If your actions inspire
others to dream more
learn more,
do more and become
more, you are a leader.

To explore the nature of leadership i
ECE context and how it differs from
traditional notions of leadership

To consider different approaches to
leadership practice in particular the
distribution of leadership

To reflect on recent research including
effective approaches to leadership
development

Leadership has been identified as a ke

element of quality ECE provision (Mu
2004).

Professional leadership is “second only to
effective teaching among all education
related factors that contribute to students’
learning” (NZEl, 2006, p.13).

Leadership used to be defined as a p
relationship involving leaders and foll
and models such as transactional and
transformative leadership were common.
More recent conceptualisations of leadership
involve terms such as direction, alignment
and commitment, and involve multiple
leaders.

Less hierarchical structure
Predominance of women

More collaborative approaches
including team teaching




“Members of the profession have yet to
agree on what capacities, abilities, co
and strategies are related to leadersh
childhood” (Rodd, 2006, p.14)

There is no clearly accepted definition of leadership
in ECE (Ebbeck & Waniganayake, 2003; Hard, 2004).
This lack of understanding and consensus on
what leadership involves has been attributed to
the “complexity of the field and the wide variety of
programme types” (Schomberg, 1999, p.251).
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“How we define leadership frames h
people will participate in it” (Lambert,

Leadership is demonstrated by tho
inspire and influence others to work
collaboratively towards a shared purpose
Or ViSioN (Thomton, 2009).

Taking responsibility Making a

Caring for others Facilitating
Leading by example Having a shared
Having integrity vision

Relationships
Empowering others

Being respectful
Communicating
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Leadership should not be confine
those in formal leadership roles b
distributed or shared across multiple
leaders.

“Everyone has the right, responsibility, and
ability to be a leader” (Lambert, 2002, p.37).
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“The heroic model of leadership is

romantic and debilitating fiction” (
2004, p.42).
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“No leader is perfect. The best ones don't try
to be — they concentrate on honing their
strengths and find others who can make
up for their limitations” (Ancona et al., 2007).
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Too much responsibility is put on o
person

There may be difficulty in recruiting leaders
There is leadership vacuum when people
move on

The leadership activities of others are
hidden




This involves leadership being distributed
group members and is characterised by
interdependence and cooperation.

“Distributed leadership is not the same as dividing
tasks and responsibilities among individuals who
perform defined and separate organisational roles,
but rather it comprises dynamic interactions
between multiple leaders and followers” (Timperly,
2005, p.396).
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Notions of leadership in the COI
Distributed leadership in the ELP
Te Kopae Piripono COI research
Massey Childcare COIl research

Doctoral research into the use of ICT to
support leadership development

“The responsibility of those in formal leade
is to ensure that informal leaders have th
lead at appropriate times and are given tl
necessary support to make changes or t
(Harris, 2008, p. 174).

“Positional leaders also have an important influence on
the organisational culture of the service. Leaders who
promote and model respectful and collaborative
relationships, and provide support and mentoring,
encourage their colleagues to become involved in
the leadership of the centre” (Thornton, 2005, p.93).
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Case study exploring: How leadership wa
defined and enacted in the Centres of
Innovation?

Questions included:

Understandings of the term leadership
Leadership roles

New leadership opportunities
Preparation & support for leadership roles

Leadership structures and understa
varied across the 3 COl in the study.
Strong similarities in the ways in whig
leadership was enacted - leadership
COl was collaborative with leadership roles
being shared between team members.

All centres experienced similar new
leadership opportunities.

Little formal preparation for leadership roles
(Thornton, 2005).
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(ollaboration
» Hithin the
teaching team

 Hith arent,

thelocal
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researchers

and other (01

‘e Tointroduce and embed
aninnovation

o Toopen themselves
up &share their
innavation with
ohers

Leadership in

« Toashared vision, values and elifs
« Todhildren and familes/whanao
o Toquality practice
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Leadership through whanau devel

Challenges the predominant focus
leadership role of professional EC
teachers.

Focuses on acts of leadership rather than
leadership roles.

Every person is a leader whether they
realise it or not.
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Having responsibility (Te Whai Takohanga)
designated roles and responsibilities.

Being responsible (Te Mauri Takohanga) —
conduct. Being ethical, honest and open to di
perspectives.

Taking responsibility (Te Kawe Takohanga) — Taking
risks and challenging oneself. Being innovative and
trying new ways of being and doing.

Sharing responsibility (Te Tuku Takohanga) —
Relationships, collegiality, respect, understanding and
acceptance of differences.
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Lack of leadership development prog
key issue internationally (Muijs et al., 200
contributing factor to the low profile (
Waniganayake, 2003).

The result is that leaders are not prepared for
their leadership roles.
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learning activities that are based on
solving in real-life situations;
reflection on actual experiences bas
appropriate feedback;

challenge derived from new ideas,
confronting performance etc.;

the creation of a community of practice to
support the above (West-Burnham, 2003).

Using ICT to support leadership le

Small groups of teachers focusing
place issues and using a combina
face-to-face and online interactions.

Secure online site includes online

reflective journals, forum discussions,
chats, resource sharing.
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Allows for an intensive professional learning
experience while not requiring a large amount of
scheduled meeting time;

encourages both individual and shared reflection;
supports participants to become more self-aware,
more confident and to identify and take action on
issues that they face in their everyday work;
encourages distributed leadership;

and encourages the sharing of information and the
building of strong networks.
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Opportunities to reflect on leadership practice including reflective journalling.
Opportunities to engage in work based learning (such as action learning) which
allow for engagement with leadership challenges faced in everyday practice.

Opportunities to work alongside peers and to share experiences, ideas and
challenges.

Opportunities to develop self-awareness and to get feedback from other
stakeholders on leadership practice.

Support for the distribution of leadership and for the development of strong
learning communities.

Access to relevant resources including those on leadership theory and practice.
The use of blended learning approaches to support 1 — 6 above.
Confidential coaching and/or mentoring support.

The option that the assessments work done as part of the programmes can lead
to a formal qualification (Thornton, 2009)




