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Abstract: In recent decades, the concept of distributed leadership (DL) has become more prevalent in education and
has made significant progress in certain theoretical and practical areas. As a result, DL has become a popular
concept in educational leadership and is understood as a collective social process that emerges through the
interaction of multiple players. In particular, DL is a concept and strategy that is rapidly evolving in school
management with the decentralization of the educational system. The purpose of this paper is to review the
conceptual and empirical literature on deep learning concepts to identify their origins, main arguments, strengths
and weaknesses, and areas for further work. Considers the impact of deep learning on improving the achievement
of company goals. The results show that effective principals reconcile the structural, cultural, and agency
conditions in which DL is more or less likely to occur. Contemporary evidence from the study supports a positive
relationship between deep learning, organizational improvement, and student achievement. The document
highlights a number of areas where school leadership can be enhanced, as well as the need to mobilize collective
engagement and challenge or strengthen traditional forms of leadership in schools. This article details how to
assign leadership in schools to improve learning outcomes.

Keywords: Distributed leadership, education leadership, leadership, learner achievement.

INTRODUCTION

Technological advancements and seemingly ever-changing environmental pressures suggest that
educational leaders must review their leadership practices. Changes in educational leadership
require school leaders to identify and articulate forms of leadership that meet the needs of the 21st
century. In recent years, educational organizations have begun to be guided by more principles of
sharing, membership, and democracy. This has led to an accelerated school-based approach to
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leadership during the educational decentralization phase, leading to a school-wide spread of
leadership.

Changes are taking place in school leadership, and school leaders must reflect on these changes
and adapt to improve the achievement of school goals. Leithwood and Jantzi (2000) show that
effective school leadership has an indirect but powerful effect on school effectiveness and learner
achievement. In other words, the impact of school leadership on school effectiveness and school
improvement is significant (Gronn, 2002, 2000; Harris, 2013, 2012; Kruger, 2009; Leithwood et
al., 2008; Lumby, 2013; Chava, 2015; Spillane et al., 2004). Harris (2012) reiterates the need for
effective leadership in the way school leadership leads the school towards future success. She
believes that schools of the future will need multiple, rather than single, leaders if they are to
achieve organizational goals. Deep learning is a form of leadership that is prominent in current
educational discourse. This means mobilizing expertise at all levels of the school, creating more
opportunities for change and building capacity for improvement. Harris (2012:9) argues that “as
school organizations become more complex, fragmented and interconnected, different forms of
governance and influence are required to cope with the rapidly changing learning environment”.
Democratization and decentralization of the education system.

The traditional one-person leadership metaphor of a leader as a hero has been replaced by the
concept of DL, which sees leadership as a process that spans the entire organization. A growing
body of literature and empirical research shows that no one style or one person can build and
maintain an efficient educational institution. Careful (Gronn, 2008) leadership and identification
of teacher expertise is required to enable transformation across the system. School leaders today
and tomorrow go beyond heroic individual efforts. For example, Woods (2004) argues that it is
not possible, or even desirable, for a single person to take on all managerial responsibilities within
a school and maximize learner achievement. In an organization (Gronn, 2008), there is rarely only
one leader and a few followers.

DL has become a popular representation of postheroic (Badaracco, 2001) leadership in schools,
especially in developed and developing countries, which encourages focus on individual leaders
found in traditional traits, situational styles attitudes and behavioral shifts, and elevate the theory
of change to leadership. School leadership (Northhouse, 2007) is understood as a collective social
process that emerges through the interaction of multiple players. In an article titled Distributed
Attributes: A New Architecture for Leadership, Gronn (2000) outlines the concept of distributed
leadership as a possible solution to the perception of leadership in organizations as a single The
trend of people bands. Harris (2014) shows that deep learning focuses primarily on the interactions
and dynamics of leadership practices, rather than the formal roles and responsibilities traditionally
associated with leaders. Rather, leadership practices in schools are important when the school's
goal is to ensure better teaching and achieve better learning outcomes for all learners. More
recently, Spillane and Coldren (2011) suggested that the adoption of a distributed framework under
the right conditions facilitates organizational development and subsequent high-quality learning
outcomes in schools.
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Deep learning in educational administration is one of the most influential ideas in educational
leadership. The idea of DL as "shared leadership within and across schools™ (Harris, 2008: 16)
resonates with researchers, policymakers, practitioners, and educational reformers around the
world (Harris, 2008; Leithwood et al. , 2009; Spillane, 2006). According to Heck and Hallinger
(2009), deep learning in educational organizations is a participatory or collaborative decision-
making process involving teachers, administrators, students, and parents. It increases the
opportunities for school organizations to benefit from the skills of several of its members, enables
school staff to leverage the breadth of their individual strengths, and develops among members a
more comprehensive understanding of interdependence and how individual behavior affects
organizations entire. This creates comparative advantage when individuals and groups in different
positions within an organization take leadership roles in their most influential areas of
organizational activity. Using the holistic form of DL (Gronn, 2002), solutions within the school
structure are possible that would rather come from individual sources.

DL initially evolved into a utility that allowed leaders to share their ever-increasing workload
(Tiana et al., 2016). In recent decades, the concept of DL in education has gained unprecedented
independence and popularity (Bolden, 2011). In this article, the authors explore and examine the
concept of deep learning, its origins, strengths, and weaknesses, especially in teaching leadership.
This paper draws on the extensive research literature to examine the available empirical evidence
on deep learning and organizational outcomes. It also explores the lineage of the concept and its
recent rise in schools. The authors review major theoretical developments in the field and the ways
in which these ideas have been adopted and applied in educational contexts.

Learn about distributed leadership in schools

The concept of DL overlaps with several other terms, such as shared leadership (SL), collaborative
leadership (CL), democratic and participatory leadership concepts. Any attempt to provide a well-
defined definition for deep learning fails to capture the complexity and inherent paradox of the
concept, which may prevent some of the ongoing debates and discussions that are unavoidable and
feasible. DL is a rather vague term. It is recognized that the term DL is increasingly used in
educational leadership discourse and is currently receiving a lot of attention and growing support
(Gronn, 2000; Spillane et al., 2001). However, as Bennett et al. (2003:2) claim that there seems to
be little agreement on what these terms mean, and that interpretations and understandings vary.
Bennett (2003) argues that deep learning is best viewed as “a way of thinking about leadership”
rather than another technique or practice (p. 2). Harris and Lambert (2003, p. 4) argue that DL
focuses on "embedding expertise wherever it exists" within an organization, rather than seeking it
only through formal positions or roles. I also think it goes against the traditional school concept

Leadership Assumes that school leaders manage hierarchies and structures as individuals, DL is
characterized by a collective, shared form of leadership practice in which everyone in the school
participates according to his or her expertise. As Elmore (2000:14) acknowledges, in “knowledge-
intensive enterprises, such as teaching and learning, these complex tasks cannot be accomplished
without a broad distribution of leadership responsibilities among organizational roles. A core
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element of deep learning is to revolve around individuals The use of skills and abilities creates a
culture of shared expectations. According to Leithwood et al. (2009:1) For most authors, deep
learning can be viewed as shared, democratic, distributed, and other forms 's leadership.

For these authors, the primary concern is how leadership should be distributed for the most
beneficial results, usually measured by student learning outcomes. EImore (2000) adds that deep
learning implies multiple sources of guidance and direction following the contours of expertise
among members of an organization, aligned through a shared culture. DL means mobilizing
leadership at all levels of the school to create more opportunities for change and build capacity for
improvement. High-performing schools allocate leadership broadly and wisely (Leithwood et al.,
2009). It is "the glue for improvement of a common task or instructional goal, and a common set
of values to accomplish that task™ (EImore, 2000: 15). However, this does not mean that no one is
ultimately responsible for the overall performance and leadership of the school, or that those in
formal leadership positions are fired. Instead, the role of those in formal leadership positions is
primarily to keep the various parts of the organization in productive relationships.

DL corresponds to maximizing the capabilities of people within an organization. Woods
(2004:441) affirms that DL is about "additional dynamism as a product of collaborative activity -
people working together in a way that combines initiative and expertise”, with the result that a
product or energy is greater than the sum of their individual actions. Also, as Leithwood et al.
(2007) point out that DL emergencies do not necessarily flatten the hierarchical structure of
fragmented and differentiated leadership across different roles. Instead, deep learning will
acknowledge the cooperative existence of hierarchical and fluid structures in organizations. These
holistic forms assume that the whole of management is greater than the sum of its parts and that
there is a high degree of interdependence among those responsible for management. The holistic
form of DL produces leadership activities that stem from dynamic, multidirectional, social
processes that at best result in learning for the people involved and their organizations.
Interdependence between two or more organizational members may be based on overlapping roles
or complementarity of skills and knowledge (Gronn, 2002).

According to Heck and Hallinger (2009), deep learning in educational organizations is a
participatory or collaborative decision-making process involving administrators, teachers,
students, and parents. On the other hand, Spillane et al. (2001) viewed DL as a process that first
involves distributing work among leaders and followers, and then integrating the work done by
team members. Spiran et al. (2001:25) defined deep learning as "the collective characteristic of a
group of leaders working together to accomplish a specific task, resulting in the development of
leadership practices that may be greater than the sum of each individual's practice".

The term DL has multiple meanings and is associated with various practices. According to Harris
(2014), the main characteristics of deep learning are:

- All actions focus primarily on improving the educational experience of students.
- Interdependence between learners, followers and their situations.
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- Each member is valued and supported in their professional practice.

- Leadership occurs through interaction, influencing practices and organizational routines.
- Recognize that leadership does not depend only on the principal and vice-principal.

- There is a sense of community.

- Continuous learning is considered the norm for teachers and learners.

- It is recognized that everyone contributes to the overall good of the organization.

- Relevant expertise is recognised and rewarded.

- Create and redesign appropriate structures to provide opportunities for collaborative and
participatory decision-making.

- There is an atmosphere of trust among teachers.
- Leadership can be exercised through formal positions and informal roles and actions.

- Collaborative and participatory leadership across the school organization, enabling people to
work together to improve teaching and learning.

- A leader's job is a whole greater than the sum of its parts, providing a high degree of
interdependence among leaders.

Strengthening Distributed Leadership Approaches

The concepts of deep learning overlap greatly with the concepts of shared leadership,
collaboration, democracy, and participatory leadership. Deep learning starts with a set of practices
implemented by people at all levels, rather than a set of individual characteristics and attributes at
the top, which gives this approach a lot of power. Deep learning has many personal and
organizational benefits. Compared to purely hierarchical forms of leadership, DL more accurately
reflects the division of labor experienced in an organization on a daily basis, and reduces the
potential for error in decisions based on the limited information available to a single leader. DL
improves an organization's ability to leverage the skills of several of its members, enabling
members to leverage the breadth of their individual strengths and gain a more complete
understanding of how interdependence among members of the organization and how their own
actions affect the organization as a whole. When DL operates When good, individuals are
accountable for their leadership behavior, new leadership, roles created, collaborative teamwork
is the way of work, and interdependent work is a cultural norm. ElImore (2000) describes it as
comparative advantage, where individuals and groups at different positions within an organization
play a leadership role in their most influential areas of organizational activity. In the context of
teamwork, DL provides more opportunities for members to learn from each other.
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Greater involvement in decision-making improves commitment to organizational goals and
strategies. DL has the potential to add to the leadership development experience in the workplace,
and the enhanced empowerment that DL brings can enhance members’ work experience. This
leadership enables members to better anticipate and respond to the demands of the organizational
environment. Under the assumptions of DL (Gronn, 2000), solutions that are unlikely to emerge
from a single source are possible, and the overlapping actions that take place in a DL setting further
reinforce the management impact.

Tian et al. (2016) hypothesized that deep learning may have a positive impact on student learning,
teacher morale, and student transition, with some critics suggesting that this enhancement may be
rhetorical. On the other hand, Lumby (2013:582) warns that DL “balances staff with increased
workload and responsibility,” but teacher autonomy is instructive when it comes to exercising
power. When leadership teams are cohesive, deep learning can significantly improve
organizational engagement and teacher job satisfaction. In some cases, however, teacher
engagement appeared to decline when multiple leaders oversaw.

Reviewing the literature on deep learning has significant implications for future research. It is
important to address and minimize conceptual and methodological challenges related to deep
learning. While it may be difficult to arrive at a universal use and definition of DL (Mayrowetz,
2008), research into the outcomes and impacts of such governance in schools should be guided by
a shared understanding of what leadership assignments involve. the meaning of. This is critical to
ensure that research findings are comparable and can be used to build a solid evidence base, which
in turn can inform policy and practice.

The viability of DL in schools depends on several variables. These are the level of control and
autonomy allowed by school leaders, the school's organizational structure and institutions, the
social and cultural context of the school system, and the dynamics of DL development (Bennett et
al., 2003). . All of these variables need to be considered to determine whether deep learning is
feasible in schools. In some cases, other forms of leadership, or a combination thereof, may be
preferable and beneficial for the continued development of the school. One direction for future
research might be to explore the connection between deep learning and other forms of leadership.
Regardless of the conditions at the time, it would be unwise or suicidal for the school system to
implement DL. The literature on DL shows a tendency to focus only on the theoretical
underpinnings of DL and separate it from practice. For example, the relationship between DL and
democratic leadership is of interest to scholars (Gronn, 2008). While perfecting the conceptual
underpinnings of deep learning requires exploring its connections to other conceptual domains, a
key question for any leadership model remains whether it can significantly contribute to student
learning outcomes.

The literature suggests that DL, like other school governance strategies, has some drawbacks. The
literature review clearly shows the need for further research on the impact of deep learning on
student learning outcomes. Because there is no further evidence of the impact of deep learning on
learning outcomes, this model risks retaining the notion of intuitive leadership with limited or no
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impact on educational policy or practice. On a theoretical level, deep learning is an analytical
framework for understanding leadership practices. A distributed perspective can serve as a tool for
school leaders, providing a set of structures that can be used to develop diagnostics and inform the
design process (Spillane et al., 2004). Deep learning can be used both as a diagnostic tool and as
a design tool to gain insight into leadership practices within and across schools. It gives schools
an opportunity to take a step back and think carefully about how leadership is distributed and what
impact that distribution may or may not have had. Leadership strategy provides another potentially
insightful way to track, analyze and describe complex patterns of interaction, influence and action.

The point is that DL is not necessarily good or bad practice in school; it depends on the context in
which leadership is assigned and the primary goal of the assignment. Deep learning offers a real
opportunity to look at leadership through a new and alternative lens, challenging the tacit
understanding of the relationship between leader and follower. In fact, followers can be a key
factor in defining leadership through their interactions with leaders. It raises the possibility that
leadership can have a significant impact on organizational change when leadership practices are
purposefully assigned or orchestrated. Deep learning is not a panacea, blueprint, or recipe, but a
way to gain insight into leadership practices or to look at them differently and illuminate the
possibilities of organizational transformation. The main questions raised in this paper show that
successful leaders are those who can assign leadership, understand relationships, and recognize
the importance of mutual learning processes leading to common goals; they assign leadership to
facilitate organizational development and change.

Conclusion

This post attempts to provide an overview of the field of deep learning, how it has developed, its
strengths and limitations. The concept of DL has been shown to involve expanding a school's
leadership role beyond formal leadership or administrative positions and represents the most
influential ideas to emerge in the field of educational leadership over the past decade. The idea of
DL as shared leadership within and between schools resonates with researchers, policymakers,
practitioners, and educational reformers around the world. While the idea of shared, collaborative
or participatory leadership is far from new, deep learning theory offers new perspectives on
familiar leadership styles. The paper emphasizes that DL is unlikely to flourish or sustain without
customer support. Effective school leaders orchestrate the structural, cultural, and agency
conditions in which DL is more or less likely to occur. They play a key role in distributing
leadership and are a key component in building leadership across the school. High, school
leadership occupies a key position in the teacher leadership equation and is at the center of the
work transformation needed to bring distributed leadership into school life. A distributed view of
leadership suggests a changing role for principals. The shift is quite dramatic and can be summed
up as a shift from decision makers at the top of an organization to thinking about its core role,
namely developing the leadership and skills of others, and practicing from a distributed
perspective, interaction and key parts of leadership. The implication for school leaders is that they
are an important part of the school leadership practice, but there are other sources of influence and
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direction. Contemporary evidence from the paper tends to support a positive relationship between
deep learning, organizational improvement, and student achievement. The research conducted also
outlines and highlights the importance of deep learning as a potential contributor to positive
organizational change and improvement. It is seen as an important part of raising standards and
improving school performance. Despite the warnings from many in the research community, DL
is clearly advocated and supported in education policy around the world. On the other hand, there
is evidence that some forms of collective leadership or distributed influence have modest but
significant indirect effects on student learning. Meeting the educational demands of the 21st
century requires greater leadership and skills than ever before, within schools, across schools, and
between schools. Deep learning research shows that, under the right conditions, multiple or
collective influences can positively impact organizational outcomes. Many would argue that the
primary goal of leadership in the 21st century is innovation. Use DL-Frame to generate innovation
through sharing and collaboration. This article summarizes the evidence base on the impact of DL
and its impact. There is growing evidence that there is a positive relationship between deep
learning, organizational improvement, and student achievement. Therefore, in the future, it is very
likely that ongoing discussions and debates about distributed leadership will take place at the
intersection of practice, research, and theory. Delegating the idea of distributed leadership to
people who implement and practice it in schools seems not only timely, but an important step in
its next phase of development. While DL's ideas are not their critics, contemporary literature
continues to demonstrate a positive relationship between shared leadership and improved
organizational performance, making this strategy a powerful strategy for use in education.
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be the final version as during editing no other changes to the article can be brought.
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