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What is leadership?
Leadership is defined as the action or actions that are used to lead people, a group or organisation in an inspiring and motivational way in order to achieve a set of goals. (Ward, 2017). Leadership styles are unique to each individual, however, several authors highlight multiple traits that are seen to help someone to be defined as an effective leader. Caramela (2017) and Ward (2017) highlight that the main traits needed to be an effective leader is someone who shows confidence, optimism and focus and someone who holds that ability to inspire and motivate those around them. 
Fiedler’s contingency theory identifies that the effectiveness of leadership will depend upon the specific situation and circumstances that a leader is dealing with as well as the qualities of the leader. For example, matters such as the leaders’ personality, the type of people they are leading and the specific tasks a leader is tackling can impact upon the effectiveness of leadership. (Verkerk, 1990 and Peretomode, 2012).

Leadership in the early years
Specifically, leadership within the early years varies depending upon the individuals’ approach, but ultimately the end goal is to do what is best in order to achieve the best outcomes for children. (Kimberley, 2015). Within the foundation phase leaders need to be seen as leading teams in ways that help assist learning and creativity whilst maintaining practicality in order to achieve the best outcomes possible. (Early years matters, 2016). Early years matters (2016) further adds that leaders in the early years should be ensuring their teams have a sense of time and space to grow and develop their skills to provide the best foundations for a well functioning team that can provide the best care. 
What makes an early years’ leader?
Muijs et al (2004) identifies that there are many qualities an early years leader should hold in order to be classed as a good leader, such as, competence, commitment, patience, focus, empathy as well as the ability to motivate and inspire those in their team. Although it is important for an early years leader to hold these qualities, the leader needs to be someone who is able to recognise and place an emphasis on the need to work and develop effective communication and relationships with parents so that they can work together to achieve the end goal of better provision and outcomes for children. Ramey et al (2000) cited in Muijs et al (2004) highlights that commitment is an important factor in early years’ leadership. Leadership that shows commitment has been seen to maintain higher quality and rate of success in settings due to increased moral and job satisfaction, of which have led to less of a staff turn over. This can be seen to link to better outcomes for child. Settings where leaders were seen as non committed were found to have lower levels of moral, job satisfaction and an increased turnover of staff which ultimately effected the quality of provision at settings as well as the outcomes for children. 

Why is leadership important in the early years?
Nelson (2011 cited in Hallet 2013) states that children deserve to have the best leaders we can provide to them in order to equip them with the knowledge and skills needed to face life’s later challenges. Leadership in the early years has been seen as important as it can be seen to be crucial in developing better provision and outcomes as well as higher quality of early years experiences for young children. (Muijs et al, 2004). Blandford (2006) agrees by stating that effective school leadership will contribute to developing schools that are effective. However, Holmes (1993) cited in Blandford 2006) disagrees by stating that following information given about effective leadership will just lead to a practitioner becoming confused due to the varied approaches out there, which would ultimately lead to the leadership becoming more ineffective than effective. Although effective leadership can be seen to increase the quality of provision, it can be seen that practitioners are not clearly aware of this, instead the development of leadership skills are seen as an extra that is optional rather than an essential element for personal development and the improvement of quality provision provided to children. (Blandford, 2006 and Brock and Rankin, 2011). Hallet (2013) can be seen to agree by stating that there seems to be a reluctance amongst those in the early years to recognize the importance of leadership in their professional role, instead they place a greater emphasis on the teaching role.  Rodd (Unknown) adds that therefor the early years field can no longer allow preparing individuals to be leaders to be an optional extra; it must be tackled from the start. 
[bookmark: _GoBack]Reviews of every child matters 2004 and the children’s plan 2007 have led to the introduction of new leadership roles that require new leadership styles such as distributive and transformative, these new styles will allow for leadership roles to be shared amongst the team. This shared responsibility can help practitioners to achieve improved provision for children. (Hallet, 2013). This can be seen as key and effective as the effective provision of pre-school education research study also known as the EPPE for short, found that settings were children made better progress were those in settings were there was strong and effective leadership and team working. (Hallet, 2013).
Democratic leadership 
Democratic leadership, sometimes known as participative leadership, is a style of leadership that allows members of a team to take a more active role in the decision making process. (Sinha, 2013).  Team members at an organisation receive the chance to exchange and discuss thoughts and ideas, the democratic leader would encourage this style of decision making. This is style of leadership is known as re-distribution of authority and power intended to give employees a fair say in what happens at their organisation. (Kroc, 2013). The democratic style offers those under its leadership inclusiveness, equal participation and self determination, all of which can allow individuals to feel more comfortable and happy in their job. (Kroc, 2013).  A democratic leader will also develop plans to help their employees in evaluating their own performance and help them to establish their own goals so that they can grow their skills within the job in order to recognise and encourage the achievements of their staff. (Khan et al, 2015).
The democratic leadership style can be characterised by three main features; 
· Delegation of responsibilities 
· Empowerment and engagement of group members 
· Assisting the process of decision making      
(Kroc, 2013).
Delegation 
The democratic leader will distribute roles between members of their team in order to give members the chance to feel included in decision making and to have a say in what happens at their organisation. This feeling of being included in decision making can lead to employees feeling more involved through active participation. (Root, Unknown). Root further adds that this active participation from everyone allows employees to feel less pressured as the roles and responsibilities are shared fairly. This shared responsibility can be seen to lead to improved moral, motivation, productivity and ultimately improved quality within an organisation as employees are happier at work. (Mankar, 2015).  This increased moral can come from the fact that employees can be seen to like the trust they receive from their leader and will therefor respond by co-operating and reaching targets on time. This can then contribute to higher team spirit and more effective team working. This can also be seen to help settings in meeting the standards necessary to maintaining good quality provision. (Khan et al, 2015).  Siraj-Blatchford et al (2006) further add that increased team spirit can be seen as beneficial in developing effective relationships necessary for working within a team and for meeting common goals and objectives. 

Empowerment and engagement of group members 
 Early years practitioners are seen to engage more effectively with a democratic style of leadership as compared to a more autocratic style. This could be due to the way the style allows for a collaborative way of working rather than a competitive one, also meaning the working environment is one that is more pleasant to work in without confrontation of competitiveness.  (Aspire training team, 2017). Muijs et al (2004) suggests that settings where there is a good working environment there appears to be better job satisfaction. This increased level of job satisfaction is seen to lead to lower levels of staff turnover, which is ultimately better for a setting as there is no constant change of staff as well as being ultimately better for the quality of provision children receive. The EPPE and REPEY projects highlighted the fact that pre-school education was seen to be more effective all round in settings where there was a strong leader, with little staff turn over and staff that are trained with the understanding of how important good leadership skills need to be developed in order to make effective leaders who can promote effective team working amongst their members. (Siraj-Blatchford et al, 2006). The quality is maintained through a lower staff turn over, a continual change in staff can often lead to possible confrontations or changes in teaching practices that can affect children and the way they learn. (Stanley et al, 2015).

Decision making 
Although the democratic leadership style can be seen as beneficial in enhancing moral, team work and the outcomes of settings, this kind of decision making process can be seen to slow down the process. This can be due to multiple people having an input as well as taking the time to hear everyone’s views. (Mankar, 2015). Choi (2007) agrees by stating that the vast amount of people trying to give an opinion or idea often slows the process as a leader needs to give time to listen to everyone in order to make the process fair. If a leader did not do so, conflict could possibly arise amongst the team, which could in turn impact upon the way in which a team runs and in turn how the setting runs. Stanley et al (2015) further adds that the style can also be seen as ineffective when there is the need to make a fast and efficient decision, time can be wasted on gathering the input of everyone within a setting. Kroc (2013) identifies that the democratic leadership style can also be seen to lead to the further problem of the leader having to become apologetic to members of staff for not using an idea put forward by them. 
Problem solving 
Democratic leaders are seen as more competent in solving more complex issues, this is due to their ability to work collaboratively with those around to gain a general consensus from their team members. The democratic leader is also seen as more of an innovative thinker that encourages those around them to become more innovative themselves in order to achieve solutions to those complex issues the team faces. (Kroc, 2013). This ability to work collaboratively to solve complex issues allows for a better sense of team and helps to enable the team to trust each other and in turn become more effective as a team. (Mankar et al, 2015 and Khan et al, 2015). 

Strong teams are built 
Teams that work under democratic leaders tend to be a more supportive and strong team due to the leadership style they work alongside. This supportiveness comes from the honesty and collaborative nature of work, where everyone’s opinions are taken into account. (Muijs et al, 2004 and Kroc, 2013). 

Fostering creativity and creative environments 
The environment in which teams led by democratic leaders are often more creative than more autocratically led teams. This is because democratic leaders encourage input and innovative ideas from their team members, as well as receiving the right kind of support that helps those who are creative to grow. This creative environment can allow for a team of practitioners to continuously share more creative ways of tackling tasks within their setting, whilst helping to build a greater sense of togetherness and effective team working. (Kroc, 2013 and Hutchins, 2012). Slatter (Unknown) can be seen to agree as they believe that practitioners should hold some creative traits in order to continuously have new and creative ways of improving practice. Sharp                  (2004) also  adds that a creative practitioner and environment can be seen to help the development of children as children and children’s development can be seen to thrive in an environment where creativity is encouraged. 

Transactional leadership 
Transactional leadership, sometimes known as managerial leadership has a strong focus on maintaining organisation, performance and supervision. The transactional leadership style promotes compliance from team members by offering rewards as well as punishments. (Spahr,2016). Characteristics of a transactional leader usually include; 
· Focused 
· Thrives on rule following 
· Focused on policy and regulations
· Tend to be inflexible and opposed to change
· Likes efficiency 
(Spahr, 2016)

Structure and organisation 
Transactional leadership is seen to work well within organisations where structure is need to maintain quality and therefor tends not to work within organisations where innovation is encouraged. (Sultana et al, 2015) 
The highly structured nature of the leadership style allows for team members to know exactly where they are, once the structure is set and the requirements of the staff are highlighted, it is easy for staff to complete tasks successfully and efficiently. (James and George, 2013).
Spahr (2016) adds that the structure and organisation of the leadership style can also be beneficial in times of crisis, when a solution needs to happen quickly. This is due to staff knowing exactly what is required from them and how to tackle a task under pressure. James and George (2013) can be seen agree by stating that transactional leadership is seen as particularly effective in tackling important tasks with a time constraint due to the organised nature of the leadership style.  Transactional leadership can also be seen as more efficient in meeting specific (James and George, 2013 and Spahr, 2016). This can be seen as beneficial within the early years’ environment as it can assist practitioners in reaching the targets and goals set out by not just their leader but by legislation and policies. (Weber and Bernard, 2010). However, The British Association for Early Childhood Education (2012) suggests that provision provided to children should be more than just meeting targets and ticking boxes in order for a setting to achieve, children need to be valued, respected, understood and supported to the best of a practitioner’s ability so that the child is able to reach their full potential. Ofsted (2015) can be seen to agree by stating that a number of educational leaders recognizing that children should be at the center of decision making and the way a setting is run.  
Moral and job satisfaction 
The transactional style of leadership can be seen to suit most settings as it helps those within a setting to keep to the necessary practice standards. However, it is often found that these kind of leaders are not open to innovation and change. (Aarons, 2007). 

AL-Hussami (2008) states that the transactional leadership style does not allow individual members of the group to fulfil their own goals due to the heavy structure of the style and lack of opportunity for innovation. McCleskey (2014) suggests that this heavy structure and lack of opportunity for innovation keeps work anxieties low as everyone clearly knows what their role is. However, some would say that having such a structured and focused leadership style to work under can lead to staff feeling pressured to perform well and on time. (James and George, 2013).
Puric et al (2012) add that this pressure can be seen to decrease the quality of work. whereas, mahdinezhad et al (2013) believes that the quality of work can be increased due to the clearly set out role and responsibilities. Although the leadership style allows for good work to be rewarded, when it is thought about, the style does not offer much opportunity to inspire and motivate the team to do well and go beyond what is required of them in order to benefit both the team and the setting. (Raza, 2011). This can lead to less moral and motivation within a team. This lower moral and motivation can also be seen to have several negative impacts upon team working and quality in a setting. (Boonzaier, 2008 and Mankar et al, 2015). 

Meeting needs 
Transactional leadership works at providing the basic level of need satisfaction that Maslow describes in his hierarchy of needs. The transactional leader also focuses their style of leadership on the lower levels of the hierarchy. This is done by emphasising performance in order to achieve rewards and giving out punishment to those who have what the leader classes as poor performance. (Spahr, 2016 and Jing et al, 2006). 

Improvement of skills/performance 
Kuhnert and Lewis (1987) and Weber and Bernard (2010) can be seen to disagree and state that the transactional leadership style allows for a leader to continuously look at how each member of their team is performing, and in turn help to guide them in correcting and improving their performance to maintain quality. This then in turn can be seen to help ensure everyone within a team is working up to the same standard. This can be applied to working within an early years’ environment, where the leader continuously looks at the performance and skills of their team in order to ensure the quality of their teaching as well as standard of qualifications are effective and up to date in order to comply with policy as this is seen as key in achieving high levels of quality and care at a setting. (Mathers et al, 2012) 

Laissez-faire Leadership 
Laissez-faire leadership, sometimes known as delegative leadership is a hands off form of leadership where the leader will allow team members to reach decisions themselves. (Morgan, 2013).
Characteristics of a laissez-faire leader
· Gives little guidance 
· Provides resources needed to complete tasks but leaves team members to decide who does what and how 
· Allows teams to problem solve amongst themselves 
· Leaders take responsibility for groups decisions and actions
(Cherry, 2017 and Mulder, 2017).

However, this is not always the case, some leaders are seen to take advantage of the leadership style as they see it as a way of avoiding responsibility for the teams’ failure.
(Cherry, 2017). 

Correct setting and team
Russel (2011) identifies that the laissez-faire style leadership can be effective when used in the right type of setting and when members have the necessary skills and motivations to work independently. Cherry (2017) states that the style can become effective when those within a team have a more superior knowledge in a specialised field, this means it can become more beneficial for teams to be left to decide who does what as they have a better understanding of who suits what job role, compared to the leader. On the other hand, this style of leadership would not be beneficial to teams where individuals are not suited to or equip with the necessary skills or experiences to make decisions and complete tasks independently. This is due to the very hands off nature that means no guidance from a leader. (Jones and Rudd, 2007). Cherry (2017) adds that this can also have a knock on effect on the productivity of a team, as if a team is lacking the sufficient skill set, knowledge and experiences to work independently, tasks can soon go off track and deadlines can become delayed or even missed. 

Lack of role awareness 
In some cases, the laissez-faire style of leadership can lead to the role of the group members to be poorly defined, this is due to the little guidance given by the leader. This lack of understanding of roles can lead to individuals not understanding what to do and by when, which can also impact upon the productivity within the team. (Cherry, 2017 and Mulder, 2017). 

Lack of group involvement 
The leadership style can be seen to leave the leader of a group to become rather uninvolved and in turn rather withdrawn from the group, which in most cases can then be seen to lead to the group not working as efficiently and effectively together as they could. This is seen to be due to the leader coming as across as not concerned with what is happening within their team. (Cherry, 2017). According to Chaudhry and Javed (2012) this can be seen to have a negative impact upon the way in which the team works. Chaudhry and Javed go onto explain that this can be due to team members placing less priority on completing tasks and deadlines on time as they see the leader showing an unconcerned attitude. In some cases, this lack of involvement from leaders can lead to lower levels of moral and motivation within a team. Zareen et al (2013) identifies that the leaders lack of involvement in the team can lead to the team feeling less motivated to do well in order to please, as the leader shows no real interest. Furthermore, this can lead to a team not working as effectively as they could due to the lack of adequate support provided to keep up the moral within the team. Khan et al (2015) adds that if a leader was to show more interest then team spirit and moral can be seen to increase and in turn improve quality. 

Harper (2012) and Menhesha (2015) identify that that the laissez-faire leadership style can allow for a leader to completely avoid any traits of leadership such as;
· Not getting the team to work together
· Not involving themselves with the team
· Not recognising and praising the team’s efforts 
· Not attempting to motivate the team 
Cherry (2017) and Gill (2016) add that although the style traditionally sees a leader taking a completely hands off approach, it is seen that the leader will be open to helping team member through a form of feedback. This feedback can then be seen to help improve quality of performance as well as team moral, which all has a clear impact on how well a team works together. (Weber and Bernard, 2010).  On the other hand, McCleskey (2014) and Manhattan College (2016) identify that if a laissez-faire leader was not to offer feedback, team members would feel disconnected from the leader. This could lead to any interactions the team do have with their leader to become meaningless and could possibly lead to a form of resentment towards the leader due to the lack of support. However, for some a leader who is seen to take a back seat, leaving staff to make decisions themselves can suit some team members. This is especially so if someone finds it easier to work when not being continuously watched and assessed. (Zareen et al,2013)

Examples 
Democratic leadership 
Democratic leadership can be seen within an early years setting, specifically during a team meeting. Here this leadership style can be seen as beneficial to aiding the discussion as everyone is free to add their own views and ideas. This open discussion can be seen to help aid discussion making as the multiple view points and ideas are able to give multiple options that could possibly be used in order to solve any of the issues within the meeting. 
That staff meeting under a democratic leader would also be beneficial in achieving specialised solutions to particular problems the team is trying to solve as those within the team will have specific knowledge in certain areas of the early years and bring their expertise. This will also allow for increasing the knowledge and understanding of other team members and can allow for opportunities for team members to work together to solve problems. 

Transactional leadership 
The transactional leadership style’s strong emphasis on supervision and maintaining performance can lend itself to closely monitoring staff. For example, the head teacher of a school will need to monitor and observe the teaching performance of their teachers. This will allow the head teacher to maintain several aspects. 
1. Observing and monitoring how well a teacher is performing and establish if they are meeting the correct standards or are there matters that need to be addressed. 
2. Are the children at the school happy with the teacher as are the needs to the children being met by the teacher and setting. 
3. Ensuring all staff within a class are up to date in all their qualifications and training to ensure quality provision and as the style focusses on wanting everyone to meet goals and efficiency standards. 

Laissez-faire leadership 
This leadership style can lend itself to solving some situations, particularly when the issue surrounds matters that the leader lacks an in depth knowledge of. The leadership style delegates roles to team members and allows them to decide amongst themselves how and what needs to be done. In specific situations where a specific expertise is required to solve an issue and the leader has a limited understanding it is better for those within the team who have a more specialised knowledge in the area to take resolving the issue as they will have a greater understanding of the subject matter. 

Conclusion 
In conclusion, different leadership styles each provide different ways of supporting effective team working within a setting as well as improving and maintaining a quality setting. The democratic leadership style’s more active participation for all allows a sense of inclusion and shared responsibility that is seen to lead to increased motivation and moral. This can also increase effective team work and in turn the quality of services the early years’ team provides. The transactional leadership style’s emphasis on compliance and structure allows the team to work to a strict structure where tasks are easily followed and achieved on time, this efficiency leads to a better working team which is then seen to ultimately impact upon the quality service the setting provides. Finally, the laissez-faire leadership style lends itself to improving the way in which a team works by taking a hands off approach, where staff are able to make decisions amongst themselves leading to less stress placed upon them from leaders and increased team work due to the lack of input from the leader. The increased team work is therefore seen to impact upon the teams’ efficiency in meeting standards and improving quality. 
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