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Part 1 - portfolio
Introduction and Justification for the creation of the artifact
I run a small, un-auditioned inclusive choir, made up of 14 people who are working or retired from the hospital, which hosts the choir. Pertinent to this study, which aims to create a democratic framework, this is a community choir where there is no hierarchy. Every choir member is a committee member, albeit some with responsibilities to aid the running of the choir. My role is to select and teach repertoire to the choir, including well-known pop songs with lyrics that reflect the supportive ethos of the choir. The choir is celebrated at events, such as the hospital’s Remembrance Day Service and, less formally, within the hospital, where they enjoy bringing the benefits of singing and listening to music to others. They also perform to raise money for the hospital’s charity, directly supporting others in the hospital community. After reviewing 27 studies, Curry et al., 2018, conclude that ‘helping others makes you happy’ (p. 328), which validates the sense of mental well-being that choir members feel by contributing to the wider population.
[bookmark: _Hlk146712913]Since the COVID-19 pandemic, the UK Government has highlighted a need for National Health Service (NHS) employees to look after their well-being (NHS England, no date). There is a focus on employee well-being within the hospital’s trust (Great Western Hospitals NHS Foundation Trust, no date a), with the recognition that employee well-being affects patient care and staff retention (Great Western Hospitals NHS Foundation Trust, no date b). 
Singing in choirs is known to promote mental well-being (Campbell et al., 2021), and members of the choir establish new friendships and express enjoyment of rehearsals as evidenced on social media (The Great Western Hospitals NHS Choir, 2023). Developing friendships within a community allows for further benefits that are known to support mental health (Sias and Bartoo, 2007; Cleary et al,. 2018), defined by the World Health Organisation as ‘A state of mental well-being that enables people to cope with the stresses of life, to realize their abilities to learn well and work well, and to contribute to their communities’ (World Health Organisation, 2023). It is, therefore, surprising that more people within the hospital’s trust aren’t accessing this facility. 
Demonstrating that practice used in the hospital choir is evidence-based, that is to say, it combines research with experience, ethics and the preferences of the group (National Association of Social Workers, no date), might encourage the hospital’s well-being team to support the choir in helping employees to recognise the benefits of participation. This could lead to increased membership and the ability to provide benefits to a larger population of the hospital community. 
Research suggests that the choir leader plays a part in the psychological benefits to its members (Hendry et al., 2022), but there is limited research that examines the choir leader's role in supporting mental health. In a previous module, I discovered that there is potential to embed Maslow’s (1943) Hierarchy of Needs (HON), within a choir setting (Summers, 2023), but this has not yet been explored through a leadership lens. Using the leadership lens could reveal strategies to support others in meeting their well-being needs.
Meeting performance goals is a purpose of the hospital choir and, for this reason, this study will explore Transformational Leadership (TL), which Burns (1978) discussed as a means of leaders supporting their followers to reach the self-fulfilment needs in Maslow’s Hierarchy, while meeting organisational goals. Ensuring the mental well-being of choir members is also very important to me and, as such, I will examine the Ability model of Emotional Intelligence (EI). EI supports leaders in their interactions with others (George, 2000; Zhou and George, 2003) and has been linked with transformational leadership (Leban and Zulauf, 2004; Du Plessis et al., 2020).
This study will culminate in the creation of an artefact, which will be presented as a  framework to guide choir leaders in creating a space where mental health is a priority. This will be based on human needs, identified in Maslow’s HON (1943), and further supported by incorporating ideas taken from the theory of TL (Bass, 1985) and the Ability model of EI (Salovey and Mayer, 1990). 
Planned programme of study
The first phase of this study will look at theories and practical examples that could be used to support the psychological well-being needs identified in Maslow’s (1943) HON of choir members. The methodologies for part 2 will also be laid out.
Theoretical influences
In this section, theoretical influences will be introduced and rationales given for inclusion in my artefact. Each influence will be explored further in the written assignment (part 2 of this study).
Maslow’s Hierarchy of Needs 
In my MA module, BMPF7013, I related singing in a choir to ‘self-actualisation’ (Maslow, 1943), and ‘transcendence’ (Maslow, 1969a). Focussed on the positive effects of the self-fulfilment needs of Maslow’s HON, module BMPF7013 doesn’t explore how mental well-being is supported as choir members progress to meet learning and performance goals.
The HON is a ‘theory of human motivation’ (Maslow, 1943), identifying needs that people are motivated to fulfil (Harrigan and Commons, 2015). The highest-level needs are identified by Maslow as self-actualisation, described as ‘the desire to become more and more what one is’ (Malsow, 1943, p. 394) and transcendence, where we can transcend our own needs to respond to the needs of others (Maslow, 1969a). However, Maslow believed that people won’t be as motivated to meet these needs until the lower-level physiological and psychological well-being needs have been satisfied (Harrigan and Commons, 2015), which are needs that have not been explored in my previous work. For this reason, I will be examining Maslow’s HON to ensure that my artefact adequately addresses all of the needs. 
Although Maslow never illustrated his needs as such, his HON is often illustrated in a pyramid, as first suggested by McDermid (1960), similar to my own creation, appendix 1. This depiction could present problems in how the hierarchy is perceived by those using it, due to the ordered segments, which could be seen as working towards an end product, where one set of needs should be completed before moving on to the other (Bridgman et al., 2019), suggesting that lower-level needs cease to be important once met. Additionally, the segments of the pyramid could create ‘mental barriers’ that hinder progress from one stage to the next, which does not align with Maslow’s original thinking (Lomas, 2013, p. 1)
Other depictions have included steps and ladders (Bridgman et al., 2019). The presentation of Maslow’s hierarchy will be examined further in part 2 of this study, in search of an appropriate way of representing my artefact.
The Ability model of Emotional Intelligence
Lomas (2013) asserts that Maslow’s HON gives no guidance on how to progress to the higher levels, which suggests that additional guidance is required and Sarici Bulut (2018) found that social environment is important for self-actualisation. Emotional intelligence could help choir leaders to understand and support emotions in the choir setting, making it a relevant theory for further exploration.
There are many models of EI, of which the Ability model is the original. Drawing from this model, I will be using Salovey and Mayer’s (1990) definition of EI. They view emotions as ‘organized responses, crossing the boundaries of many psychological subsystems’ (p. 186), and EI is seen as an awareness of emotions in oneself and others, the ability to differentiate between emotions and the ability to guide one’s own thinking to act appropriately.
Mayer and Salovey believe that EI is a cognitive ability that can be cultivated over time (Mayer et al., 2016). It is considered important due to its capacity to understand emotions and integrate them into cognitive processes (Harms and Crede, 2010). Other models of EI are either based wholly on personality (referred to as trait models) or mixed to include both cognitive ability and personality traits (Rastogi et al, 2015 ). Whilst the Ability model can be measured objectively on performance (O’Connor et al., 2019), trait models are measured using self-reported levels of EI (Harms and Crede, 2019). Research shows that people low in EI are less likely to be accurate in self-tests (Sheldon et al., 2019) and choir leaders may be tempted to check their own EI, on discovering the facility to assess themselves. This makes the Ability model more suited to my artefact. Moreover, treating EI as a skill that can be developed means that everyone can become an Emotionally Intelligent leader, making it a more inclusive model for incorporation in my artifact. 
The Ability model, is described as a ‘four branch model’ (Mayer et al., 2016). The branches are labelled ‘Perceiving emotion’, ‘Facilitating thought using emotion’, ‘Understanding emotions’, and ‘Managing emotions’ (Mayer et al., 2016). With no available literature linking these specific branches to Maslow’s hierarchy, or to choir leading, further exploration of how the Ability model can support the needs identified by Maslow is required. 	Comment by Pippa Anderson: To what? What will you gain?
Looking through the leadership lens and viewing a choir rehearsal as work with followers, which culminates in the successful execution of a musical performance, allows for a more general examination of EI within a broader scope. A meta-analysis performed by Faragher et al., (2003) involving 485 studies and over 250,000 employees in a variety of organisations throughout the world studies reveals a ‘strong relationship’ between job satisfaction and mental health with both self-esteem and anxiety negatively affected where job satisfaction is inadequate.
Singh (2013) believes that ‘happiness is the key that unlocks the door of job satisfaction’ (p. 799). His study uses quantitative questions to examine how certain emotionally intelligent behaviours in leaders influence the job satisfaction of employees. Questionnaires took generic skills from several models of EI, including the Ability model, and involved 474 employees. His findings show the importance of encouraging a collegial environment, along with a leader who is confident, optimistic, and flexible leaders with self-control, in enabling satisfaction and happiness in employees.
Whilst this implies the importance of Emotionally Intelligent behaviours, there is also a suggestion that other behaviours are important and Singh declares that leadership is enhanced by behaviours that Bass (2002) states require the application of both emotion and reason. These behaviours are those that are described by Burns (1978) as Transformational Leadership behaviours. Singh links these behaviours with emotions. Looking at Singh’s interpretations individually shows how they might be reflected in his findings. ‘Intellectual stimulation’ (a component of Transformation Leadership), for example, is interpreted as influencing people ‘to look at problems from a positive perspective’ (p. 803), which could further give employees the impression that their leader is optimistic about the future. This then relates TL to the findings.
In part 2 of this study, the 4 branches of the ability model will be scrutinised through the lens of choir leaders to find ways in which it can be used to facilitate an environment that ensures the mental well-being of choir members.           
Transformational Leadership 
In relation to Malsow’s HON (1943), Burns discussed leadership styles, asserting ‘Transforming Leadership’ (Burns, 1978) as a means of allowing people to reach the higher level of needs in the hierarchy. In 1985, Bass developed transforming leadership theory into ‘Transformational Leadership’. In doing so, he identified four behaviours: ‘charisma or idealized influence (attributed or behavioral), inspirational motivation, intellectual stimulation, and individualized consideration’ (Bass and Steidlermeier 1999, p 184). Whilst Burns (1978) communicated the idea that a transformational leader needed to be morally uplifting, Bass asserted in his early work that transformational leaders could be ‘virtuous or villainous depending on their values’ (Bass, 1999, p. 186). This was later addressed in 1999, when Bass distinguished between pseudo-transformational leaders, who act in self-interest, and authentic transformational leaders who act in the interests of others. 	Comment by Pippa Anderson: Short paragraph, can you make links to the next?
Seeking to address the gap in knowledge about followers’ reactions to leaders who could be seen as pseudo-transformational or authentic, Shuh et al (2012), tested 114 leader-follower dyads and found that the positive and negative effects of moral and authoritative behaviours were particularly pronounced where a transformational leadership style was present. This highlights the influence that a TL style has on followers, showing the importance of authentic leaders with moral behaviours. Mayer et al (2009), states the importance of training in ethics for ethical leadership, which highlights the importance of a strong ethical basis for my artefact.
Whilst recognising the strong influence of a TL style, there is evidence that it can have a positive effect on mental well-being, making it a desirable theory to examine further.  Montano et al (2017) conducted a meta-analysis in which results revealed a negative effect on mental health where destructive leadership behaviours, such as authoritarianism or aggressive, abusive, and manipulative behaviours, exist but positive mental health outcomes from a TL style. The study also highlights the importance of ‘leader–follower’ interaction (p 327). 	Comment by Pippa Anderson: There is a counterargument here
Part 2 of this study will explore TL with particular emphasis on how they might contribute to mental well-being.
Practical Influences 
This section will explore existing practical models that are relevant to my work with the hospital choir. Each chosen influence will be introduced and justified in this section. Both will be examined through the lens of Maslow’s HON in part 2 of the study, before integrating with theoretical influences, for possible inclusion in my artefact.
Following searches in EBSCO, PubMed, ERIC.ed.gov, UWTSD Database and Google Scholar, using keywords ‘Community Choir’, ‘Maslow’, ‘Transformational Leadership’ and ‘Emotional Intelligence’, it was not possible to find current practice for non-auditioned adult choirs. I searched the UK-based Singing for Health Network for professional membership, which claims to ‘bridge research and practice and provide a platform for sharing practice’ (Singing for Health Network, no date) to find practical guidance for the leader of a non-auditioned community choir. A conceptual model (Hendry et al., 2022) and guidance for community singing (Soriano, 2016) were found and will be introduced below.	Comment by Pippa Anderson: Tell us you are justifying these things below and why you will expand on them in part 2.
Sing to live, live to sing (StL) 
The StL framework (Soriano, 2016) was developed for the Royal Borough of Kensington and Chelsea’s Arts Service and Public Health to address health objectives. Although created for well-being, the program was not for diagnosed mental health conditions, rather the aim was to target those who might be at risk of developing a condition, whilst being open to all. This aligns with the hospital choir which has never been regarded as a therapeutic setting. Although no longer running, due to a lack of funding (The Royal Borough of Kensington and Chelsea, no date), the purpose of the program aligns with that of the hospital choir. The success of the program, as evidenced by research using the Warwick Wellbeing Score,  alongside qualitative methods, as part of a 2015 Project Pilot Evaluation (The Royal Borough of Kensington and Chelsea, no date), makes this program worth consideration. The workshop format of the program is different from the hospital choir, however the focus on mental well-being makes this relevant to the study.
Person-Centred Social Activity (PCSA) model 
The PCSA Model, created by Hendry et al, 2022, consists of the theoretical components of Self-Determination theory, Cognitive Evaluation Theory, Social Identity Theory, and a Person-Centre Approach. It can be used to ‘inform recommendations for practice when working with group singing interventions’ (p 1409). The person-centred approach, devised by Humanist Psychologist Carl Rogers (1961) asserts that there are core conditions that are important in moving people towards self-actualisation. The PCSA model makes the assumption that the leadership style ‘reflects the components of self-determination theory’ and that the choir leader has the ability to facilitate ‘a sense of autonomy, belonging and competence’. Whilst the recommendations provided in the model are a useful guide, it is evident that the choir leader needs additional skills to adequately achieve some of the statements made. An examination of this model will be carried out, using the theoretical influences used in this study, in order to build a new framework allowing me build on recommendations that align with my learning outcomes.	Comment by Pippa Anderson: Comparing and contrasting? 
Methodological influences 
This study will be qualitative. My two different methodologies will be narrative literature reviews, to examine theoretical influences, and an integrative review, bringing together theoretical and practical influences (Torraco, 2005). I will be using a constructivist paradigm, allowing the consideration of differing experiences and realities (Choen and Manion, 1994) that could be encountered within the hospital choir. I will be looking through the critical paradigm lens when addressing the balance of power (ref       ). Nelson’s model of Arts praxis (Nelson, 2013), which provides a framework to enable knowledge gained from own experience to be considered alongside theoretical knowledge and best practice, will be used to structure findings.	Comment by Pippa Anderson: Why?	Comment by Pippa Anderson: What's this?
After exploring experiential and embodied knowledge, a document analysis will be performed on Maslow’s (1943) ‘A theory of motivation’. Theoretical influence of Transformational Leadership will be then explored through a narrative review of peer-reviewed literature, finding themes that support the psychological well-being tier of Maslow’s hierarchy of needs through building leader-follower relationships. The ability model of Emotional Intelligence will be examined through the lens of a choir leader to find ways to support the leadership role. A document analysis will be completed, using the lens of Maslow’s hierarchy of needs, to find strengths, inconsistencies, and any omissions within the chosen best practice and conceptual model documents. Using an integrative review framework, theoretical and practical framework influences will then be fused to create a new framework that could be used in practice.

Timeline
[image: ]	Comment by Pippa Anderson: Fig. 1
Figure 3: Timeline
Ethics 
According to Lindmann (2019), ‘ethics is the scholarly study of morality’ with ‘metaethics’ being the study of what morality itself is and ‘normative ethics’, being the study of moral concepts and theories. (p 4-5). My own beliefs within metaethics align with an epistemology of ‘Naturalized moral’, which assumes that ‘moral knowledge arises out of and is corrected by our experience of the world’ (Lindmann, 2019, p 6) and would allow for guidelines to be reviewed in light of situations that challenge the appropriateness of existing procedures. Taking a normative core value of care allows the feminist ethics of care to be used (Pettersen, 2011). When studying ethical issues, it is appropriate to use the critical paradigm so that the balance of power can be explored.
The feminist ‘ethics of care’ (ref                ) place importance on ‘communication, interpretation and dialogue’ (          p11), with negotiation and ‘mutual recognition’ among the values represented (Williams, 1999, p678 – find ref). This aligns with Maslow’s hierarchy as it shares the value of democracy. Slote (2010) states that care ethics place an emphasis on ‘forms of direct emotional connection with others’ (p 127) which aligns with the psychological well-being in Malsow’s hierarchy and is reflected in both Emotional Intelligence and Transactional Leadership, making this a relevant theory for the paper which allows ethical concerns to be addressed within the artifact. 
Ben-Jacob and Glazerman (2022) argue that the ‘traditional view of ethics’ (p168) should be considered alongside feminist ethics, enabling the views of both men and women to be (considered). The feminist ethics of care is, however, about enabling everyone’s voice to be heard, regardless of gender (ref        ). This is more suggestive of equality than a focus on the female point of view. Nonetheless, considering formal guidelines, taken from appropriate sources, would ensure that those in leadership positions are also protected, ensuring that the concept of care is applied to everyone. Without this balance, it is conceivable that the leaders' needs might be overlooked. 
Whilst I’m not a member of the Health and Care Professional Council, their updated guidelines for September 2024 provide a thorough and clear set of standards (appendix     ). This document should be considered alongside my artifact. Section 3.1 states that ‘you must only practice in the areas where you have the appropriate knowledge, skills, and experience to meet the needs of a service user safely and effectively’. When work is guided by principles taken from a psychological model, it is possible that choir members might assume that the leader has knowledge or skills that they lack. For this reason, it is important to know where and when members can be signposted for appropriate support. Also worth highlighting is the section about maintaining professional boundaries (1.8-1.12). Unless safeguarding procedures are in place for vulnerable adults or children, this might not appear relevant to many community choirs. However, in a community choir setting friendships between choir leader and choir members often develop (ref       ??). Looking at the balance of power could reveal that favouritism may occur or could be perceived by other choir members in this situation. Section 1.11 ‘You must ensure that existing personal relationships do not impact professional decisions’ is pertinent to this point. In contrast to this document, the feminist ethics of care (ref      ) does not have a prescriptive set of guidelines to adhere to but can be  ‘used as a lens to assess relations’, which focuses on how ‘relations of power shape our relationships, either enabling good forms of care or perpetuating harmful ones’ (Greensway, 2019, p 918).	Comment by Pippa Anderson: You?
Gilligan (date?) describes the ethics of care as an ‘ethic of resistance to injustice’, which is about joining ‘emotion with reason, relationships with self, man with woman’. It should be used to identify and examine values and practices that should be encouraged and those that should be excluded (Pettersen, 2011). The structure of the choir is an important consideration, particularly where the choir leader is employed by the choir. The hospital choir operates with a committee that has a Chairperson, Secretary, and Treasurer. This is not unusual for a choir. For those with specific roles that contribute to the running of the choir, it is important to consider where their position within the choir lies. Whilst the choir leader is not the sole person running the choir in this situation, which is likely to mean that the leader is held accountable to the committee, it would be reasonable to (examine) how those with specific committee roles are elected and to whom they are accountable. Each of the persons given responsibilities are voted into their position by the rest of the choir, as prescribed by the constitution that the choir follows. This would be considered a democratic process (ref         ), although how the process happens is important as those involved need to know that their vote will be completely confidential. There should then be transparency around discussions held and decisions made, with whole choir votes where possible. Whilst accepting that there may be occasions where decisions need to be made by those with the appropriate knowledge and skills, choir members should be aware of how and why conclusions have been reached. An example of this might be any financial decisions that require the input of the choir's treasurer, although it must be remembered that this role has been entrusted to them by those who are paying money into the choir funds.	Comment by Pippa Anderson: REF in paragraph.
If I choose to implement my artefact, further ethical implications would be needed because I would be working with people. I would present the artefact, explaining how it would be used in the choir and provide an opportunity to ask questions, allowing for transparency around my proposed methods for choir leading.
Learning Outcomes
· To create a new framework which clearly relates to Maslow’s hierarchy of needs	Comment by Pippa Anderson: Using Maslow to support you in creating a framework? 
· To show how mental wellbeing is supported, with reference to basic needs, psychological needs and self-fulfilment needs
· To show how transactional leadership is used to support the attainment of self-fulfilment needs
· To show how Emotional Intelligence is used to help the choir leader support the psychological needs of choir members
Critical Review 	Comment by Pippa Anderson: Perhaps condense ethics and expand critical review. 
I am naturally drawn towards reflective practice and like looking at my work through different lenses. This allows me to examine my experience from different perspectives.  (need a Brookfield ref)
Autobiographical lens
During my studies, throughout my MA, I have enjoyed developing the ability to explore my practice through the different lenses suggested by Brookfield (ref       ). As an educator, I have always considered myself a reflective practitioner, as I would reflect on memories of  incidents in my work (Smith, 2010), although I now realise that my reflections were grounded in practice with little theoretical input. My studies have allowed me to add the ‘theoretical lens’ (Brookfield,       ). As I explore new ideas and deepen existing knowledge, my mind naturally turns to how I can use new knowledge to develop my own practice (ref?  ). This leads me to explore my practice through the ‘autobiographical lens’ and discuss my ideas with my mentor, allowing further exploration through the ’colleague lens’ (Brookfield,    ). I enjoy this process of making and discussing links but I have not been recording my thought processes in a structured way (as suggested by - ref). This has led to a more chaotic approach where thoughts have developed over time with no notes of the process, which leads to an over reliance on my memory (ref ?      ). Writing to a strict deadline has been difficult for this reason, leaving little time to return to the literature and re-explore my reflections in light of the discussions I have had. I have realised that I don’t complete this cycle until I start writing my assignment. This leaves me frustrated because I have not had the time needed to write about everything that I have wanted to include, even when word count has allowed for more. To address this, I have used a more detailed timeline with more of my own deadlines built in, which has alleviated some of the stress previously felt, as recommended by D’Souza (2023). Whilst, this has motivated me to begin the writing process earlier, I have found that I have not worked in the linear way that my timeline demands, preferring to switch between sections as new discoveries are made, leading my mind in different directions which I can see are relevant to my own practice. This process excites me and I find myself wanting to explore each of my ideas written about in part one further so I move to part two before introducing the next idea in part one. Although my work has not necessarily reflected the order of the tasks on my timeline, the built-in deadlines have been helpful.
Theoretical lens
I realise that it is easy to make assumptions that may prevent thorough exploration of ideas (ref   ?     ). One such assumption I have made about the people that I work with in choirs is that they are already meeting their own psychological needs and by keeping a relaxed environment their psychological wellness is maintained. By making this assumption, I have disregarded the need to investigate Maslow’s HON fully. Reading about assumptions in research reveals that there is a need to make assumptions (Nkwake, 2020) but that transparency is important and justification required (Simon, 2011). This has implications for reviewing literature as it is important to identify assumptions in the literature and to also challenge those found (Brookfield, 1987 – should be Mckenzie 1989?). This links with critical thinking skills, which I am developing as I work through my modules. Following feedback from the draft of this assignment, I have looked again at my theoretical influences with increased criticality, searching for multiple viewpoints.
This highlighted a gap in my previous research, which would need to be addressed before creating an artefact that would truly fulfill Maslow’s hierarchy. Discussions with my Mentor brought up new theories to explore. Whilst it felt necessary to begin looking at theories as separate identities, the relevance was not initially clear and I felt less motivated to continue with those theories. I have realised the importance of keeping an open mind and employing patience as it was through initial research that the links were revealed and my work became more satisfying (ref     ).
Colleagues lens
Looking through Brookfield’s colleagues' lens sparked my curiosity. I enjoy networking and discussing my work with other choir leaders but best practice is subjective and therefore tricky to identify. Purposefully looking for practice that aligns with my work with choirs for wellbeing has felt like a revelation and I look forward to examining my influences further.
In continuing my studies, it is important to keep the learning outcomes in mind, ensuring that I keep my writing focussed on specific theories that will help me to achieve an artifact that meets my aim.	Comment by Pippa Anderson: At some point, I think we need some supporting figures (Maslow). 
Part 2 – assignment
Maslow’s HON will be central to the assignment as supporting mental well-being through the fulfilment of needs is explored. The needs identified by Maslow will remain a focal point as TL and EI are each explored and linked to the role of the choir leader. Using each set of Maslow’s needs as headings, the PSCA conceptual model and StL guidelines will be explored for relevance. Finally, all of this knowledge will be integrated to form a new artefact, which will be a framework that could be used as guidance for choir leaders.
This assignment will use Nelson’s Art Praxis (ref         ) to explore and bring together my own experience, theoretical influences, and current best practice guidance for choir leading. ‘Know how’ will explore my embodied and experiential knowledge in musical experiences as a learner, a leader and a follower. ‘Know that’ will frame my literature reviews, examining TL, EI and practical influences. ‘Know what’ will contain an integrative review, bringing together all of the knowledge gained.
Know How
Nelson (        ) states the usefulness of reflection as a starting point to identify knowledge at play in the workspace. Reflecting on my own experiences has revealed a tension between the musical education I received and the needs of those I teach in choirs, making it necessary to critically examine the methods of educators and leaders I have encountered.
My own musical experiences, as a learner and as part of a group, have been motivated by external factors, including exam results, or verbal praise. This aided my progression as a musician. Maslow’s esteem needs on the hierarchy include the ‘respect or esteem from others’ (Maslow, 1943, p 382) which would be gratified by the external recognition of skill mastery. Where an aim to please existed, there was also a risk of failure and disappointing the leader or educator resulting in the fulfilment of those needs being withheld. 
After researching leadership theories, I now recognise this as a transactional leadership approach that focuses on a result rather than the process (ref      ). In addition to this, it relies on external, rather than internal motivation (ref     ). Whilst external motivators were beneficial for me to achieve a higher standard of musicianship, my experience as a choir leader is that the achievement of musical accomplishment is not a motivating factor for choir members. Burns (1978        ) compared and contrasted transactional leadership with TL, suggesting that TL was the only one that could allow progression to Maslow’s higher-level needs of self-actualisation and transcendence. 
Musgrave (2022) compares the use of music for free expression, which contributes positively to mental health, with music as a form of ‘performance perfectionism’ which can contribute negatively to mental well-being. My own musical quests have been in pursuit of musical excellence, and the leadership that I have experienced has enabled progression but with little or no focus on mental well-being. As such, an alternative style is needed for leading a choir where mental well-being during the rehearsal process is required.	Comment by Pippa Anderson: Tie everything in that you laid out in part 1 (as per our conversation)
Know That
Nelson ( date) describes ‘Know-that’ as ‘traditional academic knowledge’, which can be ‘articulated by words and numbers’ and acquired through reading ‘of all kinds’ (p ?  ). The theoretical influence of Maslow’s HON will be examined through document analysis to ensure that Maslow’s original writings are examined, as this will be used in my practical influence and integrative reviews. Theoretical influences of TL and EI will be examined through narrative reviews, to explore how each supports Maslow’s hierarchy of needs and practical influences will be examined by way of document analysis. In this section, theoretical reviews will focus on white literature (ref      ). Practical influences involve both white and grey literature (ref      ), making it necessary to include (validity checks?) in the document analysis to ensure rigor.
Maslow’s Hierarchy of Needs 
Maslow’s HON has been written about by many authors, including Hanley and Abell (2020) and Pichere (2015), who list and discuss the different needs in Maslow’s writings. There have also been many interpretations of Maslow’s theory (ref     ). As I wish to understand Maslow’s intentions, this section will take the form of document analysis, exploring Maslow’s 1943 paper, ‘A theory of motivation’. The paper will be examined for relevance to mental well-being in a choir setting.
Maslow initially identified 5 layers of basic human needs, which he arranged in a ‘hierarchy of prepotency’ (Maslow, 1943, p 394), meaning that some needs are more influential in human desires than others. This illustrates Maslow’s belief that some needs must be satisfied before people are motivated to fulfil others. In the order given by Maslow, these needs are ‘physiological, safety, love, esteem, and self-actualization’ (Maslow, 1943, p 394). As described by Maslow (1943) as ‘the desire to become more and more what one is’ (p 382), self-actualisation is a process that allows people to express their true selves. In 1954, Maslow added the word ‘belongingness’ to love and, in 1969, Maslow added ‘transcendence’ as the final stage where all layers of the hierarchy are achieved (Llanos and Verduzco, 2022). Maslow discussed various meanings of ‘transcendence’ in his 1969 paper. Most pertinent to the hospital choir is a ‘transcendence of the ego’ (p 58), where humans, having reached self-actualisation, transcend their own needs to respond to the needs of others (ref    ). 
The first set of needs are those needed for human survival, these being physiological needs. These are food, water and rest. In a choir setting, this could be the need for a break and a chance to eat, drink and use the toilet. Whilst there are other motivations to eat for some of these behaviours, such as eating for comfort, Maslow (1943) is clear that it is the need for survival that is addressed in his physiological needs as he states:
The average American citizen is experiencing appetite rather than hunger when he says "I am hungry." He is apt to experience sheer life-and-death hunger only by accident and then only a few times through his entire life. (p 374-375).
These are ‘needs’ that Maslow (1943) said would dominate a person’s thoughts until they have been ‘relatively well gratified’ (p 376), which suggests that the needs may not be completely fulfilled (ref?   ) before others appear. 
The next level of needs are those that will keep a person safe. Maslow asserts that  ‘The healthy, normal, fortunate adult in our culture is largely satisfied in his safety needs’ (p 379). In his 1943 paper, Maslow talks about being safe from ‘wild animals, extremes of temperature, criminals, assault and murder, tyranny, etc’  (p 379). Saeed and Gargano (2022) discuss the negative effects of natural disasters on one’s ‘sense of safety’ and the negative mental well-being effects (p 16), revealing the harm that a threat to safety needs could cause, albeit an extreme example. Wilson and Liss (2022) link ‘lower levels of happiness’ with lower levels of ‘safety and belongingness’ when looking at a marginalised community within a college setting (p110), highlighting a less extreme example of how safety needs affect well-being. It would seem reasonable to link these needs to providing a secure venue for choir rehearsals, where there is no risk to personal safety from other persons, a moderate temperature is maintained, and that choir members can access rehearsals safely. This might include appropriate access for wheelchair users. 
It is once people feel safe, that their psychological well-being needs are revealed, the first layer of which is love, affection and belongingness. Applicable to a community choir is belongingness, where a community is formed and every person has a place in that community. In a choir, such as the hospital choir, regardless of ability every voice has a place in the songs that are sung and one missing voice can be missed by others singing the same part. In addition to this, friendships are formed, and some members of the choir establish roles, whether formally as the person who welcomes new members or more informally as the person who can be relied upon to bring cakes to the occasional rehearsal. Research has shown that being part of a choir community contributes positively to mental well-being, through decreased loneliness and increased belongingness (Johnson et al, 2020).
The next layer of needs to be revealed are the esteem needs. These, Maslow states, can be divided into two sets. One is a ‘desire for strength, achievement, adequacy, confidence, independence and freedom’ (check quote – p 381-382) and the other includes recognition and appreciation, both of which are in the control of the choir leader to gratify. These are followed by ‘self-actualisation’, defined as ‘the desire for self-fulfillment, namely, to thetendency for him to become actualized in what he is potentially’ (p382) and then transcendence, where people are able to ‘transcend’ their own ego’s in order to help others.
Maslow discusses his layers of needs in such a way that would suggest that Maslow intended for each layer to maintain a presence, although one would be more central than others at any one time stating, for example, when discussing the ‘love needs’, Maslow states that ‘the whole cycle already described will repeat itself with this new center’ (p 380-381). 
According to Bridgman et al., (2019) a ladder has been used to depict Maslow’s HON (date). The pyramid, later created by           , he argues, perpetuates the idea that the lower levels are no longer needed when people reach the higher levels, whereas a ladder reflects the support of multiple rungs, with hands and feet occupying different rungs with the ability to lean on others which is closer to Maslow’s original thinking (Bridgman et al., 2019). In designing my artefact, I have thought about how I can best represent the interaction of needs. 



Ability Model of Emotional Intelligence 	Comment by Pippa Anderson: Visual needed?
The 4 branches of the revised (2016) Ability model of Emotional Intelligence (Mayer et al.) will be examined through the lens of the choir leader, exploring each branch as a new theme to discover ways of using the model to support the leadership role. This will be done in conjunction with Caruso and Salovey’s book (2004) and Caruso and Rees book (2021), which both provide additional guidance for managers.
Perceiving emotion
Perceiving emotion is about identifying one’s own emotions and the emotions of others. This includes the ability to interpret ‘physical states, feelings, and thoughts’ in oneself and ‘vocal cues, facial expression, language and behaviour’ (Mayor et al, 2016, p 294). Caruso and Salovey (2004) suggest that this can be done by listening, asking questions, and paraphrasing to check understanding. Caruso and Salovey (2004) offer three sorts of emotional clues that can help to identify emotions in others. These are ‘people’s facial expressions’, ‘the pitch, rhythm, and tone of people’s voices’, and ‘the feelings conveyed by the posture of someone’s body’ (p 90). Identifying emotions in people’s facial expressions, however, may not be reliable. Wagner et al (1986) found that some people were more effective than others at communicating their emotions in this way and argue that not everyone can read facial expressions. It should also be remembered that some people are adept at hiding their emotions. Gillian, for example (        ) discusses how women have become (adept?) at hiding sadness from their children. With this in mind, asking for verbal feedback could be a better way of assessing emotion. It is also important to tune into one's own emotions and Caruso and Rees (2021) discuss the importance of awareness of emotions in one's own body, for example, anger showing in ones ‘chest, throat or jaw’ (p 29). 
Within this branch of emotional intelligence, and pertinent to the choir leader, is the ability to ‘perceive emotional content in the environment, visual arts, and music’ (Mayer et al., 2016, p 294). Song words are used to communicate emotion, and music can be written to reflect specific emotions. In addition to this, choir members can respond emotionally for reasons that might not be predicted, for example, a song that revisits memories with emotions attached (Batcho, 1995). The ability to identify emotions in others will allow the choir leader to facilitate a change in mood, where appropriate.
Facilitating thought through emotion
Facilitating thought through emotion includes the ability to generate emotions as ‘an aid to judgment and memory’ and a ‘means to relate to experiences of another person’ (Mayer et al., 2016, p 294). Caruso and Salovey (2004) state that moods influence judgments and decisions. People in a negative mood will think more negatively, and those in a happy mood will overestimate the occurrence of positive events (Caruso and Salovey, 2004) so it is advantageous for the choir community if everyone is in a good mood, including the choir leader. There are many ways in which a person can change their own mood, including phrases that can be said to oneself, such as ‘I am feeling good’ (p 112) or by finding an appropriate tune that can be listened to. Caruso and Salovey (2004) advocate developing ‘emotional imagination’ to enable the ability to change moods and allow the process of feeling what another person is feeling, which could be used to enhance relationships between choir leader and choir members. 
Understanding emotions 
Sosik and Cameron (2010) suggest that the ability to understand and respond to emotions is likely to make people more effective as authentic transformational leaders, making it a desirable skill for inclusion in my artefact.
Understanding emotions includes the ability to recognise relationships between emotions, determine their meanings and consequences, and ‘appraise the situations that are likely to elicit emotions’ (Mayer et al., 2016, p 294). Also included is the ability to understand the feelings that certain conditions might illicit. For a choir, performance anxiety may affect some members, for example (Stothert, 2012) making it important to consider details such as venue and intended audience. When examining emotions in a context where relationships are apparent, between leader and members or between members in a group, understanding social emotions is likely to be important. 
Managing emotions
Managing emotions is about ensuring that emotional reactions are appropriate, and using emotions to ‘achieve a desired outcome’ in self and others, which might be useful in a choir context where anxieties are present during performance preparations (ref ). Choir leaders often spend the first part of their rehearsal time using exercises to relax or energise choir members. This strategy could also be used to manage emotions before a performance or during a rehearsal, for example, after working on a particularly demanding song.	Comment by Pippa Anderson: REF. Ref every point.
It is also important to manage one’s own emotions. Just as breathing and stretching exercises can be used at the beginning of a choir session to improve the mood of singers (Katada et al, 2022), the choir leader could benefit in the same way. Caruso and Rees (2021) state of leaders that ‘to give your best, you must be at your best’ (p 35) which emphasises the importance of looking after own well-being needs. Alyson et al (2014) identify links between leaders' psychological well-being and TL, found that depleted psychological resources in leaders negatively affect their ability to display TL behaviours. Weiss et al (2018) found that interactions with followers left authentic leaders less emotionally depleted than leaders who did not lead with authenticity. Their quantitative study, involving 50 managers, also provides evidence to show that authentic leaders need to interact with followers to increase their own well-being as well as the well-being of their followers. This aligns very well with the work of a Choir Leader, which involves much interaction with choir members, and an authentic style of TL.
Caruso and Rees (2021) state that suppressing emotions can make a leader appear to be inauthentic and could come out at an inappropriate time, leading to ‘unintended consequences’ (p 29-30). A self-managed individual recognizes the need for “hearth-time” (Cangemi, 2014) and takes personal time to focus on self-development (Decker and Cangemi, 2018).
Transformational Leadership 
[bookmark: _Hlk148479503][bookmark: _Hlk148522668]Wishing to find mediating factors for how transformational leadership affects wellbeing, a search for ‘leader-follower relationships in transformational leaders’ was carried out across Google Scholar, ERIC.ed.gov, ProQuest, and the UWTSD database. By extracting peer-reviewed articles that related to follower well-being, themes of ‘leader-member exchange’, ‘self-efficacy and empowerment’, and ‘meaningful work’ were revealed as links with mental well-being were sought. Studies focussing on leader’s gender differences and those studying cultural differences were excluded for the purposes of this review.
Leader-member exchange 
Leader-member exchange (LMX) theory states that the leader, due to an inability to give equal attention to every follower, builds two groups. One small group of trusted people would benefit from a higher quality exchange relationship (the in-group) than the others (the out-group). Findings of Krishnan’s (2004) study show LMX to have a strong effect on positive upward influence strategies with followers showing a desire to reason with their leaders and higher quality LMX leading to ‘mutually supportive leader-follower relationships’ (p 69). Interactions show trust and loyalty, with leaders seen as friendly and helpful, which is conducive to the followers' ability to reason with their leaders. Friendship, trust, and connectedness are all psychological needs in Maslow’s hierarchy. Within the choir setting, it is conceivable that those with specific roles that help with the running of the choir could become an in-group, creating a hierarchy within the choir, and the choir leader should be aware that interactions could be negatively affected for those outside of the ‘in-group’. In a small choir, such as the hospital choir, it would be possible to give equal attention to all members, which would allow higher-quality interactions with everyone, therefore avoiding a difference in the quality of interactions. 
Links between LMX and TL have been tested further by Du Plessis et al (2020) with the additional mediator of Emotional Intelligence. The study, involving 60 leaders and 166 followers, is limited by convenience sampling and the use of a single organisation. However, the results show a positive link between emotional intelligence and LMX, suggesting that ‘emotional intelligence is the transmission mechanism that most leaders use to build high-quality relationships’ (p 10).	Comment by Pippa Anderson: Haven't completed sentence. 
Self-efficacy and empowerment
In 2012, Krishnan measured the four components of transformational leadership, empowerment, meaning in life and well-being among 285 managers who responded to questions about their superior’s leadership and their own well-being. Findings highlighted the importance of empowerment as mediator of the relationship between transformational leadership and subjective well-being. Another finding was that self-efficacy could enrich meaning in life in addition to subjective well-being. This highlighted the need to ensure that followers feel confident in their ability to complete goals. In the choir setting this could equate to the setting of realistic performance goals.  	Comment by Pippa Anderson: Why are you using this person so much? 
Kark et al., (2003), found that TL can not only lead to empowerment but also dependency upon the leader, where self-esteem is reliant on the leaders approval. Personal identification with the leader, where the followers belief about a leader becomes self-defining, can lead to dependence on the leader and, conversely, social identification, where an individual’s belief about a group becomes self-defining, leads to empowerment. Social identification can be influenced by encouragement to work towards group goals. Whilst this study took place in a bank and, therefore, may not be generalisable to other settings, it does show that it is possible for dependence to develop and that this can be avoided by encouraging social identification within a group.
Meaningful work
Arnold et al., (2007) also found positive links between TL and psychological well-being. They completed two studies using quantitative data to measure and then examine the relationship between each of Transformational Leadership, Meaningful Work, and Psychological well-being. Combined, the studies involved 414 people across 3 different occupations. The psychological well-being in the first study asked individuals about ‘the extent to which in the past 6 months they have felt motivated, cheerful, enthusiastic, lively, joyful, and energetic’ (p 196). The second study measured psychological well-being in a mental health context, with a focus on ‘social functioning’ such as the ability to concentrate or enjoy work (p 199). Results of the studies, show a ‘positive relationship between transformational leadership and psychological well-being’ (p 201). Furthermore, findings show that this relationship was at least ‘partially mediated’ by ‘meaningful work’ (p  201). Relating this to the choir rehearsal environment would suggest that working towards a performance is a factor in the psychological well-being of choir members and that a transformational style of leadership would be a useful tool in guiding the rehearsal process, where there is a goal in mind. 
Practical Influences
Content analysis is used to categorise information related to the ‘central questions of the research’ (Bowen, 2009). The analysis of best practice documents will use categories that reflect Malsow’s hierarchy of needs (1943). 
Sing to live, live to sing (StL) – guidelines on methodology
This programme, like the hospital choir, is aimed at creating a space where psychological well-being is nurtured. The format is one of workshops so the performance goals of the programme are different, which may make some of their guidelines less relevant to the performance requirements of the hospital choir.
Physiological and safety needs
The physiological and safety needs are those that keep us alive and safe (Maslow, 1943).
The StL guidelines require the workshop leader and any volunteers to check the venue to ensure that it is suitable, including meeting the needs of any disabilities.
Warm-ups are recommended, as are cool-down exercises. It is suggested that the body is prepared for the activity of singing with exercises such as stretching and vocal warm-ups.
As a choir leader, an interpretation of safety needs could be related to vocal health, which could be met by vocal warm-up and cool-down exercises. Beeman (2017) discusses the risk to both singers and choir leaders for vocal problems, suggesting that there is a need for voice teachers to ‘adopt an active role in their students' overall vocal health’ (p111.e20)
Love and belongingness       	Comment by Pippa Anderson: You create the belonging? 
The need for love reflects a person's desire for ‘affectionate relations’ and belongingness refers to having a place within a group (Maslow, 1943, p 380). Belongingness is particularly applicable to a choir community and the need for affectionate relationships may come from the friendships formed with others. The StL guidance emphasises creating a welcoming environment and it is suggested that the warm-ups offered by the choir leader can ‘prepare our mind for welcoming others in the group’ (p 36). No specific exercises are offered, but games and exercises that involve listening to each other, being in a circle, or working in pairs or groups could encourage this kind of welcoming atmosphere. 
Inclusiveness is also encouraged in the StL guidance and language used by the choir leader is considered. It is suggested that the choir leader does not use ‘jargon’ when leading warm-ups (p 36), ensuring that the language used can be understood by everyone. This would make certain that nobody feels left out, therefore supporting each choir member in being part of the community. 
Another way in which the StL guidelines foster inclusivity is by advocating that several teaching methods are used, with the choir leader being flexible to allow for the varying needs of the group. Suggestions given are the ‘call and response method’, where the choir leader sings short phrases for the choir to repeat; incorporating movement and/or visual aids; repetition; and listening to a whole song to gain a sense of the song structure (p 36).
The StL guidance promotes opportunities to discuss feelings and encourages the acceptance of everyone’s feelings about a song. It also suggests that discussions of feelings and emotions could allow the choir leader to find meaningful songs to learn. The guidance acknowledges the importance of the choir leaders role in understanding how singing and music can elicit feelings and how behaviour can be affected. It is recommended that the leader should develop their understanding of how they can support singers to express feelings appropriately. The Ability model of Emotional Intelligence should be utilised to support the choir leader in this endeavour and it is unlikely to be appropriate to encourage these types of discussions unless the choir leader is confident that they have the skills to support this. At the end of workshop sessions, the guidance advocates for cool-downs to be employed to allow participants to leave with a sense of calm. Breathing and mindfulness exercises are both suggestions that are made to aid this process. Ethical guidance should include sign-posting advice to ensure that the choir leader is not acting outside of their scope of practice, at times when participants might need more support with their emotions than would be reasonable for the choir leader to offer. 
Esteem
The esteem needs include achievement, confidence, independence, freedom, recognition, and appreciation (Maslow, 1943).
Within a culture of ‘collaborative learning’ (p 36), the StL guidance suggests that small groups or individuals could be delegated to lead learning/practicing. The idea of collaborative learning supports the psychological need of belonging for everyone, as it allows participants to work together. For those leading learning/practicing, it could also support their self-esteem, by giving them confidence and showing recognition of their ability.
Also, supportive of an environment that nurtures confidence is the recommendation to ensure that no negative comments are made in front of the group, about how individuals sing during rehearsals.
Self-actualisation and transcendence
Self-actualisation is about fulfilling capabilities and being able to express your true self (Maslow, 1943), whereas transcendence is for those already self-actualised to act in the interests of others (Maslow, check date).
The StL guidance stresses that there is no ‘right’ or ‘wrong’ way to sing a song (p 37). This supports Maslow’s thinking where self-expression is considered to be a ‘prerequisite’ to the basic needs and it allows each person to be who they should be. Maslow discusses this as ‘freedom to do what one wishes so long as no harm is done to others’ p383, which is an important consideration for the safety of everyone in the group. It could be considered in a choir setting context that there could be times set aside for allowing such self-expression, but that there are also times where the overall performance of a group would need to be considered, with an element of working together to achieve mutually agreed goals, which might include specific ways of singing a word or phrase. The TL component of Intellectual Stimulation (1969b) would be appropriately employed in this situation.
Conceptual Model – PCSA Recommendations for Practice
The PCSA model aims to enhance the well-being benefits of community singing by incorporating psychological theories to allow for ‘security and growth/self-actualisation’ (p 1410). Findings of a qualitative study into the benefits of group singing, involving 6 participants of a choir led by the main researcher and interviewer, fed into the model, making it possible that response bias from participants and ‘reporting bias due to the researcher’s invested interest’ (p 1411) might exist. Additionally, the research feeding into the model coming from only 1 choir would likely limit generalisation, although key themes addressed in the model that align with the Humanistic ideas shared by Maslow and Carl Rogers, including self-esteem, belongingness and personal growth, make this model worthy of examination. This document analysis will examine how the model supports choir members with their mental well-being, through the lens of Maslow’s HON.
Physiological and Safety needs
One of the recommendations of the PCSA model is that the leader ‘can manage group dynamics’. This could help to make choir participants feel safe in the rehearsal space. Other than this, the model has a psychological well-being focus more relevant to Maslow’s Love and Belongingness and Self-Esteem needs.
Love and Belongingness 
Using a pay-as-you-go model allows members control, is inclusive, and promotes intrinsic motivation, which supports self-actualisation (ref ) However, this is not likely to be practical for many groups who rely on membership payments to ensure the group is financially viable, although a larger choir or one supported with funding might benefit from the ability to do this. It could also result in erratic attendance making it difficult for a choir to work towards performances. This could limit how the choir can contribute to the wider community, therefore inhibiting how transcendence can be achieved.
Regular feedback from members is recommended and this ensures that members can contribute to discussions in the group and ‘the future direction of the group’ (Hendrey et al, p1410), enabling a sense of belonging. This could be facilitated through the Individualised Component of TL ? (ref   ). 
It is recommended that opportunities to meet outside of rehearsals are provided to create ‘connectedness’ and ‘positive emotions’ (Henrey et al, p 1410). This might depend on the group and participants needs. Whilst community benefits are found to be good for mental health (ref       ), a group of people who all have work and family responsibilities might not desire or find this practical. This would then be dependent upon the needs and circumstances of choir members.
Esteem 
The PCSA model recommends that everyone in the choir learn songs by ear with the idea that learning is accessible to everyone. Hendry et al claim that this style of teaching allows singers to learn with relative ease, promoting a ‘can-do’ feeling, positively to self-efficacy and self-esteem. Ensuring that everyone can access learning would promote a sense of belonging. Learning by ear includes the ability to clearly hear and distinguish the sounds made, identifying the details, including intonation and rhythm (Katada, 2022) which, some people may find challenging, particularly if they have auditory or memory processing challenges (ref      ). Some participants might find it helpful for the choir leader to give some visual indication to aid the learning process, such as moving the hand up or down to indicate the direction of the melody and others might learn better with notation.
The PCSA model makes recommendations to support ‘positive social identity’ (ref   ). These are to have an awareness of the choir's influence on ‘self-perception and self-identity’ and the ability to ‘manage group dynamics so that group benefits are not undermined’ by being ‘inclusive, approachable, encouraging and dedicated to making the experience fun’ (p1410). These are all abilities that could be supported by the Ability model of EI and will be further examined in the ‘Know what’ section of Nelson’s Praxis.
Self-actualisation and transcendence
The choir leader is encouraged to make sessions informative. Whilst there are no specific guidelines with this recommendation, it is possible that the choir leader can educate participants about their vocal health and talk about the context of songs being taught.
Hendrey et al (        ) link their suggested methodology of ‘call and response’ with becoming competent at a skill but for everyone to reach their full potential, a variety of teaching methods might be preferable. Konrenman and      (       ) argue that people have preferred learning styles which is suggestive of a ‘general cognitive strategy preference’ which have been found to affect how well a short musical phrase is remembered (p61). Offering notation as an option might also provide further opportunities to make sessions informative.
KNOW WHAT
An integrative review of practical influences, fusing with theoretical influences to create the artifact (see appendix    ).
[bookmark: _Hlk148568636]Physiological and safety needs – food, water, rest  criminals, temp
EI – ENSURING REST TIME FOR THE CHOIR LEADER
Breaks, access to water and toilet facilities
Love and belonging – affection, belonging – TL, THEN EI, THEN PRACTICAL INFLUENCES, THEN RECOMMENDATIONS FOR ARTEFACT?
How songs are taught is a big discussion – whilst the PCSA model advocates for teaching aurally, the stl methodological guidelines refer to people learning in different ways. Turning to the Ethics of Care for further guidance reveals… 
\group DYNAMICS – MANAGING EMOTIIONS BY WARM UPS/COOL DOWNS/REP CHOICE – BREATHING OR MINDFULNESS FOR CALM, ENERGETIC WRM UPS
DEMOCRACY – MASLOW QUOTE – FREEDOM, INDEPENDENCE, TL – IMPORTANCE OF QUALITY INTERACTIONS WITH EVERYONE, ALLOWING MEMBERS TO TALK OPENLY WITH CHOIR LEADER
CHOIR LEADER TO MANAGE ONE’S OWN EMOTIONS
TL – lead with authenticity
TL – ENSURING THAT EVERY MEMBER HAS A VOICE AND, WHERE CHOIR SIZE IS SMALL ENOUGH TO DO SO, THE CHOIR LEADER SHOULD ENSURE EQUAL ATTENTION IS GIVEN, TO DEVELOP TRUST AND CONNECTEDNESS
TL – WORKING TOGETHER TOWARDS GROUP GOALS NURTURES EMPOWERMENT.
Safe space to talk about feelings and emotions – feeling accepted (belongingness)
TL – BUILD GROUP IDENTITY – WORK TOWARDS GOALS TOGETHER
TL – ENCOURAGE CHOIR TO WORK TOGETHER TO ENSURE DEPENCE ON THE LEADER DOESN’T HAPPEN
Esteem – strength achievement, adequacy, conifidence, independence, freedom, recognition, appreciation
Research shows that self-efficacy can be achieved through Intellectual Stimulation. Agreeing on goals is one way to achieve this. To ensure a balance of power, it is important to allow every member the opportunity to share their opinions before a consensus can be reached. 
NURTURING ESTEEM – BUILDING CONFIDENCE/ALLOWING INDEPENDENCE BUT SUPPORTING WHEN NEEDED – COULD BE TRICKY – LISTEN, ASK QUESTIONS, PARAPHRASE TO CHECK UNDERSTANDING COULD HELP – EI
Plan performances carefully – working towards mutally agreed and realistic goals - TL
EMPATHY – DEVELOP EMPATHY BY DEVELOPING EMOTIONAL IMAGINATION
Self-actualisation and transcendence – self expression
THINK ABOUT PERFORMANCES – HOW TO REDUCE ANXIETY, MAKE SURE THE CHOIR IS COMFORTABLE AND FEEL PREPARED
EMOTIONS IN SONGS – KNOWING HOW TO MANAGE THEM – USE EMOTIONS TO ENHANCE PERFORMANCES? - EI
Reflective conclusion (were objectives met)



























Reflective conclusion – assess final conclusions against learning outcomes.
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Table 3. Recommendations for Singing Group Interventions Directed by the Supporting Psychological Theory and Literature on Singing Groups.
	Recommendation
	Based on psychological theory
	Potential psychosocial outcome
	Study/evidence for benefit to singing groups

	Learning-by-ear rather than reading sheet music to increase accessibility for all and promote a can-do feeling for singers relatively quickly and easily
	SDT/CET Deci & Ryan (1985)Deci & Ryan (2000, 2008)
	Competence at a skill important, Increased self-efficacy, raised self-esteem
	Clift (2010)Judd & Pooley (2014)

	Ensuring members contribute to group decisions and the future direction of the group through regular feedback
	SDT Deci & Ryan (1985)
	Sense of autonomy, self-determination & belonging, positive group/social identity
	Miquelon & Vallerand (2006)Shaw (1994)

	Doing away with tie-in payment schemes and working on a pay as you go basis to give members control and intrinsic motivation to be there
	SDT Deci & Ryan (1985)
	Autonomy
	Miquelon & Vallerand (2006)Shaw (1994)

	Ensuring choir leaders are inclusive, approachable, encouraging and dedicated to making the experience fun as well as informative
	CET, PCA Deci & Ryan (2000, 2008)Rogers, (1961)
	Sense of belonging, acceptance, competence, facilitated personal growth
	Camic et al. (2011)Clift (2010)Judd & Pooley (2014)Weinstein et al. (2016)

	Making room for social activities for the group in and outside of the singing setting
	SDT, SIT Deci & Ryan (1985)Tajfel & Turner (1979)
	Connectedness/improved social networks, positive social identity, belonging, positive emotions
	Camic et al. (2011)Weinstein et al. (2016)

	Having a leader who can manage group dynamics, so group benefits are not undermined
	PCA, SIT Rogers, (1961)Tajfel & Turner, (1979)
	Positive social identity, acceptance, warmth, facilitated personal growth
	Judd & Pooley (2014)

	Having a welcoming atmosphere and no-audition policy
	PCA Rogers, (1961)
	Belonging, acceptance, warmth, increased self-efficacy, positive emotions
	Camic et al. (2011)Clift (2010)Weinstein et al. (2016)

	Be aware of the influence singing groups have on members’ self-perception & self-identity
	SIT Tajfel & Turner, (1979)
	Positive social identity, self-identity, positive emotions
	Hargreaves & North, 1999Lagace, Briand, Desrosiers & Lariviere (2016)Lamont (2002)


The PCSA model for group singing-based interventions makes the following recommendations (see Table 4).Table 4. Recommendations for Practice Based on the PCSA Model.
	Recommendations for Practice

	• A group singing intervention should take a person-centred approach. Core conditions should be provided for security and growth/self-actualisation and to ensure the activity is facilitating intrinsic motivations not undermining them as explained by CET (Deci & Ryan, 2000, 2008; Durrant, 2005; Judd & Pooley, 2014; present study)

	• A group singing intervention should satisfy all three of the basic psychological needs as proposed by SDT; autonomy, competence and relatedness/belonging and not neglect any one of them (Deci & Ryan, 2008; present study)

	• A group singing intervention should recognise the importance of social identity and self-realisation for positive health and wellbeing outcomes as highlighted by the present study, Deci and Ryan (2000, 2008) and Miquelon and Vallerand (2006, 2008).

	• A group singing intervention should be accessible and inclusive for all regardless of ability, confidence, or social status (Clift, 2010; Judd & Pooley, 2014; present study).

	• A primary focus of a group singing intervention should be raising self-esteem for participants through increased competence and self-efficacy (Lagace et al., 2016; present study).

	• Group dynamics should be carefully managed in a group singing intervention to facilitate and not undermine psychosocial benefits (Judd & Pooley, 2014; Reagon et al., 2016; present study).













Suitable venue, with a reasonable temperature, accessible for everyone, access to toilets and water. Warm-up and cool down exercises will be used to prepare the voice and mine for singing together.


Transcendence, Maslow, 1969
Self-actualisation, Maslow, 1943                                                                                                                                        


Physiological needs, Maslow, 1943


Safety needs, Maslow, 1943


Esteem, Maslow, 1954


Love and belongingness, Maslow, 1969                                                                                                                   
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 June   July   August  September  October  November  

Select a topic  26 th   -   30 th         

Develop title, aims,  objectives and outcomes   1 st   -   7 th      

Write a rationale for the  creation of an artifact   8 th   -   14 th         

Critically Evaluate  appropriate  theories and  influences   17 th   –   31 st    1 st   –   6 th       

Meeting with tutor   24 th        

Consider appropriate  ethical frameworks    7 th   –   13 th         

Create artifact    14 th   –   20 th         

Meeting with tutor    14 th       

Work on written  assignment, adapting  artifact where necessary    21 st     –   31 st    1 st   –   24 th      

Meeting with tutor     8 th      

Write up critical review     25 th   –   30 th    1 st   - 8 th     

Meeting with tutor      2 nd     

Complete and submit  draft      9 th - 16 th   

Rewrite where needed      20 th - 31st  1 st - 6th  

Submit final study       7 th  
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Table 1. The four-branch model of emotional intelligence, with added areas of reasoninge.

The Four Branches Types of Reasoning

4. Managing emotions * Effectively manage others’ emotions to achieve 2 desired outcome?
«  Effectively manage one's own emotions to achieve a desired outcome?
*  Evaluate strategies to maintain, reduce, or intensify an emotional response®
« Monitor emotional reactions to determine their reasonableness
« Engage with emotions if they are helpful: disengage if not
« Stay open to pleasant and unpleasant feelings, as needed, and to the information they convey

3. Understanding emotions *  Recognize cultural differences in the evaluation of emotions:
« Understand how a person might feel in the future or under certain conditions (affective forecasting
« Recognize likely transitions among emotions such as from anger to satisfaction
* Understand complex and mixed emotions
+ Differentiate between moods and emotions®
« Appraise the situations that are likely to elicit emotions®
« Determine the antecedents, meanings, and consequences of emotions
« Lael emotions and recognize relations among them

2. Facilitating thought using o Select problems based on how one's ongoing emotional state might facilitate cognition
emotion? *  Leverage mood swings to generate different cognitive perspectives
« Prioritize thinking by directing attention according to present feeling
* Generate emotions as a means to relate to experiences of another person®
* Generate emotions as an aid to judgment and memory

1. Perceiving emotion * Tdentify deceptive or dishonest emotional expressions®
« Discriminate accurate vs. inaccurate emotional expressions?
* Understand how emotions are displayed depending on context and cultures
« Express emotions accurately when desired
«  Perceive emotional content in the environment, visual arts, and music®
« Perceive emotions in other people through their vocal cues, facial expression, language, and behavior:
« Tdentify emotions in one's own physical states, feelings, and thoughts

Note. “The bullet-points are based on Mayer and Salovey (1907) except as indicated in superscripts b and c. Within 2 row, the bulleted items are ordered approximately from
simplest to most complex, bottom to top. The four-branch model depicts the problem-salving areas of emtional intelligence and is not intended to correspond to the factor
structure of the area,

#An abilty from the original model was divided into two or more separate abilities

A new ability was added.

Note that the Branch 2 abilities can be further divided into the areas of generating emotions to faciltate thought (the bottom two bulleted items) and tailoring thnking to
emotion (the top three bullted items).




image2.png




image3.png




image4.png




image5.png




