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Reflecting my role in the staff meeting.
 
Woods (2013), discusses how staff meeting have changed within recent years, they have changed from using the opportunity for the leader to remind staff of certain policies and procedures, to the leader discussing their aims and targets with their staff. So, all staff had a voice and could air their concerns and recommendations. This turned out to be in house training as practitioners would develop their knowledge on particular subjects. This is how our staff meeting was conducted we all had an area to develop and others would learn from what you learnt.   
When conducting the staff meeting, there was not one leader, everyone had a role to research and speak about what they had learnt. This statement is supported by Elmore, (2000), Lambert, (1998) Lambert et al. (1995), Lambert yet al. (1997) and Olson, (2000).  As they also believe that one administrator cannot serve as the instructional leader for an entire establishment without having significant influence from others.  During our staff meeting we all had your time to talk and discuss all the matters in the meeting, we all had the chance to ask questions that we wanted. We also had the opportunity to discuss policies and how to update them. We went through different policies and procedures and even had the chance to personally develop our own personal development by learning about Epipens.    
Abbott & Moylett, (1997) discusses the problems about having weekly whole staff meets as they have to take place outside of already long nursery hours and staff would have to stay after the nursery closes to have staff meetings. What we did in our staff meeting was to have key members and feedback to others in room meetings, so this meant that all staff would have the feedback but, not having to stay after work to take part in the staff meeting.    
Goldschmied & Jackson (2004), believe that 
An agenda for the staff meeting should distributed to staff at least a day in advance. 
A start and end time so be agreed before the meeting.
Everyone should sit so that everyone can have eye contact with everyone in the meeting. 
When giving information, this should be done in a clear and precise way, so all staff members receive the information. Written notes can also be given to reinforce the information given.
Staff members take it in turns to take the meeting minutes, they initial the part they wrote. 
Every meeting should start on an action on the previous meeting not going through the minutes as this is too time consuming. 
In our staff meeting, we all had an agenda, so we could all follow. We also had a start and end time on the agenda and we stuck to the times, so we knew what time the meeting was and what time it is ending. We all sat around a table and gave eye contact to the other members of staff, this also helped when we needed to pass information or items around to all members. We did not take it in turns to write the minutes this is something that we could do in the next meeting. We did not go through last meetings minutes as we thought that this would also waste valuable time. 
 
Leadership
 
According to Armstrong (2004), leadership is where it refers to the power, influence and the legitimate authority developed by the leader and to have the ability to transform a setting down the desired route. Leading to achieve desired goals is also an important asset. This can be done though the leaders vision and mission of the setting. 
 
Transformational leadership
 
According to Bass (1997), Transformational leadership is often associated with a strong personal identification with the leader, the formation of a collective vision of the future, and a relationship between leaders and practitioners based on far more than just the simple exchange of rewards for compliance. Transformational leaders define the need for change, to create new visions, mobilize commitment to these ideas and transform individual practitioners and even organizations.
The ability of the leader to have a fluent and attractive vision of a possible future is a core component of transformational leadership (Den Hartog & Verburg 1997). 
According to Bass (1997), Yammarino & Bass (1990), Hartog et al. (1997) all agree that individualized reflection implies treating each practitioner as valuable and unique, and aiming to aid their personal development. It is in part coaching and mentoring which provides for continuous feedback and links the practitioner’s current needs to the organization’s mission. Finally, intellectual motivation is also part of the transformational leader style. An intellectually stimulating transformational leader provides subordinates with a stream of challenging new ideas to arouse rethinking of old ways of doing things.
 
Transformational leadership is most often linked with vision; setting directions; reorganisation and rearranging the team; developing staff and the curriculum; and connection with the external community (Burns 1978). 
The National college for teaching and leadership (2018), believe that transformational leadership is a style that can be adopted when supporting and allowing change across the school.
Transformational leaders are often call quiet leaders. Transformational leaders will be the one that lead by example. Their style often tends to use rapport, inspiration, or empathy to engage others. Also, they are known to have confidence, courage, and the willingness to make a sacrifice for the greater good. They also have the need to streamline or change things that no longer work. The transformational leaders motivate workers and they also understand how to form workers into integral units that work well together (Spahr, 2014).
Transformational leadership takes a little from servant, transactional and Emotional leadership it takes their best assets and then uses those, along with the deep sense of sheer determination, to inspire practitioners. While the other forms of leadership concentrate on just a single aspect or another, transformational leadership takes a wider view of the matters around the leadership and then uses this as its driving force for meeting and setting the overall goals of the setting. For education, transformational leadership offers the best of everything, from tapping into the wellbeing of the workers to offering the compensatory core that is the instance for all forms of business, to guiding from a place of support.
However, while transformational leadership is formed by all of these other types of leadership, it is always a good idea for the leaders to know more about these other styles also, so, they can offer a deeper understanding of these forms, as they can develop to be the best support and they can offer the best guidance possible (Lynch, 2016).
Homrig (2001) suggests that transformational leaders when making a decision they will stuck by it even if it fails they will then try something else. Transformational leaders take every bodies idea on board but the transformational leader will have the last say and they do not take people's emotions into consideration when making their decision.   
According to Eagly et al. (2003), most transformational leaders are women, as they fit into the role easier than what males do.  
 
Servant Leadership
According to Lynch (2016), Servant leadership they would take the focus away from the end goal to give focus to the practitioners. Servant leaders have no sense of self interest and they will step back to support the interests of the practitioners. Empowerment, guidance and trust are the main hallmarks of this style of leadership. 
But the issue with this kind of leader is that it is not viable on a structural level because they do not keep their eye on the end results. With the focus being purely on the needs of the practitioners within the setting, the goal for the setting is nearly all lost.     
However, Transformational Leadership offers that similar focus on the people that are involved, though building an investment with the end goal of the setting and thus creating a drive to achieve it. Transformational Leadership takes Service Leadership to the next level.
 
Transactional Leadership
Transactional leadership is modeled like on a business transaction, the employer/employee relationship is transactional as employees need money so they work for the money they earn and employers need the work done so are willing to pay for it to be done. This only works if everyone involved sees it like this. However, in education money is not the motivation factor, employees understand that they have more at stake than just a simple exchange of service for money, but they have a higher purpose. 
This is where transformational leadership they can step in to compliment a transactional leader, taking the process further on by building on other forms of motivation more than the just a simple exchange of goods and services for money. However, the transformational leader only does work if the leader is able to keep up charisma and interpersonal relationships which is what is required to if this leadership is to work. However, when a transformational leader fails, the last resort is often to resort back to transactional leadership, which is easier and more straightforward, which is often less effective overall.   
Maybe the largest difference between transformational and transactional leadership is that the latter is laissez faire, which means the leader will allow employees to do as they please, whereas the former is completely hands on and intrusive in its nature (Lynch 2016). 
According to Eagly et al. (2003), most transactional leaders are male leaders. 
Emotional Leadership
According to Lynch (2016), Whereas a transactional leader is mainly concerned with the exchange of services and goods, an emotional leader is concerned with the motivations and feelings of practitioners. It does take the emphasis completely to the other side of the spectrum, it does also demand that leaders are to be emotionally intellectual themselves and then to motivate using the emotional intelligence.
Emotional leadership and transformational leadership have a lot in common with each other. With emotional leadership, the leader will tap into their own emotional center in order to find the path to guiding their practitioners. Some people will argue that transformational leadership requires that same level of influence over emotions, however there is an important difference in the two in that transformational leadership is by requirement a rational process rather than an emotional one.
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