended coaching 

draws heavily on the concept of 

emotional intelligence—the ability 

to relate to another individual’s 

needs—and five coaching 

strategies designed to promote 

action and reflection in educational 

leaders 

The coaching support takes place 

at the principal’s school (six hr per 

month in the first and second 

years, three hr per month in the 

third year). The coaches also 

agree to provide email and phone 

coaching support 

27 participants 

in the induction 

programme (12 

leadership 

coaches, 13 

school 

principals, and 

two program 

staff) 

Coaches adapted their leadership 

coaching practice in response to the 

principal’s needs and shifted their 

coaching strategies in each year of their 

work, while maintaining a broad focus 

on issues related to instructional 

leadership (instructional and modeling 

coaching strategies to build the 

administrator’s confidence throughout 

the first year, facilitative coaching in the 

second year and third year) 

(McCulla 

& 

Degenhar

dt, 2015) 

2012-

2013 

The Flagship Program of the 

Associationof Independent 

Schools ofNew SouthWales, 

Australia (AIS) is a  year-long 

Australian leadership 

development program centered 

on principles of good practice. It 

has been offered for the first 

time from December 2012 to 

November 2013. Thirty-one 

participants were selected 

through application and interview 

to be part of the inaugural 

program. Participants were all 

experienced senior teachers in 

SouthWal

es, 

Australia 

To tell the story of 

program 

implementation from 

participants’ 

perspectives 

Qualitative 

study  based on 

a action 

research. 

‘‘Learning 

conversations’’, 

centered on a 

semi-structured 

series of open-

ended 

questions, 

encouraged 

participants to 

reflect on their 

progress to 

Face-to-face meetings, online 

meetings, shadowing, program 

readings, school visits, mentoring, 

collaborative work, reflection and 

journalling, project work 

Not specified 31 participants 

in the  Flagship 

Program 

Participants came to view The Flagship 

Program as a multi-dimensional yet 

holistic program, asserting that the real 

value of the program resided in 

individual interpretation and personal 

development. The importance of the 

interpersonal relationships among 

participants emerged as a key 

contributor to the overall success of the 

program. The structured experience of 

shadowing a principal was seen by most 

participants to be a highly valuable one 



schools and at different points 

on their journey to leadership. 

progressed 

through The 

Flagship 

Program 

(McFadde

n et al., 

2006) 

n.d. Three-year pilot study in which a 

university and a rural school 

district partnered to provide 

induction services Interstate (in 

one southern state and from a 

similar partnership in a 

southwestern state) 

South 

Carolina 

(USA) 

To analyse the 

benefits of a school 

district/preparation 

program partnership 

Qualitative 

study based on 

two pilot studies 

The district has designed a cohort 

approach so that groups of new 

school leaders can network with 

each other and learn together. 

These learning sessions often are 

facilitated by university faculty 

through monthly brown-bag lunch 

meetings. Additionally, faculty 

members serve as coaches for 

schools that have specific needs 

and often organize clusters of 

school leaders that are dealing 

with similar problems 

Monthly brown-bag lunch meetings 

and clusters of school leaders 

New school 

leaders from a 

southern school 

district and from  

a southwestern 

school district  

The authors suggest that university 

faculty members, school leader 

preparation programs, and school 

districts can all benefit from a 

partnership to induct new school 

leaders. The key ingredient in the 

preparation of school leaders is the 

linkage of preparation, post-preparation 

service, and induction. A trusting 

relationship between the preparation 

program and school district will be an 

essential ingredient. This kind of 

partnership can also serve to strengthen 

the trust between school leaders and the 

school districts they serve 

(Mestry & 

Schmidt, 

2010) 

2007-

2009 

The ACE programme (Advanced 

Certificatein Education: School 

Leadership) is a  two year part–

time course piloted by University 

of Johannesburg addressed to 

principals and deputy principals 

of underperforming urban 

schools in the Gauteng Province 

(South Africa). ACE programme, 

was piloted in six provinces from 

2007-2009 

South 

Africa  

To analyse the 

efficacy of portfolios 

as a tool for 

promoting 

professional 

development in urban 

South African schools 

and to explore the 

challenges/benefits 

experienced by these 

principals in their use 

of professional 

portfolios 

Qualitative 

study based on 

in-depth 

individual and 

focus group 

interviews over 

a period of 12 

weeks 

Portfolio use in a principal 

preparation programme as a 

professional training tool for 

principals and as assessment tool 

Not specified Four principals 

in the Gauteng 

Province who 

completed the 

ACE 

programme at 

the University of 

Johannesburg 

Portfolio Assessment (holistic and a 

practiced based nature) as an 

alternative to summative evaluation. 

Portfolio encourage principals to think 

more deeply about their leadership and 

management practice. Portfolio raise 

principals to reflect upon their learning. 

The implementation of portfolio 

assessment as a management tool was 

in its embryo stage at the University of 

Johannesburg (need of guidelines to 

assist the principals in preparing for the 

assessment tasks) 

(Meyer & 

Shannon, 

2010) 

n.d. Not specified USA (1) To evaluate the 

use of case writing 

cum peer review as a 

tool to develop the 

practical knowledge 

of fledgling 

educational leaders. 

Qualitative 

study based on 

a case study 

Case writing and peer review as a 

tool of reflective practice. Aspiring 

education leaders use the writing 

of case studies to advance their 

reflection in and on action. The 

case study is then shared with 

members of the candidate’s peer 

Students would have to explain 

themselves in front of their peers 

and mentors who would question 

their decisions and assessments, 

requiring both collaboration and 

improvisation 

The case study 

centers on a 

new principal's 

first-year 

experience. The 

new principals 

was a member 

Case writing provided a tool for 

reflection and for moving the novice 

beyond the dualism of scholarship and 

practice. Case writing uniquely facilitates 

reflection-in-action and the building of 

communities of practice 



(2) To propose, as a 

candidate for a 

signature pedagogy, 

a method centered on 

case writing and peer 

review 

group (cohort members, faculty, or 

senior practitioners) as a step to 

building and integrating the 

candidate in a community of 

practice 

of a doctoral 

cohort in an 

education 

administration 

or leadership 

program 

(Michaelid

ou & 

Pashiardi

s, 2009) 

from 

2006 

to 

2009 

In Cyprus the in-service 

programmes are offered on an 

annual basis (once a week, for 

seven months of the school 

year) and take place at the 

Cyprus Pedagogical Institute, a 

division of the Ministry of 

Education and Culture.  The 

general purpose of the in-service 

programmes is to provide in-

service training to deputy and 

school heads in the areas of 

school leadership and school 

organization, and also in new 

trends ineducation. The 

participants in these 

programmes consist of three 

groups: a group of newly 

appointed headteachers from 

secondary education, a group of 

newly appointed headteachers 

from primary education, and a 

third group of newly appointed 

assistant heads from secondary 

education 

Cyprus To investigate school 

leaders’ views 

regarding the in-

service training 

programmes they 

formally attend in 

Cyprus and whether 

specific personal 

characteristics of 

school leaders are 

associated with their 

views 

Qualitative 

study based on 

interviews and a 

semi-structured 

questionnaire 

Seminars take place at the Cyprus 

Pedagogical Institute. The trainers 

are both academic staff from 

different universities in Cyprus and 

also staff of the Institute and the 

Ministry of Education and Culture 

The participants attend seminars 

one day per week, during school 

working hours, after they get 

promoted to their current post 

362 deputy 

heads, 120 

primary heads 

and 101 

secondary 

school heads 

who have 

participated in 

the in-service 

programmes 

from 2006 to 

2009 

This study revealed that the school 

leaders (school heads and assistant 

heads of primary and secondary 

education) have a ‘medium’ level of 

satisfaction from their limited attendance 

at in-service training activities. School 

principals’ views revealed that they 

prefer specific training, especially 

designed for their practical needs at the 

specific school level. They would have 

preferred to be trained before their 

promotion to the post, in order to be 

better prepared and trained for their 

leadership duties and role 

(Mitgang, 

2007) 

2006 The Wallace Foundation has 

been working since 2000 to 

improve school leadership. The 

report looks at two school 

districts that stress mentoring – 

Jefferson County (Kentucky) and 

New York City – and proposes 

guidelines for effective 

USA To analyze common 

strengths and 

shortcomings of 

principal mentoring 

programs 

Qualitative 

study based on 

site visits in 

2006 to two 

school districts 

that are 

participants in 

Wallace’s 

A model of mantoring based on 1) 

high-quality training for mentors 2) 

documenting the efficacy of 

mentoring 3) mentoring 

provideding for at least a year, and 

ideally two or more years 

Not specified Two school 

districts that are 

participants in 

Wallace’s 

education 

leadership 

initiative 

(Jefferson 

The Wallace Foundation proposes a 

“quality guidelines” for states and 

districts that are considering adopting 

new mentoring programs, or improving 

existing ones 



mentoring Wallace’s education 

leadership initiative (Jefferson 

County - Kentucky -and New 

York City) 

education 

leadership 

initiative 

(Jefferson 

County - 

Kentucky -and 

New York City) 

County - 

Kentucky -and 

New York City) 

(Moorosi, 

2014) 

2007-

2010 

ACE leadership development 

programme was piloted in six 

South Africa provinces from 

2007–2009. The pilot was open 

to serving principals as well as to 

deputy principals and school 

management team members 

aspiring to become principals.  In 

South Africa there is the long-

standing problem of gender 

inequity in school leadership that 

has implications for leadership 

preparation and development 

South 

Africa  

To evaluate the 

impact of the 

leadership training 

programme offered to 

practising school 

leaders in South 

Africa 

Mixed-methods 

study based on  

survey, with 

quantitative 

data, and case 

studies 

Mentors were instrumental in 

helping participants to internalize 

leadership learning, thereby 

nurturing their identity 

development 

Network groups in most provinces 

did not meet regularly, arguably 

due to lack of time and 

geographical proximity reasons, 

when they did meet their sessions 

were often informal and voluntary, 

suggesting a drive towards taking 

initiative 

287 

partecipants 

from six of the 

nine South 

African 

provinces that 

participated in 

the first cohort 

of the national 

pilot of the ACE 

leadership 

development 

programme 

Mentoring and networking thus 

appeared to have facilitated leadership 

identity development. Leadership 

development as an individual, relational 

and collective enterprise. Leadership 

development experiences are 

characterized by a complex intersection 

of first-level identities (race, gender, 

class), backgrounds (experience and 

level of education) and contexts 

(location, socioeconomic status and type 

of school) of participants that influenced 

the outcomes from the leadership 

development programme 

(Naicker 

& Naidoo, 

2014) 

n.d. In South Africa, there is no 

prescription that school 

principals possess formal 

qualifications in school 

leadership for appointment to the 

post of school principal. All they 

require is a three year teaching 

qualification and a minimum of 

five years’ experience as a 

teacher. In South Africa, there is 

a clarion call for the 

improvement of school 

leadership. The 

underperformance of the 

schooling system in South Africa 

is directly correlated to the 

quality of school leadership 

South 

Africa  

To explore the 

possibilities (if any) 

that a community of 

practice offers for the 

leadership 

development of 

school principals 

Qualitative 

study (a case 

study) based on 

semi-structured 

interviews  

The community co-ordinator invite 

outside experts and draws on local 

expertise i.e. members from within 

the community of practice to share 

their experiences of issues that are 

perplexing school principals. 

School principals who demonstrate 

best practice in certain areas of 

school leadership are called upon 

to share their knowledge and skills 

with others in the community 

Members of the community of 

practice gathered regularly under 

the banner of a “ward forum”co-

ordinated by the ward manager 

(community co-ordinator) 

Six school 

principals 

selected from a 

community of 

practice 

comprised 32  

school 

principals 

A community of practice does offer 

possibilities for leadership development. 

Focused learning experiences owing to 

exposure to experts in the field, peer 

learning, networking, learning through 

the establishment of critical friends, 

mentoring and reflection on practice are 

some of the methods that can be used 

to develop appropriate leadership 

behaviours in members. Key to 

successful learning within a community 

of practice is the strength of the 

community co-ordinator.The leadership 

provided by the community co-ordinator 

is key to the successful leadership 

development of school principals 



(Nicolaido

u et al., 

2013) 

n.d. In Cyprus, no professional 

qualification in educational 

management is required of 

applicants for leadership posts. 

During their first year of work, 

newly appointed school leaders 

have to attend National In-

service programme (NITPSL). At 

the same time, optional in-

service training courses for 

headteachers are mostly offered 

by the Inspectorate that 

organises mini conferences 

throughout the year. These 

training courses are compulsory 

for school headteachers and are 

usually one-off incidents, without 

any follow up. Postgraduate 

programmes in educational 

leadership and management are 

also provided by local (public 

and private) universities 

Cyprus To analyze the 

efficacy of in-service 

training programme 

for newly appointed 

school leaders (the 

NITPSL) 

Qualitative 

study based on 

a structured 

questionnaire 

Courses start in the middle of the 

autumn semester each school year 

and continuously run once a week 

(five hours of teaching) during a 

full day of the week. The 

programmes thematically relate to 

educational management and 

administration, educational issues, 

the duties of the posts and the 

main contextual emphases. The 

training is not differentiated 

according to regional or individual 

needs. The programme olso 

includes networking, mentoring 

and online learning through a 

platform. During 2012-2013, the 

mentoring component was added 

to one programme only, that for 

primary school leaders 

With regards to the learning 

material used, this mostly includes 

PowerPoint presentations, and an 

online platform 

Not specified They argue on the importance of the 

identification of school leaders’ needs. 

After such needs are indicated, 

appropriate leadership development 

programmes should be designed. Such 

training could be addressed to school 

leaders at different leadership career 

stages; such could be Preparation 

Programmes leading to professional 

qualification (i.e. Diploma) for individuals 

interested to apply to school leadership 

positions, On-the-job training for newly 

appointed leaders to provide support 

over school leaders’ first year/s in post, 

Further Professional Development 

addressed to experienced and 

established school leaders and focusing 

on advanced issues on leadership 

theories (i.e. system leadership, 

consultant leadership) 

(Nicolaido

u et al., 

2015) 

2014 Professional Learning Through 

Feedback and Coaching 

(PROFLEC) is an EU-project 

and involved seven European 

countries: Cyprus, Czech 

Republic, Denmark, England, 

Norway, Spain, and Switzerland, 

and a third country partner, USA. 

Sweden and Australia 

(Queensland) also joined 

Cyprus (1) To adapt and pilot 

an ICT-based self-

assessment inventory 

in seven language 

versions. (2) To 

associate coaching 

modules/activities to 

facilitate reflections 

on leadership 

behaviours, linked to 

the individual work 

roles and contexts 

Mixed-method 

approach study 

based on a self-

assessment 

questionaire. 

Participants 

received 

personalized 

feedback 

reports.   

Self-assessment  to follow 

reflection and planning group and 

individual activities aimed to help 

participants understand their 

feedback report, and promote 

reflection on individual results. 

Examination the ways in which 

scores in different competencies 

scales could be combined into a 

comprehensive leadership profile 

Electronic questionaire, workshop 

and coaching sessions 

487 school 

headteachers. 

164 school 

headteachers 

indicated 

interest to 

participate. 147 

headteachers 

completed the 

CPSM-CY over 

three weeks 

Self-Assessment serves as an 

orientation tool to observe one‘s own 

self perception from a different 

perspective. It offers the chance to 

compare one‘s motives and abilities with 

those of the other participants. It 

provides a basis for reflection on 

personal strengths and weaknesses. It 

serves as a stimulus to discuss issues of 

educational leadership. The results may 

prompt participants to gain specific 

feedback. The results may serve as an 

impulse to assess one's own demand 

for education and training 

(Owen, 

2012) 

2010-

2011 

Virtual Professional Learning 

and Development (VPLD) 

programme  has been initiated 

New 

Zealand 

To investigate the 

efficacy of the 

leadership 

Mixed-method 

study based on 

data collected 

The programme runs over 3 

years—in the first 2 years 

education practitioners and leaders 

The VPLD programme is based on 

two face-to-face meetings, 

mentoring and three main online 

22 participans 

(teachers and 

leaders) in 2010 

The design of the VPLD programme 

provides scaffolded opportunities for 

learners (teachers and leaders) to 



by the New Zealand Ministry of 

Education in 2010. The VPLD 

has been designed to exploit a 

range of affordances that in turn 

provide flexibility of choice, time, 

and approach for participants, 

enabling them to build and 

shape their knowledge and 

skills, all within the framework of 

mentoring and an online 

community of practice (CoP) 

development 

program: (1) How 

does working with a 

mentor affect 

participants’ opinions 

about their own 

efficacy and teaching 

practice? (2) What 

are the observed 

effects on participants 

over the course of the 

VPLD programme? 

(3) What are 

participants’ opinions 

about the effects of 

shifts in their teaching 

practice on their 

students’ 

achievement and 

engagement? 

from all areas of 

the VPLD online 

CoP, from 

project 

documents, 

recorded 

discussions, 

and notes from 

mentor 

meetings, and 

from webinar 

sessions, as 

well as from 

three online 

surveys per 

year in 2010 

and 2011 

work on projects that interest them, 

driven by their own investigation 

and based on the needs of their 

students and school community. In 

the third year, participants focus on 

transitioning into a mentor role, 

where they choose and work with 

a fellow practitioner but can also 

choose to continue work on their 

original project 

spaces: (1) the online CoP (Ning); 

(2) a ‘sandpit’ area and access to 

self-paced resources (Moodle); 

and (3) Adobe Connect (a web 

conferencing tool that enables 

interactive synchronous 

communication) 

and 2011 VPLD 

programme 

develop their own capability (knowledge 

and practice), and to participate socially 

with other supportive education 

professionals while also (re)developing 

their identity as a member of the 

professional community. VPLD 

programme is building the resilience, 

confidence, and professional identity of 

those who participate 

(Patti et 

al., 2012) 

n.d. The study looks at two schools 

whose school leaders 

participated in coaching to 

enhance their leadership 

potential and performance: a 

large school district in New York 

City in the United States and a 

small federation in northern 

England 

USA To investigate the 

effects of Personal, 

Professional 

Coaching on teacher 

leaders, assistant 

principals, and 

principals in school 

Qualitative 

study based on 

two case 

studies 

Personal, professional coaching is 

grounded in reflective practices 

that cultivate self-awareness, 

emotion management, social 

awareness, and relationship 

management 

Coaches in training participated in 

an intensive process in which they 

received six coaching sessions, 

attended two week-long trainings, 

coached two other educators for 

five sessions and received 

supervision from a head coach 

psychoanalyst. Each school 

administrator met individually with 

a coach over a four to five-month 

time period. Most of the school 

leaders also participated in a team 

coaching process to strengthen 

their collaboration and 

communication skills 

Not specified Personal and professional development 

must take place in tandem. Personal 

professional coaching engages all 

leaders in a process of self-reflection 

about their professional roles and 

practices, leadership strengths and 

challenges, and emotional and social 

skill development 

(Piaw et 

al., 2014) 

n.d. Malaysia's leadership skill 

questionnaire was an adapted 

version of the questionnaire “A 

Skill Approach to Principal 

Malaysia To to identify (1) level 

of leadership skill, 

and (2) factors of 

leadership skill 

Quantitative 

study based on 

a questionnaire 

consisting 

University courses (Master and 

PhD degrees) 

Not specified 152 Malaysian 

secondary 

school 

principals 

Years of service as a school principal 

and academic qualification were two 

significant factors of leadership skill. 

This finding implies that formal training 



Leadership in Florida Schools” 

developed by the Florida Atlantic 

University. It measures five 

domains of school principal 

leadership skill: (1) educational 

leadership, (2) cultural 

leadership, (3) strategic 

leadership, (4) organizational 

management leadership, and (5) 

educational management 

leadership. Under the five 

leadership domains, there were 

17 leadership dimensions (sub-

scales). Each leadership 

dimension was formed by 

several questionnaire items 

ninety-three 

ordinal-scale 

items 

is needed for school principals before 

assuming their position. The findings 

also imply that the education ministry 

should provide more opportunities for 

the school leaders to further their 

studies in the field of educational 

leadership, especially at the level of 

master and PhD degrees, because 

academic qualification was found as a 

significant factor of principal leadership 

skill 

(Rhodes 

& 

Fletcher, 

2013) 

 In the UK, coaching for 

professional development in 

schools has been a relatively 

recent phenomenon and 

mentoring – a mainstay of 

novice teachers’ (and leaders’) 

professional development - has 

tended to focus on “getting the 

job done” rather than on 

“building on self-efficacy” 

UK The authors of this 

paper suggest a 

phased approach, an 

integrated vision of 

mentoring and 

coaching for 

headteacher 

development that can 

span their 

professional lifetime 

and ensure that new 

heads will have 

experienced 

colleagues who have 

expertise to mentor 

them. This generative 

approach propose a 

three-stage 

framework for on-

going professional 

development of 

aspirant and 

incumbent heads that 

is designed to 

Qualitative 

study  based on 

survey 

questionnaires 

A three-stage framework proposed 

for the professional development 

of aspirant and incumbent heads 

and designed to increase their own 

self-efficacy via processes of 

acculturation, assimilation and 

actualisation. Opportunities for 

mentoring and coaching 

Not specified Not specified The article points to the importance of 

coaching and mentoring as potential 

scaffolds to create an appreciation of 

self-efficacy’s value at all stages of the 

headship journey. It is suggested that 

active development of individual’s self-

efficacy through mentoring and coaching 

relationships may serve to ensure that 

the loss of human potential of those who 

could lead but never completed the 

journey is reduced 



increase their own 

self-efficacy 

(Rieckhof, 

2014) 

2009-

2010 

The Catholic School Principal 

Support Program (CSPSP), was 

a faculty-initiated partnership 

between a university and a large 

urban diocese to provide one-to-

one mentoring and coaching to 

Catholic principals in their first 

two years of school leadership. 

Piloted in 2009-2010 and fully 

implemented during the 2011-

2012 academic year, this model 

aligned with the six ISLLC 

standards for school leadership 

as well as the National Catholic 

Education Association’s 

expectations for the role of the 

principal in a Catholic school 

USA To understand how 

faith leadership and 

its development 

impacts decisions in 

novice Catholic 

school leaders 

Mixed-methods 

study based on 

electronic 

survey at the 

beginning 

of the project 

and end of the 

project, and on 

ten monthly 

interviews 

One-to-one mentoring and 

coaching 

Not specified Ten school 

leaders 

recruited 

through the 

Catholic School 

Principal 

Support 

Program 

(CSPSP) 

The data confirmed novice principals 

perceived challenges across all areas of 

their work and in their roles as 

educational leaders, faith or spiritual 

leaders, and managerial leaders. Areas 

cited for improvement included time and 

stress management, delegation, 

improving presentations, and getting 

more comfortable in spiritual and 

religious aspects of their work. 

Challenges were identified in finance, 

fundraising, marketing and enrollment, 

and school culture. Mentoring programs 

need to be embedded within the process 

of educating school leaders and must 

continue throughout the leader’s career. 

Continued learning opportunities can 

strengthen areas of weakness. 

Professional learning should be job-

embedded, so that it is closely related to 

the ongoing work of the principal and 

links with school improvement efforts 

(Russell & 

Sabina, 

2014) 

n.d. This study examined the action 

taken by six districs to recruit 

sufficient high-quality principals 

for their schools through 

integrated attention to candidate 

selection and development. This 

study is a part of a broader study 

that examined the Wallace 

Foundation's cohesive 

leadership system hypothesis 

USA To present a model 

for principal 

succession planning 

(recruiting, 

developing, and 

placing school 

principals) in 

education based on 

empirical findings and 

on literature-based 

principles that can 

guide program design 

and future research 

Qualitative 

study 

(comparative 

case study)  

based on 

interviews with 

school discrit 

leaders, acting 

and aspiring 

school leaders 

The selection and development of 

leadership candidates are the core 

activities in a succession-planning 

program. (1) Selecting high 

potentials: formal exploratory 

programs for districts' staff 

considering careers in 

administration, which provided 

disctrict leaders an apportunity to 

screen candidates, rubrics for 

assessing leadership potential  . 

(2) Developing high-potential 

candidates wich  included 

engagement with authentic 

leadership experiences 

Text-based discussion and case 

study analysis, momthly meeting 

as a cohort to reflecton their 

experience, engament in action 

research projects related to the 

school improvement plan of the 

school were they were assigned in 

their intership, monthly weekend 

classes, after-school meeting and 

seminars, visits to schools, 

university based programs/cohort-

based development program 

partnered with universities, 

summer school session, engaging 

in action researchprojects, 

School discrit 

leaders, acting 

and aspiring 

school leaders 

from six discrit 

that were the 

most actively 

engaged in 

succession 

planning  and 

had relatively 

more 

experience with 

specific 

succession-

(1) The most important step in preparing 

new principals was to "get the right 

people on the bus". District leaders 

emphasized the need to make 

development programs selective, 

although they varied with respect to their 

reliance on either  self-selection or 

nomination for the initial identification of 

candidates. Several discricts provided 

less concrete information about their 

process for selecting the right leaders 

for schools. The need for more specific 

criteria is supportedby the succession 

managenet literature that urges 

systematic attention to candidate 



(administrative intership, momthly 

meeting as a cohort, engament in 

action research projects, 

shadowing ). (3) Induction: 

mentoring/coaching, learning 

communities by veteran and 

novice principals 

shadowing, school-based  

mentoring/coaching, university 

coursework to achieve state 

certification 

oriented policies 

and practices 

identification through well-developed 

criteria and assessment. (2) The Discrict 

enphasized  job-embedded 

development activities as opposed to 

traditional professional development 

models. This practice is highly 

consistent with the management 

literature. The research suggest that 

leadership succession events are a 

critical moment in a school's trajectory. 

Future program design and research 

should examine how succession-

planning programs can explicitly prepare 

organizations for leadership transition 

events 

(Saeed & 

Moreira, 

2010) 

from 

2008 

to 

2009 

In Maldives, educational policy 

makers are beginning to explore 

the value of ICT and web tools 

as a medium of continuous 

professional development for 

school leaders and teachers. 

Maldives government, while is 

struggling with establishing the 

required ICT infrastructure 

nationwide, is beginning to 

explore online learning as a 

possible alternative to the costly 

and difficult task of providing 

face to face training for 

continuous professional 

development in all sectors 

across the nation 

Maldives  (1) To explore 

pedagogic, 

technological and 

social factors which 

support/hinder e-

learning as a strategy 

for continuous 

professional 

development of 

school leaders in the 

Maldives. (2) To 

identify potential 

strategies to enhance 

course design and 

content delivery to 

improve success 

rates of eLearning 

and online education 

for professional 

development of 

Maldivian school 

leaders 

Qualitative 

research (case 

study) based on 

a  face to face 

interview  

conducted with 

four 

participants, 

phone interview 

conducted with 

the other 

participant 

The course was offered through 

Minho University of Portugal with 

UNICEF Funding. The course was 

designed based on a needs survey 

carried out at the beginning of the 

project. The course was designed 

in such a way which allowed for 

interaction with not only content, 

but for extensive learner-instructor 

and learner–learner interaction, as 

well as interaction with the 

community in which students 

worked 

While most of the teaching was 

online, using a web based learning 

platform; students had one 

opportunity for face to face 

interaction with some of the 

instructors at the beginning of the 

course and two more opportunities 

to meet their peers informally face 

to face at the end of the first and 

second semesters when they had 

to come to the capital city to sit for 

examinations as was stipulated by 

Maldives Accreditation Board 

requirements for Certification. The 

participants requested support and 

feedback included having regular 

interactive communication through 

chat and discussion board/ forums 

Five school 

leaders who 

were among the 

first Maldivian 

educators to 

experience 

eLearning for 

continuous 

professional 

development 

Participants‘ feedback is positive 

towards online but indicates the need for 

interaction with other, supporting, 

meaningful critical co-constructors of 

knowledge. Online learning has the 

image of individuals working by 

themselves in isolation, while most of 

the learning in this course happened 

through face to face collaboration and 

through phone discussions between 

learners. The course participants who 

previously knew each other and had 

same social positions collaborated 

online and pushed each other to 

succeed 



(Sauers & 

Richardso

n, 2015) 

n.d. In U.S.A., administrators and 

school district leaders are using 

Twitter as a means of sharing 

information with the local school 

community. The conceptual 

framework driving this study is 

grounded in online communities 

of practice and connectivism 

USA To analyse the ways 

in which K-12 school 

leaders are using 

Twitter as a way to 

enhance skills that 

have long been 

acknowledged as 

important for school 

leaders  

Qualitative 

research based 

on the coding of 

180.000 tweets 

The use of Twitter for educational 

purposes and as a way to create 

communities of practice focused 

on educational issues 

Administrators and school district 

leaders are using Twitter as a 

means of sharing information with 

the local school community. The 

hashtag and @ symbol were used 

as an identifier to classify a tweet 

as part of an online community of 

practice. Tweets with either of 

these characters were targeted to 

a specific audience as well as the 

larger worldwide audience 

115 K-12 school 

leaders who 

were active on 

Twitter 

(1) School leaders were using Twitter to 

create communities of practice. 

Considering that school leadership is a 

position with few or no peers in the local 

school community, this is a very 

meaningful finding. It may serve as a 

motivator to those school leaders who 

are trying to create networks of support 

for themselves. (2) School leaders were 

overwhelmingly using Twitter for 

educational purposes. This finding 

highlights the fact that school leaders 

are using Twitter much differently from 

the general population, which tends to 

be using Twitter for personal reasons 

(Scott, 

2010) 

n.d. In Canada, leadership 

development vary across 

districts and school boards, 

including formal, informal, 

financially supported, and others 

individually funded. Graduate 

qualifications are perceived as 

advantageous for career 

development, with some boards 

indicating that aspiring leaders 

must be enrolled in a master’s 

programme to be eligible for 

formal leadership positions. This 

study is part of the International 

Study of Principal Preparation 

project and reports on a 

Canadian Catholic Board’s 

mentoring programme for novice 

school principals 

Canada To assess the 

effectiveness of  

mentoring 

programme and the 

advantages and 

disadvantages 

compared with formal 

principal preparation 

Mixed-method 

approach 

involving 

in-depth 

interviews with 

participants 

along with an 

analysis of 

programme 

documentation 

The compulsory mentoring 

approach pairs up highly 

experienced principals with novice 

peers in a year-long programme. 

Veteran principals pass on their 

wisdom and present pragmatic 

options to their less-experienced 

colleagues 

The programme involved formal 

and informal approaches. The 

formal component included regular 

meetings held at the central office 

building wherein specific topics 

were presented with a subsequent 

question-and-answer session 

between superintendents and 

novices. The informal component 

involved ad hoc, as-needed 

contact between the mentor and 

mentee. This contact was usually 

via telephone calls, emails, and 

occasional face-toface meetings 

14 Principals 

who had been 

mentors and 

novices who 

had been 

mentored 

The programme is successful in 

providing useful information and 

guidance to novices. The superintendent 

indicated the mentoring programme was 

just one in a suite of leadership 

development programmes referred to as 

the ‘leadership matrix’. The mentees 

liked both the formal and informal 

aspects of the programme, although 

preferred the informal mentoring 

relationship. The mentors appreciated 

being included as they felt this was 

affirmation of their efforts to be an 

‘effective principal’. They also stated it 

was ‘professional development’ for them 

as they had to remain ‘upto-date with 

current district practices and policies’ in 

order to present ‘accurate information’ in 

their sessions 

(Seong, 

2013) 

2007-

2009 

In Singapore, The Leaders in 

Education Programme (LEP) is a 

six months full-time principalship 

development programme that is 

designed to meet the 

Singapor

e 

To assess leadership 

learning in a 

principalship 

development 

programme: (1) to 

Qualitative 

study based on 

the examination 

of the 

deliverables of 

Active and on-going participation in 

a community of professional 

practice, seminars/lecturers and 

classroom-based sessions, 

Participants meet regularly 

(weekly) in small group discussion 

called the syndicate in order to 

intensify the learning that takes 

place in the school setting. A 

LEP cohorts in 

2007-2009 

intakes 

The LEP programme is designed with 

elements of complexity theory 

incorporated into the learning structures. 

The process of learning takes on a non-

linear and unpredictable manner that 



educational reforms in 

Singapore. It is designed and 

implemented by the National 

Institute of Education with 

partnership from the Ministry of 

Education. Since its inception in 

2001, the LEP has developed 

more than 300 school leaders in 

Singapore schools 

analyse how 

participants attending 

a leadership 

programme learned 

objective and 

subjective knowledge 

on leadership and 

management (2) to 

identify the enablers 

that facilitated the 

learning 

the participants, 

(journals and 

innovation 

projects) 

learning journal, international 

visits, project works 

syndicate consists of a group of 

five or six participants, with the 

faculty member serving as a 

syndicate leader. Partecipants 

attend to interactive classroom-

based sessions (debate and 

dialogue) and to international 

visits. Participants self-create 

knowledge (learning) during 

interaction with the stakeholders 

and components in the school 

system 

makes setting fixed learning objectives 

meaningless. The paper adopted 

Popper’s three worlds as the analytical 

framework for assessing knowledge. 

The analysis provides evidence that 

knowledge learning is enabled by 

process-based discussions and 

interactions and not contentbased 

discussions 

(Smith, 

2007) 

2002–

2005 

In New Zealand, many 

mentoring programmes are 

developed and funded by central 

government and are mostly 

designed to meet the needs of 

those in their initial years of 

principalship 

Auckland, 

New 

Zealand 

To analyze the ways 

in which peer 

mentoring groups 

might provide 

professional 

development 

opportunities for 

experienced school 

principals 

Qualitative 

study based on 

focus group 

Group mentoring move beyond 

story-telling, networking, and 

socializing to a rigorous interaction 

focussed on professional learning 

and development where the 

members challenge as well as 

support one another. Participants 

in group or peer mentoring 

experience benefits such as the 

construction of new knowledge 

and new ways of being as a 

professional, rather than merely 

having their current modes of 

practice endorsed and perpetuated 

In the period 2002–2005, the 

Principal’s Group met for six 

mornings each year 

One peer-

mentoring group 

of experienced 

primary 

(elementary) 

school 

principals in 

Auckland, New 

Zealand 

The community of practice-based 

mentoring model is a powerful and 

productive vehicle through which 

experienced school principals may 

experience worthwhile and significant 

professional learning. This community of 

principals exhibited particular ways of 

belonging and participating, and 

particular forms of intellectual activity 

culminating in highly significant 

personal, career and social outcomes 

for its members. In this way, the group 

members were all mentors; they were 

also simultaneously all mentees 

(Spanneu

t et al., 

2012) 

 This article presents the results 

of a preliminary study 

on principals’ self-identification 

of professional development 

needs based on the 2008 

Interstate School Leaders 

Licensure Consortium (ISLLC) 

Standards and their preferences 

for professional development 

delivery methods to meet those 

needs. The Leadership Initiative 

is a professional development 

New York 

State 

(1) To examine the 

viability of a process 

through which 

principals could self-

identify their 

professional 

development needs 

based on the 

nationally recognized 

ISLLC leadership 

standards. (2) To 

investigate a possible 

means for principals 

Quantitative 

study based on 

an anonymous 

needs 

assessment 

questionnaire 

Mentoring/coaching, workshop, 

small study groups, and state 

and/or national conferences 

Not specified 273 school 

principals within 

the 66 public 

school systems 

located within 

four contiguous 

BOCES 

supervisory 

districts located 

in western-

central region of 

New York State 

Research has indicated that principals 

should be involved in determining what 

their professional development needs 

are because rather than being “empty 

vessels to fill,  they are active 

participants in their [own] learning 

process”.  The respondent principals 

had less interest in university 

coursework as a delivery method and 

more interest in mentoring/coaching, 

workshop, small study groups, and state 

and/or national conferences 



programs grounded in the ISLLC 

Standards 

to use to self-identity 

their preferences for 

methods of delivering 

professional 

development to meet 

their needs 

(Swaffield 

et al., 

2013) 

2012-

2013 

The Leadership for Learning 

(LfL) programme in Ghana aims 

to enhance the leadership 

capacity of headteachers and 

improve the quality of learning. It 

is based on a framework 

developed through an 

international project which has at 

its centre five principles for 

practice, namely: a focus on 

learning; conditions for learning; 

dialogue; shared leadership; and 

a shared sense of accountability. 

Three years into the programme 

we started experimenting with 

mobile phone texting (Short 

Message System or SMS) as a 

way of maintaining regular 

contact with 175 core 

participants. The case for 

integrating SMS in education to 

support learning and 

professional development has 

largely arisen from the work of 

non-governmental organizations 

(NGOs) such as Front-line SMS 

(http://www.frontlinesms.com/) 

and English in Action (EIA) 

Ghana To consider the 

possibilities for using 

SMS to support  

professional 

practitioners 

Qualitative 

study based on 

the analysis of 

the types of 

message sent 

and the replies 

received during 

a year-long pilot 

programme 

Effective professional development 

is about more than simply 

providing access to resources 

(important as they are) and 

providing a conduit for 

communication. Practitioners need 

to be continually applying their 

learning in practical situations, to 

adopt a spirit of enquiry, and to 

reflect on experience, all in the 

context of collaborative learning. 

Meaningful interactions among 

colleagues and with critical friends 

and supportive frameworks are key 

An initial cohort of 124 

headteachers from all over Ghana 

attended a residential workshop in 

2009, reconvening in 2010 and 

2011 to share their experiences, 

provide mutual support and 

continue learning. Continued 

support for the first group of 

leading edge headteachers 

seemed essential but more face-

to-face meetings were impossible. 

Printed newsletters are expensive 

to produce and distribute. They 

therefore began to consider the 

possibilities of using mobile phone 

texting to support the capacity of 

school leaders in Ghana to 

practise LfL. In March 2012 they 

began sending weekly text 

messages to core participants in 

the LfL programme. The video, 

voice and text messaging service 

Skype was used to send and 

receive text messages. Skype was 

chosen as it was a cost effective 

solution that offered the 

functionality required of the pilot, 

namely, to send and receive 

messages to large numbers of 

recipients efficiently with the 

opportunity to maintain a record of 

activities over time 

175 participants 

in the LfL 

programme 

(116 

headteachers, 

36 circuit 

supervisors and 

23 others 

including the 

Professional 

Development 

Leaders, Ghana 

Education 

Service 

Directors, and 

members of the 

research teams 

in the 

Universities of 

Cape Coast and 

Cambridge) 

SMS is a practical method of 

communication with school leaders in 

Ghana. The messages provided a sense 

of community. Regular text messaging 

supports the engagement and 

commitment of LfL programme 

participants, aids programme fidelity, 

and has the potential to enhance 

learning through the sharing and 

development of practices 



(Walker & 

Downey, 

2012) 

2003-

2006 

Project REAL (Rockford 

Education Alliance) was created 

as a comprehensive partnership 

between Northern Illinois 

University, Rock valley College, 

and Rockford, Illinois Public 

School Discrit in 2005. It focuses 

on improving student 

performance, enhancing the 

quality of educators and 

leadership proficiencies. REAL 

supports leadership 

development training and current 

and potential school leaders in 

the local school discrit. The 

pourpose of the program was to 

provide support to new leaders, 

as well as to enhance the skills 

of existing district administrators. 

Illinois 

(USA) 

To analyse the 

benefits of a school  

district/university 

partnership in 

leadership 

development training 

Not specified The future leaders involved would 

earn an Educational Specialist 

degree in educational 

Administration and be eligible to 

apply for state certificationas a 

school administrator. The 

requirements for the leadership 

program included master's degree, 

more than five years of school 

experience, and an assa yabout 

goals and responsibilities as future 

leaders in the discrits. University 

courses of study were modified  to 

better prepare the candidates to 

become successful administrators 

in the urban discrit in whic they 

would be working. The program 

included: pratical activities and 

projects, speakers from the school 

district that gave buildings-based 

scenarios for problem-solving 

activities, 200-hour intership. Near 

the end of the experience, 

leadership candidates completed a 

standards-based portfolio that 

demostrated their work and 

development as school leaders, as 

well as passed the state licensure 

test and had an inventory 

assessment conducted on their 

competencies centered on national 

leadership standards from the 

Educational Leadership 

Constituent Council 

Not specified Participants that 

have completed 

the program in 

the years 2003 

to 2006 

The school-university partnership was 

ablre to recruit, develop, and retain 

school leaders by providing practical 

experience and resources critical to 

effective leaders. Shared decision 

making between the partners was 

paramount in the success of the 

partnership model. Al parties had an 

equal voice in its initiation, development, 

and sustainability. Continuous 

evaluation and modification of the 

program by the partnership were 

essential to meet the needs of changing 

school cultures 

(Wilson & 

Xue, 

2013) 

n.d. In the wake of the Compulsory 

Education Law 1985 and the 

introduction of the ‘principal 

responsibility system’, whereby 

school principals were entrusted 

with more direct responsibility for 

Chinese 

Province 

of Fujian  

To explore (1) the 

opportunities for 

school leadership 

learning available in 

the province of Fujian 

(2) the  perceptions of 

Qualitative 

study  based on 

semi-structured 

interviews 

conducted 

during two one-

Formal learning: a month’s initial 

theoretical training followed by two 

months of personal study and 

reflection, leading to an 

assignment based on the 

application of leadership and 

School visits,workshops based on 

school case studies and problem-

solving tasks, networking through 

school principal forums 

Ten school 

leaders located 

in Fuqing 

municipality, 

Fujian 

The findings reveal a disparity between 

Chinese school leaders’ perceived 

leadership learning needs and the 

quality of pre-service and in-service 

provision. School visits and observations 

of limited duration were seen as no 



school-based management, 

China has invested heavily in 

pre-service training of aspiring 

principals and the in-service 

training of serving principals, but 

it is far from clear how effective 

such formal provision has been 

in promoting authentic 

leadership learning, or to what 

extent it has been applied in 

practice to achieve school 

improvement 

school leaders of 

their leadership 

learning (3) the 

opportunities for 

leadership learning 

be enhanced 

day visits to 

each school, 

allowing time 

also to 

carry out 

informal 

observations to 

supplement 

context-specific 

information from 

school 

documents 

management principles to a real 

issue or challenge in trainees’ own 

work contexts. Visits famous key 

schools in order to learn from best 

practice, followed by a written 

report reflecting on the experience. 

Informal learning: identified: 

personal self-directed learning and 

situated social learning through 

participation in professional 

communities of practice 

substitute for the ‘situated cognition’ or 

‘legitimate peripheral participation’ that 

would be possible through internships in 

successful schools. Arguably more 

serious was the perceived lack of 

opportunity for either expansive learning 

or critical reflection, which appeared 

possible only through personal, self-

directed learning. Effective leadership 

learning therefore requires more 

attention to mentoring and peer support. 

Learning through networks of 

professional communities of practice 

was perceived as particularly helpful in 

providing mutual peer support and 

exchanging ideas on good practice and 

problem solving 

(Yildirim, 

2010) 

n.d. In-service training programs in 

Turkey are generally not 

considered to be successful. 

This research includes the 

design and implementation of an 

in-service training seminar 

according to the Kolb Learning 

Model. The seminar’s aim is to 

teach school principals to 

prepare strategic plans through 

providing schools with strategic 

management practice 

Turkey To test (1) the 

effectiveness of 

taking learning style 

variables from the 

Kolb learning model 

in designing strategic 

planning seminars (2) 

the seminar’s 

effectiveness in terms 

of the 

appropriateness of 

the schools’ strategic 

plans 

Qualitative 

study  based on 

action research, 

questionnaire 

and analysis of 

schools’ 

strategic plans 

Six hour-long seminar based on 

Kolb’s learning model. As school 

principals are learning by “doing” 

and  by “feeling”, the seminar 

included three hours of group work 

(social learning, cooperative 

learning methods, and 

brainstorming techniques). They 

reserved the last two hours of the 

seminar for presentations and 

evaluations to enable the 

participants to learn by “feeling” 

the study they have performed 

The groups combined the SWOT 

analyses of their own schools, and 

then presented it to other groups 

as a single analysis. The groups 

discussed the SWOT analyses 

shared missing viewpoints and 

opinions. The groups then shared 

their priorities with other groups. 

Finally, all of the groups listened to 

the strategic plans prepared and 

presented by other groups, and 

indicated any points they thought 

were missing, or gave their 

opinions. The groups collectively 

transformed their prepared plans 

into tables and evaluated the 

group seminar. 

216 education 

professionals 

who participated 

in an in-service 

training on 

strategic 

planning 

The effectiveness of in-service training 

seminars increases when the learning 

styles of the participants are taken into 

account when planning the seminars. 

The participants were extremely 

satisfied with seminar program, design 

and execution. The seminar program 

design and implementation, based on 

the Kolb learning model, has made an 

important contribution towards learning 

effective strategic planning 

(Zachario

u et al., 

2013) 

2005-

2007 

Official professional 

development for school 

principals in Cyprus is offered by 

the Cyprus Pedagogical Institute 

(CPI) through a series of 

Cyprus  (1) To dentify the 

principals’ needs and 

discuss the main 

approaches of 

Continuous 

Quantitative 

study  based on 

a nationwide 

survey 

ESD courses of various types, 

forms and duration. They take 

place after school hours, during 

weekends or could take the form of 

school-based seminars and focus 

Not specified 150 primary 

schools in 

Cyprus (150 

principals 

(57.5%) 

School principals in Cyprus are poorly 

equipped for their new role as leaders of 

sustainable schools. Research 

outcomes revealed that principal 

education is insufficient in specific and 



optional and compulsory 

seminars, which can be school 

based or not, offered exclusively 

for newly appointed school 

principals. In-service training in 

Cyprus is mainly informal and 

voluntary, and it is centrally 

determined. It is the principals’ 

primary professional 

development opportunity; it was 

launched in the early 2000s. 

Education for sustainable 

development (ESD) in Cyprus 

was triggered in the mind-2000s. 

This led to the elaboration of the 

Action Plan for Environmental 

Education and Education for 

Sustainable Development, which 

intends to establish ESD at all 

levels of formal education in a 

unified, systemic and concise 

way 

Professional 

Development 

programmes that 

could enhance their 

competences and 

empower them to 

effectively promote 

ESD in schools. (2) 

To provide 

suggestions on what 

kind of professional 

development 

principals should 

receive in order to 

overcome the 

challenges of 

reforming and 

reframing the 

structures of the 

schools 

(organisational, 

administratively) and 

the learning content 

(curriculum) 

according to ESD 

on the needs, interests and 

priorities of the schools. Most of 

the courses have a theoretical and 

practical structure and they are 

implemented in educational 

settings outside the CPI (EE 

centres, environmental fields, 

museums) 

completed and 

returned the 

questionnaire) 

new areas such as ESD literacy and 

skills. They require and request further 

information and training on ESD so as to 

be able to respond to their emerging 

duties. Most useful, and more 

convenient for the principals to attend, 

appeared to be school based in-service 

training and experiential workshops 

(Zhang & 

Brundrett, 

2010) 

n.d. This paper reports on an 

investigation of the leadership 

learning journeys of a sample of 

English school leaders 

England To examin the 

perceptions of school 

leaders about the 

best ways of 

enhancing leadership 

skills 

Qualitative 

study  based on 

a semi-

structured 

interviews over 

a period of five 

months. The 

approach 

adopted 

focused on 

documenting in 

detail the 

learning journey 

of school 

leaders 

Leadership learning arose out of a 

variety of informal routes, such as 

group work, learning communities 

and collaborative work within and 

across schools 

Learning on-the-job in the 

workplace 

34 headteacher 

in 18 

contextually 

different primary 

and secondary 

schools in 

England 

Most respondents expressed a 

preference for forms of mentoring and 

experiential leadership development 

rather than formal courses. Comments 

suggest that ‘the increased complexity 

of leadership will require greater 

individualized or personalized support 

programmes 

























































 

 

 

 

 



 



 



 

















































 

 

 

 

 


