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Introduction
Values and beliefs are the cornerstones to an individual’s daily existence helping to shape them personally, socially and professionally. Such deeply rooted principles contribute to the behaviours and choices one make. Essentially, upholding your values results in effective leadership without compromise in principles and trust, thus blending rewards with responsibilities. Today’s educational environment is highly competitive, pushing and challenging leaders to be innovative even as they must navigate boundaries and institutional constraints. Educational leaders desirous of achieving and leading institutions of excellence must think outside the box to achieve genuine impactful progress. 

For educational institutions to meet their expected targets and be of relevance to their stakeholders the home environment plays an integral role via the moral and socially acceptable behaviours they inculcate which contribute to rounded young individuals of society. Work spaces today strive on the pivotal soft skills of emotional intelligence which shape the perceptions and emotional responses of individuals within organizations. Mastery of emotional intelligence contributes to quality leadership, effective communication and decision-making as well as team dynamics all drivers towards a successful organization.  Successive leadership within institutions begin to take shape with delegating responsibilities and coaching such individuals towards successful completion of tasks. Feedback as a catalyst for change and improvement which is beneficial in the long and short term whether it is intended for an individual or the entire organization. Essentially, for educational institutions to achieve excellence and maintain relevance to their stakeholders they require the integration of strong values, innovative leadership and emotional intelligence all capable of transcending boundaries towards making a difference. Additionally, leaders who strive on a culture of ethical decision-making, ones who embrace the value of continuous feedback and those who hold strong beliefs in empowering others are more likely to have organizations that are successful. 
   
Authenticity
· What values and beliefs are most important to you as a person?

The values and beliefs that I hold are fundamental to my daily survival and navigation of my home, work and social spaces. They significantly contribute to the principles behind the decisions and the choices I make. George (2003) stated that values are derived from an individual’s beliefs and convictions. Many of my values and beliefs are foundational as these are influenced by my upbringing as well as my past and current experiences. My firm conviction in understanding that my daily actions must reflect my values and beliefs of fairness and honesty to all, exercising compassion and love, demonstrating that hard work is valuable and inextricably linked to integrity are crucial to building the trust I want persons to have in me. 

According to Roncesvalles and Gaerlan (2021), “authentic leadership emphasizes the importance of a leader's ethical behaviour and authenticity”, a statement I endorse wholeheartedly. Hence my life’s activities help to define and maintain my goals and purpose as a professional and leader of not only adults but students on whom I must create a positive impression. My credibility and reliability ought to be strong pillars of motivation and inspiration for others to exemplify. 



· How do you demonstrate them in what you do as a leader?

Leadership can be both rewarding and complex, and I have experienced both spheres during my tenure. However, holding firmly to my values and beliefs have help me lead without damaging compromise. My strong commitment to fairness allows for the execution of justice and equality in which I treat with my colleagues without favouritism and bias but instead build their trust and respect by demonstrating to them that they are valuable to what must be achieved. Personally, my demonstration of collaboration and understanding contribute positively and almost effortlessly towards preventing conflict and resentment as person get what they truly deserve. During discussions, individual or collective, I encourage authenticity and honesty by being truthful, transparent and forthright in my communication, which automatically encourage trustworthiness, prevents complications, deception and credibility damages. Building an unwavering integrity is one of the hallmarks of good leadership.  
 
Being a compassionate leader does not mean you are soft and ineffective. Instead it reveals that one has the capacity to connect with others, to be emphatic and understanding while realizing  such chances provide occasions for transforming moments of challenge into opportunities to nurture emotional intelligence; thus experiencing a sense of achievement and purpose.  I maintain an open door approach which allows my colleagues to freely discuss their challenges and or achievements with me, they comfortably come to seek clarification or help without inhibitions. Whenever I am approached with what a colleague may deem a failure I seek to reassure them that erring, recognizing same and being open to seeking a solution is a positive step towards growth for themselves and the students they teach. Where I am able to share a personal experience I do, thus helping them to understand that a failure is not the defining factor but an opportunity for growth. Such resilience is a demonstration of the desire to persevere, a quiet confidence and the potential to do well all of which are building blocks of hard work.  Demonstrating values and beliefs as a leader requires one to be authentic, honest and transparent, hard working and compassionate, all of which when combined perfectly reinforce one’s commitment to being an exemplary leader not only because it is morally right but also rewarding for everyone.

Boundary breaking
· What are the boundaries that constrain you at work?
	
George (2003) postulated that having a clear understanding of ethical boundaries is very important for an authentic leader.  Conversely, Mircetic (2018) posited that ethical boundaries can be restrictive to a leader taking actions that are not based on his standards and values, but which are part and parcel of the daily operations of even the very organization within which you work.

Every organization wants to be a step of the other, the leader in its group, and educational institutions are no exceptions as they strive to be among the highest ranked. Like all other organizations, schools too require employees to use their initiative and think outside the box, but are employers truly wanting this to be so when there are so many bureaucratic red tapes to cut through in order to get things done? How are leaders expected to make a difference if they are not allowed to break through the existing barriers and surmount boundaries? Within my workspace I am constrained by administrative procedures and policies, limitations associated with budgets, curriculum requirements, the expectations of staff and stakeholders, protocols associated with safety and discipline as well as the constraints of time. 

Policies relating to teacher recruitment and retention do not allow me as a leader to engage individuals who will work to develop programmes to meet set targets which are to be aligned with national goals. During interview sessions I have met individuals who would be ideal to work with because they possess the technical skills to assist in advancing valuable programmes but I am unable to onboard them due to the absence of the required qualifications and further push backs from my superiors. This then leaves you with on boarding individuals with the right qualifications who are lacking the zeal to contribute beyond just the minimum. 
 
Additionally, rules and constraints aligned to school management including staff operations do not allow me as a leader the flexibility to make decisions that support the mandate of the institution and more so correct some of the issues that arise. For instance, the flexibility to adjust the start time of school during the winter months from 7:00am to 8:00am which would result in school commencing with more students being present on the campus at that time, would have to be made at the upper level of the ministry.  On a whole, administrative procedures and policies which guide decision-making within schools such as staff evaluations, allocation of resources, and student discipline among others meant to ensure consistent fairness often times slow decision-making and limit the flexibility of leaders, myself being so affected. 

As a vice principal juggling multiple responsibilities limits the amount and quality time I spend on tasks, these are also often impacted by limited resources as tough choice have to be made regarding prioritizing. Here, matters such as teacher support, resource allocations and meeting academic and curriculum standards are significantly impacted. Not to be ignored is meeting the needs and expectations of stakeholders which are often times conflicting and even unrealistic. Within my experience the matter of what is acceptable grooming for school has come upon varied points of view to the extent where even the ministry of education has been unable to be definitive regarding what is ideal, hence limiting how far as an administrator I can act.


· Where could you add value as a leader if you pushed at a boundary? 

As a leader, I believe value can be added to institutional development, teacher outputs and student outcomes if there is a push at the boundary of resource allocation. This can be achieved if I use my initiative to ensure far more resources are allocated to student skill development, literacy and numeracy programmes as well as staff professional development other than the specific programmes being funded currently. Also, pushing at the boundary of working practices to allow other leaders in the institution greater freedom to make decisions relating to those they lead should be able to help maximize the growth and development of the institution. 

A push at the boundary of innovation in leadership is tantamount to championing an ethos of continuous improvement, accountability and expansion within the institution. As a leader my advocacy for flexible budgeting and transparent resource allocation processes, this can inspire my team members to identify unexploited opportunities that can effectively enhance curriculum design, extracurricular engagement and community partnerships. This proactive standpoint does not only expand the scope of existing programmes and initiatives, but also do well at empowering staff to experiment with evidence-based practices, which ultimately propel measurable gains regarding institutional reputation and student successes. Such boundary pushing endeavours can be achieved incrementally or via direct implementation using a combination of viable strategies. Some of these can be setting clearly defined goals with respect to development of students’ skills and staff professional development beyond what currently exists, auditing and reallocating under-utilized resources to fuel other innovative ideas or programme expansions proving more beneficial to stakeholders. Flexibility with policies can result in greater buy-ins from other department leaders within the institution who would ultimately become energized, wanting to replicate the values to be had from taking the chance to push at boundaries.   


· Where could you remove a boundary for people that would increase their freedom to act as leaders?

As a leader empowering the people with whom you work should not just be an utterance but a fundamental belief put into action. It is also true that in the process of empowering persons evidently there is push back as it is deemed as passing off your workload onto them. Within my capacity as Vice Principal I have assigned the primary lead leadership roles to persons in my absence from the campus and found upon my return that a simple task of closing out then preparing the attendance register for the following day was not done, nor could a worthwhile account of the day’s proceedings be given beyond the words ‘everything was ok’. In dialogue with some of my senior teachers as to why such a simple task was not completed the resounding responses were summarized to be fear of criticism. With that I have had to be incrementally assigning them tasks to help remove that culture of fear.  

In increasing the leadership capacity of my grade coordinators I have been more deliberate in instructing them to manage the staff and students within their respective year group to achieve improved cohesion. Grade coordinators can be empowered to become more involved with the direct handling of disciplinary and conflict resolution matters. They can become more instrumental in developing restorative student leadership and mediation systems to effectively deal with student to student and student to teacher disagreements. Another boundary that I could remove is that which prevents them from making or implementing corrective decisions regarding those they supervise thus improving on the hierarchical reporting lines. 

Coaching
· What have you done recently that was successful?

As the Home School Association President for a primary school in my parish I was able to assist five parents with revisiting the way they care for and help their children whom they regard as dull and stubborn.  I met with the group of three females and two males three hours Tuesdays and Thursdays for two months.  During the period I worked at steering them towards another mindset, an alternative way of viewing their children. Together we looked at trying harder to understand the children instead of labelling and exasperating their frustrations we looked for possible gaps in their parenting styles, the children’s skills and learning styles, the parents reflecting on the past while observing in the present to identify any developmental abnormalities or delays. I was also able to help the parents re-examine situations surrounding their children being stubborn in order to determine if a need or crisis is actually being communicated.

Additionally, parents were encouraged to dismiss judgement when communicating with their children but structure their speaking towards consultation and curiosity, using tones and statements depicting guidance, respect and understanding. By doing so parents are building connections of empathy leading in the direction towards behaviour change and improved parent/child relationship. Another positive to be derived is one-on-one time with the child during which strengths and positive behaviours can be observed and commended. During this coaching process parents were engaged in self-reflections designed to identify what fuels their frustration, they engaged with strategies they can employ to regulate and respond to situations instead of engaging in negative behaviours towards their children.
· What made it go successfully?

The dedication and willingness towards an understanding of their children’s needs and their personal development were more the drivers behind the success of the project coupled with the shared information. The parents who participated demonstrated that they were desirous of improving on their care and support for their off-springs so they communicated openly, honestly and without criticism of each other. The space was non-judgemental and the only test to be passed was improving on one aspect of their parenting support towards their child/children. Within the group the parents shared ideas, real-life scenarios and strategies, those that worked, did not work and together brainstormed what can be the alternatives. One technique that was reaping immediate success was the use of calmer, non-threatening speech towards their children as the parents reported their children became less aggressive in their responses. Engaging in games and watching movies together was another combination that was yielding some success among the families.

The success of this project was also based on the premise of the space being a collaborative learning environment that allowed the parents the freedom to share and experiment with anything new to assist with their parenting skills. Discussions were reflective, infused with practical activities-practiced calm speech, examination of scenarios, role-plays giving rise to a supportive environment that encourages improvements towards parent-child interactions. From within the community of shared experiences and parents commitment came results of measurable reductions in the children’s undesirable behaviours, stronger family bonding, non-judgemental communication, parents who were actually repairing themselves while learning basic components of effective parenting.  




· How did you feel about it?

Initially I felt I was getting nowhere with the parents because they were mostly complaining about lack of compliance from their children and they not knowing what to do to curb their behaviours. Secondly, I began realizing that my compassion towards the parents, my concerns for the children’s future and my drive to help were becoming intertwined, confused and consuming. I began absorbing and not supporting and that is when I had to remind myself to help from a safe distance, remaining mindful of my role, where it begins and ends. Momentarily, my perspective on the role of facilitator shifted, making me realize that empowering the parents towards ownership of their children’s behaviours embeds the real progress of the initiative; hence I had to balance empathy with professional detachment ensuring I am supportive and objective during the intervention. The intent is for the parents to not abdicate their responsibilities but instead identify issues, their possible root causes and treat with same through positive reinforcement while strengthening parent-child bonding towards meaningful behavioural changes.

 Throughout, I encouraged participants to remain objective, encouraging and supportive of their children and each other so as to maintain a balanced mindset in order to be able to detect in their children even the subtlest change and be ready to highlight and reward same.  While I remained invested in the programme I had to detach myself from the outcomes as a means of self preservation. At the end of the time together I was particularly proud of the parents who remained throughout, dedicated to wanting to effect a change in their children’s behaviour. I strongly believe in the capacity of these parents, all of whom were encouraged to become active mentors to other parents while continuing to strengthen their resolve to improve on their own parenting skills.


· How can you build on this success?

It is my desire to reach out to more parents via parent/student consultation sessions. I am aware that these consultation sessions are not be long term sessions but just one off discussions, which might create some sort of impact depending on the receptiveness of the parties. An additional step that can be taken to build on this success is expanding the parent-student consultation into a structured, tiered support system inclusive of short-term workshops for practical parenting with follow-up sessions. I am hoping that the five parents who benefitted from the initial interactions are so empowered to assist others within their surroundings to improve on their methods of parenting and building more holistic relationships with their children. These parents can work alongside the Guidance Counsellors and other civic or community groups to create a network that will circulate effective parenting and coping techniques. It is also my intention to further collaborate with the Guidance Counsellors within my institution to facilitate sessions aimed at helping more parents cope with the issues they are experiencing with their children. With the assistance of these five parents the desired mentorship and peer support can become more far-reaching and impactful. 

Distributed leadership
· What could you delegate today? 

Spillane, Halverson and Diamond (2004) postulated that distributed leadership is defined by focusing on the practice of leadership which involves the interaction of leaders, followers and their situation rather than just the actions of a single individual. Therefore it is important to engage persons with whom you work to carry out tasks in groups thus building camaraderie and group synergy, while allowing various other persons to lead out and take the initiative in getting tasks completed.
As a Vice Principal using and conceptualizing on the notion of distributed leadership, the cognitive approach is not give away my authority but to grow leaders. Real growth is not about being cloaked up in your knowledge, being the only one issuing instructions, but same is better achieved when others are empowered to contribute to increased accountability, collaboration and performance outcomes. Therefore, through delegation the idea of growing leaders will flourish. Furthermore, I could delegate a plethora of things however; more meaning delegations may include but are not limited to having others: 
· Spearhead appraisal teams.
· Lead behaviour intervention plans. 
· Lead lesson study or peer observation.
· Vet examination scripts.
· Analyze exam and test results.
· Coordinate staff appreciation and wellbeing activities. 
· Student Leadership supervision.

· Who would you empower to do it? 

With the aforementioned list of delegations, there are specific individuals I would empower to do them base on their strengths and skills set. For instance, I would be more decisive in empowering the Dean of Discipline and the Guidance Counsellors to lead the behaviour intervention plans forging a collaboration based on their mandate and outlook within the school. The Heads of Departments will be empowered to take on the task of spearheading appraisals, lesson planning and peer observations. Additionally, vetting and analysis of tests, data presentation and tracking of students’ and teachers’ performance can become the responsibility of a committee led by the Examination Coordinator who will report to the school’s administration at the end of each term. With regards to coordinating staff appreciation and wellbeing activities, my school’s Staff Association committee members will be empowered to take on this task. Finally, a committee of advisors will be empowered to work closely with the student leadership body offering council, supervision and leadership advice.

· What result are you looking for?

According to Hargreaves and Harris (2010) shared leadership contributes to organizational success. With that being said distributed leadership will initially boasts my staff’s engagement and promote positive work morale while improving individual responsibilities. Furthermore, with the initialization of distributed leadership I expect measurable improvements in teaching, learning, leadership capacity and the overall school culture. When leadership is shared, heads of department and senior teachers take greater responsibility for instructional quality thus, improvements in classroom practices. Finally, I foresee, greater responsibility and accountability among my staff members as everyone will begin to see and understand how their involvement, individual or collective impact the organization’s resilience and sustainability. Additionally, delegated leaders will become more cognizant that their roles are imperative to the holistic development of the school and that their responsibilities are direct contributors to success rather than viewing them as additional duties of burden.  

· What coaching or support might be needed to enable them to achieve a good result?

In order for my staff to achieve good results from distributed leadership intentional coaching and on-going support are imperative. This means that my staff will need the proper guidance and support mechanisms along with role specifications. Empowerment occurs intentionally with support that has clearly defined goals that are realistic and manageable so as not to diminish confidence but build individuals’ strengths through demonstrations and meaningful questions. As a leader providing opportunities for feedback and reflection are vital thus helping my team members use mistakes as data for driving progress. Another important coaching strategy is that of creating a psychologically safe space where it can be understood that an error is not judgemental but a learning opportunity signalling growth. Along with these, expected outcomes and timelines are to be clearly defined, signalling accountability as a partnership. It is also imperative that individuals are motivated via recognition and commendation, which allow persons to feel valued and others inspired to get on board.

Emotional Intelligence (EI)
Within the organizational context Emotional Intelligence (EI) speaks to how people recognize, understand, manage and respond to emotions of their own and those of others in order to achieve cohesive working relationships and ultimately the goals of the organization. Emotional Intelligence directly impacts a number of areas within the organization, chiefly the leadership quality, how effectively teams work, strength of the communication mechanism, the decision-making process and by extension the overall ethos of the organization. Emotional Intelligence is one of those “soft skills” which quietly propels results demonstrated in open rational communication, constructive mature handling of conflicts and leaders remaining calm and respectful even under tremendous pressure. 

Think about your emotions - they usually fall into one of the following categories; happiness, sadness, anger, disgust or fear. 
· Which of your emotions is most likely to take control of you, so that you feel you have no choice in your response to it?

Eilers (2024) posited that emotions can be absolutely terrifying, cause shut down and unbelievable pain. Yet, he cautioned against thinking of them as life enemies but instead as communicators of crucial information. He has recommended approaching our emotions as allies which will help with controlling them towards better life choices. Our emotions range from happiness to sadness, comfort to fear and at times any one state may encapsulate a mixture making hard to define at the moment. When our emotions take centre stage it is often hard to compose ourselves instantly, and for me fear is one of my emotions that takes control of me almost without warning. I am unable to prevent my heart from racing or skipping a beat, staving off the sudden pain that shoots across my forehead is impossible. I sometimes experience this type of fear taking the podium in front of an unfamiliar audience, travelling to an unknown destination and sometimes the need to speak to a colleague regarding a sensitive situation. Deep breathing does not always help but getting started often wanes the fear.  

   
· How could you change your response when you feel that emotion?

Besides recognizing that fear is automatic, a natural uninvited emotion being experienced at an inopportune time maintaining my composure is the response change that is most useful and inconspicuous. By separating the untimed emotion from the reaction which would be a learned response it will help in abating the extent of the emotional response. Another technique I engage is to do my best at identifying the exact reason for the fear I experience then regulate my body’s reaction while engaging my mind to eventually take control thus removing the power of fear in the current situation. Mastering coping with fear is still a work in progress for me as I want to be able to ‘interrogate’ my experiences with fear and be able to choose the right response to turning fear into meaning and not see it perceive it as loss of control.

· What other ways of responding can you think of? 

Confronting and accepting my phobia will allow me to engage in active self-examination of what is/are the triggers that cause me to experience fear.  Coming to recognition of why I am in fear can help allay such fears. Another response is to examine what exactly my fear is protecting, is it from hurt, embarrassment, facing the unknown and unexpected or the possibilities of being rebuffed. Taking the proverbial bull by the horn might also be one of the alternative responses to fear. Also, extending compassion towards me, understanding this is not self inflected but a natural response is not a sign of self pity but realizing that as a leader it is a human response. Having a support system of meaningful connections and expanding open engagements can allow for a community I am able to learn coping strategies from.

Feedback
· Are you open to feedback? 

“Let me have your feedback” is a very popular statement heard being branded about within organizations especially when it surrounds projects. It is also a request we look forward to especially when we want to be successful at a task. Hence, it is safe to say feedback is required for everything we do, from the family members’ comments on a meal or outfit to your colleagues’ commentary on that defining project. Depending on how one views feedback will determine if the idea is growth or shrink because ego was bruised. Ask also, was the feedback meant as a spirit-breaking criticism, bitter jealousy or was it a genuine advice meant to propel me towards improvement and blooming into perfection? I genuinely believe that feedback and compassion  go hand in hand, as for me compassion does allow for the sharing of hard truths even if one has to be tactful when doing so but it does remove the hypocrisy of not wanting to hurt the other person’s feeling as the greater hurt comes later when the truth unapologetically surfaces. Instead of viewing feedback as an attack on your worth it is most beneficial when embraced as information, meaningful data that will contribute to your growth and development going forward.

Being open to providing and accepting feedback is one way of displaying real compassion especially when done having moved out the comfort zone. Over time I have found that feedback is beneficial when used well, within my workspace I have used the feedback I receive be it direct or indirect to engage in early interventions and focus my efforts more meaningfully to achieve the desired outcomes. Constructive feedback is supportive, developmental, creates learning opportunities and has acted as a source of motivation in how I serve my colleagues. Decision-making is another tenet that benefits significantly from feedback that is accepted open-mindedly while building relationships of trust and organizational efficiency. 


· [bookmark: _GoBack]Do you respond with questions that help you to clarify the feedback?

Effective leaders depend on feedback, a very valuable tool which when embraced results in successful organizations. As a Vice Principal within my school, I often open and close my discussions or meetings with a reminder to my colleagues of how important and valuable their questions, concerns and suggestions are irrespective of how inconsequential they may perceive them to be. In order to get the most out the feedback that comes my way I first strive to listen objectively then ask focused questions for clarification if I am uncertain of what is intended. By doing this I am helping my colleagues realize their value, understand that a non-threatening environment exists, while subtly allowing them to realize asking questions is assign of engagement and not individual weakness. Often such questioning allows for additional information to be given, thus individuals will realize that their feedback is being acknowledged, there is a deepening of understanding, active learning and critical thinking at play and a community of differing perspectives connecting for reinforcement. I have also found that thanking individuals for their feedback and insights proves beneficial to them being more willing to offer their honest, timely and useful insights. 



· Conclusion
Ultimately, aligning embedded values surrounding integrity, compassion and authenticity to the task of leadership on a daily basis significantly contribute to inspiration and motivation of both adults and students, having fostered positive and ethical influences within the various spheres of life are ingredients of an exemplary leader. Leaders who harness emotional intelligence, treating same as a life-long friend rather than an enemy benefit significantly in their personal and organizational pursuits towards excellence. 
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