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As part of this assignment, we were asked to hold a thirty minute ‘Team Meeting’.  We decided on the theme of the amalgamation of two schools in an Early Years Setting focussing on five areas which we felt would need to be addressed within this scenario.
Once our group of six members was agreed we met at a convenient location in a quiet environment to discuss the task.  I was very nervous about both meeting and working with other members, whether we’d agree as a team or if we disagreed would there be any animosity. However, we all soon relaxed and chatted about our ideas and roles.  Some members were more confident than others and were happy to voice their opinions at a very early stage whereas other’s sat and listened and only offered their opinion when asked.
A Chairperson was appointed and she positively influenced all members of group.  Many different qualities define a good leader, someone who is able to take responsibility for actions, approach the vision with accountability, compassion, fortitude and excellent communication skills are just a few attributes (Durant, 2016). The Chairperson supported us all as individuals ensuring that all our view points were heard and encouraged us to have the confidence to make suggestions, valuing our opinions frequently. I was happy to contribute and at no time did I feel foolish when making suggestions.  She was definitely seen by the group as more of a member of the team as opposed to a leader.
As stated by Betty Schultz (2003) many executives confuse leadership with authority, but this is an error of convenience. Leadership requires assessing social dynamics as they are happening and taking corrective action with the next move. She also suggests ways on how to motivate people and develop the skill of listening as part of communication for an effective leadership. 
At times I did find the meeting frustrating as one member continually offered her opinion whilst I was talking and would interrupt which sometimes didn’t enable me to offer my view point.  This had a negative effect on my confidence at times as I felt I didn’t have anything helpful to offer. However, the Chairperson was quick to diffuse this and asked me my thoughts, which built upon my self-esteem.
During our subsequent meetings it became apparent that we all had various and different expertise in Early Years and were all able to offer different perspectives.  We discussed the different aspects and did our own research on each of the points chosen to discuss, coming back together with our findings, encouraging further discussion.  We were able to include policies, procedures, legislation, and government documents and by working collaboratively I feel that the best outcome was definitely reached with a final detailed presentation.
With my Early Years background being Registered Childminder, I am governed by Care Inspector Wales (CIW) and various legislations.  The National Minimum Standards (2016) ensures compliance with all childcare regulations, in which I fully agree with O’Sullivan (2015) that successful leadership is credited as a key element of a good setting.  As stated in the Nutbrown Review (2012) Learning begins from birth which is a major part of my role caring for preschool children and whilst a lot of this research was founded in England, it definitely has an impact on childcare providers in Wales. 
Therefore, prior to starting this module, I had no knowledge or experience in relation to the range of different Policies, Procedures and legislation within a primary school environment. Estyn (2015) states that in successful schools, staff at all levels show strong leadership behaviours.  I can now visualise how Government guidance in relation to Early Years schools can benefit practitioners from all backgrounds informing our own policies. Part of my research was to reflect on the role of a Head teacher and how many aspects actually have to be dealt with on daily basis from Finance and budgets to the welfare of pupils and also observing staff teaching. As stated by Stewart (2012), Head teachers in this country were also above the norm in terms of how many observed teaching, with 93% saying they did so often.  Regular observations were not something I’d considered as part of their role, however, I was able to share key information and offer my expertise on the Foundation Phase of which I have experience and implement within my own setting.  
I reflected on various legislations that wouldn’t necessarily apply to me at present for example, Department for Education and Skills (2005) and how it influences Early Years practice and whilst I have knowledge of many government initiatives, for example Every Child Matters (2004) I can now relate to how they would not be successful without efficient leadership.

Early Years Leaders as stated by Hallet (2013) reinforce that leadership of practice role is central to raising the quality of early years provision and practice.  From these meetings I concluded that it was vital that Early Years Leaders need to be vision led, a good team manager who needs to take into consideration various frameworks and legislation, incorporating theory into practice. 
It must be taken into consideration also that the quest to develop models of leadership which suit Early Childhood Education and Care (ECEC) and engage greater practitioner participation is a concern not only for England but also for many other countries. (Nutbrown 2012).  
After researching and whilst I realise many different leadership styles were used during our discussions, I feel that that a Democratic Leadership style was mainly used.  This being outcomes were achieved through team work and collective views and opinions and where non participation wouldn’t have been an option.  Also referred to as Participative leadership, it involves joint responsibility for the direction taken and the subsequent achievement of the task in hand.  Participative leaders ensure that members of their group feel valued as an integral part of the team and work collaboratively. A Democratic leader focuses on power as a whole and leadership is shared. One of the reasons I chose this style is that our Chairperson involved all members in the decision making by ensuring that there was limited competitiveness and more collaborative working on joint outcomes. 
According to Graham, (1997), Leadership is the ability to move a group towards a common goal that would not be met if a leader had not been there.
I don’t think that this meeting would have been as successful should we have leant towards another leadership style such as for example, Autocratic whereby the Chairperson would have held all the authority and responsibility and there would not have been any flexibility. Alternatively if we’d used the Laissez-faire stated by Pahi (2016) as the destructive style of leadership, whereby all authority is given to the members of the group, this definitely would not have worked.  I think the one individual who had strong viewpoints could have overtaken the meeting, leaving some members with no or little input and a positive outcome would not have been achieved.  With this type of leadership there is no guidance and minimal interference and had we adopted this style and not completed our own individual research we would have overlapped somewhat as well as have no direction or aim in mind which would have had a detrimental effect on the final document. 
Why Democratic Leadership Was an Effective Style For These Meetings
The definition of the Democratic Leadership style is where it involves a team guided by a leader where all individuals are involved in the decision-making process to determine what needs to be done and how it should be done. The group's leader has the authority to make the final decision of the group. Cherry (2017).
Democratic Leaders can utilise the skills and expertise of each member of their team.  When individuals can work collaboratively and make decisions together, the commitment to one another is greater as everyone feels their perspective has been taken into account.  When individuals feel acknowledged they will be more positive about supporting the final decision of the group and working to make it successful as a plan.  This obviously will have a positive impact on the Early Years Foundation.  Elaine Hallet (2013) states that we all share a common vision and passion’: Early years professionals reflect upon their leadership of practice role. 
When a team share a common vision they work enthusiastically to support each other.  This has advantages over the Autocratic Leadership model where one person imposes their decision and feelings of resentment can impact on the long term success of the plan and as stated by DeHoogh (2015) autocratic leader behaviour is often seen as negative for team morale and performance.
A Democratic Leadership model encourages individuals to work collaboratively and use their unique skills and knowledge to contribute to the solution. When everyone works together the final decision will be more rounded and better thought through.  This is because members of the group will be able to highlight potential issues that others in the group would not see.  By listening to everyone’s experience lots of future problems can be avoided.  The result will be the best possible solution and therefore everyone will benefit. Manni (2007) clarifies that children made all round better progress in settings where there was a strong leadership and relatively little staff turnover.
In the Democratic Leadership model the Chairperson is ultimately responsible for considering all of the information, ideas, skills and perspectives of the group before leading on the final decision.  This model can be time consuming and delays can be frustrating to pragmatic and action driven members of the group.  Their feelings and opinions can undermine a democratic leader and jeopardise the outcome.  However, in our group the time invested in forming a democratic decision was time well spent as everyone eventually bought in to the group decision and the plan was an effective one.  
[bookmark: sty]Democratic Leadership Within Early Years Settings
Within Early Years, many different initiatives are introduced in line with current legislation and practice with a view to improving provision.  Influential people will have a positive impact on both staff and children. 
Lewin (2010) and fellow colleagues conducted research on leadership decision-making styles. They identified three generic leadership styles concerning decision-making, which they labeled as Autocratic, Democratic and Laissez-faire. When making decisions, leaders were found to show one of these three broad leadership styles.  Although Lewin and his colleagues found the democratic leadership style as the most effective in their research, he reinforces that leaders will potentially have to choose which style may fit best to the situation. Sometimes leaders must exhibit an autocratic leadership style that will speed up decision-making, and sometimes choose e.g. a democratic style when the situation calls for it. Great leaders will know when to use which style, so that decision-making can be as effective and efficient as possible, and so that the leadership style chosen will reflect the needs and objectives of the given decision-making situation. 
Whilst Bush (2012) states that research and literature on leadership in early years’ settings remains limited, I do feel that within an Early Years setting, Democratic Leadership would be the best process as it involves the active participation of every team member.  This maximises everyone to demonstrate their abilities and experience.  It can also assist in discovering hidden expertise that could eventually help the team reach the successful outcome.  Staff are motivated and stay at the setting giving good continuity of care for the children. 
As stated by Schultz (2003) an Early Years Practitioner’s role is central to raising the quality of Early Years provision and practice. The quality of the provision will be improved by everyone reaching their potential and using their own expertise
Democratic Leaders can be misconstrued as sometimes being indecisive whereby decisions aren’t made in line with any targets.  During critical points leaders need to be direct where Gastil (1994) states that Democratic Leaders do not function well in an authoritarian role as there isn’t an opportunity for everyone concerned to be addressed. This kind of leadership has been consistently found to be the least satisfying and least effective management style.  
Democratic leadership also requires a commitment of time.  Juan (1998) explains that this style of leadership relies upon individuals working together collaboratively, allowing every team member to have an input.  Time constraints are a significant factor in Early Years settings as staff are needed to be hands-on and there is limited non-contact time for collaborative discussions.  The role of the leader is key in collecting views and collating information to formulate a decision that best represents the needs of all staff.  The time invested in this process by the leader will result in a decision that eventually should benefit every team member concerned.  
Blakemore (2001), states nurture shapes nature so our biological selves are shaped and formed by people, relationships and culture.  The number of initiatives being introduced represents a particular challenge to a Democratic leader.  Deciding in a collaborative way on which of the many initiatives to follow up requires time.  However if everyone feels involved in the choices made they will be more motivated and work more effectively than if new and additional initiatives are imposed upon them in an Autocratic style.  Staff who are able to make others enthusiastic about an initiative should have their skills recognised by a democratic leader.  If they are given the opportunity to lead on a project they are passionate about then the result will benefit everyone involved.
[bookmark: _GoBack]One of many essential qualities of being a good leader is courage. Having courage ensures that you are prepared to take risks to achieve your goals with no guarantee of a successful outcome, as there is no certainty in life or in business, due to every commitment you make and every action you take involving a risk of some kind. 
Among the many leadership attributes, courage is the most identifiable visual trait. Democratic Leaders require courage and self-belief that they can delegate and listen to the views of others and still retain the respect of the team to create a final solution.  It also takes courage to accept that you could have been wrong in a decision and to look at it again collaboratively to ensure the best possible outcome for children. As stated by Eleanor Roosevelt (1960) you gain strength, courage and confidence by every experience in which you really stop to look fear in the face.  Whilst not entirely directed to Early Years, this philosophy could definitely have a positive impact on leaders and on young children.   If leaders take time and courage to work in a democratic way they can achieve outstanding outcomes and be good role models for children.
However on the contrary to this, as stated by Muijs (2004) the serious lack of leadership training means that many early childhood managers could be significantly under-prepared for their role.  Being a good practitioner in your work with children does not necessarily translate into being a good leader.  People who are passionate about something make good teachers.  However if their enthusiasm for a certain method makes them rigid and uncompromising or unwilling to take risks and listen to others they can fall into Autocratic leadership patterns.  This risks being undermined by strong characters in a team who resent the lack of collaboration and respect given by this model.  Strong negative influences can have a detrimental impact on outcomes for the team and for the children.
In conclusion, it is clear that the style of leadership in Early Years Settings will have a significant impact on the team.  A good leader needs to identify the best leadership style within the constraints of the group they are working with a nd apply accordingly. A poor leader will create a divided team that could be resentful and disengage with improvements to their practice.  As a consequence the setting will not be actively improving. An effective leader can maximise the skills and potential in their team.  This assignment has reinforced my view that staff that are recognised and supported will remain at the setting to support and promote the shared vision. As reinforced by Ofsted (2013) the more time a graduate leader spends working directly with children, the greater the impact they have on those children (Cited in PACEY 2017).  Therefore by motivating and using all the resources of their team they are able to ensure the best possible outcomes for children.
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