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Abstract 
The main objective of this review was to analyse the existing studies on the recruitment and retention of headteachers in Wales, with the aim of comparing findings and seeking recommendations on how to improve the retention and recruitment rates. The literature was randomly searched and reviewed based on specific criteria and keywords identified. While there is an abundance of international research on the recruitment and retention rates of headteachers and leaders over the last ten years, there is limited research exclusively to Wales, despite media reports suggesting otherwise. The research that is available exclusively to Wales looks predominantly at the issues caused by policy reform and more recently at the impact of COVID-19 on well-being rather than the systematic failings of the educational leadership system which potentially has a bigger impact on the retention and recruitment crisis of senior leaders in Wales. 
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Introduction.
Headteachers in Wales are currently facing extraordinary levels of stress and pressure, particularly in the aftermath of the pandemic. These challenging circumstances have led to a ‘supposed’ crisis in the recruitment and retention of school leaders in Wales. The increase in demands and pressures during and after the pandemic have significantly affected headteachers’ mental health, job satisfaction, and negatively impacted the overall retention and recruitment rates (Education Support, 2024).
During the height of the pandemic, headteachers faced unprecedented challenges, as they navigated the complexities of remote learning, ensured the safety of all learners and staff, facilitated hub schools as well as dealing with the emotional and psychological impact of the pandemic. Headteachers navigated this crisis with limited support or training from local authorities, regional consortia, and Welsh Government, however they were still under pressure to perform and maintain standards. (BBC, 2021)
A study undertaken by Swansea University (2022) indicated that the wellbeing of leaders and headteachers in Welsh schools was notably lower than that of their UK colleagues. The study showed that more than half of the respondents indicated they had displayed depressive symptoms and experienced moderate to high levels of stress, with many reporting feelings of mental exhaustion and burnout. These results support findings by the Teacher Wellbeing Index 2024 who found that 43.77% of headteachers and leaders in Wales are at high risk of psychological distress and depression.
Whilst, understandably, the pandemic aggravated an already stressed workforce, the recruitment and retention crisis of headteachers and leaders in Wales is not a new phenomenon (BBC, 2016). In 2011, Leighton Andrews the then Welsh education minister introduced a twenty-point policy reform that increased front facing external accountability for headteachers and leaders. Some educational researchers argued that these reforms changed the professional roles of headteachers and how they were able to exercise their professional skills (Hargreaves and Fullen, 2015). As a result, recruiting and retaining headteachers in Wales became a contentious issue, exacerbated by these policy changes. These findings were supported by (Egan & Keane, 2017) who concluded that while it was essential for schools to be held accountable, the education system in Wales often imposed excessive and often punitive accountability measures. As a result, leaders often felt that their innovation was stifled and that it had a negative impact on the recruitment and retention of headteachers and leaders in Wales.
As a current serving headteacher in Wales who led schools pre and post COVID-19 I chose to explore the question is there a retention and recruitment crisis in Wales? This paper will serve to critically review ten papers on the issue, considering the epistemological, ontological, and ethical aspects of each of these papers and identify the strengths, weaknesses and recommendations of each paper as well as identifying any commonalities where appropriate. 
 Article Literature Review
 Article 1: Egan, D., & Keane, A. (2017) aim for this article was to accurately encapsulate the perspectives of headteacher representatives from the four consortia in Wales. The authors sought to discuss a variety of important issues related to educational leadership including the impact of educational reform. The epistemology of this article was interpretivist in its approach as it focussed on understanding the subjective meanings and experiences of headteachers, whilst the ontological stance was constructivist as the reality of educational leadership is socially constructed through the interactions and experiences of headteachers.
The abstract provided an overview of the experiences of headteachers in Wales with the aim of understanding the challenges faced by headteachers in Wales, particularly in the context of educational reforms and increased accountability measures. However, the abstract lacks any detail about the methodology and methods used and does not include any mention of any key findings or conclusions from the study which would have assisted the reader to understand what the authors had discovered or concluded.
The papers’ introduction clearly sets the scene for the seminar, stating how the invitations were extended to leaders and how it was chaired and facilitated, however, it does not indicate how many leaders attended the seminar or how many people actively engaged in the discussions. 
The authors use of qualitative methods was appropriate to this paper as through discussions the authors were able to effectively capture the nuanced perspectives and responses of the leaders. When analysing these transcripts, the authors were able to clearly identify any reoccurring themes or patterns then group the discussion outcomes into meaningful categories. Despite these strengths there are a few weaknesses to this methodology, as the study relied upon interviews with a relatively small number of headteachers, the findings may possibly not represent the experiences of all headteachers. Additionally, the subjectivity inherent in qualitative analysis means that the researchers' interpretations could be influenced by their own perspectives which potentially introduces bias that may have affected the consistency and reliability of the themes identified by the authors from their transcripts. 
The authors identified several main themes from their analysis, including the qualities required for successful leadership, the importance of professional development, the use of educational research, the need for collaborative work, and the impact of excessive accountability on recruitment and retention. These findings align with those of other researchers. For instance, Connolly (2018) emphasised the need for professional development and collaborative work in educational leadership (Connolly, 2018). Jones and Griffiths (2020) highlighted the detrimental effects of excessive accountability on headteacher recruitment and retention (Jones & Griffiths, 2020).
Overall, this paper provides a detailed understanding of the experiences of a small number of headteachers across the four consortia. The researchers identified numerous key themes such as the qualities required for successful leadership the use of data and evidence, the importance of professional learning, school context, the use of educational research, taking risks, the need for collaborative work, and the impact of excessive accountability on recruitment and retention. This paper looks to fill the gap in the current understanding of the recruitment and retention crisis amongst Welsh headteachers. It emphasises the detrimental effects of excessive accountability and the need for ongoing high quality professional learning and support for headteachers and offers valuable insights that could inform policy and practice.
Article 2:  Milton, E. et al (2018). main research question was interpretivist in nature as it sought to investigate how and why the 2011 educational reforms in Wales impacted so heavily on headteacher recruitment and retention through the introduction of greater external accountability measures. Whilst the ontological stance of the study lay within constructivism, as it objectively assumed that the wellbeing and stress levels of headteachers and leaders’ perceived realities could be measured and analysed.
The authors provided a brief abstract of the research they had undertaken and why, and whilst they offered a brief reference to the methodology they intended to use, it lacked any real detail about their research design, data collection methods, findings, and recommendations. However, the introduction of a keyword section was useful and relevant. 
The authors drew upon two BBC articles (BBC, 2016) (BBC, Lewis 2017) that reported that there was an insufficient number of leaders applying for headship posts in Wales. As a consequence, this indicated that there was a potential recruitment and retention crisis in Wales. 
The literature review was comprehensive and considered the political educational landscape within Wales, highlighting Hargreaves and Fullen (2012) work on accountability, capital, and professional agency. It suggested that by encouraging intrinsic accountability it could produce positive outcomes on staff and pupil performance and outcomes. However, due to Wales’s poor PISA results (FFT Education Datalab, 2023), the Welsh Government increased external accountability measures on headteachers and schools. 
In order to effectively address their research question, the researchers designed a quantitative methodology. They conducted thirty semi-structured interviews across two sampling groups: one longitudinal study with twelve participants and one regional specific study with eighteen participants that focused on local authorities with the highest number of unfilled headteacher positions. 
The strength of this methodology was in its combination of structured and unstructured interviews, this allowed the researchers to explore themes and issues they had identified through open-ended and follow-up questions. However, the validity of the study could be queried as the researchers may have digressed significantly from the predetermined list of agreed questions. Another limitation of this study was in the lack of clarity between the two groups responses (longitudinal study and the regional study), this made it impossible to compare the responses and identify any causes or challenges. Lastly, the small sample size made it difficult to generalise the findings to a national issue but did give an insight into key themes identified around recruitment and retention.
The results were presented as a series of themes with the participants comments, however, without seeing the full transcripts we are unable to get a complete and unbiased view of the findings, so we are unable to ascertain the validity of their recommendations. 
The paper's findings on headteacher recruitment and retention in Wales are valuable as they offer early insights pre COVID-19, on the reasons why leaders and headteachers believe policy reforms negatively impacted rates of recruitment and retention of leaders in Wales. 
Article 3: Baldwin, J. (2022) thesis examines the evolving roles of headteachers following Wales’s increased autonomy over its educational system. Baldwin adopts an interpretivist approach, focusing on the personal experiences and meanings that headteachers attach to their roles and responsibilities. The study's ontological stance is subjectivist as it recognised that multiple realities and perspectives exist regarding headship.
The authors abstract provides a clear and succinct summary of the research, effectively presenting the findings and proposed solutions. However, it lacks detailed information on the methodology and methods employed which limits the reader's ability to fully appreciate the study's rigor and validity. A more detailed discussion of the research design and methodological approach would have enhanced the abstract's overall quality, providing a clearer understanding of the research process and the robustness of their findings.
Baldwin’s introduction sets the scene from a personal perspective, contextualising the need to understand headteachers' perceptions of the skills and attributes necessary for the role. It explores how headteachers perceive their roles to have evolved over time, the impact of organisational and political influences on their professional responsibilities, and the professional training they believe would be most beneficial to headteachers in order to fulfil their roles. However, the introduction does not address the potential for bias, given Baldwin's own experience as a headteacher.
The literature review is comprehensive, examining theories of professionalism, phases of educational reform in Wales, the new professional standards, school leadership for improvement, and the professional development of school leaders. It outlines how the educational reforms have indeed changed the roles of headteachers and what the concept of professionalism looks like in schools.
In the methods section, Baldwin acknowledges the potential for bias due to her insider research and personal relationships with participants. She emphasises the importance of ongoing reflexivity throughout the study, adhering to the principles of trustworthiness as set out by Lincoln and Guba (1985), which include credibility, transferability, dependability, and confirmability.
Baldwin exclusively employed qualitative methods, conducting online interviews with thirteen participants during the early stages of the COVID-19 pandemic. By focusing on participants from a single local authority, she aimed to capture the headteachers' experiences and perceptions during this unprecedented time. This approach was appropriate given the unique context and challenges faced by headteachers during the pandemic, however due to the small sample and localised data these results cannot be used to generalise findings, solutions, and recommendations. 
The results of the study were categorised into key themes through thematic data analysis, including accountability and professional agency, and the organisational and political changes impacting headteachers' roles. Participants reported a lack of trust in their professional capacity, particularly from consortia, and highlighted the loneliness and isolation of the role as just one of the contributing factors regarding the recruitment and retention crisis, this is similar to findings from Scott, A., Limbert, C., & Sykes, J. (2024) study. 
Overall, Baldwin's study concludes with five recommendations to improve the professional lives of headteachers in Wales: restructuring school management, reconfiguring the headship role, investing in peer mentoring, reviewing headteacher recruitment, and evaluating professional development for aspiring and serving headteachers. While Baldwin acknowledges potential bias, her study does provide valuable insights into the professional challenges and the needs of headteachers in one regional area of Wales.
Article 4: Recruitment and Retention of teachers, teaching assistants and headteachers in Carmarthenshire. December 2023. Carmarthenshire local authority has consistently faced challenges in retaining and recruiting staff, particularly headteachers. In 2016, NAHT Cymru reported that 30% of headteacher vacancies were unfilled (NAHT Cymru, 2016). According to data from the School Workforce Annual Census (SWAC), this figure decreased to 18% in the 2021/22 academic year, with approximately six applicants per vacancy, making it the sixth lowest out of the 22 authorities.
The Education and Children’s Services Scrutiny Committee requested information on the recruitment and retention issues in Carmarthenshire. In response, the local authority assigned the Education and Children’s Services Department to collaborate with school leaders, in particular secondary headteachers, the Strategic Focus Group for Leadership, and Professor David Egan to understand the recruitment challenges and to look for solutions to aid retention. The aim of this project was to explore these challenges from a local authority perspective within the Welsh context.
There was a notable gap in research specifically addressing the recruitment and retention of headteachers within the unique context of Carmarthenshire. Previous studies have not sufficiently explored the localised challenges and opportunities of Carmarthenshire as one of the lowest authorities for recruitment and retention therefore, necessitating this research.
This study used both qualitative and quantitative methods to provide a comprehensive analysis of the educational landscape in Carmarthenshire. It adopted a pragmatic approach, seeking to explore the challenges and opportunities faced by the local authority in addressing the recruitment and retention of school leaders. The ontological stance was constructivist, focusing on understanding participants' experiences, perceptions, and social contexts.
The authors used data from sources such as the Education Workforce Statistics and the Education Workforce Council to provide a local authority context, while this data was useful for establishing a baseline, it would have been beneficial to have verified these results through their own research to ensure accuracy (Kelder, 2005) suggests being cautious when using other people’s data as it is capable of being revisited from multiple perspectives, and can be used to answer different research questions to those envisaged by the original data collector.
The study revealed that 30 primary schools were without permanent leadership, relying on acting headteachers, and three secondary schools were without a full-time headteacher. Unfilled posts were predominantly within the Welsh-medium sector, this is despite an increase in ITE student entrants onto Welsh-medium courses, however this does not appear to have had an impact in Carmarthenshire, where 52% teach or work through the medium of Welsh. Analysis of the data identified three key areas to focus on in addressing the recruitment and retention challenges in Carmarthenshire: 
To improve professional development Programmes: This supports National Mission Objective 4 to provide high-quality teaching and leadership (Welsh Government, 2023). However, whilst research around continuing professional learning and early career support are promising evidence of the effectiveness on practice remains weak (See et al., 2020) 
Marketing to Attract Professionals: The authors suggesting using persuasive marketing techniques to target professionals to work within education in Carmarthenshire. Research by (See et al., 2020) reported that many countries did this with mixed results to try to attract and retain school leaders, for instance, by providing financial incentives and whilst it did attract individuals their impact on long-term retention was actually limited.
Enhancing Recruitment Processes: this aligns with findings from MacBeath's (2009) study on the recruitment and retention of headteachers in Scotland, who emphasised the need for better-structured pathways to headship and more sophisticated approaches to interviewing and selection.
In conclusion, this study provides informative insights into the recruitment and retention challenges faced by Carmarthenshire and offers useful recommendations to support the local authority. However, the study's focus is primarily local, and it does not consider international strategies for improving recruitment and retention rates by incorporating a more global perspective it could have enhanced the study's applicability and effectiveness. This wider perspective would not only address local issues but also align with best practices from other educational systems, potentially leading to more sustainable improvements for the region.
Article 5: Milton, E. et al (2023) research was to understand how headteacher roles are advertised in job descriptions in Wales. It serves to understand how headteachers job descriptions reflect the expectations and requirements of schools and policymakers. Therefore, the epistemological stance is likely to be pragmatic as the research seeks to explore how meaning arises from the job descriptions and the analysis of countable aspects of the text. The ontological stance is relativist as it acknowledges that the reality of headteachers roles can vary based on how different stakeholders believe and perceive these roles to be.

The authors abstract provides a clear rationale as to the purpose of their research, it highlights the clear gap that exists currently around demand side factors when recruiting headteachers. The abstract clearly explains the mixed methods approach used by researchers to focus on analysis of 67 headteacher job descriptions published over the 2016-2017 academic year. However, the abstract does not state what locality these job descriptions were taken from or what school sector. The authors provided a clear overview of their main findings and possible way forwards on where the research could go next.
The introduction explains why high-performing educational systems invest heavily in improving school leadership. Globally, there is much discussion about the roles of headteachers and what the role entails. The devolution of educational policy to Northern Ireland, Scotland, Wales, and England has created inconsistent accountability approaches across the UK, leading to debates about whether this has caused the retention and recruitment crisis in Wales (BBC, 2016). The literature review covers headteacher recruitment, retention, professional learning, and the impact of educational policy reforms on headteachers' roles and identities in Wales, comparing these to other educational systems such as Hong Kong and England.
The researchers used a mixed-methods approach, providing both qualitative and quantitative data. Initially, they collected 171 job descriptions, but 104 were omitted due to insufficient information. The remaining 67 were reflective of English-medium, Welsh-medium, and bilingual settings. Discourse analysis was used to ask critical questions of the job descriptions, leading to the formation of identifiable categories. However, the researchers did not examine how these descriptions affected stakeholders such as governing bodies, candidates, and headteachers.
To define these categories, the researchers analysed the language used in the job descriptions, knowledge from literature, and their interpretations, creating categories ranging from 1 to 5. The results were presented using tables and graphs to illustrate their findings. The descriptions were found to be written from an administrative perspective rather than an educational leadership viewpoint. Only 11 out of the 67 job descriptions were bespoke to the school, with most being generic with little regard for individual contextual differences.
The researchers identified four key recommendations to improve the retention and recruitment of headteachers. First, job descriptions should align with educational policies that promote educational leadership. Second, job descriptions should be individualised to the school being advertised so that it accurately reflects the school in order to ensure the best match for the headteacher. Third, high-quality professional learning and support should be facilitated or brokered around writing job descriptions for school leaders and key stakeholders. Finally, stakeholders responsible for recruiting headteachers should be empowered to make decisions around the job descriptions they are advertising.
Overall, this research provides valuable insights into how job descriptions can be improved to better support the recruitment and retention of headteachers in Wales. By addressing the issues identified by the authors, schools and governing bodies in Wales will be better placed to create a more attractive and supportive environment for headteachers, ultimately leading to better pupil outcomes. However, it does not tackle the issue of retention. 
Article 6: Aleynikova, E. et al (2024) were commissioned by the National Academy for Educational Leadership, aimed to address the challenges and potential solutions for maintaining a steady supply of school leaders in Wales. Their objective was to answer five key questions around the extent of senior school leader shortages in Wales, key factors impacting recruitment and retention, variations by post types or workforce characteristics, perceptions of senior leadership roles, and effective policies for improving recruitment and retention.
The study employed a combined qualitative and quantitative methodology to provide a comprehensive analysis. It is pragmatic in nature as it sought to explore the challenges and opportunities faced by the Welsh Government in addressing the recruitment and retention of school leaders. The ontological basis is constructivist as it focuses on understanding participants' experiences, perceptions, and social contexts.
An executive summary provided a clear and concise overview of the study, including key questions, methods, findings, and recommendations for policymakers. The introduction highlighted the importance of the study, noting that since the COVID-19 pandemic, Wales has struggled to maintain its senior leaders (Zuccollo, 2022). The literature review identified six key themes behind possible leadership shortages: the ever-changing nature of the senior leadership role, perceptions of senior leaders, leader support and development needs, demographics, contextual factors, and structural factors. However, the authors did not explore the importance of continuous professional learning for headteachers currently in post.
Whilst the researchers do acknowledge headteachers roles have evolved over the past twenty years, they did not explore how the education system has not developed its leaders to keep pace with these changes. John McBeath argues that educationalists have created an "Alphabet Soup of Leadership," making leadership a "Humpty Dumpty" term that can mean anything (McBeath, 2003, p.1). This raises the question: why, after twenty years, are we still unclear about what school leadership entails? Without a clear understanding of the requisite skills, knowledge, and attributes, how can we provide high-quality professional learning for current and aspiring headteachers?
To answer their five key questions, the researchers conducted a mixed-method study. For their quantitative data, they analysed two publicly available data sets: the Pupil Level Annual School Census (PLASC) and the School Workforce Annual Census (SWAC). These data sets allowed the researchers to identify leadership shortages by local authority and all schools. For the qualitative methods they conducted twenty-eight in-depth interviews with nineteen current leaders and nine former leaders, as well as two focus groups with aspiring leaders, scoping calls with local authorities, and two co-design workshops with a wide range of stakeholders. Participants were asked a series of consistent questions, with additional questions tailored to their status. However, these questions could be seen as potentially leading, as they were negative in tone, potentially biasing the results. Price et al. (2022) support this, suggesting that question formulation in the design process is influenced by inherent cognitive biases. Another potential factor to consider is the small sample size across all methods as a result the findings may not accurately reflect the broader issues affecting leaders and authorities across Wales. 
The study’s results are clearly presented with a mixture of graphs, tables, and evaluative narrative. The authors provided a balanced analysis and identified both the positive experiences and challenges of senior leadership. The findings suggest that while there is a recruitment and retention issue across all sectors, there is a more noticeable disparity between Welsh medium schools and English medium schools. In particular, Welsh medium primary schools struggle to recruit senior leaders as they have fewer applicants and lower suitability.
Overall, this paper serves as a critical voice to the Welsh Government, addressing the concerning issue of senior leader shortages in Wales. It clearly emphasises to policymakers the urgency of the retention and recruitment situation, highlighting key issues and challenges whilst, offering possible solutions and recommendations to rectify this trend. This paper supports the Welsh Government's broader educational reform agenda, aiming to ensure high-quality teaching and leadership across the education system. However, the study has its limitations, such as potential biases in question formulation and the small sample size. Additionally, there is a significant gap in the research regarding the upskilling of existing headteachers' skills and knowledge through high-quality professional learning, addressing this gap is crucial for developing a robust and effective leadership workforce capable of adapting to evolving educational demands.
Article 7: Scott, A. et al (2024) article critically examines the causes, prevalence, sources, and solutions of work-related stress among headteachers in Wales, including the change role of headteachers. It adopted a positivist epistemology, relying on observable and measurable data through structured questionnaires and standardised tools such as Cohen’s Perceived Stress Scale (PSS) and the Health and Safety Executive (HSE) Management Standards Tool. The ontological stance is realist, as it assumes that stress and its sources are real phenomena that can be objectively measured and quantified.
The abstract is succinct, it provides a clear rationale for the study's purpose, methodology, participant numbers, and a brief explanation of the findings. It also outlines the possible solutions to address work-related stress among headteachers in Wales.  
The literature review thoroughly examines the role of headteachers, work-related stress and the educational structure and policies in Wales. However, it does not examine notions that could provide a more nuanced understanding of recruitment and retention such as regional differences, socio economic factors, especially as the (Gatsby Foundation, 2024) found that 77% of Headteachers find it difficult to recruit leaders in disadvantaged areas. 
The authors gained ethical approval from the Cardiff Metropolitan University Ethics panel. They conducted a pilot test and made necessary amendments to ensure both English and Welsh medium participants could respond in their preferred language, this thorough approach demonstrated their commitment to ethical standards and inclusivity.
The research used both quantitative and qualitative methods to provide a rigorous and robust view of the issue. The use of the PSS and HSE Management Standards Tool added reliability to the results. However, there were limitations, such as potential response bias for example, only the most stressed headteachers might have responded, and the reliance on self-reported data might not have captured all the details of their stress experienced. The study could have benefitted from follow-up interviews or group discussions for more in-depth information.
The questionnaire was distributed to 1,407 full-time and part-time headteachers and 181 acting headteachers across Wales, totalling 1,588 potential participants. Names and email addresses were sourced from the Welsh Government, Welsh School Census, and Local Authority websites. Out of these, 436 headteachers responded, but 77 partial responses were excluded, resulting in 359 complete responses, corresponding to a 22.6% response rate. This relatively low response makes it difficult to generalise the findings.
The results showed that two-thirds of headteachers in Wales reported high levels of stress, however younger, and less experienced headteachers had lower mean stress scores compared to their older colleagues. Although the differences were statistically significant, the effect sizes were small. All groups agreed that the main contributors to stress were increased workloads, fragmented work hours, role conflict, managing staff, dealing with parents, greater demands from external bodies, lack of financial resources, and insufficient support from Local Authorities. These findings align with Hargreaves and Fullan (2012), who discuss the impact of increased accountability and policy reforms on educators' professional roles.
Overall, the authors identified a perceived lack of trust in headteachers' ability to lead their schools which creates a challenging rather than supportive culture. They recognise that if unaddressed this will affect not only leaders’ health but also the recruitment and retention of future and current headteachers.
Article 8: Research by Marchant et al. (2024) adopts a positivist epistemology, relying on quantitative data from surveys to measure well-being, stress levels, and other factors among school leaders during the COVID-19 pandemic. The ontological stance is realist as it assumes that these aspects can be objectively measured and quantified. The study aimed to explore the "educational leadership crisis" during the pandemic, focusing on its impact on the mental health, workload, and overall well-being and retention of school leaders.
The abstract clearly focuses on the impact of COVID-19 on educational leadership, succinctly presenting the research topic. The use of a quantitative approach is a strength, allowing for objective measurement and reliable, generalisable data. The inclusion of data from 323 senior leaders (Wales =172 and Northern Ireland=151) enhances the reliability and robustness of the findings. The abstract effectually summarises the key findings and the implications on pupil outcomes and attainment levels. However, the abstract could be improved by referring to the recommendations and solutions as to how their identified challenges could be mitigated.
The literature review provides important context on the well-being and work-related stress of senior school leaders during the pandemic. It draws on a wide range of relevant literature, highlighting the unique challenges faced by educational leaders. Hulme, Beauchamp, Clarke, and Hamilton (2021) support this by discussing the unprecedented strategies employed by leaders during the early stages of the pandemic and the associated stress. McLeod and Dulsky (2021) stated that the workforce was already at a crisis point pre-pandemic, with higher stress levels than other occupations and the general population.
The COVID-19 School Principals Survey was distributed to leaders who met the criteria. Participants received information packs detailing the study's aims, objectives, their right to withdraw, and assurances about confidentiality and anonymity. Ethical approval was granted by Swansea University Medical School Research Ethics Committee. The survey was conducted online via Microsoft Forms, with email links sent to participants. This method was effective for reaching headteachers in Wales, as all school staff use Microsoft applications through their Hwb accounts, ensuring GDPR compliance. However, this approach may have excluded leaders uncomfortable with technology, potentially biasing the sample towards more tech-minded individuals. 
The survey measured various characteristics, including demographics, work-related factors, general health, well-being, work-related sense of coherence, exhaustion and psychosomatic complaints, self-endangering behaviour, and perceived stress. The results were presented clearly using tables and accompanying analysis. 
In Wales, there was a clear discrepancy in the results, as leaders reported high workloads, low well-being, depressive symptoms, high work-related stress, high levels of exhaustion, insufficient sleep, and no leisure time, yet they perceived their general health as very good. This could be attributed to participants not being aware of general health to mean. From their analysis the authors suggest five recommendations to improve wellbeing and improve the retention of headteachers.
Overall, the study provides an informative overview of why many headteachers are struggling with their well-being and stress levels. The authors offer practical solutions to support retention, however, does not address the possible solutions to the crisis in recruitment in Wales.
Article 9: Griffiths, J., & Jones, G. (2024) article sought to understand the impact of devolution on educational leadership in Wales in particularly key developments, challenges, and reforms. This article adopted a positivist epistemology as it relied on using quantitative data from other people’s research to objectively measure the impact of leadership on educational outcomes. The ontological stance is realist as its assumed that leadership practices and their effects can be objectively observed and quantified. 
The article’s abstract recognises the huge strides that Wales has made in prioritising leadership as a key policy driver, it states how different politicians and ministers have affected big changes in education in Wales such as Leighton Andrews front facing accountability measures and Kirsty Williams development of a new curriculum (Donaldson, 2015). The abstract could have been further improved if it had explained how the authors chose to select the literature for their report, their methods and methodology and what their recommendations were. 
The introduction to this article clearly states how the authors' have a wealth of educational leadership experience at both a school and local authority level. The introduction provides context around the changing nature of leadership roles in Wales since devolution and how this has had a negative impact on the recruitment and retention of headteachers in Wales. This view is supported by Connolly et al (2018) who suggested that Wales is about to enter a recruitment crisis, especially within the Welsh medium and rural school sector. 

The authors skilfully guided the reader through the political educational landscape since devolution right up until the post pandemic world. They illustrate the importance of Wales’s commitment to improving leadership through initiatives such as the School as a Learning Organisation (SLO), National Academy of Educational Leadership (NAEL) and the new Professional Standards. These were introduced in order to improve leaders’ professional knowledge and understanding of their roles and responsibilities. However, the article also identified the challenges that leaders and schools faced post pandemic such as the issue of recruitment and retention, workload concerns, and poor well-being. 

In order to rectify this the authors advocated to make the profession more attractive by elevating the professional status of educational leaders and address workload concerns to create a better work life balance through policy reform. The authors recognise that Wales has tried to implement many initiatives to improve leadership such as the master’s in educational Practice, School Improvement Groups, and the Pioneer school programme to try to move knowledge around the system. However, this is only able to succeed if there is trust within the system, and competition between schools has dissipated as a result of external accountability pressures being removed. 

Overall, the paper provides some insight into the progress and ongoing challenges of educational leadership in Wales since devolution. It highlights the importance of leadership on pupil outcomes and the need for continued professional learning and support for leaders in schools. However, this article would have benefitted from the authors undertaking first hand research to substantiate their findings as well as providing a more detailed conclusion to validate their aims and conclusions.

Article 10: NAEL (2024), A Well-being Entitlement for all Leaders in Wales. The aim of this study was to investigate the well-being entitlement for school leaders through a solution-focused lens. The researchers were set with the task from NAEL of ensuring that any recommendations made would either improve or enhance the recruitment and retention of senior leaders in Wales. Unlike traditional problem-focused approaches, solution-focused strategies emphasise the need to identify and improve existing strengths and resources to ensure positive outcomes (McGhee & Stark, 2021; Özdem & Sezer, 2019).  
The epistemological approach of this study is interpretivist as it seeks to understand the lived experiences and perspectives of educational leaders regarding their well-being, whilst the ontological stance of the study is constructivist as it views reality as socially constructed, meaning that the well-being of educational leaders is shaped by their interactions, contexts, and the broader educational environment in Wales. 
The study did not include an abstract but provided an introduction and a setting-the-scene section, which gave a clear rationale for the research. The intended audience for this research included the Welsh government, local authorities, and school leaders responsible for the well-being of staff and leaders. The researchers were all current practicing leaders with at least ten years of leadership experience, and they represented all educational sectors within the Welsh system (e.g., primary, secondary, special education).
The researchers engaged with 150 school leaders through focus group activities and online surveys. The ethical requirements were met by allowing participants to opt in or out of the research at any time. The study spanned over 16-months, included extensive background reading and explorative discussions with a wide variety of stakeholder groups (Also undertaken was the use of face-to-face meetings, online meetings, and online surveys). Following each research activity, the researchers summarised their findings to identify common themes and recommendations. Once completed the outcomes of their research were presented to the NAEL leadership focus group and to colleagues during the National Well-being Conference.
When carrying out their research methods the researchers asked three consistent questions to all focus groups to ascertain what worked well in supporting their well-being, what support was available to them, and whether they needed to ask for this support. Most respondents indicated that support from colleagues, local authority well-being support (such as occupational health), and professional support from consortia and local authorities before entering headship were all helpful.
The respondents highlighted twelve possible solutions to effectively support their well-being, ranging from providing leaders with dedicated leadership time for reflection, research, and networking to improving incentives for staff as they move up the leadership ladder (e.g., sabbatical entitlements, health/leisure packages).
Results were presented through quotes linked to themes and recommendations. However, the presentation could have been improved by creating tables to present the findings more clearly.
The research finding suggest three key recommendations: Improve the support for school leaders' emotional, physical, and mental well-being to enable them to thrive in their roles, reduce the bureaucratic burdens on schools to enable leaders to focus on the strategic direction of their schools, ensure effective succession planning in schools to enable successful recruitment and retention. To achieve these recommendations, the researchers suggest a three-point call to action: Review school leaders' terms and conditions, provide funding to support leaders' well-being, ensure that all tiers of the education system take responsibility for improving leaders' well-being.
By implementing these recommendations, it will hopefully improve the outlook reported by the NAHT, who report that Wales is on the brink of a crisis as 37% of headteachers and 44% of middle leaders intend to leave the profession within five years (NAHT,2023)
Overall, whilst the research focuses on well-being and its impact on the recruitment and retention of school leaders, it is important to acknowledge that this perspective may be overly simplistic. Recruitment and retention are multifaceted issues influenced by a variety of factors beyond well-being alone. These factors include but are not limited to, organisational culture, leadership opportunities, career progression, workload, policy changes, and external socio-economic conditions. Therefore, while enhancing well-being is crucial, it should be considered as part of a broader, more nuanced strategy to address the complex challenges of recruitment and retention in the education sector.
Conclusion
In conclusion, it is evident that recruitment and retention issues in Wales occur at every stage and at every level of education, from primary right through to further education. However, these challenges become more nuanced when you examine the individual sectors. Papers 1,2,3,6 and 10 highlight the importance of using more qualitative data as it explored the individuals’ perceptions and realities of the crisis whilst papers 4,5,7,8 and 9 dealt with the perceived facts of the issues. It was pleasing to see that all papers were solutions focussed, however, to fully comprehend the causes of the crisis a mixed methods longitudinal study is essential. This research should involve a wide range of stakeholders including Initial Teacher Education, teachers, unions, leaders, headteachers. By undertaking such an approach, it would provide a comprehensive understanding of the solutions needed to address the recruitment and retention challenges in the Welsh education system.
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