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This reflective paper is being submitted to support the end of term team meeting presentation.  The scenario was developed on a factual team meeting within an early years and childcare setting catering for children aged 2 to4 years whom are registered with Care Inspectorate Wales.  The service offers funding through ESTYN in the non-maintained sector and supports the 30-hour childcare offer and holds a service level agreement with Flying Start.  The agenda offered key items for discussion covering a wide range of topics from safeguarding, staff development, policies and procedures and health and safety. The agenda was shared prior to the meeting ensuring adequate opportunities for staff to raise concerns. Edwards (2005) suggests the agenda is the framework to support effective and efficient management of meetings, enabling it to remain on track additionally AMA (2018) stressed the importance on members of the team contributing agendas allowing their views to be valued and voices heard.  This was difficult to achieve as the original team of 3 resulted in 2 participants and impacted our ability to add value to the meeting through participative discussion. Having to hold a full staff meeting was challenging even with imaginary members and didn’t allow us to give a true insight of the behaviours and objectives we aimed to address.
During my role of facilitator, I adopted an Autocratic style directing the meeting and how the agenda will be executed. There was little emotion as time constraints left me feeling uncomfortable. Lewin (1930) indicated to engage staff effectively motivation is key but reflecting on performance, we spoke stoically albeit competent in our approach. I was aware how difficult it became to generate effective participation or connection as a pair compared to an actual meeting where staff are actively engaged. We were professional in the delivery of information and afforded our imaginary colleagues every opportunity for questions, yet open communication was unachievable which Hall (2019) expounds is how we scaffold and monitor team understanding. National Archives (2013) proposes that clarity of communication is paramount to influence your environment and Proctor (2016) concurs the necessity of effective bi-directional communication to promotes job satisfaction.  He further argues that the relationship between employee attitudes and well-being is not considered in the education sector although research informs us of its importance especially within early years where speaking up about issues is part of our duty of care.  
Another issue during our meeting was the copious amounts of information we shared with staff to keep them informed and abreast of changes and to critically reflect on my part as the receiver I was disengaged. I understand the importance of agendas and how they empower staff involvement and provide a sense of direction required when time is limited, but I was bored. Mikulas & Vodanovich (1993) reports this is due to the environment and subject context which could represent the standardised agenda. It was rigid, long winded and lacked positivity and Fisher (1998) would argue that employees need to feel stimulated at work to enable them to concentrate and Zuckerman et al, (1978) alleges concentration is vital for success which was not achieved for me during the meeting, hence my intention to reflect on the agenda content further and gauge their views from the team on it’s usefulness in practice, thus using a democratic leadership approach. Johnson (2015) imparts that seeking collective knowledge from your team informs practice an idea shared by Anning and Edwards (2003).  Comparably, the University of Exeter (2019) places importance on team participation in asking questions to support engagement and recognition and essential for management growth.
As a community not for profit group, team cohesion is crucial during meetings as it encourages teams to grow in harmony together. Valued interaction can help avoid conflict and is integral in raising the quality of practice and provision to excel regulatory standards. Within the sector of early years, we communicate with a phenomenal breadth of stakeholders, such as the Charity Commission, Local Authority and private sector and as a result we are often subjected to political influences and need to remain alert to national and local changes that influence our industry specific practice. Department for Education (2017) and likewise Earley and Porritt (2009) gives an impression that they understand issues faced by community groups and the commitment of its leader in developing an ethos that sees families, staff and children as learners. This is an essential factor in meeting the expectation of Estyn (2014).  This leadership framework is underpinned by research and Sadek and Sadek (2004) depicts that children and their families reap the benefits when strong leadership is present, and practitioners are effective in their practice. 
Early Years have seen an attitudinal shift over the past 3 years since the introduction of Welsh Government (2017) National Mission 2017-2021. Qualification Wales (2019) in partnership with WJEC have changed the way qualifications are delivered to incorporate the need for competence-based assessments which according to BBC News (2016) will provide practitioners with skills to help improve children’s outcomes and development a key strategy in our new curriculum Welsh Government (2018). The proposed improvement of workforce skills extends to early years leadership and is a Joint Inspection Framework for ESTYN (2018) and Care Inspectorate Wales (2016).
A manager correctly manages tasks according to Bennis (1989) with a primary focus on meeting organisational targets.  Some nursery managers are referred to as leaders, however irrelevant of title the responsibility as a ‘responsible individual’ under the Child Minding and Day Care (Wales) Order 2016 responsibility remains the same and to meet the National Minimum Standards (2016) mangers must prepare, supervises and give direction to enable their team members to know what is expected of them and how to undertake tasks appropriately. Managers may adopt a more autocratic model of leadership depending on the performance level of the team, the culture of its organisation and team dynamics.  As part of good practice, teams are reviewed termly to gain some understanding on the level of support they need, and I compare this using Tuckman (1965) 5 stage ‘Team Development Model adapted as a strategic tool for future development being;
Forming: Teams are uncertain about roles and responsibilities and require guidance, training and direction to familiarise themselves with expectations.
Storming: The team develop in confidence, but challenge hierarchy as they express views, experiences and opinions that are personal.
Norming: People adapt, accepting differences and concentrating on the task. Communication develops, and they seek inclusion to become active team players.
Performing: Team members overcome difficulties, working toward a common goal to achieve outcomes. They work effectively, meeting organisational aims.
Adjourning: Recognition and praise are given for their contribution prior to disengagement from team or task.
With regulatory reforms and scrutinization of the early years sector with regards operational compliances it is essential that managers are well trained and receive regular supervision and appraisals.  Through structured performance management cycles, they can actively contribute towards staff retention, quality of the environment and more important the well-being of staff. We spoke in depth during our activity about issues around training, supervision and appraisals and in practice I use a 6 weekly review cycle with staff, so they know I acknowledge the importance of listening to their views. I encourage personal reflection to identify strengths and areas for improvement and Incorporate personal goals showing they are valued members of the team. Through mutual respect and understanding during reviews can help minimise work related absences supporting well-being and involvement according to Mental Health Foundation (2019). 
Leadership concepts can differ and be interpreted in a variety of ways and Lindon and Lindon (2012) writes that Warren Bennis and Burt Nanus suggests that numerous academic analysis over 75 years resulted in over 350 definitions of leadership and subject to social sector and culture only a few would qualify as theory and claim that the remainder are simply leadership style slogans used to confuse an opinion shared by Leithwood et al (2006). Ultimately a leader will lead its people with a principle aim of developing new innovative ideas that supports their followers and inspires trust.  Leaders are known as visionaries and always looking towards the bigger picture according to Fasano (2018) and furthermore they are motivated because they see opportunities and develop ideas for growth and seeking solutions to potential obstacles and avoid worrying about smaller details, that role is undertaken by the manager.  The goal is clear to them and their focus will be achieved by sharing their vision and guiding their people to success. Leaders are seen by many as inspirational and the person everyone looks to for guidance and direction.  
I may have facilitated the meeting and took the leaders role but the issues we discussed did not leave me feeling inspirational and since we re-enacted an actual meeting that had already taken place it reinforced my view that those present would have difficulty in processes the complex information.
I felt we communicated effectively as a pair but issues such as TUPE requires me to appear disconnected which battles with my humanitarian side and caused emotional distress from within. The process of TUPE is so clinical even the fictional meeting left me with a bitter taste in my mouth. My role requires me to make hard decisions, but I feel an enormous amount of empathy for staff subjected to this employment process. 

At no stage during my training or development or through my assessment to become Registered Person for 12 nurseries was I informed that my role required high level understanding in complex issues such as employment law or that I would be expected to attend court hearings when staff claim they were unfairly dismissed. I am one who views continuous professional development as a crucial factor to my own success, but nothing could have prepared me for the increasingly challenging issues that present themselves daily or the overwhelming feelings of responsibility you hold for others.

No leader is perfect, and the best ones don’t try to be according to Deborah Ancona et al. Harvard Business Review (2007) and avows that to be successful you must hone in on your team strength to help make up their limitations. This is a similar view held by Early Years Careers (2015) who places a great importance on the delegation of responsibilities to other team members to help relieve pressures placed on a leader or manager in an early years setting.  We aimed to achieve this by sharing information and an agenda and believe that if the team was larger, we could have produced different results like that in a real situation when individuals responses can direct and lead into other topics that are tailored more towards the team.
Coalfields Regeneration Health Check RCT (2019) identified a high number of third sector childcare groups not holding appropriate qualifications to meet regulatory standards. Rodd (2010) describes the importance of developing staff as a crucial factor due to periodically undertrained staff working in the childcare sector and a view agreed by Jago (1982) who suggests quality experiences, training, education and reflection is how this is achieved successfully.
As a previous nursery manager, I faced the moral dilemma of employing staff based on Welsh language abilities opposed to their skill-set and qualifications meet the regulatory requirements placed upon us as part of The Active Offer (2014). 
We informed staff about the importance of developing their welsh language skills during the meeting and, this resulted in workplace conflict and has become a common issue in South Wales compared to areas of Wales with a predominantly welsh speaking population. 
[bookmark: _GoBack]Issues like this causes you to question many dilemmas from language versus childcare experience as most of the childcare workforce were trained as volunteers when their children were young.  In addition to experience they remain loyal, knowledgeable of their community and dedicated in fundraising for setting survival. Compare this to welsh speaking who are aware that they have a unique skill-set required by many industries and will often only work their committed hours and on completion of their qualification award, the majority will seek employment in a school or similar organisation where wages are better, and positions result in less responsibilities. 
Adopting a democratic style has advantages and disadvantages and according to Gill (2016) to be a democratic leader you would need to display characteristics which hare egalitarian in nature promoting fairness and equality in practice and Ladkin (2017) has a similar view that the characteristics of a democratic leader is about developing it’s people and on reflection, I belief my approach is tailored more to a democratic model as this type of leadership requires an understand of the balancing act of allowing everyone to participate in decision-making and ensuring the organisation achieves its objectives.
The advantages of a Democratic leadership style are that it is people orientated and can be adapted easily to meet the needs of its people according to the Path-Goal theory (1971) and people have an equal voice which promotes empowerment.  Staff feel motivated and this can improve performance and job satisfaction according to Lewin (1930) and his leadership style.
The disadvantages of the democratic style according to (Ryan 2018) is when decisions are not forthcoming when issues arise which IISTE (2015) agrees that the process can be time consuming and should a safeguarding issue arise where quick decisions are required I would adapt to a situational leader which according to Blanchard (1985) is a flexible approach where which adapts to the work environment which with  21st century technology advancing daily we rely on competent, independent practitioners sharing responsibility and knowledge to effectively work as part of a multi-disciplinary team.  Pearce and Conger (2002) describes this form of leadership as an activity that is shared amongst team members to maximise effective working practices.
Butler (2018) informs us that 98% of all workers in early years are predominately female and there continues to be a stigma around male early years workers currently addressed by Welsh Government (2014) in their 10-year plan for the early years, childcare and play workforce in Wales. The EWC (2018) provides similar results informing us 88.8% of LSA ‘s in schools are female compared to 11.2% of males and that 4514 out of the 6542 registered are under the age of 25.
As millennials continue to join the workforce with high numbers in childcare, employers may struggle to retain staff according to Alison (2018) as their education, technological skills and mobile phones enable them to be ‘always be connected’ and claims they will form over 75% of our workforce by 2025 an opinion shared by Deloitte in a report by BBC News (2016). Furthermore, Alison (2018) suggests strong leaderships approaches to reap the rewards of a millennial workforce must be established as they are likely to leave employment within 3 years if not suitably motivated and engaged.
Rost (1991) writes that leadership is an energetic relationship developed within a group of people who work within their teams and communities irrelevant of appointed roles however Anuntarumporn (2017) argues that promotion at a young age may have a negative impact on the team as the millennial may present themselves as knowing better than everyone else and not be emotionally equipped with life skills required to adapt to the challenging situations faced in early years. 
The sector facing many challenges with uncertainties over Brexit and funded programmes that sustain our industry. Government appears to be pushing more responsibility towards providers, resulting in burdensome processes. Financial issues arising from NLW and NMW and workplace pensions is impacting sustainability and financial stability and my role as a leader is to find an innovative way of developing our brand into the profit-making market to support community nurseries who are likely to be closed without our financial support.
Finally, on critical review of the research explored, J Kotter (1995) quoted ‘Leadership and Management are two distinct but complimentary systems. While managers promote stability, leaders press for change.  Only organisations that can embrace both sides of that contradiction can thrive in turbulent times’. This unit and enabled me to reconnect and develop my self-awareness and that of my responsibilities. I know I must be flexible in my approach and develop the necessary insight to adapt my leadership and management style to fit each new paradigm that arises and approach like a democratic leader according to Beaver (2011) as they both focus on their people.
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