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Description
The proposed project is a long term
evaluation of the professional and
personal impact of the course
‘Investing in Diversity’on the
members of two cohorts of deputy
head teachers two years after their
completion of the course. The
evaluation will be informed by the
aims of the course and will take the
form of an initial survey of all
participants and follow up interviews
with a sample of course members.
The expected outcomes will include
feedback to the course leader, the
development of a list of potential
competencies relating to the course
and one or more academic journal
articles.
The programme‘Investing in
Diversity’ has been running since
2004, originally under the auspices
of the London Leadership Centre,
more recently the London Centre for
Leadership in Learning. During that
time sixteen cohorts of school
middle managers, eight cohorts of
aspiring middle managers and

hree cohorts of deputy head
teachers have undertaken this part-
time course which lasts for one year.
In total, there have to date been 709
participants. The aim of the course is
to prepare members of the black
and minority ethnic communities in
schools in London for more senior
leadership positions.

Of the three cohorts of deputy head
teachers, two are primary and one
secondary. The first primary school
cohort ran from February 2005 –
January 2006, and the first
secondary school cohort ran from
June 2005 – May 2006. A further
cohort of primary deputy head
teachers started in March 2007.

The programme exists in the context
of recruitment and retention
difficulties in London schools, and a
discrepancy between the
proportions of students and teachers
from BME backgrounds. The
percentage of teachers from BME
backgrounds in every area is much
smaller than the proportion of
primary and secondary pupils that
they teach. For example in Outer
London the percentage of BME
teachers is 25 per cent and the
percentage of BME pupils is nearly
50 per cent (DfES 2004, 2005). In
addition, the programme seeks to
ensure that BME staff are well-
supported and prepared for
leadership, particularly in the face of
low expectations and the: ‘possible
institutional racism’ (Bush et al 2005,
p. 28) identified in research on BME

leaders carried out for NCSL.

The Investing in Diversity programme
aims to:

• Identify potential BME school
leaders

• Provide leadership coaching
• Provide culturally literate

leadership training addressing
key skills for school leaders

• Increase the number of high
calibre BME leaders in London
schools.

This research project aims to
evaluate the experience of the
deputy heads, and identify the ways
in which this programme has
impacted on their work. The project
builds on the earlier work
undertaken by the applicant in
evaluating ‘Shine’, a precursor to
Investing in Diversity (Coleman,
2004) and a gender audit of the
NCSL programme‘Leading from the
Middle’ (Coleman, 2005) . The course
leader of Investing in Diversity,
Rosemary Campbell Stephens, and
the applicant have identified certain
questions relating to the impact and
value of the course, and are
particularly interested in identifying
a range of skills/competencies
which are relevant to leadership in a
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multi-ethnic, socially just society.
Information from course members
who are in senior leadership posts
will be particularly relevant.
Specifically the project will be
guided by the following research
questions:
1. How has participation in

‘Investing in Diversity’
enhanced the working
practice and leadership of the
deputy heads in their schools?

2. Can the participants identify a
range of competencies that
are essential to educational
leaders in multi-ethnic
schools?

3. Has participation in ‘Investing
in Diversity’ under-pinned their
career advancement? If so, in
what ways?

4. Are there differences in the
experiences of men and
women participants in the
courses?

5. Are there differences in the
experiences of participants
from the two school phases?

6. Are there differences in the
experiences of participants
from different ethnic groups?

7. Have participants engaged in
other leadership development
programmes and if so how
these compared with Investing
in Diversity?

8. What further leadership
development might they
envisage?

The evaluation is planned to take
place approximately two years after
the end of the course for the two
initial cohorts of deputy head
teachers. Therefore a major aim of
the evaluation will be to obtain
relevant feedback for the course
organiser and others, on what has
been valuable to the participants in
the longer term so that this can
inform the development of future
courses. The evaluation will also

enable the course organisers to
make judgements on the extent to
which the course aims have been
achieved.A further aim is to identify
the perceptions of the participants
on the range of competencies that
they consider essential for the
leadership of multi-ethnic schools
and on what evidence might be
needed to judge whether
competencies have been achieved.

The proposed evaluation will build
on a key element of the course
which is reflection on development.
The evaluation will engage with
issues of agency and structure, and
identity and culture. Since this is an
evaluation taking place two years
after the completion of the relevant
course it provides an ideal
opportunity for participants to reflect
on the extent to which the year long
course has contributed to their
personal development and to the
development of the organisations in
which they work. In addition the
qualitative aspect of the evaluation
will allow development of
understanding of the ways in which
theory can be applied to practice
within different types of work place
cultures.

Methodology
The research takes the form of an
evaluation of the course, and seeks
to identify the longer term impact.
The research will be undertaken in
two stages.
1. A survey of all participants (15

secondary school deputies and
23 primary school deputies). As
part of this survey, participants will
be asked if they are willing to be
interviewed as a further part of the
evaluation exercise.

2. Interviews with a sample of five
from each cohort. A sample of
those to be interviewed will be
selected on the basis of their

responses to the survey and will
include men and women, and
representatives from different
ethnic backgrounds.

Outcomes
• A list of potential competencies

and means of their identification
that can then be used to help
inform training for aspirant
educational leaders.

• Case study examplars in the form
of A 4 leaflets

• Feedback to the course leader in
relation to the achievement of the
aims of the course, to inform
further courses.

• One or more academic journal
articles.
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