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The simplest definition of inclusive leadership would be a leader who respects the uniqueness of all individuals in their workplace, community and the wider world without bias (workables, no date). On a more complex level, inclusive leadership can be described as a system; that is used to create and embed a sense of belonging and acceptance. It is the idea of valuing ourselves and others for the differences that we have (Ferdman, 2021). In order to practice inclusive leadership, individuals need to break down barriers preventing inclusive leadership and promote inclusion, this can be done by incorporating equity and equality in day to day situations and encouraging individuals to be more open minded and adapt a non-prejudice attitude towards others regardless of their differences as no two people are the same. This is a positive aspect to life because each person has different strengths, skills and knowledge which when all shared together can help to create a strong team where everyone has a sense of belonging. 
This is the case study I will be referring to, 
A 22 year old single dad has overcome his addictions and has been assessed as being able to care for his 5 year child on his own. You notice he stands alone on the playground at home time and other (female) parents look at him but do not invite him to join their talks. He is nervous around teachers and only stays for a short while to talk if needed. Son (Child A) is doing well but does not have many friends outside of school. 
Ensuring all children and parents of said children feel valued and accepted by the setting is important. Practitioners and inclusive leaders, have a responsibility to promote inclusivity within the setting, but also extended out to those that use the setting or who are involved with it (Welsh Government, 2016)
The relationship between the practitioners and child is good. Child A works well in class, and plays nicely with the other children, he has good manners and practices positive behaviour the majority of the time. Child A speaks highly of his father, and we can see they have strong bond. To ensure continued progress and further development for child A, practitioners continued to support him when needed and planned tasks where he was able to continue working with his peers and form further friendships within the classroom. 
Additionally, creating a space in which child A and all other children in the setting feels safe, comfortable and respected is an important goal of the setting. Displaying work, recognising hard work and giving praise/ rewards will help child A develop a sense of belonging within the setting. All children are to be treated with respect and dignity, regardless of the differences amongst them. Promoting an equitable environment, that celebrates diversity and uniqueness is that that produces the next generation of inclusive leaders. Practicing and role modelling inclusive behaviour is important within the setting.
Working with parents is an important part of being an inclusive leader. Home/school relationships are important and in the best interest of the child. Ensuring that parents are comfortable around practitioners is key to developing strong home/school relationships. Sharing information between practitioners and parents is also important as keeping up to date information on the child, their progress/development, life events/changes and moods can help to make their day easier. In situations where parents are not confident around practitioners it is important for the practitioners to reach out and help to include the parents. This can be done in numerous ways, such as, simple conversations, hosting coffee mornings and Parent and children together (PACT) sessions. Coffee mornings and PACT sessions also provide opportunity for parents to form relationships with other parents; this would be particularly beneficial in the above scenario. Seclusion amongst parents will affect the relationships that their children have, whether this is intentional or not. 
The relationship with dad and the setting was very weak, prior to intervention. As an inclusive setting it was important that practitioner and parents/carers have a good relationship. This is so they can feel part of the same team. Encouraging a professional relationship between the practitioner and dad, was a wanted outcome from the intervention, as it will not only benefit them but child A also. Working with other professionals involved with dad was a good starting point to overcome barriers such as lack of confidence. Confidence workshops were used to help dad to develop his skills. Coffee morning and pact sessions within the setting as mentioned above was also used as a strategy to build a stronger relationship with dad. Dad was able to come into the setting in a relaxed situation and become familiar with the staff and the other parents. This also helped to break down the barrier of gender, as dad is one of few males associated with the class, we believed that this also made him feel uncomfortable during drop off and pick up, by providing the chance for dad to meet with other parents in a different environment not only allowed him to get to know them, but it has also allowed them to form stronger bonds. As a setting we also believe that by talking with dad other parents no longer hold prejudice against him and his past. This has benefitted child A massively as he now meets with his friends outside of school, which have allowed him to expand his social skills and become a happier child (Welsh Government, 2003). 
As previously mentioned, reaching out to other agencies/professionals involved with this family has massively helped to improve their situation. Professionals such as their social worker have contacted and met with dad to discuss his feelings towards the situation, this has allowed the dad to have a contribution to the outcome which have made him feel more valued and respected by the not only the setting but the social worker too. This has shifted the power dynamic between the two and dad now feels like he has a voice, the social worker has commented that there is still a long way to go but there has been a massive shift in the right direction. This has also improved the relationship between dad and the social worker and has seemed to allow dad to be less worried when meeting with her. Legislations such as the social services and well-being act 2014, also supports inclusive leadership and lays out the responsibilities of social workers working with families to promotes the feelings of being included (Legislation.gov, 2014).
The drug and alcohol support worker is a massive influence on dad, they have a strong relationship and there is a good level of respect, dad feels comfortable around him and attends all meetings. Since their first session she comments that his confidence as not only as a person but as a father has grown. With the newfound confidence the professionals involved have also seen a increase in the self esteem of dad which has boosted his and child a’s mood. 
Recommending and encouraging dad to become involved with community groups is also going well. Dad is trying very hard to becoming involved with different people/ organisations so he can continue to improve quality of life for him and child a. This new want for involvement has made practicing inclusive leadership easier for those involved with dad. 
Community groups such as dad swimming, run by organisations like families first has seen dad and child a become more involved with other dad’s and children in similar situations (Welsh Government, 2017). Which has meant dad has also made friends with people who understand him and who are also the same gender. We are told from feedback that dad is very comfortable within the group and child a is thrilled to have friends outside of school and other groups that he feels he belongs too. 
Since the intervention there has been a massive increase in how included dad and child a are within a number of different groups and environments. Tackling barriers such as confidence has encouraged inclusivity and has also help to shift power dynamics between the dad and other people or professionals. This is important as inclusion is also about respect and feeling valued by others. 
 By reaching out and helping to make dad and child A feel more included and involved by what goes on within the setting and the community around them we can see direct reflection on the personal development of dad. According to Maslow’s hierarchy of needs a person needs to feel a sense pf belonging as one of the steps on the way to self-actualisation, therefore by being included and respected by the setting and other professionals and organisation we can see that dad is on his way to achieving his individual potential. This is a massive improvement on dad’s behaviour and self-esteem once compared with previous years and behaviours (Firstdiscovers, 2021). 
Practicing inclusive leadership within school settings is very important, everybody is unique and differences between people should be celebrated and not disregarded or judged. It is important for children to learn from a young age to be open-minded and non—discriminatory. Inclusion, however, does not only happen in the classroom for children but it extends out to their parents/carers and families. Very much like in this situation, ensuring that parents/carers feel included is an important part of being an inclusive leader. Practicing inclusions is a very beneficial form of practices it shows individuals that it is okay to be different and that the differences are what makes us unique (Open society, 2019). 
Policies within education are very important, and although they are a legal requirement, they also benefit the functioning of early years provisions; they are used to define rules regulations and procedures (Department of Education, 2014). Which help to ensure a high standard of care, safety and commitment within the early year’s settings for all practitioners, children and their families/carers (Granite Schools, 2021). 
All early year’s settings should have policies which support, encourage and lay out the requirements of providing inclusion, diversity, equality and equity within their settings. Such policies are important and are there to protect both the practitioner and the children within the setting, and to also enable good inclusive leadership practice. 
An example of a policy which enables inclusive leadership is the Equity and Diversity Policy 2021, by Willowtown Primary school (Summer, 2021), which can be found on the school website along with their other policies.
The following policy for Willowtown Primary School has been developed in accordance with the Equality Act 2010 (GOV.UK, 2010). It has linked and derived its policy using the key elements discussed in the act. The Equity and Diversity policy identifies its duties that the setting must meet, and further explains the elements that need to be considered within the setting and all its activities. This shows that the setting has identified their responsibilities and have included them within the policy, which enables them to give consideration to the elements when practising inclusion (Petty, 2014).
The format and language used within the policy is professional, informative and easy to read. The sections within the policy are clearly separated and easily identified due to the use of subheadings. However, there is a lot of listing and bullet points used to provide information, which can lead to missed information. Listing things such as the things that may be barriers to inclusion, creates the risk of something being left out which may cause offence or upset (HCB Solicitors, no date). This could be avoided by using less lists and providing more detailed comprehensive paragraphs full of the required information. 
The language in the policy is also something that could be improved upon, statements within the policy such as ‘due regard’ and oppose, creates as escape clause within the policy. This type of language goes against enabling inclusion, and instead only lays out the basic requirement that practitioners need to try to do rather than actually do. Alternative language choices such as we do not tolerate and we will, are much more insistent which supports inclusivity and clearly sets out the requirements. Language choices are very important as they have so much influence within policies (CAL, 2021). Clear and well defined language and definitions need to be used so that it is not open for interpretation nor will it need clarification. Other language choices, within the policy show a clear understanding of enabling inclusivity, which should be the main desired outcome of all policies relation to diversity, equality and equity. 
Willowtown Primary School’s policy can easily be found on their website, as maintained settings are required to publish their policies online so that they are readily available. This is important as all policies should be readily available, free of charge to for staff, parents/carers, governors and all other individuals who are or maybe involved with the childcare provision (GOV.UK, 2021). 
Within the policy, the responsibilities and accountabilities for each authoritative level within the setting is clearly laid out. This is beneficial as individuals will be aware of this and are accountable for meeting their responsibilities. This also allows practitioners to practice inclusive leadership confidently, which will in turn support how inclusive the setting is. 
Reviewing policies within childcare settings is very important, legislation is forever changing, and information needs to be up to date to ensure good practice and safety. Using outdated information within policies can put people at risk and provide wrong information. Willowtown primary schools, diversity and equity policy clearly advertises when the policy was approved, and when the policy will be reviewed for an update. This is beneficial as it allows those reading the policy to understand how new the information provided is. This policy will be reviewed and updated, if necessary, every 3 years. This is so that any new information or legislations can be added and any outdated or irrelevant information currently in the policy can be removed. Such practice ensures the policy remains compliant and also ensures that the inclusive leadership practice that will be carried out using information in the policy is also the best it can be (Fairbrother, 2016).
This policy also states that there are other supporting documents for this policy which also enables inclusive leadership. This is documents such as the equality objectives which according to the policy are published separately but in support of this policy annually. These objectives are prepared after consultation with all those involved with the setting and is also published and available on the Willowtown Primary School’s official website (Willowtown Primary School, no date). 
 Overall, the Equity and Diversity Policy for Willowtown Primary School, is a strong document which includes many of the key aspects needed to help ensure that inclusion and inclusive leadership is practiced. The few aspects that have been critiqued and highlighted for need for improvement are small things that can be easily changed to make this policy even stronger. Such improvements would also strengthen inclusivity within the setting and further develop practitioners’ competence and confidence when practicing inclusive leadership. Provisions which have strong inclusion policies also practices inclusivity well. Which is the main aim of such policies. 
Strategies to promote inclusive leadership within Early Years Settings 
Promoting inclusive leadership in childcare settings is important. It helps to establish strong relationships between practitioners, children and their families. Inclusivity in early years settings (EYS) advertises that not only is it a fair place where diversity is welcome and equality and equity is practiced, but it also displays that the differences between the children, their families and the practitioner that are part of the setting are accepted, respected and celebrated. It shows that it is a place where everyone is free to be themselves without fear of prejudice (Ferdman, 2021). 
There are many barriers to inclusion, especially within early years settings. However, there are many strategies that can be used to overcome them. Developing these strategies is the first step in becoming an inclusive leader within an inclusive setting. Some barriers to inclusion within EYS are negativity, conscious and unconscious bias and stereotyping (Early years alliance, 2019).
Gender stereotypes are a massive barrier to inclusivity (Hallet, 2016). Even in eys we still see children, parents/cares and practitioners, whether knowingly or unknowingly project gender stereotypes onto activities and tasks such as dress are for girls and cars are for boys. It is this type of projection which prevents inclusion within the eys. 
Strategies to help overcome this barrier to inclusion within the eys can be dissected and promoted through the attitudes of practitioner and parents/carers, the environments within the setting and practice provided to the children by the practitioners. 
Positive attitudes should be used when it comes to tackling gender stereotypes within eys, practitioners need to ensure that children are encouraged to pursue any activity or task that interests them and should not be discouraged from taking part because of their gender, or any other difference for that matter. All children have the right of freedom of choice, and this should be celebrated and encouraged within all eys (UNICEF, no date). 
The environments and continuous learning provisions within eys should not be directed more to one gender than the other but instead be inclusive of all children within the setting, practitioners should discourage referring to areas or activities within the setting as being for boys/girls but instead encourage all individuals to make use of the areas provided (Nutbrown, 2020). 
All practitioners need to promote gender neutrality within their practice and should encourage all children to pursue any activity that they wish, promoting choice and inclusion for all. Inviting guest speakers which challenge the traditional gender career roles such as firewomen/ policewomen and male nurses or hairdressers, will allow children to see that their gender does not limit their options or 
By challenging the barriers of gender within the classroom and providing strategies to overcome gender stereotyping practitioners are helping to promote inclusivity (British Association for early childhood education, no date). This is an important part of working within an eys. The more that practitioners challenge barriers, the more confident that they become in creating an inclusive environment for children and young people. 
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