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Leading in Early Years may not be recognised as a profession that is important. This portfolio will provide examples of how important leadership is in an early years setting as well as a brief mention about leadership in general. Following three leadership styles that include Autocratic, Democratic and Path Goal Theory. As it states in Miller and Cable (2010) “The professionalization of those who work, lead and manage in early years settings has been on an upward trajectory for at least the last decade, both nationally and internationally.” The portfolio will also discuss leadership in general and then continue on to give three example which are all linked to a leadership style.  
As Lindon (2016) states Leaders are all around us at any given time, there is however a difference between being a leader and managing. If Academicists were to compare the definition of being a leader from working in Early Years to Leadership in general, then it would show that there are many different types of leaders. As Henry Ford States in Leahruth (2013) “Coming together is a beginning, keeping together is progress and Working together is success.” This supports a democratic approach which will be mentioned further on. This does also link to The McKinsey’s seven Framework as shown in figure 1, shows how leaders would use this type leadership in a company business might not be as successful in an early years setting as early years as it does not fit in to how early years is run. 
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(Source: Recklies, 2014)
There are many positives for being a leader such as supporting team members and seeing staff members confidence improve. As Lindon et al (2016) has suggested leaders who constantly encourage staff to develop skills and continually develop their professional development will show commitment and drive to continue to grow and develop. However, if a leader is not supportive of staff then staff could become demotivated and feel they are not being appreciated for the work they do. As Davies (2008) suggests that staff who have little guidance in how to lead or develop their leaderships skills will show little interest in wanting to lead themselves. Showing good leadership styles can also teach future generations who want to learn to lead a team. Rodd (2013) suggests that a leader’s role includes supporting staff, working as a team as well as multi-agency working, as well as adapting to change and moving forward to leading best practice. Younger generations with support from their leader will then believe in their ability to lead and will want to develop different leadership styles in order to be the best manager they can and adapt to change.
Leaderships styles could also be depending on gender, for example, many leaders in early years are for the majority women as suggested in Lindon et al (2014), comparing early years leaders to business leaders there is a difference between the two. Women may handle different situations with different leaderships styles, compared to men in a business situation as there are more men in leadership roles outside of early years so women observe and learn how their supervisor deals with different situations. As Chapman (2016) suggests that women have adapted over the years to behave more like men when working in multi corporate companies as they believe it helps them achieve and reach the top. In contrast comparing business to early years where the majority of staff are women, the approach to leading will depend on the individuals experience with Estyn, as Estyn (2017) suggests that leaders in a management role should be ambitious, provide high standards to children, staff and parents, providing appraisals for staff and provide training, promote children’s rights and meet all the relevant, statutory government requirements. 
A good leader should also provide staff with relevant organisations such as Acas so they can access information about their statutory rights as well as if there are any complications over dismissals. As stated on Acas (2018) “Acas Wales works with employers of all sizes to improve organisation performance by providing practical expert advice and training.” Leaders should make their staff aware so if staff do not feel confident to ask their manager then they can refer to Acas and receive guidance and support from them. Leaders as well as staff can seek support from Acas, as it provides how to handle different situations such as disciplinaries, holidays, equal rights and training as well as more advice. Leaders who want to improve can refer to Acas which supports leaders as Acas (2018) states “recognising your strengths and weaknesses, working the strengths hard and bringing in people who can support your weaker areas.” Leaders need support and by working together they can provide the a quality setting. 
A leader in the early years should be able to share knowledge and skills that can help develop staff this will then in turn help to develop best practice. Bush and Middlewood (2013) support this by suggesting that by leaders sharing experiences will help develop a team which is more efficient and effective when working as well as creating an environment where staff are focussed and motivated. This can have a positive impact on leaderships styles as staff are likely to want to listen to what the leader has to say and will want to obtain relative information which they can learn from. As Frost (2014) suggests leaders need to have good communication with staff in order to have a good working team. However, Brundrett and Rhodes (2011) disagrees and suggests that staff need to focus on daily work and only contact management when an issue has not been resolved by staff. Early years settings need a good leader so they can be inspiring their team, supporting staff’s strengths and helping to develop their weaknesses as well as using their leadership to develop communication skills in order to develop trust.




Autocratic Style – Day trip
An Autocratic style of leadership was shown on this activity day out with twelve children and their parents. The childcare workers of the setting made sure all children who had turned up for the day trip and brought back consent forms that had been signed by parents. Autocratic style is stated in Brundrett and Rhodes (2011) as “A leadership Style which is based on individual control and like little input.” The manager of the setting was showing characteristics of an Autocratic leadership as the manager took control of the trip and wanted little support from her team. 
There are some advantages to this style which include decisions being made quickly and efficiently. However, staff may not agree with this method, as a professional they would have to follow the instruction of their manager.  It is suggested in Johnston (2014) that this style of leadership is the most commonly used as leaders think this is the best way to handle staff members. Johnston (2014) goes on to suggest that this leadership style would be imposed on staff, children, parents and visitors to the setting.
The day trip out links to Autocratic leadership style as the manager of the setting did not want input from the other staff and wanted to plan and book the activity day by herself. However, this could be because the leader of the setting has been taught and shown throughout her time in the setting, this is the best way to get everything done. As is states on Northamptonshire County Council (2017) “Mangers need correct training in order to provide staff with guidance and provide a high-quality child care.” If this manager has not received the correct training to handle staff, then she is handling the situation the only way she knows how. If this manager has not received the correct training, then how can she motivated staff and herself to provide the best possible childcare.
This leadership style can be portrayed in a negative way from the staff’s point of view, as staff feel if they are not being listened to, then they might stop listening to the manger. Any form of communication that they may have had could stop, the working environment will suffer including other staff, children, parents as well as multi agencies. As well as communication breakdowns staff could feel demotivated to want to turn up to work and therefore it might cause friction and tension in the setting. However, the manager at the setting did not want any input from the staff members, but maybe that is the way in which she has been shown how to lead. In that case she is leading to the best of her ability. As suggested in Heikka, Waniganayake and Hujala (2012) which supports leaders through their own experiences and that leaders can only lead through what they have been taught. 
However, Rodd (2013) believes that leaders need to be visionary and effective with training, so they can meet future challenges. Leaders do need to develop their experiences and use what they have learnt but making sure that they are adapting to change and attending training and are supporting staff to become the best possible manager that they can. If the manager of any setting would allow her staff to give their opinion, then maybe communication wise staff will feel more confident in approaching the manager and giving input. 
A Theorist who supported Autocratic was Fred Fielders and his theory of “Least Preferred Co-worker scale” Dalin (1996) where by leaders use an Autocratic approach of leading as that is how they have been taught. He does also suggested that leaders who have been taught in a certain way throughout their lifespan cannot be changed and therefore should not be encouraged to change. Furthermore, in 2018 practitioners and leaders are encouraged to adapt to change to help their setting develop and thrive compared back in 1996. 

Democratic Style- Planning in weekly meetings.
A democratic style of leading was shown in this example, as the deputy manager of a setting held a meeting with the two childcare workers. She wanted to get views, opinions and ideas of what to do for the following weeks planning. As suggested in Brown (2014) the Democratic style of Leadership is used to allow staff to participate and share ideas. This leadership style is used whilst planning so all ideas that all staff have can be shared and can be used for the following weeks planning. The deputy head likes to ask staff for their input, as the staff have worked with the children and know what they need to improve on. The meeting is normally held mid-week, so staff can inform management of what has gone well and what did not go so well so it is not repeated. 
This example of the planning meeting links to a Democratic Style of learning as it allows staff to be able to feel relaxed to talk to management and help build that trust between staff and management. This is important for staff to trust management and want to do well as stated in Jones and Pound (2008) “Democratic style of leading values peoples input and gets commitment through participation.” If staff can have a say, then they are more likely to want to work hard and enjoy what they are doing. This is also supported by Rodd (2010) as its suggested that, good leaders who successfully meet the demands of goal attainment and harmonious relationships, leadership responsibilities are not placed upon one person, but shared widely.  Managers who recognise what their staff are good at and build on that is a good leading and is wanting the best for their team. 					

However, some authors such as Dalin and Rust (1996) disagrees with using the Democratic style as they suggest it is seen to be too relaxed as a leader should be firm and make the decisions. Leadership was described as being as more of a role for men back in 1996 and so comparing that today in 2018 in early years settings where the majority of staff that work with young children are women, then it shows that change has happened. But as suggested in a The Telegraph (2010) article that men are coming back into teaching after a 98% of teachers are women, men are needed to influence and inspire young children that there are not gender roles and any gender and teach. 
It is also important to make leadership and the styles of leadership different as change happens every day. As suggested in Murray and Clark (2013) that staff need to be more appreciated for the work that they do, and to provide an environment in work where everyone working there feels valued and understands their role. However, with the growing demands on more children in classrooms and budget cutting by the government, will leaders and staff have the time to build that communication and trust. As it states on Wales Online (2016) “Figures compiled by the Welsh Government show there were 8,196 pupils in large classes this year (7.6% of all infant pupils), compared to 7,835 pupils (7.3%) in similar-sized classes in 2015.” This could have an impact on leaders and staff as there are same amount of staff but more children then this could be a challenge that is ongoing. 
When planning every week, practitioners should reflect to see what went well and what did not go so well. These meetings should not just be for Care Inspectorate Wales or just to gather evidence, but it should be completed every week or as regularly as staff can, so staff feel valued. Care Inspectorate Wales (2017) states that “Staff need to be updated with new information to keep them motivated and happy.” This links back to the example of weekly meetings as staff as they should be given updated information and then are allowed to share how they feel and share any concerns with the appropriate leader. 
Aubrey and Ward (2013) supports Democratic style of Leading as they suggest practitioners should be able to reflect through a democratic approach and make suggestions to improvements through giving opinions to their leaders. By allowing staff to contribute and express what they want to do with the children may help solve problems that may have been causing tension or friction in the setting. Being a reflective practitioner is also supported by Hallet (2013) which suggests that practitioners who work under a very supportive leader, who shows empathy and guidance will help develop their team to reach their fullest potential. This can be done  by reflecting on actions and talking to staff  about any problems or conflicts in the workplace and  help it be resolved quickly. This links back to the example given of weekly meeting where staff are allowed to express how the think the week has gone but then are also supported by the leader to suggest improvements for the following week. 
As Belbin believed having different personalities in the team will make the team better and will give more opportunities for the children. As suggested in Belbin (2010) that she believed that using staff in areas that they thrive in will help staff to develop skills and confidence and help them to want to grow and develop into a leader themselves. It states in Belbin (2010) that “staff who feel confident in their ability will want to go on to leadership and make a difference in the workplace”. 

Path Goal Theory- Roles in classroom identified.
Path Goal theory is allowing leaders to get to understand to see what they can do well and what they need support on. As stated on Chapman (2016) "the path goal theory explains how a leaders behaviour motivates staff members and help them become more motivated and reach goals.” Leaders who can identify staff members who excel at certain areas can be used to their best ability. 
Path Goal Theory links well with this example because one staff member is practically useful when crafting with the children and so the manager decided to put that member of staff down on crafting role for the week. The leader also delegated roles for the other staff members. This supports Path Goal Theory as the leader understood that that staff member enjoyed making crafts with the children and that she was good at doing it. As it suggests Rodd (2013) that staff who understand their role will have a much better understanding of what is expected for them and have a good and open communication with their leader. However, the other staff might feel that they are not getting the opportunity to experience to make the craft and so that could cause friction or tension in the workplace. 
As it suggests in Brown and Rogers (2014) staff who feel undervalued or disengaged with their role may become demotivated. This could potentially be an issue and so the manager would have to find a resolution which resolves the situation. By delegating staff to specific areas that they do well in and enjoy then staff are more likely to be more motivated and encourage the children to join in the activity. 

An author who supports The Path Goal Theory is Jillian Rodd as he suggested in, Male and Palaiologou (2015) article that states “in teams who successfully meet the demands of goal attainment and harmonious relationships, leadership responsibilities are not placed upon one person, but shared widely”. This links to the Path Goal Theory as it promotes staff working together in a team aspect and using each team member to the best of their ability and develop each team members skills individually. Furthermore, another author who supports the Path Goal Theory is Charles Handy and his theory of team leading consists of: 
· Forming
· Storming
· Norming 
· Performing
This could be used as a strategy if there are new staff members to welcome them into the setting as the first stage is Forming. Forming consists of team members getting to know each other and the leader’s role at this point is to support staff and make everyone feel comfortable. The team members begin to identify their role in the group and show what they are interested in and show their strengths and weaknesses. Durran (2010) supports this as suggests that people who develop a bond are able to work together and create an atmosphere of pleasure and comfort. The next stage is Storming, this is the part where the leader of the group starts to delegate roles and responsibilities for the team this is supported by Rodd (2013) as suggested that leaders should delegate roles and responsibility. This could be where some staff members disagree with each other, but the leader of the group should then step in and rectify the situation. This then links into the Norming part and staff resolve their issues and work as a team in a much better way and communicate well. This part staff feel they have come to an conclusion together and the majority are happy with the outcome. And the final stage is the Performing stage where staff feel happy ad confident about their role and contribute the best they can. 
Path Goal theory involves a lot of with working with your team to become an efficient and effective manager. Having appraisals with staff can also help to motivate staff and keep them motivated in making targets and then working hard to reach them. As Social Care Wales (2017) suggests that staff who do have appraisals are more motivated to want to work hard and are wanting to constantly improve themselves. Leaders who support and train staff will see that staff are more motivated and want to work hard to make the setting a better environment for staff, children, parents and visitors. However, when staff do not reach their targets will they then become demotivated or frustrated and struggle, it will depend on the individual and so the leader should be aware and observe and support that staff member. This is supported by Northouse (2016) as he suggests that a leader how shows empathy and is a good leader is one that will listen and support staff when needed. He also goes on to say that using the Path Goal Theory is not used as an approach in leadership as most leaders follow Autocratic and Democratic. 
Furthermore, Path Goal Theory is increasingly being used in early years settings as staff seem to respond well, and leaders are integrating in with staff to help motivate and inspire. However, Davies (2008) suggests that Path Goal Theory is hard to use in a setting as it is very much about the leader and not focussed on staff. Path Goal talks about how to motivate staff and have a well-trained leader to do this but staff might feel like it is mainly leader run and are not given the chance to become independent and follow a leadership style they agree with. 
[bookmark: _GoBack]To conclude this portfolio, it has discussed what leadership is in both early years and in business. There has been three examples which have all linked to the leadership style which included Autocratic, Democratic and Path Goal Theory. There has been interlink through linking to authors and organisations that agree or disagree with the leadership style. These have then linked back to the example given and an explanation has also been given to give evidence to what has been states or suggested. To summarise this portfolio, there Is no right or wrong way to lead a team but with the appropriate training and experience a leader should be able to manage a team and work together in order to provide a high-quality child care setting. 
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