Module: EAEC6009		Student number: 0701542
Introduction
Within this portfolio, a definition of leadership will be explained, taking into account the differences between leadership in general, compared to leadership within the early years. Three leadership styles have been chosen, which are democratic, autocratic and transformational leadership, which will be explained, critiqued and analysed in depth, with an example included for each leadership style.
‘Effective leadership is widely accepted as being a key constituent in achieving organizational improvement.’ (OfSTED, 2000, cited in Muijs et al, 2004: 1).
Silva (2016) defines leadership as acceptance being given for an individual to become the leader, in order to accomplish set out goals and achievements. However, Lawn (2013) expands on this and adds that there is a difference between management and leadership, stating that management is having an individual that instructs the workforce to perform duties that they may not want to undertake. Whereas leadership is a quality which focusses on boosting moral, productivity and enthusiasm within the workforce, resulting in a successful and high-quality setting.
According to O’Sullivan (2009), the leader within an early years setting must have the knowledge and effectiveness to succeed, to have a positive impact on the setting. However, she also explains that inexperienced leaders within early years settings have the inability to develop their staff, boost team moral and encourage partnerships, resulting in having an ineffective work setting. O’Sullivan stated that those who work within the early years sector appear to have a passion to create a positive and effective atmosphere and environment for the children, therefore, transforming the setting to a high quality and exceptional workplace. Muijs et al. (2004) synthesised with O’Sullivan and explained that parent partnership within the early years is also an important factor within leadership. Following on from a study by Rodd (1997), Muijs et al identified that within the leadership roles, there was a low percentage of 22% for contact with parents and professionals, and explained that the leader must ensure a focus on the whole of the family rather than only the child, to lead an effective environment. This could be due to poverty or a family break down that could have an effect on the child overall. 
According to Siraj-Blatchford and Manni (2007), within the childcare workforce, the majority are female. They state that The Daycare Trust reports that 97.5% are female within childcare settings. Shakeshaft (1989), cited in Siraj-Blatchford and Manni (2007) undertook a study which focussed on female leadership, and found that women tended to have a focus on relationships with others, teaching and learning, and communicated and motivated more. Shakeshaft’s study suggests that democratic leadership tends to be a woman’s choice of style, which includes encouraging participation and inclusiveness. However, Hopkins and O’Neil (2015) argued that women, in general, have difficulty gaining a leadership role due to gender bias. It was pointed out that within the workforce there is a ‘think manager, think male’ mindset and male leadership behaviours, such as competitiveness and assertiveness, remain the norm within settings. Liu et al. (2015), cited in Hopkins and O’Neil (2015), stated that a stereotypical mindset is a common problem within settings, with males seen to be decisive, autonomous, strong and active, whereas females are thought of as being nurturing, considerate, outgoing and collective. Lyness & Heilman (2006), cited in Patel and Buiting (2013) also agree with this gender bias factor, and state that women have to work harder in order to be considered for a leadership role, due to the perception that women do not have the same powerful impact as a male leader. 
[bookmark: _Hlk505333673]Democratic leadership
According to Gastil (1994), cited in Cuadrado et al. (2012: 3085), ‘democratic leadership is participative, consultative, and involves the group, and the leader allows and encourages group members’ participation in the decisions’. Gill (2016) defines democratic leadership as a leader and the workforce collaborating together in a respectful way, highlighting that participation is what produces a successful democratic leadership. By leading a democratic leadership style, it gives empowerment and decision-making opportunities to the members of staff. Amanchukwu et al. (2015) added that although the democratic leader would make the final decision in most cases, the team as a whole, would be involved in the process of the decision making. They follow on from this by suggesting that the workforce seem to be highly engaged and have satisfaction from their jobs due to being involved in decisions. 
According to Choi (2007), the characteristics of a democratic leader are described as a friendly and helpful individual, who focusses on shared decision making and encourages involvement and participation from staff, ensuring equal opportunities for all, as well as an ethical environment. Ray and Ray (2012) synthesised with this definition of characteristics, and also stated that a democratic leader has a wealth of knowledge, they are motivating and influential, as well as respecting and exceptional at listening to their team members. 
Cuadrado et al. (2012) identified the different leadership styles according to gender and found that women were more suited to democratic leadership than men, due to women having a more emotional and understanding relationship with others. Whereas men have a more autocratic leadership style due to being more dominant and competitive. However, Rothengatter (2010) argued that the characteristics of women were proved to include anxiety, openness to feelings and tender mindedness, which can show weaknesses within the leadership role. 
There are many advantages to using a democratic leadership style. Manhattan College (No date) state that by having a democratic leadership style, team members have a feeling of being valued and respected, as a result of shared and collaborative decision making. Staff also have a boost of confidence and creativity to produce ideas by reassurance that ideas brought forward are respected and not thought of as being bad ideas. Khan et al. (2015) synthesises with this statement and also explains that democratic leadership provides everyone within the setting with equal rights and freedom of opinion and expression. By every team member having their ideas heard, gives the leader varied ideas and concepts, so a variety of issues or factors can be considered for the final decision to be made. According to Agirre et al. (2015), democratic leadership within a setting provides a greater overall performance, effectiveness and innovation, because of employees participating in important decision making and by having a feeling of self-worth from this. It is also added that members of the team have an increased dedication and loyalty to the setting, whilst under a democratic structure, leading to limited staff turnover.
However, Beerbohm (2015) argued that democratic leadership can be complicated and muddled, due to a wide range of ideas and suggestions being proposed and having to decide on a final outcome, taking into account all of the members input. Lockwood (2017) synthesises with Beerbohm and also argued that democratic styles are time consuming, as a decision has to be made from having meetings with the team for their input, whereas, an autocratic style would only require the leader to make the decision, which would have a decreased amount of time taken to accomplish this. Therefore, a delay in decision making would be imminent for those adopting the democratic leadership style. Ray and Ray (2012) claimed that another democratic style drawback was that team members may lack knowledge in certain aspects of their work, which would influence the final outcome, as well as wasting more time within meetings due to being unknowledgeable within the focus area. The same was said for the democratic leader, which was explained by stating that if the leader was inexperienced or did not have the correct level of knowledge within the field, this would have a negative impact on the setting.
Gill (2016) explains that democratic leadership promotes excellent team work within the setting. This is because of the leader having characteristics which are seen to be of a caring and ethical nature, which in turn, compliments the work environment and the overall running of the setting. Hodder Education (2013) agrees with Gill and gives their view from an early years perspective, stating that due to the early years workforce being largely female workers, the democratic leadership style is most suited within early years settings, which in turn has a positive effect on co-workers, as well as the children. Team work is highly effective within a democratic style, and Hodder Education explained that due to this leadership style being of a caring and emotional role, this is suited to working with young children, as the children feel more comfortable and relaxed with these types of characteristics. 
An example of a successful democratic leadership has been explained by Gill (2016). Gill explained that Steve Jobs, the owner of Apple, ran a successful business from 1976 to 1985, however, by the 1990’s, Apple almost became a failed business. This was due to Steve Jobs applying the autocratic leadership style within his work. After a ten year break from the company, Steve Jobs returned with a new democratic leadership style approach and employed several other experienced leaders to make key decisions and put his trust within them to do this. By having a change in leadership style, Steve Jobs had managed to make Apple survive and carry on to be a very successful company.
Autocratic leadership
Gill (2014) defined autocratic leadership as the leader being the one that makes all of the decisions, which is a common leadership style within work environments, although it is an unpopular style. According to De Hoogh et al. (2015), autocratic leadership is a hierarchy in which there is one dominant leader at the top, who has the power to direct all members of the team. Van De Vliert (2006) agreed with both definitions of autocratic leadership, however, added that the leader has a more self-centred approach and closely supervises the team members working practice. 
According to Cherry (No date), the characteristics of an autocratic leader are defined as having no input from team members with the leader making all of the decisions, there is little trust within team members and the leader dictates to the team what needs to be accomplished. Khan et al. (2015) synthesises with Cherry and also states that an autocratic leader uses punishment and intimidation to influence members of the team, leaders are informative to new staff so they have the knowledge to accomplish their daily tasks efficiently and due to high volume of targets to complete daily, the autocratic leader has excellent time management and organisational skills. According to Bass (2009), cited in Lopez and Ensari (2014), this type of leader is close-minded, powerful, controlling and intimidating. 
Eagly et al. (1992), cited in Lopez and Ensari (2014), stated that according to the Social Role Theory, autocratic leadership is most suited to male leaders, due to the role being achievement centred and rather aggressive at times, whereas women are more suited to a caring and sensitive role, such as a democratic leadership style. However, the subject of gender bias has been focussed on again here, stating that women are a certain stereotype which is not suited to leadership. With regards to leadership with the early years sector, Murray and McDowell Clarke (2013) argue that an early years setting should have a broader input of participation from the team, suggesting that an autocratic leadership style is not suitable within this line of work. They state that due to the passionate care that early years practitioners have toward children, a participative and ethical leadership style, such as democratic, would be most suitable for workers within the early years sector, due to the massive potential of job satisfaction and opportunities to discuss ideas and be part of decision making. 
Gill (2014) stated that there are many advantages of autocratic leadership, such as time efficiency due to the one leader making all the decisions, whereas a democratic leader would need to meet with other team members to discuss their ideas and decisions. Autocratic leadership also ensures an excellent organisational team, with a strong leadership role.  However, Ghuman and Aswathappa (2010) argue that due to the one leader making all of the decisions, creative ideas and thoughts from other fellow team members are not benefitting the setting, as the leader does not accept ideas from the team. Khan et al. (2015) explains that all staff within the team know exactly what they must do within the day, which gives a sense of security, due to targets being met. Manhattan College (No date) adds that an autocratic leadership style also gives peace of mind to those who are unsure of expectations that need to be met, as the leader sets out clear goals for each member. However, Ghuman and Aswathappa (2010) disagree with this and argues that autocratic leadership is disliked by many, due to poor team morale and motivation, which in turn results in the failure of hitting targets and also a feeling of non-motivation within the whole team. Lopez and Ensari (2014) agree with this and state that autocratic leadership has a negative impact on employee outcomes, due to a lack in job satisfaction, and leaders also have a lack of emotional responses to members of the team and are only focussed on the success of hitting targets on time. 
An example of an autocratic leader was explained by Gill (2014), who stated that Henry Ford, the founder of the car manufacturer Ford, used an autocratic leadership style which resulted in the success of the Ford business. Henry Ford created a significant amount of jobs, as well as raising the wage for workers. Ford’s managerial style was strict, however, Ford became very successful from this style of leadership.  
Transformational leadership
Transformational leadership has been defined by Spahr (2015) as an inspirational and autonomous style, which gives inspiration to achieve exceptional results. Spahr has called transformational leaders ‘quiet leaders’, as they are the ones who lead by example. This type of leadership is used to change the system within the setting, so that workers can improve on results and make an overall positive and successful setting. According to Kendrick (2011: 14), transformational leadership 
causes a change in individuals and social systems…to create valuable and positive change in “followers” with a potential result that these followers become the leaders. Expertly crafted and practiced, transformational leadership focuses on the followers, motivates them to achieve a higher performance level and helps develop the leader within each individual.
According to Piccolo and Colquitt (2006), the characteristics of a transformational leader are that they are inspirational, they provide intellectual stimulation, provide constructive feedback to workers and encouraging. St. Mary’s University of Minnesota (No date) also add that transformational leader characteristics include strong leadership qualities, they have good risk management, great collaboration between workers, creative and a focus on targets and goals.
According to Smith (2015), some advantages of transformational leadership are that it results in job satisfaction for workers, the team are committed to their work due to the positivity and encouragement of the leader, which also positively effects the performance within the setting, and therefore, the success of the business is very likely. Suresh and Rajini (2013) synthesise with this statement and add that the transformational leader connects with all workers to gain an increase in staff morale and motivation. They go on to explain that transformational leaders should follow ‘The Four I’s’, which are Idealised Influence, Inspirational Motivation, Intellectual Stimulation and Individual Consideration. By following all four factors, will ensure a successful and motivated workforce. However, Spahr (2015) argues that transformational leadership can only be set up of there is an existing working structure to amend. Lee (2014) synthesises with Spahr, and explains that this style is time consuming due to having to invest time into staff to gain trust in building a vision. Lee also mentions that another disadvantage of transformational leadership is that there is a possibility of abuse, due to the powerfulness of the leader, and the authority the leader has over the staff. 
An example of a transformational leader is explained by Spahr (2015). Spahr states that William Edwards Deming was a transformational leader, who consulted for the US Government. After the World War 2 had ended, Deming was sent to Japan to study. Whilst in Japan, he wanted to get Japan to become a world industrial power within five years, however, this was done within four years. This shows that this method of leadership is very effective and worthwhile. 



Conclusion 
[bookmark: _GoBack]To conclude, there are a wide range of leadership styles that a setting can adopt, however, for the purpose of an early years setting, from the three styles chosen, a democratic leadership would be most beneficial within the early years. Several authors have explained that most early years practitioners are female, as well as suggesting that a democratic style would be most suited, for both workers and for the children and parents of the settings. 
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