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Executive summary 
Arguably, Ningbo Municipal Education Bureau is one of the world leading districts in education. This research explores the importance that leaders in Ningbo schools place on educational outcomes.  More importantly, it looks at the degree that emotional literacy is used to ensure high learning outcomes are sustained.  

The overarching goal of this research was to assist leaders in New South Wales public schools to utilise, as appropriate, the methods and policies adopted by a leading nation (China) to complement the strategies implemented in New South Wales.  

As with New South Wales Public Education, leadership positions in Ningbo Municipal Education Bureau schools are vacancy-driven. When positions become vacant in Ningbo City schools, principals invite “suitable applicants” to provide written reports to all staff outlining academic successes, school improvement achievements and bureau or principal appraisals. Suitable applicants present verbal reports to teachers outlining the qualities they possess. Successful applicants are selected according to written application, performance appraisals and the outcome of a staff “vote”. The principal, however, will make the final determination. 

A significant aspect of the New South Wales Department of Education and Training School Leadership Capabilities Framework relates to the development of Personal and Interpersonal domains of leadership. Ningbo (China) also recognises the importance of “relationship leadership”. Harmony is an important aspect of the success of schools in Ningbo.  Principals, school leaders and teachers are clearly informed about the importance of creating high levels of harmony and maintaining high moral standards.

This research study will allow New South Wales principals to see how emotional leadership, as described in the New South Wales School Leadership Capabilities Framework, can be used in conjunction with other international models.  It is anticipated that by sharing the research findings via print and by means of presentations, principals and aspiring leaders will have the opportunity to explore how a non-Western approach is viable and indeed applicable to the New South Wales public education context.

This study will draw on the successes of Ningbo China to improve opportunities for staff, community and, most importantly, students in New South Wales public schools.  

1.
Overview of the research study

This research was undertaken by Jason Miezis, a recipient of the Western Sydney Region Leadership Fellowship 2008–2009, awarded by the Deputy Director-General, Schools.

The study examines processes, policies and procedures adopted by Ningbo Municipal Education Bureau (Zhenjiang Province, People’s Republic of China) to identify, support and develop school leaders within school contexts and indeed at provincial and national levels. 

This study also investigated the differences and the range of strategies adopted to develop personal and interpersonal capabilities for aspiring leaders in school, city, municipal and national programs. The study placed a particular emphasis on the role the principal plays with regards to the success of leadership identification, development, support and school-based appointments. 

2.
Background information

Ningbo City has a total population of 5.5 million residents. The Ningbo Municipal Education Bureau is responsible for the leadership and management of all school sectors: preschool – university levels. The education system in Ningbo City is becoming increasingly recognised for the visionary methods adopted to ensure long-term sustainable programs exist to maximise student learning outcomes.  The success of China’s goal to be a world economic leader is dependent on the success of the country’s education system.  Ningbo Municipal Education Bureau is committed to establishing and maintaining strong educational links with Western Nations, of which Western Sydney Region is a key partner.  

Strong educational programs and professional learning experiences exist for students and teachers in Ningbo.  The focus of this research study is to explore the policies and methods that principals and education officials in Ningbo China use to support the leadership capabilities of aspiring leaders, with a particular focus on the manner in which the personal and interpersonal domains of leadership are developed. 
The author of this study has developed a strong interest in identifying the positive impact that Chinese language and culture is currently having on New South Wales Public Schools.  Ningbo City and Western Sydney Region have a strongly established Memorandum of Understanding (MOIU) designed to encourage language and cultural exchange, shared curriculum experiences and teacher professional learning and dialogue. 

In addition, the researcher also holds a strong view that, as per New South Wales School Leadership Capabilities Framework, The “inner circle” domain of Emotional Stance is significantly important to ensure strong leadership identification, support and development occurs at practical and philosophical levels.
3.
Key research questions 

3.1 Systemic Level: How does the Ningbo Municipal Education Bureau professionally develop substantive educational leaders with regards to the personal and interpersonal elements of leadership?
3.2 Principal Level: How do principals support aspiring leaders to develop, especially as related to relationship leadership?
3.3 Educational Level: How do the leadership policies and methods adopted by Chinese Education Bureaus transform schools to establish and/or maintain high educational standards?

4.
Research methodology
The study investigated approaches to leadership identification and development within Ningbo City Municipal Education Bureau. Principals of three schools and departmental representatives, including the equivalent to New South Wales Deputy Director-General (Schools), Director of Educational Measurement School Accountability Directorate and a School Education Director were sent translated copies of the key research questions in advance.

Data was collected using three main methods:

· interviews with principals and other key school-based personnel (leaders);
· discussions with non-school based Municipal Education Bureau leaders; and

· analysis of school and municipal-based policy and procedural documentation. 
5.
Findings 
The focus of this study was to compare the role the principal plays in developing personal and interpersonal capabilities for teachers aspiring to leadership positions in Ningbo City Municipal Education Bureau, China with the role of principals in New South Wales government schools. A basic understanding of staffing structures, leadership identification and appointment processes has also been explored to contextualise the development of “relationship leadership”.  
5.1  How are primary schools structured (leadership and staffing)?

New South Wales Department of Education and Training Context

The New South Wales Department of Education and Training uses total student enrolments to determine the numbers of full-time equivalent teachers, Assistant Principals in primary schools or Head Teachers in secondary schools and Deputy Principals.  Indeed, Principal classification is also based on total student enrolments. 
The role of the executive, (Assistant Principals, Head Teachers and Deputy Principals) in New South Wales in New South Wales government schools is to support the principal in ensuring high educational standards are established and/or maintained.  The school executive also assumes additional responsibilities to ensure that the day-to-day operation and the longer-term strategic goals of the school are in the interests of maximising student learning outcomes. 
Incentive and priority programs also exist to support learning opportunities for students in targeted communities and/or schools requiring additional support. To this end, some schools have additional staffing allocations beyond that determined by total student enrolments.

According to the New South Wales Institute of Teachers, “Professional Leadership” denotes the role a leader in New South Wales schools by a set of ‘descriptors’.  There is an expectation, according to the Institute, that leaders exhibit the following ‘qualities’:
“These teachers have a record of outstanding teaching and are committed to enhancing the quality of teaching and learning. They are committed educators who can articulate a vision of education to their students, peers, the profession and the wider community. 

They may be employed in formal leadership positions within schools. 

They are knowledgeable about the latest developments in pedagogy and can apply those developments to unique student contexts. They have outstanding interpersonal and leadership skills. These skills are underpinned by principles of fairness, compassion and integrity. 

They recognise the talents of others and promote and encourage those people to achieve their potential. They apply critical analysis and problem-solving skills to educational matters. 

They engage in professional learning and facilitate and support the professional learning needs of others, particularly induction programs for beginning teachers. They communicate effectively with the community to support the development of the school and promote student learning.”
There is an expectation in New South Wales that “leaders” assume various roles, including curriculum leadership, management, supporting students, community relationships, deep pedagogical understanding and other roles as determined by principals in accordance with industrial guidelines.  The New South Wales Department of Education and Training (and the New South Wales Institute of Teachers) does not publish clearly defined standardised roles and responsibilities for assistant principals, head teachers or deputy principals.

Ningbo Municipal Education Bureau 

Primary schools in Ningbo City are generally large (over 1000 students) and are structured according to student academic performance. Systemic municipal-based examinations are regularly used to measure student performance and as such results impact on student/teacher/leader/principal placement within schools. The principals of primary schools in Ningbo appoint executive staff members according to the needs of the school, academic results and municipal/national expectations. 

Executive teachers within primary schools in Ningbo City have specific supervisory and teaching responsibilities, however, they also have clearly defined roles as determined by the school, city, municipality and/or the Beijing Government.  The following outlines the leadership structure of a typical “Number One” school in Ningbo (A “Number One” school is one with the highest student academic results):

Ningbo City Experimental Primary School
	Role
	Responsibilities (as prescribed by Ningbo Municipal Education Bureau)

	Principal
	Headmaster and party branch secretary; presides over the work of a comprehensive school; responsible for the work of party branches in charge of personnel, finance, teaching, textbooks and teacher training.

	Deputy Principal
	Assists the Principal; monitors moral education, sports, health, art; responsible for comprehensive management of work safety.

	Chairman and Staff Union Official
	Responsible for staff abiding by central party policy (Beijing); monitors staff files, teacher attendance and staff performance; Ensures staff follow China’s “Family Policy” and provides information about family planning.

	Director of Teaching
	Ensures national, municipal and city teaching programs are effectively implemented; monitors school’s teaching and research activities; ensures student academic performance remains at a high standard; supervises library and science programs

	Director (General Operations)
	Presides over the Administration aspects of school, including logistics, equipment, financial, printing and security management; responsible for school canteen

	Director of the Centre for Educational Technology
	Responsible for computer based learning, including e-learning strategies.

	School Director for UNESCO policy
	Responsible for the full implementation of international teaching and learning programs as prescribed by UNESCO

	Director of Young Pioneers program 
	Responsible for the development of the “Young Pioneers” program; responsible for moral education, student accommodation and hygiene.


5.2 How do the two education systems identify aspiring leaders?
New South Wales Department of Education and Training Context
The New South Wales Department of Education and Training has a clear emphasis on leadership development, leadership learning and succession planning. Principals in New South Wales government schools have a professional responsibility to support all staff members, including teachers aspiring to leadership positions.
Processes have been established to enable principals to work with aspiring leaders in all elements of leadership capabilities. The School Leadership Capabilities Framework is a ‘tool’ that principals are able to use to support leadership aspirants in their shared quest to identify areas of strength and indeed to identify areas for professional development/improvement.  The premise of the framework is to ensure teachers with a desire to be school leaders (assistant Principals, Head Teachers, Deputy Principals, Principals) have deep knowledge and understanding that leadership involves many domains, including curriculum, relationship skills, management and organisation, policy implementation and procedural awareness.  
With appropriate qualifications, support and guidance, commitment to professional leadership learning, training, deep awareness of and commitment to the elements of the School Leadership Capabilities Framework and merit selection procedures, it is theoretically possible for all competent and willing teachers to have the capacity to apply for vacant leadership positions in New South Wales government schools. Competence is determined through the Department’s Teacher Assessment and Review Schedule.
Ningbo Municipal Education Bureau Context
Principals of schools within the Ningbo Municipal Education Bureau are delegated the responsibility to staff schools according to the needs of students, school academic results, municipal requirements and Central Government (Beijing) edicts. Principals not only assume the role of school leaders, but also that of “Communist Party Members”. They have the ultimate responsibility for staffing their schools. All teachers are aware that principals have absolute responsibility for decision making and as “party members” appealing the decisions or process will not be tolerated or accepted. Whilst procedures exist for staffing, principals have the opportunity to implement alternative systems if it is in the interests of the school. 
Principals in Ningbo Municipal Education Bureau have a responsibility to identify teachers displaying leadership qualities. Teachers have a clear understanding that they will be afforded the opportunity to be considered for leadership positions only when the principal deems it appropriate.  Principals assess “potential leaders” when teachers are appointed to schools, either from other schools or from university. Principals use specific criteria when determining whether a teacher can be considered for future leadership positions in schools.  
The criteria include:
· ability to implement the principles and policies of the country

· a sense of discipline and professionalism

· high quality performance in previous roles (albeit previous position within current school, experience in other schools or academic results at university)

· high level of demonstrated organisational and coordination skills

· demonstrated ability to be honest and cooperative

· demonstrated management knowledge

· understanding of professional policy
· highly developed skills to supervise and accept criticism from the masses

· ability to deal with matters impartially, honestly and with self-discipline

· post secondary and higher-education diploma

· a willingness to attend compulsory internship programs in leadership development, as provided by the University of Ningbo

· experience coordinating successful research projects

· being under the age of 40 (all leaders, including principals, must be appointed by the age of 40)
· being physically healthy.
5.3 How do aspiring leaders gain “substantive” leadership positions?

New South Wales Department of Education and Training Context
The New South Wales Department of Education and Training is an Equal Employment Opportunity employer. Under current staffing guidelines, teachers aspiring to substantive leadership positions in schools may apply to do so if they meet the following stipulation:
“Qualified School Teachers approved or eligible to teach with the New South Wales Department of Education and Training are eligible to apply for this position. Aboriginal teachers are encouraged to apply for this position. NOTE You must also be an Australian citizen, permanent resident or have appropriate permits to work in Australia.”
Currently, systems are such that merit selection procedures exist to ensure teachers applying for permanent and substantive promotions position are assessed according to application, referee statements and responses at interview.

Panels have the responsibility to ensure, as per procedural fairness, any vacant position which has been openly advertised is filled with the most suitable applicant, according to the pre-determined (advertised) needs of the schools.
Monitoring of performance for leaders in New South Wales Public Schools is conducted by principals using the “Teacher Assessment Review Schedule”.  Executives in schools not performing their duties adequately are supported via processes outlined by the Department of Education and Training “Employee Performance and Conduct” unit.

Ningbo Municipal Education Bureau Context

Leadership positions in schools are vacancy-driven. Most school leaders have tenure of three years in middle-leadership roles. If leaders are deemed by the principal and Education Bureau officials as competent, according to specific responsibilities and performance appraisal systems, executives may have contracts extended for up to another three years. If, however, vacancies are created due to staff mobility or demotion, “suitable applicants” may be considered for leadership contracts. “Suitable applicants” are determined according to the information outlined in Section 5.2. 

When positions become vacant in Ningbo City schools, principals invite “suitable applicants” from within the school with the vacancy and from other schools within the city (if approved by Education Bureau officials and the principal). Applicants provide written reports to all staff outlining academic achievements, school improvement achievements and bureau or principal appraisals. Suitable applicants are then invited to present verbal reports (speeches) to other teachers outlining the qualities they possess.
Successful applicants will be selected based on written application, performance appraisals and the outcome of a staff “vote”. The principal, however, will make the final determination. Although leaders may have the opportunity to apply for positions in other schools, Ningbo Municipal Education Bureau does not have a transfer system.  
The Director-General, on advice from bureau officials, may place leaders at alternative schools at his or her discretion, especially in relation to principal positions. There are two categories of principals in Ningbo. “Regular Principals” are appointed to schools by the Director-General for a period of up to seven years. “Famous Principals” are usually leaders of highly successful (Number One) schools and have unlimited tenure.  Principals must also meet the criteria as outlined in section 5.2.
5.4 
Systemic Level: How do “systems” professionally develop substantive 
educational leaders with regards to the personal and interpersonal elements of leadership?  
Principal Level: How do principals support aspiring leaders to develop, especially as related to relationship leadership?
The focus on “relationship leadership” has grown with significance in recent years. The federally-commissioned paper, Framework for Values in Australian Schools (Commonwealth of Australia, 2005) became a platform for systems, principals and schools to use to generate strategies to improve the way personal and interpersonal domains of leadership are assessed and developed.
Dr Sue Roffey is an expert in the field of Emotional Literacy and her research findings have been adopted by various education systems throughout the world. Although direct evidence that Dr Roffey’s research has influenced Ningbo China is not evident, many of the fundamental characteristics of Emotional Literacy, as outlined below, highlight that “emotional stance” is indeed important and factored in leadership development strategies in China.
“Leadership is potentially widely dispersed throughout a school, from students to teachers to the executive. In this paper, however, the primary focus is on the role of school principals and the ways in which they influence school culture. 

As principals are often cited as the key agents of school success (for example Fullan, 2001), there has been increasing interest in the qualities of the effective principal. Research for the New South Wales Department of Education (Scott, 2003) highlights the centrality of the intra and interpersonal capacities of school leaders. When asked about the most challenging aspects of their job principals were primarily concerned with relationships. They ranked the qualities of effective school leaders as follows: 

1. Emotional intelligence (personal): This included staying calm, keeping things in perspective and maintaining a sense of humour. Resilience and bouncing back from adversity, learning from errors and being able to take a hard decision also came under this category – along with wanting to achieve the best outcome possible. 

2. Emotional intelligence (interpersonal) included dealing effectively with conflict situations, being able to empathise and work productively with people from a wide range of backgrounds, a willingness to listen to different points of view before making decisions and contributing positively to team projects. 

3. Intellectual abilities included identifying priorities and being flexible. Generic and specific skills covered having a clear justified vision for the school and being able to organise and manage time effectively. “
(Roffey, 2007)

New South Wales Department of Education and Training Context
The New South Wales Department of Education and Training Professional Learning and Leadership Directorate provides individuals, schools, regions and whole-of-state groups with resources, professional learning opportunities and access to expert advice for all aspects of leadership development. A key component of the School Leadership Capabilities Framework is the importance of personal/interpersonal leadership skills and how such skills relate to “emotional stance”. 
Ningbo Municipal Education Bureau Context

Harmony appears to be an important aspect of the success of schools in Ningbo.  Principals, school leaders and teachers are issued with a document known as “The White Pages” which outlines the Municipal Education Bureau’s expectations about staff performance and conduct and highlights the importance of principals, leaders and teachers creating high levels of harmony and maintaining high moral standards.
Ningbo Municipal Education Bureau has clear expectations that principals maintain harmonious schools. Principals, for example, are issued with discretionary financial funds to allocate to teachers with students achieving excellent academic results.  To ensure the notion of ‘jealousy’ does not have a negative impact of staff morale, however, only small amounts of “financial bonuses” are distributed to such teachers.

The White Page indicates that leaders are expected to participate in internships and coursework provided by the University of Ningbo. There does not appear to be a systems level of professional support specifically designed to encourage the development of personal/interpersonal leadership capabilities.  
6.
Implications of the findings for the practice of leadership
Leaders in Australia and China are working closely to ensure that strong and sustainable partnerships are established and maintained. The Prime Minister of Australia, Kevin Rudd has highlighted the need for “Australia to be the most Asia literate nation outside of Asia” (2020 Summit).  
The Department of Education and Training is committed to developing strong Asian language and cultural programs within New South Wales schools. At the time of this report being written, New South Wales Department of Education and Training Kindergarten – Year 12 Curriculum Directorate, through National Asian Languages funding initiative, was identifying schools to be part of an Asian languages Bilingual Schools program. It is clear that many regions within the New South Wales Department of Education and Training have developed a deep understanding of the importance of strong links with schools and regions in China.  
Western Sydney Region has developed a strong relationship with Ningbo, China. The relationship between the region and Ningbo Municipal Education Bureau has resulted in:

· Chinese-Mandarin being taught in several schools within the region
· several sister-school relationships being established
· student learning exchange programs

· performing arts exchange programs.
Clearly, New South Wales government schools and regions are being encouraged to implement Chinese language and culture studies as part of core teaching and learning programs. To ensure success, principals should develop an understanding of the leadership, teaching and learning implications associated with teaching Chinese-Mandarin in schools.

This research highlights that the New South Wales Public Education system is vastly different in style, approach, staffing procedures and leadership development when compared to the Chinese (Ningbo) system. Whilst most of the procedures undertaken in China could never be embraced in New South Wales, due mainly to industrial considerations, educational leaders in New South Wales must have the ability to reflect on practice in relation to other perspectives.  

Throughout the history of schooling in New South Wales leadership development has changed according to reform and restructuring. Hughes (et al) highlights, “Effective educational reform is about improving the quality of learning and teaching which takes place in schools.” (Hughes, et al 2008). To this end, the Department of Education and Training acknowledges and embraces that change occurs as global learning/teaching improvements are identified.  
The New South Wales government education system changes to accommodate best practice. As inferred by Hughes and Brock (et al), we change to meet the needs of students in dynamic learning environments. Principals must be continually encouraged to adopt various styles to ensure students remain engaged in classrooms. As such, the Professional Learning and Leadership Directorate may find perspectives offered by non-Western societies as relevant as Western-based research, policy and practices.
The Professional Learning and Leadership Directorate has many strategies to encourage leaders, indeed aspiring leaders, to develop skills in the various components of the Schools Leadership Capabilities Framework. Leadership learning, in all domains, should not be limited to documentation as prescribed or recommended by New South Wales Department of Education and Training. It is essential that leaders understand that a variety of “leadership avenues” exist beyond New South Wales. 
7. Recommendations
Conclusions and recommendations arising from the research study
Principals and school leadership teams should:
· use the School Leadership Capability Framework to identify potential leaders and provide structures and opportunities for their further development in each of the domains and inner circles
· continue to recognise that “Emotional Stance”, including personal/interpersonal domains of leadership, impact on the success of schools and therefore influence student engagement and performance
· acknowledge that the resources available on the Professional Learning and Leadership Directorate website are valuable for substantive and aspiring leaders 
· encourage other leaders and aspiring leaders to expand their professional reading to learn about other systems of schooling, including those in non-Western countries.
Department of Education and Training should:
· continue to base leadership development programs on the School Leadership Capability Framework;
· publicise and promote (via Professional Learning and Leadership Directorate website) non-Western approaches to leadership identification and development as an alternative perspective when supporting substantive and aspiring school leaders
· explore the notion of appointing principals according to the needs of schools (considering factors including: socio-economic demographics; financial needs; priority programs; academic performance). It is recommended that, as per China systems, executive and principal appointments in New South Wales Public Schools should be based on various factors, including student enrolment factors
· work with the New South Wales Institute of Teachers to develop internship-style programs, perhaps linked to Universities, for aspiring executives/principals to complete as part of a commitment to leading in New South Wales Public Schools
· encourage principals of New South Wales public schools with Chinese language programs to develop an understanding of Chinese educational leadership policy and practices

· continue to encourage principals to apply for Leadership Fellowships (and other study programs), especially with regard to identifying the similarities and differences between Western and non-Western educational systems.
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Appendices
Key research questions
Key Question ~ Systemic Level: How does the Ningbo Municipal Education Bureau professionally develop substantive educational leaders with regards to the personal and interpersonal elements of leadership?
1.1
What formal policies does the Ningbo Municipal Education Bureau have to support leadership development within schools?

1.2
What structures exist to support principals who are encouraging aspiring leaders into promotions positions? To what extent are the structures bureau-based?

1.3
What bureau systems/policies exist to professionally develop aspiring leaders in the domains of “personal” and “interpersonal” leadership?

Key Question ~ Principal Level: How do principals support aspiring leaders to develop, especially as related to relationship leadership?
2.1
What processes exist to identify teachers who are aspiring to leadership positions?

2.2
What opportunities do principals provide to professionally develop/support aspiring leaders?

2.3
How do principals train aspiring leaders to be competent leaders in the area of “relationship building”?

2.4
What formal processes do aspiring leaders undertake to gain a promotional position in Ningbo schools?

Key Question ~ Educational Level: How do the leadership policies and methods adopted by Chinese Education Bureaus transform schools to establish and/or maintain high educational standards?

3.1
What accountability measures exist to ensure principals within Ningbo Municipal Education Bureau schools maintain high educational standards?

3.2
How do principals monitor high educational standards within individual schools?

3.3
How do leaders, other than the principal, assess the professional efficiency of the teachers they supervise?

NSW Institute of Teachers Professional Teaching Standards (Element 7)
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TEACHERS ARE ACTIVELY ENGAGED MEMBERS OF THEIR PROFESSION AND THE WIDER COMMUNITY

KEY STAGE
GEIEET GRADUATE TEACHER | PROFESSIONAL PROFESSIONAL PROFESSIONAL
COMPETENCE ACCOMPLISHVMENT | LEADERSHIP
Communicating | 7.1.1 721 731 741
with parents and | Demonstrate the Communicate regularly | Develop and implement | Initiate processes to
caregivers capacity to communicate | and effectively with communication identify, understand
effectively with parents | parents and caregivers, | strategies that foster | and address parent
and caregivers. and other colleagues | positive school- and caregiver concerns
about students’ learning | community relationships. | about student learning
and wellbeing and curriculum content
712 722 732 742
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process in the educative process | teaching program where | involved in teaching increase the relevance
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number of strategies to their children's leaming | across the school.
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aides and community- colleagues and the the school and local
based personnel to community. community
enhance student
learning opportunities.
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and students’ rights. and confidentialty of | professional and ethical. | communication
student information. particularly in relation
to confidentiality of
student information.
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Demonstrate the Present a professional | Model and presenta | Take a leadership role
capacity to laise, image in all professional image in presenting a positive
communicate and communication and in all communication image of the school
interact effectively interactions with and interactions with in all communication
and appropriately with | parents, caregivers, parents, caregivers, and interactions with
parents, caregivers, colleagues, industry and | colleagues, industry and | parents, caregivers,
colleagues, industry and | the local community. the local community. colleagues, industry and
the local community. the local communtty.





Travel Itinerary

	Dates
	Location
	Purpose

	Sunday 10 May 2009


	Travel to Shanghai
	Travel

	Monday 11May 2009


	Travel to Ningbo. 

Visit to Ningbo Education Bureau office
	Travel

Data collection ~ systemic level

	Tuesday 12 May 2009


	Ningbo City Experimental Primary  School (Principal: Mr Qi Kunlun)
	Data collection ~ survey/interview principal, staff, students

	Wednesday 13 May 2009


	Ningbo High School (Principal: Mr Li Yongpei)
	Data collection ~ survey/interview principal, staff, students

	Thursday 14 May 2009


	Ningbo Chunxiao Middle School (Principal: Ms Jiang Hongshan)
	Data collection ~ survey/interview principal, staff, students

	Friday 15 May 2009


	Visit to Ningbo Education Bureau office

Travel to Shanghai
	Data collection ~ systemic level

Travel

	Saturday 16 May 2009


	Return to Sydney
	Travel
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