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Section 1 -

Inclusive leadership requires fully engaging and adopting the lens and practice of inclusion (Ferdman, Prime & Riggio, 2021, p29), within workplaces and society so that we can adapt ourselves and have an inclusive practice that faces diversity. It is imperative that practitioners become inclusive leaders and explore how experiences of both exclusion and inclusion vary based on gender, race, and culture. 

Inclusive leadership goes beyond the common understanding of allowing everyone across different backgrounds to participate equally. Instead, inclusive Leadership means bringing inclusion to life, whether that is in an interpersonal relationship, a work group, an organisational system, or a community (Ferdman, 2021, p.38). More specifically, Bodhananda and Menon (2019, p.1) state that it is a space to understand group and individual psychology of social interactions both from a traditional and modern perspective. On a similar note, Booysen (2021, p.208) says that inclusive leadership is an individual that is fully part of the whole, directed, aligned, and committed toward shared outcomes for the common good of all, while retaining a sense of authenticity and uniqueness. However, in order to become an inclusive leader, one needs to look beyond the point of just assuring that everyone is treated equal and instead make sure that equity is present within their practice. 

To be more specific, as practitioners it is their role to not only have equality but equity within their practice.  It is very important that practitioners within the early years field understand the difference between the both. According to Lumby and Coleman (2016, p.8), the term equality is often used in correspondence with the word sameness. For instance, boys and girls are equal so they should be treated the same. Some people believe that treating everybody the same embodies equality. For example, those who are at the same level of talent and ability and have the same willingness to use them should have the same prospects of success, regardless of their initial place in the social system (Lumby and Coleman, 2016, p. 8). However, that is not always the case, especially within the early years, that is why practitioners need to embody both equality and equity within their work. The difference between both is that equity recognises that the playing field is unequal and attempts to address the inequality (Linton and Davis, 2016, p. 1). Equity is the solution for addressing imbalance in the social systems, it is the process of treating everyone justly according to their circumstances not treating everyone the same (Online Public Health, 2020).

On a similar note, the word diversity has a close connection with being an inclusive leader. As stated by Coleman and Lumby (2007, p.1) diversity is the range of characteristics which not only result in perceptions of difference between humans, but which can also meet a response in others which may advantage or disadvantage the individual in question. It is often used to admit that there is a wide range of different people within the world, that all have different cultures, religious beliefs, ethnic groups, languages, physical features, socio-economic backgrounds, gender and sexual orientations. To put it simply, diversity is about recognising the value of difference. 

The reason as to why practitioners need to understand each of these terms is because they all come together to form what makes an inclusive leader. Bourke and Titus (2020) say that inclusive leaders share six signature traits, visible commitment, humility, awareness of bias, curiosity about others, cultural intelligence and effective collaboration.  All of which embody and embrace diversity, equality and equity within their work. Without these six signature traits one cannot become an inclusive leader and allow for all voices to be heard and appreciated (Weiss, Et.al, 2018, p. 389).

When faced with a scenario all early years practitioners need to respond in an inclusive way ensuring that they embody what an inclusive leader is. For example, a single parent father has overcome his addictions to alcohol and has been assessed and deemed fit to be able to care for his son Cole on his own. The teacher noticed that the father John stands alone in the playground during pick up and drop offs. It is noticeable to see those other parents, in particular female parents look at him but do not offer to invite him to join in with their conversations. It is very evident that John gets nervous around teachers and is reluctant to stay any longer than what is necessary. While the son is doing well with his studies, he does not have many friends inside and outside of school. 

Firstly, the teacher identified the problem and because they were trained in safeguarding procedures knew they had a responsibility of assuring that Cole is cared for and that he feels safe within school (Wash, 2020). While the teacher does not suspect that Cole is at potential risk of harm, the teacher still has a duty of care to both Cole and his father John. For example, as stated under the Social Services and Well-being (Wales) Act 2014, section 162 and 163 there must be arrangements to promote co-operation with relevant parties and others.

Following guidance and legislations, the teacher reported the situation to the head of body, the headteacher. This is keeping in line with schools’ legislations, which will allow for collaborative leadership. To be more specific, this is a leader who fosters leadership skills in others and empowers them to be responsive to ones needs, it allows for a shared sense of responsibility that helps facilitate goal achievements (Martin and Rains, 2018, p. 1). Not one person can handle all the responsibility, by sharing and allowing others to have their say in the matter will provide the opportunity for more broad-based achievements. In this case it will grant a more inclusive approach, allowing for all parties involved in the scenario to be heard and appreciated. 

Cole has always been good with his schoolwork and is a very capable learner. And since returning to his dad care, there has been little to no change to Cole’s academic studies. The teacher had seen that Cole is very shy when it comes to participating with the class and in groups. It is noticeable to see that Cole struggles during these times and will choose to take a backstep and allow others to take more prominent roles. An example of this would be when Cole was assigned to a group, to discuss about the learning topic, during this time Cole was reluctant to share his opinion and only spoke a few times when asked to by his group. However, when given an individual task, he better succeeded and often finished the task before his classmates. 

After witnessing these events, the teacher identified that Cole is having issues with interacting with his peers. As a result of this the teacher investigated further by joining in with Cole when playing alone with the toy construction vehicles. By initiating this flow of communication will allow for the teacher to actively listen to the child’s voice to come to know and understand the child’s needs and interests and information that enables the teacher to respond positively to their needs (Murray, 2019, p.1). Secondly, it was astute of the teacher to choose to have this conversation when Cole was playing because according to Coplan and Rudasill (2016, P.73) there is an emphasis on practitioners to have one-to-one interactions with children in play-based situations. In addition to that, by having the teacher open this line of communication will also facilitate their skills of becoming a more inclusive leader. For example, as an inclusive leader they should ensure that there is an environment where everyone feels welcome, valued, and respected (Newstead and Isles-Buck, 2019, p.64).

During the time that the teacher interacted with Cole he opened up and discussed how he felt as though he does not belong and expressed that he felt different from his classmates because of the situation of him being taken away from his dad. It is emphasised that children need to have a sense of belonging which is created and facilitated through trusting relationships and inclusive environments (Eaude, 2020, p. 112). Since Cole does not believe that he belongs with his classmates can mean that barriers such as a lower success rate, lower academic performance and less engagement can appear in the near future (Cemalcilar, 2010, p.245). As well as that it can also have negative effects on Cole’s well-being and mental health. As an inclusive leader this barrier can be overcome by providing opportunities for Cole to interact with his classmates. This should be done in environments that Cole feels safe within and has an interest in. By doing this it will allow for Cole and his classmates to share an exchange of words, knowledge and eventually information about themselves to demonstrate to Cole regardless of what your background is you will not be judged or neglected because of it.  

As previously mentioned, there is also a duty of care to John the father as well as Cole. John has been exhibiting signs of stress. For instance, he had been twitching and fidgeting, avoiding people, distracted, and becoming irritated at little things (Hughes et al., 2019, p. 119). The teacher was able to recognise the signs during pick up times and choose to ask dad why he was feeling these worries. Dad was very quick to dismiss the situation by giving a brief, short reason. He stated that he was fine and that there was nothing to worry about. 

The relationship between dad and Cole’s teacher is one sided. John is often reluctant to talk to Cole’s teacher, he will only engage in a conversation if it is necessary. This is highly likely why John chooses to dismiss the stress situation when asked further about it. The teacher had offered multiple opportunities for dad to engage in conversation, so that they could build a healthy relationship. This is incredibly important because according to Powers (2016, p. 2) having a healthy relationship will allow for us to negotiate the situation better, it will provide us insight on both Cole and John’s needs, it will allow for Cole to have the best, as well as providing John with the best experience. Similarly, as an inclusive leader this situation can be overcome by providing more opportunities for the dad to engage with the teacher. This can be done by providing John with power in the relationship. As highlighted by Scanlan and Johnson (2021, p. 234) most often parents feel and are typically treated as less than the professionals. By handing over the power to dad, this will grant him a sense of respect and value which should facilitate a healthier relationship. 

Dad has been suffering from alcohol issues for a long time which consequently caused for Cole to be taken out of his care. Since this issue dad has become sober and sees a regular alcohol support worker. He continues to work hard to remain sober and because of this has been allowed for Cole to return to his care. The condition of this agreement is that John has weekly meetings with his alcohol support worker and has regular check-ins and visits from a social worker. 

John has been receiving regular assistance from his alcohol support worker, which is an individual with similar conditions or circumstances that help him fight his alcohol problems (Tracy and Wallace, 2016, p. 143). The exchange between both has been seen to be very successful. Which is why it is important to work in partnership with multi-agencies because it grants opportunities for everyone to work towards shared goals and achieve positive outcomes for all parties (Martin, 2018, p. 153). One of the reasons why John has progressed so far is because there is a mutual understanding in the relationship. It is essential as an inclusive leader that everyone is treated fairly and not based on the stereotypes that they fall into (Bourke, 2016). This is evident to see in the relationship because John feels comfortable to confide in the alcohol support worker, which has consequently aided him in fighting this addiction. 

However, the same cannot be said with the social worker. Dad often feels uncomfortable when the social worker is around and feel that his actions are being judged and criticised.  As a result of this, he finds it hard to communicate and express his true feelings because of the fear that they may deem him unfit to care for his son. Although the social worker meant no harm, this issue needs to be addressed. The social worker should raise this issue with the dad. However, according to McCarthy and Galvani (2012) how you raise the issue is probably more important than what you say, it is key that you listen with empathy and support for positive change. By addressing the issue will allow for John to collaborate in the process and express how he feels and suggest alternative ways that the social worker can explain things and communicate with him. 

Since Cole has been returned to his dad’s care, during school pick-ups and drop offs dad has felt scrutinised by the other parents on the yard, more particularly the female parents. Due to dads’ current position, he believes that the other parents do not approve of him being able to care for his son. This can have serious repercussions on dad, especially to his mental and emotional health. For instance, Alexander (2020) says that it can impact people’s self-esteem, it can tap into and re-trigger any shame processes that might exist already from pre-routed experiences and it can be hugely damaging to any human’s psyche. It is important for John to feel acceptance in this community because schools do not exist in isolation, they are a key part of a network and a community (Welsh Government, 2016). If dad does not feel welcomed by the parents on the yard, how is he meant to feel accepted within his community. In order to embody an inclusive leader, there needs to be opportunities for John to be able to involve himself in community life. As well as opportunities for the parents to understand that not all people conform to the typical stereotypes and judgements that the society proclaims. A way in which this can be done is by changing the school’s culture and ideals, by changing it here will allow for mutually beneficial school and community outcomes (Arar, 2020, p. 150). For example, providing, events such as dad groups and get to know the parents, similarly also educate parents about examples of similar situations to Johns, help them to understand what John could be feeling. 

On a similar note, the same strategies can be employed with Cole. Because Cole does not have a lot of friends inside and outside of school, opportunities to attend youth centres and community groups such as scouts, book clubs and football club, should be afforded to him. By doing this it will mean that Cole can communicate with his community and form friends. In addition to that, as the National Education Association states it takes a village to raise a child. The benefits of community involvement are vital to a child because it sends a powerful message to children saying that you are important, you are loved and that you belong, it is a message that holds great strength which empowers every child (Children’s bureau, 2018).

In conclusion, to overcome this situation action needs to be taken. As an inclusive leader there is a placed responsibility to ensure that everyone involved is respected and valued. There needs to be inclusion and a shared understanding amongst all, that illustrates that everyone is unique and therefore should not be judged because of their circumstances. 




Section 2 

Within the early years sector there are various types of policies that come to form and guide professionals during their practice. They are a set of rules or guidelines that your employees can follow to achieve compliance (Lane, 2018). Similarly, Baldock, Fitzgerald and Kay (2013, p. 3) states that policies allow for those people working inside an organisation to think coherently about what it is they are trying to achieve, more specifically what is needed to achieve it. Policies are extremely important to professionals because they ensure consistent and good quality provision in the setting, which is essential for providing good quality service to young children (Tusla, 2018).

For example, the Wishing Tree Nursery has an excellent policy, that recognises and combats the challenges of diversity and inclusion. This can be seen instantly at the beginning of the policy, with them highlighting the intention of the document. It is stated that “the nursery takes great care to treat each individual as a person in their own right” (Wishing Tree Nursery, No date). Children need to be treated fairly regardless of race, religion or abilities (Early years matters, 2007). Furthermore, children develop in holistic ways and professionals need to provide enabling environments to allow them opportunities for development. For instance, Hodgman (2012, p.2) suggests that a key part of an enabling environment is a space that acknowledges the unique child. Therefore, it is essential that children are surrounded by an inclusive environment, that embrace all backgrounds because it can have huge effects on children. 

On a similar note, all employees at the Wishing Tree Nursery will “continually improve our knowledge and understanding of issues of equality, inclusions and diversity by ensuring regular training of key staff” (Wishing Tree Nursery, No date). Clements and Jones (2008 p.139) believe that a key purpose of learning about diversity is to increase people’s knowledge of the issues. Furthermore, having training on these issues will grant the professionals the ability to make themselves aware of any bias they may have. This is an especially important skill to have because it is one of the characteristics that make an inclusive leader. As an inclusive leader it is important to have an awareness of bias because according to Beneke et.al. (2019, p.75) children learn through interactions and observations and pick up on other behaviours for instance, a book that has all white characters may suggest that whiteness is superior. 

Similarly, as well as the policy being aware of possible bias it is also aware of cultural intersectionality. For example, the policy wants to have an inclusive practice by “encouraging positive role models through the use of toys, imaginary play and activities, promoting non stereotypical images and language” (Wishing Tree Nursery, No date). More specifically, they want children to be curious about others. For example, Hallett (2016, p.2) says that it is important for children to make links between their own and others experiences so that they are aware of similarities and differences and to feel a sense of connection and belonging. The same can be said for the leaders, it is important that they have an open mindset and a deep curiosity about others (Bourke and Titus, 2020) and allow for all people to feel included because the more that they are, the more they will speak up and go the extra mile and collaborate. Katz, Miller and Biggs (2021, p. 342) agrees with this and states that it is needed in order to become an inclusive leader and have inclusion within practice. 
Furthermore, the policy is also promoting diversity and inclusion by celebrating “festivals throughout the nursery, ensuring that we include those events that are relevant to the children attending the nursery” (Wishing Tree Nursery, No date). Children who feel little or no connection to their setting are more likely to suffer from a range of negative emotions and behavioural problems (Van Caudenberg, Clycq, Timmerman, 2020, p. 429). Additionally, they “include and value the contribution of all families” because families are the ones that have the greatest effects on their child’s understanding, knowledge, and learning (Grusec and Danyliuk, 2014, p. 1). They aim as inclusive leaders to offer a sense of inclusion to families so that they can also feel valued, respected, and included. To be more specific, they want all parties to have power because according to Ho (2012, p. 253) the sharing of power among everyone can encourage active participation in decision making and increase overall achievement. 
In addition to that, the policy has been designed with minority groups in mind. For example, the policy will “offer meetings and support to parents/carers and their children where English is an additional language” (Wishing Tree Nursery). As well as providing “equal opportunities and inclusion for all children and their families” (Wishing Tree Nursery, No date). Within the policy there is clear understanding of the emphasis and need for smaller groups to also have equal and equitable experience. Moreover, Welsh Government (2015) says these experiences grant opportunities to obtain awareness of the best ways to equitably support and understand what matters to them.

This policy is very detailed and takes into consideration the challenges of diversity and inclusion. However, there is an issue within the policy, this being that it states, “comply with various Acts of Parliament” (Wishing Tree Nursery, No date). It lacks detail and information about what acts they are following, there needs to be more detail to show how they are intending to use acts to address the issues of exclusion and diversity. Kelly (2020) says that policies build a strong corporate culture that aid in understanding the core ethical values behind the policy. More importantly, employees can not follow policies that fail to significantly address its intentions (PowerDMS, 2020). 

Overall, the policy is very comprehensive and has addressed diversity and inclusion, it states what they intend to do and how they will approach the situation. In addition to that, they are committed to implementing quality practice by taking every step and measure that is required. For instance, ensuring training, ensuring an understanding of all matters, as well as expanding their resources to other agencies when essential. Furthermore, the policy also takes into consideration families as well as their children because they are a fundamental aspect of inclusion.  





Section 3 

In society today people are often categorised or put into boxes depending on factors such as age, religion, ethnicity, gender, appearance and so forth. So much so that the world has come to associate certain behaviours with certain personalities, appearances or boxes that you fall into. This is called stereotyping, a common example of this is that women cannot do a job as good as men or all teenagers are rebels. According to, Lustig and Cilio (2018, p. 1) stereotypes are the generalisation of certain characteristics. Similarly, Nadler and Voyles (2020, p. IX) highlight those stereotypes have powerful influences on interpersonal interactions, reactions and outcomes. Due to this it is now more important than ever that stereotyping needs to be stopped with in the early years sector. 

During a child’s development, those first five years of interactions nourish their development and play a vital, pivotal role (Dickinson and Morse, 2019, p. 11). Therefore, children’s development can be adversely affected if they were to be stereotyped. For example, Priest et al. (2018, p. 1) states that children from racially stigmatised and ethnic minority groups experience substantial inequalities across a range of health and development stages. Dewar (2020) agrees with this by saying that people who are stereotyped suffer immediate dips in their working memory performance, which are the skills to pay attention, follow directions and execute plans.

As early years practitioners it is their duty to be role-models to children and implement the best practice so that children are awarded with the best quality of care (Hayes, 2011). Therefore, strategies and approaches need to be implemented to combat the issue of stereotyping children. The first being is to improve practice and ensure that there is more inclusion and involvement for all children. More specifically, practitioners need not to assume the child’s need based on their visible characteristics (Devarakonda, 2021, p. 11). This can be done, by having honesty and openness amongst professionals to allow them to reflect on their practice and any biases they may carry (Tradewind Australia, 2020). Furthermore, this will also grant professionals the opportunities to facilitate characteristics of an inclusive leader and motivate others beside them to work harder for inclusion. 

On a similar note, Skocajic et al. (2019, p. 163) states that children start to adopt gender stereotypes by the age of three. And being surrounded by the stereotypical perceptions are not helping towards demonstrating an inclusive world. Take story books as an example, De La Mare (2019) highlights that adventure stories for children were twice as likely to have male protagonists than female protagonists. The function of books plays a key part in creating and raising ideas to children in an accessible way (Moya-Guijarro and Ventola, 2021 p. 2). Therefore, they need to adopt the use of presenting alternative views to the children for example, having two female leads, or different coloured skins characters, or having characters of different ethnicities, is essential. Furthermore, there has been triumphant success with The Black Nursery adopting the use of coloured dolls and resources within their settings to illustrate to the children, there is no majority group, everyone is equal and equally valued. 

If we continue on this path of stereotyping individuals, the cycle will continue, and more children will start to feel the negative effects. Therefore, it is now more crucial than ever to embark on change so that future generations can have a better and more inclusive experience in the early years. 
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