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Introduction
Within the early years it has been identified that settings must have a leader who is responsible for the day to day management of the setting. Within the inspection baseline the leading of a setting can determine the outcome between a good or an adequate rating for the setting. Both the National Minimum Standards and Care Inspectors Wales (2019) require a registered person, who is often the leader, to be responsible for overseeing the setting’s standards and this includes record keeping and leadership of the setting. 
Throughout this reflection piece I will be analysing and critiquing the group team meeting I took part in as a deputy role. I will be looking at how my role influenced and can support the running and maintaining of the setting. I will also be exploring how the other roles and leadership styles affected the outcomes of the meeting and how it can help staff to become motivated within their roles. I will be analysing the effects of the leadership style that was chosen and any impact the views of others have during a team meeting regarding the continuity and progression of the setting. 
For the second part of my reflection paper I have chosen to examine the democratic leadership style and how this can influence and impact on an early-year setting, what attributes are needed for a leader to be a democratic leader and the potential drawbacks this style could have when leading a team.
Group presentation
As a group we decided that our main purpose was to focus on the setting, ensuring high standards that welcomed change and the voices of other team members. The group consisted of a nursery manager, deputy leader, a baby room leader and an over-two’s room leader. The manager leads the team meeting. However, there was ample opportunity for staff to have their own leadership styles contribute to the meeting. Not everyone leads or shares the same qualities when it comes to leading and often many leading types will shine through a team meeting (Barber, 2013). The group distributed the responsibilities for all participants to have the opportunity to have their input, share ideas and question anything they felt needed more elaboration.  Although the participants were in agreement on many of the ideas, if this was not the case and the discussion digressed the manager’s role is to ensure conversation returns to the agenda.  
Having an agenda ensures that the meeting remains on point, allowing the key points of the agenda to be addressed. Setting and outlining clear goals before the meeting has been shown to have positive effects on communication and team productiveness (Bang et al., 2010). Throughout the presentation knowing the agenda allowed us to discuss in depth the importance of why the transition of a child with medical needs is a whole team effort, from the manager and deputy looking at the overall health and wellbeing to the room leaders wanting a clear and planned transition for the child to move rooms. This enabled us to show as a group that we understood the importance of a team coming together as a setting to provide a unique plan to suit the child’s needs with the importance of having high standards (National Minimum Standards, 2016). As a group it was decided that the manager would show warmth and congratulate staff on good practices. This shows the manager to have attributes of warmth, passion and someone who values her team. As our setting for the group discussion had many rooms that needed to have a dedicated leader to look over the day to day leading of the room, the manager within the group was someone that distributed duties to her team. 
The impact of distributing duties is that it allows the manager time to oversee and ensure that procedures are sufficient and that the whole team has the same understanding of what their roles are and what is expected of them. This can be further strengthened when the whole group show passion and commitment into making the environment where staff are taking positive steps in changing routines and practices to ensure children’s voices were being heard (Hallet, 2013).  This shows a team that values their roles and are inspired by their leadership. Our contributions throughout the team meeting showed the team to have informed knowledge of why practices and procedures are relevant and why it is important to discuss and evaluate practice as a whole going forward (Brown and Rogers, 2014). 
Throughout the group presentation the overall response to what the manager was discussing was done with praise and recognition of the staff’s hard work, which could help support higher work morale and a self of achievement. If morale is at a high, the staff are more likely to work happier which, in turn, will have an effect on the children’s environment and the care being offered to them. 



Democratic leadership style
Within the early years, a democratic leader can be seen as someone that has chosen a small minority of leaders to help make decisions that can lead to changes in polices and procedures. This allows their input to have a shared thinking which has discussed and allowed many points of view. However, the leader is often the one directing and allowing this to happen. If done effectively, this style can show trust, positive team work and a common goal which is often shared (Whalley et al., 2018). This identifies the manager as someone that is in charge and can often show a hierarchy that is needed to show who is responsible for the running and management of the setting. Democratic leaders often discuss and look to others to help find a solution through conversations and different knowledge coming together.  This leadership style can help identify skills and qualities of other workers as it allows their opinions to be heard. Collective responses to asking staff how they would respond in certain situation allows a double purpose for a leader as it can be an insight to staff knowledge and show areas staff may need more training (Kane and Patapan, 2012).
Democratic leadership within early years settings can be a positive type of leadership due to having to work with multiple agencies that will have an input within your setting and being able to discuss and decide what is the best move forward with the information given. CIW (2019) have a duty to inspect settings and will make recommendations to enhance any practices (Kane and Patapan, 2012). Therefore, being able to listen to other’s input can help sustain a progressive setting where sustained thinking from other’s knowledge can help build a well-developed setting. Unexperienced leaders may lead to a break down in staff communication, relationships with multi agencies and parent/carers. The need to make decisions on the welfare of children and staff is paramount within the nursery setting and this can be detrimental to the overall standards of a setting (O'Sullivan, 2015).
A mission statement will outline your ethos, values and show what the setting can offer to the service user. This gives a clear understanding on the core values of the setting and how you aim to achieve them (Clark and Murray, 2012). However, improvements can always be made and by continually having staff meetings, supervision and appraisals this can lead to effective leadership through meeting with staff to discuss progression, issues and improvements. This allows the leader to ensure that staff know the correct way to channel and express any worries or complaints and that they will be listened to and the correct procedures will be followed (Johnson, 2015).
Within an early-years setting there are polices and procedures all staff must take a responsibility for, not only as a team member, but as a responsible person who is looking after vulnerable children. It is a shared responsibility to oversee the care of each child that attends the setting and not just the leader or manager. However, it is the duty of the leader to report any changes or incidents, following the correct procedures. Working as a team is an important aspect of working within the early years but, following the guidelines set out from the CIW (2019), a responsible individual must have an overall responsibility for the setting. This is to ensure a clear communication route is known which can help dismiss any confusion when dealing with inspections or incidents. 
Within an early year setting there are many jobs and expectations leaders must manage. In order to ensure the work load is done to a high standard and within a reasonable time frame, a democratic leader along with an effective team can manage the work load through delegation. However, whilst delegating, it is important that the leader ensures all team members are given tasks within their capabilities (Shapiro and Stefkovich, 2016). This helps to maintain high standards throughout the setting and that all tasks are carried out in compliance with regulations and settings policies. This could give team members job satisfaction by feeling that the leader has entrusted roles to them and for a leader it could keep any stress levels to a minimum by not over loading work on themselves (Smith, 2017).
Often, the role of a leader is to understand and change policies to adhere to new laws and standards. With inspections and ongoing adaptations to laws it is a leader’s responsibility to keep up to date with knowledge and ensure staff receive relevant training. Staff that receive support from a leader who recognises that training and ongoing development is important can help make sure all staff receive the correct training (Cook, 2013).When a setting has many staff at the same level of qualification and share the same knowledge as the leader, it can help to support the style of leadership by being able to share opinions with like minded people. If the leader has created an environment where the team share the same values and ethos of creating an environment where team work is a factor, this will only strengthen the environment and shows a team who work towards the same goal (Whalley et al., 2018).
A setting where opinions and ideas are welcomed, if not managed with guidelines, could see staff conflict with difference of opinions. This could lead to staff talking over each other, which is counter-productive. It is important to ensure staff understand the importance of being respectful to co-workers and that a democratic leader style welcomes many opinions but within a close working environment, respect needs to be shown to ensure staff morale stays high. (Woods, 2010). Ineffective leaders can have a detrimental effect on the well-being of staff around them, by using their role as a space of power in a negative way. 
Leaders should look to empower staff and build their wellbeing which in turn will gain respect from those around. A leader should look to manage staff in a fair and respectful manner and not get drawn into staff disagreements. Democratic leaders can be seen to side with the favouring party, but a leader should stay neutral with the best outcome for the setting in mind. Leaders should make known the staff complaints policy and code of conduct to ensure staff adhere to these at all times (Rodd, 2013).
Within the early years it is useful to have an outlined plan of what, as a leader and setting, needs to be achieved. A successful leader needs to be able to create a team that understands what needs to be done to work towards achieving the goal (Rodd, 2013). This could be a goal such as was mentioned in the group presentation to be able to make sure the transitions between each room is smooth and with minimal stress for the children involved. All staff have their responsibilities and a democratic leader will acknowledge the hard work put in by the team. This can be done by reflecting with staff on past transitions to see what can be improved or what worked well (Roberts, 2008). Having staff meet and discuss their feelings and express their opinions can help them become excited to achieve the goals that need to be worked towards. This can only benefit a setting by having happy and goal driven staff and can make staff feel a sense of job satisfaction. The outcome within a setting that has driven staff can show through the care and attentiveness they show within their role daily to the children within their care.
Conclusion 
A democratic leader welcomes opinions and favours working as a collaborative which reflects, shares and discusses problems and ideas. A leader within the early years that is driven by working as a team and respects those who work around them can create a space that, as the leader, the workers look up to and are inspired by (Campbell-Barr and Leeson, 2016).Within the early years many obstacles are often overcome by needing to work as a team or seek knowledge from those who may have experienced it before. With guidelines and standards that focus on the knowledge of all staff who work within the setting, a democratic leading style can be a strong leadership style within the early years. Having a setting where children can learn and develop with a leader who understands the importance of striving for a provision where quality of care is important and where staff  feel heard and have an input to how to achieve the goals needed can only be a positive influence to create an environment where children are the focus (Lindon, 2016).
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