MA Education
Professional Learning in Context: Leadership 
(M7X01460)
Stephen Hadley

An enquiry into the perceptions and understanding of school leadership in the context of radical change in Welsh education.

Rationale
The publication of the Successful Futures Report (2015), written by Professor Graham Donaldson for the Welsh government, signalled a radical change of direction for Education in Wales. The Minister for Education and Skills, Huw Lewis, described the changes as the ‘most significant curriculum reform Wales has ever seen.’ This set of reforms would have a significant impact on the structure and curricular within schools, but also for the organisations and institutions that support and develop education in Wales.
The report offered an independent review of curriculum and assessment arrangements with wide-ranging implications for teaching, learning and assessment. This significant change in direction for Welsh education resulted from a number of factors. There were perceived shortcomings in the current curriculum and assessment arrangements.  With the OECD reporting a low academic performance for a high proportion of Welsh young people combined with the relatively low performance in PISA surveys, there was sufficient evidence to identify that the existing system required change. In addition, it was felt that the existing curriculum was based on highly prescriptive content allied to increasingly powerful accountability mechanisms which has reduced the creative role of schools and professionals. This point is exacerbated by the fact that essential features of the Welsh curriculum, devised in 1988, did not reflect the contemporary ever changing world of technology and globalisation. Current Minister for Education, Kirsty Williams explained in 2018 that "We’re moving away from an outdated, narrow curriculum that sets out subject by subject, topic by topic and hour by hour what pupils should be learning." She stressed that the new curriculum will embrace a combination of the established approach of a subject-based curriculum with a more dynamic approach based on skills and competences. (BBC Online News, Bethan Lewis, 2019)
[bookmark: _Hlk23793594]Since the publication of Successful futures in 2015, there has been support from all elements of Welsh Education for the need to deliver a twenty first century education system. Selected schools have been assigned a role in leading this change. These 164 pioneer schools have been identified to plan and test elements of the reforms before all schools are require to teach the new curriculum in 2022. Other schools have been encouraged to start the design and implementation process. However, the challenge of this radical and comprehensive change has presented issues for leaders of education in Wales. Despite the positive response to the proposals, the last four years have seen some negative feedback and concerns expressed. (BBC Online News, Bethan Lewis, 2019)
Initial scrutiny of ‘Successful Futures’ can be found in the Independent Review of Curriculum and Assessment Arrangements in Wales (O’Prey, et al, 2015) It noted several issues. They found that in considering the possible implementation of the recommendations, respondents often stressed the importance of careful planning and sufficient resources to support schools in embedding the proposals.  It was also clear from responses that stakeholders had interpreted the content of certain recommendations in different ways. At times, it is possible that respondents had understood the aims and scope of a particular set of recommendations in ways that were not intended. For example, there was significant variation in the interpretations of the recommendations around Areas of Learning and Experience and the role of subject disciplines. As a result, it was stressed that clarification around these recommendations could be valuable to guarantee that future discussion centres on a common understanding of the proposals. It was apparent from the early stages that strong and effective leadership combined with targeted professional learning would be essential to address the concerns expressed in this early consultation. 
Further concerns were noted in 2017 by the Welsh Government Education Committee. It found evidence that suggested the Welsh Government needed to offer stronger strategic leadership in putting the review into practice. In addition, pioneer schools were unclear of what was expected of them. There was also confusion over the relationship between assessment and the curriculum. (BBC Online News – Wales, Collette Hume, 2017). Once again, these findings highlighted the challenge facing school leadership in successfully delivering wholesale changes to the curriculum. 
[bookmark: _Hlk23793094]The challenge of leading radical change was further stressed by the findings of The Education Workforce Council’s survey it carried out in 2018 amongst school teachers. It found 38.6% who responded felt they were ‘not very’, or ‘not at all’ familiar with the new curriculum changes. Furthermore, among supply teachers 71.1% responding said they were ‘not very’ or ‘not at all’ familiar with the content and recommendations in the Successful Futures report. Despite the publication of this three years earlier, this lack of familiarity of many teachers with curriculum change was reinforced by the Welsh Local Government Association who warned those creating the new curriculum - ” While the landscape is awash with experts getting excited about curriculum reform however the reality is that workload-weary teachers will have to try to make it work on the ground.” (Wales Online, Abbie Wightwick, 2019)
This research is placed within the context of leadership of radical change. The departure from decades of existing processes and systems provides school leadership teams with the significant challenge of designing new curriculum and professional learning which needs to be delivered effectively to provide learners with a relevant, twenty first century curriculum, and a cohort of teachers who are assured in its delivery. This challenge will place leadership teams in a unique position. Leadership strategies for dealing with change, whether that be specific syllabus, staff or government initiatives are clear on daily basis in any school environment. Whereas, the focus placed on leaders to implement Successful Futures will demand leadership skills and strategies beyond what has been experienced before. School leaders will benefit from support and research informed practice. 
As a teacher educator, I train teachers to work in the’ Successful Futures’ context. I lead sessions that teach curriculum design, assessment and pedagogy. In addition, I work closely with schools, who are in partnership with the university, who have started to implement change, and those who are still contemplating how to change and move towards the new curriculum by 2022. I also work closely with several pioneer schools tasked with leading the changes in Welsh Education. Pioneer schools have been developing the new curriculum since 2015. Pioneer schools offer experience, guidance and advice to other schools and teachers who are embarking on the process of change. My role in supporting this process will be enhanced as the support I can offer students, teachers and schools will be informed, through this enquiry. Therefore, I believe that this research would affect several specific groups. Firstly, the PGCE students that I teach. These students are the future leaders of the new system and being able to provide a greater insight into leadership will benefit their professional development. It will also benefit head teachers and schools involved in this research and create discussion around leadership and the impact of leadership. The findings may trigger development in the style of leadership used, or reinforce a leadership style and strategy already being used to drive reform. The project would have interest to my employer, UWTSD. As a provider of ITE, the university through its partnerships, shares the expertise of the higher education (HE) sector, from the understanding of research design and delivery. This research project would characterise the practical nature of this partnership with schools. My role in the university would mean that I would have support and encouragement to engage in this activity. There would be experienced researchers to provide guidance and critical feedback during the process. In addition, the university’s long standing relationship with schools and head teachers would give sufficient contact and access to the number and range of schools required to conduct this enquiry.
My interest in this area of leadership is drawn from personal experience. Before joining UWTSD in 2017, I was a teacher of Humanities at a pioneer school in Swansea. During that role I observed the first attempt of curriculum design based on the principles of Successful Futures. Following this first attempt I was asked by the Head teacher to redesign the year 8 curriculum for the Humanities Area of Learning and Experience following the evaluation of the first attempt. It was interesting observing the strategies of the leadership team in encouraging the evolution of curriculum change in the Donaldson context. My personal involvement in that process allowed the observation of leadership strategies that has led a positive outcome and sector leading practice. Finally, from another personal perspective, rationale for this enquiry is derived from a previous role as a senior curriculum leader in secondary school in England. During that role I undertook CPD through the National College of School Leadership. This triggered an awareness and interest in leadership on a practical and theoretical level.  This enquiry will allow my own understanding of leadership to develop.
Literature review
The research of perceptions and understanding of leadership in the context of radical change can be focused on 3 elements. Firstly, a range of leadership styles can be considered with particular scrutiny given to approaches that are perceived to be the most appropriate in dealing with this level of change. It could be argued that the implementation of Successful Futures might require the adoption of different leadership style, or multiple styles.  Secondly, the link between leadership and the distinctive nature of radical change outlined is a key to this enquiry. It can be argued that this form of change, referred to as second level change or non-linear change, (Conner, 1998) is fundamentally different and has to deal with new concepts and contexts. As a result, leadership must adapt to provide successful long term outcomes. Thirdly, the nature of the second order change, as opposed to just change, can be assisted by specific knowledge and use of research informed practice. There will be clear benefits to leaders who use ‘change knowledge’ to assist in the introduction of the new curriculum by 2022.
Leading radical change in Welsh schools requires a careful examination of what style could be most appropriate in achieving long term success. Research has identified a range of styles, facilitated, democratic and shared leadership (Jones et al. 2013). The use of transformational, instructional, and transactional leadership has also been identified as a frequent approach (Urick 2016). In being able to identify the best suited leadership style Conner (1998) stated that if an organisation is to be moved in the direction of significant change, it is crucial to identify the change environment, the degree of change and the impact of implementation failure. Conner’s evaluation allows the appropriate leadership style to be paired with the correct environment. In addition, when there is an effective pairing of leadership styles, the chances for all staff involved in some form of leadership to learn and for their organisations to succeed is significantly increased. 
A range of research asserts that a transformational school leader is often associated with abilities to facilitate changes and innovations in schools through changing people and culture within an organisation (Masumoto and Brown-Welty, 2009). Hallinger (2003) reinforces this, stating that if the aim is to reform organisational structures, head teachers need to be transformational leaders who can establish and communicate a vision and make available professional development opportunities to create organisational capacity. This idea of communicating a vision can be seen with Weinstein (2004) who states that transformational leadership is the process of inspiring colleagues to act and behave in a focused way to build long term, values-based organisations while achieving significant shared aspiration. Therefore, to be an effective transformational leader, the ability to inspire others to adopt high goals and to strive to achieve them is essential. Given the extent of change proposed by Donaldson, it would not be surprising if it was perceived that this style of leadership would be the most appropriate to deliver change.
Bass and Riggio (2006) developed this analysis of transformational leadership by identifying four distinct characteristics. These are inspirational motivation, idealised influence, individualised consideration and intellectual stimulation. It is possible understand that successfully implementing radical reforms in Wales would benefit from these characteristics being displayed over a long period of time. The impact of transformational change on teachers and schools can be significant. Balkan & Goodboy (2009) found that transformational leadership substantially contributes to school effectiveness, meaningful teaching, students’ educational achievements and accomplishing anticipated objectives by attending to students’ personal and intellectual needs, inspiration and behaviour.  Leithwood & Jantzi (2006) found that transformational leadership has effects on teacher's commitment to change, high performance, personal recognition, and communication.  Again, with school leaders needing teachers to make significant changes in their day to day practice the transformational style of leadership appears to have obvious benefits in this context.
Understanding leadership styles has been established as an important element of this research.  However, accountability, and its relationship with leadership also needs be acknowledged as a factor in driving change. Ijaiya et al. (2015) acknowledged that accountability has significant motivational consequences in terms of effort, perseverance, and obligation to stakeholders. In addition, accountability impacts teachers creating more work, sense of being evaluated, and more exposure to professional practices and CPD. Mammen and Pushpandham (2018) identified that accountability of teachers had a significant positive correlation with their transformational leadership. This suggests that teachers with high levels of accountability usually possess a high level of transformational leadership. Therefore, the transformational leader or teacher with the high degree of accountability can transform the learners. However, Fullan & Levin (2001) dispute the importance of accountability in this context emphasising that the key aspect of large scale radical educational change leading to sustained improvements in pupil outcomes. This requires concentrated efforts to radically change school and classroom practice. Therefore, the driver of change and improvement is found in changing teaching and learning practices in the classroom, rather than a focus on accountability.  
Transformational leadership has become a widely used leadership style in facing school based challenges. However, this style of leadership has shortcomings. It does not include all the administrative practices required for effective schools (Leithwood & Jantzi, 1997). This idea is developed by Mette and Scribner (2014) who dispute the perceived understanding that a transformational leadership style is the automatic choice in the context of radical change. They found that leaders were often forced to adopt a transactional rather than transformational style of leadership in order to change school policy when pressured to implement reforms rapidly. This is developed by Friedman (2004) who argued that transactional leadership drives school leadership to be democratic and inclusive within the scope of interdependence. Given the objective of Welsh Government to place teachers at the heart of curriculum design this point of leadership more aligned with inclusion and collaboration is important to consider. Transactional leadership primarily places the focus on the management of the school structure, on the purposes of the organisation, developing action plans, ensuring task completion. When the purposes of change are clearly defined transactional leaders can be highly effective. (Stoll & Fink 2001). This is reinforced by Leithwood (1992) who found that transactional processes assist in recognition of actions needed to reach a desired outcome. However, despite the perceived strengths of this style, transactional leadership is often replaced by a transformational leadership in the context of unstable and uncertain times. It would be appropriate to suggest that the magnitude of the change in Welsh education as a result of Successful Futures has caused instability and uncertainty. In this context, transformational leaders not only manage the structure, they stress impact and purpose to achieve school development. In addition, people orientated rather than focus on task and performance, help others to identify goals. These features are not associated with transactional leadership. However, one style may not be enough by itself. It has been suggested that transformational leadership alone is inadequate to achieve school success (Urick and Bowers 2014) but that instructional leadership actually has stronger impact on student achievement (Robinson et al. 2008). This disagreement over the appropriate style of leadership indicates the importance to apply multiple leadership approaches to bring significant changes to education systems and schools over a long period of time. 
The scale of change required in Welsh schools requires teams of leaders and teachers working together. However, it is common for the most focus and attention to fall on the head teacher. There is a perception that a successful head teacher is the crucial element in leadership and successful change. McLaughlin and Talbert (2006) found that a successful head will shape trust in schools and promote learning communities. Furthermore, Leithwood (2006) identified that effective head teachers understand the bigger picture and foster effective partnerships. However, it could be argued that leadership based around one person is a flawed approach in dealing with the extent of change needed. Distributed leadership could offer a more realistic leadership approach. In its simplest form this can be seen as delegating single leadership tasks (Fonsen 2014) However, this idea of the delegation of individual tasks can be interpreted as superficial power sharing. This can have the effect of causing change resistance and lack of commitment. Even if those delegated view the work interesting while getting power and responsibility, this style of leadership action rarely increases commitment in the school community (Hargreaves and Fink, 2006).
Frost and Durrant (2003) provided a different perspective, finding that distributed leadership is neither about delegation, giving guidelines nor sharing responsibility. It is centred on distributed leadership being best seen in the relationships between people. This research found that it is more likely that people make correct decisions aligned with the intentions of leaders if there is constant interaction with each other. Ultimately, it is this interaction which creates distributed leadership. The implementation of ‘Successful Futures’ involves every member of staff working in a school environment to make changes to what they teach, and in some respects, how they teach. The idea of distributed leadership based on interaction and a shared vision would offer an effective strategy in long term changes in Welsh Education.
Although it might appear desirable to link specific leadership styles and its perceived benefits to the Donaldson context, caution has been offered in this approach. Southworth (1994) noted that although concepts of leadership are interesting, with a range of research that helps to categorise, these do not address the nature of leadership in action and are too abstract. Conner (1998) reinforced this caution noting that any of the leadership styles can be inappropriately applied with the incorrect set of circumstances and his research found several instances where there may have been a misunderstanding of the change environment. 
The nature of the current reforms in Welsh Education highlights the importance of examining the difference of this form of radical change in comparison to the normal cycles of change and leadership. Conner (1998) noted the two basic types of change that leaders address within organisational settings. First-order change is incremental in nature and reflects what is currently taking place on a daily basis. Usually, leadership in this context will be based on previous experience. However, in contrast, second-order change is nonlinear and is fundamentally different from anything seen before within existing systems and processes. Second-order change requires moving the context as it represents a significant variation in substance and type that moves away whatever stability existed before. This is supported by The National Academy for Academic Leadership (2007)  who identified the concept of second order change as either deciding to do something different or being forced to. Once initiated, second order change will continue and there is no returning to the status quo. With this in mind, there is no doubt that the conditions that Donaldson wished to shift with ‘Successful Futures’ represent a departure from what existed prior to 2015. As a result, it can be argued that leadership in Welsh Schools has to fully embrace the concept of second order change and respond appropriately.
This study of the second order change was developed further by Marzano et al., (2005) through meta-analysis of over 5000 studies (1978–2001). This identified twenty-one leadership responsibilities of effective school leaders, with seven being intrinsically linked to second order change. These seven leadership responsibilities identified were (a)knowledge of curriculum, instruction, and assessment (b) optimizer (motivator), (c) intellectual stimulation (professional learning for self and others), (d) change agent (challenges accepted practice), (e) monitoring/evaluating (monitors effectiveness), (f) flexibility, (g) ideals/beliefs. Again it is possible to see that all these leadership traits would be desirable in school leaders delivering wholesale change in an education system. Also, acknowledging that the seven leadership responsibilities help to formulate a skills set needed to deliver radical change in Welsh Education.
Leadership of radical change has a greater chance of success if centred on the most effective approach/style. It also needs to take into account nature of second order change. The challenge of implementing change demands the use of research informed practices that offers strategies in combination with proven’ change knowledge’. Without this, there is the possibility that change is achieved, but not improvement. Pullan (2006) acknowledged that in some respects, initiating change can be straight forward. However, there have been many examples of large scale changes to education systems in US cities not leading to intended outcomes (Cuban & Usdan, 2003)
Research informed, specific ‘change knowledge’ will be essential for school leaders in Wales as they embrace the key points of ‘Successful Futures’. Pullan (1993) identified seven success factors that are fundamental in change management: vision building, high expectation, group goals, modelling, contingent reward, individualized support, and intellectual stimulation. Pullan, (2006) stressed the importance of creating effective strategy which will help the reshaping of ideas and action. In addition, the use of pressure through ambitious targets, yet at the same time, support involve developing new competencies. Pressure based on ambitious targets, evaluation and monitoring, whilst support focused on access to new ideas more time for learning and collaboration have become vital factors in leading large scale change. The dual approach of pressure and support have also been identified as remedies to the feature of the ‘fear of change’. This idea features in the research of Black and Gregerson (2002) who identified ‘’brain barriers, the failure to move in new directions even when they are clear, as a common obstacle to change. Staff prefer to be competent with the old system rather than incompetent with the new. In this situation, Pullan (2006) understood that it is not enough to have a clear vision alone and that a combination of pressure and support is needed to address the fear and change. Understanding negative responses to radical reforms and understanding of specific change knowledge will allow an awareness of the implementation dip (Fullan 2001). With second order change meaning teachers having to absorbing new skills and competencies and behaviour, it has to be anticipated that it will not go smoothly in the early stages. As a result, leaders will be successful if they plan and use strategies to deal with this, for example targeted training.
Change knowledge has focused on the ability of leaders to identify the difference between technical problems and adaptive challenges (Heifetz and Linksy, 2002). In the context of leading change, technical problems are issues current knowledge can solve, whereas, adaptive challenges are beyond current understanding and are more complex. Adaptive challenges can lead to passive resistance and avoidance; therefore, leadership strategy needs to address this. Pullan (2006) notes that a major shift does require cultural change in school and that many people resist. This is further developed by Ainscow (2005) who summarised that changing culture and teachers must disrupt the existing rationale which determines organisational cultures. Therefore, leadership needs to be  patient and dedicated with a long term perspective. A final consideration is that any leadership approach that starts with attacks on the existing system is unlikely to produce long term positive outcomes. The tone that a leader adopts is vital in moving forward with radical change. A positive approach is important as radical change is a result of negative messages about schools. This is true when looking at Welsh education, particularly with the poor performance in PISA tests.  Successful leadership of radical change can only happen if teachers are motivated individually and collectively to get results. Pullan (2006).
Finally, leaders making the best use of change knowledge is stressed by Newton (2018) who described that lead teachers in pioneer schools in Wales have been engaged in an intensive experience of professional development, reading, research and participating in collegial discussion. If this is not made available for all school leaders across Wales, it is difficult to see that without additional time and support, how teachers in 2022 will be able to coherently and effectively embed this new set of initiatives into their teaching. 
Enquiry design. 
Constructivism will form the research paradigm for this research project. This paradigm assumes that the meaning of events and experiences are constructed by individuals, and therefore individuals construct the realities in which they are involved. (Charmaz, 2006). Furthermore, in using the constructivist paradigm a researcher must be aware that his/her interpretation of the studied phenomenon is itself a construction. This is supported by Schwandt, (2000) who noted that the general assumptions guiding the constructivist paradigm are that knowledge is socially constructed by all participants active in the research enquiry, and that the researcher should try to understand the complex reality that the participants are experiencing. In developing this premise, it is important to note that the acknowledged co-construction of the researcher’s interpretation in constructivist research demands that the enquiry into the leadership of radical change in a school setting is conducted in a reflective and transparent manner (Mills, Bonner, & Francis, 2006). In using constructivism, the active role of the work place context and the researcher’s values in shaping the descriptions and perceptions of head teachers and teachers, leads to the consideration of the ethics of responsibility and constructing safe guards that will mitigate any threats to the validity and reliability of the findings. The constructivist paradigm emphasizes that research is a product of the values of researchers and cannot be independent of them. With twenty four years of experience  working in education and direct experience with the implementation of Successful Futures I will have constructed my own reality and it would be foolish to suggest that I could be independent of this area of research.
This paradigm is associated with qualitative methods of research such as interviews, and observation.  These methods are used with the assumption about the social construction of reality, that research is best conducted through interaction between the researcher and respondents. This will certainly be evident in the use of semi structured interviews in building the two case studies. The questionnaires will not give the same level of interaction that the interviews will, but still sit well in this paradigm where interaction is an important aspect.
Methodology 
In researching the perceptions and understanding of leadership in the context of ‘Successful Futures’ the design will be predominately qualitative as it will be based on experiences and understanding of leadership in a contemporary context which requires in depth opinions (qualitative responses). This will be investigated by using the survey techniques of questionnaires and semi structured interviews. Although these methods are qualitative in nature, there will be some quantitative features that will arise from the responses and analysis of the questions used. 
The research approach will be based on surveys. The methods employed in this enquiry would focus on questionnaires and semi structured interviews in the selected schools. The proposed sample would firstly cover 10 schools in the Athrofa Professional Learning Partnership. This sample would take into account diversity in sector (primary and secondary), its role in the reform process, primary or size and location. As a result, this sample would cover a range of institutions and staff working within them. All ten schools would receive two questionnaires into perceptions and understanding of radical change in Welsh education. One questionnaire would be designed for the head teacher, the other for the rest on the teaching staff in the school. The second questionnaire would be sent to all teaching staff. By including all staff, there would be a greater chance that gender, age, subject specialism and position in school would be covered in the sample. A covering letter explaining the nature and aim of the research would be included in the first page of the online questionnaire. All staff would be asked to complete the online questionnaire to address low potential response rates. However, given the close relationship between the university and its partnership schools combined with the mutual appreciation of the importance of school based research, I would anticipate response rates that were above average. Despite this, the issue of response rates is a potential threat to the validity of the findings. This concern is supported by Drever (2006) who identified the problems of low response rates as well as a lack of control and questions being misunderstood.
The questionnaire that targeted all school staff would have similar themes to the one sent to head teachers that inquired about understanding and attitudes towards the changes in Welsh education. This second questionnaire would allow probing into the perceived impact of the leadership of radical change in school and its impact on teachers and pupils. Furthermore, the questionnaire would also give the opportunity to acknowledge and assess any element of leadership that they may have displayed or been tasked with in the implementation of reform. Although there would be a high degree of similarity in the questions used in the surveys between the pioneer school and the school recently engaged in the process of change. The range of questions would be tailored to suit the stage at which each school find itself in the implementation of reform.
Both questionnaires would be based on mixed methods to illicit quantitative and qualitative responses. Measurable data which identified previous and current experiences with the leadership of radical change in schools would be complemented with more in-depth qualitative responses where explanation and opinion would be sought. One of the university recognised and authorised research tools, Microsoft Forms, would be used to write the questionnaires due to the simplicity and familiarity in use for the researcher and school based respondents. 
After sending the online questionnaire to the ten schools, the sample would be self-selected. It was made explicit to the staff in each school that information given would be dealt with in the strictest confidence. It would be essential to the research that school staff were aware that the questionnaire would be anonymous and as a result, it would be impossible to identify individuals in any publication. In addition, the voluntary nature of the questionnaire and the prerogative to withdraw at any point of the process would be made explicit. School staff, whether the head teacher or a teacher, would be informed that choosing not to participate would not lead to any disadvantage for them in the work place. These principles would also be applicable in the school based semi structured interviews. It was also made clear to all schools involved that the research completely adhered to the policy of the UWTSD Ethics Committee, a policy and process that schools in APLP the are familiar with due to the assistance and support given by Yr Athrofa to school based research projects.
Data collection using questionnaires will be gathered through the Microsoft Forms research tool. A range of questions will be used; open questions, quantity based, and scale-based questions would be used in combination taking into account Youngman’s (1982) 7 question types. This range will provide both qualitative and quantitative responses that will require statistical analysis. The Forms questionnaire tool allow easy transfer of data into MS Excel.
A pilot questionnaire would be essential in this research design. It will assist in checking the clarity of all instructions and question definition and even addressing logistical issues of testing the length of time it takes to complete. If changes arise from the pilot the revisions must be tested too as new forms of questions may create new problems (Dillion, 1990). In addition, the pilot can be used to improve the reliability and validity of the questionnaire. (Oppenheim 1992). This questionnaire will look to explore perceptions and understanding of leadership, therefore the pilot will need to assess the comfort and accessibility of answering questions about this theme. This would be done by stressing the anonymity aspect of completing the questionnaire and gaining feedback on how respondents felt about the style of questions. Leadership of significant change is likely to be problematic at some stage of the process. Gaining responses from teachers about this may lead to criticism of leadership in their school which may make respondents feel uncomfortable. A pilot will therefore be employed with one school from the APLP.
From the ten schools, a pioneer school and a school engaged in the reform process would be selected for case studies. These schools would reflect the different stages of implementation of Successful Futures. The first case study would focus on a pioneer school that will have implemented the reforms and will have been used as an example of good practice for others. With pioneer schools already involved with curriculum change for over four years there will be an opportunity to inquire about the leadership used to drive this reform and the lessons learnt from the process so far. However, the majority of schools in Wales are not pioneer schools and it is important to focus the other case study on a school in the infancy implementing Successful Futures. Rather than using exactly the same questions with the surveys in both schools it will be adjusted to take into account the different stages of implementation. The use of two case studies will allow a comparative aspect of this enquiry. Furthermore, the findings of the surveys of the other eight schools in the sample will create the context in which the case studies can be evaluated, thus creating greater reliability for the research project.
The semi structured interviews that would follow the questionnaire would allow more in in-depth and rich responses to the questions based around leadership of radical change. Cohen et al, (2009) and Burns (2001) believed that questionnaires do not always provide the best approach in researching complex issues, and as a result, additional probing is needed beyond the questionnaire itself. Interviews can offer a very flexible technique to add more depth to the process, they can gather information about people’s performance, collect statements about preferences and opinions, explore experiences, motivations and reasoning (Drever, 2006). Therefore, to increase the validity and reliability of the research, semi structured interviews with two small focus groups, and a one to one interview with the head teacher in the two selected schools would be conducted. These four interviews would develop and analyse themes used in the questionnaires. They will probe the understanding and the attitudes to radical change in Welsh education and also ask about previous experiences in leading change during their career. It would ask about perceptions of leadership style and understanding of change knowledge as well as enquiring about specific examples of success. Also, it would investigate and areas that need improvement regarding long term success of the reforms in Welsh education.
The composition of the two focus groups would look to include a range of age, gender, subject specialism and post.  The interviews would be based on a semi structured format. The questions used in the interviews would look to build on themes and ideas evident in the questionnaire. The semi structured approach allowed flexibility for the interviewer and the respondents, it also means that those in each group could respond to, develop and even challenge each other’s answers. The semi structured approach was also necessary to allow consistency between the two focus group interviews. The groups involved ten self-selected students in total in a 4/6 split. The answers and discussion arising from the focus groups was analysed using the themes drawn from the literature.
The data collection using interviews will be conducted face to face with a recording taken. The sample selection of the small group interviews will attempt to minimise the subjective nature of response that arise as a result of interpersonal variables, although with the research born out of the constructivist paradigm, it would be accepted and welcome that biases were a construction of any respondent’s experience, and therefore valid in this research. The interviews would take place at the school and timing would take into account the timetables and pressures of the head teacher and the teachers who have volunteered. The interview would take place after the questionnaire had been issued and completed. The questions in the interview would look to develop the questioning asked in the questionnaire. There would be much similarity and commonality in the interview questions asked, however the minor difference in the questioning would reflect the difference in the pioneer and non-pioneer school status. The recording of the interview will allow for the transcribing of notes afterwards. At every stage of the process the respondent will be informed of confidentiality and ethical considerations. 
Analysis of the transcripts will provide a complex task. It is important not to use comments outside of the context of leadership in education. The use of quotations also need careful attention as the meaning may be lost in the interpretation of the data. If quotes are used, they must typify the data as a whole. Coding of the transcripts to draw out key themes will allow the best use of the rich data created by the four interviews used in this research proposal. Richards & Morse, (2007) noted that coding is the first step towards rigorous analysis and interpretation for a report. However, there are issues surrounding coding that need to be taken into account. Coding is not a precise science and some elements of the data could be ambiguous and not work with the codes and themes used in the process.
In the process of planning, critical evaluation of the stated research methods is important.  Researcher bias would need to be taken into account as an interviewer will bring a range of emotions and experiences into the process and their manner could influence the respondents (Selltiz et al, 1962) With all semi structured interviews being conducted by one researcher there are potential issues over the interpretation of a respondent’s opinion (Bell and Opie, 2002) Therefore, an awareness of this, plus a degree of criticality over the interpretation of the data, would be desirable in ensuring the validity and reliability of the research project (Bell, 2009).  Multiple research methods will also benefit the enquiry by offering triangulation and balance the potential effects of researcher bias. Researcher bias could also arise in the semi structured nature of the questioning in the interviews, with questions being guided by the position of a university tutor who has a professional relationship with the school rather than a researcher with no direct connection. On a similar note, additional issues that could arise with semi structured interviews. The researcher could be open to the inconsistencies of the respondent’s interpretation and presentation of reality (Burns, 2000). However, this potential issue was addressed with the use of another method, and thus the questionnaires countered this weakness in the methodology of this research project. 
Finally, the ‘halo effect’ was also considered as a potential issue in this research process.  The  questionnaire is being issued by a PGCE lecturer with links to the school and the head teacher, with  interviews being conducted by the same PGCE lecturer. It might therefore be anticipated that the answers could be influenced by the status of the researcher. The halo effect is possible if the respondent is giving answers that aim to please, which is possible in the context of the relationship between the school and the university. Furthermore, it would be equally important to anticipate prestige bias on behalf of the interviewees. This could lead to answers crafted to avoid negativity or deflect problems that may have arisen during the implementation of the Successful Futures. This would be quite likely given what the research stated regarding the challenges of implementing second order change in the education system. These issues could be mitigated by the clear, detailed and repeated guidance concerning anonymity.
Critical reflection.
The process of planning this research project has raised several interesting points. I have gained a greater awareness of the challenges faced in implementing radical change in schools. The concerns raised straight after the publication of Donaldson’s report by the Independent Review of Curriculum and Assessment Arrangements in Wales (O’Prey et al, 2015) focused on the necessity for careful planning and resource management combined with clarity of the way ahead. This places pressure on school leaders of all levels and support and guidance is needed to assist in ensuring success. That success might appear distant when faced with the statistic produced by the EWC in 2018 that nearly 40% of teachers in Wales have only some knowledge or no knowledge of the reforms launched in 2015. I would hope that one outcome of the research project would see that there had been a change in the awareness of Donaldson in the last eighteen months. If this survey was to corroborate EWC’s findings it would highlight the challenge facing leaders in Welsh Education.
My own reading into perceptions and understanding of leadership has allowed a more detailed and in depth knowledge base to be formed and applied to the context in question. It is clear that there are perceived styles of leadership that are suited to certain situations. In examining the implementation of ‘Successful Futures’ it would be very easy to assert that transforming education requires a transformational style of leadership. However, when looking at the variety of different schools across Wales it would feel naïve to suggest that one style of leadership will work in every institution. The point that Conner (1998) makes about evaluating each situation to find the right leadership style would be a good starting point in acquiring an understanding of leadership. With my own knowledge of the variety of schools across South Wales I also have sympathy with the idea that there may be multiple styles of leadership that can work in one school, whether that is transactional, transformational or distributed. With my own professional experience of delivering curriculum change in a pioneer school I am able to appreciate the strengths of distributed leadership and the importance of communication and interaction between all levels of leadership in the school.
The literature has given me a specific understanding of different levels of change. The idea of ‘second order change’ is a fundamental aspect of this research. The reforms in Welsh education are a genuine break from the past and, as the research identifies, need to be considered differently to other forms of change. As I planned this research project, this point became more prominent. It would be important to gain an insight into the perception and understanding of how these radical changes are being led in comparison to other changes made in Welsh education in the last decade. In addition, another point that grew in prominence whilst reading around the issues was the use of specific research informed ‘change knowledge’ highlighted by Pullan (2006). This reading and research has added more theoretical perspectives that can be used in my work with PGCE students and in working with partnership schools engaged with the university. 
The construction of a methodology has benefited my own professional practice. As a teacher/educator who is involved with the delivery of a research module on the PGCE course, the process of planning a methodology in a contemporary context allows the development of skills and knowledge in this area. On reflection, I am also aware of the complexity and potential challenges of the survey I have constructed. With ten different schools involved, and two versions of a questionnaire combined with two different case studies featuring schools at different stages of the reform process, interviewing different groups/ individuals is arguably too complex. However, in investigating perception and understanding of radical change I feel that a varied sample will allow for rich and in-depth responses as well as creating the opportunity to have a comparative element to the research process. Reflecting on potential shortcomings of the methodology, I am aware that asking school staff about leadership has the potential to lead to list of grievances or no response for fear of retribution. With this in mind, I would emphasise the anonymity aspect of the survey and take in account Dillion’s (1990) research on questioning, so as to ensure purpose and clarity that means that respondents don’t just agree with a given premise or give an easy answer.
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