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“Coming together is a beginning; keeping together is progress; working together is success”. (Ford, date unknown).

Introduction
Prior to World War II, researchers defined leadership as a personal quality, however, in 1950, Stogdill defined leadership as “the process (act) of influencing the activities of an organized group in its efforts toward goal setting and goal achievement” (Stogdill, 1950). This was the first-time leadership was described as a process of influence upon others, not just a personal trait. 

When asked to think about teamwork in the workplace, it is often defined as effective communication, working towards a goal, problem solving and working together. Quite commonly, the key concept of teamwork - leadership often goes unmissed.  As a concept, leadership can be described in a variety of ways, dependant on social and cultural contexts. Effective leadership is based on the belief that the outcomes for children’s care, learning and development will be improved (Open University, 2018).

Quality and retention of a group/workforce
Leadership can be defined as a complex concept that is regarded as the development of leadership knowledge and skills and training, rather than avital component to providing a quality service (Rodd, date unknown and Rodd, 1998). To be able to provide a quality service and offer high-quality learning, it is important to ensure that all staff members are trained and engage in their professional knowledge base and learning. The Children Act 1989, highlights the importance of understanding that the “welfare of a child is paramount” (Great Britain, 1989), and highlights the need to ensuring that the child is central to the planning and operation of high-quality care services to children. 

The Welsh Government want to see a highly skilled education, care and play workforce that is bilingual and understands the learning and development of children. This is evident within the Care Council for Wales (2016) booklet, that suggests early years’ practitioners need to address their continuing professional development (CPD), highlights areas that could be improved to improve the standard of care provided to children. Throughout the booklet, the Care Council for Wales, highlight the benefits of CPD, stating that it can lead to “improved recruitment and retention of practitioners” (Care Council for Wales, 2016:7). 

Leadership styles theory
The earliest research of leadership styles was conducted by Lewin et al., who identified three different styles of leadership: democratic, autocratic and laissez-faire (Lewin et al., 1939:273). These three styles of leadership are used to define individual behaviours demonstrated when working in a team. Below Virgin (date unknown) and Alnassan et al. (2016) defines these styles as follows: 
· “Autocratic leaders make all the decisions themselves. They do not consult their team or let them make decisions. 
· Democratic leaders take an active role in the decision-making process, but they involve others. 
· Laissez-faire leaders have very little involvement in decision-making, mostly leaving everything up to their team”. 

Throughout the presentation, we mainly adopted the democratic style of leadership and showed leadership using an autocratic response, however, throughout a distributed leadership style was also demonstrated. 

The democratic leadership style was evident throughout the presentation as we each were active within the decision making and research of the presentation information. Despite each member having an area to focus on, we each demonstrated equal research by working together and sharing ideas and information. The group facilitator ensured everyone was aware of their roles and responsibilities and allowed everyone to stay focussed, bringing us back to the topic at hand, if we trailed off during group meetings. 

Although the democratic leadership style proved effective for our staff meeting and the personalities within the group, there was a need for an autocratic leadership style to be demonstrated by the group facilitator. This was particularly evident during the discussion of the agenda linked to the implementation of a staff attendance policy. During the discussion, the facilitator explained the need for a staff attendance policy within a school; there was disagreements regarding the need for such policy, but overall, it was agreed the policy needed to be implemented and this meant the facilitator had to take an autocratic style and take the decision to implement this policy. 

During the preparation and planning for the final presentation, we as a group had the responsibility of appointing roles to each member within the group. One member adopted the role of the head teacher and the facilitator of the meeting and had the responsibility of leading the group, ensuring we were all on task and that the responsibilities and tasks were clear and allocated fairly. Over the last few weeks, the leader demonstrated each leadership style that was noted previously and demonstrated how using a variety of leadership styles can improve and bring positive change to the group. 

The distributed leadership style is commonly recognised in a school settling and is described as a “recent series of anecdotes that is used interchangeably with shared leadership, team leadership and democratic leadership” (Spillane, 2005:143/144). According to Spillane, many researchers use distributed leadership to indicate that school leadership involves multiple leaders (Spillane, 2005:143/144).  The distributed leadership style worked well for our group task as we had chosen to set our meeting within a school environment and our job roles were based on leaders and officers that play an important role to the daily setup of a school. Throughout the preparation of the presentation, we all took on the role of carrying out our own research for the assignment and ensured we demonstrated a distributed leadership style by discussing what information we had found, demonstrating knowledge and understanding of leadership. 

Tuckman’s Team Development Model, (1965)
In 1965, Tuckman introduced a four-stage model of team development, which he believed teams go through to demonstrate high performance team work: forming, storming, norming and performing (Nestor, 2013). Each stage presents its own importance: 
· Forming - getting to know each other and allocation of group task
· Storming – suggesting ideas to tackle the task at hand. Conflicts and disagreements may appear
· Norming – working styles are evident, roles and responsibilities are shared among members
· Performing – work towards the end goal, working more independently, but still sharing ideas (Nestor, 2013).

Throughout the planning and preparation of the final presentation, we proceeded through each of these stages, progressing as individuals and as a group. Throughout the presentation reflection, the stages of this model will be evidenced in depth and examples of each stage will be included. 

Presentation Reflection
Working in groups can be challenging and often very daunting. Nevertheless, learning to work well in a group is important for anyone wanting to work within the early years’ sector. “Teamwork is essential for the delivery of high quality, safe patient care” (Leonard et al., 2004:85). This reflective account will briefly describe the group presentation, identifying areas of strength and weaknesses that we faced as a group. The purpose of this reflective account is so we can reflect on our experiences, learning from the experiences we faced so that we can improve our personal and group performance in future presentations. 

Forming (Belbin, 2017) – As we were part of the same friendship group and had previously worked together for a group task, we were already aware of the behaviours and personalities of each member. Initially, I was quite concerned about working within a group as I personally find group work challenging, due to personality clashes and the differences between the skills and knowledge of everyone within the group. As the forming stage of Tuckman’s theory progressed, I was able to relax and focus on familiarising myself on the objectives and task at hand. This helped our group to conform to the forming stage of Tuckman’s theory, where everyone becomes familiar with what is asked of them, sharing roles and responsibilities fairly. 

Reflecting on the group meetings, we worked well as a group, overcoming challenges and, conflict when they arose. Our group meetings were extensive and productive, and allowed each member of the group to choose and discuss agenda ideas and job roles that linked to the staff meeting scenario. We were each assigned different job roles and responsibilities: head teacher and facilitator, an additional learning needs coordinator, a health and safety officer, a safeguarding officer and a foundation phase curriculum leader. Each of these roles were linked to our chosen agenda points and allowed us to carry out thorough research into how these professionals work within a school and their responsibilities in staff meetings. 
Storming (Belbin, 2017) - Although our group meetings were extensive and productive, they proved challenging at times, particularly when all group members were unable to meet at the same time, due to personal circumstances that often came about. This presented many challenges as it meant we had to recap each time we met and often had to make changes and adjustments to discussions and agreements, often leading to group conflict. Due to the personal issues that arose, the group had to make compromises for extensions for carrying out the tasks that were allocated, researching job roles, linking in legislation and acts to the chosen agenda points. Eventually, we decided we would use social media to post our research, group meetings and group logs so that everyone was able to look at what we had found during research and had a reminder of what was covered. This proved beneficial to us all as it allowed all members to feel valued within the group and ensured we were able to consider the efficiency of us working together. One example of changes that had to be made were the overall agenda ideas that we were to base our staff meeting on. 

Norming (Belbin, 2017) - As everyone settled into their roles and the relationship established within the group, we were able to ensure we focussed on the tasks at hand, ensuring we used our time effectively. Initially, we decided to focus our staff meeting on an upcoming Estyn inspection and looked at improvements and recommendations we could use as agendas to focus the meeting on. We initially came up with the following agendas: 
· Policy updates: looking at food safety/ medical and dietary issues
· Safeguarding in terms of using ICT
· Staff recruitment
· Attendance
· Looking at our curriculum implementation and use of ICT 
· and a new child attending the setting who has additional learning needs and requires the use of a wheelchair.

Following this initial discussion, we decided to speak to our lecturer to see whether we were on the right track and that we were covering what was asked of us. During this discussion, our lecturer informed us that our agendas were too broad and needed adjusting to meet the criteria of the assignment. Following this discussion with the lecturer, we went away and re-discussed the group scenario, focussing our staff meeting on an Estyn inspection carried out within the school, where the following recommendations were brought forward: 
· New child that requires the use of a wheelchair starting- how can we support him?
· Staff recruitment or training to support the new child?
· Attendance has been low- how can we resolve this?
· Complaint regarding food choices and allergies- how can we resolve this?

During the storming stage of Tuckman’s theory (Belbin, 2017), conflict and disagreements may appear, due to the knowledge and skills of everyone within the group. It was during the group meetings that conflict arose, leading to disagreements about job responsibilities and research that people had found and the relevance it perceived. Although every member was given a job role and ideas to research, it was evident that opinions regarding what needed to be covered were contradicting. For example, as I had taken the role of the additional learning needs coordinator, I felt it was important for me to explain the changes to the role, due to the update of additional learning needs from special educational needs and the updates and changes to the Special Educational Needs and Disability Act 2001 (Great Britain, 2001), which are evident in the Additional Learning Needs and Education Tribunal (Wales) Act 2018 (Great Britain, 2018). Despite my reasons for wanting to discuss the job role and responsibilities, there was conflicting opinions about whether these needed to be discussed. Due to the importance of the change, it was agreed that it needed to be discussed because it covered a lot of the research that was mentioned throughout the final presentation.

Despite the conflict and disagreements that came about, I felt everyone worked together effectively, supporting each other and ensured the presentation flowed in a positive matter. As Tuckman (1965) suggests, having clear roles within the team is effective to developing a working team. I felt our job roles were clearly defined and allowed for further research, linking to legislation and acts relevant to our chosen agendas. It was evident early on, that our group leader was effective and managed us by keeping us on task and ensuring all roles and responsibilities were clear. As previously mentioned, we displayed a democratic leadership style throughout the presentation, bringing in an autocratic style where it was needed.

Performing (Belbin, 2017) – Towards the end of the planning and preparing for the final presentation, I felt we were performing well as a team, conforming to the fourth stage of Tuckman’s model (1965). Despite our initial challenges, we were eventually able to identify clear goals and ensured there was a clear sense of both individual and group work. As the weeks progressed, I felt we were all becoming more effective when working in a team, making informed choices and decisions and were able to identify and deal with conflict and disagreements before they arose. 

During the performing stage, I found that despite us all having specific roles and responsibilities to do, we all carried out extra research that was not necessarily relevant to our appointed job role. As this was during the research stage, it meant that we had extra research for our final presentation and therefore, it proved beneficial to the scripting of the final script. This also proved beneficial as it showed that we had more content knowledge of what our presentation should entail and were able to give our opinions regarding what information should be included within the final presentation.   

Conclusion 
When working in a team, it is important to understand that all team members have different skills and can provide different views of knowledge, to supporting the outcome of a task. One person’s leadership style and personality may be different to that of your own and could affect the way in which the team operates, particularly if an autocratic or a laissez-faire leadership is used repeatedly. Initially, an autocratic leadership is important to ensuring the team are set in the right direction and that their job roles and responsibilities are distributed fairly and link to the objective of the task. Once everyone is clear about the objective and the outcomes, a more relaxed leadership style can be adopted. 

As a group, I feel we were able to demonstrate a variety of leadership styles within the preparation and the presentation and I feel the leadership styles that we used fitted to the situations and circumstances that arose. Although conflicts did happen, they were easily dealt with, with the support of a more autocratic leadership style that was demonstrated. Our group leader ensured we all worked together and that our voices and opinions were heard. 

For a team to be effective, it is important that we work together and that the outcomes and objectives are clear and concise. I personally believe that despite the conflict, we worked well as a group and were each able to effectively achieve the task.

Reflecting on the preparation and final presentation, I understand that using a variety of leadership styles can benefit the format and structure of the group and that the leadership style we use, depends on the circumstances and the changes that arise. In conclusion, the leadership style that proved more suitable to me was the democratic leadership style. This proved most beneficial as it allowed everyone to participate in the decision making, sharing ideas and sharing and discussing opinions. While it allowed everyone to participate equally, ensuring a leader was available, meant everything was under control and guidance was on offer. Being someone who relies heavily on flexibility of others, this leadership style proved most effective as everyone’s skills and talents are identified, and everyone is valued equally. 
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