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Leadership and Teamwork in the Early Years
Reflective Paper

In this reflective paper I will be analysing my group’s performance, focusing on the importance and impact of leadership styles on a team in an Early Years setting. I will be discussing how a leadership style contributes to the quality of 	an Early Years setting as well as the retention of a quality Early Years team. I will be focussing on one leadership style in order to demonstrate a deep understanding and offer a critical analysis of the philosophy of effective leadership and team working in the Early Years.

A leader in an Early Years setting can be a variety of people. It can be a head teacher or deputy head, a teacher or a room leader. To be an effective leader in an Early Years setting, that person should have the ability to inspire the rest of the team. Fielder’s Contingency Theory (1971) is a theory that states that effective leadership depends not only on the style of leading but on the control of the situation. There needs to be a good leader, tasks with clear goals and procedures, and the ability for the leader to give rewards and punishments. Lacking these three in the right combination and context will result in leadership failure. Fielder created the least preferred co – worker scale, where a leader is asked what traits can be ascribed to the co – worker that the leaser likes the least (Fielder 1971). 

As stated by Weber (1947) in keeping with leadership traditions from the past, a leadership style is based upon a belief that power is given to a leader, along with the charismatic leadership and bureaucratic leadership styles.

Handy (2006) believes in the four stages of working as a team. The first stage is forming, which is coming together and talking about ideas. The second is storming, where one person will decide to take charge of the team which may cause other team members to become frustrated. The third stage is norming where the team try hard to work together effectively. The fourth and final stage is performing, this is where the team realise their differences but continue being able to work together and not to let their feeling effect how they work together. Tuckman and Harper (2012) agrees with Handy (2006) but he adds a fifth stage called the adjourning or mourning stage. This is when the team has finished their task or challenge. Team members who like routine and stability or have developed relationships with other members of the group may find this stage difficult as it is the end and they may never have the opportunity to work together again. From Handy (2006) suggests, staff may struggle adjusting to new staff members once forming bonds with previous members.  

According to Rodd (2006) it is the leader’s responsibility to get to know their team and find out what inspires them to work hard. Communication is another attribute that an Early Years leader should have. They should have the ability to talk and listen to one another (Seashore, 2009). Leaders should set an example for the rest of the team, they should share their vision and act upon it. The rest of the team will follow their example and the leader will gain respect and trust from the team (Muijs et al., 2004). 

According to Siraj – Blatchford and Manni (2007) a leader should not take all responsibility for everything, an effective leader should be able to delegate tasks to other members of staff. A leader should be knowledgeable and confident. The leader should empower themselves any way they can. This can be reading up on company policies and procedures and complete courses and extra research. The team will turn to the leader during difficult times and it is the leader’s responsibility to show good practice and make the right decisions (Ensley, et al. 2006). Ensley et al. (2006) also believe that a leader should be confident with their vision and decisions. There is a fine line between arrogance and confident, the rest of the time will not be inspired and motivated if their leader is arrogant. The rest of the team need to know that the leader is doing the best job they can and the team will appreciate that (Browne – Ferrigno et al. 2004). 

Path Goal Theory model is a theory based on specifying a leader’s style or behaviour that best fits the employee and work environment in order to achieve a goal. The goal is to increase motivation, empowerment and satisfaction so members of staff become productive in the setting. The Path Goal Theory is based on Vroom’s (1964) expectancy theory. This is where the leader will act in a specific way which is based on an expectation which an act will be followed by and a suitable outcome will be achieved best suited for the leader (House, 1971).

House and Mitchell (1974) defined four types of leadership styles. These are directive, supportive, participative, and achievement. A directive leader will inform the rest of the team on what is expected of them, such as delegating tasks, scheduling and coordinating work. A supportive leader makes work pleasant for their co-workers by being friendly and approachable. A participative leader will talk to the team before making any decision, this will show that the leader is interested in what their team have to say. Finally, the achievement leader sets targets and challenges for their team. The team will be expected to perform at a high level and to show confidence is their ability to achieve these targets. Within an Early Years setting, a leader could have any one of these leadership style or behaviour (Northhouse, 2013).

Moyles (2006) also agrees with House and Mitchell (1974) by believing in four aspects of being a leader. The first is personal characteristics, this means an individual is either a natural leader or a follower. They will have the ability to encourage and inspire a team to work hard. The next aspects is leadership qualities such as confidence, commitment and passion for their role. The third aspect is management skills. This point includes problem solving, decision making, delegating responsibilities, planning, meeting management and communication with the rest of their team.

An effective leader should have the ability to promote values and principles in the workplace. They should have an understanding of legislative framework and respect for equality related issues such as pay, rights, additional needs, culture and discrimination (O’Connor, 2010). 

There are a range of leadership styles and many can be used within an Early Years setting. However in this reflective paper I will be focussing on a transformational leadership style. According to Rodd (2013) a good leader is someone who makes everyone feel appreciated and that their contribution to the team matters. 

One important quality that a leader should have is the ability to reflect on practice. It is important for a leader to be able to promote own reflective skills and to promote reflective practice within a team. A leader should be able to critically appraise their own strengths and the team’s strengths also. Leaders should be able to promote decision making (Coughlin and Baird, 2013 and Heikka and Waniganayake 2011).

According to McLaren (2015) as part of a Pedagogical approach to a leadership style, it is the leader’s responsibility to understand the children in their setting and understanding the role of the adult as a facilitator for their learning and development. A leader should also be developing and promoting effective provision within their setting and to develop their team’s skills and knowledge and provide an effective learning environment for the children and staff (Rodd, 2013 and Choi Wa Ho, 2010).

Graen and Uhl – Bien (1995) believe transactional leadership is also known as managerial leadership, this style of leadership involves the leader relying heavily on rewards and punishments to achieve a goal. Transactional leadership is based on the transaction of their team’s quality of work. The leader will reward workers if their work is of high standard and punish the workers who do not perform to the same standard.  A transactional leadership style consists of two key areas which is task and maintenance skills (McCleskey, 2004). 

Rodd (2013) agrees with the distributed leadership style states, good leaders build teams by making everyone feel that their contribution matters. Aubrey (2010) believes effective team building comes down to the following points: commitment, communication, collaboration, cooperation, adaptability flexibility and diversity of capacities. Belbin (1993) believes that when a team works well together it is because they all have their own clear responsibilities. Every role that is needed to perform the task is being performed of a high standard. Belbin believes the best teams include nine people and the following factors: resources, team worker, shaper, completer/finisher, coordinator, monitor evaluator, planter, specialists and implementer. Each team member will be assigned one of the nine areas, this is why Belbin believes the perfect amount of people in a team is nine so they each know their own clear responsibilities.

Team meetings can be unwelcomed by practitioners after a long day in an Early Years setting however, regular meetings have a positive impact on practice. Team meetings are statutory and are viewed during inspections. The agenda in a team meeting is seen prior to the meeting so staff are able to think of ideas and points they want to discuss beforehand. There must also be a brief written and minutes which should include action points, delegations and decisions and the person who is responsible for reacting these targets/deadlines (Stacey, 2009 and Brambring et al. 1996). 

Effective team meetings produce effective results. Effective team meetings will include planning, distribution of agenda before meeting, practical meeting time and location so it is accessible for all members of staff, make sure the meeting is necessary and to create a follow up plan to the meeting (Elfer et al. 2012). 

In this next section, I will be reflecting on our group performance. For the performance, we were instructed to conduct a staff meeting and discuss topics we thought would be discussed in a real staff meeting that would take place in an Early Years setting. As a group we decided that the Early Years setting we would be in is a primary school, concentrating our roles in the Foundation Phase year groups.  We discussed suitable roles for each person in the group, we decided on one person being the Deputy Head Teacher of the school, who would also chair the meeting. Our other two group member’s roles were the class 1 teacher and the class 2 teacher. 

The first item on the agenda was staff turnover. According to ESTYN (2015) staff turnover has a detrimental impact on the quality of provision and The National Childcare Accreditation Council (1993) state that it is necessary for carers and staff to be able to work with others as a team for childcare and education environments to operate effectively. According to ESTYN (2015) the quality of provision is affected if the staff turnover process isn’t seamless.  I believe we were able to discuss relevant points about this topic and as a team we thought of suitable outcomes.

The second point we discussed was reducing teaching staff workload. According to Education Workforce Council (2016), ESTYN (2015) and Undeb Cenedlaethol Athrawon Cymru (2017) a method of reducing the workload whilst also having a positive impact on our pupils education and development would be to have high quality resources and schemes of work in place and ensure that they are easily accessible. We agreed on starting a new making scheme to be implemented across the whole school, including the foundation phase. This new marking scheme would tell the practitioner the things to include when marking a child’s work. If the same marking policy is used across the whole school, the setting will have a consistently high standard of marking (ESTYN, 2015). The Welsh Government (2017) believe having the same marking policy set all across the Early Years will promote a consistent standard of marking. If the whole school uses the same marking scheme we will have a high standard of marking throughout the setting. 

The third, fifth and sixth points we spoke about the wellbeing of three children in our setting. We discussed suitable strategies that the school can help the children cope with their learning and diagnosing any needs they may have. Under the Children Act (1989) practitioners all have a duty of care to take appropriate action and must work in collaboration with the children’s family to ensure their needs are met. This will protect their rights under Articles 6, 12 and 18 of the United Nations Convention on the Rights of the Child (UNCRC) (1992). We discussed appropriate early intervention strategies, such as the ‘you can’ area and referrals as we thought in a particular situation it was necessary. According to the United Nations Convention on the Right of the Child (1992) every child has the right to an education and the Welsh Government reinforces this point by adding it is against the law for a school to treat disabled students unfavourably. According to ESTYN’s Policy and Procedures for Safeguarding Policy (2016) staff should understand the effects that abuse and neglect have on a child

The fourth point we discussed was the lack of outdoor learning in our setting. To meet statutory requirements and ensure children’s rights are being met, such as, Article 6 and 24 of the UNCRC (1992) I suggest we meet regularly to plan high quality outdoor learning experiences that will meet the statutory requirements of the Welsh Government’s Play Policy (2002). As a team we discussed ways to improve the outdoor areas in the setting. I suggested having several ‘Ground Force’ evenings, where staff and parents of children in the setting can work collaboratively to achieve our shared goal of improving the quality of provision if we work together, everyone with a range of skills working effectively as a team. The Foundation Phase: Outdoor Learning Handbook (2009) suggests several ways and methods that Early Years settings can promote outdoor learning for young children. 

[bookmark: _GoBack]On reflection, I believe that our group worked well together at portraying a staff meeting in an Early Years setting. We discussed appropriate topics and thought od suitable outcomes for all the issues on the agenda. For the next presentation I deliver, individual or group presentation, I would like to include more verbal references in my work to help improve my mark. 
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