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This portfolio will evaluate the importance of leadership in an Early Years setting. It will critically analyse three different leadership styles and the impact it has supporting Early Years staff in working effectively in a team. 
Leadership 
Leadership was traditionally seen as one person being in charge of a group of people, leading them in work on a daily basis. This could be from a head teacher to an owner of a company (Robertson and Timperley, 2011). Kydd, Anderson and Newton (2003) state that individuals who lead must take into consideration the values they hold as those values will be demonstrated through the work place setting. Bennett, Crawford and Cartwright (2003) discuss the importance of values when leading, furthermore stating that shared values between staff, children and parents can help navigate the setting towards a successful direction. These shared values and beliefs will support and provide the setting with a common understanding and way to interact and work together effectively. 
Blagg and Young (2001) state that a good leader is one who is able to communicate excellently with their colleagues. They are able to explain simple to complex information to others and ensure everyone has understood clearly. Not only do they believe the importance of communication is high however, Blagg and Young (2001) also discuss the importance of a leader to be able to communicate the truth to their colleagues, whether the truth be hard or easy. However, Baker (2014) focuses on other attributes of a good leader such as having values, providing motivation and having visions in which they are able to share with their colleagues. Baker (2014) states by having a shared vision allows leaders to gain different perspectives which can support them in fulfilling their vision. On the other hand, in order to gain perspectives from others, leaders must ensure they communicate their visions clearly in order to confirm the shared goal. Amanchukwu, Stanley and Ololube (2015) extend on what makes a good leader by researching and coming to the conclusion of leaders being able to understand the staff and delegate responsibilities and tasks efficiently, leaders must also ensure they can problem solve and guarantee staff are continually well informed. This is to ensure practitioners are working to their full potential and the development of respect and trust between the practitioners and leader is gained and maintained. Furthermore, this will ensure the setting to thrive as practitioners will consistently feel valued and motivated to do their best (Klann, 2007).These principles/ characteristics of a leader all boil down to high quality communication skills. To ensure staff are well informed and problems are being solved efficiently, leaders must be effective communicators. 
Many people wonder whether or not they are suited to be a leader, Schaefer (2015) discusses how a person must have certain characteristics to be a leader. Some of the characteristics Schaefer (2015) provides are of those being able to create a vision and guide a group of people to accomplish that vision. A person must be able to lead, set goals, and motivate themselves and others. This ensures they are an effective leader. However, is a person born to be a leader or can they build themselves to be a leader? Locke (2014) challenges whether a leader is made or whether they are born. If a leader is under stress then their performance will not be of high quality and the workplace setting will be affected, as Acas (2004) states. Therefore this suggests and gives employees the indication whether or not their leader is appropriate for the role. Barling, Kelloway and Frone (2005) expands on this stating how leaders can cause their employees work related stress due to being a passive leader. A passive leader is noted to take a step back and not get involved unless actions by the leaders are demanded, such as the Laissez-faire leadership style. furthermore, Rodd (2013) state that leadership is a role that consists of being people-orientated, if a person cannot work effectively with others and is unable to take action, communicate, inspire, understand or be responsible then are they suitable to lead? Lindon and Lindon (2011) argue overall that there is hope for every practitioner to become a leader, as the skills are learnable. Through good practice and experiences comes extra responsibility, which in turn allows the practitioners an opportunity of being a leader. Furthermore, it is up to the practitioner whether or not they want to be a leader and if they are willing to develop and enhance their leadership skills.  
Women have been dominating the childcare setting since the late 1970s, this is due to being free of responsibilities of childcare at home and a rise of women being paid to work in childcare (Farquhar et al., 2006). Furthermore, Mistry and Sood (2013) suggest woman have continued to dominate the childcare setting as men are not comfortable enough to work with young children in comparison to women. Mistry and Sood (2013) expand on this by explaining how schools continue to follow norms regarding gender. As Farquhar et al. (2006) state about Early Years setting being female dominated, that norm has stuck to current day where it is still female dominated and male practitioners are not a norm. Therefore men being seen as mistrustful working with young children. This in turn does not attract men to the childcare profession, as their choice of career would be questioned negatively (Mistry and Sood, 2013). However, Clark and Murray (2012) discuss how female and male practitioners provide emotional support to the children. Woman are known to be maternal, therefore being able to support a child emotionally. Male practitioners, on the other hand, are not known to be able to care for a child who is not their own (Clark and Murray, 2012). As male practitioners are a minority in childcare settings, it does not mean they are not able to lead and that there are no male leaders within the child care setting. Siraj-Blatchford and Hallet (2014) confer how male practitioners are commonly found working with older children rather than the younger ones, due to prejudice of being mistrustful. However if men do work in a childcare setting, then they are usually leaders. Siraj-Blatchford and Hallet (2014) extend on this stating how stereotypically men are noted as leaders whilst women support. Owen (2003) challenges gender stereotype in child care settings by stating the importance of men working with young children as they provide a good example for the young boys in the setting. There is a lot of stereotypes concerning the male gender working in childcare, they are either a leader or they are rarely seen working in a class supporting children. Siraj-Blatchford and Hallet (2014) challenges gender leadership roles stating leaders, must be able to lead with both feminine and masculine qualities, regardless of their gender. As they must be understanding and affective whilst also being rationale.
Many people working in different settings, such as an Early Years or a business setting can choose a variety of leadership styles. The leader of the setting will fall into one category of leadership styles or can fall into numerous, it all depends on the vision and values the setting and the leader holds (Mohiuddin, 2017). Kaye (2010) agrees with this statement as it states that a leadership style must be chosen in order to accomplish whichever goal is set for the setting and for the children. However, Harris (2002) state that it is important to ensure whichever leadership style is chosen or used is one that is effective and will allow the setting to be successful in terms of happier children, staff and educational outcomes. A leader must ensure they analyse the circumstances of their setting and choose a leadership style that will guide them in effectively supporting their team and children.
Autocratic 
A leadership style that is well known and used vastly around the world in different settings is the Autocratic approach. Although this style is used often, employees are not fond of it (Gill, 2014). Vugt et al. (2004) expands on this by stating an autocratic leader will do what is necessary and will not need the input of their employees as the leader themselves will state what they want done and by whom. Schoel et al. (2011) explains how the autocratic style can be beneficial as it allows leaders to make a decision, without input from others, and dictate what employees should do. However as Gill (2014) stated, employees dislike this style as it is not people- orientated. Schoel et al. (2014) agrees on this by saying how it lacks concern for employee’s personal development. Toor and Ogunlana (2009) argue that if a leader does not have good personal attributes then whichever leadership style they follow will have a negative outcome on their employees. However, if the leader treats their employees appropriately and ensures staff retention is of importance then whichever leadership style they choose has a high possibility of creating positive outcomes and being effective. 
Autocratic leadership style scenario 
An end of year staff meeting had been called for all fifteen teaching assistants working within a school setting. It consisted of the leader informing the practitioners of the new changes they were expected to adhere to in the following academic year. Various practitioners were notified of the different classrooms they were to work in, others were given additional responsibility for certain children needing closer supervision, and some were told of the responsibilities they had to pass on to others. As the staff did not have a say in these matters, they felt overwhelmed and unsettled of the big changes they were expected to adapt to. The leader closed the meeting without asking the practitioners how they felt about these changes.    
The communication skills in this scenario was partially effective as all staff were aware of their responsibilities and the changes to their timetables. However, their thoughts regarding the changes were not asked so communication from their side was ineffective as they felt unable to express their dissatisfaction of the changes. Rodd (no date) state that some practitioners are unaware of how important it is to have effective communication skills in the work environment in order to smoothly run their establishment. If the communication is not two way then it is not effective, leading to low staff morale, poor outcome results and dis-satisfaction amidst the practitioners. Hackman and Johnson (2013) argue that communication is always changing and it is never constant. As the staff did not have the chance to communicate their displeasure of the new changes in the meeting, they can always speak to the leader privately once they have absorbed the information given. Leonard, Graham and Bonacum (2004) expand on the importance of communication by stating how communication opens a door for practitioners to feel safe and be able to express what is on their mind. However if the leader is autocratic then the opinions and concerns of the practitioners will not be taken into great consideration as autocratic leaders focus on the goal and lead in an independent manner. They are not people-orientated (Gill, 2014). 
Rodd (no date) state that in order for a good quality service, a leader must undertake responsibility and training to prepare them for the role.  Early Years staff are not usually equipped to lead as they are trained specifically on care and education of the children. This may be the reason as to why some leaders lead in the autocratic style and not think about staff morale. However, as staff do not seem pleased in the scenario, Klassen and Chiu (2010) state that lack of self-efficiency from practitioners does not allow them to go further in personal achievement. By the leader telling people of their new responsibilities it gives those practitioners an opportunity to try something different and to promote their self-efficiency and realise they have a lot of potential in achieving higher development. This in turn will help reduce work related stress. Children will also be able to pick up on the confidence and positivity from the practitioners and that again can support children in having a better educational environment. O’Brennan, Bradshaw and Furlong (2014) expand on the classroom environment as it is stated that the social atmosphere in the classroom can affect the children’s development and the way they interact with other children and practitioners. If practitioners do not provide that good quality atmosphere in the classroom due to low job satisfaction caused by the leader then it will affect the learning and behaviour of the children in their class and the team of other practitioners they work with. 
Eagly and Johanneesen- Schmidt (2001) state that research shows the autocratic style being used more commonly by men as they are more authoritive. Furthermore by looking at Mistry and Sood (2013) research it is known that men do not often work in an early years setting. Therefore the autocratic style is not as common as other leadership styles such as democratic. On the other hand Eagly and Johnson (1990) state through research it is noticeable that woman prefer to be more democratic and men tend to be more autocratic, however it is not unlikely for women to take up the authoritarian role as a leader as they are more empathetic towards people. Overall the effectiveness of both their leadership styles links closely to the values of the Early Years setting, whether an autocratic leader is needed or not.  
Democratic/Participative leadership style  
Democratic leadership style is one known globally as it encourages strength, however the definition of a democratic leader has yet to be defined appropriately (Gastil, 1994). Choi (2007) expands on this by stating there were over 29 different democratic leadership definitions between the periods of 1938 to 1985. However Bhatti et al. (2012) defines the democratic leadership style through research on Lewin, Lippitt and White and state that the democratic leadership style is one where the leader makes a decision after hearing the contribution of other people in the workplace. This leadership style is more effective when a leader is looking to gain a high quality provision. Furthermore, Gill (2016) states that the democratic leadership style extends to participative leadership as it goes hand in hand, participative leadership consists of a leader listening too all of their staff regarding different matters and allowing others to have certain responsibilities and power within the setting. This could link to Choi (2007) research of having a good quality provision by following the democratic leadership style. However, Khan (2015) states that this leadership may be a challenge in creating good quality provisions if the setting is too big and there is not enough time to be able to listen to everyone’s opinions. This in turn can prove to lower staff morale as staff may feel their ideas are not important enough to listen to straight away.
Scenario of democratic leadership style 
There are three practitioners working in an additional learning needs unit along with the teacher. The teacher holds a small informal meeting with her staff to inform them of a condition of a new child, where support will be needed in personal care. Information is given to the practitioners concerning the situation and they are all asked, individually, if they are happy to undertake certain responsibilities regarding the child when needed. The staff agree and the teacher proceeds to ask her staff for any suggestions or advice on how to deal with the situation and help the child progress.  
This scenario shows the democratic leadership style in which the teacher has asked for the opinions and feeling of the practitioners working in her class. A distribution of power is also shown, as the practitioners are all given certain responsibilities to complete when needed. Hatcher (2005) states that distribution of power enables staff to be an active part in supporting the setting. Leaders must be trustworthy for the staff to share the power and work as a community of practitioners to ensure good quality care for children. Furthermore, Lindon and Lindon (2012) state that the distribution of power can enable, mainly female, practitioners to work together rather than in a competitive manner. This provides the practitioners an opportunity to feel valued as they were all included in the discussion with the teacher and were handed individual responsibilities that would enable them to work effectively in a team without any miscommunications. However, Bush (2011) states that the distribution of power, although can benefit an Early Years setting, it can also have some disadvantages such as practitioners not taking responsibility for the power that has been distributed to them. Bush (2011) talks about the importance of practitioners to think positively and be on board with changes and their responsibility, otherwise the lack of good quality work performance can affect the team in a negative manner. Although the distribution of power can enable practitioners to be more motivated and gain better outcomes for the setting, however as Harris (2004) argues some leaders struggle in sharing their power as they may feel like they are losing control of their classroom or setting. Therefore making practitioners feel undervalued.
Smith (2017) states how leaders who think about staff retention will gain good quality provisions, as staff are happy and have a common purpose, which allow them to work together and provide the good quality setting for children and themselves. By reading the scenario it is shown that the teacher was able to give the practitioners individual responsibilities, this shows the different skills the practitioners have to offer and how they are being valued and their skills being used. Moreover, this will ensure practitioners have a high self-esteem as Robertson and Timperley (2011:46) state that ‘people are motivated by what they are good at’ therefore, by noticing the skills of the practitioners and distributing power, can enable them to use their skills to achieve and this will allow the practitioners to be motivated and work effectively in their team. 
The scenario states how the practitioners were asked for their opinions and suggestions in way to support the child, this shows how the staff are valued and how the teacher recognises the importance of gaining creative suggestions from others in order to learn and plan effective and appropriate materials for the children (Mumford et al, 2002). Harris (2002) expands on this by arguing how important it is for practitioners to be able to have an active part in the setting, regarding giving input on big decisions, as this proves for children to have better outcomes. Thomas, Zolin and Hartman (2009) agree with the importance of gaining suggestions and ideas from others however, in order for practitioners to be able to communicate what they feel and think they must trust their leader. Furthermore, for this to happen the teacher must ensure the practitioners are aware of open communication between themselves. Although there are many positives in being a democratic leader and listening to others opinions and working effectively in a team through distributed power, there are also disadvantages that can affect the setting. Goleman (2000) states how the bases of being a democratic leader is to ensure everyone has a say, the process of listening and gaining the information from all the practitioners is a very long process. One that some leaders may not have time for due to their busy schedules. However, the scenario states of three practitioners working with the teacher, therefore the democratic leadership style can work to their advantage as there are only a few practitioners who can give their input without the process of it being too long. 
Aritzeta, Swailes and Senior (2010) researched the importance of having different people with different characteristics in a team, the research looked further into Belbin’s theory of team role model and it suggested an effective team is one where there are different personalities and practitioners with different critical thinking skills. Jarvis et al. (2016) agrees and expands on the importance of Belbin’s’ model by stating that all practitioners can bring something different and important to the team, however the leader must ensure they know and work with the individual skills of the practitioners to gain the best outcome. This will ensure the team is providing quality care to the children and that they are working effectively and confidently in a team where they are valued as they all bring something different yet important to the team. 
Laissez-faire leadership style
Chaudhry and Javed (2012) state Laissez-faire leadership style to be one where the leader does not take part in any decision making and allows their staff to make the choices instead. Similarly, Wong and Giessner (2018) also state the same and the research expands and concludes to an understanding of the Laissez-faire leadership style to be ineffective, so the authors believe. This is due to the passiveness Krasikova, Green and LeBreton (2013) believe as the leader submits and allows practitioners to make the choices to an extent. In addition, the leader would not prioritise the practitioner’s needs and would possibly shy away from that duty.  However, Gill (2016) regards the Laissez-faire leadership style differently. Stating that the style consists of a leader to build a strong team and then allow them to carry on whilst staying away and being more relaxed as long as the staff do their job correctly. 
Laissez-faire scenario
An Early Years setting runs under a leader who has undertaken the leadership style of Laissez-faire. The setting consists of a mixture of experienced and inexperienced staff. There are many different personalities and values within the setting, which therefore has caused a few practitioners to clash. As the practitioners can make their own decisions in planning, to an extent and have the freedom to do so, it has caused a division amongst certain staff. 
Skogstad et al. (2007) state that Laissez-faire leadership style can cause a team great amount of stress and frustration. The practitioners in the scenario may be stressed due to the situation they are facing, therefore not being able to work efficiently. Fairbrother and James (2003) state the loss of responsibilities and initiative people may face due to stress in the workplace. This in turn allows the setting to be vulnerable to poor quality provisions, as responsibilities may be lost this will continue the cycle of the team unable to work efficiently as they would be unhappy with the work performance of each other. Tatum (2003) mentions that Laissez-faire leaders would benefit from decision making that is not too broad and will not contain too much information, as they would be unable to solve them appropriately. Furthermore, this would affect the team if they continue to work inadequately together as the problems between them would not be solved appropriately due to the leaders chosen style of leadership. 
Leaders do not prioritise the development of their staff as mentioned by Wong and Giessner (2018); however, Southworth (1984) state that leaders may not put effort into staff development but there is a small consideration for it. On the other hand, as the effort is put very lightly into the development, inexperienced practitioners are left to approach the more experienced practitioners for guidance and support. Due to the practitioners in the setting being a mixture of experienced and inexperienced staff, some inexperienced practitioners may struggle to work due to the different ideas of the experienced staff. If practitioners are unaware of their responsibilities or overwhelmed by the different opinions and ideas, then they will eventually not do anything (Stonehouse, 2011). 
Tansey (2006) mentions the importance of leaders ensuring their team of practitioners are working effectively together as an effective team can enable practitioners to build children’s development and provide positive experiences for them. As the practitioners have caused a division between themselves that will affect the children’s development as the division will affect the atmosphere and the effectiveness of the daily routine. Robert (2005) similarly mentions the same as Tansey (2006) as a positive setting will uplift and enhance staff development and create positive outcomes in the children. In order to achieve this, leaders must ensure everyone understands the values of the setting and the shared beliefs as it will support and decrease staff conflict (Leithwood and Riehl, 2003). As stated above Blagg and Young (2001) mention the importance in leaders communicating with staff and the positive outcomes it has, such as working effectively. In a Laissez-faire, setting a leader will not regularly be involved in the planning. However, if the leader checks on the staff to ensure they are doing well and they are happy, it will help avoid staff conflict and allow the staff to get along and focus on the values of the setting, rather than their own personal values (Tansey, 2006). 
Due to the mixture of experiences with staff, leaders should ensure the staff they recruit are highly professional and experienced if the Laissez-faire leadership style is used. This will ensure staff are able to complete tasks smoothly and leaders will know that their staff are knowledgeable and skilled enough to handle the care of the children to a high standard (Sheridan, 2009). Staff should also be aware of the values so they would not clash with other practitioners as all their goals will the same, which therefore will make it easier for them to work together to provide a high quality provision (Bennett, Crawford and Cartwright, 2003). 
Conclusion 
In conclusion, there are many different leadership styles to choose from, however as Mohiuddin (2017) states it depends all on the leader whether they choose to follow one leadership style or two. Children, the environment and the setting would all have an influence on the type of leadership style a leader may choose; furthermore, a leader must evaluate and understand what would work best in order for their practitioners to work effectively to attain the settings goal (Bennett, Crawford and Cartwright, 2003). The Autocratic, Democratic and Laissez-faire leadership styles are all very different from each other; however, they can all work effectively when managing a team if they are used in an appropriate situation (Kaye, 2010). Moreover, if a leader cannot analyse the situation of the setting and choose the least effective leadership style, then that can cause great damage to their team as it would cause conflict, stress and low staff morale. This in turn will affect the setting as the team of practitioners have great part in supporting the management of a setting (Smith, 2017). 
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