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[bookmark: _GoBack]What is Leadership?
Leadership can be defined as a person with a vision or a goal who has the skills to organise a team to complete tasks (Waston, 2009 and Fiaz et al., 2017).  Kaiser et al. (2012) describes leadership as people who have social influences in their environment to inspire and support personal and professional development. Fiaz et al. (2017) believes that leadership styles are important skills that are developed within an environment. Waston (2009) argues that practitioners build their team on employee’s strengths and weaknesses in order to enhance performance. Leaders being aware of practitioner’s skills, allows the leader to incorporate these individual qualities into their plans or vision. 
Fiaz et al. (2017) explains that there are three categories of leadership, these include, autocratic, democratic and laissez-faire.  Manhattan College (2017) describes a laisezz fair leader as having a hand off approach, which allows members of staff to continue working without having constant engagement from management. Democratic can be defined as having a leader which allows opportunity for discussion and opinions from employees. As oppose to autocratic, which is led by one person making the discussions and implementing (Leadership Foundation for Higher Education, no date).
Fiaz et al. (2017) states that there are a variety of leadership styles and depending on the environment, can support a team or disengage a team and could cause multiple issues. West- Burnham and O’sullivan (1998) suggest that leadership within a system improves practice, as it allows practitioners to recognise what works well in motivating a team. Lindon and Lindon (2012) agree that when working in Early Years, it is important to use a different style of leadership to improve practice. Lindon and Lindon (2012) state that in certain situation autocratic style is used to ensure that policies and legislation are followed. By following this method of leadership, it provides structure and routines which are within settings to maintain that children are safe and secure at all times. However, this style of leadership does not work within Early Years alone, there needs to be a mixture of democratic style to ensure that practitioners are being listened to which provides a high-quality provision. 
O’sullivan (2009) emphasises that communication skills are important when considering leadership. In order to communicate effectively, practitioners should address the audience in a manner which is easy to engage. By addressing the audience in a clear and informative way to ensure that information is not missed. One way in ensuring good communication skills is through having team meetings, this allows everyone to communicate about what is happening within a setting or anything in the near future.  By communicating effectively, it involves practitioners having confidence and self-esteem. O’sullivan (2009) suggests that practitioners gain confidence in environments where they feel comfortable. If practitioners lead a team in an environment they are unsure of, this could cause their communication to be affected. Lindon et al. (2016) explains that by having self-esteem, it ensures that practitioners have the ability to believe in their decisions made. Practitioners in Early Years communicate through open discussion this offers problem solving and solutions to issues however, it can also cause friction within a setting. One reason behind this is practitioners can include misuse of confidentiality and share information openly without thinking of consequences. Under the Data Protection Act 1998 practitioners need to ensure that they are keeping records confidential, which is respecting the rights of the children and colleagues (Gov, no date).  
Muijs et al. (2004) suggest that there is a lack of leadership within Early Years, due to practitioners having a preferred interest in being with the children and their families, than leading a team of staff. ‘However, there has been a general reluctance for early year’s leaders to recognize leadership as part of their professional role valuing their teaching role more’ (Hallet, 2013: 313). Muijs et al. (2004) emphasises that when practitioners become management or leading a team, their focus is not child centred, however the focus becomes on accountability, financial and strategy managements.  With practitioners being passionate about the quality of care and provisions that children receive, they choose not to be a leader as it takes time out of their routines; which means they spend less time with the children and
Lindon and Lindon (2012) debates that females are prominent in Early Years, that settings have a higher ration of women than men. Within Early Years there is a gender equality, as men tend to have less compassion towards children and their care routines. Shafer and Bellany (2016) suggest that one reason behind this is the fact that males are not common in Early Years due to the nature of the work. The male generations have been brought up in an environment which allows them a chance to delegate routines of working with children by the women. Extending on Shafer and Bellany (2016) opinion, males have challenges with showing empathy and different values and beliefs in comparison to women. Lindon and Lindon (2012) suggest that men are resistant to change and reading body language in a situation. By recognising that there is a gender equality when working in Early Years settings, we can adapt attitudes from practitioners and gain male’s perspectives to improve quality of provisions (European Institute for Gender Equality, 2018). Linking this to leadership, practitioners need to be aware of the division in Early Years to attempt to ensure that there is no discrimination within the setting. As a Leader ensuring that the perspective of males is taken into consideration. According to Bhardwa (2013) it is not common for males to be leaders in Early Years but, it is changing depending on the role model of the practitioners and the mentoring they receive. This is allowing the stereotype that women are dominate in working in Early Years to have less of an impact to society and community. 
Is there a difference between a manger and a leader? 
Lindon and Lindon (2012) explains that it is important to understand the difference between leadership and management. Jones and Pound (2008) debates that practitioners can be a leader of a team without being a manager, and vice versa, a manager can manage a team without taking leadership. Bohoris and Vorria (2007) argues that a manager is formed of organisational skills such a planning, routines, budgeting and delegating task.  As opposed to leaders who inspire and motivate people in following their vision or ideas. Lindon and Lindon (2012) describes leadership as focusing on practitioners and working with them to support their practice. Cheverie (2016) suggests that both management and leadership overlaps, however leadership focuses on making changes, developing strategies to solve problems. Both managers and leaders have an aim of supporting a team and achieving success even if they have a small task to complete. Lindon and Lindon (2012) also state that when considering a manger or a leader, these are positions that hold authority. Lindon et al. (2016) describe the role of a manger as focusing on short term goals. For example, within Early Years a practitioner could be in a room with a small group of children manging to set out a task. Although the children complete the task, the manger is implementing what they have been told to complete without any initiative to change the task. In comparison, the practitioner could complete the same task by being involved and inspiring the children to achieve the aim. This is providing a high quality of provision for children in Early Years. 
Transformational Leadership defined: 
‘Transformational leadership inspires people to achieve unexpected or remarkable results’ (Saint Thomas University, 2017: 1).  Lindon et al. (2016) state that for a transformation leader to be successful, they need a team to support their vision or goal. Saint Thomas University (2017) states that key qualities to being a transformational leader is motivation, inspiration, drive and ambition (Bottery, 2004). According to Tomlinson (2004) another quality is unique behaviour and an open mind. Lazzeri (2014) explains that behaviour is learnt through our environment and is a reaction to what humans see or hear; how people respond to each other. Usher (2016) states that behaviour is a complex system which is built upon human assumptions. This can include the way in which practitioners think, body language, speech and eye contact should be used, to support a team based on the environment they are modelling. This links with Bandura social learning theory imitating people in the environment. (Bandura, 1971). Usher (2016) also argues that defining unique can be perceived differently by people. For example Cambridge University Press (2018) describes unique as one of a kind. As opposed to Usher (2016) who states that unique can be defined as behaviour that inspires people. Gaukroger (2017) takes the opinion that behaviour can vary depending on the person’s health and well-being. Expanding on this point, mental health can affect the individual’s behaviour without being realised, which could cause an inconsistence form of behaviour from a leader. Arnold (2017) argues that transformational leaders do not consider employees psychological well-being. One reason for this is because the leader’s main focus is to enforce the new idea or vision without thinking of the effect it could have on employees. 
Lindon et al. (2016) state that in order to be an effective leader, mistakes should be reflective and change to ensure that practice is within current regulations. West- Burnham and O’sullivan (1998) suggest that reflection is fundamental to developing leadership qualities. Rodgers (2002) states that reflection is the process in which practitioners are able to learn from their pervious experiences in order to make improvements. Having the ability to reflect, allows practitioners to become an effective leader, as legislation is constantly changing. Schon (1983, cited in Lindon and Trodd, 2016) suggest that reflection in action allows practitioners to adapt their practice whilst completing a task. Reflection on action is reflecting after the event has happened, which allows time to reflect and make changes. 
 An example of a transformational leader is the Down to Earth Project.  The Project was created with a vision to support children who have additional needs and struggle to fit into main stream schooling system. The project thought of different way of educating children and young adults to support their personal, social and well-being, whilst also considering sustainability and the community in the outdoors (Down to Earth Project, 2015).  The project has been running since 2005 and has supported thousands of young children and vulnerable adults to improve their lives and their community around them. The project helps to improve life skills, such as building sustainable eco buildings, food growing areas, offering adventures, such as vocational and recreational outdoor learning.  Down to Earth team have adapted their vision for the project to incorporate main stream school children, who are not disadvantaged and incorporate from all backgrounds. This vision is implemented through a transformational leader. The Down to Earth Project have recognised that a change is needed to support everyone within their community, which means increasing the range of people who have access to the project. Preedy et al. (2009) explain that a dilemma for leaders is gaining support from people in their environment to accepting new ideas. For the project, recognising that they need to provide a service to support all children and young adults allows them to have the same opportunities as people with additional needs. 
Arnold (2017) explains that a negative to a transformational leader style, is that they become ‘burnout’ due to pressure to complete their vision or concept. Korunka et al. (no date) expands on the term ‘burnout’ by suggesting that practitioners become overwhelmed by their work load and that they are emotionally exhausted. This state of mind appears over a prolonged period, which could be over a few months or years. By being aware of signs of behaviour change such as, tiredness, being within drawn and lack of enthusiasm can support the team.  Practitioners in Early Years can notice changes in behaviour and mention this to a colleague or supervisor, who can provide access to help them achieve their job role. By being a leader and working with information from the whole team this supports the practitioner’s well-being, which overall will provide a high quality of provisions. Linking this to Early Years, by being a transformational leader it could come about by changing resources for a task. Although this may not seem significant, change can be completed through a transformational leader who has decided that the vision of resources need to be adapted. This could affect practitioner’s behaviour, as they could be stressed over changing the resources which have been used daily. On the other hand, practitioners could be enthusiastic in implanting the new change, this could vary depending on the individual person. Leaders being aware that individuals react differently in situations can be diverse when supporting the team.
Autocratic Leadership defined: 
Lindon and Lindon (2012) argued that a criticism to autocratic leadership is that it is not effective in Early Years settings. One reason for this is because of a natural leadership within Early Years, such as friendly influences and family atmosphere to support children’s development, allowing them to feel safe and secure; this leads to a democratic style as there is compromise in discussion making. However, Lindon and Lindon (2012) also suggest that it is necessary in certain situations to use autocratic leadership. For example, for the safety of children, colleagues and parents within settings. This could include routines for children and emergency procedures, such as if a fire alarm was to occur. There are procedures and policies in place to protect everyone. A fire emergency evacuation plan will be in action, which allows colleagues to know what to do in situations and evacuate effectively. Health and Safety Executive (no date) states that The Regulatory Reform (Fire Safety) Order 2005 is the reason behind having procedures and policies that cover what happens and who is responsible, to make sure no one is in danger (Fire Safety Advice Centre, 2016).  As a practitioner, being aware of how the setting deals with situations, allows them to feel confident in completing their job role effectively. 
Lindon and Lindon (2012) explain that there are different types of power; within an autocratic situation. The power of authority is led by one person who could be a manger, key worker, teacher or anyone who is supervising a colleague.  By having authority over a colleague. Lindon et al. (2016) discusses that there are different types of powers involved in leadership which can cause conflict. This can be associated with mangers causing friction and ordering staff in an unpleasant attitude to complete a task. Tomlinson (2004) expands suggesting that when leading in an autocratic style, a person can over power a colleague which could cause them to complete tasks ineffectively or that the member of staff does not have the confidence in their abilities. 
Fiaz et al. (2017) suggest that within autocratic leadership there is more focus on performance and productivity, with less focus on people within the environment. For example within schools, practitioners look into following standards in the Foundation Phase and legislation. The Foundation Phase is statutory curriculum which is used within Wales to educate children from three years up to seven.  The curriculum considers holistic development and building upon children’s pervious experiences, supporting positive partnership with both parents and children. In order to implement these statutory requirements, practitioners make plans to ensure they are keeping updated with legislation and that children are taught all information within the curriculum (Department for children, Education, Lifelong learning and skills, 2015).
Leadership Foundation for Higher Education (no date) states that an autocratic leader is effective, as decisions are made quickly. Practitioners need to make choices within Early Years to ensure that children are safe in their environment; if practitioners are not quick with discussions that are made, there could have consequences. Tomlinson (2004) syntheses that it is important to make decisions firmly and quickly. Kydd et al. (2003) suggest that although autocratic style is clear in making decisions, to be an effective leader within the team using more than one method of leadership would ensure everyone within the environment to engage and work as team. 
Distributed leadership defined:
Manhattan College (2017) states that it is the leader who delegates all tasks. Members of staff could become overwhelmed by their work load. Lindon and Lindon (2012) explain that within an Early Years setting, there are structured routines of procedures that are based on legislation and policies. Practitioners leading a setting, need to be aware of legislation and policies, such as ratio of practitioners to children. 
Within Early Years settings, leading a team in a distributed style, practitioners should consider managing rotas. Whilst working under this leadership, a manger or colleague who has the role would speak to all members of staff ensuring they are available to work the hours allocated. If for some reason a colleague was unable to work at a certain time, or unable to attend due to other commitments, there would be compromises, changing shifts to work as a team. Lindon and Lindon (2012) state that this provides an environment where members of staff are willing, as they feel respected, listened to and know there are compromises. By using a distributed style, the leader is working closely with the team to ensure that they are listened to. This implies that practitioners have balance with home lifestyles and work lives are respected and supported. Practitioners having a healthy balance between work and home improve their health and well-being. The University of Edinburgh (2018) explain the importance of health and well-being is a resource to allow people to reach their full potential. By supporting practitioners to have a healthy work life and home balance, ensures that they are able to function and give the high standard of care within their job roles. 
A positive to distributed leadership is that the manger will deliberate tasks. Kydd et al. (2003) explain that leaders will delegate tasks to see how members of staff complete the task. Whilst they are sharing responsibilities, they are watching to see if the practitioner thrives in the environment or may need assistance. By watching the practitioners, it will also show if they are able to use their initiative and deal quickly and effectively with any situation that may occur. This provides practitioners with the opportunity to extend on their personal skills. Spear (1994) explains that appraisals are a structured approach to developing staff and maintaining a high level of teaching standards. Appraisal should be related to the job description, with opportunities to review and reflect. Spear (1994) argues that by implanting an appraisal within settings, it is supporting settings and rewarding good practice. Kydd et al., (2003) suggest that it is important to support practitioners and allow them to develop their personal qualities and academically within their place of work. One way of achieving this is through an individual professional development plan, which is created by practitioners to enhance their personal development. Practitioners would include their strengths and weaknesses and an action plan on how to improve their practice (Sugarman, 2011).  Sugarman (2011) states the importance of using individual professional development plans, is to give practitioners clear guidelines of when to complete goals and that they meet current legislation and national minimum standards. These can ensure that practitioners have the correct qualifications, and have access to additional courses, namely First Aid, leadership award, Food Hygiene Certificate and Forest School Level one. Janssen et al. (2013) agrees that by practitioners using a personal development plan, they are willing to improve their practice and extend their knowledge and understanding, through courses available with support of their management.  In order for practitioners to show willing and have the attitude to participate to improve the standard of teaching or their practice within a setting, they need to be able to trust their leader. Lindon et al. (2016) state that trust is important within Early Years settings. Janssen et al. (2013) emphasizes that management oversee individual professional development plans and influence their opinion or suggest what members of staff should improve. This can be seen as a positive or a criticism; according to Kydd et al. (2003) a leader could behave in a manner which undermines the practitioner’s abilities or does not allow practitioners to progress academically. 
Kuan (2017) believes that teacher leadership provides the students with the ability to learn from knowledgeable others.  Verenikina (2003) defines Vygostsky zone of proximal development as understanding what children can do without help and then recognising what they can achieve with guidance. At the centre of the zone is the chid, and around the child is family, practitioners and other influences that affect the child, but not directly such as community.  This could link to a range of different styles of leadership, for example democratic, as when children learn from practitioners they would be asking questions, leading to practitioners and children learning together. Lindo and Lindon (2012) state that teacher leadership style is important within Early Years to ensure that children have a stimulating environment which is supporting their development. An example of how this leadership links to distributed style, could be within the school council, as discussions are made from a number of opinions, and then implanted through the adults in the setting. The school council allows children to share any issues or positive feedback to improve their setting.  
Conclusion: 
Leadership can be defined in many ways, such as three traditional styles, then adaptions, which interpret elements of traditional and mixtures of styles. When working with a team of people it is important to consider different approaches of leadership, to ensure that everyone feels engaged and willing to support the team. By allowing a team who feel engaged, it is supporting good practice within Early Years, which will provide children and families with a higher standards of quality of care. There are many qualities to being a leader who is respected and listened to by their employees or team. Also, providing that quality of care is maintained, and that legislation and policies are abided by within settings. However, some key qualities of a leader are a person who has ambition, good communication skills, approachable, clam, constant, supportive and accountable. Within Early Years it is important to use a variety of leadership styles to ensure that children and colleagues are safe and secure within their environment. 
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