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Reflection 
Within this reflection, I will be critically analysing our group discussion, in particular, focusing on the importance leadership styles and effective team work within a school setting. Reed and Canning (2010) suggest that reflecting on practice will underpin the work of an early year’s practitioner. In addition to this, Neaum (2010) claims that reflective practice should be used effectively and continuously throughout the work place on a daily basis in order to gain a broader understanding of improving practice all round. 
In order to plan and prepare for our group discussion effectively, an agenda was created in order to deliver a team meeting based in a school environment. Johnson (2015) states that it is vital that staff meetings are often help in order to ensure knowledge and practice is consistent and regular kept up to date and shared. Bush (2008) explains that effective and successful team meetings produce positive results and ensure information is shared appropriately. 5 to 6 agenda points were also chosen, and an understanding of laws, legislations and policies, were demonstrated relating to the values of the setting. Whilst planning and preparing our group discussion, it was important that we worked positively as a team, used time management effectively and showed consideration for others within the group. Each member of the group was assigned a professional role based within a school setting in order to participate within this discussion. It was ensured that everyone was satisfied with their roles prior to starting the research side of the group discussion. This therefor enabled positive working relationships and mutual respect all round. In addition to this, we ensured that all work load was equally shared out. 
Our group discussion was planned and prepared in advance prior to the date of the meeting. Each member of the group equally participated in researching current legislations, policies and laws that would support our chosen agenda points. We communicated positively and continuously via messenger groups and arranged meetings within the university campus to enhance, organise and discuss completed work. Ortiz-Rodríguez et al (2005) state that positive communication is essential in order to achieve productivity and maintain effective working relationships. We each shared ideas of which agenda points that could potentially be discussed, all of which were in relevance to school settings.
Unfortunately, half way through our planning and preparation, two members of the group decided to end their university course and drop out. This left myself and the remaining members of our group slightly unorganised and stressed, due to us having to research and complete additional factors that these members were responsible for. However, this factor could also be seen as a positive as it allowed us to work more effectively as a team. Meinert (2017) suggests that effective teamwork occurs when each individual coordinates their efforts in order to work toward a common goal. This is also supported by the Wisdom of Geese theory. Lindon et al (2016) explain that effective and positive teamwork strategies allow individuals to thrive as they use and develop their strengths. In addition to this, positive relationships are built and developed through the use of common ground and mutual respect (Gasper, 2010). Supporting this, Aubrey (2010) states that teamwork is built on commitment, collaboration and cooperating, which all group members displayed constantly. This is also supported by Belbin (1993) who states that a successful and effective team requires 9 team characteristics; resources, team worker, coordinator, planter, monitor evaluator, specialist, shaper, implementer and the completer. All of which our group adapted in some shape or form. In addition to this, Pretty et al (1995) explains Charles Handy’s 5 stages of group development; forming, storming, norming, performing and mourning. 
During our group discussion and planning, the chair person that was selected used a democratic leadership style. A democratic leadership style allows members of the group to have more of a participative role in decision making process (Cook, 2014). This was evident throughout our group discussion as the chairperson allowed us to actively participate in sharing ideas or action points going forward. We had constructive and clear action points from the chairperson and had clear direction throughout. Opportunities were also given to suggest any potential changes to setting policies. As a result of this, each group member felt valued, appreciated and respected, as their opinions and proposals were taken into consideration. Supporting this, O’Sullivan (2009) states that when an employee feels valued, they are notably more likely to be driven in order to succeed and provide good practice. This was evident to see whilst working together.
A particular positive of this group discussion was that we were all actively involved throughout and the work load was shared equally amongst the group, which resulted in stressful workloads being reduced. Positive relationships were built during this group discussion, therefore resulting in an eased working environment for all. Mutual respect was built between each member and we worked effectively together. Supporting this, Bruce (2010) suggests that when positive working relationships are built, our own practice will be improved and effective environments for children will be provided. Another positive of our group discussion, was that we are all current practitioners within a school setting. This therefore allowed us to link and share good practice and knowledge with each other when discussing each agenda point. Fazey (2004) believes that sharing good practice will enable practitioners to reach full potential and provide effective experiences. In addition to this, we were also able to share any information or policy details from our own settings with each other in order to gain a broader understanding of how other schools may respond to particular situations. Another positive of our group discussion is that we used personal knowledge and initiative when expanding on our notes during the final staff meeting, rather then reading off the scripts word for word. 
However, when comparing and contrasting the positives and negatives of this group discussion, one particular negative of this group discussion was our use of using time management effectively. Due to each group member having busy lives, it was often found difficult to meet up regularly and speak on the phone due to other commitments. Next time, it would be ensured that time was managed more effectively in order to reach full potential and to achieve goals. According to Aubrey (2011) the result of effective time management skills is the key aspect of project management. Time management involves particular skills setting goals, organising and prioritizing (Jones and Pound, 2008).  Another negative of this group discussion, was that fact that none of our group members has had the opportunity to attend any staff meetings within our settings. This had a negative effect on our confidence as we were unsure as what layout, organisation and details are discussed during meetings.
In order to improve our group discussion, it seems as though more links to current laws and legislations could have potentially been added throughout when discussing the agenda points. This would have also enhanced and extended our final reference list.  We also could have managed our time more effectively in order to arrange more meeting times and to enhance the quality of our research. In addition to this, we could have also practiced more in order to potentially add more views and opinions throughout when discussing the agenda points. I also feel as though we could have added more positive agenda points in our group discussion in order to broaden the use of laws and legislations that we used.  



Effective Leadership Styles within an Early Years Settings
This section of the assignment will critically analyse the philosophy and principles of a participative leadership style within early years settings. Cambell-Barr et al (2016) explain that a participative leadership style welcomes and values input and suggestions from employees. It is believed that when staff members feel respected and their input and opinions are valued, positive and effective working relationships and environments are developed (Winkler and Wagner, 2017). It is evident how effective a leader is by how they work with other professionals and how they work within a staff team (Whalley and Allen, 2011). Moyles (2006) explains that leadership qualities are made of four branches; management skills, leadership qualities, professional attributes and personal characteristics. 
This leadership style would work effectively within a school setting as all staff with have a full understanding of what needs to be done, therefore resulting in staff taking strategic lead on individual areas of expertise and responsibilities (Kaser and Halbert, 2009). This will therefore enable staff to take owner ship of school improvement, and again, enabling staff members to feel valued and respected (Bush, 2008). Ogbonna and Harris (2000) state that schools who adapt to a participative or democratic leadership style are considerably more successful than those who do not. Supporting this, Bush (2008) believes that participation from all will drastically increase school effectiveness and outcomes. This is supported by Rodd (2010:145) who states that ‘good leaders build teams by making everyone feel that their contribution matters’. 
By implementing a participative leader style, outcomes within schools are considerably higher than those who use a different leadership style. This can be viewed in an Estyn inspection framework, where one of the areas focuses on the effectiveness of the schools leadership and management (Estyn, 2017). Participative leadership is also in accordance to the Welsh Government Foundation Phase, which states that children should also be provided with opportunities to be involved in the planning, organisation of learning areas and allowed produce their ideas, as a result of this, children will gain ownership of their learning (DCELLS, 2008). Hornackova et al (2014) explain that a participative leader within a school setting acts as a coach and a teacher of teachers and actively involve all employees in planning and the implementation. Thomas and Lewis (2016) explain that any leadership style that is implemented within school settings requires to be effective, because quality curriculum planning is vital in order to promote balance, positive outcomes and progression in teaching and learning for children. 
In addition to participative leadership in schools, this leadership styles would be beneficial to other early years setting such as nurseries or crèches. Participative leaders influence and guide employees whilst involving them in any decision making processes (Jones and Pound, 2008). According to Murray and Clarke (2013) participative leaders exhibit a passionate care in order to enhance the education, care and wellbeing of children. The reasons for this are to ensure that children and young people will get the best possible outcomes and the provisions that are provided to them. This is an accordance to standard 4 of the Care Inspectorate Wales 24 minimum standards; meeting individual needs, and standard 7; providing opportunities for play and learning (CIW, 2016). This is also supported by Brown and Rodgers (2014) who state that excellent leadership makes a fundamental difference to the quality of provision and practice within early years settings, especially when meeting the learning needs of children and providing effective environments. Murray and Clarke (2013) explain that participative leadership requires broad evolvement from all and appreciates the strengths that are contributed to the overall organisational purpose or common goal. 
A particular advantage of participatory leadership style is that there is an increase in productivity, therefore resulting in job satisfaction, particularly when employee’s suggestions, ideas and opinions are being implemented throughout the setting (O’Sullivan, 2012). In addition to this, communication will be vastly improved and positive relationships will be built upon mutual respect and values amongst staff (Lindon et al, 2016). Due to positive relationships being built, effective teamwork will be established and used throughout the setting in order to achieve best possible outcomes and results (Preedy et al, 2012). Generally speaking it seems that participative leadership within the early years is a result of groups of practitioners working in collaboration, influencing and inspiring one another, instead of individuals carrying out tasks and planning alone (Hallet, 2013). However, Davies (2009) argues that decision making can be drastically slowed down when there are a large number of practitioners participating in decision making. In addition to this, there is the possibility of conflict due to mix of opinions and ideas, as well as this, there is the issue of security and safeguarding, in which information is shared with too many people in the early stages 
(Davies, 2009). Robins and Callan (2009) also claim that practitioners may not hold particular knowledge or expertise in certain areas in order to make appropriate or beneficial contributions in the decision making process.
Generally speaking, it seems that using a participative leadership style within an early years setting seems to be one of the most beneficial amongst other leadership styles. When comparing and contrasting leadership styles, it seems as though a visionary leadership style supports a participative leadership style as both styles require strong teamwork and staff morale in order to work towards common goals and outcomes (Robertson and Timperley, 2011). The evidence for this can be seen in schools through staff working on a common goal by working on the school’s development plan in order to have a shared vision (Welsh Gov, 2014). This is supported by Lindon et al (2016) who believes that it is fundamental that everyone has a shared vision in order to achieve goals. In addition to this, Delegative Leadership (Laissez-Faire) shares similarities to participative leaders. Both leadership styles allow practitioners in the decision making process, however, delegative leaders allow employees complete control of decisions (Briggs and Briggs, 2009). 
Rodd (2013) suggests that participative leadership style is similar to an ethical leadership style, as it is structured predominantly on values and morality. It seems as though a participative leadership style is vastly more effective than other styles such as directive leadership, as Somech (2005) states that directive leaders lead by monitoring and managing, whereas participative leaders lead by encouraging and involving team members in facing new challenges and opportunities. Participative leadership style is similar to a distributed leader, as Daley et al (2004) explains that both share responsibilities with employees and allowing practitioners to share leadership behaviour.
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