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Reflective Paper: Leadership and teamwork in the early years
After having the experience of planning and contributing in a staff meeting, every member of the team played an important role towards the matters discussed in the agenda. In the staff meeting there were three different roles, these were the headmistress, Foundation Phase leader and the School’s Administrator. The Headmistress also played the role of the the chair person who lead the meeting and matters to discuss, whilst the other two members contributed to specific matters suitable for their roles. 
The experience of considering and discussing the styles of leading a team and having personal experience within an early years setting has helped to expand personal understanding of the importance of having a good leadership in the setting. Within the staff meeting the leader played an important role regarding the upcoming Estyn inspection, as the leader needs to make sure everything is in place ready for the inspection. Jones (2010) states that Section 28 of the Education Act 2005 says that Estyn inspectors look for the educational standards and the quality of education provided by leaders. From experience the leader also has the role to ensure all policies of the setting are kept up to date and that they are all in place and kept safely, with support from the governing body. 
Reflecting on the group discussion, the evidence seems to suggest that more information was needed to increase the timing. This would have gained more thorough information regarding the matters discussed in the staff meeting. 
Rodd (2006 cited in Robins and Callan, 2009:4) states that in early years settings, having effective leadership is paramount as it builds the ethos of working together, working towards creating a community and ensuring that the quality of services is maintained. Ofsted (2000 cited in Muils et al. 2004) agrees that effective leadership is an important element in improving organizations. According to Jones and Pound (2008) an effective leader provides good quality care and education as well as maintaining children, staff and parent’s well-being. 
Moyles (2006) states that leaders should show responsibility and accountability, good communication skills, good action planning, having good knowledge regarding policies and relevant legislations and being able to inform staff with the correct informational resources. According to Johnson (2015) an effective manager should have high expectations of the team, have the standard of care under their roof and have an overall approach to early years care and learning. However, an effective leader should promote fairness, kindness and understanding to their staff and they also insist high standards. 
According to Sylva et al. (2004 cited in Hallet, 2013) children are making better all-round progress in settings which show strong leadership. Stipek and Ogana (2000 cited in Muils et al. 2004) agrees with this as they state that research shows children that are in high quality early years provision show better academic outcomes, a higher level of student and teacher relationship, better behaviour and better social skills. Hayden (1997 cited in Muils et al. 2004) believes early years settings who have a lower level of staff turnover are known to have a higher quality environment.
In early years settings Aubrey et al., and Rodd (2006 cited in Hallet, 2013) and Stipek and Ogana (2000 cited in Muils et al. 2004) both agree that the key aspect of quality provision is through good leadership. However, Freeman and Brown (2000 cited in Muils et al. 2004) states that there is a lack of specific management or leadership training for teachers in the early years settings. According to Estyn (2015) leadership training should be available to all individuals in Wales who work in the education sector. This training will improve practitioner’s leadership skills. 
Aubrey, 2011 and Whalley, 2008 (cited in Hallet, 2013) both agree that leadership plays an important role in children in the early years setting, where it contributes to children’s learning and development. Having good leaders will prepare young children for any challenges they may face when growing up. Sylva et al. (2010 cited in Kangas et al. 2016) states that quality leadership has positive effects on children’s short and long-term outcomes in their social and cognitive development.
Siraj-Blatchford and Manni (2007:28 cited in Hallet, 2013) states that some effective leadership involve a shared understanding, effective communication within the team, monitoring and assessing practice and encouraging parent and community partnerships.
According to Whalley (2011) it is believed that women being leaders is a rare occurrence and it is often seen in early years settings that male are often viewed as leaders. Rodd (2006 cited in Whalley 2011) agrees that there is a higher percentage of male leaders in early years settings and it is lead through control, power, domination and competition. Okombo et al, (2011) states that several men and women presume that women will not be elected as leaders for a long time. However Grant (cited in Rodd 2006, cited in Whalley 2011) disagrees with Whalley, as he believes that women are the new prevailing model for leadership. 
Transformational leadership
Whalley and Allen (2011) believes that transformational leaders are also known as visionary leaders, however, Ngozi et al. (2015) states that they are known as relationship theories. Transformational leadership’s main focus is the connection between the leader and the followers this encourages increased motivation and morality between them. Charry (2012, cited in Ngozi et al. 2015) believes that these leaders often have a higher ethical and moral standard than others.  
Bass (1985) believes the transformational leader can:
· [bookmark: _GoBack]raise our level of awareness and our level of consciousness about the significance and value of designated outcomes, and ways of reaching them;
· get us to transcend our own self-interest for the sake of the team, organisation or larger polity;
· alter our need level (after Maslow, 1986);
· expand our range of wants and needs.  
        (Based on Bass, 1985; Wright, 1996 cited in Whalley and Allen, 2011). 

Spahr (2015) believes that transformational leaders work to change the system, where as a transactional leader would work within the system. Another difference between them is that transformational leaders specialize in wanting to know what must change, however, a transactional leader would want to know the step-by-step approach. 
The advantages of transformational leadership include acquainting and sharing new ideas, balancing long term goals, building strong integration and mutual trust, and honest and high emotional intelligence. However, the advantages discussed are inadequate initial stage, desire an existing structure to fix and not a good fit at controlling structure (Spahr, 2015). 


Transactional leadership
Charry (2012 cited in Ngozi et al. 2015) states that transactional leadership mainly focus on the supervision, organization and group work, it is also known as management theories. According to Bhatti (2012) autocratic leadership is a very similar form of transactional leadership as they both have complete power of staff. 
Pedagogical leadership
According to Abel (2016) a pedagogical leadership supports teaching and learning through instructional leadership. Pedagogical leaders impact on children’s learning as it encourages family engagement, meets standards to improve learning environments, and uses data to assess the effectiveness of the learning program. Karila (2013 cited in Ringsmose and Kragh-Muller 2017) states that pedagogical leaders must further develop the organisation and help other pedagogues to break old habits. 
Autocratic
According to Ngozi et al. (2015) autocratic leadership is where leaders have full power over their staff. Robins and Callan (2009) adds that the leader also determines objectives and how they will be met. Bhatti (2012) argues that autocratic leaders do not always allow staff the opportunity to make suggestions, even if they are in the best interest of the team. Gill (2014) states that autocratic leadership can be efficient as decisions can be made quicker and work can be made immediately, however, Bhatti (2012) states that most staff can be offended in these situations and can become disheartened. Autocratic leadership is sometimes better to be used in situations where a decision must be made immediately and without any disagreement and Gill (2014) believes that all important deadlines are easier met. Robins and Callan (2009) states that an autocratic leader may help a team who are failing for whatever reason as they can help until they start to perform again. 
Democratic leadership
Ngozi et al. 2015) states that democratic leadership is completely different to autocratic leadership whereas democratic leaders invite other team members in making the decisions, however Bhatti (2012) says the leader makes the final decision. Robins and Callan (2009) states that all team members share leadership functions and work towards goals.  Bhatti (2012) and Ngozi et al. (2015) agree that one of the benefits of democratic leadership is that it helps develop people’s skills, increases job satisfaction and they become more productive as they are more involved. Also, team members feel more in control which leads them to become more motivated to work harder. Democratic leadership can lead to a slower process, but the result is usually better. 
Nadeem Bhatti (2012) believes that the team members under democratic leadership style will show improvement in the quality of their work than members of the autocratic leadership style. Although, team members in autocratic leadership style will experience a higher job-related tension than members of the democratic leadership style. 
Laissez-faire leadership
According to Robins and Callan (2009) a laissez-faire leadership is where the leader leaves all team members to work on their own. The leader believes that they need freedom with no interference to work on their own, unless help is needed. Mullins (1993:243 cited in Robins and Callan (2009) describes this leadership style as being lazy. 
Distributed leadership 
Lindon and Lindon (2011) states that Distributed leadership is shared with other members of the team; therefore, the leader/manager does not take an active lead. Bennett et al. (2003 cited in Bolden, 2011) also agrees that a distributed leadership stresses that group work is essential rather than individual actions. However, Rodd (2013) states that distributed leadership is not the same as shared leadership. 
Bolden (2011) says that the concept of distributed leadership is very similar to democratic leadership in the sense that it is not only one person’s responsibility to lead and making decisions but everyone’s decision. Lindon and Lindon (2011) states one of the advantages of distributed leadership is that staff at early years settings rather a democratic leader than an autocratic leader, he believes that a distributed style is democratic in nature. 
Denee (2017) states that early years settings in New Zealand often have distributed leaderships and they believe that this style of leadership is effective as all team members work together and have the opportunity to lead. 
Poekert (2012 cited in Denee, 2017) state the advantages of distributed leadership as an increased engagement, provides deeper learning, context-specific learning and improved pedagogical practices amongst teachers. The benefits could also include the following:
· promoting shared knowledge
· improve quality of decision making as it leads to stronger sense of ownership
· more entrepreneurial which generates more initiatives and ideas
· improved levels of motivation and enthusiasm
· engages better team work and relationship with other staff.
However, the disadvantages which were stated are:
· Internal competition may arise
· Decision-making process may slow down with the involvement of more people
· May devalue leadership role, with everyone thinking they can do it.
                                                                                (Restore, no date). 
Rodd (2013) states that although distributed leadership is an engaging style in many early years provisions, it can also be problematic in the way that it is implemented. On disadvantage stated by Clark and Murray (2012: 41) is that ‘distributed leadership offers too narrow a model to align satisfactorily with early years values’.
Dalli 2008 and Mehra et al. (2006 cited in Kangas et al. 2016) states that developers have become farther interested in distributed leadership more than other styles, also O’Connor and Day (2007 cited in Kangas et al. 2016) agrees as the working environment these days have become too complex and challenging for a single leader to deal with alone. However, Lamb (2013 cited in Ngozi et al. 2015) argues that transactional leadership continues to be highly popular within organizations. Although, Lindon and Lindon (2011) states that a distributed leadership is similar to transactional leadership where they both focus on the interactions and working relationships. 
Spillane (2006) states that distributed leadership is discussed as though it can come across as the same as or a type of transformational leadership, however Spillane (2005:46 cited in Heikka et al. 2012) disagrees with this as he believes that neither transformational, shared, team or democratic leadership are not similar to distributed leadership. Spillane (2006) states that a distributed leadership is a relative rather than a replica of these approaches. 
To differentiate distributed leadership to other leadership styles the distributed leadership stresses:
· Patterns of interactions as opposed to discrete actions.
· The role of followers in mutually constituting leadership practice.
· The role of the situation, including the designed or emergent tools, structures, and routines of an organization.

· The opportunity for multiple leaders to exist and work together in formal and informal role
                                                                        (De-flaminis et al. 2016)
Munton and Mooney (2001 cited in Lindon and Lindon 2011) states that research shows early years practitioners under distributed leadership report that they had good relationship with their team, were happy with their job and conditions of employment, satisfied that they can have a say in the process of decision making in the setting and they felt committed to their employer. 
To conclude Rodd (2006:24 cited in Blandford and Knowles 2013) suggests that leadership is about a group of people working together to create a positive community and who provide a high-quality service. She also believes that early years practitioners become leaders by developing their skills efficiently to manage an active service and to initiate change.
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