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 Today I will be reflecting on the practical group performance in which I took the role of a Head teacher in a primary school. I have loosely used Gibbs’ reflective cycle. Throughout the presentation I aimed to portray the transformative leadership style. 

Leadership and leadership styles have been researched and analysed for many years. Lewin (1930) developed his framework for leadership styles in the 1930’s and his work has laid the foundations for many approaches to leadership that have followed after. He argued that there are three major styles of leadership, autocratic, democratic and Laissez-faire. He describes the democratic leader as making the final decisions but including their team members in the decision-making process and encouraging creativity. He suggested that this approach resulted in team members having higher productivity and an increase in job satisfaction. The transformational leader, a concept developed by Burns (1978) has similarities to the democratic leader. Both styles of leadership display intellectual stimulation, where the leader helps their followers to become more creative and innovative (Bass, 1999). Both styles of leadership were appealing to me in the role of a head teacher of a primary school. I aimed to display transformational leadership skills by motivating my team through a shared vision of the future of the school (Mind tools, no date).  

The role of the leader in an Early Years setting, in this case, a primary school, is of utmost importance as it is suggested that the quality of the setting can heavily rely on the skills, quality and effectiveness that the leader upholds (Moyles, 2009). Also recognised, is that effective leadership is imperative for the quality of nurseries and schools (Bush, 2003). Hallet, (2013) suggests that leadership is central to raising the standards of Early Years provision and practice. Aubrey et el (2006) would agree, describing leadership as a key element to quality provision. She suggests that young children should be given the best leaders to prepare them for the challenges they will face as they move into adulthood. There is widespread recognition that the quality and nature of an Early Years setting can have a significant impact on the educational outcomes and life chances of a child or young person (Bush, 2011). With the continuing attention being placed on schools in relation to student attainment and achievement, there have been a number of debates discussing what makes an effective education organisation. This has resulted in various leadership styles being promoted in relation to a set of policies within the UK agenda (Male, 2013). Furthermore, Estyn (2016) proclaim that a good leader recognises the need to adopt different strategies according to the school’s position on its journey to improvement and that they should have an awareness of how to adapt their leadership styles accordingly. Therefore, a good leader should have the ability to display a range of different leadership styles. As an Educational organisation following the Foundation Phase, pedagogical leadership is now seen as an essential leadership skill to possess (Murray, 2013). It involves the ‘forms of practice that shape and form teaching and learning and how these can be integrated within leadership’ (Male,2013:215). However, Murray and Clark (2013) suggest that pedagogical leadership is not fully understood in England and internationally. They put forth that if standards and quality provision are to be raised, then pedagogical leadership should be fundamental. This perhaps is why Heikka and Waniganayake(2011) proclaim that further research on pedagogic leadership is needed. However, The National Academy for School Leadership in its current reform fails to address the pedagogical leader in a school setting, whist the introduction of the Early Years Professional in England, displays momentum towards the pedagogic leader (Murray and Clarke, 2013).
A more established form of leadership and one in which I aimed to display throughout the practical group performance is the transformational leader. Bass (1999) describes the Transformational leader as someone who possesses high emotional intelligence and integrity. They are often empathetic, humble and self-aware. Through a shared vision, they can motivate their team and uplift the morale. When a transformational leader has a good working relationship with their colleagues, effectiveness and performance will be high. By taking every individual into consideration and trusting them to reach their goals, they can be highly motivated to achieve (Nanjundeswaraswamy, 2014). This sense of reward has similarities to that of the Transactional leader style. However, they are quite different. The transactional leader offers ‘trades’ between managers and subordinates. An exchange of rewards and targets are used, and staff members are motivated through corrective actions, rewards and rule enforcement (Bass and Avolio,1990). Bass (1999) summarsied the two styles of leadership stating ‘the Transformational leader emphasises what you can do for your country when the Transactional leader emphasises what your country can do for you. The Transformative leader has been seen to be more effective than the Transactional leader in a range of businesses, including military, hospital and educational (Bass, 1999). Through the Transformative leader’s charisma, staff can be ushered away from immediate self-interest into intellectual stimulation which Bass (1999) suggests can result in staff developing concerns for achievement, self-actualization and the well-being of the organisation. Self-actualization is the highest tier in Maslows’ hierarchy of needs, he defines the term as the desire for self-fulfillment. 
 I displayed a Transformational leadership style throughout the practical group performance. Engaging with staff in an effective non authorative manner and trusting every individual to perform to their high standard resulted in high morale throughout the meeting and a shared vision of what could be accomplished when we were work together.   
By delegating responsibilities to my team, for example, assigning the Literacy coordinator with the task of implementing a new strategy to enhance the literacy skills of young boys, she was able to display her creativity and share her skill set with the rest of the team. To be a successful and strong leader, you need to know when to delegate. Many leaders often feel that delegation is a sign of weakness, when in fact it is a sign of a strong leader. Estyn (2016) suggests that developing leadership throughout the school creates an increased willingness to delegate. Possessing an awareness of your teams' skills and strengths and assigning duties based on their skills set allows the leader to focus on other important tasks. Throughout the presentation I displayed the skill of delegation by identifying my teams’ strengths and assigning them suitable tasks. I asked the health and safety coordinator to assist in the re-writing of the inclement weather policy and I asked the Digital competency framework coordinator to develop a plan for safer internet day. Had this have been a real-life situation, this would have given me the opportunity to concentrate on the impending inspection and the extreme workload that goes with it. Although delegation is a necessity, I did have concerns that I was displaying some of the weaknesses that Belbin points out in his Nine Clusters of behaviour for team roles. Having identified myself as the coordinator in his skill mix, Belbin suggests that the strengths of a coordinator may be maturity, confidence and the ability to clarify goals and identify skills. However, he does suggest that a weakness may be to over delegate. 
 
The National College for School Leadership (2006) suggests that all successful leaders draw on the same collection of basic leadership skills. Recent research initiatives suggest that the ‘central task of leadership is to improve employee performance’ and that an employee's performance is a function of their ‘beliefs, values, motivation, skills and knowledge and the condition in which they work’ (National College for School Leadership, 2006:6). Evidence collected from both school and non-school contexts suggest that these goals can be achievable through “four sets of leadership qualities and practices” (Leithwood et el, 2008) The four core categories are 
· Building vision and setting direction 
· Understanding and developing people 
· Redesigning the Organisation 
· Managing the teaching and learning programme (NCSL, 2006:6). 

Throughout the staff meeting, these basic leadership skills were visible. 

Building vision and setting direction involves motivating staff and developing a shared vision (Leithwood et al, 2008. Throughout the staff meeting, as the head teacher, I shared my vision for the school through discussing the school’s self-evaluation plan and the development plan. The team liaised and each staff member displayed a collaborative leadership style. Collaborative leadership involves collective intelligence to deliver results (NCSL, 2006). It is suggested that by working together, we can be more creative, competent and smarter then working alone. It is the leader’s responsibility to influence their team rather than use positional authority, thus engaging and aligning the team, resulting in increased momentum and performance (NCSL, 2006). Oxford Leadership, (2017) suggests that when teams work together and responsibilities are shared, the team can successfully meet the demands of goal attainment. 
The success of collaborative working depends on sharing aspirations, respect and an environment of trust (Leithwood, 2008). To achieve collective goals all staff members must feel that their contributions are taken seriously and given some thought. It is the head teachers’ responsibility to focus on the relationships between co-workers as well as the results. Due attention should be given to the way the team operate through high quality conversation (Leithwood et al, 2008). Throughout the staff meeting I displayed effective leadership, I gave my colleagues a platform to display and develop their leadership skills through leading parts of the meeting (Estyn, 2016). I was very positive towards the suggestions made by other staff members. I created an environment where staff felt comfortable to express their ideas, resulting in a scenario where the team aligned to collaboratively develop some new ideas and concepts. Working in a Transformational team can offer great affordance, team members offer intellectual stimulation, inspiration and can identify with the team's goal (Bass, 1999). When personal confidence can act as a barrier for leadership development, (Rhodes, 2008), this is an effective team to be a part of. 
  
Understanding and developing people involves building the knowledge and skills that are required by staff members to accomplish organisational goals and the nature and persistence of how to apply them. It involves providing consideration and support for each individual whilst modelling appropriate values and behaviours (NCSL, 2006). Performing these practices reflect the managerial behaviours in 
Gary Yukl’s Taxonomy (1989), they are a set of behavoiurs which are widely used by leaders and managers for developing, supporting and mentoring.  
With reports suggesting that there are falling numbers of applicants for leadership posts, resulting in leadership shortages (Shaw, 2006) there has been a growing interest in leadership succession planning (Rhodes and Brundrett, 2006). Pressure has been increasing for schools to become more driven towards helping to grow the leaders of tomorrow (Rhodes, 2008). During the staff meeting, I gave staff members the opportunity to take on further responsibilities, for example policy writing and assisting in the planning of the curriculum, it was hoped that not only organisational goals were met, but also that staff members felt encouraged and empowered to progress their own personal development and see themselves as potential leaders. Rhodes (2008) discusses a pressure on schools to become more proactive in developing the leaders of tomorrow.  Elena Aguilar (2016:1) suggests in order to  
          ‘transform our schools, we’ll need many more leaders. We’ll need the  
           leaders who don’t yet think they are leaders and those who are 
          apprehensive about embracing the roles and responsibilities of
          leaders’. 

 She proclaims that informal leadership is present and essential in all organisations and can be conductive to the schools effectiveness, (Aguilar, 2016). 

Redesigning the organisation involves establishing work conditions that allow teachers to make the most of their capacities. It also entails building collaborative cultures, connecting the school to the wider community and building productive relations with parents and the community (N.C.S.L.,2016). Throughout the staff meeting, various ideas were discussed which displayed these practices. As the head teacher, I asked the Literacy coordinator to help develop the schools Literacy curriculum. She was able to discuss a new initiative which enabled the team to develop a scheme involving working with the wider community and liaising with various agencies. Male and Palaiologou(2012) suggest that an effective education setting is one which has made effective relationships between staff, learners, families and the wider community as the culture in which learners live and the locality of the school are essential. 

The aim of Managing the teaching and learning programme is to create a working condition for teachers’ that is productive. It entails specific practices such as providing teacher support and monitoring school activity. This skill was displayed through discussing the challenge advisor visiting the school to take part in a learning walk. I discussed how the book scrutiny tasks he undertook had given us an opportunity to pick up on an inconsistency within the marking criteria, I then discussed how, as a team, we could develop a strategy that was effective for monitoring school activity. 
 
From personal experience I have witnessed the effects of both a dictorial and authorative leader and a leader in who possess democracy and transitional skills. Reflecting on the effects of both leadership styles has led me to believe that diplomacy has a much greater effect on the development of a team and the effectivness of how they work.  

[bookmark: _GoBack]I have found this assignment both challenging and rewarding. With the growing acknowledgment for the need to develop greater leadership and the assumption that Early Years Practitioners should aspire to become leaders, (Nutbrown review, 2012) I have seen the importance of developing my knowledge and understanding of leadership. 
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