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Critical Reflection on Group Discussion

        Within the group discussion, each member of the group was allocated their own role within the setting. The leader of the provision, who was also the chairperson within the meeting, ensured that all staff members had a chance to discuss their concerns, thoughts, feelings and suggestions, resulting in group members feeling valued and developing a sense of importance as every individual had their own responsibility and a goal to work towards.  Each member of the group ensured that research had been done to develop deeper understandings of their chosen roles, and how their roles could relate to the agenda which had been planned. 

        The agenda was carefully planned in order to create links between each group member, and to ensure group members could link their roles to children’s development, relevant legislations, the setting’s policies and to the work of theorists. 
 The agenda was also designed to ensure all members of the group had a fair amount of information to share and discuss, however, it felt as though each member of the group was allocated a specific item on the agenda to discuss each, which resulted in some members of the group not contributing to the discussion until it was time to discuss their allocated item of the agenda. Members of the group did try to ensure that it was not too structured by delivering facts and information in various points within the discussion, which fulfilled content of the discussion as each member of the group was delivering a suggestion or information for each point of the agenda. The timescale of the discussion was quite short considering we had many topics on the agenda to discuss, however each member of the group contributed sufficiently and managed to ensure their key points were discussed and were prioritised. 

       During the preparation of the group discussion, it was useful to consider Charles Handy’s theory during it. Handy theorised that group work and organisation can be divided into a cycle. The first point of the cycle is ‘forming’. This was evident within the group work when it was made clear who was working in each group. The second point of the cycle is ‘storming’. This was evident throughout the cycle, when planning what items were going to be included on the agenda, and when deciding on various roles for the assessment. The third point is ‘norming’, which according to Pretty et al (1995), is the part of the cycle where all members are aware of their assigned roles and responsibilities. This part of the group discussion consisted of group members continually carrying out research for their assigned roles for the discussion, and carrying out research on how their roles could relate to the agenda. The final part of Handy’s cycle is known as ‘performing’. According to Pretty et al (1995), ‘performing’ relates to the group gathering all their knowledge and integrating their work in order to view it as a whole, which focuses on the output and performance of their work. This relates to the group work as during the discussion, all members of the group expressed their concerns, thoughts, feelings, and so on, in order to make any alterations if needed, which would result in a better output for the organisation. 

      The content of the group discussion consisted of various topics, in order to ensure each member of the group could provide a sufficient amount of evidence and deliver their understanding of relevancies. The second item of the agenda focused on the report of the setting resulting from a Care Inspectorate Wales (CIW) visit. This was opportunistic for the group members to deliver their knowledge on the inspectorate system. This also allowed group members to deliver concerns and thoughts, however, the members of the group could have made suggestions on behalf of their roles within the setting by following the outlines of the report, as this would have demonstrated effective teamwork due to contribution between staff members. Furthermore, group members emphasised the importance of following guidelines set out by the National Minimum Standards. Certain points from the National Minimum Standards were mentioned during various items of the agenda, for varying reasons. Furthermore, all members of the group outlined how their specific roles could follow the guidelines set out in the National Minimum Standards, as all group members were not given the same role as one another. 

       Contribution between all group members was displayed during the discussion. As mentioned, each member of the group was allocated their own responsibility, which displayed a sense of involvement from all group members. Aubrey (2010), states that successful teams consist of certain qualities. These qualities include commitment, trust, communication, cooperation, adaptability, flexibility, diversity of capabilities, and common purpose. Within the group discussion, a diversity of capabilities was portrayed as every member was assigned a different role, and not one member of the group was given the same role within the setting.  Likewise, good communication skills were displayed during the discussion as each member of the group communicated approximately an equal amount. Furthermore, correct and appropriate terminology was used during the discussion, therefore the communication was displayed in a professional and effective manner. 

      The discussion held between the group for the assessment portrayed strong elements of democratic leadership, also known as participative leadership. The democratic leadership style emphasises equal and fair participation from all those involved. The group discussion portrayed different responsibilities every individual that was present had, which emphasises strong elements of a democratic style of leadership. Furthermore, each member of the group had roles and responsibilities to fulfil individually, which demonstrated a strong sense of teamwork. MacBeath et al (2001), suggests that a democratic style of leadership delivers a valuable approach to all members of the team as each member of the team is given a role and responsibility.  The democratic leadership style also applies less pressures to the setting’s leader as the workload is shared amongst the group, resulting in a more structured approach within the workplace as each individual has their own role and goals to work towards. This view is supported by MacBeath et al (2001). A democratic style of leadership was the best suited style of leadership for the assigned task, as it is evident that in early years settings, such as schools and large day nurseries, this leadership style represents team organisation and is very systematic (Klavins, 2015). Furthermore, the group discussion was based in a day nursery, which consisted of a fairly large staff team and contributors, therefore each member of staff had their own department to work towards. 
 
       A management theory which was extremely useful to use during the planning process was McKinsey’s Seven S’s. McKinsey (1976) developed a management theory. McKinsey suggested that management works best when team members distribute shared values, have the skills required for the job role, offer staff support and motivation, have strategies put in place, have structure and consist of a specific leadership style.  Within the group discussion, all of McKinsey’s seven points were shown, due to displaying knowledge of systems, such as following the setting’s policies and legislative guidelines. Likewise, a structured approach was also demonstrated by following the agenda accordingly and in order, and allocating a fair amount of time for each item on the agenda. Furthermore, as earlier noted, a particular style was followed, which was a democratic style of leadership. Members of the group also emphasised the importance of obtaining certain skills which were required for particular roles in the setting. These were suggested by researching relevant courses the staff members could possibly attend in order to enhance their current knowledge on particular subjects for the purpose of positive outcomes. An example of this is when courses on the outdoors and behavioural courses were offered to the staff members. Strategies were also emphasised by encouraging the outdoor learning coach to provide more activities in the outdoor environment in order to promote children’s holistic development, and how this relates to legislative and examining boards. 






















  
Critical Analysis on a Democratic Leadership Style
  
    One of the main leadership styles which is useful to consider following within early years settings is a democratic approach. A democratic style of leadership consists of all staff members being assigned various roles and responsibilities, in order to develop the best outcome possible. Atkins et al (2012) states that a democratic approach to leadership displays high elements of equality between staff members, as all staff members are valued and are needed in order to achieve better holistic outcomes. 

    A democratic style of leadership is often used within workplaces with more than two people, and larger workplaces. This is due to there being enough staff to divide responsibilities amongst. Furthermore, having a large staff team increases the likelihood of the staff team having a wider variety of skills as team members may have certain qualities that other team members do not have, therefore a democratic style of leadership can be seen as a very systematic approach of leadership when trying to achieve positive outcomes (Atkins, 2012).  Examples of early years settings where a democratic approach is often used includes primary schools and nurseries, and children’s clubs, such as after school clubs or sports teams. A democratic style of leadership may not be effective in a setting such as a childminder’s service, due to having a very small staff team. Within a child-minding service, an autocratic leadership style may be used as the leader will often make the decisions for themselves without any input from the staff, as it is the leader’s own service.

      As stated above, democratic leadership can be used within most workplaces, and fits in a variety of settings. Democratic leaders work to ensure employees achieve their goals, as well as helping them throughout the process by offering support. The democratic style of leadership also encourages employees to become a part of the decision making within the workplace, and enables all employees to become involved within problem solving responsibilities (Moon, 2000). Democratic leadership can produce high quality work resulting in positive outcomes, due to the trust the employees feel they have obtained. This view is supported by Khan (2005). Democratic leaders are required to obtain information and suggestions from staff members before making a concrete decision about what course of action must be taken (Atkins, 2012).  
       Leaders within the democratic style of leadership do portray certain qualities which leaders of other styles of leaderships may not have. Democratic leaders develop planning schemes in order to enable staff members to evaluate their professional performances. Likewise, democratic leaders allow staff members to establish goals, and encourage growth and promotions within the workplace, and recognise staff achievements. The democratic leader is often willing to take suggestions from staff members in order to make an effective decision, which results in staff members feeling valued and feeling a sense of morality between the leader and themselves. This view is supported by Khan (2015).  However, as Khan (2015) states, there are times when a democratic style should not be used. Democratic leadership should not be implemented when it is more effective for the leader to make the decision without the input of the other staff members. Unlike the autocratic leadership style, there is no sense of authoritative power within the democratic style of leadership. Furthermore, democratic is not effective when there is not enough time to receive input from all of the staff members. Bush et al (2005) suggests that high-quality leadership is an extremely important aspect when achieving successful early years and care settings, therefore ensuring the provision follows the most appropriate and suitable leadership style is very important when achieving high-quality practice.  

     There are many advantages to a democratic leadership style. Settings which follow a democratic style of leadership often obtain ideas from each staff members, which results in varied ideas and suggestions for the team to consider. Furthermore, a democratic style of leadership emphasises the importance of equality due to responsibilities being divided between staff members (Khan, 2005).  This can often result in positive relationships between staff members. Atkins et al (2012) states that positive relationships within the work place often leads to positive outcomes, due to satisfaction when working as a team. If an individual staff member feels that there is an injustice in the power of staff members, this can result in conflict between staff members and can lead to disruption in the group work. 

      Along with the advantages of a democratic style of leadership, there are also disadvantages to consider when using this type of leadership style. Due to the inability for the leader to take independent decisions, it can result in the leader’s role within the setting to become difficult. Furthermore, Khan (2005) states that this type of leadership can be time consuming for the leader when trying to ensure staff members are satisfied with their roles within the provision, and when ensuring persistent communication with each of the staff members, however, many discussions and meetings can result in a disinterest for the staff members, and can result in them forgetting key points. MacBeath et al (1999) stated that some staff members may not like be involved within a democratic style of leadership as they do not want to take responsibilities, and may not feel comfortable in the decision-making aspects of it.

     Kurt Lewin identified the three types of leadership, and Lewin (1939) stated that the most effective style of leadership is the democratic style of leadership. This is due to the decision-making being appreciated amongst staff members due to their input to the decision (Changingminds.org, 2002). Unlike the laissez-faire style of leadership, the leader does have some control over how the setting is run. Furthermore, the democratic style leader does have less control over decision making that the autocratic leader. Lewin stated that settings that follow the laissez-faire style of leadership were not at all coherent in their work, and did not display enjoyment when their work was actively-led. Lewin also stated that the democratic style of leadership was highly influential to all of the staff members (Changingminds.org, 2002).  A democratic approach is also a well-suited leadership style when considering equal opportunities in relation to staff. Standard 16 of the National Minimum Standard for Regulated Childcare states that an equality of opportunity should be promoted within the setting, and that an equal opportunities policy should be put in place and reviewed regularly (Welsh Government, 2016).  
     
     Rodd (2006) states that effective leaders build strong teams by ensuring that each staff member feels that their contribution matters. This statement displays that a democratic approach to leadership is the best suited in order to make every member of the team feel valued and to ensure each team member feels that they are needed within the staff team and that their roles and responsibilities are important. 
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