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	Evidence No: 
	Pro: Off
	Candidate Name: 
	Evid No: 001
	Date: March 2010
	DO: Off
	Q: Off
	PR: Off
	RA: Yes
	EW: Off
	WT: Off
	Name: Amy Bodie
	Evidence: As team manager I led a short session on evidence based practice in one of our team meetings. I wanted to show people how they could access research evidence. I talked a bit about how daunted I was about it at first but how I had grown in confidence. I had the computer ready and together we accessed The Knowledge Network (http://www.knowledge.scot.nhs.uk/home.aspx) and The Knowledge Exchange (http://lx.iriss.org.uk/)I worked with my team to identify a set of core learning opportunities that would bring all members of staff together across their different disciplines and backgrounds. I prepared for this important meeting by reviewing Hay’s advice on managing meetings {Hay 1997: 84-85}. I had already explained the purpose of the meeting to the staff team. I asked everyone to prepare by reviewing their own personal development plan and considering the role of imaginative play in their plan. I asked them to think about what knowledge and experience they already had and what learning needs might they have? In the meeting itself I listened carefully to all contributions. I see it as my job to make sure that everyone’s point of view is picked up on and recognised, even if it seems critical or negative. Only in this way can we establish the real issues and work with them as a team.  At the same time I have to keep the meeting on course and can’t allow it to be sidetracked.  On one occasion I had to interrupt someone and tried to be as ‘polite’ as possible just by leaning forward slightly and raising my eyebrows. It’s amazing how this works!ReferenceHay, S. (1997). Essential Nursery Management. London, Bailliere Tindall.I made sure the learning programme included current thinking on how best to promote imaginative play. I wanted to explore how we could provide children with a greater range of models of how to play, create experiences that provide motivation to play, provide children with ‘food for thought’ in the course of play and provide a challenge to children’s thinking while they play {Jones & Pound 2008: 118} I recorded the agreed programme and sent it round the team promptly by email after the meeting. I believe it is important to have brief, accurate and prompt recording of decisions and work plans. I have found that memories are often short and it helps, if nothing else, to clearly record who agreed to do what and by when!ReferenceJones, C. & Pound, L. (2008). Leadership and Management in the Early Years: A Practical Guide. Open University Press.
	UEP: 
	Knowledge: 
	Evidence 2: I reflected on Sarah’s contribution to the Family Centre and her unique profile with the younger parents. I considered how best to use her talents and enable her to develop her contribution to the work of the Centre. At the same time I was very careful not to ‘push’ Sarah into a more prominent role. I was aware of evidence stating that many early childhood practitioners do not choose to accept a leadership role for many reasons including the demands of the role, low rates of pay, low status etc. {Rodd 2006: 5}.  I knew that any step towards a stronger leadership role would need to be on the basis of Sarah’s conscious choice.I therefore explored with Sarah what she thought about the idea of leading the sessions with young parents. I explained my sense that she could have the credibility needed with both parents and staff to make this a success.  However, I also pointed out that the work might not be easy and encouraged Sarah to think about both the pro’s and con’s of accepting the proposed new role.ReferenceRodd. (2006). Leadership in Early Childhood, 3rd edn. Maidenhead, Open University Press.I supported Sarah in supervision to plan the new sessions and consider her own leadership style. We established mutually agreed aims and objectives for the work. But then it was essentially ‘over to Sarah’. I aimed to help Sarah develop a closer and closer focus on her own performance by giving her appreciative and specific feedback, asking questions and monitoring her work. In this way my own leadership style has been influenced by Blanchard’s idea in ‘The One Minute Manager’ of giving one minute’s praise and one minute’s criticism per person per day {Blanchard, et al. 1994}.ReferenceBlanchard, K. H., Zigarmi, P., & Zigarmi, D. (1994). Leadership and the One Minute Manager: Increasing Effectiveness Through Situational Leadership, New. Harper Collins Publishers Ltd.
	Evidence 3: 
	Comments: I think the exercises succeed in giving a very clear account of your learning and practice in two contrasting but linked examples. In reflective exercise 1 you summarise your involvement in the network group. This seems to have been a very useful experience allowing you to gather knowledge of imaginative play, develop skills in finding and evaluating research evidence and building collaborative relationships with other professionals. It is a really good example of the kind of leadership and development activity recognised by the Childhood Practice Award. This is indicated by the number of standards that it relates to in the right hand column of the above form. You also manage to combine clear reflective description of what you did with examples of concrete actions. This stands you in good stead when it comes to the evidence gathering form when you link particular examples to the standards. In reflective exercise 2 you are very much in your role as team manager. You show how you took your prior learning and translated it into your new role. You show how you worked with staff to build a curriculum and transmitted some of your knowledge on gathering and interpreting research evidence. As you know, this is an important part of the Award set out in Section 3.9: ‘Managers/lead practitioners have the knowledge and understanding needed to support evidence informed practice’. You indicate how you reflected upon you previous experience with the younger parents and arrived at the idea of supporting Sarah to lead the sessions. I thought this showed a subtle and skilful approach to the situation, combining an understanding of the parents’ needs and the capabilities of the worker. Maybe you could have used this opportunity to make some general comments about the organisational context and the opportunities and constraints this may involve for you as a manager and leader. This would allow you to provide evidence under ‘systems and professional responsibilities’ which is found in Section 3 of the Standards in Childhood Practice. I realise there is a limit to what you can do with one example but I think you may have missed an opportunity to consider some of the policy context to early years. For example, the policy emphasis on early intervention (http://www.scotland.gov.uk/Resource/Doc/ 215889/0057733.pdf) might have been a helpful way to contextualise your efforts to work with the younger parents.  Overall, however, this is an excellent suite of examples showcasing your commitment to the children and families and evidencing some imaginative and effective work as a leader and manager.
	Witness: 
	Standards: 2.2, 3.9, 4.6, 4.9, 4.102.2, 3.8, 4.6, 4.10, 4.112.1, 2.2, 2.3, 3.1, 3.2, 4.3, 4.12
	Standards 2: 2.2, 3.6, 4.5, 4.7, 4.102.2, 4.6, 4.7, 4.10, 4.11
	Standards 3: 


