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Abstract

The Principles of Educational Leadership & Management's main ideas are summarized in this review,
which focuses on how leadership affects instruction, learning, and organizational development in
educational institutions. Leadership theories, dispersed leadership, professionalism, learning
cultures, resource management, diversity, partnerships, and networks were all covered in a thematic
literature study that focused on conceptual analysis of educational leadership models. Effective
leadership is distributed, ethically based, and concentrated on fostering learning cultures, teacher
professionalism, and teamwork, according to the report. Through organizational coherence and
capacity building, it highlights leadership's indirect but substantial impact on student results. Policy
implication: The conclusion indicate that in effort to enhance educational outcomes, governments
ought to value leadership development, collaborative governance, and ongoing professional
development while encouraging equity, inclusion, and decentralized resource management.
However, the study highlights leadership as a systematic, cooperative, and moral activity that is
crucial for long-term school improvement in a variety of educational contexts and future global
policy reform initiatives.

Keywords: Collaborative leadership, Distributed leadership, Learning culture, Educational leadership,
Educational policy, School improvement, Teacher professionalism

Introduction

The book “Principles of Educational Leadership & Management (2nd Edition)”, edited by Tony, Les,
and David (2010) is an influential academic work published by SAGE Publications that critically
examines the nature of leadership and management within educational settings. The book has four
section such as; leadership principles and practices, developing leaders, leadership and learning, and
leadership for Inclusion. The book positions educational leadership as a dynamic, context-dependent
practice that directly shapes teaching and learning outcomes, rather than a fixed set of bureaucratic
procedures. This challenge conventional top-down administrative paradigms by incorporating global
research and comparative perspectives, emphasizing distributed, collaborative, and morally grounded
leadership approaches. The book, intended for researchers, school administrators, and postgraduate
students, connects theoretical frameworks with real-world applications to provide a thorough
understanding of how schools can be managed to enhance educational quality in a variety of academic
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and cultural contexts across the globe. The term "educational leadership” describes a social influence
process in which an individual purposefully demonstrates influence over others in an effort to
organize activities and connections within a group or organization. Thus, using field is based on two
basic presumptions: first, that leadership entails the use of believe; and second, that the ultimate goal
of using impact is to enhance student learning. Additionally, effective and moral school leaders must
prioritize the essential goals of education in their administrative procedures. This is a key principle of
educational leadership. Another concept is distributed leadership, which expands leadership
responsibilities outside formally specified administrative posts, is one of the most important modern
concepts in this subject. Hence, Leadership in a school is distributed among several actors rather than
being centered in one person. So, Individual and collective leadership structures coexist in educational
institutions, that distributed leadership is frequently seen as the predominant contemporary strategy.
Next, transition away from a single, centralized model toward more collaborative and shared forms of
influence is seen in recent trends in organizational leadership which does not mean that traditional
leadership positions are no longer necessary; rather, leadership is increasingly recognized as a blend of
personal accountability and group effort. However, the need of precisely identifying leadership
characteristics is further highlighted by the direct relationship between leadership in educational
settings and both organizational effectiveness and student learning.

Whereas, today's conceptions of teacher professionalism acknowledge that educators have duties
outside of the classroom. Beside in countries like the US and Canada, teachers often have more
independence over curriculum delivery, pedagogical options, and professional development. On the
other hand, in systems like those that exist in China, Malaysia, and Singapore, teachers generally
function as state employees with less influence over career advancement and decision-making
authority. Therefore, this difference reflects the global trend toward managerialism in education.
Several key aspects of this change include decreased teacher autonomy, increased managerial control
over teaching strategies, decreased teacher engagement in policy-making, and the establishment of
new administrative roles in schools. As a result, teacher professionalism is being increasingly
impacted by efficiency-driven and accountability-driven policies, which raises important questions
regarding their applicability and scope. At the same time, there is growing recognition that leadership
is a specialized role needing extensive training and preparation. More, educational leadership and
management are increasingly seen by politicians and authorities as political leaders and additional
authorities are beginning to view educational leadership and management as essential to raising
student achievement and, eventually, strengthening the nation's economy. In this case, one of a
leader's main responsibilities is to develop people. This entails recruiting outstanding personnel,
supporting and guiding their professional growth, and evaluating and providing feedback on their
performance. Although, studying is still given top priority in all educational establishments. In
addition, through creating circumstances that support teaching and learning, great leaders have an
indirect impact on student outcomes. Thus, one of the fundamental objectives of leadership is to
establish and preserve a positive learning culture in schools.

Additionally, educational leadership is the effective and equitable use of resources to maximize
student learning outcomes within existing constraints. Making sensible and practical choices when
distributing educational resources is highly valued in this normative perspective. Additionally, in
order to provide students with a variety of educational possibilities, educational leadership is growing
more cooperative and transcending particular institutions. Leaders work with people on a regular
basis. Collaborative leadership entails shared accountability across several organizations rather than
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being merely an extension of single-organization leadership, even though traditional institutional
responsibility is still vital. Lastly, the concept of networks in education can be understood in a number
of ways. First, it can allude to social network analysis, which studies the connections between people
and institutions. Second, it can relate to the idea of a network society, where digital communication
technologies enable quick information sharing. Third, it could clarify intentional network-based
development strategies employed by academic establishments. Consequently, networks take on all
these forms when individuals or groups engage in regular collaboration, shared decision-making, and
coordinated action. Conversation as a whole demonstrates that educational leadership is a complex,
multidimensional process involving professionalism, influence, teamwork, resource management, and
networked practice. Likewise, Changes in educational policy place a greater emphasis on cooperation,
shared decision-making, and distributed leadership in classrooms. As well, it move toward increased
administrative monitoring, accountability, and performance evaluation, which may limit teacher
independence while changing the nature of teacher professionalism. Current policies prioritize the
development of individuals through leadership positions and promote networking among institutions.
In summary, leadership and management principals’ modifications in education system seek to
enhance student learning outcomes by creating more accountable, efficient, and cooperative
educational institutions.

Literature Review

According to Tony, Less, and David (2010) Section I, Leadership Principles and Practice, A
comprehensive overview of the main leadership and management theories in education can be found
in tony's “Theories of Educational Leadership and Management”. The book explores a number of
models and explains their applicability to educational institutions, including formal, collegial,
political, subjective, ambiguous, and cultural approaches.

“Leadership Principles and Practice”

Hence, in chapter one, written by: Tony, Less, and David (2005) stated that management is closely
related to positional power, but leadership is apart from it. It is expected of leaders to operate with a
clear sense of personal and professional values. Hence, vision, which gives leaders and their
organizations a crucial feeling of direction, is frequently linked to leadership. The major, concept of
this book based on traditional administration has given way to more dynamic forms of leadership in
the organization of educational bodies and in the actions of principals and senior staff. In connection
with purpose-driven educational leadership is the cornerstone of the work of ethical and effective
school leaders, who must maintain the core goal of education at the forefront of their administrative
procedures. Further, the relationship between leadership and learning is further fostered within topic
departments and professional interest groups, and school leaders are usually selected from the larger
teaching profession. Though, the variety of human traits that lead to socially constructed benefits and
drawbacks is referred to as diversity such as; gender, race, disability, or a mix of these and other
factors may be the cause of these disparities.

“School Leaders’ Influences on Student Learning the Four paths”

However, chapter two, written by Kenneth, Stephen, Blair, and Tiiu (2010) states that variables on the
rational path relate to the knowledge and skills of school staff, particularly in curriculum, teaching,
and learning. The rational and emotional paths are more closely connected than many leaders often
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believe. The organizational path includes structures, culture, policies, and standard operating
procedures. The family path is often described as focusing on the idea that improving student learning
depends mainly on improving instruction. These perspectives show the alignment of leadership
influence across different paths, see (Exhibit 1).

“Leading with Moral Purpose: The Place of Ethics”

Accordingly, in chapter three, Paul (2007) states that the best way for educational leaders to navigate
perennial challenges is to keep their professional goals and purposes at the forefront of their
administrative practices. Thus, Educational purpose can often be skewed by loud, persistent, or
powerful voices, as the emphasis on different purposes shifts through alternating periods of
conservatism and liberalism. Although, values can be formally defined as conceptions of the desirable,
which have motivating force characteristics for individuals, groups, organizations, and societies, and
which influence choice and decision-making. More, moral actions are value-justified actions and
usually occur within specific contexts. Therefore, educational administration context, moral purpose is
generally brought to bear when making decisions or managing people and resources. In contrast,
scholars approach the study of valuation processes and ethics from a variety of distinct foundational
perspectives. Through professional context of school leadership, where the individual acts as an agent
of society, school leaders are accountable to their communities and must carefully interpret situations
in a sensitive and context-aware manner. Beside, understanding the nature and function of values as
influences on leadership is essential, see (Exhibit No. 2). Influences on leadership, decision-making,
and education in general can be understood as originating from multiple social sources. These sources
also shape personal, professional, and social values. Whereas, ethics and value-action models are
highly relevant to school leadership, as they provide rubrics, benchmarks, socially justified standards
of practice, and templates for moral action. Also, ethically sound practice refers to socially justifiable
applications of ethical principles in real-life situations. Conversely, dilemma situations have become
common in educational leadership processes, especially in communities experiencing increasing
cultural diversity. So, these dilemmas may be categorized into themes or contexts, sources of
dilemma, interpersonal versus intrapersonal dilemmas, guiding meta-values, strategies for
interpretation, and the value audit process all of which serve as resources for leading with moral
purpose.

“Distributed leadership: evidence and implications”

Subsequent, chapter four, Alma (2008) explains that distributed leadership is grounded in social
psychology. This perspective focuses on interactions among individuals rather than solely on the
actions of formal leaders, with the aim of promoting organizational growth and success. Although the
evidence base for distributed leadership is still emerging, it has already been widely adopted as part of
educational reforms. These reforms introduced a new system of educational management, which
established school decision-making councils and created new curriculum leadership roles in schools.
Further, the distributed leadership perspective recognizes that individuals within an organization may
work toward different goals or outcomes at the same time. However, distributing leadership is only
beneficial when leadership activities are of high quality and contribute to helping teachers provide
more effective instruction to their students. Research suggests that distributed leadership is positively
correlated with organizational conditions such as staff morale, which in turn has a positive impact on
student behavior and learning outcomes. Consequently, distributed leadership is characterized by two
key properties: interdependence and emergence. Interdependence refers to the joint performance of
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leadership functions among individuals, while emergence refers to the continuous renegotiation of
leadership roles in response to the changing needs of the organization.

“Where to next for educational leadership?”

Therefore, chapter five, Peter (2008) argues that binaries (or dualisms) convey rigidity and
inflexibility. Binaries are distinguishable from polarities, which allow for a range of intermediate
positions between two extremes, including variations and differences in degree. During the 1980s and
1990s, empirical research suggested that single and shared leadership can coexist. However, earlier
twentieth-century interpretations often assumed a strong distinction between them. In the diffusion of
leadership literature from the nineteenth and twentieth centuries, the initial assumption was that
distributed leadership was the only significant form of leadership in schools. This view is now
regarded as inaccurate. Instead, there has been a shift toward the broader concept of a “leadership
configuration.” The term configuration is one of several that have been used to describe leadership
practice. First, in comparative research methodology, configuration refers to combinations of
attributes. Second, it describes dynamic patterns or sets of institutional arrangements that have
acquired structural dominance. Third, interest in configuration within firms emerged in business
management during the 1980s, as part of a rethinking of contingency theory. If configurational ideas
achieve broad acceptance, then, in my view, there are two immediate priorities. First, there should be a
higher priority placed on developing an evidence-based understanding of practice rather than on
normative recommendations about preferred approaches to practice. Educational leadership is
distinctive as a form of leadership because it is fundamentally concerned with the leadership of
learning. This claim applies both to leaders acting individually where evidence of leadership impact is
known to be weak and indirect and to situations where leadership is distributed across multiple actors.
Configurational thinking is valuable because it helps leaders understand how different elements fit
together and demonstrates that leadership is a holistic and integrated set of learning-directed activities
that must be considered as a whole. A strong focus on what individuals in leadership roles must be
able to do, either singly or collectively, to help colleagues achieve outcomes, offers a more grounded
alternative to simplistic prescriptions such as heroic leadership models or the mere redistribution of
workload.

“Teacher professionalism and continuing professional development: contested concepts and their
implications for school leaders”

Besides, in section Il, Developing Leaders, chapter six, Les and Bolam (2006) state that teacher
professionalism is identified by a number of key elements, such as the exercise of discretionary
judgment, collaboration, moral engagement, care, managing complexity, and continuous learning.
Teachers are committed to students and their learning. They are knowledgeable about their subject
areas and are responsible for managing and monitoring student learning. Educational leadership policy
standards (CCSSO, 2008) are based on six standards for educational leadership: visionary leadership,
instructional leadership, organizational leadership, collaborative leadership, ethical leadership, and
political leadership. These standards, in turn, formed the basis of the revised framework of
professional standards for teachers (TDA, 2008), developed by the Training and Development Agency
for Schools. In several countries, reform strategies have emphasized performance management and
performance-related pay, to which requirements for undertaking specific forms of continuing
professional development (CPD) are often linked. Equally, the cost of this shift has been that teachers,
while freed from some routine tasks, have become more closely tied to clear measures of performance.
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This represents a reinterpretation of professionalism, in which the modern professional is expected to
meet standardized criteria defined externally for both teachers and students. The focus shifts from
development to delivery, from effectiveness to efficiency, and from consultative decision-making to
executive decision-making. Accordingly, “new professionalism,” competencies are prioritized over
knowledge and understanding, compliance is prioritized over professional judgment, and CPD for
most teachers is largely limited to acquiring a narrowly defined set of curriculum-specific skills. Thus,
continuing professional development is widely accepted as fundamental to improving organizational
performance and is therefore considered a core responsibility of management and leadership.
Professional development is the process through which teachers and head teachers acquire, enhance,
and apply appropriate knowledge, skills, and values. However, an instrumental view of education
reduces the role of teachers to that of technicians rather than reflective, self-motivated professionals
with a direct interest in their own development. The shift from the traditional model of teacher
professionalism to “new professionalism” has also been accompanied by initiatives such as the
introduction of five compulsory training days for all teachers. Alongside, increasingly instrumental
focus on school improvement, often measured through pupil performance, has emerged. Research
suggests that a professionally based collaborative approach is more likely to be effective, and that it is
the head teacher’s responsibility to create conditions that enable this to occur. Hence, collaborative
professional culture is therefore considered essential in a learning organization engaged in ongoing
improvement, see (Exhibits 3, 4, and 5).

Whereas, schools, a similar form of professionalism is emerging in which teachers work more closely
and collaboratively. This approach seeks to reconcile the need to manage externally initiated change
with the demands of school improvement, while also recognizing teachers’ needs as professionals.
Teachers’ professional development is central to the management responsibilities of head teachers.
Continuing professional development is also widely accepted as central to how principals manage
schools. As instructional leaders, principals are expected to coordinate staff development and
progression, and to manage the learning community as a whole, using professional development as
part of broader school change. Moreover, a range of adult learning theories is used to identify
conditions for effective workplace learning. The community-focused approach emphasizes mutually
supportive relationships and the development of shared norms and values. The six key features of a
learning organization, and the six key steps school leaders can take to enable teachers to benefit from
a less instrumental and more developmental approach, highlight the importance of this perspective.
School leaders must locate continuing professional development activities for themselves and their
staff within a wider professional and political context, based on a coherent model of professionalism,
see (Exhibit 6).

“Leadership Development”

Extensively, in chapter seven, Tony (2008) is usually targeted at current or aspiring principals. In
Singapore, for example, there is a full-time course designed specifically for middle managers. In
North America, assistant principals are required to be formally qualified before assuming leadership
roles. Similarly, the English National College for School Leadership (NCSL) provides a framework of
programs at five levels, ranging from middle leaders to consultant head teachers. Additionally, it
provides senior leadership teams with possibilities for growth. In particular, the transition from
classroom teacher to school principal usually entails a progressive accumulation of leadership
responsibilities, frequently coupled with a decrease in teaching obligations. Depending on the size of
the school and the availability of financial and human resources, leaders are typically given significant

41 Lead



Marvi & Lodhi, Journal of Management, Innovation and Social Sciences, 2026, 2(2), 36-55

non-contact time as they advance, which could make up 50% or more of their workload. This
represents a "heroic” leadership style where the principal is principally responsible for school results,
see (Exhibit 7). However, the majority of leadership perspectives are still derived from Western
concepts. Improving situational analysis abilities is both doable and beneficial, even though context-
specific preparation isn't always feasible. A significant amount of school-specific learning should be
incorporated into in-service leadership development, see (Exhibit 8). Vision, mission, and
transformational leadership are the four main categories into which leadership development can be
divided. The primary areas of responsibility are management and administration, see (Exhibit 9).
Process is prioritized above content in methods like knowledge for action and practice improvement.

Nevertheless, personalized provision recognizes that leadership learning should be tailored to the
individual needs of leaders through various methods. Facilitation can be seen as a source of expertise
and mentorship for participants. The context of coaching, which is more goal-oriented and short-term,
mentoring entails advice from a more seasoned leader. In many development programs, group
activities are also crucial. The increasing understanding that management and leadership are hands-on,
experience-based endeavors is reflected in action learning. One of the most important strategies for
developing leaders is networking, and internships help prospective leaders better grasp their duties and
responsibilities. Portfolios are increasingly used as part of the assessment process in several leadership
development programs. Either content-focused programs or process-rich activities can be used to train
leaders. It is possible to identify four important dimensions: learning support, environment, style, and
structure. Leadership development programs are frequently assessed in order to generate more capable
leaders. However, Self-reported data is a major component of many evaluations. Techniques like role
set analysis, which offers a more impartial viewpoint, can be used to overcome this restriction. As a
result, current leadership development theory highlights three key changes: a stronger emphasis on
shared leadership, an increased emphasis on leadership for learning, and particular adjustments to
school structure. Education and educational leadership serve a wide range of purposes. Although,
there may be advances in schools, it is frequently challenging to definitively credit them to a single
intervention. After classroom instruction, leadership is generally considered to be the second most
significant factor affecting student results. However, it is a mediated variable, leaders have an indirect
rather than a direct impact on outcomes.

“Managing People and Performance”

Now, chapter eight, David (2002) explains that degree of authority allowed within the national system
in which educational leaders function has a considerable impact on their capacity to hire and choose
the best professionals for their institutions. The highly centralized systems, decisions are made at
federal or state level, while in school-based management systems, decision-making authority is largely
delegated to the institutional level. Some systems adopt a mixed approach, where certain decisions are
made at provincial level but remain under the oversight of a national bureaucracy. Coincidentally, at
the organizational level, there are principles and strategies that can be applied to ensure effective staff
selection. Leaders who are able to recognize their own prejudices and who are willing to confront
them are more likely to minimize their impact on decision-making, particularly those decisions
influenced by personal impressions. However, the Two-Factor Theory of motivation (satisfaction and
motivation) demonstrates that removing factors causing employee dissatisfaction does not necessarily
lead to satisfaction or motivation. Four key elements of job dissatisfaction include powerlessness,
meaninglessness, isolation, and self-estrangement. Otherwise, several limitations that educational
leaders must consider when seeking to motivate staff. These include centralized control, the social
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status conferred upon education and its workforce within society, and traditional cultural influences.
Accordingly, reflecting on the sections above, leadership and management of people in an educational
institution can be described as the task of motivating and supporting a group of individuals through
fair and effective systems. This includes recognizing that the collective performance of schools and
colleges is subject to intense external scrutiny and comparison. Furthermore, professional
advancement in education is sometimes associated with employees going through frequent
performance reviews or appraisals before moving on to the next level of higher compensation.
Therefore, ensuring that these mechanisms operate fairly is crucial to preserving employee motivation
and trust.

“Leadership and Learning”

Moreover, in section Ill, Developing Leaders, chapter nine, Rhodes and Brundrett (2009) stated that
despite being used more frequently in educational discourse, the term "leadership for learning" is very
problematic. Considering they are essential to raising student achievement, educators are urged to play
a bigger part in driving innovation and change. Nevertheless, it is still difficult to connect leadership
with education at both the macro level of national policy and the micro level of individual schools.
Therefore, it has been difficult to analyze how leaders can affect learning. This entails striking a
balance between co-constructive methods that incorporate bottom-up and top-down procedures. In this
way, since school leadership has a big impact on student learning, it shouldn't be viewed as distinct
from classroom instruction. Teachers must carefully develop and execute inclusion and differentiation
techniques in order to comprehend what makes for good learning experiences. At the same time,
senior leadership often relies heavily on assessment and outcome data to evaluate teacher
performance, sometimes using it to reward perceived effectiveness. The term instructional leadership
has emerged to describe a focus on improving teaching practices with the aim of enhancing learner
outcomes. It has gained prominence in both practice and research over the past three decades and
typically involves supervision, staff development, and curriculum development. Instructional
leadership refers to leadership actions that seek to enhance both instruction and teacher learning, and
in turn, student learning. It emphasizes how school leaders influence teaching and learning within
classrooms and across the wider school environment. Leadership influence on learning can be
understood across six levels: pupil learning, teacher learning, collaborative staff learning,
organizational learning, leadership learning, and network learning. The impact of learning-centered
leaders at organizational and classroom levels is shaped by the broader national political and policy
context governing the education system. Effective leaders adapt their leadership styles to balance
teacher direction and accountability with empowerment, encouragement, and professional autonomy.
Their influence can directly affect how teachers organize and deliver instruction, which in turn shapes
pupils’ experiences. Positive student perceptions of teaching contribute to increased participation,
stronger academic self-concept, and greater engagement with school. Developing schools as learning
communities offers several key benefits. These include the ability to respond quickly to unpredictable
and changing environments, fostering collaborative work, maintaining a strong and consistent focus
on teaching and learning, and using assessment and other data for shared inquiry into performance
over time. Effective professional learning communities require collective responsibility for both staff
and student learning. They depend on leadership and management structures that support shared
values, a clear vision, openness, inclusion, mutual trust, and ongoing support. Finally, the inclusion of
pupil voice in improving teaching and learning can positively influence outcomes such as examination
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performance. Developing student voice is an extension of distributed leadership, and both contribute
significantly to the broader development of leadership for learning.

“Building and Leading Learning Cultures”

Chapter Ten by Allan (2010) stated that, aside from academic discussion, people living and working
together have always recognized that their society, clan, group, or settlement is different and
somewhat unique. Culture refers to the way of life of a given collective, particularly as reflected in
shared values, norms, symbols, and traditions. Likewise, culture can be applied in broad terms to
nations, societies, religious groups, or ethnic communities. It is a pattern of basic assumptions that are
invented, discovered, or developed by a given group as it learns to cope with problems. Artifacts
represent the visible expressions or physical manifestations of culture, while values refer to the
underlying philosophies and publicly articulated principles that guide behavior. Therefore, a learning-
oriented culture sets the context for everything an organization does, particularly in relation to
organizational culture and the creation of new knowledge. A learning culture is, in effect, the
combined result of establishing and embedding a set of interrelated conditions that promote and
encourage learning as a way of professional life. While, framing learning cultures involves several key
elements: witnessing learning, which is embedded within social interaction; staying fresh by
continuously updating knowledge; and becoming resilient by persisting in the face of adversity,
tolerating uncertainty, and remaining committed despite challenges. Similarly, includes framing
scaffolding, which provides the guidance teachers use to determine the knowledge and skills needed to
enhance learning; catching learning, which goes beyond simple exposure to new skills and focuses on
deeper understanding and application; finding voice, which enables teachers and leaders to maintain
confidence in their ability to improve practice; and trusting intuition, where experience is translated
into action. While people develop more patterns, larger action script repertoires, and more complex
mental models, their ability to make intuitive decisions improves. Maintaining curiosity is also crucial,
necessitating that students ask questions, keep an open mind, and be receptive to the notion that things
are not always as they seem. However, on the other hand, several interconnected elements, such as
clear knowledge, a common goal, rational practice, and methods that are purposefully influenced by
research, are necessary for school success. Productive learning cultures exhibit two key features:
shared agreement and a high level of congruence between beliefs and actions at all levels of the
organization. Hence, leaders influence what happens in schools through two broad categories of
connective strategies: structural connectors and cultural connectors. Structural connectors are the
formal mechanisms used to bind, guide, and influence practice, while cultural connectors involve
values, beliefs, norms, expectations, and informal sanctions. For clarity, connectors can be understood
as operating through both formal and informal channels. Significantly, leadership strategies such as
modelling, monitoring, and dialogue are interconnected and often overlap. Intentional design aims to
make learning a central part of organizational life in order to improve student outcomes. A common
schema refers to a shared framework within a school that helps members determine what is important.
Despite, simple rules, when focused through a manageable set of beliefs and actions, energize the
schema needed to drive learning, build capacity, and meet students’ needs. Achieving similarity at
scale is a key leadership task in learning cultures. Emergent feedback is encouraged to support
continuous exchange of information about student learning and other issues. Finally, dispersed control
reflects the goal of leaders in learning cultures: to create self-organizing systems that sustain
improvement over time.
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“Managing Resources to Support Learning”

Chapter eleven, Rosalind (2008) states that resources are both real and monetary. Real resources are
the actual inputs into the education process and are subdivided into human resources and material
resources. School-Based Management (SBM) of resources is a feature of decentralized education
systems. The degree of decentralization in resource management is directly reflected in the proportion
of real resources that are initially received at the school or college level in monetary form. Monetary
resources are the means by which purchasing power is transferred from those who ultimately fund the
education system (taxpayers, lenders, donors, and fee-paying customers) to educational managers.
Through budget allocation decisions, these managers convert monetary resources into real resources
by employing staff and purchasing goods and other services needed to support teaching and learning.
The complexity of the factors influencing student learning, including resources, is represented in the
Context-Input-Process-Outcome (CIPO) model. From a rational perspective, the purpose of formal
educational settings is to produce learning outcomes for students. These include cognitive and
affective outcomes attained while students are in school, as well as post-school outcomes. The three
main classifications of factors in the CIPO model are:

1. Context
2. Inputs
3. Processes

Contextual variables relate to the socio-economic characteristics of the community. Inputs into
learning are divided into two categories: student inputs and resource inputs. Causal effects flow from
student and resource inputs to the processes of teaching and learning at three levels: school,
classroom/teacher, and student. These processes ultimately determine student outcomes. At every
level of decision-making about resources, three main criteria apply: efficiency, equity, and adequacy.
Efficiency means that a given expenditure or cost achieves the maximum feasible output. However,
defining output in education is problematic because education produces a variety of outcomes.
Therefore, a more limited definition of efficiency is often used. Equity refers to the fairness of
resource allocation and applies both to the rules of distribution and to the actual distribution of
resources among groups and individuals. Adequacy refers to whether resources are sufficient to
achieve specified educational outcomes. It is difficult to define and measure what constitutes
sufficient resources for this purpose. Professional judgement often involves groups of educational
experts, sometimes working with finance specialists, deciding what resources schools need to ensure
that most students attain defined educational standards. In high-income countries, resource levels are
usually adequate; the main challenges are ensuring efficiency and equity (for example, in OECD
countries). Studies such as PISA often compare average student performance as a percentage of per
capita national income. At the institutional level, the most important issue in resource management is
determining the optimal mix of resources for the most efficient use of the school budget. This refers to
the proportion of expenditure devoted to different types of inputs that support learning. School
Management Planning (SMP) is advocated as a key approach through which schools link financial
planning and budget management to educational objectives and, ultimately, student achievement.
Without a strong senior management team, a school may fail to create a shared direction or sense of
purpose within the school community. The school development plan's (SDP) primary components
comprise:

e A statement of the school’s aims
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A review of the previous year

Proposed priorities for teaching and learning
Action plans for implementing these priorities
A set of measurable targets

Excellent schools don't always have the nicest facilities or a lot of modern equipment. Additionally,
they demonstrate a wide range of class sizes and resource distribution, indicating that successful
administration and procedures are more important for results than just material inputs.

“Leadership for Diversity and Inclusion”

Furthermore, Section IV: Developing Leaders, Chapter Twelve, Jacky (2010) demonstrates that the
term "diversity" is used in many different contexts. It is sometimes used as a synonym for society or
race, or to describe individuals in relation to a range of characteristics framed within equality
principles, such as gender, disability, and age. More broadly, diversity refers to the wide range of
human differences, including both visible and non-visible traits such as physical characteristics,
background, preferences, and beliefs. Inclusion, on the other hand, is related to a set of strategies
aimed at achieving specific outcomes for both staff and learners. These strategies include equal
opportunities, affirmative action, multicultural approaches, and capability-based frameworks.
Researching diversity may also involve neuro-epistemological theories that explore the extent to
which leaders can influence or adjust the fundamental cognitive processes that shape attitudes toward
diversity and inclusion. This area of inquiry highlights the relationship between knowledge
production, theory, and practice. However, the categories constructed through workforce diversity
discourse as natural or obvious often fail to capture the complexity of real individuals. In terms of
identifying goals, diversity or the lack of it is seen as a characteristic of the local population as
reflected within a school or organization. One key issue is deciding which population staff or learners
are expected to represent. Another concern is the debate over what representation actually achieves, as
well as the difficulty of measuring whether representation goals have been met. Leading with diversity
therefore requires agreement on how diversity is defined and what its goals should be. This
understanding informs a range of actions aimed at improving equality, representation, family-
friendliness, accessibility, and other inclusion-related outcomes, with a strong focus on practical,
outward-facing action. Leaders who are committed to inclusion have a responsibility to educate
themselves and intentionally develop skills for engaging with others and building cultural fluency.
This involves three key dimensions: cognitive complexity, emotional energy, and psychological
maturity. In organizational practice, diversity responsibilities are often embedded within the portfolios
of senior leadership team members. In larger institutions such as colleges or universities, there may be
a designated diversity manager often placed within human resources or a multicultural coordinator
within the teaching and learning structure. Finally, a five-point framework for developing inclusive
school practices suggests that both policy and practice should be considered in relation to content,
process, structure, staffing, and infrastructure.

“Leading Educational Partnership: New Models for Leadership”

Then in chapter thirteen, Ann (2008) stated that the chapter draws from the UK educational context. It
explains that the conceptualization of collaborative leadership, along with its benefits and challenges,
can be applied more broadly across a range of international contexts. What are educational
partnerships? The term educational partnerships is used to describe a range of working arrangements
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that involve multiple organizations, agencies, groups, and individuals working collaboratively or
cooperatively to achieve common goals or purposes. The following criteria are used to assess the
relative degree of collaboration between partners: strategic vision, group identity, an enduring
organizational structure for collaboration, significant professional collaborative activity, penetration
below senior management level, strategic innovation, and collaboration as part of the organizational
culture, see (Exhibit No. 10).

New models of leadership

Strong partnerships do not develop accidentally, nor do they arise solely from goodwill. Effective
partnerships require new structures and activities and involve each institution rethinking both how it
operates internally and how it engages in partnership work. Successful leadership and management are
developed through shared experiences of learning to work together. The leadership skills required for
collaborative leadership across schools are often found in senior leaders who have already established
collaborative management arrangements within their own institutions. In effective partnerships,
stakeholders develop a strong sense of ownership. This involves an inclusive approach to decision-
making based on trust, honesty, and openness among partners, along with a realistic recognition of
each partner’s strengths and weaknesses.

“Leadership and Educational Networks”

Additionally, chapter fourteen, Andrew (2010) states that networks are seen not only as a perspective
on the social and interactional dimensions of education, but also as an approach for achieving change.
A network is understood as a relationship between organizations that is not based on formal ownership
but on voluntary collaboration and complementarity. The chapter specifically explores issues relating
to educational networks. The term “networks” refers to patterns of relationships in social settings and
to attempts to describe and research those relationships. The nature of networks in social settings also
provides a potential strategy for the sharing of leadership. The characteristics of the networks studied
reveal six main features: networks provide opportunities; they are flexible; they are concerned with
practitioner inquiry; they expand both informal and formal leadership roles; they support the
development of staff through collaboration; and they influence the pace and judgement of productivity
associated with educational improvement. The National Writing Project (NWP) is founded on several
principles. These include the belief that universities and schools can improve student learning more
effectively when they work in partnership; that teachers are central to educational reform; that
teachers are the best teachers of other teachers; that writing deserves continuous attention from
kindergarten through to university level; and that exemplary teachers of writing are themselves
writers. The NWP is organized around groups of institutional networks. This multi-tiered structure is
reflected in different levels of learning, including pupil learning, teacher learning, leadership learning,
organizational learning, and school-to-school learning.

“Community and Leadership in Education”

Last, chapter fifteen, Tracey (2009), states that community-oriented schooling and leadership also aim
to enhance the resonance and relevance of the curriculum by more effectively bridging community
and school cultures. This organizational, and sometimes district-level, approach seeks to add value to
schools by providing a range of local welfare and medical services on site. Community engagement is
also regarded as a key factor in developing culturally relevant teaching and learning pedagogies, with
a focus on the prospects of community leadership in which community partners emerge as significant
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co-leaders. Leadership in extended and community-oriented contexts is associated with addressing a
broad spectrum of pupil needs. The local authority has mandatory responsibilities related to extended
services and multi-agency developments aimed at improving services and outcomes for local children
and families. Some schools have succeeded in engaging effectively and systematically with their
communities by building on long-standing positive relationships with parents and community
members. Other approaches include developing joint decision-making opportunities and expanding
access to highly relevant responsibilities. Lastly, community-oriented leadership requires crossing
professional boundaries as well as learning new ways of working. However, this change from
conventional paradigms doesn't necessarily lead to smooth or quick transformations.

Conclusion

Consider that among the best opportunities for long-term school improvement is ongoing professional
development for educators and school administrators. One of the book’s key benefits is the four
leadership pathways and the elements that allow readers to understand how different leadership
philosophies impact school efficacy through a solid connection between theory and practice.
Impact student learning highlights the most important issues that principals need to deal with to carry
out their duties. The elements that shape educational leadership come from both internal and external
sources of schools. It necessitates both technical proficiency in personnel leadership and
organizational management as well as a strong moral purpose marked by deliberate actions and clear
goals for ultimate objective is to use deliberate individual and group action to reform schools.
Similarly, increased leadership capacity throughout the system is necessary to meet the needs of
education in the twenty-first century. When integrated into leadership development programs,
distributed leadership offers a collaborative and sustainable approach. In same context, useful,
learning-focused substitute for conventional heroic leadership models is knowledge-based leadership
development.

Moreover, effective continuing professional development (CPD) programs and maintaining teacher
professionalism are equally crucial. Schools should encourage continuous professional development
rather than taking a limited and mechanical approach to teaching. Therefore, to ensure excellent
leadership and management in schools and colleges, the development of educational leaders should be
deliberate and methodical. Similarly, One of the most difficult and important aspects of leadership is
balancing the duties of managing and instructing others. Although distributed leadership has the
potential to enhance learning outcomes, more investigation is required to determine how it affects
students' cognitive and non-cognitive development. Success in school is largely dependent on school
culture, especially when it comes to encouraging a common dedication to study. Besides that, school
administrators, finance personnel, and business managers should work together to closely connect
financial planning with instructional aims.

Despite advancements in the promotion of diversity and inclusion, there are still many obstacles to
overcome. In contrast to hierarchy and positional authority, leadership is increasingly defined by
cooperation, equity, shared accountability, and collaborative purpose as educational circumstances
continue to change. At its core, leadership is relational, depending on interactions between people and
networks that enhance leadership potential. Thus, to effectively translate national objectives into
practices that address the needs of children, families, and local communities, community-focused
programs also require successful localization. To sum up, educational leadership is a purposeful,
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cooperative, and dynamic mission. Its effectiveness depends on sustained professional learning,
shared responsibility, moral purpose, and the strategic alignment of resources, people, and policies to
improve student outcomes.

Implications

Several significant implications for educational practice and policy are highlighted in this study of The
Principles of Educational Leadership & Management. First, it demonstrates that rather than being
centered in a single authority, successful school leadership is increasingly dispersed throughout staff,
teams, and networks. Therefore, in order to foster cooperation, shared decision-making, and shared
accountability for student learning results, educational systems should rethink their leadership
structures. Second, the results show that performance management rules and accountability systems
have a major impact on teacher professionalism. As a result, the demands of professional autonomy,
accountability, ongoing development, and reflective practice must be balanced by school
administrators. Building professional learning groups, encouraging collaboration, and cultivating trust
are necessary to achieve this balance. Third, leadership for learning is still crucial to improving
schools. Leaders support students' success by enhancing teacher competency, raising the standard of
instruction, and fostering positive corporate cultures. Equitable resource distribution and inclusive
leadership are also necessary to advance justice and increase educational opportunities for different
learners. Lastly, the increasing importance of partnerships and community involvement highlights the
need for schools to function beyond institutional boundaries. Educational leaders should collaborate
with external stakeholders to improve students' learning and well-being while addressing broader
social and educational concerns.

Future Research

Further investigation is needed to analyze how teacher professionalism is being reshaped by
performance-based policies and growing accountability restrictions, particularly in developing
countries where policy implementation may differ significantly from western contexts. Secondly,
more longitudinal study should examine how leadership development programs impact long-term
school effectiveness and leader competency rather than relying only on short-term self-reported
assessments. Third, future studies should examine the practical challenges of creating learning
cultures in classrooms, especially in resource-constrained environments, and identify strategies for
sustaining collaboration, trust, and creativity over time. Finally, comparative and cross-cultural
research is necessary to better understand how collaborative leadership, educational partnerships, and
network-based governance models function in diverse policy systems and cultural contexts.

Funding: This research did not receive any specific grant from funding agencies in the public,
commercial, or not-for-profit sectors.

Data Availability: The dataset supporting the findings of this study is available from the author upon
reasonable request.

Ethical Approval: Not applicable.

Consent to Publish: The author’s gives consent to publish this manuscript.

Competing Interests: The authors declares no competing interests.

49 Lead



Marvi & Lodhi, Journal of Management, Innovation and Social Sciences, 2026, 2(2), 36-55

References

1.

10.

11.

12.

13.

14.

15.

16.

Allan, W. (2010). Building and leading learning cultures. In T. Bush, L. Bell, & D.
Middlewood (Eds.), The principles of educational leadership and management (2nd ed., pp.
176-196). Sage. https://doi.org/10.1177/1741143215623785

Alma, H. (2008). Distributed leadership: According to the evidence. Journal of Educational
Administration, 46(2), 172-188. https://doi.org/10.1108/09578230810863253

Andrew, C. T. (2010). Educating school leaders to think and act both locally and globally.
International Journal of Leadership in Education, 13(3), 335-348.
https://doi.org/10.1080/13603124.2010.505300

Ann, R. J. B. (2008). Modelling complexity: Making sense of leadership issues in 14-19
education. Management in Education, 22(2), 17-23.
https://doi.org/10.1177/0892020608088800

Bush, T. (2008). From management to leadership: Semantic or meaningful change?
Educational Management Administration & Leadership, 36(2), 271-288.
https://doi.org/10.1177/1741143207087777

Bush, T., Bell, L., & Middlewood, D. (2005). The principles of educational leadership and
management. Sage Publications. http://webcat.warwick.ac.uk/record=p2338444~S1

Bush, T., Bell, L., & Middlewood, D. (2010). The principles of educational leadership and
management (2nd ed.). Sage Publications.

David, M. (2002). Appraisal and performance management. In T. Bush & L. Bell (Eds.), The
principles and practice of educational management. Sage.
https://doi.org/10.4135/9781446219550.n9

Jacky, L. (2010). Leadership and diversity. School Leadership & Management, 30(1), 1-2.
https://doi.org/10.1080/13632430903509691

Kenneth, L., Stephen, E. A., Blair, M., & Tiiu, S. (2010). School leaders' influences on student
learning. In T. Bush, L. Bell, & D. Middlewood (Eds.), The principles of educational
leadership and management (pp. 13-26). Sage Publications.
https://www.leadershippartnerstx.com/files/1_school_leaders_influence 4 paths to_learning.p
df

Les, S., & Bolam, R. (2006). Professional learning communities: A review of the literature.
Journal of Educational Change, 7(4), 221-258. https://doi.org/10.1007/s10833-006-0001-8
Paul, T. B. (2007). Editorial introduction: Cross-cultural perspectives on authentic school
leadership. Educational Management Administration & Leadership, 35(2), 163-164.
https://doi.org/10.1177/1741143207075386

Peter, G. (2008). The future of distributed leadership. Journal of Educational Administration,
46(2), 141-158. https://doi.org/10.1108/09578230810863235

Rhodes, C. P., & Brundrett, M. (2009). Leadership development and school improvement.
Educational Review, 61(4), 361-374. https://doi.org/10.1080/00131910903403949
Rosalind, L. (2008). Financing schools: Evolving patterns of autonomy and control.
Educational Management Administration & Leadership, 36(2), 221-234.
https://doi.org/10.1177/1741143207087774

Tracey, A. (2009). Ensuring every child matters: Issues and implications for school leadership.
School Leadership & Management, 29(4), 337-352.
https://doi.org/10.1080/13632430903152021

50 Lead


https://doi.org/10.1177/1741143215623785
https://doi.org/10.1108/09578230810863253
https://doi.org/10.1080/13603124.2010.505300
https://doi.org/10.1177/0892020608088800
https://doi.org/10.1177/1741143207087777
http://webcat.warwick.ac.uk/record=b2338444~S1
https://doi.org/10.4135/9781446219550.n9
https://doi.org/10.1080/13632430903509691
https://www.leadershippartnerstx.com/files/1_school_leaders_influence_4_paths_to_learning.pdf
https://www.leadershippartnerstx.com/files/1_school_leaders_influence_4_paths_to_learning.pdf
https://doi.org/10.1007/s10833-006-0001-8
https://doi.org/10.1177/1741143207075386
https://doi.org/10.1108/09578230810863235
https://doi.org/10.1080/00131910903403949
https://doi.org/10.1177/1741143207087774
https://doi.org/10.1080/13632430903152021

Marvi & Lodhi, Journal of Management, Innovation and Social Sciences, 2026, 2(2), 36-55

Exhibits

Exhibit No. 1
By: Kenneth, Stephen, Blair, and Tiiy

1. Rational Path \Alignment
2. Organizational > 4. Family Path
i :

3. Emotional Path

Exhibits No. 2

Actlon

Attitudo Transcendental

Organisation

Understandings

Motive Profession

Figure 3.1 Values syntax (Begley, 2004) Figure 3.2 Arenas of influence (Begley, 2004)

Exhibit No. 3.
Collaborative working has a numbers of elements.

Exhibit No. 4.

D
T

51 Lead



Marvi & Lodhi, Journal of Management, Innovation and Social Sciences, 2026, 2(2), 36-55

Exhibit No. 5.
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What are the tensions inherent in partnership working? (pp. 245).
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