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Leadership and management coincide with each other. There are numerous articles and lots of definitions and explanations. The ability to lead or guide and direct an organisation. Management is the method of dealing with or governing things. Bennis (1989) stated that a manager does things right while the leader does the right thing. A good leader should monitor, support and develop their staff members, ensuring that they are aware and understand their roles and responsibilities. Delegation should be appropriate, while also monitoring and reviewing performance. Staff appraisals performed as necessary and appropriate action plans developed.
Jago (1982) believed that good leaders developed through education, training, self-study and experience. Similarily, Sharma et al (2013) agreed and described a leader as somebody who is prepared to set an example by the willingness to do any job that you’d expect your employee to do, which then demonstrates two-way communication. Leaders have a good understanding of human nature, the needs and emotions of their staff and what motivates them. When your staff trust in you they will follow you.
While researching models of leadership and management, many articles seemed to lean towards males being in leadership roles but, early years workforces are almost exclusively female.  Daycare trust details that 97.5% of childcare organisations are female, but predominantly research and literature in the broader environment of education has been built upon male approaches and mens experiences. Cubillo (1999) argues that the ‘models on which the characteristics of effective leaders are based are therefore stereotypically androcentric, often associated with ‘masculine’ attributes and behaviours such as competitiveness, dynamism, power and aggressivity’. Belenkley (1986) agreed, stating that, ‘until recently women have played only a minor role as theorists in the social sciences. The studies are almost universally ignored when scientists draw conclusions from their findings and generalise what they have learned from men. If and when scientists turn to the study of women, they typically look for ways in which women conform or diverge from patterns found in the study of men’.
There are many leadership theories. Kurt Lewin established his framework in the 1930’s and it underpinned many of the methods that followed later. He claimed that there are three main styles of leadership. Autocratic Leaders make all decisions without discussion with their team, it can be helpful when a quick decision needs to be made, but can be detrimental to working relationships and often leads to a high staff turnover and many absences from colleagues within the workplace. Democratic Leaders make the final decisions, bit the team members are consulted and involved in the process of the decision. This process motivates people who then have high self-esteem and job satisfaction. This style isn’t always the best style to use when a fast decision needs to be made. Laissez-faire leaders allow their team members freedom in how they complete their work and how they delegate time for their deadlines. Support is provided with resources if needed but they otherwise don’t get involved. This method again has high job satisfaction but destructive if team members don’t have the skills or the knowledge or self-motivation to do their work efficiently which has an impact on the other members of the team who feel that some people aren’t pulling their weight. 
In 1964 the Blake-Moulton Managerial Grid was published. This method is people based, the concerns a leader has for its workforce and the concern a leader has for the tasks involved. By focussing on the workforce you would be developing, supporting and organizing the members of your team. This demonstrates creativity and encourages good working relationships within the team. Task-orientated leadership concentrates on the tasks involved, getting them done, planning, organizing putting procedures in place and monitoring them. 
Similarily, the Path-Goal theory (1971) also is people orientated, thinking about what your employers want and need. A person with low ability will need to be shown what to do, but a person with high capability can follow instructions and have the capability to be told what to do. ‘With Path-Goal theory, you can identify the best leadership approach to use, based on your people’s needs, the task that they’re doing, end the environment that they’re working in’.
During our staff meeting we all had roles to play e.g headmistress, reception teacher, year one teacher, supply teacher and a teaching assistant. Each of us with a topic to discuss within the meeting in relation to our role and post. The headmistress chaired the meeting and I would definitely say that she was using the autocratic style. She was very abrupt, almost barked out orders. Whilst opening the meeting individually foe each member, she would often interrupt, make negative comments and completely ignore suggestions that were made to her. This meeting made me feel very uncomfortable and worthless. If this was a real life scenario then my personal wellbeing and undoubtedly the wellbeing of my colleagues would be at an all- time low! I would imagine there would be many people absent from work and with very little motivation and fulfilled job satisfaction which agrees with Lewin (1930). It was a very exasperating experience and one that could potentially cause a lot of conflict within the workplace. There wasn’t any evidence of partnership working and certainly no effective communication. People’s opinions were quashed and brushed aside or completely shut down before they began to offer any suggestions. There was no respect shown by the headmistress towards her team.
Effective partnership working between colleagues is an integral part of daily life. Effective  partnership working includes many features such as, empathy, trust, communication, respect for the skills and contribution of colleagues, effective listening skills, and honesty. These are all attributes of a good leader. Partnership working is important in improving the outcomes for individual’s accessing services. By working closely with colleagues we are able to share, utilise and maximise everyone’s expertise in order to achieve the planned objectives. Each person in the work environment has their own areas of expertise, knowledge and responsibilities. By communicating with everyone involved and sharing responsibilities, it avoids duplication of tasks and services, ensuring the best possible service and outcomes are achieved. It is important to have good communication with colleagues and for myself as a Leader within my working environment to have good communication skills. Multi-disciplinary and multi-organisational working allows for a holistic approach to problems. With good communication channels and relationships with people from different organisations and disciplines, the team is larger and therefore more resources are available to call upon and use, which benefits its objectives, to provide the best possible care for the service user. This will also enable the delivery of a flexible service centred on the individuals needs. 
All managers will at some time, have to deal with conflict. Initially, you must communicate to gain a clear understanding of what is actually causing the conflict. Conflicts may have many different causes, for example, colleagues may have different work methods, with the same goals but different approaches, to achieving them. A clash of personalities, stress and differing views can often all be sources of conflict. Conflict is not necessary a bad thing providing that is dealt with constructively. When dealing with a group of people conflict and dilemmas are inevitable. If a conflict is dealt with successfully, not only will the problem be resolved but an increased understanding of each other and a situation may follow. Communication is a vital tool in dealing with conflict.
 In order to deal with conflict the following steps can help identifying the issue, proposing several possible solutions, evaluating the alternatives, determining the best solution, implementing the solution and continuing to evaluate the situation. Strategies to minimise conflicts should be embraced, such as respect for others, communicating your expectations, encouraging team work and empowering people.
A good way to resolve conflicts and dilemmas is to follow some rules. It is based on both parties working together to find a mutually acceptable solution. This is however based on the assumption that there is sufficient common ground to make it worthwhile. You should make sure that good relationships are your first priority, identify any issues, be open and honest, keep people and problems separate, pay attention to the interests that are being presented by listening, listen effectively first and talk second, using a non-judgemental approach and explore all options together. It is important that conflicts are solved effectively by using the most appropriate style for the situation to ensure that the team continues to work effectively and hopefully some lessons and development can come from the situation. A good way of preventing conflicts from erupting is by creating an atmosphere in which collaboration is valued and interpersonal differences are accepted but are not allowed to jeopardise co-operation.
My role and responsibilities as a leader at a Cylch Meithrin while working with colleagues is to:-
· Monitor, support and develop staff members under my care and ensure they are aware and understand their roles and responsibilities.
· Delegate as appropriate, but monitor and review performance.
· Be a good role model and expect high standards from staff in return.
· Be responsible for arranging team meetings to facilitate the planning and preparation of activities and setting development as required and ensure appropriate delegation of tasks if necessary and monitor accordingly.
· Liaise with my appointed manager on all aspects of my role and involve parents, schools and other agencies as appropriate, ensuring their agreement.
· Ensure communication is maintained between all parties and agreement of setting changes with senior management team.
· Perform staff appraisals as necessary and develop appropriate action plans.
· Keep management updated with any issues or concerns appropriately and in writing.
The National Minimum Standards for Regulated Childcare and the Day Care Regulations 2010 have a whole section on Leadership and Management. They ask the questions:-
· How effective is leadership?
· How effective is self-evaluation and planning for improvement?
· How effective is the management of practitioners, staff and other resources?
· How effective are partnerships?
As a leader at my setting we have a statement of purpose which provides a picture of the service and is clear about what parents can expect when they register their children and what the service has to offer. All policies are amended as needed and regularly reviewed in line with the expectations of the national minimum standards. We have a training matrix to provide evidence that all staff undertake regular training and updated as required. Effective leadership ensures that systems and procedures work to provide a beneficial service to the children and that their needs are all met. There should be effective systems in place to support self-evaluation and improvement. Staff share their views in staff meetings. Staff are deployed effectively and are clear about their responsibilities. Positive partnerships enhance the quality of service provision to children.
Effective leadership and management entails following policies, procedures and guidelines and adhering to specific acts. Organisations can sometimes discriminate unwittingly through policies and procedures that lead to disadvantages for certain groups. This is known as institutional discrimination and can occur when attitudes such as “we’ve always done it this way” are commonplace. To eliminate institutional discrimination, all public authorities have a responsibility to look at their services, policies and procedures regularly to identify and remove any potential discrimination. This process is known as Equality Impact Assessment and is a legal requirement. The result of doing an Equality Impact Assessment should be to identify where we can improve our services or employment practices to meet the needs of individuals or groups.
 It is now widely accepted that service users should be able to make informed choices about the services they receive. Informed choice means that service users are empowered to consider a range of options, that they own decisions, and share a responsibility for the outcomes. My role is to give unbiased adequate and accurate information regarding options available, which related to the children pursuing realistic objectives and enabling them to make an informed decision based on that information. I need to ensure that children’s values and culture are taken into consideration with the information I provide.
Our setting has a mission statement which sets out the commitment of the setting towards diversity, inclusion and equality. We have written policies, designed to reflect the rights and responsibilities of all who work or attend. Policies also provide guidance for staff and visitors to the setting on ways to ensure inclusive practice. Policies have been developed in response to legislation, codes of practice and statutory frameworks. By having these systems and processes in place it ensures that any acts of discrimination are dealt with in the correct way and according to the setting practices thereby ensuring all individuals are treated in a fair and equal manner.
The different ways in which our setting promotes the rights and equality of opportunity for individuals is included in our policies. Policies which promote equality and inclusion give out a positive message and encourage an atmosphere of mutual respect, there are systems in place for effective monitoring, reviewing and reporting on progress in relation to equality of opportunity, diversity and inclusion. One method of monitoring includes, providing service users and their families with questionnaires to complete. Also by having a complaints procedure in place and ensuring everyone is aware of the procedure, individuals are able to voice their opinions and report any discrimination or inequalities they have experienced and access support. All complaints are carefully monitored and acted upon. As a member of a team, I share responsibility with my staff, to ensure that anti-discriminatory practice is promoted and also recognise when discrimination is happening. 
Current Equalities legislation – The Disability Discrimination Act 2005.
- The Gender Equality Duty 2006.
- The Race Relations (Amendment) Act 2000.
- The employment Equality (Age) Regulations 2006.
- The Equalities Act 2006.
- The Equality Act 2010
Equality Act 2010 – is the law which bans unfair treatment and helps achieve equal opportunities in the workplace and wider society. The Act replaced previous anti-discrimination laws with a single act.to make the law easier for people to understand and comply with.
The Equality Act sets out the different ways in which it is unlawful to treat someone, such as direct and indirect discrimination, harassment, victimisation and failing to make a reasonable adjustment for a disabled person. The act prohibits unfair treatment in the workplace, when providing goods, facilities and services, when exercising public functions, in the disposal and management of premises, in education and by associations (such as private clubs).
As a leader/manager, the Equality Act impacts with regards to recruitment. We need to ensure that the job specification does not discriminate against particular groups of applicants. When processing applications we should concentrate on an individual’s abilities to do the job, not their disabilities. Make adaptions to accommodate individual’s differences e.g. working hours, special equipment needs etc.
To conclude, Aubrey (2011) stated ‘children made better all-round progress in settings where: there was strong leadership and relatively little staff turnover’.
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