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Introduction
The study begins by explaining the importance of leadership and management and what the roles entail. The study firstly provides a definition of what leadership and management is, taking into consideration the challenges that are faced when change is implemented. Additionally, highlighting the pressure that leaders and managers are under to implement the change effectively. The study then considers French and Ravens’ (1959) five different types of power that derive from leadership. These include: legitimate, reward, coercive, expert and referent, and reflects on how each type of power can influence leadership in positive or negative ways.
 Following this, the study investigates distributed leadership and the importance of having more than one leader is examined, acknowledging the need for one overall leader within an educational setting is essential, especially within a school. Though, the study identifies that responsibility can be shared through delegating tasks to other managers or colleagues throughout the school to limit the pressure on one individual. The study looks at the Welsh Government Framework (2017) and how it requires distributed leadership in order to provide best quality practice. The study also explores the importance of sharing vision and ideas of feasible change to continuously improve outcomes. To achieve outstanding results, it is important that all leaders and managers are committed fully to the concept of distributed leadership in order to obtain exceptional results and strive for the same end goal. 
 The study then goes on to examine transformational leadership and how effective this concept is within an educational setting. Considering the importance of leaders and managers having a professional relationship with peers is then explored, emphasising the significance of creating a network that enhances a positive relationship with others. The study then looks at the motivation leaders should provide to support and enhance practice, followed by identifying the barriers that could prevent effective transformational leadership, including power. This could be used against peers in both positive and negative ways. Additionally, the study further examines Kotter’s model of change management (1996) and the eight stages proposed to support how individuals react to change. 
 The chosen case study is an exploration of the Donaldson report (2015) and to critically analyse the purpose for change to the curriculum, how he plans to implement these changes and the importance of these changes being made. The report shows the importance of education being current and up to date with today’s society as technology has significantly developed since the original curriculum in 1988. The report consists of various organisational findings and perspectives. These include the demand for a new framework that supports the future needs of individuals which are required within the twenty first century. The study then identifies the key principles necessary within the curriculum, particularly emphasising the importance of sustaining the foundation phase and the Welsh language. The study also acknowledges that there will be more creativity and flexibility within teaching practice as a result of Donaldson (2015)
Definition of change
Change means to make a difference to something (Doherty and Horne, 2002).
It is important to preserve the organisational system of a setting, however, McCalman et al (2016) note, that in relation to change management, a system can be described as an organised congregation of factors, which are connected in a way that performance of any individual element will impact the overall position of the system. 

Leadership and Management 
This section begins by defining leadership and management and considers the different approaches and the role that they play when implementing change. 

Bush (2008) highlights that the definition of leadership and management intertwine with one another. Cuban (1988; cited in Bush, 2008) identifies that leadership ties in with change while the role of management is preservation. Kotter (1990: cited in McCalman et al, 2016) argues that there needs to be a clearer distinction between managers and leaders within change intervention. This insinuates that each role has different concepts. Bush (2008) proposes that a vital role of the leadership is to have vision, though acknowledges that this may be challenging within the education setting due to curriculum goals set out by the Government. Governments acknowledge the significance of education; therefore, leadership and management are identified as important roles (Bush, 2008). McCalman et al (2016) stress the importance of understanding the relevance of the role of managers and leaders and the difference between the two roles within change in organisations. Cuban (1999: cited in McCalman et al,2016) describes the role of leadership as inspiring others through shaping their motivation, objectives and strategies. Leaders often introduce change to help achieve original and new targets. This could be said to have links with theoretical approaches such as a strengths-based approach, as well as outcome focused policy and legislation such as the Social Services and Well-being (Wales) Act 2014, whereby outcome focussed work is encouraged. Whereas managers often show skills of leadership, though rather than implement any change, managers maintain the current strategies in place. 
 Nahavandi (2000; cited in in McCalman et al, 2016) suggests that managers focus primarily on the strategies implemented within their own department on a short-term basis, whereas leaders have a wider outlook on future change and development beyond their own working environment.  
McCalman et al (2016) state that leaders initiate the change and managers need to understand the perception, implement the change and reflect upon aspects of the organisation. It is a political process to implement any cultural changes within educational settings, including the plan, design and reviewing of programmes (McCalman et al, 2016). Schein (Cited in McCalman et al, 2016) emphasises the significance of leaders being able to recognise when change needs to be implemented and be able to guide and support the individuals through the process of change.  

The research discussed within this section suggest that leaders and managers are both vital roles when initiating change. The research stresses the importance of working together within and beyond the management team in order to enable effective management. 








Qualities and Power
This section explores the qualities that are needed to ensure good leadership. Taking into consideration the government’s perspective of the characteristics needed in leadership and management. This section also considers the power that comes with this role. 

Haydon (2007) suggests that a good characteristic of a leader is to be compassionate and be able to identify if someone is in need of help, guidance or support and also having empathy and helping people where appropriate. The Welsh Government (2017) insists that leadership makes sure that the schools are up to date with the twenty-first century systems. In order to do this a long-term organisational programme should be included, using structured and evidence-based innovation in order to manage change, encounter challenges and enhance learning (Welsh Government, 2017). This suggests that having appropriate resources and providing best possible practice is essential to continuously learning and contributing to practices within and outside of Wales, through relevant controlled research (Welsh Government, 2017). The Welsh Government (2017) stresses the importance of empowering others in a school setting, because leadership provides an example of what it is like to work in a well-managed school, taking into account the challenges and experiences that colleagues encounter and supporting them in their development. The Welsh Government (2017) and Harris (2008) indicate it is essential that leaders develop a network of practical expertise, research and knowledge which can support other settings. 

There are various ways that leaders may have power, for example they can allocate tasks which individuals may not like, they may be specialists in their subjects, they can fire or promote someone, and they could even have power because they are admired by their team. In 1959 John French and Bertram Raven produced a study, identifying five bases of power; 
1. Legitimate
This kind of power can be unstable and changeable, usually a prime minister or president has legitimate power and if they lose their position, the power can also be lost. French and Raven (1959) note that to be a leader legitimate power is not sufficient.

2. Reward
Having power often allows people to provide incentives, including; opportunities to develop through training, promotion, raise of pay, preferred tasks and acknowledging when individuals do well through praise.
However, French and Raven (1959) propose that depending on the authority of the leader, the rewards they are able to give out are limited which then weakens the power. 

3. Coercive power is challenging as it could produce unhealthy attitudes, creating dissent in the work environment. This could be due to the leader threatening and punishing fellow team members, including threats to demote or fire, denying individuals benefits and allocating unpopular tasks.

4. Expert 
If the individual in power has the knowledge and ability that allows them to suggest resolutions, comprehend a situation, use firm judgement and mostly outperform peers.  French and Raven (1959) note that in order for leaders to enhance their skills in leadership they must expand their knowledge and thinking to further issues and subjects. 

5. Referent power is considered as respect, charisma, demand or personality.  This power is derived from one individual respecting and liking another, and intensely connecting with that individual in a particular way. However, this kind of power can be a great responsibility, as the person does not have to earn it in any other way. Therefore, it can be easily mistreated if the person in power is liked but lacks reliability and trustworthiness as there may be risk of misusing their power to alienate and harm others. 

This section has highlighted that compassion and empathy are both important qualities of leadership. The Welsh Government (2017) propose that leaders and manager must be continuously keeping up to date with the twenty-first century, and how developing a network of people enhances leaders to be part of wider knowledge and research. Power that can derive from this role can have both negative and positive impacts on leadership and management, as highlighted by French and Raven (1959).




Distributed Leadership
This section examines distributed leadership and whether it is appropriate within educational settings, and it considers the strategies required and the key reasons for it being implemented. 

Lynch (2012) suggests that there are limited empirical studies on distributed leadership due to it being a fairly recent model. 
McCalman et al, (2016) insinuates that although it is important to have one overall leader when initiating change, it is also essential to have a team to support this process. Timperley (2005; cited in Lynch, 2012) agrees, highlighting that it is impractical and inappropriate for one leader to transform schools.
Turnbull (2016) recognises that we cannot rely on only one person to lead a team. The Welsh Assembly Government's School Effectiveness Framework (2008) promotes the importance of having distributed leadership within education. The Welsh Government (2017) highlights that the role of leaders is to delegate responsibility as well as adopting suitable skills in managing people to achieve common goals.
When considering distributed leadership within educational settings, Fullan (2009) highlights that it is the head teacher who would be the overall leader and the one responsible for distributing the roles to the relevant individuals. Earley and Weindling (2004) reiterate how this type of leadership is particularly popular in primary school settings. Middle managers play a vital role within educational settings; in schools these leaders tend to go by different names, including head of department, subject leader, special educational needs co-ordinators, deputy heads and key stage managers, all of whom have a great impact on the school (Earley and Weindling, 2004).This decision is made by the individual who has the most authority, which in the case of education is the head of school (Welsh Government, 2014). Middle managers involve people who work through and alongside others. Davies and West-Burnham (2003) and Earley and Weindling (2004) propose that the role entails a combination of organising, planning, resourcing, evaluating, monitoring, controlling and essentially leading. Estyn (2015) reports that effective planning is vital within middle leadership. The leadership development provision for middle leaders is set out by the Welsh Government (2014) who suggest that opportunities for middle leaders to receive approachable training to improve the school system, should be available.

Talan (2012) suggests that leaders should have a shared decision and vision, taking the pressure off individuals by delegating work to others. The benefit of this is that it is effective and therefore settings are more likely to achieve (Talan, 2012). The leaders must be self-aware, comfortable to share power and information, have trust and be able to reflect. Additionally, Oxtoby (2002; cited in Hayes, 2010) and Davies and West-Burnham (2003) state that in order to be a successful leader, a mutual vision must be shared within the network, having a motivating, clear and coherent purpose. Estyn (2015) and Harris (2008) add that practitioners can share efficient practice through networks. In agreement, Bottery (2004) implies that through creating a vision, the leaders obtain dependability, trust and self-assurance. In addition, Davies and West-Burnham (2003) insinuate that each individual’s intelligence is important in supporting the organisation to thrive. Davies and West-Burnham (2003) suggest that collating the intelligence of the individuals within the setting magnifies the improvement for learning. 

Harris (2008) and Hopkins et al (1994) propose there are three key reasons for distributed leadership being implemented; firstly, ‘Empirical power’. Harris (2008) suggests that distributed leadership provides a positive difference to the educational settings outcomes for the learning of pupils. Secondly, ‘representational power’ has developed due to the demand of outside influences on the headteachers, encouraging them to restructure the roles within the leadership team and working alongside multi-agencies to share visions and concepts (Wenger et al 2000; cited in Harris, 2008 and Estyn, 2015). Harris (2004; Cited in Bush, 2008) proposes that distributed leadership may only influence schools if the headteacher in fully involved. 
Thirdly, ‘normative power’ reflects current changes in leadership practice, eliminating the full responsibly from the headteacher (Harris, 2008).

Distributed leadership is significant within education, as it not only reduces the stress of one individual, but it also combines a range of knowledge from others to widen ideas and concepts. 








Transformational Leadership 
Transformational leadership is studied within this section, how this role influences the practice of leaders and managers and any obstacles that may occur. 
 James MacGregor Burns (1978) and Bernard Bass (1985: both cited in Lynch, 2012) originally developed the concept of transformational leadership. It uses comprehensive methods to focus on the objectives set out by organisations. Bass and Bruce Avolio (Cited in Lynch, 2012) were the first to improve the original concept of transformational leadership into a more modern format, though it is continuously being restructured by other academics. Gunter (2001: Cited in Bush and Middlewood, 2005) implies that developing a mutual interest between leaders and their followers is essential. In agreement, Lynch (2012) recognises the importance of building and maintaining professional relationships with employees, as well as creating a comfortable working environment. Transformational leadership focuses on motivating staff to provide quality practice to support colleagues and pupils in order to meet the aims of the setting set out by the headteacher (Bush and Middlewood, 2005). Furthermore Bass and Riggio (2006; cited in Lynch, 2012) describe transformational leadership to be someone who can: identify the purpose of change, provide vison and ideas, considers the long-term goals, stimulates individuals to enhance their outlooks within the organisational setting, encourages peers to take accountability and create their own ideas and express visons to enhance these ideas with more suitable concepts (Lynch, 2012). 

McCalman et al (2016) highlight three main obstacles that could disrupt the process of transformational leadership. The first is the power distributed between the variant managers and the other employees. Secondly the power could be used for the leaders own personal gain rather than for the good of the school or establishment and lastly cultural approaches of behaviour conversation, perception and hypothesis. These three obstacles to change create a system that is designed to prevent barriers from occurring. For this reason, McCalman et al (2016) emphasises the importance of leaders working within an organised network of transformational leaders. Anderson and Sun (2015) also argue that transformational leaders could have a negative influence upon employees due to poor behaviour and ‘lack’ of mentoring.  
Moreover, a vital role of transformational leadership is communication (Lynch, 2012 and Kotter and Schlesinger, 2008: cited in McCalman et al, 2016). The leader must always listen to what others have to say, as well as voicing their own thoughts and opinions (Avolio, Bass and Jung, 1999; cited in Lynch, 2012). Lynch (2012) proposes that by considering the needs and capacity of individuals the leader is able to delegate appropriately and also ensure that other staff members are listened to and feel valued, therefore, promoting their self-worth.
Transactional leadership was considered, though transformational leadership is more suitable within this context (Brundrett et al, 2003). Brundrett et al, (2003) and Wallace and Gravells (2007) suggest that transactional leadership is based upon action-based management that centres on the abilities of leadership and how it affects others. Bass and Avolio (1994, cited in Brundrett et al,2003 and Wallace and Gravells, 2007) propose that there are four factors which distinguish transformational and transactional leadership, which are; inspirational motivation, intellectual stimulation, individualised consideration and idealised influence. 

Defining the managerial methods and purposes is usually described in a system approach (McCalman et al, 2016), and if any changes occur within the system, it affects internal and possibly external workings. McCalman et al (2016) propose that having a systems approach ensures understanding, clearness and a vison.  

Transformational leadership is best suited within education as it focuses on building appropriate relationships with colleagues and communicating thoughts to ensure that change is being managed appropriately. 



















Model of Change
This section considers Kotter’s model of how people react to change. 
 Kotter (1991; cited in Armstrong, 2012) considers a leader to be the one who manages and motivates others about the change, whereas managers will set and organise the change, and control and set budgets. Rashid (2007) suggests that change management is a concern within the educational settings, which is acknowledged by Kotter’s Model for change. Kotter’s change management theory (Hayes, 2010) has eight stages and is related to how people respond to change. 

Kotter (1996) developed guidelines to support the eight important inaccuracies that occur. This is known as the Eight-Stage Process, which includes the following:

1. Creating urgency by recognising and communicating any issues that occur or what could possibly happen and also discussing any opportunities that could arise. 

2. Generating a powerful group of individuals to lead any change and ensuring the group is able to collaborate effectively.

3. Initiating a vison or approach to support the course of the change and acquire tactics to reach that vison. 

4. Communicating the vision for change, using every potential tool to continuously communicate the new strategies and vision. 

5. Removing any barriers and adapting structures or systems that undermine the vision of change.

6. Creating short-term achievements and preparation for noticeable progresses in their practice and acknowledging and rewarding the individuals who were involved in the improvements. 

7. Establishing improvements and generating further change – adapting all structures, policies and systems to ensure they all intertwine.

8. Regulating new methods within culture through enhancing the performance of employees, implementing improved leadership, productive attitude and sufficient management. 




Case Study
This section examines the Donaldson (2015) report and highlights the key factors that need to be changed to the curriculum and how these changes are going to be implemented. 

Donaldson (2015) has produced a review regarding all the relevant changes that need to be adapted in the curriculum in Wales. This review is referred to as ‘Successful Futures, Independent Review of Curriculum and Assessment Arrangements in Wales’.

In terms of curriculum, this is a form of subjects which is made into a framework that educational professionals must follow. 
 There are high demands for workplaces to comply with the modern technology of today’s society, and concerns have been raised with regard to the literacy and numeracy standards in Wales. Donaldson (2015) examined the various reports from organisations including Estyn, Organisation for Economic Cooperation and Development (OECD) and surveys from Programme for International Student Assessment (PISA). From this he discovered that results were unsatisfactory in comparison to other countries. Donaldson (2015) highlights that the current provision within schools in Wales needs to be changed and new strategies must be put in place to raise the standards of student achievement in Wales. He corroborated the results with the relevant organisations including the Welsh Government and Estyn. Donaldson (2015) stresses the importance of the curriculum being presented by good quality leadership and management, encouraging the engagement and interest of the pupils in order to achieve the best outcomes. Donaldson (2015) concludes that education has become a culture of underdeveloped professions due to the pressures of short-term goals set out by external legislation reducing the creativity of teaching styles. Donaldson acknowledges how technology and globalisation has drastically developed and how the curriculum does not meet the demands of the twenty-first century. Therefore, the needs of the children are not being met effectively and the case for change is vital (Donelson, 2015). Davies and West-Burnham (2003) stress the significance of acknowledging children’s rights and listening to the voices of the pupils, especially regarding their own learning. Donaldson had taken this into consideration and before initiating this review, Donaldson and his team of researchers interviewed a cross section of educational professionals and children, from approximately 60 primary and secondary schools in both welsh and English-medium settings (Donaldson, 2015). As a result, he analysed the information gathered to present his findings through this report. The key principles of the design of the curriculum include: 
1. Authentic: embedded in culture and Welsh values and culture of stated purposes with use of the best possible practice.

2. Responding to meet the needs of today’s society and including excellent quality education for each individual, acknowledging the views of parents, carers and the voice of the children in the perspective of the United Nations Convention on the Rights of the Child (UNCRC).

3. Ambitious in creating realistic goals and achievements for each child.

4. Encouraging the individual’s confidence to deal with any challenges in the future. 

5. Providing education that is engaging and encourages satisfaction and enjoyment from learning. 

6. Identifying and managing the implications to produce appropriate assignments and responsible measures. 
The importance of supporting the foundation phase, the Welsh language and providing teachers with more flexibility within teaching was emphasised. In order to maintain continuity between the transfer of stages within primary education, the curriculum will focus primarily on six areas of learning. The WiSERD report (Cited in Donaldson, 2015) insisted that life skills, social competences and self-confidence were all vital factors to be accomplished from schools, as well as referring to the greatly valued result of education by children, young people and all other relevant participants. Donaldson (2015) recognises how education has become more focused on achieving academic qualifications and have discarded the values of engaging the children to learn. Highlighting the need for the performance of management, qualification and assessment to change. 
The report detects four important areas for the Welsh Government to consider; these are to ensure that school settings are meeting the needs of each pupil, developing a system of responsibility, creating evaluation and assessment guidelines to stimulate progress and outline a long-term plan for education that developed key significances appropriate to support the relevant practitioners. 
Donaldson identifies that challenges to change have arisen and therefore strategies must be put in place to support the key issues that have emerged. 
Donaldson proposes that all individuals leaving school should have attained the necessary skills to succeed in our continuously advancing world. 
The report provides information on the six areas of learning that are going to be implemented in the new curriculum for children from three to sixteen. Each area must enable a varied context for the emergence of the four curriculum objectives (Donaldson, 2015). Donaldson (2015) states that children having digital competency is as important as the child having numeracy and literacy. The six areas of learning are explained below;
1. Expressive art; Practitioners will use expressive arts to encourage children to communicate thoughts and opinions through creativity, exploring the issues related to cultural and personal identity.  Introducing the creative process to children to motivate and inspire them to develop their own creative skills. This will be through a variety of opportunities such as taking children to galleries, theatres and bringing music and artists into the classroom. Expressive arts will be taught in collaboration with digital media, drama, film, dance, music and art. 

2. Health and Well-Being; Teachers will prepare children to deal with physical, emotional and social well-being that will help them to flourish within their education. This area will equip each individual with the skills, knowledge and understanding that allow them to deal with any challenges or choices that need to be made, having the necessary ability to create and sustain relationships and to develop independence.  Practitioners are also required to teach physical health and promote a healthy diet for children to develop healthy practices that they can maintain throughout their lifetime. This area will cover a vast number of subjects, including; mental, physical and emotional well-being, physical education, healthy cooking and eating, relationships and sex, work-related learning and experience, parenting, substance misuse and learning for life. 

3. Humanities; this provides children the opportunity to learn about places, people, beliefs and time, considering the economic, political, geographical and historical factors that are essential to raise awareness of the different ethical considerations outside Wales. Children will have opportunities to experience different cultures within the local community, giving them a greater understanding of businesses and organisations which they can contribute to. Religious Education is to remain part of the curriculum from as early as the Foundation Phase. 

4. Languages, Literacy and Communication; this provides children with the necessary skills to communicate effectively and be able to communicate with peers in additional languages.  Children’s imagination can be inspired by language and enhances their cognitive development as well as introducing new concepts to their thinking. The Welsh Government emphasises the importance of children learning the Welsh language, which is taught in a way that encourages children’s interest. 

5. Mathematics and Numeracy; these areas focus on using day to day experiences to teach children the essentials of maths, including data, space and quantities. This will develop their problem-solving skills enhancing their ability to comply with real life situations. 

6. Science and Technology; these are interlinked: experimentation and observation is acquired through science, and technology implements this knowledge in empirical ways. This approach encourages children’s interest in discovering the world around them through understanding, clarifying and examining.  Children are taught to, accumulate evidence, undertake investigations, observe, produce and assess concepts and discuss results with peers. Computer science provides children with the ability to expand and explore their imagination. This gives children the opportunity to prepare for future scientific and digital job roles, through the creation of developing systems and products. This area of learning will include biology, physics and chemistry, design technology, graphics, craft design and computer science. 

Each of the six areas of learning all intertwine with the four purposes of the curriculum, the purposes are to ensure children become efficient learners who enjoy challenge, enabling them to set out challenges they enjoy, and use their knowledge within various situations. From these, children will also be able to communicate effectively in English, Welsh and digital technology, be creative within their thinking and express their opinions and ideas and most importantly be prepared to continue learning throughout their life and future job opportunities. 

When reflecting upon this section, it is clear to see that the curriculum is out of date in relation to today’s society. The report shows how the curriculum is not meeting the needs of children effectively and therefore changes to the areas of learning must be adapted to enhance children’s opportunities to have lifelong skills. 




Conclusion 
Reflecting upon this study it is clear to see that although managers and leaders have different definitions, their goals and outcomes are for the same purposes and they both share similar strategies and concepts. 
The study stresses the importance of the curriculum being up to date with technology and providing training to ensure that practitioners can produce the best practice.
The study emphases the importance of leaders and managers having good qualities and using their power appropriately to influence and guide others. This could be by following French and Ravens (1959) five bases of power. 
 The study goes on to highlight that distributed leadership within schools is vital to support effective outcomes for children, and that these roles can be identified as different names throughout the setting, including: deputy heads, SENCO and head of departments. 
 The study identifies the significance of the distributed leaders to share the same vision and ideas for change, how this can be implemented and that it reduces the stress of the headmaster by delegating responsibilities. 
Transactional and Transformational leadership were both explored, recognising how transformational leadership is most appropriate when considering leadership and management within educational settings. Transformational leadership is an important concept that supports leaders and managers to develop appropriate relationships and in discovering what motivates individuals. However, the report does identify concerns regarding power being used to discipline and allocate undesired tasks to others. 
 Kotter identifies eight stages of how people react to change. This could be used to support them through any change process. Furthermore, Donaldson (2015) has provided a clear and concise report that analyses the changes to the curriculum that are to be implemented by 2020.  The evidence provided within the report highlights the need to provide children with the relevant skills and abilities to flourish throughout their education and lifelong learning. 
With consideration of the four key areas, suggested by the Welsh Government (Donaldson, 2015) to ensure that the needs of each child are met, and a stimulating long-term plan is developed to guide practitioners through the new curriculum. 
The six areas of learning were identified, showing how each area will develop the child’s intellectual and practical abilities, as well as enhancing the children’s self-confidence in facing and dealing with any challenges throughout their lifetime. 
 To conclude, the overall study has shown how leaders and managers have vital roles within education and the importance of considering various techniques and approaches when initiating change that best suits the leaders and the colleagues affected. 
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