
	  

	  

 
 
 
 



	  

SCHOOL LEADERSHIP RECRUITMENT AND TRAINING  
A key to the successful implementation of NEP2020 

 
Authors : Matthew Corallo (matthew.corallo@akanksha.org)  

Caroline Nagar (caroline.nagar@akanksha.org) 
 
 
Purpose 1 

The Current Reality of a School Leader’s role in India 3 

Recommendations for School Leadership Recruitment and Training 4 
Recommendation 1: Identify and Establish Clear Leadership Competencies 4 
Recommendation 2: Cultivate a Pipeline to Leadership 6 
Recommendation 3: Aim to create a Comprehensive Recruitment Process 8 
Recommendation 4: Provide Pre-Service Training 10 
Recommendation 5: Commitment to In-Service Training 11 

Conclusion 12 

Bibliography 13 
 
 
 
Purpose 
 
The newly released National Education Policy is an ambitious vision that shows tremendous potential for the 
education sector. On the surface, the timing can seem odd since the world is struggling to persevere through an 
unprecedented pandemic. However, a deeper dive into this document reveals the opportunity to maximize a 
student’s learning experience. As educators, we should always be prepared and eager for these opportunities 
regardless of what we face in the short term. 
 
The education system in India remains as one of the largest in the world. There are approximately 1.5 million 
schools with an enrollment of over 250 million students. The government of India remains to be the largest 
provider of education in the country. Approximately 60% of student enrollment takes place in government 
schools. Central or State governments manage over 50% of the schools and municipal corporations or local 
bodies manage approximately 20%. (World Bank, 2015) 

 
 
 
 
 
 
The World Development Report 2018: Learning to 
Realize Education’s Promise, by The World Bank states 
that, “Struggling education systems lack one or more of 
four key school-level ingredients for learning: prepared 
learners, effective teaching, learning focused inputs, and 
the skilled management and governance that pulls them 
all together”(pg 9). 
 



	  

 
 
 
Findings from the ASER 2019 report highlights some of the deficiencies in the education system. With respect to 
learning, the following dilemma should be noted: 
 

● Only 16% of children in Class 1 can read text at the prescribed level, while 40% cannot recognize 
letters. 

● Only 41% of these children could recognize two digit numbers. 
● At least 25% of school children in the 4-8 age group do not have age appropriate cognitive and 

numeracy skills. 
● Children from disadvantaged homes are disproportionately affected.  

 
Findings from the ASER 2017 Beyond Basics survey that covered ages 14-18,  
 

● Approximately 25% of the age group could not read basic text fluently in their own language 
● A significant number of youth who have completed eight years of schooling still lack foundational skills 

in reading and math. 
● Learning deficits seen in the elementary school in previous years seem to carry forward as young 

people go from being adolescents to young adults. 
 
While providing approval for the STARS program in June 2020, the World Bank states, “India over the years 
made significant strides in improving access to education across the country: between 2004-05 and 2018-19, the 
number of children going to school increased from 219 million to 248 million. However, the learning outcomes of 
students across all age groups continues to remain below par.” 
 
The NEP2020 aspires to address this learning crisis. The policy places a strong emphasis on the quality of 
education a student receives through all age groups and stages of development. The policy states, 
 

Section 0.12 : "The foundational pillars of this Policy are access, equity, quality, 
affordability and accountability. It believes that the purpose of education is to 
develop good human beings - capable of rational thought and action, possessing 
compassion and empathy, courage and resilience, scientific temper and creative 
imagination, with sound ethical moorings and values. It aims at producing 
engaged, productive, and contributing citizens for building an equitable, 
inclusive, and plural society as envisaged by our Constitution.” 

 
Focusing on the quality of education is indeed a progressive shift in our professional sector. This means a shift 
away from content memorization, ROTE style teaching practices, and unilateral rules aimed towards student 
compliance. Imagine a school where all students have the ability to construct and apply knowledge or “learn how 
to learn.” Imagine a school where all students always experience rigorous, active, creative and enjoyable 
lessons. Imagine, a school where students received guidance and safe support with their hopes, dreams, fears 
and struggles throughout all stages of their social and emotional development. These statements capture the key 
shifts that the NEP aspires to accomplish. 
 
As the NEP 2020 states, 

 
Section 0.3 : “Indeed, with the quickly changing employment and global 
ecosystem, it is becoming increasingly important that children not only learn but 
learn how to learn. Education must thus move towards less content, and more 
towards learning about how to think critically and solve problems, how to be 
creative and multidisciplinary, and how to innovate, adapt, and absorb new 



	  

material in novel and changing fields. While learning by rote can be beneficial in 
specific contexts, pedagogy must evolve to make education more experiential, 
holistic, integrated, discovery-oriented, learner-centred, discussion-based, 
flexible, and, of course, enjoyable…Education must build character, enable 
learners to be ethical, rational, compassionate, and caring, while at the same time 
prepare them for gainful, fulfilling employment.” 

 
What does this policy shift mean for school leaders? Quite frankly, the quality of education and all of the 
aspirations contained within the policy cannot be achieved without an invested school leader; one who 
understands the spirit of the NEP2020 and can drive it successfully. All school stakeholders will be required to 
transform current practices, mindsets and habits in a progressive direction and the school leader will be the 
person they depend upon in order to achieve successful results. The school leader will be required to develop, 
guide, encourage and support stakeholders more than ever before in order to incorporate positive, transformative 
initiatives successfully. 
 
This document is designed to recommend a process for the cultivation, recruitment and training of school leaders 
who are committed to making the spirit of the NEP2020 become a reality and improve the quality of education. 
 
The Current Reality of a School Leader’s role in India 
 
Marzano describes the role of the school principal as follows: “In many ways the school principal is the most 
important and influential individual in any school. He or she is the person responsible for all activities that occur 
in and around the school building. It is the principal's leadership that sets the tone of the school, the climate for 
teaching, the level of professionalism and morale of teachers, and the degree of concern for what students may 
or may not become. The principal is the main link between the community and the school, and the way he or she 
performs in this capacity largely determines the attitudes of parents and students about the school. If a school is 
a vibrant, innovative, child-centered place, if it has a reputation for excellence in teaching, if students are 
performing to the best of their ability, one can almost always point to the principal's leadership as the key to 
success.” (Marzano, et al, pg 56) 
 
With respect to learning, the role of the school leader is “second only to classroom instruction among all school 
related factors that contribute to what students learn in school.” ( Leithwood et.al, 2014) 
 
If we compare these statements to the reality school leaders are facing in the current Indian education system,  
 a dichotomy exists with respect to the role of school leader.  
 
Currently, it is longevity in the education sector that serves as a catalyst for promotion to a school leadership 
position. It is common for a teacher to work in a classroom for an extended period of time before seeking the role 
of school leader as a professional pathway forward. However, longevity in the classroom does not necessarily 
mean that the candidate is qualified to become a school leader; nor does it mean that they will be set up for 
success in a leadership role. “The government provides a position of a school head where there are 5 or more 
teachers. Where the position of the school head is available, the senior-most teacher, by date of appointment, is 
expected to fill the position with no training for leadership or management. Often, the school head position is not 
filled because of bureaucratic and political delays.” (Batra, S. 2011) 
 
The role of school leader is commonly understood to be that of an “administrator or one who oversees the 
operational components of the school largely in the form of budgets, human resources and, of course, handling 
student behaviour issues. In other words, the school leader is currently overseeing the management and is not 
afforded opportunities to explore the depth of the learning potential and student development that can be offered 
in the school. “The school head is immersed in maintaining registers, providing information for MIS and updates 
for the BEO and ‘higher-ups’, supervising construction, managing the mid day meal logistics, ensuring 
compliance to myriad rules and regulations, answering audits, participating in block level meetings etc. and has 



	  

little time either for teaching (educative leadership) or for involving fully in teacher support processes and 
interpreting the norms based on local needs and larger educational aims. Of course there is hardly any time for 
investing in her/his own learning and professional development as a pedagogical leader.” (Kasinathan, G 2011)  
 
Vision for the role of a school leader 
 
The role of a school leader needs to be redefined in 3 ways in order for the NEP to be implemented effectively 
and successfully.  
 

1. First, a school leader should have the ability to promote progressive pedagogy in school. They should 
cultivate and promote a progressive approach towards teaching and learning. This approach should 
involve Time, patience and persistence. It will be required to help school stakeholders see the impact 
and rewards of such approaches.  

 
2. Second a school leader should have the ability to design and drive school initiatives in a strategic 

manner. Consistency and commitment will be required to connect learning, social/ emotional and 
cultural initiatives to stakeholder investment, a process of measurement, success indicators and clear 
outcomes.  

 
The School Leader should identify the key areas where a shift needs to be brought in. These could be 
related to teaching-learning, the social emotional well being of the students, the proficiency of teachers 
as educators. Initiatives should be planned in a structured manner that details out the following 

● Need for the initiative 
● The intended outcome 
● The plan of action along with timelines 
● The indicators of success 

 
3. Third, a school leader should have the ability to create a positive school culture through the 

development of people. Clarity, sensitivity, support and encouragement will be required to help school 
stakeholders maintain a consistent and thoughtful approach with respect to driving a positive 
educational journey for students. 

 
 
Recommendations for School Leadership Recruitment and Training 
 
If we are to redefine the role of a school leader in a manner that aims to improve the quality of education a new 
approach will be required. The recruitment and training process should consist of the following: 

1. Creating a school leadership pipeline through distributed leadership 
2. Pre placement training 
3. In-service training 

 
 
Recommendation 1: Identify and Establish Clear Leadership Competencies 
 
Various scholars and organizations have conducted studies about the various competencies connected to school 
leadership. In fact, several frameworks have been created that outline vast growth and development for school 
leaders throughout their journey. If we are implementing a new policy that is dedicated to improving the quality of 
education, focusing on the breadth of competencies may be interpreted as confusing or contradictory. However, 
if one closely examines the many competencies that currently exist, we can identify three leadership domains 
that will help drive the spirit and intent of the NEP. These domains are: 
 

1. Instructional/ Pedagogical  Leadership: 
 

 A school leader is responsible for overseeing the teaching and learning process in the school. The terms 
“instruction” and “pedagogy” are the most commonly used terms to describe this process. When school leaders 



	  

focus on instructional leadership, they often drive learning through the actions of a teacher. “True instructional 
leadership requires a deep understanding of, and commitment to the interconnected areas of instruction, 
curriculum and assessment, in the spirit of optimizing student learning.” (Dufour & Marzano, 2011).  
 
When school leaders focus on pedagogical leadership we, the drive of learning is expanded to include the 
actions, behavior, and effort of students. “Successful classroom pedagogy requires that teachers understand 
how students learn and have [possess] the autonomy to design, implement and assess educational activities that 
meet the needs of individuals.” (Macneill, et al 2005).  Since pedagogy focuses on the learning style and 
approach of a student, it can also be inclusive of social and emotional needs, as well as family relations with 
school stakeholders.(Sergiovanni, 2006) 
  

2. Strategic Leadership: 
 
With all of the complexity and unpredictability associated with school leadership, how does one drive initiatives 
towards successful outcomes and achievements? When school leaders focus on the use of strategy, they should 
be aspiring to drive initiatives in a manner that aims not only for short term impact, but for long term success and 
sustainability (Davies & Davies, 2005). The incorporation of strategy heavily involves the engagement and 
communication with school stakeholders as their involvement is essential to drive the strategy.  
 
Stakeholder investment is particularly important as a school will often face times of uncertainty or unpredictability. 
“Strategic Leadership is more than having a vision about an ideal future. It is about acknowledging the complex 
and unpredictable nature of the future and developing strategies to prepare for the unexpected rather than just to 
plan for the known” (Quong & Walker 2010 p.23) School leaders commonly assess and monitor a strategy 
through setting clear goals or outcomes, utilizing multiple sources of data, and establishing a clear methodology 
or action plan (Davies & Davies, 2005). 
 

3. Developmental Leadership 
 
A school leader has the responsibility of building healthy relationships with school stakeholders, who possess 
different needs, wants, challenges and expectations. When school leaders focus on development, they aspire to 
build a strong, positive school culture through professional relationships that are formed, as well as a 
commitment to fostering the growth of their own interpersonal skills (Gilley, et al 2011).  
 
School initiatives need to be connected to consistent opportunities for professional development. These 
opportunities can include whole group training, grade or subject level collaborations, and opportunities to learn 
from peers. Furthermore, professional development opportunities can also serve as a healthy vehicle for 
stakeholders to express their voice, hopes, fears, concerns and struggles. A school leader should welcome this 
as an opportunity to strengthen professional relationships. Stakeholders are often appreciative of developmental 
opportunities that are afforded to them. As a result, the school culture will be strengthened through collective 
investment and commitment to initiatives. 
 
When stakeholders feel supported and feel an active involvement in the drive of the school culture, motivation 
and investment will increase “Ultimately, a leader is responsible for improving performance. “Developmental 
Leadership proves to be a dynamic tool in performance improvement that uses growth and development, 
creativity and innovation, problem solving and teamwork.”(Ibid, p. 5). Investing in the growth and development of 
all stakeholders is dependent on one’s awareness of their personal qualities, which include a willingness to 
accept feedback, suggestions and recommendations (Ibid, 11).  
 
The Akanksha Foundation has shown a commitment to these domains throughout the organization’s tenure.  
The network has been committed to driving progressive pedagogical initiatives in the form of activity based 
learning, inquiry based learning, and experiential learning throughout all grade levels. They have expanded 
learning initiatives to include the social and emotional needs of children. Time is allotted during the school day to 
conduct programs known as “circle time talks” in the primary grades, which evolve into “advisory programs” in the 
secondary grades. These programs are designed to focus on building healthy relationships, acquiring life skills, 
and providing students with voice to express their concerns and aspirations. 



	  

 
The Akanksha Foundation has consistently committed to driving all initiatives through a strategic design. There 
are multiple formative and summative assessments that consistently utilize information to inform the teaching 
and learning process. A schoolwide qualitative measurement is conducted once per year, throughout all schools, 
to focus on the drive and progress of professional development efforts, pedagogical practices in classrooms, 
social and emotional initiatives, and parent involvement.  
 
The Akanksha Foundation is dedicated to the development of all stakeholders within the organization. 
Professional development opportunities are a fundamental practice that takes place in all schools. Development 
initiatives are connected to the improvement of teaching and learning, social and emotional needs of students, 
and parent involvement in the school. What makes these developmental sessions unique and special is that they 
are thematically driven. In other words, a culture of continuous learning is established through weekly 
professional development opportunities, which include whole group training, grade/ subject cluster groupings, 
and peer learning. All professional development initiatives are connected to tangible success indicators and clear 
outcomes. Akanksha also incorporates the use of many practices that are designed for self reflection and 
planning about one’s personal development. These activities consist of 360 degree reviews and frequent “check 
in” conversations between stakeholders. 
 
If we look at the domains, we can successfully determine three effective competencies that will set up a school 
leader for success with respect to the drive of the NEP 2020: 
 

 
 
Recommendation 2: Cultivate a Pipeline to Leadership 
 
Once competencies have been firmly established and the abilities of a school leader have been clearly outlined, 
how do we identify and groom qualified candidates for the role? An active pathway must be established in order 
to ensure that potential school leaders have a clear understanding of expectations and are set up for success. 
 
It is safe to predict that experienced teachers will remain primary candidates for school leadership positions. 
They will most likely exhibit a baseline skill set that is connected to their classroom: strong instructional practices, 
good communication skills, and a positive disposition towards students. This premise is quite admirable and 
strong, but it remains a premise. How do you build upon existing skills and transfer them from an isolated 
classroom context to a whole school setting. The KIPP charter school network serves as a good example for the 
creation of a leadership progression roadmap. “KIPP recognizes that keeping strong teachers in the classroom is 



	  

a key priority, but creating clear pathways gives those who aspire for leadership a better idea of what to expect 
when they transition into the next role.” (Bierly & Shy, 2013) Let’s not forget that teaching remains a full time 
responsibility. Networks, such as KIPP, afford potential leaders with freeing up time for them to become 
immersed in additional leadership responsibilities. This is an ideal scenario, but what if an organization or school 
system is unable to award potential candidates with free teaching slots? There are still opportunities to create 
pathways to leadership that will not compromise the quality of instruction in the classroom. 
 
If we look at the competencies, we can successfully determine three buckets that can serve as a pathway to 
leadership: 
 

● Distributed Leadership  
● Portfolio Development 
● Effective Mentoring 

 
As mentioned earlier, experienced teachers possess skills and abilities that make them successful in the 
classroom. Identifying a specific learning initiative that is connected to those skills is a wonderful opportunity to 
provide potential leaders with applying those skills to a larger school context. An initiative can be grounded in 
learning or social/ emotional developmental depending on what skill the candidate wants to cultivate. This is 
known as “Distributed  Leadership.” For example, if a teacher exhibits the ability to yield high results in literacy or 
numeracy, why not provide them with the opportunity to lead a team of colleagues to expand this success. If a 
teacher exhibits the ability to sustain healthy relationships and a positive tone in the classroom, why not provide 
them with the opportunity to lead a team of colleagues to promote the social and emotional development of the 
students. Such initiatives commonly exist in the form of clubs  or advisory programs. When a school leader 
candidate is offered such an opportunity, replication of practice must be avoided. Instead, they should be 
focusing on ensuring that the initiative is age level or developmentally appropriate for students, establishing clear 
outcomes, creating a process for measurement and opportunities to develop their team in connection to the 
initiative. 
 
At The Akanksha Foundation, teachers are given various opportunities to build on their leadership skills. School 
Leaders and Teachers work together to identify areas of pedagogical strength or area of interest. In turn, 
initiatives will be designed that act as a lever for school development. Driving an initiative independently beyond 
the classroom entails working with various stakeholders to communicate the intent of the initiative, plan for the 
design and the execution of the initiative, train stakeholders when necessary, review the progress of the initiative 
through looking at various data points. These efforts and actions have developed many leaders within the 
Akanksha schools.  
 
Some examples of initiatives designed and driven by teachers in the Akanksha network include: Literacy and 
Numeracy Programs, Design for Change project, Clubs based on Student Interests, Student led Assemblies,  
and Capacity Building of the SMC. Distributed leadership allows for building the leadership talent and capability 
of teachers in the school.  
 
There are many artifacts that an experienced teacher can collect to showcase their existing skill set. These 
artefacts can serve as a vehicle to explore how best practices can be applied on the whole school level through 
“Portfolio Development.”  The Akanksha Foundation has implemented the practice of portfolio development for 
teachers. Components of a portfolio can include the following: innovative lesson plans, samples of student work 
at varying levels of ability, quantitative and qualitative data that capture student performance, formative and 
summative assessments, and examples of how technology is utilized. Let’s quickly explore how some of these 
portfolio artifacts can be applied to the whole school level. An innovative and thoughtful lesson plan can be 
deconstructed to how an effective pedagogical practice can drive a lesson successfully  Different sources of data 
can illustrate how to move forward with instruction based on student performance. Samples of student work can 
illustrate how students are able to construct and apply knowledge from the lesson. Developing a portfolio is a 
creative way for potential candidates to connect their current skill set to the competencies of school leadership. 
They will have an opportunity to explore how their existing skill set can be turned into initiatives and develop 
ways to drive them strategically 
 



	  

A potential candidate for leadership may work diligently to drive an initiative and build a portfolio, but they will 
require proper and healthy guidance in the form of “Effective Mentoring.” Candidates will need the opportunity to 
reflect on their efforts, share concerns, and receive professional recommendations on how to move their efforts 
forward in order to achieve success.The Wallace Foundation has conducted an intense study about the structure 
and impact of mentoring systems that have been developed by organizations and school systems (Mitlang, 
2007). We must ask ourselves, what makes an appropriate mentor for this scenario. In our case, we are 
embracing a brand new policy. The NEP is advocating for a fresh perspective and progressive mindset shift for 
all stakeholders. Effective mentors should possess three qualifications in order to help guide potential candidates 
successfully.  

1. First, they should have a relevant understanding or knowledge about the intent of the NEP and the 
competencies associated with leadership. Mentors should be able to monitor and guide the candidate 
with applying their skill set to school wide initiatives and support them with developing a strategy that 
can bring forth success.  

2. Second, mentors should be able to build a trusting relationship with the candidate. While it is exciting for 
potential candidates to venture into leadership initiatives, it can also be quite scary. There will be 
feelings of doubt and vulnerability. Candidates will require a mentor who is empathetic and can create a 
safe space for a mentee to express themselves freely without fear of arbitrary judgement.  

3. Third, a mentor must have the ability to provide direct and honest feedback. The process for mentoring 
is not to oversee a series of tasks that align in association to a checklist, but to make sure the candidate 
reaches a level of success through growth and development. The mentor should provide direct honest 
feedback through thoughtful, engaging and consistent dialogue. There are many existing school leaders 
and lead teachers who exhibit these qualities and would serve as effective mentors. 

 
 
 

Recommendation 3: Aim to create a Comprehensive Recruitment Process 

Once school leaders are identified and provided with preliminary experience, a rigorous and comprehensive 
recruitment process needs to be in place. We need to ensure that the right candidates are selected to formally 
ascend to leadership positions. Ones that embrace the spirit and intent of the National Education Policy. Ones 
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that have steadfast commitment to improve the quality of education. Ones that  are willing to acquire the ability to 
successfully drive leadership competencies. 

While this process should be comprehensive, different levels should be established in order for the recruiters to 
ensure that they connect all data points to the qualifications and expectations of the role.  

Level 1 is a straightforward review and assessment of preliminary qualifications that are required for the position. 
It is appropriate due diligence to ensure that a candidate has the proper credentials and noteworthy experience 
before moving forward with the process. A straightforward rubric should be constructed by the recruiters to 
determine whether preliminary qualifications meet acceptable standards. 

 

Level 2 allows the recruiters to take a deeper dive into the candidates readiness for a leadership position. When 
meeting a potential school leader in person, one interview is not nearly enough time to gain an understanding of 
the candidates strengths, seriousness, intent or commitment. Recruiters should be able to set up several rounds 
in order to discover as much information as possible about the candidate’s potential. Recruiters should be able to 
connect each round to a leadership competency. For this study, we can continue to commit to the leadership 
competencies that have been previously established. Again, this process should be assessed through the use of 
a straightforward rubric. Recruiters should design a rubric that can map a candidate's actions and responses to 
the leadership competencies and readiness for the position. Suggested domains for a Level 2 rubric are as 
follows: 

● Communication - the ability to articulate thoughts and ideas in a clear manner 
● Interpersonal skills - the ability to discuss and dialogue with different people in a respectful and 

constructive manner 
● Problem Solving - the ability to think through creative and practical solutions to an issue 
● Clarity of Thought - the ability to think through and articulate clear actionable steps that can be taken 

while solving for a problem 
 

 
 



	  

The group activity and discussion round would allow for the candidates to be assessed on the competencies of 
‘Strategic Thinking’ and ‘Developing People and Culture’. The group discussion and activity should focus on the 
candidates ability to work together and arrive at a solution to a case study that can include aspects of team 
management, a learning challenge or an administrative/ operational challenge.  The case study will be based on 
the context of the school. Different case studies would have to be prepared for schools in cities, towns, villages 
and tribal areas (Depending on the context of the organization or school system). The candidates may be given 
the case study a day prior to save on time and to also allow them time to prepare for the group discussion 
  
The personal interview would allow for the candidates to be assessed on the competency of “Pedagogical 
Leadership.” The Personal Interview would also give the candidates an opportunity to showcase their 
achievements and their vision for the school they will lead. Some suggested questions for the Personal Interview 
are as follows:  

● Tell us about one of your biggest successes. What steps did you take that made you successful? 
● Tell us about one of the challenges you faced. Why is it a challenge for you? What steps have you 

taken so far to overcome those challenges? 
● Assume that you are the School Leader of a school. How would your school look like, feel like and 

sound like? 
● What will you do to ensure that every child in your school is learning and progressing? 
● What would Quality Education look like in your school? 
● Why are you interested in a school leadership position? 

Recommendation 4: Provide Pre-Service Training 

Once school leaders have been selected, how do we set them up for success before they formally take on a 
leadership role. Pre-training opportunities must be provided to new school leaders in order to provide them with a 
context, culture and challenges of the school that they will be leading. There are many formal and informal 
leadership training programs that offer extensive time, resources and a variety of support to aspiring school 
leaders before taking on the role. Unfortunately, not every organization or school system has the bandwidth or 
affordability to offer rising principals these opportunities. However, there are effective ways to offer pre-service 
training to new school leaders in a practical manner. 

Keeping in mind the spirit and intent of the NEP and the expectations that are connected to the leadership 
competencies, we can determine avenues as to how new school leaders can receive effective pre-service 
training: 

●  Establish a Learning Cohort 
●  Create Intensive Experiential Training Sessions 

 
Every new school leader will be experiencing a level of excitement, as well as a level of anxiety. Every school 
stakeholder will be looking to the school leader for guidance, support and encouragement. How can a new 
school leader take soundings about their thought process? Who can “thought partner” with a new school leader 
in a thoughtful and objective manner? Where is a safe space for a new school leader to share their fears or 
vulnerabilities? The answer lies in a cohort of their peers. Who better to support new school leaders in this 
challenging space than others who are experiencing a similar journey. The establishment of group cohorts allows 
new principals to grow and develop together by providing support to each other through shared experiences. 
 
Once a cohort is established, new school leaders can collectively undergo intensive experiential  training 
sessions. Ideally, an intensive program should consist of eight weeks of full time learning. However, intensive 
sessions can also have an effective impact within a four week time frame (ranging from 20-40 hours per week). 
 



	  

 

The intensive training sessions should ideally conclude with the opportunity for the cohort to showcase their 
efforts in a culminating manner. Cohort members should be able to present the initiatives that they created, 
complete with a strategic system of measurement and professional development opportunities that provides 
support to school stakeholders. Finally, existing school leaders that embrace the intent of the NEP and 
understand what is required in the leadership competencies would make qualified candidates to facilitate 
intensive experiential training sessions. 

Recommendation 5: Commitment to In-Service TrainingThe NEP requires school leaders to engage in a 
minimum of 50 hours of continuous professional development throughout the academic year. How do we 
keep the momentum going once the pressure of the academic year takes hold? How do we ensure that 
school leaders continue to move forward by driving the NEP and improving the quality of education? 

All of the prior investment that has been placed in new school leaders should not fall by the wayside once the 
academic year begins. In fact, the prior investment should increase the commitment, determination and resolve 



	  

of new school leaders. Furthermore, existing school leaders need to have an opportunity to increase their 
understanding of the NEP and design an approach to drive the spirit and intent of the policy. 

Earlier we spoke of the importance of mentoring while cultivating a leadership pipeline. The NEP mentions peer 
learning and support to be a medium of capacity building for teachers.  School leaders can use this medium of 
peer learning in the same spirit. Continuous professional development can consist of  “Professional Learning 
Communities (PLCs).” These groups are composed of small clusters of professionals that aim to address and 
resolve situations as they arise in a school setting. Professional Learning Communities allow school leaders to 
consistently collaborate as a results oriented collective (Dufour, 2004) . As part of a PLC, school leaders will 
have an opportunity to bring forth a challenge that they are facing in a school. In turn, the group works towards 
resolution of the issue through professional dialogue, examining research and sharing successful practices. 
PLC’s also serve as an effective vehicle for school leaders to reflect on their growth and development in 
connection to leadership competencies. 

Professional Learning Communities could consist of school leaders of nearby schools who meet periodically on a 
consistent basis (at least once a month) for a predetermined period of time (approximately 2-3 hours). For new 
school leaders, the cohorts that have been established during the pre-training period can evolve into PLC’s. For 
experienced school leaders, PLC’s consist of leaders of nearby schools who meet periodically on a consistent 
basis. The PLC should be structured in a manner that the time spent together is productive and affords the 
participating school leaders the following 

● A space to share best practices and learn from each other 
● A space to share challenges and seek recommendations for solutions 
● A space to read, dialogue and discuss  pedagogical practices, child development and engaging with 

parents.  

New school leaders will be able to continue the development and training they received and experienced school 
leaders will build their capacity to understand and drive the NEP. Experienced school leaders can also utilize this 
professional development opportunity to increase their ability and capacity to serve as mentors. 

Finally, all of the recommendations that have been outlined in the pre-service and in-service training periods can 
be conducted in person or in a virtual manner. 

Conclusion 

These recommendations have been designed to formulate a rigorous process for the cultivation, recruitment and 
training of school leaders. While additional research is required to explore the nuances and mechanics of each 
recommendation, we have taken initial steps and have begun to construct an exciting journey for school leaders. 
They will be faced with the challenge of ensuring that all aspects of the National Education Policy becomes a 
reality. We must continue to provide meaningful training and offer continuous support  in order to help them 
achieve that reality. 

On a final note, let’s remember the words of the NEP…. 

Section 0.1 : “Education is fundamental for achieving full human potential, 
developing an equitable and just society, and promoting national 
development. Providing universal access to education is the key to 
economic growth, social justice and equality, scientific advancement, 
national integration and cultural preservation; and for India’s continued 
ascent, progress and leadership on the global stage. India will have the 
highest youth population in the world over the next decade, and our ability 
to provide high quality educational opportunities to them will shape the 
future of our country.” 
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