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‘Effective leaders are reflective in their own practice and encourage reflection in their staff’ (Siraj-Blatchford and Manni, 2007). When reflecting on yourself as a leader in the early years, it is important to take responsibility for your own self-development. This is so you are able to develop a pedagogy as a leader enabling you to support others and develop your own staff as leaders (Siraj-Blatchford and Hallet, 2012). 
When you are a leader, you adapt to behaviours that determine what kind of leader you are. Kars and Inandi, (2018) believe that the three most common leadership styles are autocratic, democratic and laissez-faire. An autocratic leader will assign and define tasks without communicating effectively to the team or taking the teams opinion on board. This can often lead to the staff being reliant on the leader, and not knowing what to do if the leader was not there. This may result in the staff not having the freedom to be creative within their role. It can leave team members feeling unheard when expressing their opinion or concerns, which could result in a loss of job satisfaction and may feel neglected. Democratic leaders listen to the views of their team and are fair when dealing with possible confrontations. They often encourage the members of their teams to propose new ideas to solve a problem instead of giving orders like an autocratic leader. An autocratic leader is respected and staff feel a sense of trust in them. The leader consults with the team before making any decisions that could affect the whole team so they are seen as considerate. Members of staff who feel they have a democratic leader feel happy within their role. However, Sabuncuoglu and Tuz, (1998) would argue that having a democratic leader can halt the process of decision making if a crisis was to arise. A lassiez-faire leader is permissive and let their team do what they want. Kars and Inandi (2018) suggest that this leadership is positive to adapt to in the way that it lets staff make decisions without consulting the leader and therefore leads to members of the team being creative with their ideas. It can be argued that this leadership style would not be beneficial in education as the decisions made by the team could lead to catastrophic consequences because policies and procedures always need to be followed (Eren, 1998). Being a leader means your actions have consequences on your team, so the leadership style you adapt to affects your work within the school/organisation.

 The trust that the staff have for you in the setting can affect the actions taken depending on what the leader implements Kars and Inandi (2018). 
For the group discussion, it was clear to our group that we wanted to adapt a fair approach to our agenda and therefore decided to follow a democratic leadership style. A democratic approach can be defined as:
An interaction between two or more members of a group that often involves a structuring or restructuring of the situation… any member of the group can exhibit some amount of leadership.
                                                                                                 (Bass, 1990). 
A democratic approach allows all involved in the group discussion to have their voice or concerns heard. A democratic leader relies on all members of the group being active in the involvement of decision making and encourages everyone to give praise and criticism honestly (Lewin and Lippitt, 1938). Dhal (1989) further supports this by stating that by possessing a democratic approach, you will influence others in a reasonable and useful way because a democratic approach can set out the principles and processes of equality within the dynamics of the group. A democratic approach suited the dynamic of the group because from the start, everyone involved wanted an equal opportunity to consider the issues raised in the discussion. The roles for the discussion were decided easily and everyone agreed on who they wanted to be the facilitator. The facilitator of the group asked everyone to then research their own roles as a start because it was not fair for her to research everyone’s role, just because she was the facilitator. Everyone agreed to do this and it did work really well. She did not want to sound demanding but it was in the rest of the groups best interest to do this so that they actually understood the task at hand.    
The facilitator wanted everyone to have to meet the target of speaking for 5/6 minutes as required and worked hard to do this by pushing the team to dig deeper into their research by pointing them in the right direction of resources they could possibly link to such as policies and frameworks. It was difficult at times when doing the research and putting it together as one member of the group was not present due to having personal circumstances and was not present for a lot of the time that the group were able to work together during lecture time and personal time.

 This was a challenge because whilst there was a focus on everyone else’s role and it was starting to fit together, the discussion could not flow properly and be edited or practiced until the other person’s part was available. When it was completed, the group felt like the finished piece was up to a good standard. There was a worry after the first practice that it was not long enough so the group decided to add to it and come back and read it again. During the rehearsing of the discussion, it was hard to keep a focus at times without being distracted by each other. It was doable in the end and when the discussion was done for part one of the module, the group went away feeling it went better than expected as they felt they were successful following the approach aimed for as democratic, because everyone had equal parts within their roles in the discussion. It worked well because as a group everyone gets on well together and there is mutual respect between everybody. Nobody thought that the facilitator was unfair because she listened to everyone and helped them with their own research and took on the ideas from the rest of the group when it came to contributing to the discussion. Everyone was happy to research their role and express their concerns with each other if they needed any clarification about their role. It was agreed by the group that once the research for the individual roles were complete, the facilitator would work to put the discussion together. The facilitator decided to do this so that there was one complete script, and to help the group out.
[bookmark: _Hlk528503558]Early years leadership should be accessible to all members of staff, regardless of their qualifications Rodd (2013) asserts, as leadership that is inclusive withdraws the common knowledge of the hierarchy within a workplace. Rodd (2013: 145) also suggests that ‘good leaders build teams by making everyone feel that their contribution matters’ (Algahtani, 2014). Siraj and Hallet, (2014) agree by stating that by sharing the powers of leadership, you are empowering others to develop their own sense of what a leader is and can be. When looking at the different leadership styles within gender roles, there is an assumption that male and female leaders have a different approach to the leadership style that they adapt to. Whalley (1999) states how women prefer a leadership style that is influential rather than a having a leader who is authoritative because women feel more empowered if they are influenced by someone else as they develop these feelings through a culture that is relatable to them. 
Collard and Reynolds (2005) concede this statement by suggesting that an influential leader encourages inclusivity and participation and therefore suggesting that female leaders tend to follow a democratic style of leadership. Nonetheless, Siraj-Blatchford and Manni (2007) would contradict this statement because the leadership style the manager chooses to follow depends on how well the leader communicates to their staff, the negotiation skills they have and how actively they listen to their staff when expressing concern, regardless of the gender. Siraj-Blatchford and Manni (2007) also state that effect leaders are those who are respected and can encourage others to develop their own leadership skills.
Moyles (2006) discusses how there are four qualities that an effective leader should hold. They are qualities of leadership which include being visionary, being responsible and act like a leader. They should hold management skills such as having the ability to interact effectively with staff, children, parents and any multi-agency teams they work alongside. They should hold professional attributes such as diffusing arguments amongst staff effectively, being honest and being able to handle paper work. The final quality they should hold is within the personal characteristics the leader has. Such as knowledge through their education and having enthusiasm for learning, teaching and children in general. Ravanfar (2015) carried out extensive research on Mckinsey’s model management model of the 7S’s and how they can structure an organisation. The seven S’s are explained as having shared values which are when leaders need to evolve their own culture in the work place, for example, what makes their setting unique from other settings in the area. Supporting staff and providing them motivation, this is could be understood as what you do as a leader to ensure your staff are happy and motivated in their roles. Skills needed is the qualifications your staff may hold but it could also be how can you help staff develop their own skills. Strategies is what you have in place to support the children in your care on how to help them learn. Structure is the simple things like rotas and routines, how do you as the manager make everyone happy with the hours they work and questioning if the routines you have benefit the children or your staff more. For example, do you change children’s’ nappies depending on their needs or when it suits your staff’s routine. Then there are systems, what systems are in place to help manage the setting and how are your records keeping up-to-date.
Finally, there is style – what leadership style are you going to adapt to such as will you be a democratic leader, autocratic or laissez-faire. 
Ravanfar (2015) contradicts Mckinsey’s management model and believes that managers should consider how well the environment is within the setting, rather than the organisation of the setting and work on ways on how to improve the organisation of the setting, as the environment does not matter. Kagan and Hallmark (2001) support this by stating that business leadership theories cannot be applied to early years education as the leadership approach in education should be shared, unlike when managing a business. Some assume that management and leadership roles interlink closely. However, Whalley (2011) would disagree with this statement as there are major differences when it comes to managing a team and leading a team. A managers’ role is to plan and organise, clarify the working roles and make decisions daily whilst monitoring the effectiveness of their decisions. A leader’s role is to provide a vision, whilst they direct and offer inspiration to the rest of the team, and to be a ‘demonstrator of effective leadership’ (Whalley, 2011). Bass (2010) further supports this statement as whilst management and leadership roles can overlap one another, the two are not identical and the roles can often contradict one another if the delegation of tasks are not balanced equally (Siraj-Blatchford and Manni, 2007: 25). 
When considering the early years setting, it is important to acknowledge the importance of the team. The leadership style you adapt to can determine whether the setting fails or succeeds. Rodd, (2013) demonstrates that in the early years, a successful setting only thrives on the workings of groups of people who influence and inspire each other by working as a team, rather than on one person who makes changes without considering how it effects the team. Raelin, (2003: 44) supports this by suggesting that because changes in the law, policies and procedures occur so often in the early years, the role and responsibilities of the team, are distributed equally instead of everyone relying on the leader. This is conspicuous in integrated methods such as the coming together of other professionals like social services, health care workers and other education-based professionals who work together as a multi-agency team and therefore change how leadership is explored throughout early years settings (Duffy and Marshall, 2007). 
Being a leader who acknowledges the importance of the team, enables you to hold onto staff as you are providing retention of equality for your team. Allen (2011) defines this as being a pedagogical leader as it is your role to have an understanding of the child, your role as a facilitator, how you develop provision and develop your skills and knowledge. However, Duffy and Marshall (2007) would argue that you are born a leader and the rest are destined to be followers. A theory-based model that explores a leadership style is Path-Goal (1970). The path-goal model looks at the leader’s behaviour style and how it best benefits the working environment for the leader to achieve a goal. Whilst this theory dated, it is still respected and the theory is to be thought of like a process in which leaders chose what specific attitudes fir their employees needs in the working environment so that they can direct them onto the right path in ensuring they reach their daily goals (Northouse, 2013). The theory is based on the principles of four stages: there is the directive path that clarifies the leader’s behaviour by entailing what the role of the employees are and the theory states that this behaviour is more effective when the employee feels satisfied. The achievement style refers to when the leader challenges the goals of the employee and expects them to preform well. The participative leader involves leaders consulting with employees, asking for suggestions. Finally, the supportive leader directs toward the satisfaction of employee’s preferences and shows concern for the well-being of the staff, the last two stages of the theory correlate with the democratic leadership style which has been explored in depth above. 
To conclude, reflection is an important aspect that must be considered when choosing an appropriate leadership style to follow/. Upon researching, there are many leadership styles that can be adapted to yourself and your setting. The most common styles followed are autocratic, democratic and laissez-faire. Whilst considering the other styles of leadership, the one best suited for the group discussion was democratic because the roles and responsibilities were delegated evenly to complete the discussion and everyone’s’ opinion was taken into consideration. When you are a leader, you can share the responsibilities of your role out to your staff because early years regulations are changing constantly and sharing out your responsibilities helps your staff to become informed of changes ahead and can even provide them with the confidence to become a leader themselves, as anyone has the power to be a leader.
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