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Leaders have the ability to motivate, create and develop individuals to achieve goals (Jackson, 2003 as cited in Moyles, 2006). Yukl (2002) as cited in Hadfield and Jopling (2018) describe leadership as a process where an individual has power over a group to develop relationships and tasks within the organisation. Similarly, Kotter (1990) as cited in Algahtani (2014) adds that leadership is the process in which individuals are motivated by the leader to meet the aims of the organisation. Jobs (no date) as cited in Lawn (2013) adds that this type of motivation can allow individuals to achieve goals they did not believe were achievable. Where-as, he described management as a process of encouraging individuals to undertake in tasks they dislike. Drucker (no date) as cited in Bowler (2009) also agrees and quotes ‘’management is doing things right; leadership is doing the right things’. This follows Ratcliffe (2013) belief that leaders can gain followers through their values and inspiration, where-as managers gain members through power. Allowing individuals to see past their potential is considered vital in schools as it can create an environment where goals can be met by belief (Cook 2014 as cited in Sibanda 2017). Cameron et al. (2012) as cited in Cherkowsi (2018) would describe the facilitator’s leadership as positive within our discussions and meeting’s. Relationships were strengthened by each member working together to achieve a shared goal linking with Watson (2010) view that positive leadership is achieved through empowering individuals to work as a team and to lead. Empowering the team is one component that features in a democratic leadership style according to Gastil (1994). He also argued that involving individuals and giving them responsibility in decision making is a component of democratic leadership. This supports Starratt (2001) as cited in Diasdado (2008) view that this sharing of ideas is evident within a democratic leadership style. Contributing to decision making in the meeting by sharing ideas gave me more motivation to succeed in my role. For example, my participation in the change of the child attendance policy encouraged me to welcome change more comfortably. Moyle’s (2006) agrees and claims that staff will accept change if they have input in the decision. In addition, holding such responsibility in decision making can lead to a positive environment where all voices are listened to, giving them a sense of belonging to the environment. My voice in the child attendance policy, in particular, suggestions of improving the services for parents and children allowed the facilitator to be aware of the types of services we could provide, thus, potentially improving the policy. Siraj-Blatchford and Hallet (2013) emphasise the importance of leaders being aware of children’s and parents needs when reflecting on the service they provide. Gaining more information can allow them to create a service which is tailored to the specific needs of parents and children. Meeting the needs of parents can allow them to feel empowered and can increase their involvement with the school (Raisingchildren.net 2018). Siraj-Blatchford and Hallet (2013) believe parental involvement can have a positive effect on children’s motivation and behaviour. An example of parental involvement is working with teachers to keep up to date with their child’s behaviour and homework which can lead to an improvement in their school learning (Mcneal Jr, 2014). Rimm-Kaufman et al. (2003) as cited in Topor et al. (2010) conclude that these positive approaches can inrcrease students’ academic achievement. However, O’Sullivan (2009) argues that early years staff are nervous when working with parents and this may be from not knowing how to work with them, leading to low confidence. Therefore, this highlights Lynch (2012) view of motivating and empowering staff to increase their commitment to work past their belief. I was motivated and committed to succeed in my role by the facilitator giving me responsibility in not only decision making but also the opportunity to carry out tasks such as the design of the cyber bullying policy. Providing such opportunity for staff can improve the setting as their leadership skills are increased and their commitment is enhanced (Ross, 2014). Moreover, Newstead and Isles-Buck (2013) reveal that allowing staff to make decisions can give the leader more time to make the more important decisions. However, it must be added that the team’s input towards decision making was not always listened to. Staff denied the need for change when the facilitator revealed a change towards the staff policy. Greenfield, (2007) as cited in Al Rahbi et al. (2017) would argue that the facilitator adopted an autocratic leadership style during this process as authoritarian leaders make decisions without including the thoughts of staff. Although my input was denied in this process, I felt comfortable with the change as the benefits towards the staff, children and setting were clearly addressed. This links with the views of Siraj-Blatchford and Hallet (2013) as leaders must explain the advantages when introducing change and also links with Newstead and Isles-Buck, (2005) as decisions should be made regarding what is best for the setting and the children. Therefore, the ability to adapt leadership styles can create a successful leader as they are not only able to make decisions to drive the setting forward but can also use their power in a way that empowers staff (Harris, 2013 as cited in Sibanda, 2017 and O’Sullivan, 2009).  The Swot analysis was used in the meeting to aid decision making when discussing the possibility of employing a new team member. Newstead and Isles-Buck (2005) describe this as a useful tool which helps staff to work together and share ideas. This gave us more knowledge on the strengths and weaknesses of actions so we could plan more effectively. This relates to Durosko (2011) idea that focusing on the strengths and weaknesses of ideas can allow the leader to gain a lot of useful information. Effective communication was shown in discussions and meetings but did fail at the beginning. Due to a lack of attendance and poor communication, conflict occurred as we were all unsure of our roles and what goals we would like to achieve. Coleman et al. (2016) uses an example of a centre leader to describe the importance of effective communication. The leader reveals a policy she has created so that staff are aware that their questions will be answered to avoid any confusion. If information is not delivered correctly to the right people, conflict can arise. Likewise, Bell and Ritchie (1999) as cited in Nobile (2018) believe that communicating the correct information to staff will give them the information they need to perform. Thankfully, the facilitator introduced Tuckman (1965) ideas of Forming, Storming, Norming and Performing to solve the conflict. The forming stage resulted in some conflict due to a difference in ideas but the facilitator resolved this by listening and motivating us. This led us to accept other ideas in the norming stage and work towards our goals in the performing stage (Newstead and Isles-Buck, 2013). Moyles (2006) emphasises the need for early years leaders to recognise what motivates their staff. By using Maslow’s (1943) hierarchy of needs, leaders are able to recognise what motivates their staff and use this to their advantage. In our case, the leader could have identified that stage one and two of our needs were met but failed in our social needs in stage three due to the conflict. Had the leader recognised this, conflict may have been reduced through positive teamwork activities (Brent, 2018). However, according to Igbokwe (2014) conflict can improve the organisation as the leader is able to recognise what is working and what is not working. Siraj-Blacthford and Hallet (2013) claims that leadership has shifted towards a more participative and collaborative approach. Leaders should encourage staff to participate in decision making and motivate staff to go above and beyond their role in a ‘climate of commitment, reflection and challenge’ (Rodd 2013 as cited in Siraj-Blatchford and Hallet, 2014). This corresponds with Al Rahbi et al. (2017) view that democratic leadership is a style where teams work equally together and are involved in decision making. Providing staff with opportunity displays successful leadership (Aubrey 2007 as cited in O’Sullivan. Reflecting on the service that is being provided allows leaders to assess if needs are being met (O’Sullivan, 2009). Similarly, Ang (2012) study of children centre leaders reveals how reflection has enabled a leader to adopt a more democratic approach to leadership where staff are involved in decision making.  Likewise, Moyles (2006) reveals the negative experiences of an autocratic leader which gave staff little input in decision making. Moyles would argue that this negative experience has benefited one leader as she adopted a democratic leadership style where staff and parents participate allowing them to feel valued. Although negative experiences usually out-weigh positive experiences (Cameron 2008, as cited in Cherkowski, 2018). Aubrey (2016) would suggest using Kolb’s (1984) cycle of reflection for individuals to reflect on their experience and use this to perform the action in a better way from the knowledge that has been gained. Involving staff follows Newstead and Isles-Buck (2005) belief that staff will feel happy in work when they believe that their contribution matters. Kutsyuruba and Walker (2017) as cited in Cherkowski (2018) agree and claims that a work environment which denies participation in decision making leads to a higher percentage of staff turnover (Hayden 1997). The involvement and empowerment of staff is also a component of distributed leadership (Solly 2018). During this style, staff are expected to be respectful to one another whilst listening to feedback that provides them with their expected roles and goals (AAI Staff, 2015). Feedback can be discussed through the form of a meeting as there is less chance of interruption from noise, therefore, communication won’t be effected (Moyles 2006). However, Woods et al. (2009) as cited in Cherkowski (2018) argue that time is often a barrier for these discussions. On the other hand, Blatchford and Hallet (2014) report that meetings can take place when the school is closed so staff are given time to participate in the planning and reflection of the services. They also add that an early closure of a nursery can be effective since it allows more staff to be involved allowing their input to be valued and will increase their commitment (Mistry and Sood, 2017). This is also similar to Nurseries located in Reggio Emilia where nurseries are closed to enable staff to discuss their services (Blatchford and Hallet 2014). Discussions enable staff to be more aware of what is required of them and if they are working within the shared values of the setting (Moyles, 2006). Discussions should include parents as well as staff so everyone is aware of the shared values of the setting. Bloom and Abel (2015) believes that communicating with parents and allowing them to be involved in their child’s learning creates a partnership between the school and parent. Involving parents in decision making reduces barriers and trust is created which can improve the use of services (Beaty 2010 as cited in Coleman et al. (2016). Van Voorhis et al. (2013) as cited in Bloom and Abel (2015) agree as they report that children perform better when parents are involved. However, Bolden (2007) as cited in Sibanda (2017) reveal that some leaders do not like to share their power and therefore will not allow others to contribute. Diasdado (2008) concludes that a democratic leadership style benefits settings as it leads to a more committed staff from motivation and involvement in the decision-making process (Conway, 1984 as cited in Diasdado, 2008). Pont et al. (2008) emphasises the positive influence leaders have towards the school environment as they motivate and empower teachers. Although leaders are not usually in class rooms, they still impact children’s learning and the environment by motivating and empowering staff which leads to a successful teaching climate. This links with The Institute of Medicine and National Research Council (2011) as they found that children who are in centres with high staff turnover are reported to have lower levels of language and social development. Furthermore, studies conducted By Ostroff (1992) found that staff morale is closely linked to the learning outcomes of children and can be a positive impact when staff morale is high (Dutta and Sahney, 2016).  The Welsh Government (2017) has developed the Individual Leadership Review to help individuals reflect on their leadership qualities. Leaders are able to use this to reflect on their services and recognise areas for improvement (Estyn 2015). Every school requires a leader to empower staff and motivate them to deliver the best service (Stein 2016). In order for leadership to be promoted, Abdul (2015) as cited in Nobile (2018) argues that the teaching work load needs to be made smaller. The Organisation for Economic Co-operation and Development agree and aims to deliver business managers for school to lessen the work load on leaders so they are able to prioritise school leadership (Dauncey, 2017). The Welsh Assembly as cited in Dauncey (2017) also recognise this and aims to Make leadership development a ‘prime driver of the Welsh education strategy’ since Estyn connects leadership with the standard of learning. Reflection improves the services a setting provides as Ang (2012) reveals a leader’s understanding of the foundation stage increased from reflecting and they now take more responsibility in the outcomes for children. Through reflecting and being able to have a voice in the meeting, I was able to recognise that the team was not doing enough to support and involve parents. Therefore, the meeting and module has proven to be useful as its demonstrated the importance of motivation, listening, working together and reflecting on services and performances. Through reflection, I have learnt that commitment comes from being valued and a good leader appreciates their staff and compliments them for their contribution. The supporting and valuing of ideas from the democratic leader is what motivates staff, and not pay (O’Sullivan, 2009).
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