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For the first part of this module myself and 5 other students produced a 30-minute presentation around a scenario of a school amalgamation. We focused on 5 key elements that might be addressed in this situation. 

After the groups had been established we initiated a meeting point to everyone’s convenience in which the environment was quiet and gave us a calming atmosphere to discuss our plan. I felt like I knew what my part to play in the presentation would be after our first meeting so was able to research immediately. 

To begin with I was quite anxious about working with new people for this module although there was no need to be as it didn’t take long for me to feel confident in expressing my views and opinions, this could possible be down to my group of colleagues and the way in which they made me feel at ease. 

I have found it hard to identify one particular leadership style to describe our group. I am torn between participative leadership (democratic) and People-Orientated leadership, offering support, encouraging collaboration and good teamwork. 
I feel that his task would not have been possible, or completed as effectively as it was if a different leadership style had been used, for example an Autocratic leader who makes decisions independently without the input of others. Leadership according to Graham (1997) is the ability to move others to a goal that is shared with you, with a focus and ability they would not achieve on their own. 

I feel members of our group displayed different leadership styles and each of us was able to differentiate between these styles to suit the different members of our team, showing adaptability. 

Some of our team members were more outspoken at first while others agreed and listened to the different views being put forward. This gradually changed and members of the group were able to show more confidence and speak up with their ideas. There were some occasions where I was interrupted when trying to portray my views, this was slightly frustrating but is to be expected when working in a larger group.
Within our group there was a diversity of capabilities. Each had different skills and ways of working. Individuals had something to share from their field of early years and the environment in which they work in, each individual involved had valid key points to add to the discussion which enabled us as a team to collaborate to create a community of learners. Working together to complete tasks rather than the responsibility of one leader (Siraj-Blatchford and Manni, 2007, cited in Siraj-Blatchford and Hallet  2014:17). 
We were able to share knowledge and ideas and to establish if we all felt we were on the right track to complete a final presentation. 

Being a good leader requires the abilities to get a group of people to work collaboratively. Each person must contribute and non-participation is not an option (Buchele, 2011). We each undertook individual research to contribute to the content. I feel the content of our presentation was very good. We had included relevant legislation, policies, procedures and government documents to support our findings. We had many scenarios to research and we were each given the task of being in control of that particular one. Mine was transport, which required research around policies and procedures and government legislation, previous to this assignment module I was unfamiliar with requirements that were in place regarding these.  I was also unaware of the full extent of the role and responsibilities of a school governor, which was also my role in the presentation. 
Government policies should be at the forefront of early years practitioners minds. The implementation of government policies cannot take place without effective leadership (Rodd, 2006 cited in Hallet, 2013:314) ensuring key government initiatives such as Every Child Matters (2004) (cited in O’Sullivan, 2009:5).



There are many different leadership styles, some are:
· Autocratic Leadership
· Bureaucratic leadership
· Charismatic Leadership
· Democratic/Participative Leadership
· Laissez-Faire Leadership
· People-Orientated/Relations-orientated Leadership 
· Servant Leadership
· Task-Oriented Leadership
· Transactional Leadership
· Transformational Leadership.
(Leadership Foundation for Higher Education, 2016).

Extensive research by Rensis Likert in 1967 saw four leadership styles identified. One of these styles is Participative leadership. Kippenberger, (2002) describes a participative leader as having considerable trust and confidence, seeking views and opinions from colleagues, but maintaining the final decision. Participative leadership can also be called democratic leadership (Val and Kemp, 2012). 
Participative leadership enables everyone to have the opportunity to participate, sharing ideas and being able to speak freely, discussion should be encouraged. Active involvement in the decision-making makes everyone feel included and aware of the issues and can also provide understanding of the issues faced. 
Participative leadership style should encourage people to be less competitive and enable them to collaborate with each other more. A potential benefit of participative leadership is that if many people decide on a plan or outcome then it could possibly make a better decision than one individual making the decision alone, although this can lead to endless meetings and confusion by co-workers that might feel leaderless (Goleman, 2000). 
A negative could be that if a leader seeks the advice and input of other colleagues and decides to ignore them, this can seriously affect the trust between individuals. 

The term early years leader is very versatile (O’Sullivan, 2009). It can be applied to any individual in roles in many early years settings such as schools, day nurseries, play groups or children centers among many more. 
Muijs (2004) states that leadership research in the school sector is increasing yet Bush (2011) states that research and literature on leadership remains limited in early years setting even though children’s early education experience has an enormous impact on children and young people’s future. Bush (2011) also emphases that effective leadership is fundamental to the quality of early years settings, this is also supported by Rodd, (2005) (as sited in Davis 2012) who states that studies undertaken on the quality of early years settings show that good leadership is vital to enhance quality and the working environment.

The aim of a good early years leader is to make children’s learning along with their development and well being the main focus. Research undertaken by Hallet (2013) explored the leadership role of the Early Years professional. The study discovered that professionals in the Early Years sector had a defined role as ‘Leaders of Learning’, their commitment and enthusiasm to continuing their professional development and reflective practice, lead to a change in pedagogy and improve practice through working together in a collaborative leadership style. The outcome concluded that the research enabled early years practitioners to reflect and identify their leadership enabling them to change their pedagogy and practice for the better. 

Goleman (2000) explains that there are six different leadership styles, which originate from emotional intelligence. Each one of his leadership styles seems to have some part of it that could be used for early years. The coercive style might be good when working with problem employees. The pacesetting style, for leaders who set themselves high standards and who strive to be a positive impact on staff. He identifies the democratic style as a positive way of generating ideas. 

Effective leadership can affect the quality of early years care and education. Children deserve the very best, it takes many individuals to achieve this and leaders need to be able to manage others in order to achieve this by encouraging teamwork (Newstead and Isles-Buck, 2004). 
 Early years leaders are becoming more and more accountable for ensuring the quality of education, care and learning that children experience is appropriate to enhance their later life chances (O’Sullivan, 2009). Early years leadership styles carry great importance as understanding leadership has a considerable effect on behavior and expectations (Sergiovanni 2001 cited in Murray and McDowall Clark, 2013:292). Effective leadership is also essential in achieving improvement (OFSTED 2000 cited in Muijs et al, 2004: 157). It takes a certain level of experience and knowledge to become an effective early years leader.  Training is needed for this and Aubrey (2001:11) established that early childhood leaders emphasize this, and that there is a need for leaders and managers to be accredited at varying levels.

Qualities of a good leader – confident, self-esteem, respect, independence, praise, 
[bookmark: _GoBack]You could refer back to Maslow’s hierarchy of needs. Devising your own ideas or the ideas of colleagues of what being a good leader should entail. ------------

After a review of school leadership by Kenneth Leithwood et al. and how this can possibly impact children’s learning, it was concluded that leadership was motivated more by philosophy and democratic values than by evidence that they will learn more from more non-traditional sources. (Leithwood et al 2008 cited in Lindon and Lindon, 2011:122). 

Effective leadership is impossible without philosophy [Bright, 2017). Leadership philosophy is personal. Its something you want all leaders to demonstrate. Creating a philosophy is the easy part, the way in which you effectively promote that can be challenging.

Communication in early years is extremely important to ensure the specific overall vision, principles and a shared philosophy remains true (Lindon and Lindon, 2011).  Kevin Murray (cited in Nicholas, 2012:37) explains principles of better communication, from learning to be yourself more to stating a compelling mission and powerful set of values. 
Great pressure can be placed on leaders. Delegating tasks to staff members can be time consuming. Early years leaders show a dislike towards the management part of the job as it takes away time from their intended positions as educators and child developers (Mistry and Sood, 2012). Bright, (2017) states that leaders often fail due to fear, the inability to do their job or laziness, using their position as leader to ensure change through forcefulness. 

Newly trained early years practitioners are more educated in the leadership part of the job role compared to the longer standing early years professionals who had very little training on how leadership can effect practice. This can cause conflict as longer standing early years practitioners have the advantage of experience (Mistry and Sood, 2012). 
According to Miller and Cable (2011, cited in Mistry and Sood, 2012:30) one of the challenges faced in early years leadership is how to promote more male leaders within the early years, the reason suggested as to why there is a lack of male leaders in the early years sector was that male practitioners may feel uncomfortable working closely with very young children and that there is possible judgment placed upon them. Mistry and Sood (2012) state that this is speculation and that there is an urgent need to gather evidence to discover if this is a challenge. 

Research shows that leadership in schools is second to classroom teaching as an influence on pupil learning. Clarification of this is that leadership enhances the already potential capabilities in the organization that might not yet be apparent (Leithwood et al., 2006:4-5). It is clear that the contribution of leadership improves organizational performance (Muijs et al, 2004: 157). 

Aubrey’s 2011 book documented that 25 leaders took part in a survey into early childhood leadership, education and care in a total of 12 early years services. The services were chosen by their high quality as rated by OFSTED. The survey focused on what leadership meant to leaders, for leaders to consider the nature of their roles, responsibilities and characteristics of leadership in early years practice and explore types of leadership to maximize leaders effectiveness. The findings concluded that providing a high quality service was of the highest importance and entrepreneurial skills less important. Many leaders had also emphasized the importance of learning and progression. (Aubrey, 2011:19-38). 

An autocratic leadership style might not be best suited in the early years sector, yet it can be desirable for a manager or head teacher’s role (Veale 2010). When you compare an autocratic leader who is in control of decisions and requires to make these decisions alone, to a democratic leader, or a leader that works collaboratively with their colleagues, it can make you question, which one is best suited to the early years field. Veale (2010) describes the style of a democratic leader as considerate, and as someone that is looked upon as a guide and advice-giver. For me this mirrors the qualities required of early years practitioners. An environment where vulnerable children are present requires a sense of calm and relaxation, positive relationships should be encouraged and collaborative working promoted. For senior members of staff that are rarely involved with the day-to-day care of the children an autocratic leadership style might be best suited. 

Distributed leadership is an alternative to the many different models of leadership that are mainly focused around qualities and behaviors of individual leaders  (Bolden, 2007) and has become more popular in recent years in early years education (Hadfield et al. 2015:14). 
Studies from the Effective Leadership in the Early Years Study (ELEYS) suggest that distributed leadership is effective in early years settings (Hadfield et al. 2015:21).
Heikka and Waniganayake (2001, cited in Hadfield et al. 2015:20) argue that both pedagogical and distributed forms of leadership should be incorporated into early childhood. 

In a report from Estyn (2015) it was documented that most head teachers in the schools that were visited use a form distributed leadership with senior staff and also a few teachers. Teachers were chosen as senior leaders from the leadership skills that they had shown.

Conclusion:
Research undertaken by Val and Kemp (2012) on what leadership style best suits a large group concluded that is was ‘close to impossible’ to determine a leadership style that would work best in a large group. The diversity and uniqueness of each group can be challenging. A leader should be able to adapt to a group that is given to them, enabling them to choose a leadership style to apply appropriately. 
The more leadership styles a person can identify with the better, this can optimize performance (Goleman, 2000). 


Being a leader is having confidence in the people you are leading. 
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