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Analysis of presentation  

This analysis will reflect on the group discussion which consisted of preparing and presenting a staff meeting in an early years setting. Bearing in mind the importance of leadership styles within the team and how it contributes to the quality of an early years setting.  

As the chairperson, I decided to take on a democratic leadership style. Democratic leadership meant that everyone in the team would be able to be involved in the  decision making (Davies, 2009). This leadership style also shares the responsibility  between group members and empowers them to share opinions and ideas (Gastil, 1994). I believe this is very important in a team as all members feel valued and equal regardless of their professional role. However, Woods (2005) states that democratic leadership can be time consuming as it takes time to consider everyone’s opinions.

The role of the headteacher is a key characteristic of successful schools (Department for Education, 1993). A government report conducted interviews in twelve schools to question leadership of headteachers (Department for Education, 1993). Findings from the exercise indicated all twelve headteachers from the schools followed a democratic leadership style not an autocratic style (Department for Education, 1993).

The first task allocated to the team was to decide what discussion points to cover in the staff meeting. To achieve this the group conducted some research on staff meetings and gathered the ideas. According to NASUWT (2018) staff meetings should have a clear agenda with set discussion points and last no longer than an hour. When it came to presenting the staff meeting, all team members had equal participation with regards to discussion points. The team managed the time well when presenting. The chairperson kept track of time during the meeting and moved on to the next discussion points when necessary. NUT (no date) also adds that meetings are vital to the overall management and communication within a school setting. Using the research found, the group started to put together an agenda and discussion points to be included in the meeting. 
To ensure quality and effectiveness of leaders in a school setting, Estyn inspect the leadership and management within the setting (Estyn, 2018). This will include them evaluating minutes from recent meetings, action plans for improvement and how well leaders have established and implemented their clear vision (Estyn, 2018). 

However, the team faced some challenges. During research, two of the team members decided to withdraw themselves from the course due to unknown circumstances. As a result to the change in team dynamics, the team went through Tuckman’s stages of the team formation process again (Cassidy, 2007). This is to be expected following any changes (Cassidy, 2007). To ensure the appropriate professional roles were present for the staff meeting, the chairperson decided that roles needed to be reassigned within the group. The group collectively decided to meet regularly during that week as this meant there would be more research to be carried out between the remaining team members. Siraj and Hallet (2014) states that high quality interactions within the team can lead to effective team leadership. This had a positive impact on the team as it built trust , developed stronger relationships, increased motivation and resulted in a close knit, supportive and successful team.   

The group had shared values and aims within the team which links well with McKinsey’s 7s theory. McKinsey’s 7s theory dates back to the 1980s and consists of seven components to help to identify effectiveness in an organisation (Ravanfar, 2015). The seven components include structure, strategy, systems, skills, shared values, style and staff (Pothiyadath and Wesley, 2014). The components are divided into hard and soft areas (Ravanfar, 2015). The hard components are system, strategy and structure which are easy to identify and manage. Whereas the soft components, skills, style, staff and shared values, are the foundation to the organisation but can be harder to manage (Ravanfar, 2015). McKinsey’s model is commonly used to help facilitate change and introduce new ways of working (Ravanfar, 2015). It is also useful during expansion within an organisation and help plan for future changes (Ravanfar, 2015). Shared values are at the centre of McKinsey’s model and are essential for the development of the organisation (Singh, 2013). The group also showed evidence of the staff component by representing appropriate professional roles within the presentation (Ravanfar, 2015). Although this model can be effective, if there is a change in one component it has a knock on effect to the other components (Ravanfar, 2015). It is important for each component to be reviewed regularly (Ravanfar, 2015). 

Belbin methodology was also recognised within the team roles (Belbin, 2010). This proved to be very effective as each member had different characteristics and strengths to bring to the task (Belbin, 2010). The main strengths of individuals in the group consisted of the following behavioural characteristics which are shaper, implementer, teamworker and specialist. Evidence shows a balanced mix of Belbin roles are more successful than unbalanced teams (Belbin, 2015). 
As I am self motivated I recognised myself as a shaper and was elected to take on the role of chairperson (Belbin, 2015). The role involved giving direction and generating action (Belbin, 2015). The group came under pressure when faced with the difficulty of losing team members. Although, as chairperson it was ultimately my responsibility to make decisions on the way forward, I recognised the importance of sharing responsibility by listening to and considering the views of other team members when making decisions (Belbin, 2010). However, due to the stressful circumstances this could easily have not turned out so well as shapers can sometimes come across as argumentative (Belbin, 2015). 
The implementer in the group played an important role which was to plan the delivery of the group discussion. According to Mostert (2015), an implementer is a practical and efficient team member.
The teamworker proved to be invaluable when other group members withdrew at short notice. Team workers are generally supportive, perceptive and avoids conflict (Belbin, 2004). 
The group specialist has in depth knowledge on the subject matter which, in this case, was additional learning needs. However, there was a potential for the shaper and specialist to clash. This can happen if the specialist is unable to consider others views and the shaper sees this as an obstacle to achieving the goal (Belbin, 2004).  
In the case of Fincham and Rhodes (2005) they argue that these roles can be unreliable and misled because some people may have characteristics from one or more Belbin roles. Therefore, it is hard to identify a single role suited to a person (Fincham and Rhodes, 2005). 

The agenda for the staff meeting was very diverse. All points raised were very important and an effective plan of action had to be decided. This was done through team discussion, sharing ideas and views, while keeping to the time allocated. Through these discussions we were able to agree a strategy which complied with the early years policies and procedures. 





























Distributed Leadership 

It appears that in today’s society, a distributed leadership style is the preferred style primarily used in schools (Bush, 2011). Distributed leadership does not mean delegation, it is allowing a team of people to work collaboratively together and interdependently (Leithwood et al., 2009). Distributed leadership can be effective in an early years setting as it uses different expertise of professionals within the team rather than just focusing on the headteacher’s role (Bush, 2011). According to Heikka et al. (2012) although the leadership may be shared, there is still evidence of a hierarchy within the organisation. Harris (2005b) agrees that distribution will be successful if headteachers support and encourage the change. Although the headteacher will have sole responsibility for the standards across their school, they put their trust into a team of leaders who will be in charge of different areas (Harris, 2008). Building trust within the team is important in early years to allow practitioners to take risks or put forward ideas without the fear of disapproval (Murray and Clark, 2013).
However, according to Lynch (2012) when giving teachers leadership roles it might not run as smoothly. Sometimes they still refer to the headteacher as the main leader to confirm or authorise decisions (Lynch, 2012). In some instances this may be the case but on the other hand, they themselves have the authority to make the decisions as they have been allocated a leadership role (Lynch, 2012). 
Developing staff as leaders can also be effective in early years. Staff are able to reflect on their practice and make improvements within their areas of responsibility (Harris, 2008). Hallet (2013) states that reflective practice within a leadership role is vital in order to improve and develop both individual practice, and their setting. In an early years setting, reflective practice should be encouraged in order for improvements to be identified and changes implemented (Hallet, 2013). 
Distributed leadership amongst staff can contribute to school improvement and student growth (Harris, 2004). Having a distributed leadership style in the early years means that everyone works together to achieve the same goals and all share the schools vision (Harris, 2008). A collective shared vision amongst all staff, children and outside agencies is key to develop provision and practice (Siraj and Hallet, 2014).

Distributed leadership can also have a great influence on schools and the students (Bush, 2011). According to Leithwood et al. (2006), the collaborative and joint leadership is more effective than a singular leadership style. It can also have a positive impact on students learning, resulting in higher levels of achievement when they are influenced by shared leadership (Leithwood et al., 2006). There is evidence to back this up with reference to an Estyn inspection in 2014, focusing on a primary school in Wales which has taken on distributed leadership (Estyn, 2014). It states that all leadership staff have defined roles and responsibilities. These roles and responsibilities are reviewed regularly for performance management (Estyn, 2014). Having regular reviews can help towards professional development, engagement and improved staff retention (Estyn, 2014). The use of distributed leadership within the school has had a positive impact evidenced through high levels of student achievement against national standards (Estyn, 2014). It further develops a shared vision and mutual respect and trust throughout the school (Estyn, 2014). 
A secondary school in Wales was also inspected and Estyn suggests that it addition to academic improvements, distributed leadership has had a positive influence on pupil wellbeing (Estyn, 2017). Estyn (2017) also states that pupils have a more positive attitude to learning with a sense of belonging to the school.  

Rodd (2013) believes that you can achieve a team culture by having positive relationships and interactions with all members of the team in an early years setting. This can include relationships between staff, parents, governors and multi agency workers all working together towards the same goal (Rodd, 2013). Harris (2005a) agrees that it is important to pay attention to the interactions between these people for distributed leadership to be successful. Working together on a bigger scale, with multi agencies and parents, can be an effective way to identify issues and help towards possible solutions (Murray and Clark, 2013). A study conducted in early childhood settings gives us evidence that twenty two percent of the managers in the study identified one element of their roles as contacting parents and other professionals (Rodd, 1997; Muijs et al., 2004).

According to Handy (1990) a team can work collaboratively after going through a process of team formation. Charles Handy has a theory that a team goes through four stages of development before becoming established (Handy 1990). These stages include forming, storming, norming, and performing (Jones and Pound, 2008). The forming stage includes a team of individuals beginning to work together and becoming familiar with one another, while the main leader can observe strengths and weaknesses of each team member (Jones and Pound, 2008). At the storming stage there may be some conflict between team members, this is where the leader will step forward to try to manage the disagreements in order for the team to move forward (Jones and Pound, 2008). Norming is where the team start to become established and develop trust (Siraj and Hallet, 2014). The team will start to work cooperatively and understand the ways of working (Siraj and Hallet, 2014). The last stage is performing, where all the individual members gain a sense of belonging to a team (Jones and Pound, 2008). Everyone in the team is now working collaboratively towards the same vision which is to develop their provision and practice (Jones and Pound, 2008). A fifth stage of development was added by Bruce Tuckman in 1977 called adjourning, sometimes referred to as mourning (Cassidy, 2007). 
Adjourning stage is useful after the team has had time to work together and bond (Smith, 2005). This stage involves re-assessing the team to ensure both individual and team characteristics are recognised and any differences identified (Smith, 2005). 
However, this model of team formation stages may not always be appropriate as some stages may be missed out (Smith, 2005). There is also a risk that some teams may stay at a certain stage for a long period of time, especially if there is conflict between team members (Jones and Pound, 2008). 

To conclude, ‘distributed leadership is undoubtedly the leadership idea of the moment’ (Harris, 2008: 13). Having a clear leadership style is vital for an organisation to succeed (Wallace and Gravells, 2007). A good leader is able to lead, support and influence others to go the extra mile (Wallace and Gravells, 2007). Research conducted by Bath University’s Work and Employment Research Centre suggests the immediate manager has the greatest influence over employee commitment (Wallace and Gravells, 2007). 
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