William Cassidi C. E. Aided Primary School

Leadership, Management And Behaviours Policy Statement

William Cassidi C. E. Aided Primary School believes that by creating a climate, policies, practices and systems which are consistent, transparent and accountable the leadership of the school will be understood by all in our organisation. The school ensures that all members of staff have agreed job descriptions, roles and responsibilities but also believes that it is through leadership behaviours that the school’s objectives and developments are made, sustained and further enhanced. These behaviours impact positively (and negatively) upon each individual and ultimately upon the school’s ethos. 

This policy statement aims to clarify these behaviours so that all members of staff understand clearly how they are managed and lead within our school. By leaders we mean the head teacher, deputy, the senior leadership team and curriculum leaders, as well as anyone in our school with specific responsibility to others or the school. 

What is Leadership and what is Management?

We are all leaders and managers, it will depend upon the situation as to whether you are leading or managing:
	Leading is concerned with:
	Managing is concerned with:

	· Vision

· Strategic issues - developing

· Transformation - changing
· Ends 

· People - sharing the vision and including everyone in the process

· Doing the right things
	· Implementation - making it happen

· Operational issues - how is it to be done

· Doing - getting on with the job

· Means

· Systems

· Doing things right


John West Burnham ~ Managing Quality in School

William Cassidi believe that having a shared vision which is communicated to everyone enables each individual to understand what the school is doing and why it is doing it. It also enables everyone to contribute to the vision and making it a reality.
Leadership Styles:
There are six styles of leadership recognised by Hay McBer. All styles of leadership are effective in different situations and the strengths of each must be recognised as well as the negative impact if used in the wrong situation. Leaders need to select the most appropriate style of leadership for a given situation, event or person.

Coercive:
This style demands immediate compliance with no negotiation:
· Gives lots of direction telling staff what to do and how

· Expects immediate compliance

· Controls tightly through close monitoring

· Motivates through stating the negative consequences of non-compliance e.g. if you don’t do this x will happen.
To use in crisis and when all else has failed. Long-term use will alienate the staff.

Authoritative:
Provides long term direction and vision:
· Provides a clear vision and direction for the school

· Takes on board staffs ideas for the future

· Takes time to sell the vision to all staff

· Persuades by explaining the whys behind the vision

· Sets standards and monitors performance in relation to the vision

· Uses a balance of positive and negative feedback

Used by the head to set the school ethos, the deputy, senior leadership team and new leaders of an area/ subject. 

Affiliative:
Concerned with creating harmony:
· Promotes friendly interactions with staff

· Emphasis on meeting staffs emotional needs and keeping them happy

· Avoids any negative feedback

· Rewards personal characteristics as much as job performance

Good for giving personal help and getting people to work together in the initial set up. Used in the long term it can lead to a lack of direction, underperformance can go unchallenged and standards may fall.
Democratic:
All about building commitment and generating new ideas:
· Trust staff to have the capability to develop the most appropriate direction for themselves

· Invite staff to make decisions affecting their work

· Reach decisions by consensus

· Holds many meetings and listens to staff concerns

· Rewards adequate performance and rarely gives negative feedback

Good for when work has been delegated to a team e.g. area teams and curriculum leaders. If this style is only used by the head teacher and senior leadership team it can result in too many meetings to reach agreement with all staff and nothing may be achieved.

Pace Setting:
Getting tasks done to a high standard:
· Leads by example or modelling

· Has high standards

· Expects staff to know why we are doing something without explanation

· Apprehensive about delegating tasks without assurance staff can complete to the high standard expected

· Tales responsibility away if standard is not high enough

· Little sympathy for poor performance

Good for when staff are highly motivated, competent, know their jobs and need little direction e.g. finishing group targets on time, Ofsted. Overuse can result in demotivation of staff, as they may not know what to do to improve and leader ends up doing all the work.

Coaching:
Concerned with long term development of others:
· Helps staff identify their strengths and weaknesses

· Encourages long term development goals

· Provides ongoing support, development and feedback to reach the goal

· May trade off immediate standards of performance for long term development.

Good for long term development of all staff e.g. NQT’s and those new to a role. Style needs to be used by someone who has credibility. Coaching should not be used if something needs doing quickly.
School Ethos:
The climate and ethos of the school is vital for the success of the school – it is concerned with how a school feels. Many factors affect the climate of ethos of a school and include:
Flexibility:
There are no unnecessary rules, procedures and practices to follow

To increase flexibility:
· Reduce rules and red tape

· Encourage new ideas

· Establish minimum lines of authority

Responsibility:
Staff are given the authority to accomplish tasks without constantly checking for approval

To increase responsibility:
· Encourage calculated risk taking

· Delegate tasks

· Hold staff accountable for outcomes

Standards:
Challenging targets are set.
To increase standards:
· Encourage challenging standards/ targets

· Give feedback, information and support to improve performance

· Ensure performance measures are clear

Rewards:
Staff are recognised and rewarded for good performance.
To increase rewards:
· Increase recognition

· Decrease unnecessary threats and criticism

· Reward staff in proportion to quality of performance

· Provide professional development opportunities

Clarity:
Everyone within the school knows what is expected from him/ her.
To increase clarity:
· Make sure job expectations are clear

· Have clear policies and procedures

· Make sure lines of authority are clear

Team Commitment:
People are proud to work in the school.
To increase team commitment:
· Resolve conflict quickly

· Foster cooperation

· Encourage interaction with team members

A good effective leader and manager may therefore be seen as a person who:
· Is a role model in their work, approach and attitude

· Follows school procedures and policies

· Is firm, fair and consistent with all staff and shows respect 

· Treats staff as individuals as well as team members

· Is accessible to their team members

· Is able to use a range of leadership styles and apply them to a situation or person 

· Develops team members:


- Through appropriate support and challenge eg mentoring NQT’s, new staff. Makes 
                     time and is available


- Coaching: shares knowledge and experience


- Through performance management identifies development needs and provides   

         appropriate support

· Is supportive:

- Demonstrates a caring approach to the development and welfare of team members


- Uses the critical friend approach


- Is honest and consistent - even if the message is difficult through the delivery they 
        make a difference to the way the message is received

· Motivates:

- The effectiveness of managers is often only as good as their team


- Motivates team members to give their best and takes up challenges with enthusiasm 
        and determination


- Praises at least four times more than criticises, especially in public. Saves the 
        criticism for in private and criticises the actions not the person.


- Reinforces positive behaviours and achievements

· Has effective time management:

- Is aware of overloading individuals even those who are willing to take on extra  

        work and responsibilities


- Monitors work/ life balance of the team and individuals

· Maintains confidentiality:

- Maintains confidentiality and builds trust in the team

Monitoring:
The behaviours of leaders and managers will form part of the Appraisal Review at the end of the year and also will be monitored through the leadership, teachers and non teaching staff annual questionnaires.
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