Aimee Williams- 1500349
Portfolio
What is leadership? 
In today’s organizations, flexibility, teamwork, trust and information sharing are replacing rigid structures, competitive individualism, control and secrecy. Effective leaders listen, motivate and provide support to their followers. Having capable leaders is more important today than ever before because of modern complexities such as local and national politics, the imposition of reforms on schools, the rapid changes occurring in all aspects of life and the influence of new technology. 
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O’Sullivan (2010) explains that effective leadership is how effective and knowledgeable that particular leader is, these things are critical and essential to the successfulness of a leader.  

O’Sullivan (2010) and Ofsted (2014) agree that in an Ofsted review looked at how critically important that good leadership was within a setting, and how the role of an effective leadership is essential to running an effective and successful service. They considered it a critical and central aspect to producing a high-quality and outstanding setting and service provision. A good leader can have a powerful and lasting impact within a setting, it helps to drive a successful and highly-functioning setting. A successful leader allows change and development throughout their setting, team and services.  

O’Sullivan (2010) continues to explain that settings with minimum staff turnover is an example of effective and positive leadership. If a leader regularly involves staff in meetings, asks for their ideas and allows them to help make decisions for the setting, it helps to drive the team as they feel that they are being heard and that they are a valued part of the team. Leaders had a substantial role within a setting to help and support their team, it is the leader’s responsibility to run a successful and well-established team. Without the help of a fully supportive team it is very difficult to run an effective service.  

Shiel, M. (2004) emphasises that leaders should have the ability to be flexible in what they do, they should make a greater effort within the work place and should be able to deal with highly demanding situations in an effective and professional manner. They should also be open to new ideas and developments within their work place, that help to improve their service and effectiveness of their team. These characteristics cannot be learnt over night, they take effort and the ability to learn through both success and failure. Leaders should be able to cope with both success as failure and look at how to develop these aspects to achieve more. 

Ofsted (2014) found when carrying out inspections that there is clear difference between successful and unsuccessful leaders. They recognise that successful leaders maintain good focus on a higher standard of service. They also have key ideas and beliefs for improvement and how to help the leader to achieve what they have set out to do. They recognise that there are particular steps that they must carry out to achieve their goals, and that they need ever member of their team to work effectively to achieve these goals. A successful leader needs to unafraid to take a direct approach to gain the respect of both their team and others around them, they must do this by showing a clear role of leadership at all times. A leader cannot be successful unless they have an effective line of management and team behind them, they must also share the same end outcome for the setting. 
What is leadership in early years?
O’Sullivan (2010) suggests that research carried out in the 1990’s proposes that the quality of service of care to children and families depends on how well a setting is led by the leader and staff of that setting. The capability and the responsibility of the leader was found to be an important factor in recognising and determining the different levels of success within a setting, it’s team and the quality of service it provided. O’Sullivan (2010) goes on to say that within the research setting that had inexperienced leaders they were found to have ineffective teams, as they were unable to help to encourage, and drive their staff, and also were unable to make links and put the communities around them at centre. Leadership within early years just like all other fields, needs clear direction, good organisation, a strong team and clear objectives. An early year’s leader should be able to take feedback good or bad, and should carefully look at policies, procedures, information, their team and care more so than other fields. O’Sullivan (2010) explains that leaders in early years are expected to make a difference to every level of aspect of their setting, they need to become effective and leader. It is essential in all early years setting that they provide a higher level of quality within their services, and the way they lead a setting is essential to this process. 

Remember this salient point when you wield power in your organisation and keep in mind that what you do as a leader can actually make a difference between a child’s, and an adult’s, failure and success.

(Ratcliffe, 2000: 218).

Gender in leadership?
Agezo et al (2011) Schuh et al (2013) agree that people have different ideas and considerations of leadership styles and the ability of both male and females, and how gender may affect their style of leadership. They both have very different characteristics that’s are dissimilar to each other. It has been found that females display more of a caring, collaborative and cooperative style to leadership. Women have been described as more empathetic, supportive and gentle in their ways. However, males tend to take more of an aggressive, competitive and controlling approach to leadership. Women have a tendency to be more interpersonal and are more task focused, whereas men are not so much. Women leaders are more democratic than males, who are found to be more autocratic. When researching leadership styles and behaviours, it was discovered that women are less lightly to delegate than men. This research also discovers that men and women’s behaviour and motivation to leadership are different. This research emphases the results did not support the idea of stereotype of masculine and feminine.  Agezo et al (2011) suggests that women are given prejudices and they are negative attitudes towards female leaders, this makes it difficult for them to become effective leaders. A mixture of both styles and allows leaders to find the most appropriate style. 
Agezo et al (2011) makes note that over the past ten years women’s positions within leadership have increased, this is predominantly in primary schools. Statistics also show that men have one in six possibilities of being a head teacher, compared to one in fourteen women. It has also become clear that both men and women have become reluctant to become head teachers as is affects their contact with the children, and leadership can cause effects on their work life balance. Schuh et al (2013) and Management in Education (2017) explains how the percentage of women in leadership roles has grown in the last ten years, however, women are still underrepresented in leadership roles. Statistics show that women when looking from a perspective of equality and fairness are still in a disadvantage compared to statistics of men in leadership roles.   
Schuh et al (2013) and Management in Education (2017) agrees that when people think of successful leader’s characteristics such as competitive and assertive come to mind, these attributes are more traditionally found in men. Therefore, people do not even consider women for leadership roles as they do no traditionally have these attributes. This causes women to work harder to attain these leadership roles, as they have to compete with males. Women also then risk facing negative views from society as they are conforming to traditional roles, conventions and characteristics of female behaviours. Female leaders tend to be looked upon as being more hostile and selfish, than their male counterparts. These attitudes towards women in leadership makes the thought of becoming a leader unfavourable among women compared to men. Schuh et al (2013) constitutes to say men are also looked upon as being more assertive, self-confident and more likely to take risks than women. Previous research has found that within mixed gender groups males are more likely too use their initiative and there for becoming a leader within the situation. 
Agezo et al (2011) and Bush (2017) explains how research has never found a supporting evidence that there is a difference between male and female leadership practice, their styles may be different but there is none that is more effective and dominate than the other. Therefore, both styles are equally effective, leaders can take different aspects for each to create their own effective styles of leadership.  
Leadership style – Distributed leadership 
Lindon and Lindon (2011: 120) ‘distributed leadership – a deliberate organisational strategy in which aspects of leadership behaviour and actions are shared with some, not necessarily all, staff throughout an organisation’.  Harris (2004) explains that the best way of looking at distributed leadership is thinking of it as a shared way of leaderships. 
Lindon and Lindon (2011) explains that this is a leadership approach that looks at more than one over all leadership of one person. Distributed leadership is looked at as a shared, consultative, democratic style, these are the most common shared concepts. 
Lindon and Lindon (2011) emphasise that distributed leadership is seen as a leadership that is used to deliberately share the leadership role. This is done by the leader, so that the team members can take an active role. This tends to be distributed between the team members, except the head and managers.The team member may then take responsibility for a particularly area of the setting. This does not give the team an overall leadership but doesn’t give them an adaptation of a leadership style role. It gives staff the opportunity to act in a leadership style role when it is required. It also allows the leadership active and effective followers. There is not full control but there is the ability to have strong and effective influences of areas of the setting.   

Lindon and Lindon (2011) and Harris (2004) agrees that there is discussion in countries such as the UK, Australia and New Zealand about the use of distributed leadership. They are looking at how it can help larger settings to operate efficiently and effectively. However, there is limited amount of research into observation and how distributed leadership can be implemented, and how it can work fully operational. Harris (2004) A lot of research has looked at leadership in head teachers and overlooks that leadership can be distributed in many roles throughout a setting. It has been found that there had been very little research into distributed leadership in action. Therefore, there is little evidence of how distributed leadership works theoretically within settings.  Harris (2004) continues to explain that in more recent years research on distributed leadership within settings has been started. There is still the need for more studies within distributed leadership in action, to allow enough research to support this style of leadership.
Lindon and Lindon (2011) continues distributed leadership has been seen to be the most effective and appropriate leadership style for early years settings, this was found by the UK and other counties. As females work more effectively using this style of leadership is was more difficult to find issues with the style within early years, as early years staff are predominately females. 

Harris (2004) also agrees with Lindon and Lindon by saying distributed leadership has been found to improve and contribute to settings and helps to allow development within setting. Harris (2004) and Heike et al (2013) agrees and states that distributed leadership is seen to be a collective leadership, that promotes working together within settings. Distributed leadership offers a form of leadership that includes every person within the team. It offers the opportunities for every member of staff to act as a leader. It has been found that distributed leadership has shown a positive effect on leadership and allows more self-efficient leading. Is also allows collaborative and collective leadership from more than the core members. Lindon and Lindon (2011) continues by saying this model helps to build skills and professionalism within teams. This allows for a more effective and efficient working environment for both staff and children. Distributed leadership also allows a higher level of team work and collaboration. It allows teams to progress their skills and show their ability to be an effective leader themselves and show their potential to progress to higher leadership in the future.  
Harris (2004) explains that however, distributed leadership is not always recognised. It allows staff to share their extensive knowledge they may have, is also allows leaders to distribute the responsibilities they may have. Distributive leadership is enables all individuals to use their unique knowledge to support and improve the setting. It allows leaders to extend the boundaries of leadership from a select members of staff. It also allows a higher level of involvement from the team, it moves away from a formal form of leadership. Distributed leadership has resulted in a positive effect on pedagogy in setting, within culture and education quality. Evidence also suggests that distributed leadership within settings had been influenced on interpersonal factors, such as relationship between management and their teams. This is an essential factor when using distributed leadership, as without a positive and working relationship between management and their team their style of leadership cannot be effective. 

Harris (2004) and National College for School Leadership (2003)
also recognised that there are negatives to distributed leadership. They critique that a negative would be that it may cause problems of overlooking structure, microtomical barriers as these could be broken down when using distributed leadership. Within settings it is very clear of the pay-scale of the teams, therefore distributed leadership can affect this level of leadership. This may cause a break down in the leadership and management within the setting as there is no formal leadership.  This leadership may also cause vulnerability to the management as they lack direction and authority, and the only barriers to separate this management level is financial barriers. There is also the factor of how to distribute the leadership, who will take certain responsibilities and what type of authority they may have, this needs to be looked at carefully, so there is no confusion of roles. Leaders also need to ensure that management does not use this leadership style inappropriately, and that they will recognise their role. 

Example of distributed leadership 
An example of how distributed leadership could be used within an early years setting could be the leader and management sharing work load fairly and evenly between staff, to help and support each other. This could be done with activities for children and foundation phase schemes. A staff member may be feeling stressed or overwhelmed, their team can help to support their team member to allow them to feel happier and supposed.  
Harris (2004) and Heike et al (2013) back up that research has shown that children are more likely to improve in settings where distributed leadership is used. Studies have also shown that where distributed leadership is used teams have been more organised and find a sharing of leadership more effective. Staff also develop a more positive and effective relationship with each other. Staff also tend so share and learn good practice form one another, which in time affects the children in a positive way.  

Leadership style- Democratic leadership 
Democratic leadership is very similar to a distributed style of leadership, as they both use delegation to leader their teams. Lindon and Lindon (2011) suggest that democratic leadership relies on the manager and how they take responsibility with planning, directing and controlling all aspects within their setting. Choi (2007) continues by saying a democratic style of leadership suggests a lower level of control by the leadership. This form of leadership is more of an active leadership in terms of using collaborative approach to motivate team work, such as discussions and decision making. The leader must encourage this collaborative from or leadership within their team.   
However, Lindon and Lindon (2011) explains that research has found that a democratic leadership style produced a friendlier and more team-oriented approach to leadership. Choi (2007) emphasise that even though democratic leadership is a very shared form of leadership it is not seen as any less productive than other leaders. It had been found to be higher within morels. Research had shown that a democratic leadership had been found to rely on productivity, involvement, collaboration and commitment from both the team and its leaders. Democratic leadership takes note of the importance of sharing leadership; however, the leader must take responsibility for the involvement and help to empower and encourage their team. 
Lindon et al (2016) and Lindon and Lindon (2011) both agree that as early years settings find that using a more democratic leadership style is more effective in early years settings. Early years settings are largely female dominated; therefore, a democratic style is suitable as it offers a more friendly and collaborative approach towards their team. Lindon et al (2016) explains that this style is effective as early year’s settings that use a democratic style of leadership have been found to be more effective. This is because it has the ability to be used more naturally within a setting, as there is not a distinct level of power over the teams. Research has looked into leadership in early years it has found that, democratic leadership allows for a cleaner look upon how authority is dealt with, and how teams react to this authority when is required. Choi (2007) also explains that a democratic form of leadership is described as a team centred, supportive, participative and consulted form of leadership, and that major aspect of democratic leadership is the ability to gather information and sharing this information with their team. Choi (2007) goes on to say that a democratic style of leadership suggests a lower level of control by the leadership. This form of leadership is more of an active leadership in terms of using collaborative approach to motivate team work, such as discussions and decision making. The leader must encourage this collaborative from or leadership within their team.  
Klinker et al (2014) suggest that as a democratic leader you need to have the ability to make unconscious decisions that can help and support your team. Even though democratic leadership is collaborative there is still need for the leader to make decisions when it is required. There needs to be a continues ability to make decisions, as a leader. Without this ability to make decisions effectively, it can cause the leadership to become faulted and may cause break down within the team. Klinker et al (2014) continues so explains another aspect of democratic leadership is the ability to understand what abilities, skills and inspiration a person needs to be effective. Be looking at a person and what they can offer the leader, their team and the service around them, this offers, and overall better skill set for the team. This ability to recognise these skills is essential to the team when using a democratic leadership. 
Example of democratic leadership 
An example of how autocratic leadership could be used within an early years setting could be an early year’s manager who delegates roles and responsibilities for day to day running of the setting. This overall helps every team member within the setting, as it allows the leader the ability to use skills and knowlage of other team members to help and support their service. Choi (2007) and McBeath and Moos (2004) show that democratic leadership is not the most time effective from of leadership, as it can cause lengthily discussions to work collaboratively and come to agreements as a found. However, is it the most effective for allows a team to feel as a whole and that they are fully involved, but still allowing the decision making and running of the setting by the leader. Choi (2007) also critics that of democratic leadership is that no clear definition of contribution, as there is no way to monitor this. The leader must place a level of trust into their team, and this sometime can become an issue. 
Kane and Patapan (2014: 74) ‘ruling and being ruled in turn teaches people demographic skills so they gain a sense of efficacy and a better understanding of larger scale politics.’ 


Leadership style- Autocratic leadership
Lindon and Lindon (2011) explains that when looking at different forms of leadership styles there are issues with autocratic leadership and how it does not recognise or promote collaboration. This can have a negative effect of the team ethos of the setting, as there is a line between leader and the team. Hoogh et al (2015) agrees by saying autocratic leadership styles is often seen as negative for team morale and performance. However, it does passivity affect morale within the social hierarchy as it improves performance as it provided a certain level of safety for the team.  

Research showed that autocratic leadership style had led to higher levels of importance for the task at hand. It also showed a very little level of concern for collaboration and the people involved within the task. Research into leadership styles found that when using an autocratic leadership this causes team members to become more apathetic and they displayed very little recognition of initiative. The use of scapegoating and the team becomes very hostile when using this style of leadership.
 
Lindon and Lindon (2011) states that autocratic leadership has been seen as a parenting style of leadership. This is looking at authority and involvement. Research has found that females within the early years are reluctant to be authoritarian, and do not want to rise up into leadership roles, as it can be difficult and challenging to continually keep this level of authority. This level of authority can cause negative and unbeneficial atmospheres in a setting, which practitioners want to avoid. In time, this can cause problems between the leader, their staff and even the children and parents. 

Lindon et al (2016) states that autocratic leadership had been found to promote more confident leaders, who are not afraid to use their authority. Many early years settings leaders do not enjoy the idea of exercising their power over others, therefore an autocratic leadership style is not as effective in a management team when it is needed to work effectively as a team. Early years settings do not find an autocratic style of leadership effective as it compromises a friendly and positive atmosphere.  Lindon et al (2016) maintains that an autocratic style offers leaders the ability to make more of their own decisions, without having to consult other members of staff. This type of leadership style is risky as is can cause problems as it can diminish team involvement. This can cause a hostile and negative environment for the team, causing problems throughout the setting. Choi (2007) implies that autocratic leader feels the need to have full control over outcome within the setting, whether they are decisions or activities. An autocratic leader creates policies and producers within the teams input. They develop techniques and activities without consultation of other team member, even if they have a skill set or knowlage of the subject. Autocratic leader also like to have control over what the team members are doing, whether it be activities or tasks that the team may have an extensive knowlage and skill set for.  It is very much a leadership of give orders to others. There is little room for freedom in an autocratic style of leadership. Autocratic rely on themselves to make decisions and solve problems, by using their own knowlage and understand without support from others. 

Lindon and Lindon (2011) critics that a sign of good managerial control is how the leader responds to, listening and collaborates with their team. This style of leadership does not recognise the importance of these things. Autocratic style relies on the manager and their responsibility to do planning, directing and controlling all aspects within their setting. This does not allow any room for collaboration with their team. Hoogh et al (2015) explains that autocratic leaders can cause frustration and power struggles within their team, as team member may not feel valued as they have no power. Lindon and Lindon (2011) also critics that research has also shown that when looking at leadership in terms of opportunities to discuss and have balance within a setting, and autocratic styles is the most efficient, effective and appropriate form of leadership for the quickest outcome, which does not make an effective leader.

Example of autocratic leadership
An example of how autocratic leadership could be used within an early years setting could be a leader that enjoys their power of leadership, they may not think appropriate to share their leadership responsibilities with others. They may not need or want support from their team. Choi (2007) explains that autocratic leadership giver the leader a higher level of control and power over their team. This does not allow for much if any freedom within the team. There is little to no involvement of the team in decision making or discussions within the setting. This can lead to a hostile and un-collaborative setting and can leave the team feeling un-included and unwelcome of their ideas and skills. 

Conclusion 
In conclusion leadership in early years is an essential aspect of providing an affective and caring service for both children and their families. An effective leader should have the ability to communicate and collaborate with their team, but also have the mean to make decisions and recognise their power within their team. From looking at these leadership styles it would suggest that a distributed or democratic leadership style is the most affective in an early year setting. This is because within and early years setting it is essential for teams to work together and use each other’s knowlage and skills to do the best for the setting and it children. leader in early years need to recognise and appreciate their team as they all need to work collaboratively to allow the involvement and the feeling of importance within their setting. 

Kane and Patapan (2014: 71) ‘Leaders determine or clarify goals for a group of individuals and bring together the energies of the group to accomplish goals’. 
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