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Leadership reflective paper.
Moss (2001 as cited in Extending Professional practice in the Early years, 2012:252) states that over the years there has been a high interest in concerns relating to leadership within the early years sector. This interest has been worldwide but inside the UK since 1997, it has been pushed in part, by the great priority and crucial financial backing of the government into improving the standard and views of early years practice and provision (Miller et al,2012).The changes of early years education as a result of four government updates on provision, the EYFs curriculum, Early years intervention, child poverty and child protection (Allen,2011:Field,2010;Munroe,2010; and Tickell,2011) shows Rodd’s(2006) view that efficient leadership needs to be in place to incorporate government policy into practice(Hallet,2013).Murray et al (2009:2 cited in Implementing Quality Improvement and Change in the Early Years,2012:143) states that the developing focus on early years leadership has been enhanced by the knowledge that ‘there is a specific relationship between the standard of the early years provision and its leadership’(Reed and Canning,2012).  Aubrey et al, and Rodd (2006:2) states that to have a high standard of provision good leadership needs to be a vital element(Hallet,2013). Within the early years sector, it has been made known that majority of good leadership teams stem mainly from women(Macleod-Brundenell,2004).
Bass (1990) and Stugdill (1989) suggests that the Bass theory of leadership states there are three simple ways to explain how people become leaders. The first two points describe leadership progression for a small group of people. These theories are:
Some personal attributes and traits naturally lead people into leadership roles, known as the trait theory,
A specific situation may arise where a person has to step up to the position, where they display outstanding leadership skills in an ordinary person. This is known as the great events theory,
People who decide to be a leader, can learn leadership skills. This is known as Transformational or process leadership theory. This theory is the most used and acknowledged today and is the stance on which this guide is based (Sharma and Jain,2013). 
Kouzes and Posner (1987 as cited in Leading in Early Childhood, 2016) states that the journey to great leadership which has been successful for other leaders are:
-challenge the process- decide on a method that you believe needs developing the most,
-implement a shared vision-verbally describe your vision in a way that all colleagues can relate to.
- encourage others to act- give them the information and tools to solve the problem,
- modelling technique- when situations become difficult, be part of the team on the floor. A manager gives instructions of what to do; a good leader shows it can be achieved,
- enhance the personal touch- share the success with your colleagues, but protect them from your own concerns (Sharma and Jain,2013).
However, Rodd (1998 cited in Extending Professional Practice in the Early Years, 2012:285) states that a useable explanation of leadership, which shows the complexity of the leader’s role suggests that leadership can be a format by which one individual sets specific standards and expectations and encourages colleagues to conduct themselves within a professional standard. (Miller, Drury and Cable,2012) agree that leaders encourage the actions of others to achieve a desired result.
Jago (1982 cited in Leadership Management: Principles, Models and Theories,2013) states that leadership is a process where one person encourages their colleagues to gain a mutual target. Leaders use this method by putting their leadership knowledge and understanding into action. This is called process leadership. However, it has become clear that we have traits which have an impact on our decisions. This is named as Trait leadership, as it was once acknowledged that leaders were born and not made. As leadership is learned, a leaders’ knowledge and experience can be questioned in the way they operate by her attributes or traits; such as beliefs, values, ethics and type of person they are (Sharma and Jain,2013).   
Moyles (2006 cited in Challenge and change for the Early Years Workforce: working with children from birth to 8,2015:54) has found that the benefits of good leadership are raising the standard of early years provision through enhancing your team will also, develop the child (Richie,2015). 
An early year’s leader would be expected to have a knowledge and understanding of the early years settings criteria which are set by the government, local authorities and governors. The attributes for a good leader can be learned and improved by working within in the good practice guidelines (Blandford and Knowles,2016). The early years framework guidelines are put in place to provide strong foundations, which highlight guidance for early years settings, early years workers and the leader to enable them to provide a learning process which meets the requirements for all the children’s needs (Blandford and Knowles, 2016).
[bookmark: _Hlk505340909]Research into leadership worldwide has shown that the style of leadership used has an impact on how people perceive their work, which in turn influences their quality of work and the standard of their setting. Quality leaders can use a variety of leadership styles depending on the situation circumstances at any given time. However, less effective leaders tend to only use a style that they are confident in using (Williams, Macalpine and McCall, 2003).
Johnson (no date) states that there are a differing leadership styles which have a variety of characteristics and therefore have varying impacts upon staff and settings, these leadership styles include:
Laissez-Faire- is a leader who does not direct their employees and does not provide regular direction for those under her supervision. Employees who are highly trained and experienced that require little input also fall under the Laissez-Faire style of leadership, which can lead to low standards within the setting in turn affecting the running of the business.
[bookmark: _GoBack]Autocratic- is a style of leadership which allows leaders to use their own judgement to make decisions without input from others. Leaders have complete charge and place their view on colleagues. Employees do not challenge the views or decisions of an autocratic leader. This style of leadership is beneficial to employees who need direction.
Transformational- is a leadership style which relies on quality levels of communication from leaders to meet appropriate outcomes. Leaders encourage employees and improve efficiency via accurate communication and display of action.
Leaders maintain an overview of the setting and delegate smaller targets to the rest of the team to achieve goals (Johnson, no date).      
Within an early year setting I feel it is beneficial to implement a leadership style which is effective for staff, to help direct them in finding the way ahead, specifically in the continuous changes within the early provision, which would also be beneficial for the setting, children and their families (Daly, Byers and Taylor,2004). Early years provisions have their own structure in which attributes and traits are shared, which in turn support the children, families and local area in sharing these values, views and beliefs. Through working with the different members of the setting team to experience leadership methods through staff meetings and daily work is beneficial to enhance the early years setting (Davis and Ryder,2016). 
Throughout this module I have learned the importance of having a style of leadership to use as a tool to enhance my method of working, and to achieve goals, as Blanchard and Johnson, (1982 as cited in Challenge and change for early years workforce: working with children from birth to 8,2015) states that when implementing a leadership style, you can change the style depending on the skills set of an individual, or people being trained (Richie,2015). Early years workers are more comfortable with a democratic leadership style instead of autocratic style. This is a process where parts of leadership responses and behaviour are delegated to some staff, but not all within the setting. This style of leadership is beneficial for early years settings as it encourages a working as a team approach rather than competitive therefore this distributed leadership style is suitable for early years (Aspire Training, no date).
Within our oral presentation I feel we followed the above distributer leadership style as we all discussed what our agenda was going to consist of, we then discussed our colleagues’ knowledge of agenda topics, which is a form of Tuckman’s theory (no date as cited in Business Communication Process and product,2010) states that the norming phase encourages the group to review their agenda for them all to progress in the correct format (Guffey et al,2010).  Through this shared discussion we decided who would prepare which topics to enable each team member to contribute to the meeting through using their knowledge and developing their research skills with up to date information relating to our early years agenda, we then elected a chair person and someone to take the minutes, here I feel we reflect on the forming phase of the Tuckman theory as through getting to know each other’s strengths and shortfalls we were able to build a strong team unit(Guffey et al,2010). 
Through distributing the leadership role of conducting a staff meeting to different staff members it has shown to be a useful tool for enhancing the staff’s knowledge of behind the scene ethics and policies that is involved within the setting and how some policies may need to be altered with changes in criteria, it would also enhance the setting further having this information in place (Timperly,2005). However, Copland (2003 cited in Reframing early childhood leadership,2012) states that an agreed view on which other authors have is that distributed leadership is not the same as delegating work to those within the setting who carry out specific roles, but consists of a variety of leaders and followers with varying skills sets who collaborate with each other to varied degrees                                                                                                              (Cowan,2012).
Throughout our staff meeting we were all able to understand the information and come to a unanimous decision on all points, yet we were all able to air our views on specific elements of the information given to us. Such meetings not only benefit staff but also the running of the early years provision, other professionals, children and their families, therefore specific leadership styles are excellent tools in motivating the team you work with for all round effective outcomes (Blandford and Knowles,2009).
We must also be mindful of Ray, Clegg and Stewart (in Storey,2005 cited in Distributed and shared Leadership,2008) who suggests that through implementing the Distributed leadership style into your workforce whom some of which would not have the knowledge and understanding of a leaders’ skills may cause a lack of respect for the main leader and their decision-making abilities (Collinson,2008). 
Through this procedure I feel we all worked well as a team and increased our knowledge of policies and change to policies, new guidance from data protection and administering medication, we were all also able to provide appropriate evidence through handouts to inform colleagues of training and guidance to aid our future practice, which can be related to Tuckman’s theory (no date, cited in Business Communication process and product,2010) which states getting to the performing phase of the model suggests that as a team we worked out a working pace and understood what was expected of us, through being able to overcome issues(Guffey et al,2010). 
Yet I feel conflict may have been forming due to lack of communication with regards to each other’s content of agenda topic due to the areas we are based. Which reflects another part of Tuckman’s theory (no date, cited in Business Communication Process and Product,2010) which suggests that if practitioners job responsibilities are not made clear conflict could form, yet with the correct leader in place it is possible for storming to be avoided (Guffey et al,2010). 
It is crucial to have the correct communication skills in place as a leader to better deal with difficult situations such as conflict(O’Sullivan,2009). Overall as a group I feel we achieved valuable knowledge and experience for future practice, as I know myself as an individual would benefit from using a leadership style within my working practice. Heller (2000:154 cited in Leadership skills in the Early Years making a difference,2009) suggests that a useful leadership style for making decisions would be consultative as you consider the opinion of others and use that as part of your evidence before arriving at your final decision(O’Sullivan,2009).
In conclusion as an early year’s practitioner I feel some of the leadership style would not be beneficial to the early years sector as not all decisions are clear cut, which is the reason I would not implement the autocratic form of leadership style as it can be very extreme, where the leader has ultimate authority over their work force and decision making whether it be beneficial for all concerned or not, it can be useful in an important situation for a quick response, but it can also lead to a high loss of staff due to staff feeling worthless (Early years matter, no date).  
The reason I decided on the distributed leadership style is I feel it is beneficial for all employees at a setting to be aware of the running of the setting and of any changes that may occur, so they can conduct themselves accordingly when carrying out their role, while also being felt valued by voicing their opinions and ideas in return having high job satisfaction which is almost identical to the democratic leadership style, which also leads to sharing of ideas and enhanced work ethic due to feeling valued and having a say in goals of the setting, which leads employees to then want to be part of an achieved outcome which they played a part in(Cherry, no date). Yet this form of leadership also has some downfalls as when a decision needs to be reached, it can be awkward to control when there are so many differing views and opinions depending on your teams’ traits and values through their experiences (Mindtools, no date).     
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