1601593		[1,816]
[EAEE6001]
Reflective paper
[bookmark: _GoBack]There is no concise definition for the term ‘Leadership’. Bush and Middlewood (2013) imply that it can be broken down into three categories, one category being the process of encouragement from one individual or team towards another individual or group. This can be supported by Yukl (2002), who suggests that leadership is usually defined by the ‘individual’s perspectives’ or aspect which stand out and interest the individual. The second category of leadership by Bush and Middlewood (2013) identifies personal and educational values as dominant attributes of a strong leader, finding that practitioners gained initiative and enthusiasm for tasks when they are in complete control and not enforced upon them. Hargreaves (2004) reinforces this theory that self-initiated change can create a positive emotional experience, however Hargreaves (2004) does continue to state that a mandated change can cause a negative experience. Lastly, to be a successful leader, practitioners need to create and develop a vision specifically to the organisations needs or requirements (Bush and Middlewood, 2013). Nevertheless, Bottery (1998) and more recently Bush (2011) question this approach specifically to a school focused regime, due to the regulations of the national inspection programme that restricts the desired ‘vision’ of the leader. 
Whereas Hickman (2012) views leadership as a continuous process developing the ability to manage ‘multiple ongoing changes’ within the environment. This is an important aspect of leadership within the working environment, especially with regards to the Early years profession and the continuing inspection of settings enforced by Estyn as explained by the ‘Leadership and primary school improvement’ plan (2016).  A collaborative leader utilises its member talents and other qualities to create change and/or improve the current visualisation, through this, members become important by acquiring a more prominent role within the organisation (Kouzes and Pozner, 2002).

Upon reflection of the group discussion I feel that each individual brought their own unique skills to the group such as, communication, listening, patience confidence and assertiveness. When reflecting upon the discussion I favour the S.W.O.T analysis to narrow down my thoughts and feelings around the situation, this enables me to determine specific areas looking at the discussion as a whole and on an individual level.
A S.W.O.T analysis is defined as a reflective style where the individuals Strengths Weaknesses, Opportunities and Threats are identified in order to obtain a reflection of an activity or meeting (Hoye, 2015). The main purpose of S.W.O.T analysis is to identify focal influences that are expected to have a significant role of the organization successful strategy. Hoye (2015) goes on to strengthen the reason for the use of S.W.O.T analysis by stating that; 
“This analysis covers everything that and organization has control over, some of which are performed well, and can be viewed as capabilities (strengths), while others are more difficult to do well and can be seen as deficiencies (weakness). The second part of the S.W.O.T technique is concerned with external factor, those which the organization has no direct control over. These are divided into opportunities and threats. In other words, issues and environmental circumstances arise that can either be exploited or need to be neutrolized.”
									(Hoye, 2015: 29)

	Strengths:
	Worked well as a team – all contributing to the workload effectively. 
I feel that I contributed well to my role as the Deputy Head with the responsibility of Performance Management carrying out research into the role and good use of supporting documents.

	Weakness:
	I feel I could have spoken more about the role of performance management more but was very conscious of the time left for the discussion. 
I also feel that as a team we were unable to plan the meeting efficiently due to conflicting schedules. 

	Opportunities:
	To show assertiveness in the situation – role of Deputy Head provided opportunities to support the discussion as well as lead parts of the meeting. 

	Threats:
	Became quite difficult to meet – often due to everyone in the group coming from separate distances.
Often members of the group would not put in as much effort or research as others.


									(Mindtools.com, 2018)

S.W.O.T Analysis has been developed to aid many organisations, although S.W.O.T analysis has also been introduced into the education system in order to allow practitioners a constant approach to planning and preparing for their future topics or subject areas. In addition to reviewing the topic it also provides opportunities to reflect on practitioner’s professional development (Helms and Nixon, 2010). 
I believe that this technique allows me to plan and prepare for future discussions, enabling me to review the weaknesses and improve on them in the next group assignment. 

The leadership style I have chosen to discuss is the democratic/participatory leadership style as this style is favoured within the Early Years sector. Moose (2010) explains that there are three spate sectors of democracy which are liberal, social and participatory. In more detail, liberal democracy can be described as the will of the majority determines the educational goals. Whereas social democracy implies that the will of the minority overrules. Finally, participatory democracy is a community driven approach where local responsibility determines the local goals. 
This was also the style that we chose to demonstrate during our group discussion. As Pound (2011) suggests the Early Years is a profession which is commonly referred to as one of the more ‘caring professions’ available and suggests that practitioners within the early years often reject that they are viewed as leaders in anyway. However, Pound (2011) later discusses how throughout the Early years practitioners have developed roles and skills which are often associated with leaders in order to carry out their daily routine. For example, practitioners have to have a sense of independence, assertiveness and the ability to make quick decisions about specific situations whilst caring for a number of vulnerable children (Moos, 2010). 
Leadership plays a fundamental role within the Early Years – being one of the main qualities which Estyn will look for upon inspections of an early years setting. According to the Best practice in leadership development in schools (2015) Estyn found that in schools which worked as an efficient team also demonstrated ‘strong leadership behaviours as classroom practitioners, departmental leaders, leaders of whole-school initiatives, and as senior managers (‘distributed leadership’)’.Meaning that leadership is now a role which is sought after in order to provide best practice through settings, this is done by enlisting a ‘senior management team’ or ‘senior leaders’ as it is unrealistic to assume that the head teacher is available at all times, so some responsibility can be delegated to the senior team members (Moos, 2010). However, Harris and Allen (2009) stated in the School Leadership and Management journal one barrier which they refer to as ‘joined up thinking’. They discovered this setback during their research where many practitioners felt that some agencies were not clear on their aims and were all working towards different agendas. 
The ‘distributed leadership’ style can also be supported by a new type of leadership style called ‘leaderful practice’. Often described as the democratic ‘alternative’ approach this style provides opportunities for everybody involved to ‘operate as a leader’ (Raelin, 2002; Raelin 2014). In my current practice this is a relevant approach as each individual has a role and responsible which they are responsible for and are seen as the leader on that aspect of the School Development Plan (2014), a requirement by the Welsh Government, in order to maintain a consistent improvement for the school’s progress. However, Raelin (2014) does go on further to state that although there are similarities between leaderful practice and a democratic leadership, it is a collaborative leadership style except the ‘vision’ is not held by all involved but generally in the mind of the leader. It also becomes apparent that during this form of practice participants or members may be subject to feel ‘not involved’ or at risk of losing once close and comfortable relationships, this could derive from ‘climbing up in the organisation’ (King, Altman and Lee, 2011). 
As with any aspect within the early years there will always be challenges, one of which could be collaboration. When involved in a democratic leadership style working collectively as key which can also be said for the Early Years sector as practitioners rely on the support and encouragement from other multi agencies. This is a key part of working with children especially with regards to their welfare and safeguarding. Aubrey (2011), agreeing with Harris and Allen (2009), states multiple reasons to the breakdown of collective leadership styles, are things such as; professional language and attitude displayed by the professionals involved, the amount of types of agencies or practitioners involved all have separate opinions and views as all need to be valued and the knowledge and understanding of the professionals included all vary. Additionally, there are many benefits including ‘organisational purposes’, providing opportunities to recognise any areas of professional development and allowing professionals to give support and encouragement to members of the team or group (Moyles, 2006). Lindon and Lindon (2011) agree and state that effective leadership can enhance peoples’ assertiveness. On the other hand, they do call attention to some concerns which may arise, one of which is relevant when working in a large group with different professionals, such as trust in peoples ‘judgement’ and their professional abilities in order to remain respectful of other parties involved. Another benefit of leadership in the early years is providing numerous opportunities for practitioner to further their development, Muijs et al (2004) suggests that this is ‘seen as not only improving skills but also keeping them excited and challenged’.
This leadership style can also be associated with a collaborative approach where leaders utilise the skills and resources (intellectual and physical) of members within their team for the growth of the vision (Hickman, 2012). A collaborative approach can also describe the relationships which settings and practitioners have with the families and careers of the children which attend. Both parents, carers and practitioners work individually to achieve the desired goal, this can be described as ‘collective distribution’ (Moos, 2010; Siraj-Blatchford and Hallet, 2014).

In conclusion, collaborative leadership and democratic leadership play a significant role in an educational setting despite having contrasting views from many respected scholars.
Estyn (2015) has highlighted the importance of distributed leadership stating that carrying out effective leadership can provide the settings practitioners with a strong sense of professional behaviours, encouragement and inspire positive attitudes towards the development of the setting.
However, whilst collaborative leadership or democratic leadership is important, evidence suggests there are multiple approaches to take and there are positives and negatives to on how to deal with teamwork and leadership. 
I believe that collaborative leadership or democratic leadership plays a fundamental role within the Early Years, as it provides staff with opportunities for support and encouragement from working as part of a team, professional and personal development, staff feel valued and appreciated for the hard work they do and the amount for work they carry out (O’Sullivan, 2009).
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