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An Organisational Analysis of a Nursery Setting: Leadership, Structure, and Workplace Culture

Glenholme Nursery and other early childhood settings work in a structured setting that is shaped by organisational demands, quality standards, and legal frameworks. Nurseries must successfully manage essential organisational activities, such as leadership, human resources, safeguarding, finance, parent partnerships, inclusivity, and quality assurance, to maintain high quality care and education. Using firsthand knowledge from working there, this essay will examine how Glenholme Nursery handles these essential tasks. With the help of important research, it will clearly look at how Glenholme's management strategies affect its organisational structure and leadership, employee motivation, internal communication, role perception, and the larger organisational environment and culture.
To constantly provide high quality early years care, Glenholme Nursery maintains an organised but cooperative management style. A manager, a deputy manager and room leaders are usually part of the setting's established organisation. This distinct organisation is important because it creates responsibility and guarantees that the nursery continuously complies with legal standards, especially those relating to health and safety, safeguarding, and the Early Years Foundation Stage (EYFS). Because it makes roles, duties, and communication channels clear, a well-defined organisational structure is essential in early childhood settings (Davis and Ryder, 2016).

Glenholme's leadership approach leans towards a distributed leadership approach. The day-to-day operations are marked by shared responsibility and teamwork, regardless of the organisational core structure. Personally, I saw that employees were always encouraged to contribute to planning and exchanging ideas, which supports this cooperative approach. Because shared leadership models provide employees a sense of professional identity and responsibility, they have been demonstrated to increase job satisfaction (Heikka and Waniganayake, 2011). My personal experiences, such as routinely discussing routines and children's needs with room staff and seeing skilled staff members demonstrated the importance of consistency and clear expectations. I saw how helpful teamwork was, where employees were always willing to help each other which made the day go smoothly, especially during hectic times. This highlights the importance of the open communication and good working relationships that this management style promotes.
Maintaining high-quality practice at Glenholme is based on high staff motivation and job satisfaction. Motivated employees are more involved which improves the children's educational experiences and enables more consistent care. To effectively manage this, Glenholme addresses the elements that Herzberg's Two-Factor Theory, this enhances children's educational experiences and assists in being offered of more consistent care. To effectively handle this area, which emphasises that while dissatisfaction results from poor work conditions or a lack of support, motivation increases when employees are given opportunities for growth, recognition, and responsibility (Herzberg, 1968). 
Glenholme boosts motivation through collaborative leadership, so employees are more dedicated to the workplace when they feel appreciated and involved in decision making. Regular monitoring meetings and encouraging remarks from managers also make employees feel appreciated for their achievements which boosts motivation even further. Opportunities for professional growth are still an important factor. Early childhood leaders must invest in the personal development and skill development of Glenholme staff members through training, mentoring, or opportunities to lead activities (Douglass, 2018). Additionally, a friendly workplace, honest communication and cooperative problem solving help lower stress and avoid burnout, which all have an important positive effect on job satisfaction. According to Sims and Waniganayake (2015), teamwork improves overall job satisfaction and lowers turnover. Overall, leadership style, professional development, teamwork, and recognition all have an excellent effect on employee motivation and job satisfaction at Glenholme Nursery, which supports staff welfare and guarantees children receive high-quality care.
For Glenholme Nursery to operate effectively and safely, effective internal communication and a clear knowledge of roles are essential. Effective communication guarantees that employees understand team expectations, planning, safeguarding protocols, and everyday routines. A key factor of early childhood leadership is communication which ensures consistency and mutual understanding throughout the environment (Rodd, 2013).

Staff meetings, handovers, written reports, and casual conversations during the day are the usual ways that Glenholme communicates. Staff members can communicate information regarding children's needs, behaviour, and achievement through these channels. Effective information flow reduces miscommunication and promotes continuity of care, which is key to the EYFS. Decision making and teamwork are made easier with good communication (Davis and Ryder, 2016).

Roles' perception and clarity are equally important. Staff are more comfortable and successful when they are aware of their specific responsibilities, such as personal tasks, planning expectations, or safeguarding duties. In busy settings, job uncertainty can lead to conflict, stress, and inconsistency. By giving staff, a sense of purpose and worth within the team, a clear role definition promotes staff satisfaction (Sims and Waniganayake, 2015). 
Roles must be clear and well-communicated because Glenholme uses parts of collaborative management. According to Heikka and Waniganayake (2011), distributed leadership works best when roles are clear and communication is open, allowing employees to fully understand how their actions affect group decision making. For example, while important staff members concentrate on the development in particular children and parent communication, room leaders may oversee planning. Therefore, clear role understanding and effective communication within the company improve teamwork, boost employee confidence, and encourage the delivery of responsive and consistent early years care.
The quality of practice at Glenholme Nursery is shaped by the larger organisational environment and culture. Shared values, beliefs, customs, and behaviours that affect how employees relate to kids, parents, and colleagues are all part of the company's culture (Rodd, 2013). Professionalism, teamwork, mindful practice, and a commitment to providing high quality childcare are all encouraged by a good culture.

According to Davis and Ryder (2016), the organisations environment includes both external and internal elements, such as government rules, the EYFS framework, local authority guidelines, and societal expectations, as well as internal elements like leadership style, staffing, physical resources, policies, and procedures. These elements shape the nursery's operating environment and have an impact on staff actions, curriculum development, and decision making.
A child centred, welcoming environment at Glenholme is shown by procedures that put children's growth, learning, and well-being first. A culture of distributed leadership, that encourages professional engagement, motivation, and ongoing growth, is reflected in the encouragement of staff to communicate, exchange ideas and take part in decision-making (Heikka & Waniganayake, 2011). The company's goals are also supported by policies involving equality, health and safety, and safeguarding. These also establish a secure and encouraging atmosphere for both employees and children. While involvement with outside organisations guarantees that the nursery satisfies regulations and successfully attends to children's needs, open communication, transparency, and a welcoming culture help in the development of trust and collaboration with families (Sims and Waniganayake, 2015).
Overall, Glenholme Nursery demonstrates effective handling of its fundamental organisational activities, which is essential for functioning effectively within the Early Years Foundation Stage framework. Accountability and employee empowerment are guaranteed by the organization's distributed leadership style and structured yet cooperative organisational framework. This approach has a positive impact on worker happiness and engagement and is consistent with academic theories of motivation when combined with planned investments in team support and professional development.
In addition, the commitment to clear role perception with effective internal communication, supported by established channels, guarantees a common understanding of responsibilities, strengthening consistency and teamwork. Together, these important management tasks create a child focused and encouraging working environment that complies with external legal requirements and professional standards. Glenholme can provide the reliable, excellent care and instruction required for the best results in early life by sustaining this encouraging and empowering environment.
My experience at Glenholme Nursery provided me with a fundamental basis for learning the practical requirements and essential responsibilities of an early childhood nursery. During this time, I gained a lot of practical experience and established my professional development, which led to my Childcare Level 1, 2, and 3 qualifications. As I advanced through these stages I was able to move from observations to completely independent behaviour, which gave me helpful insight into the day to day organisational structures. This specifically improved my abilities to manage room dynamics, which demands constant teamwork and role clarity, and apply the EYFS curriculum. I discovered that the positive attitude at Glenholme, where skilled workers helped one another was essential for incorporating the academic knowledge from my qualifications into practical practice and guaranteeing reliable, excellent care. Additionally, completing a number of classes that covered important organisational duties strengthened my professional ability. 
The nursery's legal duties as stated by outside guidelines were directly linked to the non-negotiable understanding of child safety procedures that the safeguarding training offered (HM Government, 2023). By taking First Aid and Food Hygiene, I was able to take steps to minimise organisational risk and contribute to the nursery's vital safety and health functions. By teaching techniques for handling individual and group stress, a focus on wellbeing training was beneficial, highlighting the need of a healthy internal culture which is a crucial component in staff retention and motivation (Herzberg, 1968).
In conclusion, my time at Glenholme gave me a thorough understanding of early years management, strengthened by qualifications ranging from Level 1 to 3 and specialised statutory training. This has given me the abilities I need to contribute responsibly and successfully in any complicated organisational setting.
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