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Reflection on Group Presentation Monday 29th January 2018
According to Kimberley (2016) when having a staff meeting, it is more valuable and effective when the meeting is interactive with the staff. Therefore In a group of three, a discussion and staff meeting agenda was born from our individual input choosing two topics each to discuss which we thought would be relevant in our monthly staff meeting for our nursery setting.. 
I observed with interest that all three of us had a different outlook on chosen topics. My intention was to bring in current affairs and matters which are contentious and risky, as supported by Kimberley (2016) she says that real life scenarios are very useful in developing knowledge for the practitioner; one group member brought in the relevant running of a service issues; and one group member brought in topics that are current reference awareness. We married our ideas but had to work rather disjointed in the beginning, due to logistics; work and illness.
This proved to be quite frustrating as we had to resort to social media and telephone calls, where relevant information points of team members were often overlooked. This is a problem with messaging as stated by Krauss et al (2004) the absence of face to face cues has a major impact on the nuances of communication through messaging.
 Another problem was that it was apparent we were all trying to lead as we had not met to marry the flow of the discussion. As Hansen (2108) quotes, leadership is a social process where the leader seeks to influence and encourage participation of members to perform specific activities or to meet organizational goals (Bhatti et al., 2012). As George (2017) explains our situation when he says, that leaders cannot succeed alone. One member became quite autocratic and dominant, whilst dictating to us that due to it being level 6 she wanted to talk about all topics to ensure good marks. As Erchul (2011) states she was being inconsiderate of the rights of others. This team member being on the negative path lost confidence from me and the third team member. Referring to George (2007) who consolidates our angst when he explains that the most confident team players need advice and without strong peer relationships they will easily lose their way.
Her selfish approach to the group discussion would mean that all of our individual time allowance was being eroded. As quoted by Molyneux (2009), the issue of interprofessional working is currently one of key importance. Her behaviour led to the preparation of the group discussion being quite negative in the messaging, telephone calls and texts that were being shared and exchanged in the group. From research and a sampling of 5288 respondents Hoel et al concluded that autocratic leadership was the strongest predictor of bullying observed. 
To the end that, a protective exclusion formed, resulting in a group fragmentation with two members working together, in general planning for the presentation, without the third member being aware. As Rodd (2012) clearly states, how an individual personally embraces leadership chosen style is the key to their own success. As a duo we paid attention to planning on how to approach the third member when the group met. Hoel et al (2009) confirms from research that leadership styles play an important but complex role in exclusion. 
However on meeting the Sunday night, in my house to marry all the research and achieve a flow for the presentation, many problems were solved as a democratic leader,  with a positive outlook and approach was appointed for the group, ordinarily though a small group.  Moyles (2006) approves of a social democratic approach in an early years setting to motivate and inspire all team members in an inclusive equal environment rather than being domineered by a leader. Moyles (2006) is supported by Foels et al (2000) where he explains that a group experiencing democratic leadership would be more satisfied than a group experiencing autocratic leadership. In fact I believe by appointing a leader who was democratic was also a transformational leader as she was able to build an all-inclusive team with a unified common interest.
Miller and Miller (2001), Transformational leadership is more potent and complex and occurs when one or more teachers engage with others in such a way that administrators and teachers raise one another to higher levels of commitment and dedication, motivation and morality. Through the transforming process, the motives of the leader and follower merge.
                               National College for School Leadership (2002: 13) 
                           
The autocratic member, for the most part, realised, in essence, her behaviour was not acceptable, and once a live discussion of all of us three evolved and in conclusion gave an apology which was notably accepted by us. As Graybill (2017) explains that we all should observe our own leadership style and be transparent and fair and empowering to team members. Northouse (2017) explains that leadership is thought of as a personal trait which can be modified.
During the rehearsal, before the actual presentation, and during the presentation, I feel we all worked in a respectful positive manner and well together as a team. Molyneux (2009) describes the indicators for positive team working as working together optimising team member personal personal qualities; the commitment of us as a group; and healthy positive communication within our group; and allowing individual opportunity to develop creative working, which we could relate to.However with this in mind, in the actual presentation the autocratic member did quote some of the referencing from my preparation and the third person too which proved to be frustrating for us.  
As quoted by Graybal (2017) Exclusion stems from the general, fundamental goal of homeostasis – to keep things the same .
 As a professional group we continued the flow in the presentation, in the hope that we did not highlight any immediate disappointment. We did point out our disappointment later, but all things considered, felt that the presentation was a success. As Moyles (2006) explains and supports our actions by saying that emotions and sensitivity have their place in early years services, as we have to have limited energy to be a practitioner in early years and energy is closely linked to emotion.
The timing of the presentation was difficult to manage and also predict. The presentation is a ‘false environment’ and being aware of each other’s input under pressure of time, whilst endeavouring to act and articulate as natural as possible as though in an actual staff meeting, I found stressful.
As an illustration, making eye contact, looking naturally discussing and having new information and legislations to quote was a thought provoking undertaking and challenge for me as I am not comfortable to do presentations. I prefer to work in research and writing an assignment as I feel my strengths lie there. 
To explain, this is due to personally not feeling secure emotionally and socially. To put it another way, I hide my feelings by masking them as an outgoing brash person when I am a people pleaser and hide from conflict as it upsets my equilibrium. Graybill (2017) explains when feeling excluded it can be very hurtful and moreover psychologically damaging, for fear that it impedes on our comfort from safety of social inclusion. 
On the positive side, in my work career and my journey on this degree I have stepped up to be a leader as I enjoy motivating people and praising them, in the hope that they do not feel the frustrations of not being good enough. 
This is supported by Moyles (2006) and other leadership theorists as she explains that empathy is a vital ingredient to quality leadership.
The journey to authentic leadership begins with understanding the story of your life. Your life story provides the context for your experiences, and through it, you can find the inspiration to make an impact in the world.  
                                                                                   George (2007:2) 

Moyles (2006 ) explains the traits of emotional intelligence makes a good leader. I believe I reflect the traits of an emotional leader, which Moyles (2006) describes as being four main abilities. I am able to isolate and use my emotion to be a motivating leader; recognise and isolate emotions in my work colleagues; and manage my emotions and the emotions of my team colleagues in order to provide a positive effective early years environment and in other group situations I have been included in. As Moyles (2006) explains, emotions are warranted and enabled for as long at they are managed and must be mindful.
I have learnt, as a result from this particular presentation, given that the three of us have worked together historically and amicably, there was more tension than usual. Consequently, this has proven to me, you either pull together or push apart in a team. It must be remembered too that there are outside factors of stress, illness, unknown business in people’s lives, which will affect how we work together. Rodd (2012) stresses the importance to have conversations with each other about what it is we expect of our leaders.
In essence, we must note that this is relevant to the work environment in early years and we must be flexible and give allowances and understanding to our colleagues but as according to Muijs ( 2004) we also as leaders in early years settings need to identify what effective leadership practice is in terms of processes and outcomes within an effective early years setting. I believe that a successful leader will understand that leadership is not about their own achievements or building a team of loyal followers but empowering leaders at all levels. This view is supported by George (2007).
I feel that the role of a leader must be a support too, as confirmed by George et al (2007) who strongly suggests that we all have the ability to empower others but first we must look at our own development as leaders, and actively listen to team members input and not allow team members to feel excluded as two of us did in this group presentation preparation. From experiencing this feeling of exclusion and being dictated to I will endeavour, not to be a leader with an autocratic, dogmatic negative attitude. Reading George (2007) I understand that my values in my authentic leadership style are derived from my beliefs, and that I have discovered my true values when I was put under pressure. As suggested by Starks (2016) team members will engage especially with a positive team leader. 
The topics we chose for our discussion were current, relevant and interesting to research. I learnt that change can be scary and make you feel uncomfortable and vulnerable and I also felt I valued and I learned from the team research done. As O’Sullivan (2009) comments that many people sees change as negative as it is revolving around the unknown but it can be stimulating and allows staff to have their input with new ideas. 
I found it difficult to absorb all the legislation quoted in the discussion, but in a nutshell the legislation reminded me of the rights of the child act UNCRC (1990) , and that there is legislation and guidelines to adhere to and refer to for good practice.  
I learnt that participating in a staff meeting made me feel valued and integral to the nursery. It allowed me to have a voice in a safe environment and I learnt too for some staff a vehicle to convey a message, be it bullying or planning ideas.
Getting to know your team is important and helps build professional relationships. Practitioners that do not usually work in the same room or area of the nursery may click and work really well together if given the chance.
                                                                                                     Kimberley (2016:1)
As already discovered, according to Moyles (2006) advocating emotional Intelligence is the most effective approach to managing and leading an early years’ service, because as leader you can comprehend the feelings of another person and show them empathy.
In Early Years I believe best practice is to focus our teachings on fun and play with choice. Moyles (2006) agrees with my thinking in that she says an effective early year’s leader should understand the importance of fun in play and also show emotion, whilst Rodd (2012) says leadership is a matter of choice.
 It is also of my opinion that perhaps a pedagogy leadership style, as defined by Abel (2016) as ‘the art and science of teaching with an emphasis on the dispositions and behaviours of teachers and their interactions with children’, would take priority over other leadership styles in an early years setting, keeping the focus on the whole of the child’s development, investing in social and academic development for children and intellectual and professional development for children Sergiovanni (2006), but at the same time there would be a small amount of distinguished leadership traits mixed in too, as in all other leadership styles. As Heikka and Waniganayake (2011) confers that pedagogy leadership alone cannot be effective and has to be considered in other leadership styles. It is important that we are led by a strong leader to enable communication affectively between staff, children and parents and carers and have an open door policy to multi agencies. As quoted by Rodd (2012) ‘sustaining such a foundation requires strong leaders of high calibre and considerable courage’.
Unfortunately the Early Years Sector is not paid well and in my experience as a leader I felt that I did not have the recognition deserved. Leaders are seen as a carer according to Rodd (2012) and remains a critical challenge. She says in order to gain this recognition then leaders in Early Years settings have to begin to recognise that leadership is part of their professional responsibility and they are not just a carer. This too is confirmed by Aubrey (2011) as her findings say that leaders in early years settings see their role as’ caring and understanding.’ Aubrey (2011) collected data from leaders to illustrate personal characteristics of effective leaders and the highest scoring characteristic was ‘kind/warm/friendly/nurturing/empathetic’, with ‘calculated risk taker’ having the lowest scoring. These findings speak volumes on how we define ourselves as leaders in Early Childcare Settings compared to other industries where a leader is seen as more managerial and valued more.
As I work in the caring nurturing industry and I feel it is a vocation, not just employment. I do not feel comfortable to be an autocratic leader but see my role as both a practitioner and leader to be a teacher and motivator. Muijs et al (2004) states that there is a need to identify effective leadership practice in early years and address the serious lack of leadership training . As Rodd (2006) says, leadership roles is one of the biggest challenges faced in the Early Years sector and that it is no longer acceptable to lead in an autocratic authoritarian  approach but a cooperative , democratic and consultancy style. As Moyles () explains there is more awareness and support for emotional approaches to leadership, as well as the management of frustration whilst motivating the team.
As a leader and practitioner, from my research I will be more aware of my conduct and practice and will ensure that the impact of my leadership traits and style will have a positive impact on the quality of service, provided through the Early Years setting.
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