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This reflection will consider the impact and importance of a leadership style, in terms of a team and an Early Years setting. There will be an analysis of the group discussion that was conducted and the elements surrounding it. 
A leader according to McCall and Lawlor (2000) is a visionary aspect, where those who succeed, hold their idea of a future and need a team to secure their required goal. Kouzes and Posner (2011) echo this and recall that leadership is not only that, but an aspiration. Yet, when it comes to saying what makes a good leader, it is almost impossible to define. Bell and Ritchie (1999) suggest that a leader may tend to be knowledgeable in an area of responsibility, have an ambition for success in a job where they are currently engaged with or someone who faces tasks with optimism, setting high standards where they show what is achievable and realistic. In ways, a leader is a holistic person, just like Steven Covey’s (1991) four levelled centre of a leader. His philosophy was that the personal individual is in the centre, where trust, empowerment and alignment make up to become a leader. In schools, this person can be referred to as the Headteacher, classroom teacher or support, nursery manager and so on. More specifically in the Early Years Foundation Phase, it is about leading others, leading the learning in ways that are practical for the school yet creative (Early Years Matters, no date). 
The Headteacher in this reflection conducted the senior meeting in the school and it was considered as a democratic leadership. A democratic leadership is described by Jones and Pound (2008) as a meeting that values participants’ input and achieves commitment through participation, similarities that can match up with Rodd (1988) identification of leadership styles. Rodd (1998) suggests that there are four leadership styles, one being Motivator. This individual places emphasis on both parties, through the task and relationships. This was evident in relation to the Headteacher, where a visionary aspect was given as the motivation was change within the school. This can also bring similarities with Neugebauer (1985) theory, where the leader is also the motivator. Goleman et al (2002) contended that visionary leaders are needed when change has occurred, or a new vision has been brought in, and where a clear direction is needed. In this instance, within the meeting, factors such as safe-guarding concerns were risen and that the risk assessment had to be reviewed. In relation to this, leaders must follow employment law and keep up to date with changes when they occur (ACAS, no date).
Of central importance within the meeting, was an alignment of a shared set of values and vision that each member of the team contributed to. The Headteacher in the meeting communicated her personal vision and belief systems by direction, vision and words. Through a variety of symbolic gestures and actions, she was successful in adopting creative approaches to tackling the complex demands of implementing multiple change. Through this democratic leadership approach, the concept of positive feelings and connotations was achieved (MacBeath and Moos, 2004). John Dewey (1937) also had a visionary aspect on a ‘lived democracy’, which can also be applied to an Early Years setting. For his notion of leadership, he embraced on the importance of vision and inspiration. Dewey’s main writing consisted of practising democratic structures throughout schools, not just for leadership. He believed that flow with ideas, faith in the individuals and collective capacity of people, enabled possibilities of resolving problems and new challenges (MacBeath and Moos, 2004). This was reflected in the meeting where there was a flow of each member’s ideas and concepts with solutions to solve the problems. Each senior member knew when to come in, when to ask questions and respected each other’s view. 
There has always been an increased value on participation and the voice of individuals, even in relation to Early Years, and this is one of the reasons why democratic leadership had an impact on the team meeting or any educational setting. Rodd (2013) recalls that a democratic leader embraces the openness of a team and the concept of problem solving, where this will involve any persons relevant in a cooperative and egalitarian way to solve the issue. This impacts on a team as the leadership is likely to result in issues being addressed there, by those involved before they become larger ones. This can be in conjunction with transformational theory of leadership, where the leaders inspire to make shared visons and values to make the situation a better place. It is told by Rodd (2013) that this leader employs a flexible range of thinking strategies to look for new ideas, inspirations and initiatives. Reflecting on the meeting, this approach could be seen when the new health insurance scheme was discussed. The leader was creating a new initiative in which they used their personal enthusiasm, energy and drive to ‘sell’ the other members of the team this new product. This type of team can be considered by The Open University (2014) as a function. This type of team is demonstrated by a senior management team, where close collaboration and coordination of work occurs. However, during these senior meetings, there needs to be an importance on the end where matters or issues are addressed. Yet, democratic style of leadership does have its drawbacks. One of these can be the endless meetings, where the ideas are mulled over, and the only visible result is arranging more meetings to come. It can be time consuming for parties involved, where there is no optimal solution. Whereas, if it was an Autocratic leadership style, ideas or issues would straight away be resolved, and one individual would have control (De Cremer, 2006). More importantly, it is suggested that some leaders even create a democratic meeting just to put off making crucial decisions on their own, hoping some other member will make that decision for them (Goleman, 2000). Was this an element in the meeting? For instance, in the safeguarding area, it is normally me, as a governor, and the Headteacher’s role to develop safeguarding issues and new strategies, not a classroom teacher, as this is specifically stated in the policy of the school. Was this the reason different members had different parts, simply because it was too much for the Headteacher or was there a sense of lack of control? However, as stated earlier in the assignment, leadership is for everyone and with a democratic style, it is needed for a dynastic and rapidly changing environment, such as a school where staff have to take on different responsibilities. 
Preparation was made by each leader before the meeting commenced. The Headteacher created an agenda, where each senior member of staff went off to collect their own information and then later expressed it in the meeting, mine being Health and Safety as this was my area of expertise as a governor. The Headteacher as leader was assumed by the group. It may have been assumed because as the Headteacher is the person in charge of the school, she was automatically the leader. Within these meetings occasionally, it comes down to the operate within a Headteacher dominated hierarchy of power, where authority is exclusive (Siraj and Hallet, 2014). Yet, when it comes to leadership, isn’t it stated that it belongs to everyone? Sanborn (2006) states that one does not need a title to be a leader in life. Every person has an opportunity to lead in every-day situations. It doesn’t matter how long a person has been at a job or what the position is, anyone can be a leader and help shape the influence of others. However, when it comes to leadership in schools, it does usually fall between the headteacher being in charge (Hallet, 2013). The Headteacher in school then follows the requirements of ESTYN and their area of focus for leadership, where the central importance is raising the quality of provision and practice for children (Hallet, 2013). Conversely, some people may disagree and believe that headteachers do not have the right to be the only leader in a school. One being, O’Sullivan (2015) who expresses that some people have leadership given to them, because they are next in line in a situation where they have moved up the ranks in a hierarchical manner and eventually find themselves on top. Arguably, Headteachers are given that title due to the privilege of greater qualification and position. However, Rodd (2006) does suggest that research into leadership has been criticised as being too focused on exploring what leaders do and the attributes they have, rather than what is involved in leadership itself. For example, the endless hours or the meetings. Maybe we are focusing to much onto the image of a leader, rather than the work itself that they entail. 
One of the main aspects of the meeting was gathering key information to confer, and this can relate to Charles Handy ‘forming’ element, where time is spent planning and collecting information. ‘Storming’ comes in then, where the team addresses the tasks and suggest ideas and then ending the meeting with an outcome, which can be referred to as ‘norming’ where the leader takes over to end the meeting. This would not have happened if team work was not accomplished. Having only four members of staff allowed flow of ideas to happen whereby Bell and Ritchie (1999) states that more than seven participants in a meeting does not allow all to be actively involved, so having a small gathering benefitted us in that way. A cohesive and an effective team is fundamental to early childhood practice as told by Rodd (2006). This can be echoed by Whalley (2001) who believes working as a team is a process, not a technique, so participants need to have good relationships to accomplish goals. They need to have positive attitudes and be prepared, which was demonstrated in the meeting as preparation was made beforehand. Bell and Ritchie (1999) state that the group of people involved in the situation, will have a major influence on the way, the meeting is carried out and the way the leader will attempt to move on towards completion. However, Taylor (2005) argues that a leader’s words, actions, interactions and style can affect colleagues’ values, beliefs and feelings that they work with, and this is crucial in determining how others respond in a team. Even though I was in a meeting with members of staff whom I work with, my relationship with, for instance with the Flying Start Manager wasn’t as strong as with the others. I am part of the governing body mainly for the school, where I am not involved in the Flying Start sector. Conjunction with that, did I have then the right to express my concerns about children or how the school should be, with someone who is not particularly involved in the school. In terms of confidentiality, should the team have left out children’s names or issues to individuals that really should have been to known to it. 
[bookmark: _GoBack]When it comes to a democratic leadership style on a team, it encourages creativity and rewards different members of the team who have their say for different matters. There is also a sense of high contributions with levels of strong productive elements. However, even though members are giving new ideas, the leaders will always have the last say (Cherry, 2018). Dr Meredith Belbin (1981) discovered that when it comes to a team, it is made up of nine cluster behaviours. These were called team roles. Each team needs to access these nine behaviours to become a high performing one. Teams need to look first at the objectives and work out what tasks need to be done, for instance what the Headteacher had to do before the meeting commenced. Once this is done, it is said by Belbin (no date) discussions take place, which and when each team role behaviour can be utilised. These nine behaviours consist of resource investigator, team worker, co-ordinator, plant, monitor evaluator, specialist, shaper, implement and complete finisher. The Headteacher/leader can be referred to as the co-ordinator, as it states that this person is the lead in a team’s objection, a person who draws out team members and delegates the work.  However, this person can also allow weaknesses and can be seen sometimes as manipulative and delegate their duties to other members, leaving themselves do little work. It may be emphasized that at the end of the meeting, the Headteacher did not actually leave themselves any work, just reiterated that all members apart from themselves, had further work to conduct. The leader, the ‘co-ordinator’ in the team, seems confident and identifies targets but also does not do anything about them. Maybe in the future, it could be addressed that the tasks after a meeting need to be shared out more effectively. I believe from Belbin’s nine cluster behaviours, we all contributed it to, to make a reliable and supportive team. All of the team was resource investigators to gather information, and with our personalities, different members brought in different aspects. 

Using Rolfe et al’s (2001) reflective model for this next part, I will look at the questions of the model and see if there is room for improvement. The first part of the reflection is, What? As the governor in the meeting, I felt I could relate to myself as being one of a transformational individual in the meeting. Campbell-Barr and Leeson (2016) express that this person is a leader in their own way, where they share the power. As being the governor, I am the leader partly in the school, where I deal with issues in the school, in terms of staff issues, timing matters and so on. Being a transformational person, I had a holistic vision where I wanted all teachers to gain a greater knowledge of a teacher’s status through new training. I was looking at the whole school and the staff involved, where the training could not just benefit the teachers, but also the children. Bell and Ritchie (1999) explains that team meetings can be linked to children’s development or new teaching approaches and strategies. The next part is So, what? Even though it was objected, I felt I was giving something back to the leader that all the other teachers in school desired. As my role of duty, it is important that I enhance all staff with regards to their wishes and demands and I believed a lot more could have been done with my request. The meeting was a quick process and preparation had to be made as soon as possible. Lastly, is Now what? If there was another opportunity for an alternative meeting, perhaps I could have gained more information about training which could have possibly persuaded my case more. My view can be seen as a pedagogical aspect, where the main element of it was the focus of the actions taken and, on the ideas, and values of education that can influence teaching actions (Siraj-Blatchford and Hallet, 2016). It could have also influenced children’s interests and capabilities to their learning. 
Overall to end, the meeting was successful, with opportunities to learn from one another and shared visons and ideas. Maybe in the near future, one other member of staff could possibly lead and had the chance to gain an experience of leading and what it entails. 
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