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1. Using your skills as a reflective practitioner, critically evaluate the experience of the role of the inclusive leader in your chosen scenario.  This must include working with children, families, professionals, and communities.  consider the issues that may have provided opportunities or barriers to inclusive leadership to each area.
Word Count: 2605
Inclusive leadership is a catalyst for enabling an environment to achieve a collective outcome through shared responsibilities, collaboration, and inclusion (Douglas, 2019; Booysen, 2020).  By supporting equity, inclusion unites people across cultural and social domains, respecting diversity, recognising the importance of individual strengths and contributions, and providing opportunities for everyone's voice to be heard     (Al-Asfor and Lettau, 2014; Douglas, 2019; Ferdman, 2020). Inclusive leadership is a balance of personal attributes that show a self-awareness of their own capabilities through self-reflection as well as encouraging others to do the same (Gerritsen, 2020). This along with an empathetic and understanding outlook towards the inclusive team will facilitate inclusive practice (Gerritsen, 2020). This portfolio will explain how the attributes of inclusive leadership can be effective in bringing together the child, the family, the school, professionals, and the community to find and support the most beneficial solution to a problem and to create an atmosphere of trust, safety, and security for the most vulnerable.
In this scenario, Henry is 4 and lost his father in a tragic accident. He is now being cared for by his mother who has limited support from his grandparents due to their age and where they live.  Henry used to be a happy confident boy who was active and interested in everything, however since the accident he has become withdrawn and often becomes distressed.  He is often late for school and his mother explains that she has trouble persuading him to come.  She has voiced her concerns with the staff and appears to be anxious and worried about his behaviour and well-being.
 To successfully work as a collective, inclusive leadership encourages not only inclusion, equity, and acceptance of diversity but also promotes a sense of belonging, individuality, and opportunities for each member to have a voice through understanding the individuals in the group (Douglas, 2019; Ferdman, 2020). The mother and her son are central to the organisational process, will be part of the information sharing procedure and be valued for their input (Rodd, 2013; Gerritsen, 2020). The inclusive leader as a role model utilises the group’s strengths and promotes inclusion therefore creating a cohesive group that spans the micro and macro influences (Gerritsen, 2020). By doing this an inclusive leader makes it possible to bring together the micro through to the macro level support that is necessary to work towards a collective goal (Gerritsen, 2020).  However, there is a danger that without the organisation’s full support on a micro level through inclusive policies, practises, and commitment, there will still be elements of a hierarchical leadership style (Gerritsen 2020).  Allowing opportunities for inclusive practice to take place will result in inclusive leaders who take on the responsibility of inclusive practices (Booysen, 2020). 
Building a good relationship with the family to gain essential information will be beneficial to the bereavement process (Child bereavement UK, 2018d). Being a role model, an inclusive leader builds trust and creates an environment where all participants, children, staff, parents, and professionals, can come together and work collaboratively (Hallett, 2016).   At the same time respecting an individual's cultural, social, and ethical values (Hallett, 2016) allowing the inclusive leader to structure the most beneficial support and to gain the trust of the family. Informing staff who have direct contact with the child and involving the family liaison officer forms the basis of a support network for the mother and offers wellbeing support for Tom.  Child bereavement UK (2018d) suggests keeping structures and routines the same but act with compassion so that the school can be a safe place to take a break from the bereavement process however there may be a need to involve the Early Help team. In this situation, the inclusive leader recognises the limits of their knowledge and experience and   delegates responsibility. However, this can only be made possible if the family accepts their help (Timpson, 2022), therefore building the relationship through trust and honesty will allow the family to feel a sense of belonging and be more receptive to the inclusivity of the support (Child Bereavement UK 2018d; Lee, 2021). 
 Personal assumptions and prejudices towards diversity can have a negative effect on the effectiveness of inclusion (Hallett, 2016; Gerritsen, 2020; Lee, 2021). Diversity is an area rich in opportunities to provide experiences for children of the differences that are around them, however misconceptions, bias and stereotyping can create barriers to understanding diversity and being inclusive (Hallett, 2016; Gerritsen, 2020; Lee, 2021). Newstead and Isles-Buck (2019, p.64) describes how inclusive leaders, as role models, can create an accessible environment where there is the confidence to question rather than assume amongst the members. Communication and collaboration between the micro and macro levels supports the family through their grief (Child Bereavement UK, 2018b). In this scenario the mother is already reaching out for help therefore proactive collaboration will involve the parent in the inclusive practice resulting in more positive long-term benefits to mental health and wellbeing (Garbacz et al. 2021).
At the age of 4, Tom will realise a sense of loss and that he is in some way different from the rest of his classmates (Child Bereavement UK, 2018a).  His expressive vocabulary will not be developmentally adept at expressing his feelings verbally therefore there will be changes in behaviour as has been observed in the scenario (Child Bereavement UK, 2018a). Hallett (2016) explains that by reflecting, an inclusive leader, can help the children to themselves learn to self-reflect. Self-reflection is a beneficial tool in recognising personal strengths and weakness which in turn will provide more sensitive support for the family (Child Bereavement UK, 2018b). Informing others and encouraging self-reflection will instil developmentally appropriate practice that takes account of diversity allowing for the individuality and uniqueness of the child and their learning styles (Lee, 2021). This then enables input from all individuals who directly affect the child in supporting their learning and development (Hallett, 2016). 
Incorporating diversity and equity into inclusive practice facilitates the opportunities for practitioners, schools, outside agencies and parents to contribute to their child’s learning and development (Hallett, 2016; Lee, 2021). Listening to the child as an individual and showing understanding, the inclusive leader can build a relationship that will encourage acceptance of support within the school and from the community (Child Bereavement UK, 2018a). Children under 4 can often regress emotionally and will want more attention (Child Bereavement UK, 2018b).  Treating Tom sympathetically and accepting this behaviour as his way of dealing with grief will help him to feel more secure (Child Bereavement UK, 2018b). Tom’s attitude towards school has changed and he is acting differently. Children who have lost a parent will start to display separation anxiety therefore if the mother is part of the process, strategies such as leaving Tom with something that belongs to the mother or a photo for him to look after may result in Tom feeling more secure coming to school (Child Bereavement UK, 2018b).  The thrive programme will help to reduce anxiety and contribute to Tom’s wellbeing giving him a sense of belonging in the school environment (Thrive, 2022). The Thrive plan will be unique to Tom’s needs, involve his mother’s input and will form the support plan with Early Help. 
However, this type of working style with diverse perspectives can result in conflicts which if dealt with sensitively can contribute positively to the outcome and confirm the value of individual perspectives. Resolving conflicts through resolution efficacy, the inclusive leader encourages members to talk through their conflicts, instils a belief that there will always be a resolution (Babolala et al. 2018). Understanding what individuals can contribute to the inclusive practice, the inclusive leader can delegate to the strengths of the group (Al-Asfour and Lettau, 2014). Awareness of generational leadership views can also help resolve any conflicts and prevent the misunderstanding of certain values held by different generations (Al-Asfour and Lettau, 2014) . Al-Asfour and Lettau (2014) explain that inclusive leadership involves supporting, valuing, and respecting individual's strengths and weaknesses therefore accepting that generational diversity exists and that difference can be beneficial to the concepts of inclusive leadership. The inclusive leader builds respect for the members by showing justice and equity within the group by considering the uniqueness of each member and accommodate this in decision making (Randal et al. 2018). Uniqueness should be valued and absorbed into the inclusive group embracing the fact that there may be some commonality amongst the differences that diversity brings (Ferdman, 2017). Individuals will also feel encouraged to fully contribute without fear of bias or inequity (Shore et al. 2011).
The inclusive leader needs to consider and give value to an individual’s strengths and weaknesses, providing an environment where members feel comfortable addressing any differences through collaboration and communication using them positively to work to a conclusion (Shore et al. 2011; Cooman et al. 2016). Recognition of the diversity of the group and each members different perspectives will encourage participants to express their opinion in the knowledge that it will be valued (Shore et al. 2011). The Early Help Team will involve several different outreach workers all of which will be involved in supporting the family and with separate roles (Timpson, 2022). However, teams work well when there are similarities between members balanced with a collective appreciation of each member’s distinctiveness (Cooman et al. 2016). This appreciation leads to a sense of belonging and a feeling of being valued.  This balance of characteristic similarities and uniqueness results in the optimum environment for inclusive working and the team works cohesively more willing to work toward a collective goal. Diversity in inclusion should allow for differences and for people to be themselves however, if an individual feels undervalued, and their sense of identity is being lost then they will not totally contribute to the group (Ferdman, 2020). An individual’s uniqueness should be seen as an opportunity for learning and embracing uniqueness as bringing dynamism to the group through an individual’s different perspectives (Ferdman, 2017; Randal et al. 2018). 
However, the diversity of an inclusive group can lead to an imbalance with the dynamics leading to conflict within the group.   The inclusive leader can resolve this either through extending the team and including other members who would redress the balance or by providing regular feedback thus emphasising the value of each member (Cooman et al. 2016). In contrast Shore et al. (2011) makes the point that inclusive working practices encompass diversity, and the contradictory nature of diversity and uniqueness contributes positively to the collaborative effectiveness of the collective goal (Shore et al. 2011). Depending on the success of the support mechanisms and the inclusive practises, there may be a need to introduce new members to the group who have the experience to deal with a particular situation.  After the Early Hel team have collaborated with the mother, they may need to involve other agencies who are better situated to provide the family with the most beneficial support. Collaborating with the group, the inclusive leader can set collective boundaries and norms for the group allowing for easier transitions when the group dynamics change, when people leave, and new people join (Booysen, 2020; Ferdman, 2020).  New people will have different perspectives but by adopting boundaries and norms that are flexible and can be applied to all scenarios, these transitions will allow the group to remain inclusive.
To successfully work as a collective, inclusive leadership encourages not only inclusion, equity, and acceptance of diversity but also promotes a sense of belonging, individuality, and opportunities for each member to have a voice (Ferdman, 2020). Inclusive leaders can create a sense of belongingness by being a role model, showing that the member is valued by regularly facilitating opportunities for members to voice their feelings (Randal et al. 2018).  Feelings of belongingness and value lead to the forging of relationships with the group.  They begin to identify as one team which strengthens individual self-esteem and results in positive outcomes through a desire for the group to be successful (Ferdman, 2020). Johansson and Puroila (2021) explain that when children feel a sense of belongingness, they begin to find their own identity, contribute to their wellbeing and overall development. Belongingness as part of a group brings a feeling of safety and security and the inclusive leader is pivotal in bringing about that sense of belonging.  Child Bereavement UK (2018b) explain that as a role model, outside agencies and the school can provide consistency and an environment of openness and honesty which will allow the mother and Tom to have a sense of belongingness.
 However, to belong and to be unique is a paradox of inclusion (Ferdman, 2017). To be fully inclusive with respect to belonging and being unique, each member should feel that they support the values of that group through their uniqueness and in this way, they will also feel as they belong to the group thus resulting in full inclusiveness (Ferdman, 2017).   The danger of this paradoxical situation is that too much pressure could be exerted on an individual in an overzealous attempt at being inclusive to one member. The inclusive leader can challenge bias, discrimination, or marginalisation in the same way as the approach to conflicts, by encouraging self-reflection, and turn it into a positive discussion encouraging the group to accept this aspect of inclusion and to appreciate the different perspectives (Ferdman, 2020). 
Empowerment would benefit both Tom and his mother by making them confident in the knowledge that they can influence what happens now and, in the future, and that they are part of the decision-making process. Brown (2020) emphasises that through inclusive practice, once people feel empowered there is a willingness to share this sensation with others so that they themselves become empowered.  Sharing power facilitates shared decision making and thus allows for members area of expertise to contribute effectively to the collective goal. Members are more likely to become catalysts of change when empowered contributing to improvements in work practices and group goals (Randal et al. 2018). Brown (2020) explains that inclusive leaders empower people through shared leadership and collaboration. They allow individuals to realise their own power and encourage it to grow from within. Realization of power from within encourages empathy, respect for others and a sense of responsibility and accountability to others (Booysen, 2020; Brown, 2020). In contradiction to this, a more hierarchical approach to leadership can see power used as punishment, as an incentive or to marginalize a person (Booysen, 2020).  In contrast, Ho (2012) makes the point that power can be used to influence others to reach a certain outcome or as a motivational tool to encourage a collaborative effort towards a collective goal but that it can be difficult to share power equally as some voices are heard more than others. Booysen (2020) explains that encouraging more diversity within the group can ensure that power is distributed equally, and that one person does not empower others but that everyone shares power.
In this scenario, both Tom and his mother would benefit from inclusive practice due to the complex nature of the support.  To be of benefit to the wellbeing of the family, expertise from Early Help and the professionals associated with the team, and the school need to use their strengths to adapt support to the differences that have arisen after the death of Tom’s father and to treat the family in an equitable way, empowering both Tom and his mother with coping strategies and information for them to live with the loss.  Inclusive leadership and inclusive practice allow for this to happen by appreciating diversity, equity, and inclusion as a means of sharing decision making resulting in a sense of belonging, respect and being valued.


















 2.  Critically evaluate whether policies and professional guidance in Wales enables inclusive leadership in early years provision.
Word Count: 992
New legislation is introduced because there was found to be a need for legal guidance following receipt of new information or because of an investigation (Spratt, 2017). Before becoming public it will have been through many consultations and had input from a variety of sources so that when it is published the wording conveys the message that there is no questioning the contents (Baldcock, Fitzgerald and Kay, 2013). Spratt (2017) however believes that even though legislation conveys intention, rather than being concise and clear, is often negotiable and open to interpretation and Baldcock, Fitzgerald and Kay (2013) agree that policies can contain language that is ambiguous, contradictory, and sometimes misleading and form the basis of local policies. This critical evaluation will analyse the discourse of the legislation (Social Services and Well Being (Wales) Act 2014) and Ysgol Gymraeg Bro Ogwr Safeguarding Policy 2020/2021 to conclude if these policies enable inclusive leadership in early years provision.
The objectives of the legislation (Social Services and Well Being (Wales) Act 2014) part 7 and Ysgol Gymraeg Bro Ogwr (2020) Safeguarding Policy should be clear to the recipients (Baldcock, Fitzgerald and Kay, 2013).  Part 7 of the legislation (Social Services and Well Being (Wales) Act 2014) paragraphs 130 to 135 make no specific reference to diversity or equity, and the use of ‘reasonable cause’ and ‘if’ regarding children at risk is ambiguous.  Examples of ambiguous language throughout is open to misinterpretation and discourse of this kind can be received and interpreted differently depending on how the individual recipient processes the information. There is a lack of detail regarding what represents 'a child at risk’ which leaves the target audience unclear as to what constitutes harm, neglect, and abuse.  In contrast, the school safeguarding policy (Ysgol Gymraeg Bro Ogwr, 2020) clearly states in Appendix 4 and 5 details of types of abuse and in addition provides links to more detailed information. O'Sullivan (2015) emphasises how effective communication and clear discourse can relay information clearly enabling an inclusive leader to portray their vision so that they are understood and can successfully unite members involved in inclusive practice. Working collaboratively will positively benefit the academic outcomes of the child (Chermenais, 2009).  
Martin (2017) describes a multi-agency approach as professionals involved with children working collectively and collaboratively towards a shared goal. Paragraph 130 of the legislation (Social Services and Well Being (Wales)Act 2014) refers to a ‘relevant partner’ which is defined as those in authority in paragraph 162 indicating a more hierarchical approach to leadership.  In contrast Cooman et al. (2016) explain that a group consisting of members from diverse backgrounds results in a more effective policy.  Integrating relevant departments under an umbrella group would provide consistency across all groups and make the transition of policies from macro to micro level smoother (Dallimore, 2019).  The inclusive leader directly involved in safeguarding children would not fall into the category of ‘relevant partner’ and is therefore reliant on the communication chain of the safeguarding boards.  Hallet (2016) explains that inclusive leadership should involve all members equally, that they should be informed and allowed a voice.
 However, in addition to the legislation (Social Services and Well Being (Wales)Act 2014) guidance was published by the Welsh Government (2016) and gives details in paragraph 113 (h) and (j) pages 28 and 29 the responsibilities of the area board to circulate information to those affected by the decisions of the board and for the provision of training to practitioners but with no involvement in decision-making or shared power.   In comparison, the school safeguarding policy (Ysgol Gymraeg Bro Ogwr, 2020) p.4 provides clarity that the policy ‘applies to all staff and volunteers working in the school including school governors’ and provides details of reporting procedures and key members of staff within the school (Baldcock, Fitzgerald and Kay, 2013).  There is no mention of the community in either policy, however Dewis Cymru (2022) provide information on how the community can voice their concerns along with the NSPCC helpline for adults (no date).  Booysen (2020) emphasises the importance of inclusive leadership connecting the micro and macro levels through collaboration and inclusion. the responsibility of the inclusive leader in safeguarding in the Early Years is to effectively communicate the school policy ensuring staff understand that it supports them by giving them confidence to report potential harm and informing the wider community, confirming their valued contribution to inclusive practice  (Baldcock, Fitzgerald and Kay, 2013). 
Government policy is intended to prevent barriers and level the social playing field considering diversity and encompassing the differences of the target audience (Spratt, 2017). Hallet (2016) explains that inclusive leadership involves creating an environment encompassing diversity and equity and that encourages an ethos of inclusion amongst all who are involved in the development of that child. There is no specific reference or details regarding diversity in the legislation (Social Services and Well Being (Wales) Act 2014) but gives a general description of a child at risk.  In contrast the school policy provides information on cultural and social practices that would constitute abuse.   Newsted and Iles-Buck (2019) emphasise how an inclusive leader needs to be aware of prejudice and stereotyping as well as informing others on cultural differences and discrimination. Being a role model, involving all members and encouraging discussion of sensitive subjects will allow members the confidence to report potential harm regardless of a child’s diverse background. 
The legislation (Social Services and Well Being (Wales) Act 2014) contains ambiguous language and lends itself to a hierarchical approach to leadership where decisions on policy are taken by those in authority.  However, the school policy provides the information that allows the inclusive leader an opportunity to encourage inclusive practice that will create a cohesive group with the collective aim of protecting and safeguarding the children. It appears that legislation on its own does not enable inclusive practice, only when it has transitioned from macro to micro level does it enable the inclusive leader to encourage inclusive practice.































3. Write a personal blog that highlights your thoughts as to how to promote inclusive leadership in an Early Years setting.
Word count: 553
Everyone is unique having their own experiences, strengths, and knowledge base.  The new curriculum for Wales aims to prepare children to become ‘citizens of Wales and citizens of the world’ by providing them with knowledge, experiences, and skills that will give them the confidence to succeed (Welsh Government, no date).  Schools must facilitate an environment that includes parents in their children’s journey to reach their full potential (Welsh Government, 2022). 
 Parents encompass a rich eclectic mix of knowledge and experience that will support the child’s learning. Inclusive practice involves empowering others and giving them a voice so that they feel valued. Inviting parents to be part of their child’s learning will give them that voice and allow them to feel part of the education of their child as well as the school.  The figure below shows the latest Welsh Government initiative to encourage inclusive practice and encompasses micro through to macro interaction to achieve the collective goal of providing the optimum experience for the children through the four purposes with parents being an integral part of the macro level.
[image: ]Source: OECD (no date)
However, there has been a closed-door policy for several years therefore the first step to encouraging parents to become inclusive leaders is for their opinions to be valued. This year one Welsh medium primary school held open days for each year group.  The days are run by the children and the parents were invited in to not only view their children’s work but for the children to explain what they have been doing.  In the early years, the children chose what they wanted to show their parents and the classroom was set out according to the choices of the children. 
Murray (2019) makes the point that children’s voices in the Early Years are multimodal.  They do not always communicate verbally, therefore by allowing them to lead the open day and give them the responsibility to choose and explain what they are doing not only gives them the experience of democracy but will give the parents the opportunity of seeing how their child communicates in a different environment.  The more we listen, the more this will benefit the child’s wellbeing and make them feel valued
Facilitating opportunities for communication does not just benefit the parents but also practitioners are able to observe and appreciate cultural differences within the interactions (Preemptive Love, 2020).  it allows opportunities to ask questions from both the parents and staff, and parents are encouraged to interact with other parents. Experiencing this first hand will give practitioners a deeper understanding of how families interact, and that cultural diversity can become embedded in context within the classroom rather than being a token gesture.
[bookmark: _Int_BuGtHDhG]By choosing their favourite activities or games to show their parents, Vollans (2017) believes that children will encourage parents to participate and to experience activities that will enhance their child’s development.  It will provide examples of activities that reflect the curriculum, and that parents can do at home enabling them to support existing skills and to build on them, as well as becoming informed of what and how their child learns. 
Organised on a regular basis, open days such as these will allow practitioners to build trust with the families and in turn the families will be more inclined to interact with the school which will benefit their child’s development. 
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The realisation of the “four purposes” of the new school curriculum is placed at the heart of the model.
These refer to developing children and young people into “ambitious capable and lifelong learners,
enterprising and creative, informed citizens and healthy and confident individuals”.

Wales' SLO model was designed through a process of co-construction. It was developed by
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