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Abstract
Early Childhood Care and Education (ECCE) services are making a significant difference
to the lives of children and families every day. This research recognises the complexity of
the leadership role using the experiences of leaders in the community not-for-profit ECCE
sector to reflect on how leadership is enacted. The study reviews major theories and
summarises findings from empirical research on leadership. Major topics and discussions
include leadership versus managements, leader traits and skills, leader power and
influence, importance of leadership for organisational effectiveness and leadership
theories in relation to ECCE. The study investigated how a range of personnel including
manager/leaders, voluntary management committee members and support agencies
understood and enacted leadership. Data was gathered from questionnaires, ‘day in a life’
diaries and telephone interviews and offer an insight into the many facets of leadership
within the early year’s context. The role of leadership and management was reviewed,
what motivates volunteers in the ECCE community sector and what supports were
available to them in their leadership role. The breadth of experience and expertise among
leaders in ECCE was highlighted, while acknowledging the skills needed for the future
workforce. The contribution of early year’s educators, parents and community activists as
being a powerful force in promoting children’s learning must be considered by policy
makers so that strategies can be developed to further support their continuing
professional development within a community based model. This study seeks to advance
ECCE leadership theory by giving a voice to those in leadership roles in the community
not-for-profit sector.
The study makes a number of recommendations including the promotion of a theoretical
understanding of leadership in the early year’s sector, the inclusion of leadership
responsibilities in ECCE job descriptions, continuing professional development in
leadership and the development of models which would work across ECCE services to
share and develop future ECCE leadership practices.
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Glossary of Terms and Acronyms
Manager/ Leader

Person who works in a community based
ECCE service and reports to a VMC.
The role is best delivered in partnership
with the VMC and staff of the centre and
support agencies.

Voluntary Management Committee

The role of the VMC member/director is

(VMC) Member

to give strategic direction to the work of
the company, staff and sub committees
of the organization. To formulate policies
and strategies and put in place the
necessary organisational structures and
resources to exercise quality control and
oversight of its long term plan. The role is
best delivered in partnership between the
other officers of the VMC, the centre
manager/leader and support agencies.

Voluntary Management Committee

ECCE service run and managed by

(VMC) or Community Based ECCE

volunteers on a not-for-profit basis.

Service-

Services are managed by a local team of
volunteers who collectively form a
voluntary management committee to
manage the ECCE service. The
members of the voluntary management
committee are part of the local
community and parents and local people
may be elected at the services annual
general meeting to become part of the
management committee of the service.
The voluntary management committee is
democratic in the way it conducts its

business and consults with the local
community and support agencies in the
running of the service.
CCC

City and County Childcare Committees
were established nationally by the
government in 2001 to encourage the
development of childcare locally. The 33
committees offer information and advice
to the general public on a range of issues
in relation to early childhood care and
education.

CCS

Community Childcare Subvention
Scheme

CETS

Childcare Employment & Training
Support (Scheme)

CPD

Continued Professional Development

DCYA

Department of Children and Youth Affairs

ECCE

Early Childhood Care and Education

EOCP

Equal Opportunities Childcare
Programme

EYEPU

Early Years Education Policy Unit

FETAC

Further Education and Training Awards
Council

HR

Human Resource Management

HSE

Health Service Executive

HSE Preschool Regulations

Preschool regulations are formally known
as the Child Care (Pre-School Services)
Regulations 2006. These revised
regulations were developed under Part
V11 of the Child Care Act, 1991. They
require minimum standards for early
childhood services and oblige providers
covered by the Act to notify the Health
Service Executive of their service and to
be available for inspection.

NCCA

National Council for Curriculum and
Assessment

NCIP

National Childcare Investment
Programme

NVCOs

National Voluntary Childcare
Organisations

OECD

Organisation for the Economic Cooperation and Development

Pedagogy

The practice (or the art, the science or
the craft) of teaching

RCCC

Roscommon County Childcare
Committee

RCDB

Roscommon County Development Board

RCEB

Roscommon County Enterprise Board

RCC

Roscommon County Council

ROI

Republic of Ireland

VEC

Vocational Education Committee (now
GRETB)

‘If you want one year of prosperity, grow grain, if you want ten years of prosperity,
grow forests. If you want one hundred years of prosperity, grow leaders’
(Chinese Proverb)

Chapter one
1.0: Rationale
Leaders in early childhood care and education (ECCE), in addition to
understanding child development must navigate multifaceted policies, national
ECCE programmes and work with a diverse range of stakeholders including
funders to ensure that educators of young children have access to education, are
remunerated fairly and work within a supportive early learning environment. Within
this rapidly changing sector and the growing complexity of life in general, the
demand has never been greater to develop leaders who can be diverse and act as
agents of change (Centre for the study of childcare employment, 2013). There is
significant evidence through national and international research which informs us
that the quality of childcare matters for a positive impact on developmental
outcomes for children (EC 2011; Sylva; Melhuish; Sammons; Siraj-Blatchford and
Taggart, 2004; Melhuish, 2004a; Schweinhart and Weikart 1997; Brooks-Gunne
2004; Rodd 2006, Taggart, 2007). Internationally, the definition of quality
childcare cannot be agreed and even within a particular country or community,
consensus among researchers on what inputs contribute to positive short and long
term outcomes for children can be difficult to achieve (NWCI, 2005).
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According to OECD (2001) at systemic level these inputs would include: high
levels of investment; co-ordinated policy and frameworks for regulation; efficient
leadership structures, appropriate levels of staff training, appropriate salaries and
working conditions, pedagogical frameworks and guidelines and regular
monitoring of reliable data. However, what researchers do agree on is that strong
leadership leads to effective provision for early childhood settings (Muijs et al,
2004; Harris et al, 2002; Rodd 2006). Moreover, the ECCE sector is characterised
by a variety of settings and services type which according to Siraj-Blatchford and
Manni (2007) are very diverse in character as well as quality and effectiveness
(Dunlop, 2006; Muijs et al, 2004; Solly, 2003). Other contributing factors that have
placed a focus on ECCE leadership include pressure for increasing
professionalism and accountability from within and outside of the ECCE profession
(Rodd, 2005). The 2003 Effective Provision of Pre-school Education (EPPE)
Project found that good quality can be found across all types of early years
provision but where ECCE services incorporated education and care the quality
was found to be higher overall with strong leadership that had an educational
focus and long serving staff that valued the importance of adult-child interaction.
This research will concentrate on leadership in community based not-for-profit
ECCE services which are largely funded by the government and have a vital role
in the development of ECCE service provision nationally. An overview of the
ECCE sector in the Republic of Ireland (ROI) including the role of ECCE
community based not-for-profit services in delivering the national childcare
schemes are presented. The area of leadership within the community sector and

2

opportunities and limitations for their professional practice that may arise will be
presented within this context.
The primary aim of this study is to investigate how leadership is enacted within the
ECCE community sector and give voice to the experiences and perceptions of the
manager/leaders, voluntary management committee members and support
agencies in regard to the research questions.

3

Chapter 2: Literature Review
2.0 Introduction
This chapter will review the literature relating to theories of leadership, and
includes a brief history of the early childhood care and education (ECCE) sector in
the Republic of Ireland (ROI). Recent policy developments in the ECCE sector will
be discussed as well as leadership models that may influence ECCE leadership
today. Leadership and management will be discussed and whether they are the
same thing. The changing landscape of ECCE, the national childcare programmes
and the national quality frameworks will be briefly discussed. Finally, this chapter
will discuss motivation and community participation in ECCE.

2.1: Theories of Leadership
2.1.0: Trait theory
There are many definitions of leadership and many approaches to leadership. The
Trait theory (Allport and Odbert, 1936) which was an early approach to leadership
focused on the innate qualities and characteristics of people. These early twentieth
century attempts to identify traits of leaders focused on well known historical male
figures, thus this theory is often called the ‘great man’ approach (Wynn, 2006).
Stogdill (1948) and Buchanan and Huczynski (1997) stated that the trait theory
failed to come up with an agreed list of leadership qualities and because this
theory argued that leaders are born and not made its approach may be better
suited to selecting leaders than developing them.
4

The Nature versus Nurture ‘great man’ theory Stogdill (1974) goes on to suggest
that people with the correct combination of traits such as ambition, achievementorientation, and decisiveness make good leaders. While the trait theory gives
constructive information about leadership, it gives rise to the question whether
leaders are born or made and whether leadership is an art or science. Even if
certain inborn qualities make a good leader, these natural talents and skills need
encouragement and development. While leadership may be an art, it still requires
special skills and while a person is not born with self confidence, self confidence
can be developed. Honesty and integrity are personal choices, motivation to lead
comes from within a person and the knowledge of business can be attained. In
conclusion Stogdill (1948) suggested that no consistent set of traits differentiated
leaders from non-leaders across diverse situations thereby implying that an
individual with certain traits who has been a success in one area may not be as
effective given a different situation.
2.1.1: Behavioural Theory
The Behavioural approach is a huge leap from the trait theory as it assumes that
leadership can be learned, rather than being inherent. Behavioural theory focuses
on the behaviour of leaders and followers in a certain situation and promotes
participative decision making and team development. Leaders using the
behavioural approach use task behaviours and relationship behaviours to lead
their organisation. Behaviour style theory developed by Blake and Mouton (1964)
had on their managerial grid, five leadership styles on two different axes.
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This behavioural leadership model was based on concern for getting the task done
and concern for people and it suggested that the ideal style was the ‘team style’
which balanced concern for the task with concern for the people. However,
according to Scouller (2011) this approach may not be best in all situations as
many leaders’ behavioural patterns are limited by beliefs that persist despite
training.
‘It’s better to hang out with people better than you. Pick out associates whose
behaviour is better than you and you’ll drift in that direction’. – Warren Buffet
2.1.2: Situational leadership model
Hersey and Blanchards’s (1969) situational leadership model based on the
assumption that there is not one single ideal approach to leading because
circumstances vary assumes that leaders can change their behaviour to meet
different circumstances, when in actual practice many leaders find it hard to
change their style even after training. Scouller (2011) stressed that for this reason,
leaders needed to work on their underlying psychology if they are to gain flexibility
in applying these theories. Concepts such as situational leadership or contextual
literacy which recognises that schools are dynamic organisations that continually
evolve rather than remain static (Southworth, 1998 & 2004; Spillane et al., 2004)
describe leadership practice as one that considers the vibrant nature of the sector
that it operates within as well as the contribution of other key stakeholders that
support their organisation. In conclusion, situational leadership focuses on
followers rather than the wider workplace circumstances and contend that leaders
should change their behaviour depending on their type of follower.

6

2.1.3: Contingency model
Fiedler's contingency model (Deluga, 1990; Northouse, 2001; Spector, 2006)
hones in on the match between the leadership style and the variables required in a
given situation and represents an important addition to our understanding of
effective leadership" (Bedeian & Gleuck,1983). This theory explains that group
performance is a result of interaction of two factors known as leadership style and
situational favorableness. Fiedler (1978) adopted an attitude scale called the leastpreferred coworker (LPC) scale, however Antoine (2013) has some doubt whether
this scale is an accurate measure of leadership style as the degree for group
effectiveness provides the criteria for the effectiveness of the leader (Gordon,
2011).

2.1.4: Transformational leadership
Bass (1990) looked at new leadership styles, one of which was charismatic
leadership which developed into Transformational leadership, a theory which
described leadership as a process which changes people and their organisations.
Leithwood (1994) says that transformational leadership involves areas such as
identifying goals, building vision, offering one to one support to staff, modelling
best practice and creating opportunities where staff are part of the decision making
process. However, research by Bush (2011) argued that while this model improves
staff practice, it does not necessarily improve outcomes for children.
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2.1.5: Autocratic, Democratic and Laissez-faire
Leadership styles are often classified in many ways but usually derive from the
earlier work of (Lewin, Lippit, and White, 1939) which studied experimentally
created groups according to three different styles, autocratic, democratic and
laissez-faire. Lewin (1993) and his colleagues examined the impact of different
leadership styles on children’s aggressive behaviour. While studying ten year old
boys grouped under different leaders it found that the boys under the more
authoritarian leader exhibited more impulsive aggression than boys in the groups
led by the democratic or laissez-faire leaders. This study demonstrated that the
conditions in which a group finds itself may influence its behaviour.The
authoritarian leader perceives subordinates as needing direction and is often
coercive in their style of leadership (Northouse, 2012). They are not good at
communicating with others or supporting their team to communicate between each
other, however authoritarian leadership may be needed when people seek security
above responsibility or when learning a new job and rules and standards
expected. Democratic leadership which is also called the participative style see
subordinates as being fully capable of doing their own work. The democratic
leader does not lead but works alongside their own team members while
promoting group discussion and are comfortable delegating (Byrne, 2005).
However, the democratic leadership style should not be used if employee safety is
a concern, if meetings are being held with no outcomes or if a serious issue arises
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and there is no time to get everyone’s input, in these cases a commanding
leadership style may be more appropriate.
The Laissez-faire leader is permissive, takes a hands’ off approach and makes no
attempt to influence others (Lewin, Lippit, and White, 1939) however where a
highly skilled and motivated team are working cohesively together, this may be an
appropriate leadership style . One of the most important factors crucial to
implementing this type of leadership is accountability; everyone taking decisions
must be accountable for all actions taken. In ECCE services Rodd (2006) more
sees visionary, dynamic and ethical leadership as a major component in
supporting quality in early childhood services. Rodd (1998/2005) highlighted the
reluctance of leaders in the early years to accept the label ‘leader’. Leaders often
hold a narrow view of their role and resented the management side of the job
which was seen by them as taking them away from their role as educators and
child developers (Rodd, 2001 & Nivala & Hujala, 2002).
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2.1.6: Functional leadership models
Adair’s (1973) action Centred leadership model (figure 1) and Kouzes and
Posner’s (2007) five Practices of exemplary leadership model (figure 2) are two
functional leadership models which focus on the functions that every leader must
address to be effective in their role as leader.

Figure 1: Adair’s Action Centred Leadership Model

Figure 2: Kouzes and Posner’s Exemplary Leadership Model

Source: John Adair (2009)

Source: Study by Jim Kouzes and Barry Posner (2007)

Kouzes and Posner were not analysing the traits of effective leaders as some
earlier classical leadership trait theories did, instead they asked people what they
wanted in their leaders, thereby building a profile of the ideal leader. This
functional leadership model focuses on what leaders do and their functions and
demonstrates that leaders can learn the most appropriate behaviours through
training and development. However, the model assumes that all leaders can adapt
their behaviours but many cannot do this due to their narrowed beliefs and the
persistence of old habits despite receiving training.
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Moreover, the action Centred leadership model developed by Adair (2009), who
led the way looking at effective leadership from the point of view of those being
led, does not place long term vision with the task, team or the individual. This he
argued distinguished leadership from management. This theory sees the leader as
the hero and ignores more recent research (Scouller, 2011) and ideas on shared
leadership.
2.1.7: Shared leadership model
Leadership according to Scouller (2011) is a series of choices and actions around
defining and achieving a goal. His leadership as a four dimensional process can
be thought of as an extension to Adair’s three circles concept and both see
leadership as not having to rely on one person.
Leadership according to Scouller (2011) is a process that involves setting a
purpose and direction which inspires people to work towards, paying attention to
the task, its progress and results while upholding the unity of the group and
monitoring individual’s effectiveness throughout the project (this can be achieved
by motivation, building confidence and supporting inclusion within the overall
team/group). In this model of leadership anyone can lead a group in each of the
four dimensions ensuring ‘shared leadership’ however, Scouller (2001) believes
the team or group still needs a formal ‘leader’. This formal leader does not always
need to lead from the front, he/she can delegate part of their responsibility for
leadership but responsibility must remain at all times with the leader. This shared
model of leadership allows the leader to let someone else lead in a particular
situation, but must always take responsibility to ensure there is leadership.
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The three levels referred to in scoullers (2011) model below are Public, Private
and Personal leadership. The model shows three concentric circles and four
outwardly-directed arrows, with personal leadership in the Centre.

Source: Scouller (2011)

The assumption in this model is that personal leadership is the most powerful of
the three levels. Scouller (2011) referred to its effect to akin to dropping a pebble
in a pond and seeing the ripples spreading out from the Centre, consequently the
four arrows pointing outward in the diagram. The pebble represents inner,
personal leadership and the ripples the two outer levels. Helpful inner change and
growth will affect outer leadership positively. Negative inner change will cause the
opposite (Scouller, 2011). The following section will explore leadership models that
may influence leaders in ECCE today and the difference between leadership and
management.
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2.1.8: Distributed leadership
In the 21st century distributed leadership according to Harris (2004) is a model
which concentrates on engaging expertise within the wider organisation rather
than seeking leadership from the formal position or role. The popularity of this
model may be in reducing the workload of the leader but this model should not be
confused with delegation. Harris (2004) states that for this model to work there
should be redistribution of power and not just delegation of duties. Moreover, to
date much of the literature on distributed leadership focuses on school based
leadership (Firestone and Martinez, 2007; Leithwood et al., 2007; MacBeath,
2005; Spillane et al., 2007) and more recently discussion is being extended to
early childhood leadership literature (Fasoli et al., 2007; Siraj-Blatchford and
Manni, 2007). When applying distributed leadership to early childhood education
three areas must be considered (Heikka, Waniganayake and Hujala, 2012). Firstly,
theoretical clarity must be sought to learn from past difficulties encountered by
school leaders, secondly the diversity of ECCE organizations in their structures
and governance which incorporate a variety of programmes and employ staff who
may have different educational backgrounds and thirdly distributed leadership is
not based on one person but is based on the interactions of diverse stakeholders,
structures and situations. The importance of developing closer links with families
and communities highlight the need to explore collaborative ways of enacting
leadership within ECCE services and theoretical roots of distributed leadership
could inform future leadership studies within ECCE organizations.
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Distributed or collaborative leadership (Harris, 2004) calls for a shift from the more
traditional leader as one key individual to one where responsibility lies with a
number of formal and informal leaders within an organisation (Blatchford and
Manni, 2006). While many authors such as (Harris, 2002; Muijs et al, 2004; and
Osgood, 2004) saw this leadership style as the way forward, Harris (2004) in
contrast cautioned on this model and argued that it is often easier to tell teachers
what to do than it is to build leadership capacity among them. Harris (2004:13)
suggested that ‘distributed leadership concentrates on engaging expertise
wherever it exists within the organisation rather than seeking this through only
through formal position or role’.

2.1.9: System Leadership
System Leadership within the development of children’s Centres is new (Sharp, C;
Lord, P; Handscomb, G; Macleod, S; Southcott, C; George, N; & Jeffes, J, 2012).
It is about leaders promoting self-improvement within the early years sector and
challenging each other to drive that improvement. Their research into highly
effective leadership in children’s centres identified three main ways in which
system leadership could operate. The first was where it involved leaders working
across centres to share and jointly develop their practice. It would involve them
addressing underperformance and supporting each other to raise standards. The
second involved the leaders reaching out beyond their own centres to lead work
with other early years settings such as nurseries, childminders and schools to
have coherence in the provision across the sector.
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The third was where leaders would influence change in the sector including how
services for children and families are shaped and developed by articulating and
drawing on their own experiences. The challenge for leaders in welcoming the
aspiration of system leadership will be to look at the bigger picture in securing best
outcomes for children and families in a more general way whilst maintaining the
quality of their own centre’s services (Sharp et al, 2012).

2.2: Leadership and Management – are they the same?
“Leadership is more about change, inspiration, setting the purpose and direction,
and building the enthusiasm, unity and ‘staying power for the journey ahead.
Management is less about change, and more about stability and making the best
use of resources to get things done… But here is the key point: leadership and
management are not separate and they are not necessarily done by different
people. It’s not the case of, ‘You are either a manager or a leader’.
Leadership and Management overlap…”
(From the Three Levels of Leadership, J. Scouller, 2011)

The word manage comes from the latin word manus, a hand, and means doing
things by hand; the word leadership is from an Anglo-Saxon word, which means a
road, a path, a way (Sarros, Butchatsky & Santora, 1996). Leaders should be able
to create a vision for their organisation (Clegg & Gray, 1999) and also have a
broader strategic view of things. In this context management and leadership are
separate but also have an integrated purpose (Crawford, 2003).
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According to Adirondack (2000) both leadership and management skills are
inherently connected and necessary for the effective delivery of quality,
sustainable services, therefore it is neither possible nor desirable to separate both
these roles (CECDE, 2007 & Nupponen, 2005). For instance ECCE managers
need leadership skills to develop and implement the vision of their organisation
and leadership involves functions such as leading a team culture around
organisational achievement and performance while setting clear goals and targets
for achieving good outcomes for children. ECCE services may have different
leadership structures but the overall aim of leadership should be to provide a
service which is responsive to the needs of children, parents and early year’s
educators, while also inviting and implementing suggestions for further
development (French, 2003). The difference between leadership and management
and one which is often overlooked is that leadership always involves leading a
group of people, being sensitive to their needs and to the needs of followers to
become exceptional employees (Maccoby, 2000). Many management roles have
people management responsibilities, but management does not automatically
involve responsibility for people, where on the other hand leadership always
includes responsibility for people (Scouller, 2011). Leaders motivate and inspire
others to make decisions together because they believe in something not because
they have to do it (French, 2008). Other studies reviewed support this assertion
such as Bartram (2009) who views leadership as a model in influencing people so
that the team share common goals, values and attitudes and work more effectively
towards the achievement of the organisation’s vision.
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Bush (2011) in contrast states that managerial leadership does not include a vision
for the future but concentrates on managing existing resources and argues that
vision without management is just as bad as management without vision. The
dangers of a managerial approach in the early years context is stressed by
Osgood (2004) not least because of its limitations in that a leader may become an
administrator rather than a professional educator. Kouze and Pousner (1995) and
Bush (2011) state that leadership has five fundamental practices, challenging the
process, inspiring a shared vision, enabling others to act, modelling the way and
encouraging the heart. Effective leaders, according to Sharp et al (2012) influence
and are influenced by those around them. Stephen Covey’s (2006) definition of
leadership goes on to say that managing is efficiency in climbing the ladder of
success and leadership determines whether the ladder is leaning against the right
wall. If we put both of these definitions together then leadership according to
Covey (2006) can be described as making sure that the ladder is against the right
wall while trying to get people to climb it with enthusiasm.

2.3: The Changing landscape of ECCE in the Republic of Ireland
How we deliver early childhood services has changed dramatically over the last
ten years (Cafferky et al, 2011). Successive Irish governments recognised the
importance of ECCE and despite recent economic difficulties has continued
investment in the early year’s sector (primarily through EOCP [2000-2006] and
NCIP [2006-2013]) with €912m to date. Traditionally, children were cared for by
immediate or extended family members in the home (NWCI, 2005; Fallon, 2005)
and funding for the provision of early years services was targeted in disadvantage
17

communities (CECDE, 2003; Murray, O’Doherty, 2001; Hennessy and Hayes,
1997). The shift in family structures, as well as the reduction in extended family
supports (Central Statistics Office, 2010) saw an increase in more women entering
the workforce during economic prosperity and thereby increasing the demand for
ECCE outside of the family unit (OECD, 2006). Services adapted and tailored their
service to meet the needs and expectations of parents and families (Irish Times,
2013). Leaders according to Aubrey (2007) in the sector were now responsible for
managing areas relating to care, health, family support, recruiting and developing
staff with different professional ideas and related qualifications and experience as
well as integrating the educational and leadership role within services that may be
diverse in quality and effectiveness. Developments such as the establishment of
The National Children’s Office in 2001and The Centre for Early Childhood
Development and Education (CECDE) in 2002, sought to improve all aspects of
children’s lives by leading and supporting the implementation of the National
Children’s Strategy, Our Children-Their Lives DOHC, 2000). In addition measures
and initiatives to support the ECCE sector from the 1990s included the passing of
the Children’s Act in 2001 (DOH, 2001); the setting up of the Children’s
Ombudsman office in 2003 and the publication of the National Council for
Curriculum and Assessment’s document Towards a Framework for Early Learning
(NCCA, 2004) which explores the development of a national framework to support
all children’s early learning. 2011 saw the first full ministerial cabinet post of a
Minister for children and the establishment of the Department of Children and
Youth Affairs (DCYA) with responsibility for quality integrated service delivery for
all children including pre-school children.
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Ireland’s first ever children’s early years strategy began to be developed in late
2012 and will cover areas such as health, family support, care and education and
will be an important policy document in identifying the structures and policies need
to improve early years experiences in Ireland going forward (DCYA, 2012). These
changes have developed infrastructure and coordination at national and local level
amid a range of policy and legislative change (DCYA, 2013).

2.3.1: National Childcare Programmes
The introduction of the Free Pre-School Year in Early Childhood Care and
Education (ECCE) Scheme in January 2010 was a huge policy shift in ECCE
policy in the ROI and was highly significant in providing a universal free preschool year for children (OMCYA, 2010). The scheme is available to all children
irrespective of their ability to pay, and to which they are entitled to avail of in the
year before they begin formal primary school education. Children aged more than
3 years and 2 months and less than 4 years and 7 months at 1st September in the
relevant school year qualify for the free preschool year (DCYA, 2013). Services
joining the scheme had to consent to accept assistive support visits from the Síolta
co-ordinators and staff of the local City or County Childcare Committee (OMCYA,
2009b). According to an article in the Irish Times newspaper (2013) initially some
ECCE services were not interested in running the ECCE scheme, as the capitation
rate was less attractive than their hourly rate and no top up fees were allowed.
This non participation in the ECCE scheme proved to be financially unviable as
parents were prepared to move their children to a Centre that provided the ECCE
scheme rather than forsake the discounts this scheme offered.
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When the economic downturn came, having children who were eligible under the
free preschool year attend their service for at least three hours a day proved to be
a lifeline to many early years services (Irish Times, 2013).The scheme although
voluntary has now 100% participation throughout County Roscommon with all
eligible ECCE services participating (RCCC, 2012).There are now over 4,000
ECCE services nationally delivering the scheme to approximately 65,000 children
which the CCCs administer locally on behalf of the government at an annual cost
of €175 million (Burton & Fitzgerald, 2013). In addition to the free preschool year,
nationally 96% of childcare services are registered to participate in other
government funded schemes such as the Community Childcare Subvention
Scheme (CCS) which is restricted to children attending community based not for
profit ECCE services, the Childcare Employment and Training Support Scheme
(CETS) (DCYA, 2013) and the subsidised afterschool childcare scheme
(Department of Social Protection, 2013). Between both the CCS and CETS
programmes, subsidised childcare is now provided to 40,000 children of low
income parents with approximately 1,600 Private and Community based ECCE
services participating in these two national programmes (DCYA, 2013).

2.3.2: Síolta (The National Quality Framework for Early Childhood Education)
For services to be accepted into the ECCE scheme, improvements in ECCE
quality were required by providing an educational programme that adhered to the
principals of Síolta, the National Quality Framework for Early Childhood Education
(CECDE, 2006b). Síolta (an Irish word meaning ‘seeds’) outlined 12 principles as
a guide for quality in service delivery and professional pedagogical practice.
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Síolta provided a framework with 16 national practice standards to underpin early
year’s educator’s assessment, reflection and implementation of the national
framework. In standard 10 “Organisation” (CECDE, 2006), the translation of
policies and procedures into practice is seen to be dependent on effective, well
developed leadership structures which in turn will enhance the overall quality of
the early years setting. Therefore it was recommended that Síolta provided a
framework for the development of professional practice and professional identity of
ECCE educators (Duignan, 2007). The National Voluntary Childcare Organisations
(NVCOs) were given the role of implementing the pilot phase of the Síolta quality
framework (CECDE, 2006), through Síolta Co-ordinators which were employed
directly by the NCVOs. This was an inconsistent approach as some of the 33
counties did not have a Síolta Co-ordinator at local level and where there was
local collaboration between CCCs and NCVOs, it was on a short term basis with
no planned long term strategic rollout at local level (RCCC, 2010).

2.3.3: Aistear
Aistear (the Irish word for journey) is the curriculum framework (NCCA, 2009)
developed for all children from birth to six years and for the first two years of primary
school. Aistear presents children’s learning and development through four different
themes – well-being, identity and belonging, exploring and thinking and
communicating. The framework supports the implementation of a quality curriculum
across all early childhood settings and provides information, ideas and suggestions
to help those in leadership roles in ECCE services support children’s learning and
development (Aistear, 2009).
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However, as the implementation of Aistear is not statutory or a requirement of the
ECCE scheme, there is no consistency in its implementation across the early year’s
sector. This in turn, means there may be the possibility of a child moving from a
service that is supporting a play based curriculum to a primary school class which is
didactic by nature (Cafferky, 2011).

2.3.4: Role of Leadership and Professional Development in ECCE
The ethos of the ECCE service according to Stacey, (1991), Rodd, (2006), {cited
in McMillan (2008)} is determined by its leadership and underpins the services
management practices. All of these factors according to Bush (2011) will have an
influence on the leadership style within a particular ECCE setting. Today the
number of definitions of leadership has grown and Mc Neill, Cavanagh, Dellar &
Silcox (2004) have found a shift from the hierarchical vision of a leader to a more
independent relationship between the leader and those he/she leads. This type of
leadership model which is viewed as collaborative and interdependent, rather than
hierarchical, links very well with the current view on leadership in the early year’s
sector and further supports the model for multi agency working between ECCE
services, support agencies, local schools and government departments (Harris,
2002; Muijs et al, 2004; NCSL, 2006). Professional identity of the early years
workforce has been difficult to define in Ireland (Duignan, 2007). In the ROI there
is no statutory requirement to be formally qualified to work in an ECCE service
(except in the case of primary school teachers) (Síolta, Research Digests, p 85)
and the issue of qualifications for adults working in the ECCE sector has been
discussed since the 1990’s.
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The Child Care (Preschool Services) Regulations (DOHC, 1998) govern the
provision of pre-school services in the ROI and set out procedures for the
notification and inspection of childcare facilities. The regulations states that at least
50% of staff should have a qualification, however no definitive explanation of what
‘appropriate experience for caring for children’ is provided within these regulations
which state that staff need to be “suitable and competent adults” who have
“appropriate experience in caring for children under six years of age and/or who
have an appropriate qualification in childcare” (DOHC, 2006:37). This is in contrast
to the Australian model whereby under their regulatory framework, the approved
service provider is required to appoint an educational leader to ‘guide other
educators in their planning and reflection, and mentor colleagues in their
implementation practices’ (ACECQA, 2011, p.85). The National Childcare Strategy
(DJELR, 1999), Ready to Learn, the White Paper on Early Childhood Education
(DES, 1999), The Model Framework for Education, Training and Professional
Development in the Early Childhood Care and Education Sector (DJELR, 2002)
and Síolta, the National Quality Framework for Early Childhood Education
(CECDE, 2006) all are all important publications which express the nations views
on ECCE professional practice and the important role of the adult leader in
supporting positive early learning experiences for young children. Research such
as the Effective Provision of Pre-School Education (EPPE) Project (Sylva, 2004)
found that there is evidence to support the strong correlation between qualification
levels of leaders working in ECCE services and the quality of the service
delivered.
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In a follow up study which specifically examined leadership effectiveness, SirajBlatchford and Manni (2007) discovered that in the most effective ECCE settings,
better leadership was characterised by a clear vision, especially with regard to
pedagogy and curriculum. Moreover Rodd (2006) stated that ‘leadership concerns
learning, therefore effective leaders are learners’. These studies highlight the need
to pay close attention to curriculum and pedagogy leadership in addition to
administrative and management leadership.

2.4: Motivation and Community Participation in ECCE
Motivated people are a crucial element in creating a sustainable, competitive
organisation and in a knowledge based society this cannot be achieved by
extrinsic motivation alone (Frey and Osterloh, 2002). Therefore the role of
motivation among these leaders in the early years sector is both necessary and
appropriate as part of this research. Motivation can be divided into two categories,
extrinsic and intrinsic (Deci and Ryan; 1980). Intrinsic motivation is further defined
by Noels and Clēment (1999) as performing an activity simply for deriving pleasure
and satisfaction that accompanies that action or activity. Extrinsically motivated
learners according to (Dev, 1997) engage in learning purely to attain an award or
to avoid some punishment. The lines between intrinsic and extrinsic motivation are
according to (Frey and Osterloh, 2002)) not always clear and for a long time it was
thought that they were both independent of each other. If this were the case one
could motivate staff intrinsically by making their role as interesting as possible and
motivating them extrinsically by offering a bonus for a job well done.
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However, under certain circumstances there can be a trade off between intrinsic
and extrinsic motivation. Parents for example are familiar with this occurrence
whereby children initially interested in their homework begin to lose interest when
promised a reward. A children’s activity such as reading can be intrinsically
motivating to a child who enjoys reading at home and extrinsically motivating in the
school classroom situation where the teacher offers a gold star for completing a
book (Bronson, 2000).” There are many models of community participation.
Arnstein’s “Ladder of Participation” (1969) starts at the bottom with nonparticipation and goes to the top of citizen control where people plan and
implement their activities without any outside agencies. The wheel of participation
model by Dr. Wendy Sarkissian in the research on Parent Participation in
Education, (2004) covers areas such as information, consultation, participation
and empowerment. This model goes beyond the ladder of participation which is
sometimes not achievable. The Pyramid model Sure Start Taunton (2004) shows
the level of involvement as starting at the wide base of the pyramid as giving
information to all stakeholders, the next level up being consultation and the top
level as decision making where there are a lot less involved than at the lower level.
This model shows the level of participation at all levels in the pyramid. If we were
to look at Maslow’s Hierarchy of Needs, (Cooke et al 2005) starting at the bottom
with physiological needs, followed up by security, sense of one’s belonging,
recognition and finally culminating in self actualisation, it could be interpreted that
those involved in community participation are well up the ladder in terms of
hierarchy of needs and do not fully represent the needs of the most vulnerable at
the bottom (Maslow, 1943).
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Moreover, there is very little written about the experiences, issues, perceptions
and needs of the voluntary non- for-profit organisations delivering ECCE services
in the ROI (Cafferky, 2011). Research has shown that the relationships voluntary
organisations enter into are vitally important to their long term sustainability and
future development (Chapman and Kirk, 2001) and they argue that community
involvement is an integral part of a process to create strong, sustainable and
cohesive communities. However, at times it appears that in order to receive
ongoing government funding there is an expectation of the role which the voluntary
organisation must fulfil within the community on behalf of the funders. (DonnellyCox 1998, Donnelly-Cox, Donoghue and Hayes 2001, Donoghue 2002).The
NESC (2004) recognised that the ultimate aim of supporting the community and
voluntary sector was to provide the means in order that communities could come
up with their own strategies and solutions thereby closing the gap between public
policy and the needs of local communities, and in the process building trust and
voluntary engagement. In conclusion VMCs involved in ECCE are intrinsically
motivated and are leading on a higher level.

2.5: Conclusion
According to Day et al (2001) the perception that existing theories of leadership fail
to encapsulate current leadership practice is based on our unwillingness to
acknowledge that leadership can be a complex and messy activity that is value
laden and value driven. The evolution of this literature points to trends which
involves the field of leadership in an ECCE context taking a more holistic view.
This chapter has presented information on the current and future issues shaping
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ECCE leadership. It has highlighted the importance of distributed leadership and
system leadership in an ECCE context. The chapter reviewed the policy changes
in ECCE and how the implementation of national ECCE funding programmes
(DCYA, 2013) and quality (CECDE, 2006b) and curriculum NCCA, 2009)
frameworks have influenced and affected leadership development. The role of a
leader is multi faceted (Siraj-Blatchford and Manni, 2007) and those working in
not-for-profit ECCE services are no different. The literature highlighted the
importance of motivation in the creation of a sustainable organisation (NESC,
2004). As we move forward to children’s services being more integrated and
multi-agency (Statham, 2011) it will not be feasible to look to one leader to have all
the answers. Services will need to look at developing their leadership skills where
each member of the team can gain elements of these skills and develop links with
outside agencies or expertise to compliment their teams (Sharp, C; Lord, P;
Handscomb, G; Macleod, S; Southcott, C; George, N; & Jeffes, J, 2012). Today’s
leaders need to have training and experience in business management and
leadership to enhance their competencies for the management of ECCE
community based services in today’s competitive environment. Moreover, the
leadership provided at governance level is critical to the sustainability of not-forprofit ECCE services. Scouller’s (2011) philosophy of integrating the best of all the
leadership theories alongside psychological thinking is a new and welcomed way
of looking at leadership theory.
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Recent discussion on how distributed leadership could be extended to the ECCE
sector (Fasoli et al., 2007; Siraj-Blatchford and Manni, 2007) warrants further
discussion. The importance of developing closer links with families and
communities highlight the need to explore collaborative ways of enacting
leadership within ECCE services and theoretical roots of distributed leadership
could inform future leadership studies within ECCE organizations.
System leadership is not habitual in ECCE services in the ROI and the formal
clustering of services or pilot projects (DCYA, 2013) may in the future give
opportunities for leaders to use system leadership in developing new models of
business or service. Good leaders will develop their own style, no theory or model
covers all aspects of leadership. Good leaders will welcome the development of
links with outside agencies or expertise to compliment their teams and will draw on
every resource available to them to become better leaders that will be adaptable to
external systemic issues in today’s ever changing global world of ECCE. Finally
sustained and co-ordinated leadership is needed from government to continue to
develop leadership in the voluntary ECCE sector.
Attention will now be turned to how this study was conducted and the methods
employed to address the research questions.
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Chapter 3 Methodology
3.0: Introduction
The overall purpose of this study was to look at how leadership is enacted within a
community based Early Childhood Care and Education Service. This focus led to
the following objectives being set;
Establish what motivates and sustains people to become involved in leadership
roles in the running of a community based ECCE service.
Explore how Leadership is understood and enacted in a Community based ECCE
service
Identify interagency partnerships and current supports available to community
based ECCE services

The study employed the use of a mixed method design. This chapter discusses
the methods employed within this research. Research and questionnaire design,
participant and stakeholder consultation as well as data collection and analysis are
discussed. Finally, an overview of the ethical implications of this research is
offered including actions taken to ensure ethical principals were adhered to.
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3.1: Design
In the early stages of the research process an action plan was devised (Appendix:
1) as time was limited, therefore access to literature and participants had to be
factored into the timetable along with regular meetings and call conferences with
the researchers supervisor. There was a staged process whereby a review of
published literature informed the questionnaires. Methods used included a desk
based review of ECCE developments from the 1990 to 2013 and a literature
review of leadership theory and its relevance to ECCE. When writing about
research, Silverman (2001) states that the methods employed in research are of
vital importance. Along with other writers such as Frazer and Lawley (2000), he
argues that there is no one particular type of research method that is best for all
situations and argues that it is crucial to employ methods that are consistent with
the particular research question. Blaxter, Hughes and Tight (2000), point out that,
in almost all situations there may be valid approaches or research techniques that
may be used. Therefore the particular approach taken in this research was based
on the assumption that it would be the best method to answer the research
questions as they could not be fully addressed using a singular method. It was
deemed appropriate to combine both qualitative and quantitative approaches (a
triangulated approach) during the research in order to strengthen the validity of the
findings (Burt and Oaksford, 1999). Denzin (1970 p18) defines why triangulation is
employed in research as it is ‘one way to increase the validity, strength, and the
interpretative potential of a study, decrease investigator biases, and provide
multiple perspectives is to use methods involving triangulation’. Quantitative data
were used to validate or extend the qualitative findings (Scott and Morrison, 2005).
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3.2: Sample and Sampling
The sampling methods to recruit participants for the questionnaires vignette and
telephone interview stages of this research are now presented.

3.2.1: Sampling Questionnaire
Questionnaires were distributed to all ECCE manager/leaders (Appendix: 5) and
voluntary management committee members/employers (Appendix: 6) of
community based ECCE services in County Roscommon. A number of key
national and local stakeholders (Appendix: 13) involved in supporting the local
delivery of ECCE and related policy developments were also consulted during the
course of this research and asked to complete a questionnaire (Appendix: 7). This
was carried out in order to further inform the research around the interagency
partnerships and current supports available to community based ECCE services at
local county level. Data which was analysed statistically from the questionnaires
provided a descriptive view of the participant’s perceptions and experiences of
working in a leadership role within a community based ECCE service.
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3.2.2: Questionnaire Design
When writing about the use of questionnaires in research, Wilson and McClean
(1984) agree that the questionnaire is a useful and popular approach for the
collection of data. Others concur with this but writers such as Cohen et.al (2007) or
Kincheloe (2003), point out that the formulation of questionnaires is complex and
argue that a number of factors need to be considered such as questionnaire
design, suitability of language and the layout. In addition they warn that it is vital
that data collected from questionnaires yields information appropriate to the
research for which it was compiled. In designing the questionnaire for the leaders
and VMCs, thematic subsections were used in order that respondents would find it
easy to navigate and for the purposes of grouping themes for data analysis.
Section 1 dealt with background information such as such as age, gender, number
of years involved and type of community based service they belonged to. Section
2 led on to participants qualifications and if they were continuing further education.
This section also asked participants if education attained had prepared them for
their leadership role. Section 3 looked at their roles within the community based
service and their motivation for continuing to be involved in community early
childhood care and education sector. Section 4 focused on the supports both
locally and nationally that were available for community based ECCE services.
Section 5 of the questionnaire addressed how participants viewed leadership and
what aspects of a leadership role they believed contributes to the sustainability of
their community based ECCE service. This section also focused on how
participants felt their leadership skills were developed and whether they had
received any leadership training prior to taking on a leadership role.
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The final section, section 6 looked at issues facing leaders within the community
based ECCE sector and what they perceived as their training or support needs
into the future. In the case of traditional survey questionnaires, the issues of open
versus close ended question have been well researched (Dohrenwend, 1965;
Schuman and Presser, 1979; Schuman and Scott, 1987; Sudman and Bradburn,
1974). Burgess (2001) believes that open questions can elicit a whole range of
replies with varying length and verbalisation. This can be useful when looking for
precise opinions; however closed questions can generate a large amount of data
which can be useful in profiling the respondents. In considering the type of
questions to be used, the questionnaire was comprised of a mixture of open and
closed questions. This type of approach according to Oppenheim (2001) is useful
because not only does it generate frequency of responses but also allows
comparisons to be made across the sample. However, it should be noted that
since closed questions do not allow respondents an opportunity to offer any
clarifying explanations or deviations from the questions asked, categories included
within the questionnaire may not be comprehensive and may be biased (Weems,
Onwuegbuzie and Lustig 2003). In an effort to address this, where a dichotomous
response was required such as in question 8 under qualifications, a section was
included that allowed respondents to elaborate. In addition at the end of the
questionnaire respondents were given an opportunity to add any other comments
or general notes they wished.
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In Section 5 of the questionnaire where respondents were asked on their opinion
of how their leadership skills were developed, a five point rating Likert scale was
used. This gave flexibility of responses whereby respondents could answer from
strongly agree to disagree. In the same section when asked if they believed
leaders are born or made, they had the option of born, made or not sure.
This approach to data collection from questionnaires according to Cohen et al.
(2007) is specifically useful for determining the attitudes, opinions and perceptions
of respondents while in parallel allowing the researcher analyse statistical data. In
designing the questionnaire for the support agencies, opinions were sought in two
areas (1) interagency partnership work being undertaken at local level and to
support ECCE leadership and (2) future challenges facing support agencies.
3.2.3: Pilot of Questionnaires
A checklist (appendix 2) adapted from Siniscalco and Auriat (2005) was used to
review the draft questionnaire with some changes being made before the draft
instrument was piloted. Questions were divided into thematic groups for the
purpose of data analysis. Double barreled, unclear or misleading questions can
pose threats to the validity and reliability of the questionnaire (Cohen et al, 2007).
Therefore, the draft questionnaire was piloted among two ECCE services and two
stakeholder agencies to establish validity as suggested by Norland (1993). Cohen
et al (2007) sees this as a significant part of the research process as by piloting a
questionnaire it may highlight duplication or ambiguities which the researcher may
have missed.
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Arising from feedback received some slight changes were made including
changing the vagueness of two questions, moving the rating scale so that it moved
from a positive to a negative reading (strongly agree, to disagree), correcting some
typing errors and color coding sections for greater clarity. The remainder of
feedback received was that the questionnaire was clear in its wording and that the
instructions for completion of the questionnaire were clear and unambiguous.
Reliability of the research instrument may have been enhanced by the pilot
process as slight modifications in the layout and terminology used were made to
create a greater understanding of questions.

3.2.4: Questionnaire Data Collection Procedure
Questionnaires were both posted and emailed to all community based ECCE
services in County Roscommon and support agencies. The questionnaires were
specifically addressed to the officers of the voluntary management committees,
practicing manager/leaders and member of support agency represented on the
board of RCCC. To encourage participants to respond to the questionnaire, cover
letters (Appendices: 3 and 5) were also included. The cover letters explained the
purpose of the questionnaire, the ethical approval received to carry out the
research and the right of participants to withdraw from the research at any stage.
Anonymity and confidentiality was assured in the cover letter indicating an average
completion time of twenty minutes which was gained from piloting the
questionnaire. A return date for the questionnaire was included along with a
stamped addressed envelope. A total of 28 questionnaires were distributed to the
ECCE Centre team leaders. A total of 84 questionnaires were distributed to the
ECCE voluntary management committee members.
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3.3: “Day in the Life” Vignettes
Participants who expressed an interest in participating further in the research were
invited to take part in the vignettes. An overview of the role of leadership in
community based ECCE services was devised from the vignettes depicting the
actual on the job activities of leaders in both governance and practice. The
vignettes were used to gain further insight into the leaders inner thinking and
decision making processes. Four in depth vignettes were included which were
accessed through one day diary records, two which profile the day of a
Manager/Leader (Appendix: 8) and two VMC members (Appendix: 9). Participants
were from a mixture of urban and rural services and were keen to reflect on their
current leadership practice. They welcomed the opportunity to self evaluate within
a supportive climate in which pseudonyms were provided for them. The purpose of
including vignettes was to capture highlights of ECCE leadership roles,
responsibilities, functions and decision making being enacted using the diary
record to record the sequence of events. Participants were encouraged to record
sequences involved in their day to day activities including the people they interact
with such as the VMC, staff, parents, external agencies or community
groups/services. Recording into the diary encouraged them to identify particular
instances, events, activities or critical moments throughout their day where they
were aware of using particular skills or leadership knowledge. The participants
involved in the vignettes and the early childhood context in which they worked are
described in Chapter 4.
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3.3.1: Telephone Interviews
Follow up telephone interviews with participants who completed the ‘day in a life’
diaries were conducted as part of this research’s methodology and were planned
to have discursive, narrative interviews which would further explore participant’s
ideas of leadership. Interviews are widely accepted as an approach which is
adaptable while placing an emphasis on listening to people while they depict how
they understand the world that they live and work in (Ruben & Ruben, 1995).
Participants who agreed to take part in the interviews were contacted to make
arrangements for a suitable date and time. Qualitative researchers often select
their participants to ensure in depth rich information (Glesne.1999). The telephone
interviews added breadth and depth to the data collected in the ‘day in a life
diaries’ so that as much information as possible could be collected when looking at
the issues that were central to this research. During interviews epistemological
positions of the participants engaged in the process become apparent through
meaningful interactions (Glesne, 1999: Seidman. 1991) and knowledge was
gathered through collaboration with the interviewer. The language used by the
interviewer and participants shaped the nature of the data collected, how
interpretations were made and allowed the researcher to engage deeply in
participants’ experiences so that the end result was a shared understanding
between interviewer and participants of data collected (Burgess- Limerick &
Burgess-Limerick. 1998).
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3.4: Ethical Considerations
Ensuring respect for the rights and dignity of participants and upholding the
professional integrity of the researcher and research community is according to
Connolly (2003) the fundamental ethical principles for conducting research. These
principals provided the researcher with a framework to consider any ethical
implications of the research (British Educational Research Association (BERA),
2004; Connolly, 2003). A cover letter (Appendix: 3) distributed with the
questionnaire assured participants that their participation in the research was
entirely voluntary with the right to withdraw at any time without comment or
penalty. In addition the letter gave assurances of anonymity and confidentiality and
assured participants that data collected would be stored securely in a locked filing
system and/or on a password protected computer. In the vignettes pseudonyms
were used for individuals and care was taken that no centre or respondent could
be identified. Ethical approval prior to commencing the research was submitted
and granted by the SUC MA Ethics Committee (Appendix: 32). Participants were
informed that that data obtained would remain anonymous and may be used for
future publication. All participants were informed that on completion and
submission of the research a copy may be obtained by contacting the researcher
directly. The researcher endeavored to ensure that the research was carried out in
an honest, unbiased and impartial manner. Limitations of both a personal and
procedural kind are acknowledged in subsequent chapters in order that readers
can make informed opinions regarding the validity and reliability of the research
findings.
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3.5: Conclusion
In conclusion, this chapter discussed a mixed method design that engaged the use
of data collection through desk review, questionnaires, vignettes and phone
interviews. Finally, steps were taken by the researcher to ensure ethical principles
identified were upheld. Throughout the process efforts were made to ensure the
validity of the research, including having an external person validate input of
contents of the questionnaires and vignettes. Confirmation and validity of the
findings was also achieved by having an academic lecturer read the vignette
transcripts, questionnaire results and data analysis, and subsequently provide
feedback.
Having identified the methodological approach taken in this research, the following
chapter will present, analyse and discuss the main findings.
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Chapter 4: Research Findings, Analysis and Discussion
4.0: Introduction
This Chapter provides an overview of the research main findings arising from a
survey carried out among three groups within the childcare sector (1) Manager/
Leaders (2) Voluntary Management Committee Members (3) Support Agencies
represented on the board of RCCC. The results of the findings are provided in
graph and text format, and have been incorporated into the analysis and
discussion while drawing on other research for comparison where appropriate.
Direct quotations will be shown in ‘italics’. Afterwards, conclusions will be drawn,
limitations of the study identified and recommendations put forward.
The surveys were distributed in a hard copy format among a range of community
not- for- profit childcare services in the County, 28 to manager/ leaders
(Appendix:4) with 89% (n=25) responding and 84 to VMC members (Appendix:6)
with 40% (n=33) responding. As VMCs work in a voluntary capacity this may
explain the lower response rate in this category. Questionnaires (Appendix: 7)
were also completed by agencies (n=7) represented on the board of RCCC. Three
other stakeholders, Pobal who administer the funding on behalf of the DCYA,
RCCC who co-ordinate the delivery of the national childcare programmes locally
and the Vocational Educational Committee (VEC), the local training agency also
received and responded to the same questionnaire.

40

4.1: Findings and discussion from manager/ leaders & VMC members’
surveys.
The following questions were asked of the manager/leaders and VMC participants
and are analysed together for comparative purposes.
What type of ECCE setting are you employed in/member of a VMC
Manager/ Leader

Voluntary/ Committee

44% (n=11) of respondents classed as manager/ leader work in facilities providing
full day care, with 40% (n=10) working with facilities providing sessional care and
part time and afterschool both with 8% (n=2). Of the 33 VMC respondents, 52%
(n=17) are involved with facilities providing full day care, 39% (n=13) are involved
with facilities providing sessional services, 6% (n=2) are involved in part-time
services while 3% (n=1) are in afterschool. In previous research carried out in
2002 among childcare facilities, i.e. 13 facilities (smaller number of facilities in
county), contrasting figures came to light, i.e. 70% of facilities described
themselves as sessional, with only 25% describing themselves as full-day care
(RCCC, 2002).
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Gender of participants
Manager/Leader

Voluntary/Committee

96% (n=24) of the manager/ leader respondents are female, with only 4% (n=1)
male. This represents a 2% increase in male participants from previous research
carried out in June 2011 (RCCC, 2011) however in Norway the figure is heading
towards 20% (Irish Times, 2011). 82% (n=27) of those involved with the VMCs
are female, with 18% (n=6) male. In a briefing paper to the Irish Congress of
Trades Unions (Davis, 2007) one of the 13 recommendations advocated that
young men through schools career guidance counsellors would be encouraged to
consider childcare as a profession. In some countries such as Denmark targets
(EC, 2013) have been set to recruit men into the area of ECCE, however the
sector in the European Union has remained at between 2 and 3% for the male
workforce with the exception of Denmark (8%) and experts agree that the number
of men working in the sector should reach 10% in order to break gender
stereotyped perceptions (EC, 2013).
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The difference between the female/ male ratio for practitioners and volunteers in
the childcare sector would appear to arise from the fact that, while males represent
a small minority of those working in childcare, historically a larger number would
be involved with management committees, including childcare services.
Age Profile of Participants
Manager/ Leader

3
12%

2
8%

1
4%

Voluntary/ Committee

5
15%

18-25

1 1
3% 3%
7
21%

26-30
6
24%
9
36%

45-55
4
16%

55+

26-30
31-35

31-35
36-44

18-25

36-44

9
27%

45-55
10
31%

55+

In general, the age of participants among manager/ leader and VMC respondents
reflected a similar trend. The vast majority of those responding were aged over 30
years with 88% (n=22) of manager/ leaders and 94% (n=31) of VMCs. The age of
managers/ leaders reflects the requirements imposed by many childcare facilities
that the manager/ leader should have a minimum length of childcare, management
and leadership experience (DCYA, 2012). Moreover, services that employed Preschool Leaders, who were graduates of bachelor degree ECCE programmes with
3 years’ experience working in the sector, and where all Pre-school Assistants
held a nationally accredited major award at FETAC Level 5 (or equivalent) in
childcare or ECCE were paid at a higher rate under the ECCE scheme (DCYA,
2013).
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This drive for a graduate led workforce with experience which is often only
achievable by those working in the industry for a minimum number of years
reflects the current ECCE scheme requirements in the age profile returned.
Among VMC respondents, the age reflects the fact that many of those involved in
the management committee of community-based childcare services tend to be
drawn from parents of current, or previous, children attending the facility.

Number of years as employee or volunteer in ECCE Services
Manager/ Leader
3
12%

Voluntary/ Committee

4
16%

5
15%
0-2

5
20%

3
12%

3-5
6-10
11-15
16-20

5
20%

5
20%

8
25%

2
6%
1
3%

0-1
1-2
2-3
3-5
5-7

3
9%

4
12%

20+

7-10
10-12

6
18%

4
12%

13+

The range of years spent as an employee or VMC member within a childcare
service was distributed widely among a variety of age groups. 25% (n=8)
respondents stated they are less than a year in their role on VMCs.

‘Parents only get involved because their child is attending and move on when their
child leaves leaving it difficult to have continuity’.
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Among manager/ leaders, there was an even spread of years spent as an
employee, ranging from 0-2 years to 20+ with 72% (n=18) working in the sector for
more than 5 years. Siraj-Blatchford, Sylva, Taggart, Melhuish and Sammons
(2007) found through their intensive case studies of practice across the English
foundation stage in early years education that, in Centres where children’s social,
emotional and cognitive development was enhanced strong leadership and a long
serving cohort of staff (over three years employed in the Centres) was evident.
Moreover, this type of leadership is characterised by team planning, an emphasis
on valuing adult-child interaction, a focus on education and the curriculum, and
supporting staff (CECDE, 2007). In contrast, 67% (n=22) of those involved in a
VMC capacity had been involved with the childcare sector for 5 years or less.

This would reflect anecdotal evidence among childcare committees that the rate of
turnover on the VMCs is high, with the majority of members being drawn from
parents of children currently attending the facility.

‘I am only a voluntary parents’ committee member while my
Child is in the crèche – this is not a professional career for me’.
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Did your educational qualifications prepare you for your leadership role?
Manager/ Leader

Voluntary/ Committee

9
36%

14
42%

Yes

No
16
64%

19
58%

Yes
No

There is a difference in attitude between the manager/ leader and VMC
respondents regarding the role of education in preparing a person for leadership.
64% (n=16) of manager/ leaders stated that they believe education does prepare a
person for leadership. In contrast only 42% (n=14) of the VMC respondents agree.
The ECCE scheme sought to have leaders of ECCE services deliver high quality
services by engaging with Síolta, the National Quality Framework (CECDE,
2006b), while at the same time continuing their own professional development to
ensure they met the requirements of their role as leaders of ECCE services
(DCYA, 2010).
‘I have experience with children as I have 5 children of my own but
I see where you now need your qualifications in childcare ’
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Early years educators were expected to deliver a strategy adopted by the
government with the development of the workforce development plan (Urban,
2006, Moss 2010; Miller 2008) while linking quality and profession which was to
lead to a graduate led workforce in the sector (CECDE, 2006b; DES, 2010).
However, Moss and Dahlberg (2008) warned that the introduction of this strategy
in relation to the workforce could lead to a ‘technician’ model of practice whereby
leaders of ECCE would conform with the role of practitioner as recommended in
the standards of such frameworks. Academic education at levels such as FETAC
level 5 and 6 therefore may not support critical reflection abilities considered
necessary for professional leadership practice according to McMillan (2009).
‘I was not prepared for managing staff
after completion of my accredited course’

Critical reflection which supports and challenges assumptions about practice has
been stated as being a key factor in effective professional development (Cable
and Miller, 2008, Dalli, 2008, Miller, 2008, Duignan, 2007, Lloyd and Hallet, 2009,
Miller, 2008, Osgood, 2006) and is important when gaining a deeper
understanding of theoretical knowledge and skills which advance quality practice
in leadership in ECCE (Brock, 2006, OECD, 2006).
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Brock (2006) supports a model of professionalism which is having a body of
knowledge, engaging in ongoing education at higher levels, gaining practical
experience, while developing a myriad of practical, interpersonal, intrapersonal,
critical thinking skills and networking with other ECCE practitioners that share
common values and a vision for the sector.

‘Support and Supervision training was excellent; however it is essential that you
have someone you can call on for advice and support also’.

Moreover, McMillan (2009:228) affirms that graduate courses which promote the
use of reflective practice empower graduates to be ‘more acutely aware’ of gaps in
their skills and knowledge base, while students undertaking competency based
vocational programmes may over estimate their competency. Leadership requires
reflective practice and this skill is fostered by programmes in ROI at level 7 and 8
(NQAI, 2003) the National Qualification Award Framework (NQAF). This standard
of education required for an early years educator in a leadership role is supported
further by DES (2009a) and an analysis of this role as promoted by the ECCE free
preschool year scheme has been undertaken by the Department of Education and
Science (DES, 2009a). However, while a lot of focus in research literature is on
the leadership skills of practitioners working directly with children there is a gap in
literature which promotes and advocates leadership on VMCs therefore there is a
need to include leadership theory and advocacy into any training programme
being delivered to this sector.
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‘When I took on the role of chairperson, I needed the help of agencies with
experience in supporting volunteers on childcare management committees,
There is no course that could have done that for me’.

The views expressed here by the Chairperson of a VMC support the model for
multi agency working (Harris, 2002; Muijs et al, 2004; NCSL, 2006). Despite the
introduction of the ECCE scheme requirement for leaders in ECCE, the serious
lack of programmes specifically dealing with ECCE leadership development
suggests that ECCE leaders were considerably under prepared for their complex
leadership role in a rapidly expanding sector.

‘I had only FETAC level 5 which on its own would not have prepared me
for my leadership role. However, I also have a background in business and office
management which I felt was more beneficial to me’.
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Do you believe leaders are born or made?
Manager/ Leader

Voluntary/ Committee

4
16%
10
40%

5
15%

14
43%

Born

Born

Made

Made

Notsure/Both

Not sure/Both

11
44%

14
42%

There is a significant difference between the attitude of manager/leaders and VMC
respondents regarding whether leaders are born or made.
Only 16% (n=4) of manager/leaders stated that they believe a leader is born,
compared to 43% (n=14) of VMC respondents, suggesting that managers/leaders
do not agree with the trait theory of leadership (Allport and Odbert, 1936).This
appears to reflect a similar approach to the previous question, where VMC
respondents gave education a lower rating of importance regarding its role in
preparing a person for a leadership role.
A similar percentage of respondents from both groups stated that they believed
that leaders were made. However, the number of respondents from the
manager/leader group that stated they were unsure 40% (n=10) as opposed to
15% (n=5) of VMC respondents was considerably higher.
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Did you receive any formal leadership training before you assumed your
current leadership role?
Manager/ Leader

Voluntary/ Committee
7
22%

10
40%

15
60%

Yes

Yes

No

No

25
78%

40% (n=10) of manager/leader respondents stated that they have had formal
leadership training. This is in contrast to only 22% (n=7) of VMC respondents.
While the workforce development plan (DES, 2010) and the ECCE free preschool
year (DCYA, 2013) requirement aspire to a graduate led workforce in the sector
(CECDE, 2006b; DES, 2010) the focus is on the personnel working directly with
the children with no reference to how this would further support the leadership
skills of VMCs who make up approximately 50% of the current employers of ECCE
services (RCCC, 2012). Therefore, any future programmes aimed at developing
the ECCE workforce must also consider the professional development and support
needs of VMCs.
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Most important skills essential for leadership role through education and/or
practice/experience in community based ECCE services
Manager/Leader

Voluntary/Committee

The three most important skills identified by manager/leader respondents were (1)
being able to inspire and motivate staff 21% (n=16), (2) ability to communicate with
parents 16% (n=12) and (3) be accountable and act as an advocate for children,
families, staff, ECCE profession and local community 16% (n=12.) When asked if
they would like to add other skills to the list provided in question 18 of the
questionnaire, respondents listed other qualities such as brainstorming,
empowering staff, understanding the learning styles of Vak (Fleming, 2012) &
Honey & Mumford (2006), ensure that staff & parents adhere to services policies &
procedures, ability to adapt your leadership style to situation, ability to cope with
change and being a creative thinker. The manager/leader comments correlate with
research indicating that a learning style is affected by an individual’s traits such as
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personality, temperament, sensory processes, cognitive styles, and age (Kolb,
1984; Kiersey, 2000; Honey & Mumford 2006; Fleming, 2012).
The three most important skills identified by VMC respondents were (1) be
accountable and act as an advocate for children, families, staff, ECCE profession
and local community 15% (n=14), (2) understanding community development &
VMCs 11% (n=11) and (3) set & communicate goals for the team and inspire and
motivate staff 11% (n=11.) When asked if they would like to add other skills to the
list provided in question 18, respondents listed other qualities such as patience
(lots of it), conflict resolution, good listener and flexibility to adapt and change to
national programmes.
How was your leadership skills developed?
Manager/Leader

Voluntary/Committee

Among both groups, the main methods by which they developed their leadership
skills were observing (n=15), continued professional development (CDP)
opportunities (n=15) and experience (n=23), with the latter being regarded as the
most important.
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It should be noted that the answers provided above reflect the range of supports
actually available to both groups in the development of their leadership skills.
‘I love when the local CCC meet with us in our service and provide us
with opportunities to try out new things’
However, in contrast another respondent stated:
‘I have no one to support me in my role’.
Observing and experience are available to all on a regular basis, with CPD being
available to those working within the sector. Mentoring did not appear to be
availed of on a regular basis by either group, therefore having a lesser impact
upon the development of leadership skills. However, the Pobal census (2012)
which is an annual beneficiary survey submitted anonymously by ECCE services
nationally reported that out of a return rate of 94.44% from services, an overall
national rating of 88.36% satisfaction with supports such as training and on site
mentoring visits provided by the local CCC was cited (Pobal Census, 2013).
Moreover, research by Fixsen (2005, 2009) and Metz & Bartley (2012:11) while
discussing the value of onsite coaching and mentoring states that ‘substantial
research in the field of implementation science provides clear evidence that
training alone does not ensure development or change of practice and that
coaching is proven to be instrumental in the implementation of new learning to
practice’.
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Are you a member of any professional organisations, networks or forums?

68% (n=17) of respondents stated that they are a member of or sought support
from a professional childcare organisation (Appendix: 24) while 32% (n=8) were
not. A number of respondents were members of more than one organisation.
Mentoring and support is available from a number of agencies and organizations
(Appendix: 25), however the main support organisation at local level appears to be
the local county childcare committee.
Name 3 personal qualities which you believe are essential for effective
leadership
The top three qualities listed (Appendix: 26) by manager/leader respondents as
being essential to effective leadership were (1) communication and listening skills,
(2) planning, vision and decision making and (3) confidence and assertiveness,
while the top three qualities listed by VMC respondents were (1) communication
and listening skills, (2) ability to work with others and (3) fairness, empathy
honesty and respect for others. Understanding leadership and actually leading are
two different things according to Maxwell (2007) and some of the key attributes to
being a good leader include, vision, courage, charisma, willingness to keep
learning and problem solving.
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Name 3 factors that contribute to ineffective leadership
The factors listed most (Appendix: 27) by listed by manager/leader respondents as
contributing to ineffective leadership were (1) lack of vision and planning skills, (2)
laziness and lack of motivation and (3) lack of communication and listening skills
while the top three qualities listed by VMC respondents were (1) being selfcentered and egoist (2) lack of communication and listening skills and (3) laziness
and lack of motivation. In a study to determine if there were differences in
emotional intelligences between effective and ineffective leaders (Kotzé and
Venter, 2011) found that ineffective leaders scored lower on areas such as
problem solving, self-actualisation, empathy, stress tolerance and optimism while
staff reluctance and unwillingness to change could be one of the major internal
challenges to leadership (Aubrey, Godfrey and Harris, 2013).

In your opinion what is the difference between a Leader and a Manager?

VMC Responses
When asked to give their opinion regarding the difference between a leader and a
manager, the vast majority of VMC respondents described the leader in terms of
inspiration and motivation, while the manager was described in more operational
terms, practical, manage people and deal with paper work (Appendix: 17).
‘A leader is someone that may not take on a role on a committee but can be a
vital part in the community, manager can be very good in their own right but a
good manager should also be a good leader’
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Feedback from respondents to this question concurs with research by Nupponen
(2005) and CECDE (2007) that being a leader and being the manager who coordinates day to day activities of the ECCE service are not the same but neither
are they mutually exclusive roles and are inherently connected.

‘A leader is someone that may not take on a role on a committee but can be a
vital part in the community, manager can be very good in their own right but a
good manager should also be a good leader’

Manager/Leader Responses
Responses from the manager/ leaders referred to leaders in terms of vision, while
managers were described in more practical terms, e.g. administrative, managing
staff and finance (Appendix: 20).
‘The manager's job is to plan, organise,
co-ordinate and lead people, the
leaders job is to inspire, motivate and lead people.
Leadership and management must go hand in hand’

This question may have confused respondents as some respondents (n=13) did
not appear to correlate leadership with their role, but appeared to focus on being a
leader in the room with the children or a leader managing the overall service.
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‘A manager has overall responsibility while a
leader manages the preschool session’.

Everyone is a leader or has leadership potential (Hall, 1996).Through
engagement, mentoring, networking, and collaboration the leadership skills of
every early childhood educator can be strengthened. Building on the principal of
power for rather than power over, Hall (1996) believes that the ECCE sector can
strengthen its capacity from the inside out. Such an approach would have a
greater effect within the sector in the long term. Upon conducting a literature
review of leadership and management, the research concludes that leadership
and management are two distinctly different functions in organizations but have
some similarities (CECDE, 2007 & Nupponen, 2005). Moreover, if organisations
are to be successful, both managers and leaders are needed and if both are
effective the organisation has a dramatically better chance of achieving its goals.
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4.2: Questions specific to the Voluntary Management Committee

The following questions were asked of VMC participants only.
What is your current role on the ECCE Voluntary Management Committee?

The majority of VMC respondents are fulfilling a specific officer’s role within the
organisation, e.g. Treasurer 21% (n=7), PRO 3% (n=1), Secretary 22% (n=7),
Staff Liaison Officer 9% (n=3) and Chair 18% (n=6). The remaining 27% (n=9)
responded primarily as committee members or parent representatives on the
committee.
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Are you a company director of the service?

64% (n=21) of those responding stated that not only are they a member of the
voluntary management committee, they are also a company director.

Have you or your VMC had any training/support/mentoring to help you in
your leadership role on your VMC?

56% (n=18) of VMC respondents stated that they had training to help them in their
leadership role. 44% (n=14) stated they have had no training. It is evident that a
variety of training, coaching and mentoring is available to VMCs (Appendix: 28).
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However 44% of respondents stated that they had no training which may be as a
result of the annual turnover of VMC membership. The local CCC could address
this by requesting an annual listing of VMC membership for all community based
ECCE services, and provide VMC induction training to all new members, however
there is no obligation on services to provide this information and no onus on VMCs
to attend such training as part of their funding criteria. As with other disciplines, a
CPD certificate should be available whereby on attendance at training VMCs
members would receive a certificate of CDP hours as part of a training
programme.

How many hours volunteering on average do you provide each week to the
running of your local ECCE Service?

The majority of VMC respondents, 91% (n=30), stated that they volunteer 5 hours
or less per week with 9% (n=3) volunteering 6 hours or more. Lack of evidence of
the contribution of leadership within the voluntary ECCE sector has meant that the
levels of activity of this sector have been difficult to quantify and as a result a
corresponding economic contribution figure has been difficult to calculate.
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However, in a study carried out on the economic contribution of volunteers of
VMCs in ECCE, Cafferky (2007) calculated that one volunteer giving just 3 hrs per
week at an estimate of €50 per week was equal to approximately €2,300 per
volunteer per year. It is therefore safe to assume that based on the number of
voluntary hours given above in this study that if these volunteers were to be
replaced by paid workers today the amount to the exchequer would be enormous.
The findings of this study is consistent with the earlier findings of Cafferky (2007)
where she deduced that the time and expertise that these VMC members give to
manage what in effect is a business must be recognised for the economic and
leadership contribution to the voluntary ECCE sector, a sector which is embedded
in the principles of community development at a local level.

Would you recommend volunteering and if yes why?

Over 90% (n=28) of voluntary/ committee respondents stated that they would
recommend volunteering to others (Appendix: 14).
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Since January 2012 to May 2012 Volunteer Ireland (2013) and local volunteer
Centres have registered over 34,000 volunteers and are contributing over 1 million
hours of their time to valuable community projects and charities. Many of the
respondent’s comments referred to in this study relate to intrinsic motivation and
concur with a leadership model by Scouller (2011).

‘I believe that volunteering is the glue that keeps
the community together and I have
learned how to manage a business’

What aspects of an early childhood leadership role do you believe contribute
most to sustainability of your community-based ECCE service?

The highest rated attributes that respondents referred to were entrepreneurial
(n=17), community (n=16) and administrative (n=15). The two ranked least among
the options were pedagogical (n=8) and advocacy (n=7).
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In this study VMC respondents referred to their governance role and their
responsibility for ensuring the sustainability of the service. However the
administrative work associated with the running of a service was highlighted and
the need for leaders to have skills in managing a business.

‘Paperwork is cumbersome for a small
committee that cannot afford a manager
and this takes a lot of time for us’

However in studies referred to by Siraj-Blatchford and Manni (2007) and Rodd
(2006) the need for leadership and administrative skills in addition to pedagogy
and curriculum leadership was highlighted. Therefore it may be beneficial to learn
from the Australian model ((ACECQA, 2011) and consider appointing an
educational leader in addition to a part time clerical post to support VMCs in their
administrative role.
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What special attributes or skills do you bring as a volunteer to your local
ECCE Committee?
When asked what special attributes or skills they bring as a volunteer to the local
ECCE VMC, the majority of answers related to areas such as experience in child
welfare and development, leadership, commitment, passion for the role,
organisational and communication skills. Problem solving, training in specific skills
such as medical or financial training and having a business acumen was also
referred to. Other skills such as being a parent and having an awareness of
children's needs were cited as important. Experience in community development,
with the ability to draw on people locally to support the facility was viewed as an
important skill.
What motivates you to continue to volunteer your time to run and develop
your early years' community based service?
When asked what motivates them to continue volunteering the majority of
responses from the VMC members related to areas such as a vision of the
community, continuity of service, enjoyment, my own children attend and pride of
place (Appendix: 16).
‘A vision of what our local children are entitled to in our community
and a belief in
what we can achieve as volunteers’
’
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In the past decade the environment in which community based ECCE services
operate and the policy changes (DCYA, 2013) under which ECCE leaders work
has changed with a new intensity. From respondent feedback above, it is clear
that the greater good is their goal and the development of people and community
services is of equal importance to performance.
‘Belief in the service, progress made by employees
in terms of education and training, support from
agencies and caliber of members’
Members of VMCs who participated in this research are clearly intrinsically
motivated and the results suggest that their values are consistent with the
definition of intrinsic motivation as described by Noels and Clēment (1999).
Moreover, leadership as explained by Rodd, (2006), {cited in McMillan (2008)} is
consistent with Blanchard’s (2009, p2) vision of leadership where he defines it as a
process of achieving worthwhile results while acting with care and fairness for the
well-being of all involved and states:
‘It’s only when you realise that it’s not all about
you, that you begin to lead at a higher level’.
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What ongoing supports are available to your Voluntary Management
Committee in fulfilling their corporate governance and employment law role?

The range of supports available to VMC’s is varied ranging from local support
agencies to fundraising events and legal advice.
County supports

National supports

Other

RCCC, HSE, RCEB,

Pobal, DCYA, Department of

Parents fundraising

FÁS, RCC, CDB, VEC,

Social Reform, HSE, ECI,

events, Tenants

RLP

NERA, ECCE Scheme

Association, Planning
and Citizens
Information, Solicitor

What issues face you as a volunteer on a voluntary management
committee?
In general, time, funding, decision making, human resource management and
succession planning were the main issues facing volunteers of a VMC (Appendix:
18). The issue of recruiting and retaining people with the necessary skills that
support the work of a VMC is one of concern for the sector.
‘Succession and trying to bring the right people on board who possess certain
business acumen (we must remember that preschool committees are made up of
people (Mammy & Daddy)some of whom come from disadvantaged areas’
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External regulatory and funding authorities require VMCs to respond to external
influences on a day to day basis with regard to decision making and operational
processes. VMCs are increasingly required to adopt management practices similar
to that of a small business as cited in the Roscommon childcare providers
networks report (RCPN, 2012) and are required to comply with Company law and
HSE preschool regulations (2006). Findings are consistent with research that
shows that the relationships voluntary organisations enter into are vitally important
to their long term sustainability and future development.
However, it is clear from the issues facing VMCs that at times it appears that in
order to receive ongoing government funding there is an expectation of the role
which the voluntary organisation must fulfil within the community on behalf of the
funders. (Donnelly-Cox 1998; Donnelly-Cox, Donoghue and Hayes 2001 and
Donoghue 2002).

What do you see as your current/ future leadership development and
training needs/ supports?

VMC Responses
The vast majority of respondents stated that training is important for their own
needs and those of the VMC, particularly from the local County Childcare
Committee.
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Items of most importance in this regard were HR support, training for company
directors, training in ECCE curriculum, national quality frameworks, HSE
regulations and training to ensure the committee and staff can keep up to date
with developments and regulations in the ECCE sector.
‘When I took on the role of chairman I had no committee experience. I got involved
initially because my daughter was attending the service. I was totally out of my
depth but the CCC helped me find my feet’.

Manager/Leaders Responses
When asked about their current and future needs regarding leadership
development, most referred to training and up skilling in areas of management of
staff, financial returns, dealing with VMCs, implementing a curriculum and
implementing change (Appendix: 22).

‘I would like ongoing support with HR issues and staff management’

Professional development of the ECCE sector has been associated with improved
development outcomes for children (Melhuish et al, 2006, Sylva et al 2004). Often
the most difficult aspect of a leader’s role according to O’Sullivan (2003) is that
inevitably at some stage the leader will be unpopular with staff. Maintaining
standards, introducing change, setting targets, managing conflict, conducting
appraisals and implementing grievance and disciplinary procedures sometimes
contribute to the staff’s view of their leader which may not always be positive.
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‘Specific leadership training would be beneficial
in dealing with staff and VMC’

The leader must remain focused on their leadership role and not lose sight of their
main priority which is the care and education of the children in the service
(O’Sullivan, 2003). The ROI ECCE workforce has made a commitment to
becoming appropriately qualified (DCYA, 2012) for what is a demanding and
challenging career choice and ECCE leadership has a key role to play when
recruiting and retaining staff. According to French and Murphy (2005) the
disposition essential for professional leadership practice within ECCE services is a
combination which involves sensitivity and empathy, with the ability to be objective
and understand the value of thoughtful interactions. The need for self-reflection
where ECCE services operate in a complex external social environment (BerginSeers and Breen, 2002) and implementing effective leadership frameworks as a
starting point to ensure quality is, according to Nupponen (2006a, 2006b) needed.
However she concluded that training and experience in business management
and leadership is also required, to ensure the competence of ECCE leaders are
enhanced. While it is clear from the responses above that managers/leaders
would like CPD opportunities, RCCC in their half yearly report (RCCC, 2013) state
that while services requested small group support with the implementation of
Aistear (NCCA,2009) and Síolta (CECDE,2006), they did not always avail of this
support when it was made available.
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There is anecdotal evidence to suggest that this may be as a result of some
services not having the resources to allow for time out for staff for this professional
development, not having relief staff and not having non contact time for their own
professional development.

4.3: Questions specific to Managers and Leaders
The following questions were asked of manager/leaders participants only.
Does your job description reflect the leadership role you currently work in?

78.3% (n=18) of respondents stated that their job description reflects the
leadership role currently held by the employee. However, it is interesting to note
that over 20% (n=5) stated that the job description does not reflect their current
leadership role. Respondents were encouraged to submit their current job
descriptions with their completed questionnaire. There was evidence that 67% of
the job descriptions received (n=19) had not been updated in line with recent
developments and did not have leadership responsibilities clearly identified.
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‘My job description was given to me 8
years ago and has not changed to reflect my current responsibilities’

Leadership responsibilities such as support and supervision, reporting child
protection concerns, advocacy and working in partnership with external support
agencies were not reflected adequately within the roles and responsibilities
outlined in job descriptions. In order to highlight the need for ECCE leadership to
be entrenched in job descriptions and in light of recent Primetime (2013)
revelations which reported poor management practices and lack of leadership,
sample job descriptions for both a senior early years educator (Appendix:10) and
assistant early years educator (Appendix:11) were devised as part of this
research. The sample job descriptions are intended as a tool for ECCE services
who may wish to update their current ECCE job descriptions and reflect current
leadership and reporting responsibilities in relation to child protection (DCYA,
2011), advocacy and responsibilities regarding support and supervision of staff.

What motivates you to continue working in a leadership role in ECCE ?
When asked what motivates (Appendix: 19) them the majority of respondents
referred to job satisfaction, responsibility and enjoyment of working with children.
‘I believe in ECCE and want to lead a
team who feel as passionate as I do about this field’
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Intrinsic (love of community or job satisfaction) which leads to high quality learning
and activity (Ryan & Stiller, 1991) and extrinsic (pay or suitable working hours)
motivation (deCharms, 1968) is evident among the responses with intrinsic
motivation being the most common factor cited by respondents. In the main, most
people will share some motivational factors with regard to work and added to this
will be their own individual reasons for work and/or personal aims.
‘Up skilling and continue with training through FETAC modules’
However Blanchford (1994) cautions that if rewards are not forthcoming for good
performance then people will begin to lose their commitment and motivation.
Leaders can learn to maintain motivation of their staff if they understand that very
often it is their actions and behaviours that affect team motivation. Money, job
satisfaction, status, recognition, responsibility, security and meeting a need within
their communities are all common factors that motivate people (Buck and
Newstead, 2003).
‘I am motivated because I love my work and have a strong desire to work
with a staff team who appreciate and nurture each
individual child’.
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What supports are available to your Voluntary Management
Committee?
Supports ranged from management support to training, networking and
support from agencies and social media (Appendix: 30)..
What issues face you in your leadership role working in a voluntary
based ECCE service?
A variety of issues were mentioned regarding the challenges faced while
working in an ECCE leadership role. However, in general, the majority
referred to finance, time management, staffing issues, working for a VMC,
paperwork and the changing nature of the childcare sector (Appendix: 21).
‘Lack of understanding of the complex
funding and staffing of community run childcare facility’
Moreover, Brown and Sumison (2007) found that practitioners experienced
stress in relation to low pay and low professional status
4.4: Local interagency partnerships supporting ECCE Leadership
It is clear by the number of local agencies represented on the board of
RCCC and initiatives they are engaged with, that interagency collaboration is
integral to their work and concurs with research which suggests that
interagency working can specifically contribute to serving children and
families in local communities (Statham, 2011). Agencies described how they
worked together to deliver training, source funding and roll out initiatives in a
collaborative manner in response to local needs of the ECCE sector.
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An overview of the findings from the support agencies (Appendix: 23) is
provided and an analysis of responses are discussed here under five
themes.
Theme 1: Work support agencies carry out to support ECCE Leadership
The local agencies deliver training on child observations and child protection
and provide expertise where appropriate to support the local delivery of
workshops and professional development seminars. Peer support is offered
through the community manager’s forum and the provider’s network.
Training and mentoring in areas of staff support and supervision, VMC skills,
FETAC level 5 and 6 are also provided locally (RCCC, 2012).
Theme 2: Projects/Initiatives and ongoing supports to sector by local
agencies
Initiatives such as the social inclusion protocol (RCCC, 2012), Train the
Trainer, County play day (RCCC,2012), Síolta Quality Engagement Initiative
(RCCC, 2011) and delivering community employment schemes in ECCE
were among some of the local initiatives where interagency work was
evident at local level.
Theme 3: Challenges facing support agencies
Agencies described the shortage of volunteers willing to assume leadership
roles on VMCs and the annual turnover members of VMCs as a challenge
for continuity in running limited companies as well as funding to support local
ECCE initiatives. The lack of child minding regulations (Start Strong, 2012).
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was a cause for concern. The HSE described how their organisations value
system was sometimes not the same as the value system of the ECCE
services as the HSE had a wider brief across the lifetime cycle and had
statutory obligations in relation to child protection (DCYA, 2011). Agencies
stated that ECCE services did not always understand the roles and statutory
responsibilities of support agencies i.e. support agency vis-a-vis ECCE
services. Ensuring deadlines were met and that ECCE programmes
delivered through national funding programmes were child centred and
developmentally appropriate was cited as challenging. Agencies also
acknowledged the importance of maintaining a flexible approach while
supporting the sector.
Theme 4: Challenges which support agencies feel ECCE leaders face
Agencies cited that time to allot to certain administrative duties, staff
qualifications, composition and turnover of ECCE VMCs as challenging for
ECCE leadership. Governance and financial oversight was referred to as an
ongoing challenge for VMCs which agencies acknowledged were essentially
run by volunteers. Uncertainty of funding, constraints and rules of funding
programmes and associated administration work were acknowledged by all
agencies as being challenging for VMCs. Regulation of the sector in areas of
preschool regulations (2006), employment law (1994 & 2001) and health &
safety act (2005) which the sector had to adhere to were further challenges
for the sector. HSE Preschool & Environmental Health Inspections (DOHC,
2006) were considered challenging for services along with the current
waiting time to obtain garda clearance (DOHC, 2006) for employees. The
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area of human resource management was the area most cited amongst
agencies as being challenging for ECCE leadership.
Theme 5: Current/future leadership development and training needs of the
sector as identified by support agencies
As agencies closely involved in the delivery of local supports to the ECCE
sector, their opinion was also garnered on what they saw as the future
training needs of the sector locally. Governance, HR and committee skills
training for volunteers on local VMCs was also identified as a training need
to support services as viable community resources Motivational training,
company law, child protection training, support in change management,
monitoring, evaluating and providing feedback to staff were all areas
identified by the support agencies as essential when looking at the future
development needs of leaders in the sector. Support to staff progressing into
leadership roles was cited as being important for their ongoing professional
development and the need to be self-aware of the personal attributes and
skills required of leaders working with and supporting young children stated
one agency. Support for ECCE staff to have a career pathway with
appropriate salary progression was highlighted. Agencies further described
areas in communication with key stakeholders, time management,
organisational skills, knowledge and implementation of current legislation
and best practice guidelines as challenges in achieving the key skills
essential to effective leadership. In addition, one agency stated that the
Haase and Pratschke deprivation scores (2012) need to be considered with
a focus on value for money.
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4.5: Vignettes of Practice
The role of leadership will vary among services according to the context and
the needs of the service. Leaders may operate in a variety of environments
that demand different approaches, qualities and skills. The data below is
derived from the ‘day in a life diaries’ (Appendix: 8/9) and provide some
insights into a typical day of leaders (n=1) both from a practice and
governance (n=1) point of view. These stories provide a rich account of the
participant’s leadership experiences and illustrate how leadership is enacted
within a not-for-profit ECCE centre. The Vignettes give an insight into what is
involved in the day to day activities of a VMC member and a manager/leader
of a not-for-profit based ECCE service and the people they interact with
(other committee members, staff, parents, external agencies or community
groups/services), during their normal working day. By completing the day in
a life diary they relayed their perspectives through accounts of their day-today experiences and in addition, some reflected a broader orientation of
leadership through their work with professional bodies and local or national
agencies. It is clear from the vignettes that ECCE leadership is enacted in
many different areas. A mix of leadership, management and administrative
responsibilities emerged suggesting the existence of multiple leadership
roles across a diverse range of not-for-profit services. Leadership functions
were dependent upon the environment and circumstances of settings. The
size of the organisation, number of children catered for and staffing levels
appeared to influence the degree of delegation and distribution of leadership
duties. Technical functions were also influenced by the size of the setting,
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leaving many VMCs to deal with the administrative and HR functions of the
organisation, suggesting that a distributive leadership model (Harris, 2004)
was in place. Following are four vignettes, two of leader/managers and two
of VMC members and are derived from information received through
telephone conversations and ‘day in a life’ diaries completed

4.5.1: Introduction to the Leader/Managers.
Leader/ Manager 1 - Abigail
Abigail is a manager employed in a community based not-for-profit ECCE
centre in a rural area. The centre is run by a VMC made up of local parents
and community activists. The service received capital funding from the
government to purpose build its centre and employs 3 early years educators,
one which is currently employed through a community employment scheme
and another on an internship. There is also a staff member who carries out
administrative and kitchen duties and a part time cleaner. Maintenance work
is carried out by a volunteer. The centre manager reports directly to the VMC
while the centre manager supervises and manages the staff team. The
Centre operates the ECCE Free Preschool Year, the Community Childcare
Subvention Scheme and the Community Employment Training Scheme. It
caters for children from 2.5 years to 12 years of age and opening hours are
from 8am to 6pm. There is a preschool and afterschool room which
incorporates breakfast club, High/scope preschool session, full day care and
afterschool club. The afterschool club offers a wrap around service for local
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families including bus collection from the feeder primary schools. It provides
extracurricular activities as well as homework support. Nutritional meals
including hot and cold snacks are provided. Abigail began her career in
ECCE 13 years ago and has held an ECCE leadership role for the past ten
years. She holds a BA in Applied Social Studies from Galway, Mayo Institute
of Technology. When asked for her general observations on her role on a
daily basis Abigail stated that her staff liaison officer and local CCC support
her in implementing her leadership role and are available to her around the
clock. She discussed how she role models good practice and each team
member are aware of their role and her expectations in running a high
quality childcare centre. Abigail’s work consists of updating policies and
procedures and logging children’s development for end of year reports. She
discussed how policies and procedures for the afterschool service are
currently being revised and files updated, making sure that the centre is
compliant for HSE inspection. When discussing how they plan events, she
explained how they plan around children’s interests and are currently
devising a newsletter for parents and letters for parents around fees policies
for the coming year.
‘My local CCC always take the time to answer my questions, find courses for
staff or myself, and give me information and advice on all aspects of my
service. The HSE preschool services officer is also always available to me
and offers advice and information. With this help locally I feel more confident
in my role and always up to date and feel greatly supported’. We have a
shared vision and consult, plan and participate together’.
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Leader/ Manager 2 - Charlotte
Charlotte is a centre manager employed in a community based ECCE centre
in an urban part of the County. The centre is run by a voluntary management
committee made up of local parents and people within the community it
serves. It caters for 50 children at any one time. The centre employs 19 staff,
9 full time childcare workers, 6 part time childcare workers, 2 part time
cooks, a part time administrator, a manager and an assistant manager. They
currently have two part time workers on a TUS scheme. It operates the
ECCE Free Preschool Year, the Community Childcare Subvention Scheme
and the Community Employment Training Scheme. It is funded by the DCYA
to deliver these schemes locally. The centre is also funded by Pobal for 10
full time staff under the Community Service Programme. The centre caters
for children from 6 months to 12 years of age and opens from 9am to 6pm
delivering full day care, sessional and part time care. The centres rooms
consist of a Creche, Toddler room, Montessori room, 2 High/scope
preschool rooms and a vibrant and busy afterschool service. The centre
engages with the national quality framework Síolta and the curriculum
framework Aistear. Each childcare room has its own room leader and they
are responsible for the day to day running of that room and report directly to
the centre manager. The centre manager supervises all room leaders and
the assistant manager supervises the remainder of the staff. The centre
manager reports directly to the VMC and they are her main source of
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support in implementing her role. Roscommon CCC and the Preschool
Officer also support them locally.
Charlotte holds a FETAC level 6 in childcare along with a Health & Safety
qualification. Charlotte began her career in early childhood care and
education 15 years ago and has been in her current ECCE leadership role
for the past 6 years.
“My day is generally busy with a lot of interruptions. I enjoy my time on the
floor as I feel it keeps me in touch with what is going on downstairs and it
allows me to get to know the children. I feel it’s very important to be present
in the mornings and available to parents should they have any queries. We
get a lot of parents coming in for application forms and I like to show them
around and give them a feel for the service. I feel I use a variety of skills on
a daily basis and the diary reflects a small portion of the skills it takes to be a
manager/leader within an ECCE community based service”.
4.5.2: Introduction to the VMC Members.
Introduction to the VMC Member 1- Barry
Barry is director and chairperson of an ECCE community based VMC which
consist of local parents and people within the community it serves and has
been operational for 12 years in an urban area. It caters for 20 children at
any one time. The VMC employ 2 part time staff. It operates the ECCE Free
Preschool Year which is funded by the DCYA. The Centre caters for children
from 5 months to 5 years of age and opens from 9am to 12.30pm five days a
week. The centres consist of a preschool room and the local Parent and
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Toddler group also use the centre once a week. The Centre engages with
the national quality framework Síolta and the curriculum framework Aistear.
The leader reports directly to the VMC and they are her main source of
support in implementing her role. The local CCC and the HSE Preschool
Officer also support them locally. The VMC consists of a retired teacher,
local parents, health nurse, solicitor and the parish priest. Barry began his
association as a voluntary board member of the ECCE Centre 5 years ago
and has been secretary of the ECCE Centre voluntary management
committee since 2012. He is involved in leadership activity both at national
and local level and enacts this through his involvement with various
organisations.

When asked for his general observations on his role on a daily basis and
challenges for him going forward, Barry stated
‘Training has done little to promote leadership according to Barry and there
is very little talk in undergraduate programme based training of the fact that
leadership involves working with not only your immediate team but other
external support agencies as well. Good leaders need to welcome the
involvement of external support agencies and should be willing to share their
expertise to promote the growth of others, they need to work closer with
funders and those in a support role for the benefit of the children and
continued growth of our sector’.
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Introduction to the VMC Member 2- Jackie

Jackie is director and chairperson of an ECCE community based voluntary
management committee which runs a centre in a rural part of the County.
The centre is run by a voluntary management committee made up of local
parents and people within the community it serves. The centre which is colocated in primary school grounds has been operational for 9 years and
employs 2 part time staff and an afterschool worker. It operates the ECCE
Free Preschool Year, the Community Childcare Subvention Scheme and the
Community Employment Training Scheme. It is funded by the DCYA to
deliver these schemes locally. The centre caters for children from 5 months
to 12 years of age. The rooms consist of a preschool room and a busy
afterschool service. The centre engages with the national quality framework
Síolta and the curriculum framework Aistear. The leader reports directly to
the voluntary management committee and they are her main source of
support in implementing her role. Roscommon CCC and the HSE Preschool
Officer also support them locally. The voluntary management committee
consists of a local teacher, accountant, social worker, community
development worker, architect and retired bank manager. Jackie began her
association as a voluntary board member of the ECCE Centre 8 years ago
and has been chairperson of the ECCE Centre voluntary management
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committee since 2010. When asked for her general observations on her role
on a daily basis and challenges for her going forward, Jackie stated;
‘Funding is not secure as it is based on the number of children enrolled each
year, therefore it is important that a focus is kept on financial projections with
our local CCC. We have great staff and wonderful families that support us
locally but I wish we could have funding to employ someone to do the
administrative work associated with a small company like ours’

It is clear that both leaders (Appendix; 30) and VMC members (Appendix: 31) use a
range of skills throughout their working day. These skills range from problem solving,
administrative, financial, child development, HR, interpersonal and conflict resolution
and distributive leadership model (Harris, 2004) is evident throughout. The
information derived from the day in the life diaries also concur with earlier research
by Waniganayake et al (2000) that the transition for many people into a leadership
role is a challenging one which requires mentoring and support.
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Chapter 6: Conclusion, Limitations and Recommendations
5.1: Limitations of Study
While this was an in depth study, it is limited because it is confined to one
county (Roscommon). However, the sample was similar to the general
ECCE workforce in Ireland, therefore findings can be generalised to a wider
geographic area. Further national research in the area of ECCE leadership
may validate the findings of this study. Limitations regarding the analysis of
data responses to open ended questions included the risk of subjectivity,
however where possible the researcher sought to present direct quotations
to overcome this. Analysis of data was not returned to respondents of the
questionnaires as their participation was anonymous, however, results were
externally validated which assisted with verification and gave a greater
validity to the findings. The questionnaires contained a large number of
questions so therefore respondents may have randomly ticked boxes to
complete it (Cohen et al, 2007).
Any method of data collection whether quantitative or qualitative can only
partly ensure credible research findings for the researcher. Interpretation and
synthesis are required and these can be judgment based (Walsh and
Gardner 2006). The study was open to a certain source of bias as the
researcher was working with and supporting the sector for many years. This
may have resulted in response bias in the questionnaires as the sector may
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have associated the researcher more with her employer rather than as a
standalone researcher. A number of measures were taken to minimize this
such as collating the questionnaire in a way that questions were posed both
negatively and positively, giving assurances of complete anonymity and
confidentiality to all who contributed in any way to the study and external
supervision of input of questionnaires and ‘day in the life’ diary data.
Currently, there is not a national database of all early years’ educators
working in ECCE services which made it impossible to issue a questionnaire
to all individual leaders in community based ECCE services. Therefore some
leaders may not have received a questionnaire as it was posted to the ECCE
centre in the hope that it would be circulated to all. In addition throughout the
research period the researcher was working full time. It would have been
preferable to interview greater numbers of leaders, however finding time to
coordinate this and the greater volumes of data that this would have
generated proved impossible.

5.2: Conclusion
Trying to elucidate the complexity of leadership is a daunting task that
continues to engage researchers. As the ECCE sector works to define itself,
it is vital that we strive for a greater understanding of leadership and
continue to look at ways to nurture leaders. This research is perhaps, a step
in that direction. Leaders in today’s ever changing global world of ECCE
need to be adaptable to external systemic issues. Recent media attention
(Primetime, 2013) has put the spotlight on ECCE and as a consequence
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expenditure and the need to re evaluate the quality of services delivered to
young children has had a renewed focus from all those working or involved
with the sector. The study shows that leaders are well able to articulate how
their style of leadership is enacted in their centre while acknowledging the
current economic climate.
The study has concluded that leadership in ECCE is not clearly defined
(Northouse, 2012; Scouller, 2011; Bush 2011; Harris, 2004, and Rodd,
2005). Leadership and management are two distinctly different functions in
organisations but have some similarities. Moreover, what is also evident is
that organisations need both managers and leaders to be successful and if
both are effective the organisation has a dramatically better chance of
achieving it goals. The study suggests that leaders need to work at their own
style, as no theory or model covers all aspects of leadership (Scouller,
2011). The importance of leadership within an early years context cannot be
underestimated because of evidence based literature that links early
childhood experiences with success in later life (EC 2011; Sylva; Melhuish;
Sammons; Siraj-Blatchford and Taggart, 2004; Melhuish, 2004a;
Schweinhart and Weikart 1997; Brooks-Gunne 2004; Rodd 2006, Taggart,
2007). The study highlights the need to pay close attention to curriculum and
pedagogy and the importance of having a designated educational leader in
this area. A strong vision, which can guide pedagogical decisions and a
shared approach to working with young children and families on how to
achieve best learning outcomes for children, will enable the educational
leader to unite a team that works towards a consistent approach in the
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implementation of a curriculum. Moreover, transition for early year’s
educators into a leadership role is challenging and needs ongoing support
(Waniganayake et al, 2000). The study recognises the complexities of the
role of leader in a community based ECCE service and highlights that
leaders in these services come from the voluntary management committee
as well as from within the staff team that work directly with the children. It
shows the breadth of experiences of leaders while reflecting on what skills
they believe is needed to work in the ECCE leadership role today. Despite
the ECCE scheme requirement for leaders in ECCE (DCYA, 2013); the
findings of this study suggest that that leadership, coaching, mentoring,
support and supervision of staff were not always linked to the ECCE
leadership role. Therefore, job descriptions may be brought in line with the
current needs of the sector giving responsibility for important aspects in
relation to reporting child protection concerns, support and supervision of
staff and providing leadership to other ECCE staff in the promotion of
improving the quality of children’s learning experiences. Partnership at a
national and local level between stakeholders can facilitate and nurture
young children’s learning through developing ECCE leadership and good
leaders will draw on every resource available to them to become better
leaders. The study further supports this model of partnership practice in the
early year’s context and acknowledges the barriers and benefits of working
as part of a voluntary management committee of an ECCE service.
Interagency working is becoming increasingly common internationally and is
regarded as improving the quality of services and support offered to children
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and families (Statham, 2011). Moreover, ECCE services which are effective
embrace external support, advocacy, local community involvement and work
in partnership with external statutory and non statutory agencies. The
research acknowledges the potential of parents and community activists in
being a powerful force in promoting all children’s learning. Research has
shown that the relationships voluntary organisations enter into are vitally
important to their long term sustainability and future development (DonnellyCox, 1998; Donoghue and Hayes, 2001; and Donoghue 2002). However, at
times it appears that in order to receive ongoing government funding there is
an expectation of the role which the voluntary organisation must fulfill within
the community on behalf of the funders.
Finally, what is clear from this study is that those working and volunteering in
the community based ECCE sector make an enormous commitment to the
profession. Despite the lack of reward and specific training for their
leadership role, they are keen to improve their levels of professionalism and
want to continue to implement national programmes as well as having an
influence in shaping future policy direction for the sector. Today’s ECCE
leaders want to have opportunities for continuing professional development;
however, training on its own will not be enough to be a proactive leader in
ECCE. This can be further achieved by having a theoretical understanding of
the concepts of leadership. This will enhance competencies for ECCE
leaders who would be able to both share leadership and take the lead when
required (Scrivens, 2002) and be advocates for young children and families.
This in turn will develop leadership models which support the delivery of
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national ECCE programmes in a partnership approach that are empowering
for local communities, staff, children and families.
System leadership may in the future give opportunities for ECCE leaders to
develop new models of business or services and work across centers to
share and develop their practice (Sharp, C; Lord, P; Handscomb, G;
Macleod, S; Southcott, C; George, N; & Jeffes, J, 2012).Leaders of the
future will welcome the development of links with outside agencies or
expertise to compliment their teams and will draw on every resource
available to them to become better leaders that will be adaptable to external
systemic issues in today’s ever changing global world of ECCE. The
challenge for leaders in developing models of system leadership will be to
look at the bigger picture in securing best outcomes for children and families,
to share trust and respect between professionals as well as between
professionals and service users whilst maintaining the quality of their own
centre’s services (Sharp et al, 2012 and Statham, 2011). Finally sustained
and co-ordinated leadership is needed from government to continue to
develop leadership in the voluntary ECCE sector.
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5.3: Recommendations
5.3.1: ECCE Educational Leadership
Build models of leadership that encourage empowerment and which
strengthen the role of the early childhood educator as individuals. Develop
leaders within the ECCE team who have qualifications in early childhood
education and required the knowledge of current ECCE research and
education theory. On broader terms, the educational leader should also be
someone who has an interest in reading widely and sharing information with
fellow educators, have an understanding of leadership theories, have access
to ECCE current research and have an innate desire to guide, listen, mentor
and coach others in reflecting on their practice with young children from a
range of backgrounds and abilities.

Recommendation: Appoint an educational leader within ECCE teams who
can be diverse, act as agents of change and be an advocate for children’s
rights. The educational leader should guide other educators in their planning
and reflection, and mentor colleagues in their implementation practices while
working with young children.
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5.3.2: Continuing Professional Development in ECCE
Policy makers implementing national ECCE programmes should look at
providing resources for the delivery of a national ECCE quality on site
coaching and mentoring programme incorporating leadership theory to
ensure educational leadership in the early year’s workforce going forward.
Identifying ECCE leaders’ qualifications, training and CPD needs through a
targeted CPD needs & skills assessment template (Appendix 12) is one way
to ensure that the programme is suited to individual ECCE leaders needs on
a localised basis.
Recommendation: A national roll out of a quality onsite training programme
combined with a mentoring/coaching element for ECCE leaders. The
programme should include theories of leadership with a focus on the early
year’s educator as researcher and advocate for children and families. The
programme should be linked to Aistear (NCCA, 2009), Síolta (CECDE,
2006), Child Care (Pre-school Services) (No.2) Regulations 2006 and the
Children First National Guidelines for the Protection and Welfare of Children
(DCYA, 2011).
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5.3.3: Support leadership training through accredited programmes
Assimilate leadership theories and competencies into all FETAC and ECCE
degree programmes. This will support the development of leaders who are
educated in child development, pedagogy, policy developments and
leadership theory and who can fill manager/leader positions, college tutor,
teacher training and advocate positions within the ECCE sector.
Recommendation: All ECCE accredited programmes to incorporate a
module on leadership theory and competencies.
5.3.4: Continuing Professional Development Scheme
A number of CDP days per year should be allocated within each ECCE
service and a national funding scheme introduced which services could
apply to for support.
Recommendation: Criteria should be drawn up for access to such a funding
scheme with clear CPD pathways as an outcome for successful applicants.
This CPD scheme should be available to ECCE staff and
leaders/management who work directly with children and the VMCs that
support the delivery of community based ECCE services.
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5.3.5: Develop a national database of the ECCE Workforce
While national agencies currently compile annual data on the ECCE sector
including staff qualifications, this data is collected anonymously without an
onus to provide documentary evidence of qualifications.
Recommendation: A national ECCE workforce database system set up
through each city and county childcare committee to record staff
qualifications. When completed the national database could inform funders
of gaps in ECCE training and continuing professional development
opportunities. Include support agency staff in the ECCE workforce database.
5.3.6: Voluntary Management Committee Leadership Programme
The nature of VMCs means that in some cases parents volunteer as
directors/members while their children are attending and resign their position
once their child moves to primary school. This has implications for continuity
of expertise built up on these VMCs and for training of new VMC members
on an ongoing basis. Committee management and leadership training
should be available locally on an annual basis for all VMCs with a
coaching/mentoring role built in at local level.
Recommendation: A national leadership training programme specific to
ECCE linked to funding criteria. The programme would combine a
mentoring/coaching element for VMCs that includes theories of leadership,
corporate governance, human resource management, fiscal management
and advocacy. Funding for administrative/clerical support would be a feature
of all services participating in the programme. Continuing Professional
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Development certificates would be awarded on completion of programme
with CDP hours recognised.
5.3.7: Consultation with ECCE Voluntary Sector
Further research and consultation with the voluntary ECCE sector should
continue to capture their expertise and future training/support needs. Lack of
studies of the voluntary early year’s sector has meant that the levels of
voluntary activity of this sector have been difficult to quantify and as a result
a corresponding economic contribution figure has been difficult to calculate.
Recommendation: Further engagement and consultation with the not-forprofit organisations delivering ECCE services. Their input into the sector,
recognition of their volunteering role and consultation with them on a county
wide basis of their future role in the development of social capital should be
explored. Recognition should be given for their collective economic
contribution, the time and leadership these VMCs provide to manage what in
effect is a business within the voluntary ECCE sector. Further research on
the role of ECCE VMCs should be carried out nationally.
5.3.8: Career guidance programme promoting male participation
The promotion of gender balance in the ECCE sector is an important issue.
There is a need to make the prospect of working in ECCE more attractive to
men in all countries (OECD, 2006, PP1).
Recommendation: Opportunities could be provided in second level schools
to encourage both male and female participation in ECCE as part of their
transition year programme. This national programme would link in with
96

ECCE services, men in childcare network, local city and county childcare
committees, local training and education boards, the department of
education, department of children and youth affairs and career guidance in
second level schools.

5.3.9: Job Descriptions to reflect leadership responsibilities
Early Years Educators need to develop their own leadership styles, be an
advocate for best practice in ECCE as well as being an advocate for best
outcomes for all children in their care. Staff should have access to
mentoring, training, coaching and supervision on a regular basis and be
aware of their responsibilities in relation to child protection. Leadership
should not be seen as an area for the most senior members or management
of an ECCE team but should be encouraged throughout the organisation.
ECCE staff should also have access to current research in the field of
ECCE, leadership theory and external mentoring where appropriate.
Services and ECCE staff should be encouraged to work within a culture that
supports a partnership approach with funders, statutory authorities and
support and advisory agencies. Job descriptions for senior early year’s
educator (Appendix 10) and assistant early year’s educator (Appendix 11)
should reflect all of these areas and could be adapted for community
employment staff, volunteers or those on work placement in ECCE.
Recommendation: ECCE services and policy makers nationally to have
access to the sample job descriptions devised from this research.
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A checklist for reviewing the draft questionnaire
The following list of questions provides a framework for reviewing each item that
was included in the questionnaire used for this research.
1. Will the item provide data in the format required by the research questions or the
hypotheses?
2. Is the item unbiased?
3. Will the item generate data at the level of measurement required for the analysis?
4. Is there a strong likelihood that most respondents will answer the item truthfully?
5. Do most respondents possess sufficient knowledge to answer the item?
6. Will most respondents be willing to answer the item, or is it too threatening or too
sensitive?
7. Does the item avoid ‘leading’ respondents to a specific answer?
8. Is the language used in the questionnaire clear and simple – so that all
respondents are able to understand all of the questions?
Adapted from Siniscalco, MT., and Auriat, N. ( 2005). Quantitative research methods in educational planning,
Questionnaire Design. International Institute for Educational Planning/UNESCO
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Dear Early Years Educator Manager/Leader
I am currently undertaking research as part fulfilment of my MA in Early Childhood
Education in Stranmillis University College, a college of Queens University, Belfast. My
research is focused on leadership in voluntary community based services as this is an area
in which I have been employed for many years.
I am undertaking the research entitled “Leadership in a community based Early Childhood
Care and Education Service: Governance and Practice”. The purpose of this research is to
gain an understanding of how leadership in a voluntary based ECCE service is understood
and enacted.
If you choose to partake in this research project, I enclose a questionnaire that will take
approximately 25 minutes to complete. If you choose to participate you can be assured
that your contributions will remain anonymous in the study and in any publication arising
from the research. Participation in the study is entirely voluntary and you can choose to
withdraw from the process without comment or penalty. Ethical permission has been
confirmed for the research. My supervisor for the research is Dr. Dorothy J McMillan.
If you have any queries in relation to the research project or your possible participation,
please feel free to contact me at: Tel No: 086 6039606 or Email: irenecaff@gmail.com

If you choose to answer the enclosed questionnaire, please return completed forms in the
enclosed stamp addressed envelope to: Ms. Irene Cafferky, Magheraboy, Kilmovee,
Ballaghaderreen, Co. Mayo, Ireland.
I look forward to hearing from you and thank you in advance.
Kind Regards,
____________________
Irene Cafferky
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Early Childhood Care & Education Survey - Leadership in a community based Early
Childhood Care & Education Service: Governance and Practice
Manager/ Leader Questionnaire - This questionnaire is to be filled out by the manager
and/or leader in each room working in a voluntary managed Early Childhood Care and
Education Service.
I am currently undertaking research as part fulfilment of my MA in Early Childhood
Education in Stranmillis and Queens University, Belfast. I am undertaking the research in
“Leadership in a community based Early Childhood Care & Education Service: Governance
and Practice”. The purpose of this research is to gain an understanding of how leadership
within the ECCE sector is understood and implemented in a community based setting. The
aims of the research will be to:
A. Establish what motivates and sustains people to become involved in leadership roles in the

running of a community based early childhood care and education (ECCE) service.
B. Explore how Leadership is understood and enacted in a Community based ECCE service

(Voluntary Management Committee Leaders & Setting Leaders)
C. Identify interagency partnerships and current supports available to community based ECCE

services
The information you supply in this questionnaire will allow a description of all participants
to be developed. The survey which has 6 sections will take approximately 20 minutes to
complete.
Where appropriate please tick  the box that best matches your response. There is
space on the last page to add in any additional information/points you would like to raise.
Section 1: Background Information
1. Setting where you are employed (please tick appropriate box)
Full Daycare
Sessional
Part/time Day Care
Afterschool/School Age Childcare
2. Gender
Male

Female

Transgender

3. Age (please tick appropriate box)
18-25 years
26-30 years
31-35 years
36-44 years
45-55 years
55+ years
4. Number of years employed in the Early Childhood Care & Education Sector in general
0-2 years

3-5 years
6-10 years
11-15 years
16-20 years
Over 20 years
5. Number of years employed in your current leadership role in Early Childhood Care &
Education Sector
0-2 years

3-5 years
6-10 years
11-15 years
16-20 years
Over 20 years

Section 2: Educational Qualifications
6. What is the highest accredited qualification you currently hold in Early Childhood Care &
Education? Please indicate title of (1) qualification and (2) awarding body
Name of Qualification
___________________________________________________________
Name of Awarding Body
__________________________________________________________
7. Are you presently engaged in further study? If yes please indicate name of qualification
and when you hope to complete same.
Name of Qualification ____________________________________________________
Completion Date ________________________________________________________
8. Did your educational qualifications prepare you for your leadership role in an Early
Childhood Care & Education Service?
Yes
No
Please Elaborate

Section 3: Job Enactment – Roles & Responsibilities
9. What is your Job Title? _____________________________________________
10. Specify your responsibilities (You can attach your current Job Description if you choose)

11. Does your Job description reflect the leadership role you currently work in?
Yes
No
Please Elaborate

12. What motivates you to continue working in a leadership role in the Early Childhood Care
& Education Sector?

Section 4: Supports available to you in your Leadership Role
13. What supports are available to you in your Leadership Role? Please elaborate under the
following headings.
Employer Supports:

County Supports:

National Supports:

Other (please Specify)

14. Are you a member of any early childcare professional organisations, other professional
organisations, networks or forums? Yes
No
If Yes, please state name of forum/organisations/network (please include any
organisation here that you seek support/mentoring from)

Section 5: Leadership
15. Do you believe leaders are born or made?
Born

Made

Not sure

16. In your opinion specify 2 differences between a Leader and a Manager?
1.
2.

17. Tick the 3 most important skills (acquired through education and/or practice/experience)
which you would consider essential for those working in a leadership role in a
community based early years setting (Only pick 3 out of those listed below in order of
importance in your opinion i.e. 1-3 in order of importance)
Set & Communicate strategic goals for the team
Inspire & Motivate Staff
Engage in and Support ongoing professional development in all Staff
Have good conflict resolution skills
Deliver a quality ECCE service
Forward Business & Financial Planning
Understand community development & voluntary management committees
Ability to work in partnership with external agencies & organisations

Competent in articulating the services vision, values and philosophy
Ability to support children’s learning and development
Ability to communicate with Parents
Be Accountable and act as an advocate for children, families, staff,
ECCE profession and local community

Are there any other skills you would like to add which you feel are essential when working
in a leadership role in a community based early years setting?

18. What aspects of an early childhood leadership role do you believe contributes most to
the sustainability of your community based ECCE service? (Please tick the box you feel
relevant i.e from 1 high to 5 low for each column below)
Contribution: very high 1; high 2; moderate 3; low 4; very low 5
Community Leadership (understanding & responding to local needs)
Pedagogical Leadership (bridging practice with current research)
Administrative Leadership (focus on administrative & financial
management)
Entrepreneurial Leadership (vision, strategic thinking, taking risks,
planning ahead)
Career Development Leadership (facilitate staff to see progressive &
fulfilling career paths in ECCE)
Advocacy Leadership (represents & seeks to improve the sector)
Performance led Leadership (emphasises efficiency, performance
and practice)
Conceptual Leadership (vision to change & adapt to broader social
policy shifts)
Other (please state)

1

2

3

4

5

19. Name 3 personal qualities which you believe are essential for leadership
1.

2.

3.

20. Name 3 factors that contribute to ineffective leadership
1.

2.

3.

21. Did you receive any formal leadership training before you assumed your current
leadership role?
Yes
No

22. How would you say your leadership skills were developed? (Please tick only one of the 4
choices from strongly agree to disagree for each column below)
My Leadership Skills were developed by:
Strongly Agree
Agree
Slightly
Disagree
Disagree
A Observing
B Mentoring by Senior
Personnel/Employer
C Mentoring by
External Agency
(please Specify)
D Continuing
Professional
Development
Opportunities
E Experience on the
Job
F Other (please
Specify)

23. The following factors contribute to good leadership (Please tick only one of the 4 choices from
strongly agree to disagree for each column below)
Strongly
Agree
Slightly
Disagree
Agree
Disagree
A
Ability to motivate
B
Adaptable to change
C
Being a visionary
D
Being decisive
E
Building relationships both
internal & external
F
Conflict resolution
G
Create a shared identity
H
Displays credibility
I
Emotional maturity
J
Good Communicator
K
Guides & energises team
L
Leading by example
M
Manage corporate culture
N
Manage stress
O
Promote team work
P
Remove obstacles to
progress
Q
Strong sense of commitment
R
Technically competent
Section 6: Future Concerns/Challenges
24. What issues face you in your leadership role working in a voluntary based early
childhood care & education service?

25. What do you see as your current/future leadership development and training
needs/supports?
26.
Please use this space for additional comments or clarifications you would like to make

Thank you once again for taking the time to complete this questionnaire.
Irene Cafferky
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Dear Voluntary Management Committee Member
I am currently undertaking research as part fulfilment of my MA in Early Childhood
Education in Stranmillis University College, a college of Queens University, Belfast. My
research is focused on leadership in voluntary community based services as this is an area
in which I have been employed for many years.
I am undertaking the research entitled “Leadership in a community based Early Childhood
Care and Education Service: Governance and Practice”. The purpose of this research is to
gain an understanding of how leadership in a voluntary based ECCE service is understood
and enacted.
If you choose to partake in this research project, I enclose a questionnaire that will take
approximately 25 minutes to complete. If you choose to participate you can be assured
that your contributions will remain anonymous in the study and in any publication arising
from the research. Participation in the study is entirely voluntary and you can choose to
withdraw from the process without comment or penalty. Ethical permission has been
confirmed for the research. My supervisor for the research is Dr. Dorothy J McMillan.
If you have any queries in relation to the research project or your possible participation,
please feel free to contact me at: Tel No: 086 6039606 or Email: irenecaff@gmail.com

If you choose to answer the enclosed questionnaire, please return completed forms in the
enclosed stamp addressed envelope to: Ms. Irene Cafferky, Magheraboy, Kilmovee,
Ballaghaderreen, Co. Mayo, Ireland.
I look forward to hearing from you and thank you in advance.
Kind Regards,
____________________
Irene Cafferky
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Early Childhood Care & Education Survey - Leadership in a community based Early
Childhood Care & Education Service: Governance and Practice
I am currently undertaking research as part fulfilment of my MA in Early Childhood
Education in Stranmillis and Queens University, Belfast. I am undertaking the research in
“Leadership in a community based Early Childhood Care & Education Service: Governance
and Practice ”. The purpose of this research is to gain an understanding of how leadership
within the ECCE sector is understood and implemented in a community based setting. The
aims of the research will be to:
D. Establish what motivates and sustains people to become involved in leadership roles in the

running of a community based early childhood care and education (ECCE) service.
E. Explore how Leadership is understood and enacted in a Community based ECCE service

(Voluntary Management Committee Leaders & Setting Leaders)
F. Identify interagency partnerships and current supports available to community based ECCE

services
Voluntary Management Committee Member Questionnaire - This questionnaire is to be
filled out by a committee member of a voluntary managed Early Childhood Care and
Education Service (not for profit) who gives of their time freely and without monetary gain
to assist in the management of the organisation. The Volunteer must be a current
member/director of the organisation.
The information you supply in this questionnaire will allow a description of all participants
to be developed. The survey which has 6 sections will take approximately 20 minutes to
complete.
Where appropriate please tick  the box that best matches your response.

Section 1: Background Information
1. Setting where you are a member of a voluntary managed early years service (please tick
appropriate box)

Full Daycare
Sessional
Part/time Day Care
Afterschool/School Age Childcare

2. Gender
Male

Female

Transgender

3. Age (please tick appropriate box)
18-25 years
26-30 years
31-35 years
36-44 years
45-55 years
55+ years
4. How long have you been a Volunteer on the voluntary management committee of your
local Early Childhood Care and Education Service?
0-1years
1-2 years
2-3 years

3-5 years

5-7 years

7-10years

10-12 years

13+years

5. How many hours per week on average do you volunteer to the running of your local Early
Childhood Care and Education voluntary management committee?
0-2 hrs per week
2-5 hrs per week
6-10hrs per week

11-15 hrs per week

Other (please state)
_______________________________________________________________

Section 2: Educational Qualifications
6. What is the highest accredited qualification you currently hold? Please indicate title of (1)
qualification and (2) awarding body
Name of Qualification ____________________________________________________
Name of Awarding Body
__________________________________________________________

7. Are you presently engaged in further study? If yes please indicate name of qualification
and when you hope to complete same.
Name of Qualification ____________________________________________________
Completion Date ________________________________________________________
8. Did your educational qualifications prepare you for your leadership role on an Early
Childhood Care & Education Voluntary Management Committee?
Yes
No

Section 3: Job Enactment - Roles & Responsibilities on Voluntary Management
Committee
9. What is your current role on the Early Childhood Care & Education Voluntary Management
Committee?
Chairperson

Staff Liaison Officer

Secretary

Public Relations Officer

Treasurer

Committee Member

Parent Representative

Other (Please State)

______________________________________________________________________

10. Are you a company director of your Early Childhood Care & Education Voluntary
Management Committee?
Yes
No
11. What special attributes or skills do you bring as a volunteer to your local Early Childhood
Care and Education Committee?

12. What motivates you to continue to volunteer your time to run and develop your early
years’ community based service?

13. Would you recommend volunteering and if yes why?

Section 4: Supports available to your Voluntary Management Committee
14. What ongoing supports are available to your local Early Childhood Care & Education
Voluntary Management Committee in fulfilling their corporate governance and
employment role?
County Supports
National Supports
Other (Please state)

15. Are you a member of any early childcare professional organisations, other professional
organisations, networks or forums? If Yes please state

Section 5: Leadership
16. In your opinion what is the difference between a Leader and a Manager?
17. Do you believe leaders are born or made?
Born

Made

Not sure

18. Tick the 3 most important skills (acquired through education and/or practice/experience)
which you would consider essential for those working in a leadership role on a
community based early years voluntary management committee (Only pick 3 out of the
11 listed below in order of importance in your opinion i.e. 1,2 3 in order of importance)
Set & Communicate strategic goals for the team
Inspire & Motivate Staff
Engage in and Support ongoing professional development in all Staff
Have good conflict resolution skills

Deliver a quality ECCE service

Forward Business & Financial Planning
Understand community development & voluntary management committees
Ability to work in partnership with external agencies & organisations
Competent in articulating the services vision, values and philosophy
Ability to support children’s learning and development
Ability to communicate with Parents
Be Accountable and act as an advocate for children, families, staff,
ECCE profession and local community
Are there any other skills you would like to add which you feel are essential when working
in a leadership role on a community based early year’s voluntary management committee?

19. Name 3 personal qualities which you believe are essential for leadership
1.
20. Name 3 factors that contribute to ineffective leadership
1.
2.
3.
21. What aspects of an early childhood leadership role do you believe contributes most to
the sustainability of your community based ECCE service? (please choose in order of
importance to you i.e. 1 very high –5 very low

Contribution: very high 1; high 2; moderate 3; low 4; very low 5
Community Leadership (understanding & responding to local needs)
Pedagogical Leadership (bridging practice with current research)
Administrative Leadership (focus on administrative & financial
management)
Entrepreneurial Leadership (vision, strategic thinking, taking risks,
planning ahead)

1

2

3

4

5

Career Development Leadership (facilitate staff to see progressive &
fulfilling career paths in ECCE)
Advocacy Leadership (represents & seeks to improve the sector)
Performance led Leadership (emphasises efficiency, performance
and practice)
Conceptual Leadership (vision to change & adapt to broader social
policy shifts)
Other (please state)

22. Did you receive any formal leadership training before you assumed your current
leadership role on a voluntary management committee?
Yes
No

23. Have you had any training/support/mentoring to help you in your leadership role on
your voluntary management committee?
Yes
No

If yes, please Specify below

24. How would you say your leadership skills were developed? (Please tick only one of the 4
choices from strongly agree to disagree)
My Leadership Skills were developed by:
Strongly Agree
Agree
Slightly
Disagree
Disagree
A Observing
B Mentoring by Senior
Personnel/Employer
C Mentoring by
External Agency
(please Specify)

D

Continuing
Professional

E
F

A
B
C
D
E
F
G
H
I
J
K
L
M
N
O
P
Q
R

Development
Opportunities
Experience on the
Job
Other (please
Specify)

25. The following factors contribute to good leadership on a voluntary management
committee (Please tick only one of the 4 choices from strongly agree to disagree)
Strongly
Agree
Slightly
Disagree
Agree
Disagree
Ability to motivate
Adaptable to change
Being a visionary
Being decisive
Building relationships both
internal & external
Conflict resolution
Create a shared identity
Displays credibility
Emotional maturity
Good Communicator
Guides & energises team
Leading by example
Manage corporate culture
Manage stress
Promote team work
Remove obstacles to
progress
Strong sense of commitment
Technically competent
Section 6: Future Concerns/Challenges
26. What issues face you as a volunteer on a voluntary management committee?

27. What do you see as your current/future leadership development and training
needs/supports?
Please use this space for any additional comments or clarifications you would like to
make

Thank you once again for completing this questionnaire.
Irene Cafferky
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Early Childhood Care & Education Survey - Leadership in a community based Early
Childhood Care & Education Service: Governance and Practice
I am currently undertaking research as part fulfilment of my MA in Early Childhood
Education in Stranmillis and Queens University, Belfast. I am undertaking the research in
“Leadership in a community based Early Childhood Care & Education Service: Governance
and Practice ”. The purpose of this research is to gain an understanding of how leadership
within the ECCE sector is understood and implemented in a community based setting. The
aims of the research will be to:
G. Establish what motivates and sustains people to become involved in leadership roles in the

running of a community based early childhood care and education (ECCE) service.
H. Explore how Leadership is understood and enacted in a Community based ECCE service

(Voluntary Management Committee Leaders & Setting Leaders)
I. Identify interagency partnerships and current supports available to community based ECCE

services
Interagency Partnerships Questionnaire - This questionnaire is aimed at point C above and
should be filled out by you as a member organisation on the Board of Roscommon County
Childcare Committee.
The survey which has 4 sections will take approximately 20 minutes to complete.
Where appropriate please tick  the box that best matches your response.

Please return by Tuesday 7th May if possible to me to irenecaff@gmail.com
NB: Leader/Leadership refers to the voluntary management committee and/or the
manager of the community based ECCE centre.
Thank you in advance for completing this questionnaire.
Irene Cafferky

Section 1: Background Information
Name of Organisation/Department

Role of Organisation/Department in
ECCE

Address

Telephone No:
Contact Person for this research
Website address

Section 2: Interagency Partnership Work at Local Level supporting Early Childhood Care
and Education
1. How does your organisation work to support leadership in community based Early
Childhood Care and Education Centres in Country Roscommon?
Section 3: Leadership

2. Tell me about any projects/initiatives/ ongoing supports which your organisation has
delivered/implemented/organised/collaborated on with another agency or is currently
delivering locally in County Roscommon.
1.

2.

3

Section 3: Future Challenges
1. What challenges face your organisation when working with/ supporting community based
Early Childhood Care & Education Centres in the area of leadership?

What are the challenges your organisation faces when working with community based
Early Childhood Care & Education Centres?
What do you see as current/future leadership development and training needs/supports
for community based Early Childhood Care & Education Centres?

2. What challenges in your opinion face leaders of community based Early Childhood Care &
Education Centres?

3. What do you see as current/future leadership development and training needs/supports
in the ECCE sector?

Please use this space for any additional comments or clarifications you would like to
make

Thank you once again for completing this questionnaire. Irene Cafferky
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Team Leaders/Managers Diary for a Day
Adapted from How do they Manage? An investigation of early childhood leadership by Aubrey et al (2013)

As you are involved in a leadership role in a community based ECCE service, you
have agreed to keep a running record of your day. As a participant on research in
“Leadership in a community based Early Childhood Care & Education Service:
Governance and Practice”. The purpose of this research is to gain an understanding
of how leadership within the ECCE sector is understood and implemented in a
community based setting. You are asked to reflect on critical moments, incidents or
events. If on reflection you become aware of using a particular leadership skill or
knowledge, you are asked to record this into the diary below. You or your service
will not be identified in the research but you will help give an overview of the
complexities of running a community based centre.
Thank you for participating and being part of my research, Regards, Irene Cafferky,
Magheraboy, Kilmovee, Ballaghaderreen, Co. Mayo. Tel: 0866039606. Email:
irenecaff@gmail.com
Date
Name , Type of Service
& number of children
catered for (This will not
be identified in the
research as you will be
given a code)

Name:
Service Type:
No. of children can cater for:

Name of Leader (This will Name:
not be identified in the
Title:
research as you will be
given a code)
Highest level of
Qualification
You can give as many as
you like here if you have a
qualification other than
Early Childhood Care &
Education

Name of Qualification:

Awarding Body –

Number of years
employed in the Early
Childhood Care &
Education Sector
Number of years
employed in a leadership
role in Early Childhood
Care & Education Sector
Tell me a bit about the
setting you work in, who
supports and assists you,
who is your team made
up of? Do you have
volunteers, community
employment participants
etc? What curriculum
does your service
implement, who takes
responsibility for the
administrative duties?
Who supervises/manages
the team? What age
cohort and how many
rooms baby room,
toddler, afterschool etc?
Give an synopsis of your
service and what you
provide and the team
around you, supports,
committee etc? Give the
reader a general feel for
your centre.
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Voluntary Management Committee Members Diary
Adapted from How do they Manage? An investigation of early childhood leadership by Aubrey et al (2013)

As you are a committee member involved in a leadership role in a community based ECCE
service, you have agreed to keep a running record of your typical week and agreed to be a
participant on research in “Leadership in a community based Early Childhood Care &
Education Service: Governance and Practice”. The purpose of this research is to gain an
understanding of how leadership within the ECCE sector is understood and implemented in a
community based setting. You are asked to reflect on critical moments, incidents or events. If
on reflection you become aware of using a particular leadership skill or knowledge, you are
asked to record this into the diary below. You or your service will not be identified in the
research but you will help give an overview of the complexities of running a community
based centre.
Thank you for participating and being part of my research, Regards, Irene Cafferky,
Magheraboy, Kilmovee, Ballaghaderreen, Co. Mayo. Tel: 0866039606. Email:
irenecaff@gmail.com
Date
Name , Type of Service
& number of children
catered for (This will not
be identified in the
research as you will be
given a code)

Name:

Name of Committee
Member (This will not be
identified in the research
as you will be given a
code)

Name:

Qualification and/or
Experience

Name of Qualification:

You may have a
qualification in
accountancy, business,
teaching, community
development etc
Number of years
volunteering on a

Service Type:
No. of children can cater for:

Title i.e Chairperson, Secretary etc:

Awarding Body –
Experience:

committee in your Early
Childhood Care &
Education Service. Tell
me a bit about yourself
and how you see your
role in the running of the
centre.
Tell me a bit about the
service of which you are
part of the voluntary
management committee.
Some areas you may
consider would be: Who
supports and assists you,
who is your committee
made up of, what skills
are on your committee?
Who supervises/manages
the team that you
employ? What areas are
you responsible for, what
are the tasks you carry
out? What issues arise?
Give the reader a general
feel for your centre and
the things that crop up
for you as an employer
and member of a
voluntary management
committee.
What motivates and
sustains you to continue
to be involved, in a
leadership role in the
running of your
community based early
childhood care and
education (ECCE)
service.

Voluntary Management Committee Members Diary
(The purpose of this is to get an idea of what is involved in the day to day activities of a
voluntary member working on a management committee in a community based centre and
the people you interact with (other committee members, staff, parents, external agencies or
community groups/services), what crops up on a normal day for you as the employer)
Event/What happened?
(date, time, location,
ongoing activities, who is
involved?)

Leadership Knowledge &
Reflections/Additional
Skills that you are aware of
Comments
utilising (think about your own
professional experience &
training)

E.G: 8.30pm – Chaired
management committee
monthly meeting

Communication skills, financial
skills

Contracts of employment
were revised, signed off on
re-entry to ECCE scheme.

3.45pm Took call from
Team Leader/Manager

General Overall Observations, challenges you face etc (anything else you wish to
include here please)
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SAMPLE JOB DESCRIPTION SENIOR
EARLY YEARS EDUCATOR

2013
This is a sample job description for an Assistant Early Years Educator. It may be adapted for a CE worker
employed within an ECCE service. This is a sample job description for a Senior Early Years Educator. The
childcare service should adapt this guideline document to suit the employer’s individual needs and should seek
legal advice if necessary This sample was compiled as part of a thesis submitted by Irene Cafferky as part
fulfilment for the MA in Early Childhood Education.
©Irene Cafferky 2013

The following Job description was devised as a result of recent research undertaken
on leadership in Early Childhood Care & Education (ECCE) which I completed in
2013 as part of an MA in early Childhood Education.

Participants who took part in the research stated that in some cases their job
description had not been updated regularly, therefore this sample job description is
intended as a tool for ECCE services who may wish to update their current ECCE job
descriptions. While researching my topic it became apparent that staff working
within the ECCE sector needs to be encouraged to recognise themselves as leaders
within the field of Early Childhood Education. Staff require encouragement from
management to develop their own leadership styles, be an advocate for best
practice in ECCE as well as being an advocate for best outcomes for all children in
their care. Staff should have access to mentoring, training and supervision on a
regular basis. ECCE staff should also have access to current research in the field of
ECCE, leadership theory and external mentoring where appropriate. Services and
ECCE staff should be encouraged to work within a culture that supports a
partnership approach with funders, statutory authorities and support and advisory
agencies.

I hope you find this sample job description useful when reviewing job roles and
responsibilities within your ECCE service and that you view it as a working
document which will be necessary to update from time to time in line with
company requirements and current employment legislation.

This is a sample job description for a Senior Early Years Educator. The childcare
service should adapt this guideline document to suit the employer’s individual
needs and should seek legal advice if necessary.

Yours in Early Childhood Care & Education, Irene Cafferky
©Irene Cafferky 2013

Job Description
Job Title: Senior Early Years Educator
Location: XXXX Service
Reports to: The Manager/Voluntary Management Committee
Overall Purpose of Job:
The Senior Early Years Educator will have a leadership role within the
overall Early Childhood Care and Education (ECCE) staff team. He/she will
be responsible for the efficient coordination of the daily running of XXXX
room in line with Childcare Preschool Services Regulations 2006 and XXXX
Childcare Service policies and procedures. He/she will be responsible for
the ongoing professional development and supervision of staff within the xxx
service/room. He/she is responsible for ensuring that the room is
appropriately prepared for a HSE preschool inspection at any stage and that
any child protection concerns are reported to the statutory authorities (HSE
& Garda.) He/she will sign up to the services policies & procedures and
practices. Partnership with other staff, parents, families & outside support
agencies and professionals is expected.
He/she will demonstrate leadership within xxx service/room in the
following areas:
Leadership and Management
Be an advocate and show leadership in delivering best practice in Early
Childhood Care & Education
Develop own leadership skills & style
Demonstrate leadership within the team by keeping up to date with current
research and trends in the ECCE sector and sharing that with the team and
beyond.
Seek external support for mentoring and developing your own leadership
skills where appropriate.
Develop a staff professional development and skills assessment plan for
yourself and all staff you are responsible for.
Ensure that all staff in the room comply with the employee code of
behavior and the code of behavior for children.
Welfare & Development of the Child
Be an advocate for children’s rights and ensuring best outcomes for all
children.
Be responsible for the overall safety and welfare of the children.
Ensure that the Children First National Guidance for the Protection and
Welfare of Children are being followed in relation to child protection concerns
& in line with xxxx centers child protection policy.
©Irene Cafferky 2013

Adhere to the Childcare (Preschool services) Regulations 2006 and all other
relevant legislation and regulations.
In conjunction with staff formulate a daily routine for the children
which offers a wide variety of play activities. This will allow for the creative,
physical, imaginative, social, sensory, emotional, intellectual and linguistic
development of the child.
Ensure that the room(s) is set up before each session and tidied up at the end
in accordance with daily routine plans and activities.
Ensure that regular observations are carried out on each child and that
appropriate notes are kept and parents updated on a regular basis.
Ensure that an appropriate curriculum with educational content is being
implemented in line with Síolta the national quality framework and Aistear
the national curriculum framework
Ensure that the curriculum provided meets the individual needs of all children
attending the service.
Ensure that the service is operating to the standards of the HSE PreSchool Regulations 2006.
Ensure that the principle of confidentiality is fully observed by all staff
members in relation to any personal details regarding the children and the
service and in keeping with xxx services child protection policy,
confidentiality policy and data management policy
Health & Safety:
Contribute to the monitoring of XXX Health & Safety procedures in the
interest of xxx service
Ensure that the first aid box is always stocked up.
Ensure that fire drills are organised on a monthly basis.
Be aware of the Health and Safety at Work Act 2005 and its contents.
Ensure that the environment is safe and free from hazardous conditions for
the children, staff and customers.
Record any incidents/accidents that happen in the setting.
Ensure that management is informed of possible health and safety concerns
in order for them to be in a position to risk assess and rectify if appropriate.
Communication:
 Ensure parents are updated regarding child’s progress.
 Involve parents as much as possible in activities/outings/events within xxxx
service
 Ensure parents are fully informed of services policies and any new
developments.
 Hold staff meetings every two weeks or in line with xx service work plans
 He/she should be aware of and understand the relationship between the
management and/or voluntary management committee and staff and outside
support agencies and know who is responsible for what.
©Irene Cafferky 2013

 He/she will work as part of an ECCE team.
 He/she will work in partnership with external support agencies,
multidisciplinary professionals, parents and families to ensure best outcomes
for every child
 He/she is encouraged to liaise with Roscommon County Childcare Committee
and other support agencies for additional professional development support.
 Celebrate achievements with staff, management, parent & families, external
support agencies & professionals and the wider community

Supervision and Administration
Participate in support and supervision with manager/ staff liaison officer or
member of voluntary management committee.
Hold staff meetings every month for planning purposes and peer support
Supervise, mentor & support other staff in xxxx service
Hold support and supervision meetings with staff on a quarterly basis or as
appropriate.
He/she should understand that the manager/voluntary management
committee is his/her employer and that they can adapt and implement basic
policies & procedures in the best interest of the service and children in their
care.
Understand that the voluntary management committee is his/her employer
and how to support their voluntary work in the community if based in a
community run service
Take part in, organise special events, outings, visits and fundraising
activities.
Organise staff rotas to ensure that the room ratios are complied with at all
times in line with regulations.
Records and paperwork to be maintained as required
Review, update and further develop policies and procedures in conjunction
with management and staff annually and more often if required.
Senior Early Years Educator is responsible to inform/report to the
management about:









Any complaints received from parents regarding staff members or service.
Any concerns regarding safety of premises or equipment etc.
Difficulties/conflicts between staff that have been unresolved.
Child Protection Concerns (on a needs to know basis & in line with services
own child protection policy)
Repairs/replacements of equipment.
Submit a monthly report to management.
Submit report for inclusion in managements overall yearly report for the AGM.
In addition He/she is responsible for reporting any child protection concerns to
the statutory authorities (HSE & Garda).
©Irene Cafferky 2013

Continuing Professional Development (CPD) &Training:
You must demonstrate a commitment to ongoing professional development
by attending training, events, seminars etc at the request of management
and also by demonstrating your own initiative in accessing CPD
opportunities. Engagement with outside support agencies is encouraged to
support your own professional development. Liaise with all other relevant
external support agencies, including Roscommon County Childcare
Committee & HSE
 Renew/update first aid and child protection training when certificate has
expired.
 Engage in ongoing training and professional development such as Síolta and
Aistear and as identified by management
 Access management and peer support and avail of mentoring, training and
support & supervision opportunities from both an internal and external
perspective where appropriate.

Any other duties that may be assigned by management

This job description may be reviewed, updated and/or amended from
time to time in line with the needs of the company/service
©Irene Cafferky 2013
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SAMPLE JOB DESCRIPTION
ASSISTANT EARLY YEARS
EDUCATOR
2013
This is a sample job description for an Assistant Early Years Educator. It may be adapted for a CE worker
employed within an ECCE service. This is a sample job description for a Senior Early Years Educator. The
childcare service should adapt this guideline document to suit the employer’s individual needs and should seek
legal advice if necessary This sample was compiled as part of a thesis submitted by Irene Cafferky as part
fulfilment for the MA in Early Childhood Education.
©Irene Cafferky 2013

The following Job description was devised as a result of recent research undertaken
on leadership in Early Childhood Care & Education (ECCE) which I completed in
2013 as part of an MA in early Childhood Education.

Participants who took part in the research stated that in some cases their job
description had not been updated regularly, therefore this sample job description is
intended as a tool for ECCE services who may wish to update their current ECCE job
descriptions. While researching my topic, it became apparent that staff working
within the ECCE sector, need to be encouraged to recognise themselves as leaders
within the field of Early Childhood Education. Staff require encouragement from
management to develop their own leadership styles, be an advocate for best
practice in ECCE as well as being an advocate for best outcomes for all children in
their care. Staff should have access to mentoring, training and supervision on a
regular basis. ECCE staff should also have access to current research in the field of
ECCE, leadership theory and external mentoring where appropriate. Services and
ECCE staff should be encouraged to work within a culture that supports a
partnership approach with funders, statutory authorities and support and advisory
agencies.

I hope you find this sample job description useful when reviewing job roles and
responsibilities within your ECCE service and that you view it as a working
document which will be necessary to update from time to time in line with
company requirements and current employment legislation.

This is a sample job description for an Assistant Early Years Educator which may be
adapted for a CE worker within a community based ECCE service.
The childcare service should adapt this guideline document to suit the employer’s
individual needs and should seek legal advice if necessary.

Yours in Early Childhood Care & Education, Irene Cafferky
©Irene Cafferky 201

Job Description
(This may also be adapted for CE workers employed within an ECCE
service whose title may also be Assistant Early Years Educator)
Job Title: Assistant Early Years Educator
Location: XXXX
Reports to: Senior Early Years Educator/Manager
Overall Purpose of Job:
The Assistant Early Years Educator will assist in the coordination of the daily
running of xxx room in line with the Childcare Pre-school Regulations (2006)
and xxx Childcare Services policies and procedures. He/she will sign up to
the services policies & procedures and practices. Partnership with other
staff, parents, families & outside support agencies and professionals is
expected.
He/she will demonstrate a willingness to support and develop all
children to their full potential within xxx service in the following areas:
Welfare & Development of the Child:
Adhere to the Childcare (Preschool services) Regulations 2006 and all other
relevant legislation and regulations, including Children First National
Guidance for the Protection and Welfare of Children.
Comply with the employee code of behavior and the code of behavior for
children.
Carry out the curriculum in the room as directed by the Senior Early Years
Educator
Assist in the planning of age appropriate activities for the children
which offers a wide variety of play activities. This will allow for the creative,
physical, imaginative, social, sensory, emotional, intellectual and linguistic
development of the child.
Assist with carrying out regular observations on each child and that
appropriate notes are kept and parents updated on a regular basis (if
adapting to suit a CE worker then this area would need to be taken into
consideration).
Assist in the delivery of an appropriate curriculum with educational content in
line with Síolta the national quality framework and Aistear the national
curriculum framework
Be attentive to the children in your care
Communicate to children at their level
Provide personal care to the children where appropriate
Serve meals/snacks to children while encouraging independence, good eating
habits and personal hygiene.
Ensure that the principle of confidentiality is fully observed in relation to any
personal details regarding the children and the service and in keeping with
xxx services child protection policy, confidentiality policy and data
management policy
©Irene Cafferky 2013

Health & Safety:
In conjunction with other staff
Participate in cleaning duties as required
Maintain a safe and clean indoor and outdoor environment
Assist with the monthly fire drills.
Ensure that the environment is safe and free from hazardous conditions for
the children, staff, parents and all others who may enter the ECCE service.
Record any incidents/accidents that happen in the setting and inform the
Senior Early Years Educator
Ensure that the Senior Early Years Educator is informed of possible health
and safety concerns.












Communication:
Liaise with parents in a pleasant manner
He/she should understand that the manager/voluntary management
committee is his/her employer and that they can adapt and implement basic
policies & procedures in the best interest of the service and children in their
care.
He/she should understand that the manager/committee is his/her employer
and that they can adapt and implement basic policies, rules, etc in the best
interest of the service (if adapting to suit a CE worker then this area would
need to be taken into consideration).
He/she should be aware of and understand the relationship between the
management and/or voluntary management committee and staff and outside
support agencies and know who is responsible for what.
He/she will work as part of an ECCE team.
He/she will work in partnership with centre management & staff, external
support agencies, multidisciplinary professionals, parents and families to
ensure best outcomes for every child
He/she is encouraged to liaise with Roscommon County Childcare Committee
and other support agencies for additional professional development support.
Celebrate achievements with staff, management, parent & families, external
support agencies & professionals and the wider community
Supervision and Administration:
Attend & participate in support and supervision meetings with Senior Early
Years Educator/Supervisor
Attend staff meetings every month for planning purposes and peer support as
required
Understand that the voluntary management committee is his/her employer
and how to support their voluntary work in the community if based in a
community run service
Take part in, organise special events, outings, visits and fundraising
activities.
Records and paperwork to be maintained as required
Contribute to the review of xxx services policies and procedures in
conjunction with management and staff annually and more often if required.
©Irene Cafferky 2013

Assistant Early Years Educator is responsible to inform/report to
management about:






Any complaints received from parents regarding staff members or service.
Any concerns regarding safety of premises or equipment etc.
Difficulties/conflicts between staff that have been unresolved.
Repairs/replacements of equipment.
Contribute to monthly reports to management as required by Senior Early
Years Educator/Supervisor.
 Report to Senior Early Years Educator/Supervisor any breach of HSE
preschool regulations
 Report any child protection concerns to the child protection designated person
Continuing Professional Development (CPD) &Training:
You must demonstrate a commitment to ongoing professional development
by attending training, events, seminars etc at the request of management
and also by demonstrating your own initiative in accessing CPD
opportunities. Engagement with outside support agencies is encouraged to
support your own professional development. Liaise with all other relevant
external support agencies, including Roscommon County Childcare
Committee & HSE





Commit to achieving accredited qualifications in ECCE.
Renew/update first aid when certificate has expired.
Access child protection training
Engage in ongoing training and professional development such as Síolta and
Aistear and as identified by management
 Access management and peer support and avail of mentoring opportunities
from both an internal and external perspective
Any other duties that may be assigned by management

This job description may be reviewed, updated and/or amended from
time to time in line with the needs of the company
This job description may be reviewed, updated and/or amended from
time to time in line with the needs of the childcare service©Irene Cafferky 2013
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This ECCE Staff skills assessment template has been devised by Irene Cafferky, MA ECE to implement a 3 year staff CPD plan. It is inteded as a guide only and areas can be
added or deleted depending on the skills required for a particuliar position within a paid or voluntary role in ECCE

Staff Professional Development Plan & Training Needs/Skills Analysis
xxxx Position: xxx
N.B Training which is crucial to role will
be given a scoring from High to Medium
to Low i.e High being a priority for staff
to be trained in.
Health & Safety Training

Scoring

Health & Safety Induction
Fire Training
Current Certificate in First Aid
Manual Handling
Occupational First Aid
Company Safety Policies & Staff Handbook

High
Medium
High
High
High
High

Childcare Training Specific to Childcare
Minimum Requirements
Children First Child Protection
Preschool Inspection Toolkit
Childcare policies & procedures
Aister
Sliota

High
High
High
Medium
High

Relevant Training (Non Certified by a
National Body)

Y
e N N/
s o A

Further
Training
Required

Employee Start Date:

Probation
Date:

Annual Appraisal Due Date:

Date
Completed

Review
Dates:

Expiry
Date

Name:

Commencm
ent Date

Documentatio
n on File

Comments

Reviewed
Staff
Handbook

Leadership Theories
Observations
Time Management
Positive Behavior training
Relevant Training (Certified by a National
Body) e.g Early Childhood Degree,
Community Development
Fetac Level 5 in Childcare
Fetac Level 6 in Childcare
School Age Childcare SAC Fetac level 5
Degree in Early Childhood
Community Management/Development
Masters in Child Family & Community
Studies
Practical Teaching for Adult Tutors
ECDL Accreditation
Level of Proficiency: 1. Poor, 2, Basic,
3.Good, 4.V.Good
Word
Excel
Powerpoint
Access
Outlook
Publisher
Internet & Email & Auto Reply
Web Design
Computer Troubleshooting
Anti-biasTraining
Completed Anti Bias training
Familiar with Equal Opportunity/Equality
Policies of organisation
Report Writing
Good report writing skills
Media Skills
Competent to give radio interview

High
High
High
High
Medium
Medium
High

High
High
High
Low
High
High
High
Low
Low
Low
High
High
High

Competant to write press release on behalf
of Organisation
Presentation Skills
Good presentation skills
Public Speaking
Facilitation Skills
Confident to facilitate a meeting with
Parents
Managing Conflict
Financial
Competent in accounts procedures
Knowledge of Pobal returns
Competant in risk assessment for
audit/verification for services
Returns to company registration office
Good Filing System in place with clear
identification tabs
Childcare Business Plans incl Finance
Budget Planning for Actions
Company Financial Procedures
Financial Impact Returns Training
Committee Management Training

High
High
Medium

High
High
LowMedium
LowMedium
High
LowMedium
High
High
High
High
High
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The following is a table listing the national and local stakeholders who received
questionnaires regarding interagency partnerships and current supports for
ECCE
Stakeholders on
Role in ECCE either in a national or
Board of RCCC and/or
local context
Support Agency
Roscommon County
Childcare Committee
(RCCC)

Supports the administration &
implementation of the national childcare
schemes locally on behalf of the
government & Co-ordinates ECCE at local
level

Pobal

Administer ECCE funding on behalf of the
Department of Children and Youth Affairs
(DCYA)

Heath Service
Executive (HSE)

Preschool Inspector who carries out
inspections under the Preschool Services
regulations (2006)

Early Childhood Ireland
(ECI)

National membership based support
agency to ECCE

Roscommon County
Enterprise Board
(RCEB)
Department of Social
Protection

RCEB provides supports to micro and
small enterprises for start up and
expansion, by way of advice, mentoring,
training and some area of direct funding
Delivers Community Employment Scheme
for ECCE

Roscommon Integrated
Development Company

Supports Community Groups &
Enterprises

Roscommon
Community Forum

Supports Community Groups Locally

Brothers of Charity

Supports Children with Additional Needs

Roscommon County
Council/County
Development Board

Local Planning Authority

Roscommon VEC

Delivery of FETAC Modules in ECCE
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Would you recommend Volunteering, and why? (Responses from
VMC Participants)
I believe that volunteering is the glue
Giving back to the community, sense
that keeps the community together
of pride in knowing that you are
making a contribution
Very rewarding
If everybody takes a turn it take the
pressure off and its good to
understand the day to day running of
the playschool
Sense of giving and achieving, feel
I have gained valuable skills which
good factor, recognising that
will transfer to any career I enter. I
continuity is important in long term
have also been accepted into the
goals and visions in a community
community in a way I would not
otherwise have been
The centre is so well run it is a
I would highly recommend it as you
pleasant task to be involved in
get a great sense of achievement and
decision making.
you feel like you are appreciated by
doing even the smallest little job.
By volunteering you can make a
Sense of self-worth and achievement
decent contribution to your
community and it helps to develop
yourself as a person.
Because you learn more about a
Because it is extremely important in
service and how it operates and
communities that people give time to
appreciate the work that goes on.
projects which help older or younger
groups. A great way to meet people,
to learn about managing a business
and it enriches the lives of the
community itself
Good way to get to know others,
It could lead to a paying job
doesn't really involve that much time,
costs nothing.
I have learned how to manage a
I like to transfer my skills to
community projects
business
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What special attributes or skills do you bring as a volunteer to your local
ECCE Committee? (Responses from VMC Participants)
Years of experience and a keen
understanding of the changing needs
of young children in our community

Good leader, planner, time
management skills, interested

Problem solver, forward thinking

Experience in community
development, financial experience,
management experience
Financial skills from my job

Trained registered sick children’s
nurse
30 years community involvement

Primary school teacher experience

Experience in child welfare and
development and been a parent

Live locally, long established in the
community, a parent, ability to draw
on people locally to support the
facility

Availability and having put three
children through the centre, desire to
be involved
Knowledge of early childhood care,
fundraising skill

Organisational and managerial (skills)

Computer and communication skills

Administration/ secretarial skills,
years of experience with pre-school,
knowledge of how all paperwork
needs to be completed (however, no
bookkeeping skills)
Open-mindedness and discretion

Wanting the best for my children,
leadership skills, fundraising skills
Commitment/ dedication, accounting

A business acumen but also as a
parent of 3 children an awareness of
children's needs

Knowledge of HR & Management
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What motivates you to continue to volunteer your time to run and
develop your early years' community based service? (Responses
from VMC Participants)
Knowing that what we have built up in To ensure continuity of service, to act
our community is a good quality
as umbrella group to playschool
service that meets local needs
Learning about what goes on in
Knowing that what we have built up in
childcare project and meeting the
our community is a good quality
other members
service that meets local needs
Keen interest in early childcare and
early education

A vision of what our local children are
entitled to in our community and a
belief in what volunteers can achieve

My children attending there, I want to
know what's going on and be part of
decisions and plans made

Being a director makes it difficult to
leave and I would care enough about
the project to ensure it was in safe
hands before I left it
I feel the community playschool is
vital to our area - it was my first port
of call when I moved here
To help in the running of a community
based centre
I wanted to ensure the playschool
would continue to run both for my
benefit and the benefit of the
community
I have worked on the local parish
council for 23 years and have a sense
of 'pride of place'

My last child is starting here now, it’s
a brilliant asset on my doorstep
Like to see the project run for the
good of the community
I like to know what is happening
(when my son is there)

I enjoy this role as a secretary as I
get to meet new people and enjoy the
fundraising aspect of the job
Belief in the service, progress made
by employees in terms of education
and training, support from agencies
and caliber of members

For the good of the children and staff
of the pre-school
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In your opinion what is the difference between a Leader and a
Manager? (Responses from VMC Participants)
Manager attends to current duties/
They are the same, a manager must
roles of organisation, leader attends
be a leader
to current and future roles of
organisation with vision and leads by
example
A leader is someone who you look up A leader inspires, a manager has
to and inspires you, a manager
more responsibility for results
delegates roles and responsibilities
A leader has a vision for the future, a
manager managers staff and
resources

A leader can take a role and inspire
and motivate, a manager is more
practical and gets the job done

I feel the leader's main focus is on
staff and children and parents while
the manager has to look at the bigger
picture and always be planning
ahead.
A leader is a person who motivates or
brings along a team to their highest
potential. A manager is more to do
with the management of HR and
business.
Leader and manager are basically the
same as you have to keep everything
in order and make sure everything is
running well
A leader enables others to reach their
potential

Manager attends to current duties/
roles of organisation, leader attends
to current and future roles of
organisation with vision and leads by
example and inspires the team
A leader needs to inspire and
motivate, work alongside those the
lead. Priority for a leader should be
quality of practice. A manager needs
to be able to run an organisation as a
business
A leader is someone that may not
take on a role on a committee but can
be a vital part in the community.
A manager can be very good in their
own right but a good manager should
also be a good leader.
Leader guides others, a manager has
to have greater control over those
they manage, greater responsibility
also
A leader takes control and has
leadership skills to lead people, a
manager can manage people/ paper
work
A leader has natural ability for
management and a manager may
just be appointed to the position
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What issues face you as a volunteer on a voluntary management
committee? (Responses from VMC Participants)
3 year funding to give stability to
Succession! Trying to bring the right
community, hard to entice new
people on board who possess certain
members onto committee
business acumen (we must
remember that preschool committees
are made up of people (Mammy &
Daddy) some of whom come from
disadvantaged areas
Lack of dedicated volunteers in the
People are involved in other roles and
future as there needs to be people
cannot come all the time
with commitment and experience
Having the time to keep up with all
As a long term member have become
that is happening and be well
distant from the age group requiring
prepared for the meeting
the service, it is set up and running
and should be managed by staff and
not volunteers
Lack of funding and lack of children in Getting more people to take on the
the age 2-3.5. Parents not working
role of a volunteer to increase
so not sending to play school till free
numbers
year. If government were to pull the
plug on the free year a lot of
community centers would be closed.
Government not investing in next
generation.
Lack of support, no training given for
a job which has a high degree of
responsibility
Keeping abreast of changing
employment practices, recruitment of
new board members
When a decision is being made I
always hope it is the right decision for
the children
To create new ideas, to ensure work
evenly shared

The big issues are financial, we need
funding for capital projects
Being approached by parents to
influence decisions made at
committee meetings
The ability to get other parents
involved on it.
Ensuring that the commitment levels
of all volunteers are equal
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What motivates you to continue working in a leadership role in the
ECCE service?
(Responses from Managers/Leaders Participants)
I love (my job) and want to inspire
and be a role model to my team. I
believe in ECCE and want to lead a
team who feel as passionate as I do
about this field

Up skilling and continue with training
through FETAC modules

I like the responsibility

To continue to develop staff for future
roles and to improve the quality of
service provided.

I love working with people at all age
groups, I feel I have good
management back-up

I am motivated because I love my
work. I have a strong desire to work
with children with a staff team who
appreciate and nurture each
individual children growth and
understanding. I love to lead and
manage staff, supporting them
efficiently and effectively.

Pay and hours suit me

Commitment to my local community

I love my job, I am a very motivated
person, I am a people person and I
really love children. I have great
ideas, I work very hard and I expect
the same from my staff. I lead by
example.

Not the money! Job satisfaction - love
of children

I like working on my own initiative.

I love working with kids watching
them grow and learn
Working directly with children.
Gaining experience to further career
opportunities.

I enjoy my job, the people and
children I work with. Have the
freedom to plan day to day routine
with other staff. Get great job
satisfaction.
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In your opinion specify 2 differences between a Leader and a Manager
(Responses from Managers/Leaders Participants)
A leader is more about interpersonal
influence, dealing with change,
issues, planning, learning, etc., a
manager is administrative - efficient,
analysing, visionary
A manager manages with tools
available, a leader takes people and
organisations to their desired level

Manager has overall responsibility, a
Leader just manages the preschool
session

The manager's job is to plan,
organise, co-ordinate and lead
people, the leader's job is to inspire
and motivate and lead people.
Leadership and management must
go hand in hand.
A leader has vision, ability to change
A leader works down on the ground
practice, thinks long term, a manager with children and staff. Therefore,
is more about day to day performance able to relate maters to parents first
hand. But I am a manager who is a
leader - difficult to answer, depends
on your setting and job description.
Leadership is about effectiveness.
A leader manages classroom/
What and why, trust and the people
running of classroom/ planning, a
you aim to lead. It is about being
manager oversees running of school/
creative, innovative and using one's
ensures manages staff
initiative and motivating or inspiring
staff. Management is about
efficiency, procedures, policies,
structure planning, organizing and
staffing, controlling and problem
solving.
A manager is in charge of whole
A leader does all the work, a
service, a manager has more
manager takes all the credit
responsibility
A leader has vision and will take risks, A leader works in the room with the
a leader can think outside the box
children and the manager manages
the centre
Leader shows their qualities/ initiative Managers manage using existing
regardless of their position, a
structures, Leaders demonstrate by
manager manages, whereas a leader own work practice
comes up with new ideas

Appendix 21

S TRAN MI LLIS U N IV ERSI TY CO LLEG E
A College of Queen's University Belfast

What issues face you in your leadership role working in a voluntary
based ECCE service?
(Responses from Managers/Leaders Participants)
Sustainability and viability of running
Voluntary management committees
of the centre, time management
are not always aware of the
legislation involved in running a preschool and don't always understand
adult to child ratio.
Change of Community Employment
I have no one within the crèche that
staff
helps and supports me in my role.
Been able to sustain ourselves into
the future, working a lot of hours over
contract with no financial pay.
The reduction in funding worries me
Having committee members who do
and the preschool's future depends
not understand the running of the
on it.
childcare sector and are unable to
empathise with staff on certain
issues. Parents and committee
members should spend time on the
ground to see what happens on a day
to day basis.
Increased paperwork with Síolta and
Demands do not take account of
Aistear to comply with HSE regulation voluntary nature of involvement
5. Ongoing stress and time
management.
Time management
There is much more work involved
than seems to be appreciated by
parents/ board of management.
Paperwork can take away precious
time that should be spent with the
children.
Indecisiveness
Having access to advice on complex
HR issues
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What do you see as your current/ future leadership development and
training needs/ supports?
(Responses from Managers/Leaders Participants)
Specific leadership training
Support with HR issues and staff
And then every 3 years to do a
management
refresher course on leadership
Getting the committee to take
Payroll training and Pobal returns
responsibility for their role and
support me as manager/leader
I would like to increase my knowledge
by doing my Level 6. If Level 7 and 8
could be carried out on a part time
basis I would consider this route.
Aistear and Síolta – support to
implement frameworks in all rooms

Part-time degree programme that's
local and affordable
Getting an honor BA in Social Studies
Literacy and numeracy strategy - how
to incorporate successfully in
preschool setting
How to be able to find a balance
between Leader (working in the
classroom) to other aspects
(paperwork, dealing with staff/
parents, etc.)

Facilitation and Conflict resolution

I would take part in any training as I
believe you always take away
something from training and I want to
continue with my professional
development.
Further training on employment law
More pay
Help me to implement change

How to deal with difficult issues at
committee meetings
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Summary of Themes from Interagency Questionnaire Responses
Organisation

Theme 1: Work to support leadership

Roscommon
Community Fora

Community leadership with a special focus on governance is
promoted through all community groups that affiliate to
Roscommon Community Fora

HSE

Referral system in place between the HSE and Roscommon CCC
HSE Promote legal & statutory regulations in relation to ECCE
Roscommon HSE Child & Family Agency is represented on the
board of Roscommon CCC and have regular meetings with the
Management & Staff of Roscommon CCC and childcare provider’s
network representatives
Provide training and support to the ECCE sector on areas relating
to Child Protection
Brothers of Charity BOC are represented on the board of Roscommon CCC
(BOC)
BOC have regular meetings with the Management & Staff of
Roscommon
Roscommon CCC
Brothers of Charity support Roscommon CCC & HSE in sharing
our expertise in the area of children and families with additional
needs and support ECCE educators in this area of their continuous
professional development
Roscommon
RCDB recognise that there is a need for strong leadership in
County Council
community based ECCE services in our county.
(RCC)/
RCC/RCDB advocate for and support best practice with ECCE
Roscommon
staff, curriculum and standards through our work on the board of
County
Roscommon CCC
Development
Board (RCDB)
Roscommon
County Enterprise

RCEB provides financial supports to private providers of ECCE
services in the area of training.

Board Ltd (RCEB)

Pobal
o
o
o
o
o
o
Department of
Social Protection

Roscommon
County Childcare
Committee (RCCC)

RCEB provides supports to micro and small enterprises for start
up and expansion, by way of advice, mentoring, training and some
area of direct funding
RCEB is represented on the board of Roscommon CCC and
collaborate on local ECCE initiatives identified
Pobal provides the following to ECCE services
Finance Training
Governance Training
Administrative Support
Financial Forecasting
Contract Adherence
Programme Compliance
Community Employment is our largest based community
programme which provides a meaningful work programme and
training plan in place for each participant. The programme is
designed to break the experience of unemployment through a
return to work routine and to assist them to enhance both technical
and personal skills. This is done in conjunction with our
sponsors/voluntary committees and the in the last number of years
the community childcare sector have become very important in this
role.
RCCC provide Committee members with training on role,
responsibility and HR governance. Committee members are also
supported with their financial returns and with support and
supervision training
RCCC provide support to community based managers on a one to
one basis and also through the manager’s network. Managers are
offered support on staff and centre management, day to day
operations, quality provision, national frameworks, Síolta, Aistear
and National Literacy and Numeracy strategy, interacting and
dealing with parents, policies and procedures. Managers are also
supported with funding applications and through the HR interview
procedure process for designing the advertisement, to job
description, short listing and the interview board. RCCC provide
support in meeting the HSE regulations and Pobal compliance
visits ensuring the childcare service meets the HSE legislative
requirements and the funding requirements of the three national
childcare programmes.
Pre-school leaders are offered the same support as managers as
some of them act as managers for their childcare service and
therefore have the same responsibilities as managers.

Roscommon
Vocational
Educational
Committee (VEC)

Early Childhood
Ireland

The VEC Provide FETAC Level 5 and 6 ECCE courses to
childcare practitioners in all types of childcare settings including
managers in community based childcare services. Occasionally
members of VMCs of community based childcare services will
participate in these FETAC courses to become more
knowledgeable in their role as a VMC member. Sometime
members of VMC will complete the course to gain a qualification
so they can be qualified to be on a relief panel for their community
childcare setting. Each year two or three community based
childcare services apply to Roscommon VEC for small grants to
provide courses in their own service for staff and VMC members
based on locally identified needs. These courses tend to be in first
aid or manual handling.
Early Childhood Ireland is a national membership based
organisation with members in County Roscommon including
Community Services.
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Theme 2: Projects/Initiatives/ Ongoing Supports

Roscommon
Community Fora

Links are established through participation on the board of
Roscommon CCC with Roscommon Integrated Development
Company, Roscommon County Council and other local
organisations.

HSE

HSE have a service level agreement with Roscommon CCC in
relation to the Childminding Initiative and the Child minder
Advisory Officer role within the multi disciplinary team of
Roscommon CCC
Support the Brothers of Charity, Roscommon CCC & Roscommon
Early Intervention team (REIS) in the Social Inclusion Protocol for
children with additional needs.
Ongoing work with childcare providers network representatives on
addressing their issues/stresses in relation to the preschool
inspection process and bringing them to national level where
appropriate
Joint training with Roscommon CCC on aspects of ECCE for
example Child Observations and Social Inclusion
Joint initiative for parents and children in relation to health
promotion with a community full day care service

Brothers of Charity BOC work with Roscommon CCC and REIS in the delivery of the
(BOC)
‘Protocol for Inclusion for children with additional needs in County
Roscommon’.

Roscommon

Roscommon
County Council
(RCC)/
Roscommon
County
Development
Board (RCDB)

Roscommon
County Enterprise
Board Ltd (RCEB)

Pobal

Department of
Social Protection

Roscommon
County Childcare
Committee (RCCC)

BOC in conjunction with Roscommon CCC and REIS organised
and delivered an ECCE professional development conference in
the area of working with and supporting children and families with
additional needs.
Training, which includes leadership skills are an integral part of the
programmes which the Community Fora deliver and which
RCC/RCDB support
In collaboration with Roscommon CCC and Roscommon Sports
Partnership Company deliver the annual County Play day in
County Roscommon
Collaborate with Roscommon CCC on initiatives that will enhance
the experiences of young children through play and the arts and
will continue to actively promote such initiatives for the ECCE
sector locally
Fund Start your own business courses
Manual handling – FETAC level 6 Train the Trainer delivered in
conjunction with Roscommon CCC, purpose which was to
establish a local panel of ECCE trainers who would then deliver
this mandatory training to ECCE services in Roscommon
Funded the delivery of First Aid/Occupational First Aid
Finance Training to ECCE beneficiaries in conjunction with
Roscommon CCC
Ongoing phone & email support
Support through compliance and contract support visits
Support to CCC at macro level to assist ECCE’s on micro level
Over the last number of years Social Inclusion Funding was
allocation to CCC.s and School Age Childcare was one of the
initiatives that was funded. This looked at the school age childcare
service and outlines the services responsibility for children when
they are not in school.
Other resources were steered towards training and FETAC
Awards in Childcare
Protocol for children with additional needs in collaboration with
Brothers of charity and REIS. This is where childcare service
providers, children, parents and additional needs support workers
are supported in inclusion.

Roscommon
Vocational
Educational
Committee (VEC)

Early Childhood
Ireland

HSE/RCCC referral system, where both agencies support
childcare services through a referral system to improve quality
childcare provision throughout the county.
Play day collaboration between number of stakeholders,
Roscommon Count y Childcare Committee, Roscommon County
Council, Roscommon Sports Partnership, FAI and Lough Key
forest park. County Play day for children where the different
agencies provide sports and games in an outdoor environment for
parents and children.
Critical Incident with GCCC
Síolta Pilot Quality Engagement Initiative
Seminar on quality and literacy and numeracy provision,
Dr.Glenda Walsh & Dr Geraldine French
FETAC level 5 ECCE modules leading to major award
FETAC level 6 ECCE modules leading to major award
Small grants to community providers for locally based training
ECI and Roscommon VEC – provision of training to childcare
tutors on incorporating Aistear and Siolta into FETAC assessment
and delivery
Formal Síolta roll out in collaboration with Roscommon CCC
Professional development for members in collaboration with
Roscommon CCC
Advocacy, in collaboration with Roscommon CCC
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Theme 3: Challenges facing your support organisation when
supporting ECCE sector

Roscommon
Community Fora

Shortage of leaders suitable to work in ECCE with a genuine
commitment and aspiration to having a career in the ECCE sector
(not just as a stepping stone to getting placed on a childcare
community employment scheme).

HSE

ECCE services understanding of roles and responsibilities of HSE
Value system of the organisation i.e the value system of HSE
towards ECCE compared to the value system of the ECCE
service.
Funding/Resources to support ongoing local initiatives
Continuous turnover of volunteers on ECCE community based
VMCs
HSE Preschool Inspections & Environmental Health Inspections
Garda Vetting for ECCE services
Lack of childminding regulations for the sector
Human Resource Management & Staffing in ECCE services

Brothers of Charity
(BOC)
Roscommon
Roscommon
County Council
(RCC)/
Roscommon
County
Development
Board (RCDB)

The relatively high turnover of volunteers and therefore the loss of
expertise.
The lack of understanding of what real leadership involves.
The lack of clarity on how to create and implement policies and
procedures and how to develop strategies for overcoming common
challenges and problems.

Roscommon
County Enterprise
Board Ltd (RCEB)

Restrictions on funding for community based projects

Pobal

Governance
Time Constraints
Need to have many skills such as finance, governance, HR, staff
support etc
Constraints and rules of funding programmes and associated
administration work
Maintain a flexible approach
Making sure the service and programmes are child centred
As a member of the Board of Roscommon County Childcare
Committee and my Department’s representative, Garda Vetting
has become a very important part of childcare and the resulting
delays in vetting is causing difficulties from the point of view of
placing people on Community Employment. While Garda Vetting
is extremely important, the system as a whole needs to be
reviewed.
Financial cutbacks in the last 2/3 years, is impacting greatly on
voluntary management committees. Fund raising has become an
integral part of the job
More responsibility is now put on the shoulders of the committees.
There is a huge need for capacity building and training.
The challenges emerging for our organisation going forward are
based around budget cuts and lack of consultation around what
the priorities for each year should be. RCCC lose a part time staff

Department of
Social Protection

Roscommon
County Childcare
Committee (RCCC)

Roscommon
Vocational
Educational
Committee (VEC)

Early Childhood
Ireland

post in 2013 with further cuts outlined for 2014 which may result in
further staff reductions.
Priorities set out at national level change on an annual basis. This
year the main priorities are the 3 national childcare schemes, Child
protection, Behaviour Management and literacy and numeracy. To
date RCCC has no confirmation that this will be the priorities in
2014. As these are national collaborative actions, RCCC have
little control over the timeframe of delivery
There is a lack of national recognition of the quality of programmes
developed at local level and the expertise of CCC staff.
Traditionally we have not delivered this to leaders in the ECCE
area. If the VEC did offer this it would have to be made available
to all community groups not just ECCE sector
Budgets are a limiting factor
Turnover of volunteers can be problematic as the responsibility is
significant
Early Childhood Ireland recognise the challenge to support
community based ECCE services in areas such as governance
and CE schemes, where CE participants are working in ECCE
services.
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Theme 4: Challenges facing leaders of community based
ECCE Services as cited by support agencies

Roscommon
Community Fora

Shortage of people with leadership skills that are willing to take on
a voluntary management committee role in their local ECCE
community based service.
Keeping abreast of changes and to ensure that a good standard of
childcare is always in place
Child Protection training and support in this area to ECCE staff will
always be needed at local level
Appropriate salary progression for ECCE staff
Governance and Committee Skills training as volunteers change
sometimes on a yearly basis
Financial training and support in relation to maintaining the service
as a viable community resource.

HSE

Brothers of Charity
(BOC)
Roscommon

Roscommon
County Council
(RCC)/
Roscommon
County
Development
Board (RCDB)

Achieving the key skills essential to effective childcare
management e.g. communication with key stakeholders, time
management, organisational skills, knowledge of current legislation
and best practice guidelines.

Roscommon
County Enterprise
Board Ltd (RCEB)

Recruiting the correct people onto ECCE Community based
voluntary management committees with skills such as finance and
HR
Funding
Paperwork
Recruitment of staff with the necessary leadership skills in the area
of ECCE
Human Resource Management & adhering to company law
ECCE services and support agencies both face similar issues but
come at it from different angles
Financial Constraints
Capacity of groups and requirements to be in compliance etc
Garda vetting
Community-based leaders on voluntary management committees
do their work on a voluntary basis and sometimes receive very
little recognition for the hours of work they put in.
Pre-school leaders are constantly being asked to implement
national strategies and to continue with CPD training, however
there is no funding stream available for professional development.
Therefore it becomes a personal responsibility which may place a
financial burden on individuals. Support is needed to ensure
leaders are kept up to date with any developments in the childcare
sector and advice on how to implement these changes.
Responding to and adhering to legislations and regulationsMonitoring visits from Pobal and other bodies
Compliance in terms of corporate governance- Time commitment-

Pobal
Department of
Social Protection
Roscommon
County Childcare
Committee (RCCC)

Roscommon
Vocational
Educational
Committee (VEC)

Early Childhood
Ireland

paperwork
Trying constantly to target the most disadvantaged
Managing debt /fundraising where money owed for capital projects
Recruitment and managing staff
Turnover as the VMC members’ children grow- up – changeover of
personnel
The greatest challenge for managers of community based ECCE
services are related to governance issues, where the service is
managed by a voluntary committee, the insecurity of this causes
many issues for managers.
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Theme 5: Current/future leadership development and training
needs/supports in the ECCE sector required as identified by
support organisations

Roscommon
Community Fora

Leaders need to be competent in finance and keep up with the
paperwork as funding is tighter
Governance and Committee Skills training
Child Protection training

HSE

Voluntary Management Committee training & retention of
experienced volunteers
Regulations (preschool regulations, employment law, health &
safety, environmental)
Child Protection training
Recruitment Procedures & HR training/support
Clear defined roles & responsibilities for ECCE Childcare
Providers Network representatives
Terms of Reference for ECCE providers networks
Leadership training
Brothers of Charity Workshops in supporting children with additional needs
(BOC)
Roscommon
Roscommon
County Council
(RCC)/
Roscommon
County

Leaders in ECCE need to be self-aware of the personal attributes
and skills required.
Training in the areas of motivation, support, monitoring, evaluating
and providing feedback are all essential when looking at

Development
Board (RCDB)
Roscommon
County Enterprise
Board Ltd (RCEB)

Pobal
Department of
Social Protection
Roscommon
County Childcare
Committee (RCCC)

Roscommon
Vocational
Educational
Committee (VEC)

Early Childhood
Ireland

development needs of leaders in the ECCE sector.

Voluntary Management Committee Skills Training for volunteers
on community based VMCs
Skills in change management and flexibility
Financial training
Company Law training
HR & Governance are the two most importance skills that will be
needed to succeed in the future
Capacity Building
Financial Training
Human Resources
All leaders should have some training in leadership skills, the
amount and density of the course would depend on the leadership
role the person has.
Leaders should have the professional qualification level to fulfill the
role appropriately: e.g. a manager who has no contact time with
the children should have a knowledge of child development as well
as completing a graduate management course, to ensure they are
capable of dealing with the complex issues that arise when dealing
with children. All leaders working directly should have a degree in
ECCE and would require additional mentoring support from CCC
staff if they are new graduates without experience
Corporate governance especially if the code of practice for
voluntary organisations and charities becomes mandatory
Info session on regulations/policies/procedures
CCC need to be able to provide specific workshops/seminars on
these items
Financial training – fundraising – accessing funding for community
services whose premises are not ideal and would badly need to
avail of capital funding to build/extend etc
Their ability to provide full day care services in locations where no
community facility exists for same
VMCs need training on their roles and recognition of their role as a
strategic role, not an operational role.
There needs to be clear line management structures in place and
supports around HR are important.
Supports around sustainability for managers and voluntary boards.
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Affiliation to organisations or professional forums
County Childcare Committee

Community Managers Forum

Cancer Support Center

Local primary school board of
management

Early childhood Organisations

Local GAA club

National Teachers Organisation

Childcare Providers Network

Community For a

Professional accountancy body

Global School Room

College alumni
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Organisations where support/mentoring was sought.
County Childcare Committee

HSE Preschool Office (n=5)

(n=10)
Early Childhood Organisation

CCC Community Managers Forum (n=4)

(n=3)
Chartered Institute of Personnel

Institute for Managers of Community and

& Development (CIPD) (n=2)

Voluntary Organisations (IMCV) (n=10)

Providers Networks (n=4)

Saint Nicholas Montessori Society (n=2)

The Wheel (n=2)
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Personal qualities for effective leadership: Top 3 responses from
Manager/Leader respondents
% of total responses
from
Manager/Leaders

% of total responses
from VMC

1: Communication and
listening skills

25%

20%

2: Planning, vision and
decision making

18%

10%

3: Confidence and
assertiveness

18%

14%

Personal qualities for effective leadership: Top 3 responses from VMC
respondents
% of total responses
from Manager/Leaders

% of total responses
from VMC

1: Communication and
listening skills

25%

20%

2: Ability to work with
others

10%

20%

3: Fairness, empathy
honesty and respect for
others

10%

18%
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Factors contributing to ineffective leadership: Top 3 responses from
Manager/Leaders respondents
% of total responses from
Manager/Leaders

% of total responses from
Voluntary/Committee

1: Lack of vision
and planning
skills

23%

10%

2: Laziness and
lack of motivation

20%

14%

3: Lack of
communication
and listening
skills

18%

18%

Factors contributing to ineffective leadership: Top 3 responses from
Voluntary Management Committee respondents
% of total responses from
Manager/Leaders

% of total responses from
Voluntary/Committee

1: Self-Centerd
and egoist

15%

20%

2: Lack of
communication
and listening
skills

18%

18%

3: Laziness and
lack of motivation

20%

14%
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Training to support leadership role.
Training Received

Agency who delivered
training/support

Voluntary Management
Committee Skills training

RCCC

Governance Training

RCCC

Interviewing & HR Training

RCCC

Health & Safety

RCCC

Conflict Resolution,
Management Roles

Sligo Cancer Support Center),

Finance Training

Pobal

Support & Supervision &
Management Training

RCCC

Community Development

Various
workshops/seminars/support
meetings organised by local support
agencies

Management Development &
Mentoring Programme

RCCC

Mediation

RCCC

Mentoring and Coaching in
relation to Leadership role

RCCC
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Supports available to VMCs
Supports

Description

Employer

Committee, staff liaison, staff team, monthly meetings

supports
County

RCCC staff & management, VEC, seminars and training,

supports

childcare providers network, HSE pre-school Officer,
RCCC community manager’s forum

National

DCYA, Pobal, Citizens Advice, ECI, Pobal, Citizens

supports

Information

Other

VEC, TÚS Leader, internet and Google
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Leaders/Managers Diary No. 1 for a Day – Abigail
Adapted from How do they Manage? An investigation of early childhood leadership by Aubrey et al
(2013)

Event/What
happened?
(Date, time,
location,
ongoing
activities, who
is involved?)

Leadership Knowledge &
Skills that you are aware of
utilising (think about your
own professional
experience & training)

Reflections/Additional
Comments

7.45am –
9.00am Check
emails, check
water, fridge,
room
temperatures.
Greet breakfast
club parents &
Children.
Prepare
breakfast, Sign
in children.
Prepare room
for preschool
session. Take
fees, answer
telephone

Organisational Skills

Taps flowing too fast,
ring plumber.

9.00am – Staff
coming in,
discussed
upcoming
training,
fundraisers,
COR.
Supervised
preschool

Communication Skills

Time Management
Communication Skills
Building Relationships

Leadership Skills
Consultation Skills
Building Relationships

Fees due for Easter
camp, discuss with our
Administrator regarding
this.

Staff member wants
guidance with COR. Staff
member to approach
parents for help with
planned fundraiser. List
of parents offering help
devised.

children while
other staff
member walks
afterschool
children to local
primary school
9.30 – 12.30pm
– Mark role
book for
preschool
session. Greet
parents &
Children. Staff
interaction with
Children, take
notes of their
development,
learning and
interests.
Scaffolding
Children’s
Learning.

Team Building/Development

12.30-1.00pm –
Team Planning
for next week,
role book
signed. Discuss
projects,
compliance visit,
grant
application,
upcoming fund
raiser, sterilise
equipment, log
anecdotes to
COR.

Communication Skills

Communication

Staff to log and update
anecdotes for COR.
Parent/Early Years
Educators Meetings
arranged for June.
Room needed to be
reorganized. Materials
not being used taken out
of room, no longer
children’s interest,
introduce again if interest
arises.

Thinking/Problem Solving
Developing/Team Building
Motivate/Discuss issues

Staff to feedback what
Centre needs most.
Gardening- Digging
tomorrow-Children’s
interest
Time to do monthly
sterilizing, 2 staff to
sterilize while 3rd staff
member writes up plan.

1-130pm Break
2-3.00pm –
Close red room,
open

Transitional Skills
Motivation

Activities prepared for
children. As it is a lovely
day outside outdoor

afterschool
room, bring full
day care
children over.
After school
children arrive.
Snack given to
children. Staff
support
children’s
homework &
plan activities
around
children’s
interests

activities also planned.

6.00pm - Home
Leaders/Managers No. 2 Diary for a Day - Charlotte
Adapted from How do they Manage? An investigation of early childhood leadership by Aubrey et al
(2013)

Event/What
happened? (Date,
time, location,
ongoing activities,
who is involved?)

Leadership Knowledge &
Skills that you are aware
of utilising (think about
your own professional
experience & training)

Reflections/Additional
Comments

9am – Greet parents,
collect fees

Communication

No parents queries this
morning just general
chat

9:30 – Check e-mails

IT, communication

Had to reply to one
parent query in relation
to waiting list

9:45 – Enter fees into
spreadsheet

Finance skills

10:30 – Balance fees
and make changes for
next week as its non

Finance/mathematical skills

8:45 – Open building,
check heat rooms etc

Need to have a good
understanding of the
rules of the ECCE

ecce week

scheme in order to
work out fees.

11am – Chairperson
arrives

Needed a letter faxed

11:15 – Staff looking
for a form to be
printed

Computer skills

11:30 – Drop down
receipts, check in on
the floor

Communication

At this stage I would
deal with any staff
issues/queries – none
today

11:45 – Interview for
an internal position

Interview skills

Only had 2 staff to
interview for a room
leaders position

12:30 - Lunch
1:30 – Cover on the
floor

Childcare skills

2:30 – Parent arrives
to pay a booking
deposit

Communication

It nice to meet the new
parents that are starting
in September and
sometimes if they have
time I would show them
around the building

2:45 – Parent looking
for a booking form

Communication and PR
skills

I showed this parent
around the building and
told them all about the
service

3:00 – Write business
plan

Business and writing skills.
Skills to link with local
support agencies

This is a requirement
from Pobal and is due
to be submitted in 2
weeks

5:45 - Home

Appendix 31

S TRAN MI LLIS U N IV ERSI TY CO LLEG E
Voluntary Management Committee Member No. 1 Diary for a Day Barry
Adapted from How do they Manage? An investigation of early childhood leadership by Aubrey et al
(2013)

Event/What
happened?
(date, time,
location,
ongoing
activities, who
is involved?)

Leadership Knowledge &
Skills that you are aware of
utilising (think about your
own professional
experience & training)

Reflections/Additional
Comments

10.45am – Took
phone call from
leader of Centre
re staff issue

Instruction/Direction/Conflict
Resolution Skills

We had implemented a
staff handbook with
training from our local
CCC which was helpful
with this item. As a follow
up I asked the leader to
contact Roscommon
CCC for additional
advice and support

12.30pm –
Budgeting & Finance
Correspondence
Administration
from RCCC re
Fees Policy to
Guidance and Support
be submitted.
Correspondence
re HSE
inspection report

Discussed proposed
plans and fees for the
year ahead with other
members of our VMC
and leader and liaised
with Roscommon CCC to
meet deadline.
Discussed HSE report
with staff and agreed
follow up plan for outdoor
area. Call HSE preschool
Officer. Advised leader to
liaise closely with CCC

and HSE.
9.15pm –
Monthly
Voluntary
Management
Committee
Meeting

Committee Skills
Strategic Planning Skills
Administration Skills
Financial Planning

Request from
staff re training

Prepare minutes of last
committee meeting and
circulate to all. Arrange
next meeting and
agenda with Chairperson
and leader. Include staff
training and AGM on
agenda.
Invite CCC to next
meeting to support us in
our plans for expansion

Liaise with
accountant re
audited
accounts for
year end

Liaise with accountant

Plan AGM

Voluntary Management Committee Members No. 2 Diary for a Day –
Jackie
Adapted from How do they Manage? An investigation of early childhood leadership by Aubrey et al
(2013

Event/What
happened?
(date, time,
location,
ongoing
activities, who
is involved?)

Leadership Knowledge &
Skills that you are aware of
utilising (think about your
own professional
experience & training)

Reflections/Additional
Comments

9.00am – Took
phone call from
Manager of
Centre re
heating system
temperature

Instruction/Direction/

Instructed Manager to
contact heating engineer.
Put this item on monthly
meeting agenda for
discussion regarding reinstalling back-up system
and cost.

2.00pm – Took

Support/Direction/Problem

Need to arrange meeting

call from
Supervisor re
discipline issue
in afterschool
room

Solving

with parents, afterschool
leader and supervisor

3.00pm -

Budgeting & Finance

Discussed weekly budget
with manager and need
to keep close watch on
food bills going forward.

Administration

4.00pm – HR
Issue

Governance/HR skills

Sick leave policy to be
revisited and put as
agenda item on next
monthly meeting. Seek
support from
Roscommon CCC

8.00pm –
Monthly
Voluntary
Management
Committee
Meeting

Committee Skills

Chaired meeting with
items addressed such as:
Leaking skylight,
Finance, Revise staff
handbook, Job
advertisement, preschool
services report, P30
returns.

Motivation Skills
Conflict Resolution Skills
Finance Skills
Strategic Planning Skills

Meeting was very
productive with items
agreed and things to be
dealt with before our next
monthly meeting.

