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[bookmark: _GoBack]What is leadership?
Kruse (2013) and Rodd (2012) states that leadership is a process where the leader influences others to succeed or can organize other people’s ideas to benefit the end result. Leaders do not have to be managers or people with influence on others, a leader is someone with respect and trust from others to get the best results for the team. Rodd (2012) also states a leader is not alone, to be an effective leader is to work together as a team and inspire each other to reach the best results. 
According to Kellerman (2004) being a good leader is adaption to new ideas and situations, behaving with integrity to others, has a voice and creates a shared view. However Kellerman (2004) also states that leaders from around the world do not always share these traits as they can be dishonest, deceitful and do not adapt to change nor listen to others views. Also the assumption that all good leaders are good people is also an understatement as this is not always true. 
Suggested by Bass and Stogdill (1990) leadership makes a difference in colleague’s performance and satisfaction. It does not matter what kind of leader is present as they can still make a positive or negative impact on colleagues and the organisation. To be a respectable leader colleagues should have a say in decision making and have their voice heard as respect is gained by trust and worthiness.  
Leadership in the Early Years 
Effective leadership within the Early Years according to Dunlop (2008) and Moyles (2006) is to provide a quality service to the children and parents within the organisation. An effective leader should reflect upon actions and decisions, to show professionalism towards staff and parents and also listen to the voice of others and to implement collective decisions.
Dunlop (2008) states that an effective leader should possess a number of leadership styles to be an effective leader within the Early Years as working within the Early Years requires different styles for different situations. However according to Pen Green (2005 cited in Dunlop, 2008:5) to be an effective leader a visionary leadership style is considered appropriate within the Early Years as practitioners are there to transform a child’s chances within life and this can only be done through a visionary leadership style. 
Goleman, Boyatzis, and McKee (2004 cited in Rodd, 2012:57) state that there are six leadership styles which are to be used within different situations, and an effective leader should master all six styles. A visionary leadership style is an authoritative style which would benefit a team which needs guidance, vision and a clear direction in which to follow. 
Eagly and Johnson (1990) state that a male practitioner would favour the authoritative style as men lead in a task oriented style which is to delegate the workload and focus on deadlines. And a female practitioner favours the democratic style as females lead within an interpersonally oriented style which is to focus on strong bonds with the team. However Rodd (2012) disagrees with Eagly and Johnson (1990) and states that currently there is no evidence showing men and women possess different leadership styles according to their gender and there is far greater emphasis on communicational and interactive skills are of far greater interest to becoming an effective leader than gender.  
However Rodd (1997) disagrees with Pen Green (2005 cited in Dunlop, 2008:5) and states that there is no room for an authoritative leader within the Early Years setting and states a more democratic and cooperative leader is beneficial within the Early Years and an effective leader should possess numerus styles to work effectively within a team. 
However Rodd (2005, cited in Parker-Rees et al. 2010: 114) suggests a need for Early Childhood Leaders to change their ways of leadership within the Early Years as the curriculum has changed to working on the child’s interests and listening to the voice of the child. Current leadership styles do not have an influence within the new curriculum and change needs to happen to provide the child with the best quality of care. 
Is there a difference between leadership and leadership within the Early Years?
According to Rodd (1997) leadership within the Early Years has taken a great step forward within the last few years as professionals have recognised there is a difference between leadership in general and leadership within the Early Years; as within the Early Years the child’s voice must be heard. Rodd (1997) states that the government has placed great emphasis on quality services. With effective leadership there has been a great difference of improvement with the services provided to young children. There is greater emphasis on training to be an effective leader and how to guide the team with a collective view and respect for each other. 

A leadership style example  
Goleman, Boyatzis, and McKee (2004 cited in Rodd, 2012:57) state that there are six leadership styles within their research. 
· Visionary – this is connected to the authoritative style
· Coaching – a nurturing style to improve individuals strengths and performance
· Affiliative – a style which builds on relationships and creates bonds
· Democratic – an authoritative and participative which listens to others and values their contribution
· Pacesetting – sets challenges to get  high-quality results
· Commanding – gives direct orders when in a crisis. 
Rodd (2012) states that all these styles are useful at times however skill is required with assigning the right style to the right situation. It is important for professionals within leadership roles to gain access to training, development opportunities and to be professionally prepared to practice these styles.  
This portfolio will now examine three leadership styles –
1. Autocratic style
2. Democratic style
3. Laissez-faire style

Autocratic leadership style 
According to Bhatti et al. (2012) an autocratic leadership style is an authoritative style which gives direction and deadlines to colleagues within the workplace.  By giving clear instructions the autocratic leader provides colleagues with order and gains peoples trust. 
Omolayo (2007) agrees with Bhatti et al. (2012) and states that an autocratic leader sets out tasks for colleagues to complete, the leader will make all the decisions whilst maintaining a master-servant relationship with other members of the group. 
Bass and Stogdill (1990) agrees with both Bhatti et al. (2012) and Omolayo (2007) and states an autocratic leader has an idea and persuades colleagues in a persuasive way that their idea is the best one to follow and gives orders on how to achieve it. However Bass and Stogdill (1990) also states there is a place for these leaders as it is a very harsh way of leading a group and it does not give praise to colleagues nor does this way listen to others views. 
Hackman and Johnson (2013) state that an autocratic leader does not value others ideas and suggestions to tasks other than what is being asked of colleagues to do as an autocratic leader feels intimidated by others ideas and feels their ideas and ways of doing tasks are the right way. 
Example of an autocratic leadership style 
With previous experience with this style there was a leader within my workplace who always used this style of leadership. He was a man working within the Early Years sector. He would have the say on which children you would have as key children even if another colleague had a stronger bond with that child than you and he would not listen, he would decide what would go up on displays and who’s work would go up even if that child’s work was already on another display. Once the morning routine would be over he would dictate what would be happening that afternoon and what chores needed to be done first. If for example there would be paper work to do on your key children’s files he would say who went first and what you needed to do. If you had an idea for the room or outside area he would say I don’t think that idea would work. If you felt that his idea was not working you would have to go above him and speak to the manager. A few staff did not like the way he lead the room and left because of it. He would not give praise to the group on completion of a task and the group’s performance would clearly show it was lower against those in other rooms. The satisfaction and enjoyment of coming to work was at a low and parents started to ask questions when experienced staff members were leaving the organisation. 
As Bass and Stogdill (1990) suggested above; different leadership styles affect a colleague’s performance and satisfaction in different ways. This particular example had a negative effect on co-workers morale and performance. 
Omolayo (2007) states that the effects of different leadership styles has a detrimental effect on the group as Bass and Stogdill (1990) also state. However Omolayo (2007) suggests an autocratic leadership style has its uses in certain situations. 
An example of when to use an autocratic leadership style 
An autocratic style can be used within an emergency situation when direct instructions must be used and trust in the team to carry out instructions correctly is essential.
However it can also be used within a disciplinary case as a direct approach is necessary within this kind of situation as no input form the colleague is needed as a direct form of punishment and approach is advised.
ACAS (no date) suggest a disciplinary meeting should be formal and to set out the problem areas in a formal direct manner and to deal with the situation promptly and precisely by following the set guidelines. 
Bass and Stogdill (1990) agree with these examples as by adopting this autocratic leadership style for certain situations, it benefits the whole organisation as trust can form and overall performance is gained as colleagues can see that certain situations needs to have an authoritative direct approach to get the results and respect needed for the organisation to overcome that situation. 
Nutbrown (2012) review on the Foundations for quality: the independent review of early education and childcare qualifications, states that to be an effective leader training must be given to provide the leader with skills to improve the quality and performance of the group and organisation. This suggests that the above example of an autocratic leadership is not acceptable at all times as it does not improve the quality and performance of the organisation as Nutbrown (2012) suggests. Tickell (2011) also agrees with Nutbrown’s review and suggests appropriate training within the Early Years on how to be an effective leader should be introduced to the sector as an effective leader has a great impact on the quality of care the organisation provides. 
According to Tickell (2011) there is a repeated importance on well trained, supported and experienced employees within the workplace to support the development of children.  However this has yet to become an Act of Parliament and the sector is not supporting the child’s outcomes as there is a considerable amount of unsupported and underqualified staff within the sector as the example above on a continuous autocratic leadership style within the Early Years gives examples of an unexperienced leader. However as Eagly and Johnson (1990) stated above that a male practitioner would favour the authoritative style as men lead in a task oriented style which is to delegate the workload and focus on deadlines; this would contradict what Tickell (2011) and Nutbrown (2011) state that the leader would need more training to becoming an effective leader. 
Democratic leadership style 
Eagly et al. (2003) states that a Democratic leader would listen to the group and then make a decision as to what is best, however a democratic leader does not lead alone, they must have a group of professional trustworthy people around them to make a collective decision. 
Foels et al. (2000) suggest that colleagues may be more satisfied by a democratic leader as a democratic leader listens to the views of others and shows respect to fellow colleagues. 
According to Fiedler (2006) his theory on The Contingency Model emphasises the role of the leader to possess two types of leadership styles and to adapt these styles in certain situations. One being autocratic which Fiedler’s describes as the task orientated style and the other being democratic - the people oriented style. Fiedler (2006) discusses the importance of satisfaction within the workplace and describes that the people oriented style (democratic style) benefits the whole organisation as this style collaborates with others and does not have an autocratic approach to fellow colleges. 
Lewin et al. (1939 cited in Bhatti et al. 2012:194) agrees with Fiedler and states that a democratic leadership style is considered beneficial within the workplace as it increases performance and worker satisfaction within the organisation. 
An example of a democratic leadership style 
Within my last assignment as a group we prepared and presented a meeting which was intended for a nursery setting. The manager spoke about our job roles and listened to our views. The manager trusted our instinct and information on the arising matters and took it upon herself to add praise when needed and give feedback on how our input on the decisions benefitted the group. In turn each of us had a say in what would benefit the organisation and how we could go about improving the quality of care we provided for the children. The manager took our suggestions on board and appointed tasks for each of us to complete. We felt our job satisfaction and performance was greatly appreciated and felt we worked very well as a team. We also knew that the manager had a final say in any decision made however we trusted that she had listened to us and took our views on board before making the final decision. 
Other examples of when to use a democratic leadership style 
A colleague’s appraisal would be an example of a democratic leadership style as within an appraisal the colleague has an input on what they would like to focus on and gain knowledge and increase their professional development. The managers role would be to document the employee’s points and suggest ways of improvement and courses the employee could attend to enhance their professional development. There could also be sensitive matters which the manager could develop a different style within the appraisal as Fiedler (2006) states. However on a general appraisal the manager takes on the role of a democratic leader. ACAS (no date) suggests within an appraisal, a leader would take on a people person role which also coincides with Fiedler‘s (2006) research of a democratic leader. 
Katzell (1987 cited in Bass and Bass, 2009) stated that a democratic leader enhanced colleague’s morale by providing rewards for their performance and treating colleagues with equal respect. This emphasises the organisations success rate and performance of the workforce. 
Jago (1982) agrees with Katzell (1987 cited in Bass and Bass, 2009) and states that a democratic leader provides colleagues with the opportunity to express their own ideas and accomplish individual needs to complete a group task within the organisation. This provides confidence to colleagues and increases self-esteem and group performance. 
Fiedler’s (2006) research on The Contingency Model has shown that colleagues favour the leader which is a people person leader (democratic leader) as colleagues find this type of leader to be more responsive to ideas, emphasises group participation in decision making, increases morale and performance within the group. This research shows and agrees with Jago (1982) and Katzell (1987 cited in Bass and Bass, 2009) statements on the democratic leader showing empathy and consideration towards colleagues within the group or organisation and increases group performance which emphasised the quality of care within the organisation. 
Hackman and Johnson (2013) state that a democratic leader does not feel intimidated by other colleagues and involves colleagues in decision making and accepts personal ideas and contributions to tasks as a democratic leader believes others can do tasks that are assigned to them. The moto of a democratic leader is that two heads are better than one and ideas flow freely from one to another and tasks can be completed efficiently that way. 
House and Mitchell (1975) state that the Path Goal Theory suggests a leaders behaviour is important for decent performance as its purpose on the impact to work colleagues perceptions of paths to goals and the attraction of the goal. When a leader creates an attractive goal and a goal worth working towards, the performance and satisfaction of the work colleagues increases. Therefore the behaviour of the leader towards their work colleagues increases performance and satisfaction between the group. This links with Hackman and Johnson’s (2013) statement on the leader not feeling intimidated by colleagues; however they involve the group within making a decision on the task in hand. And treating everyone as equals as Jago (1982) and Katzell (1987 cited in Bass and Bass, 2009) state. 
Laissez-faire leadership style
According to Hackman and Johnson (2013) laissez-faire leadership style has been named non-leadership by many researchers. This style involves the leader to withdraw from colleagues and offer little or no support or guidance. This type of leadership style is not favoured by most as it provides no leadership and an absence of leadership in some organisations. However Hackman and Johnson (2013) also states that this style can be advantageous to some organisations as the laissez-faire leadership can be seen as trust in fellow colleague’s to do the task without any form of guidance and produce the completed task to the leader once accomplished. 
Nutbrown (2011) states that practitioners should be supported within their roles within the Early Years to provide quality care for children. However if a leader is a laissez-faire leader then practitioners will not be getting the support they need from their leaders to for fill their job requirements and professional development according to the description of a laissez-faire leader stated by Hackman and Johnson (2013). 
Omolayo (2007) states that a laissez-faire leader gives colleagues total control over the work load and has a non-interference policy to give the group freedom to work, however there is no means of measuring whether targets are met. .
An example of a laissez-faire leadership 
Hackman and Johnson (2013) give an example of a laissez-faire style, when a leader is reaching retirement and has no further desire or passion in the organisation nor workforce.  They could be seen as a laissez-faire leader as there would be no guidance to support practitioners where there could have been guidance before. This situation could see the respect for the leader crumble as they would not support practitioners to the end of their career. However as Hackman and Johnson (2013) state it also depends when this situation is happening is it two weeks or so before retirement or is it six months before. The timescale has an effect on the leadership as if it is two weeks before then the organisation could be preparing to farewell the leader and put tasks on hold to participate in farewell activities.  However if it is six months before retirement then the workforce could lose respect for the leader as they aren’t given guidance nor support on how the organisation would be able to carry on without the leader. This would have an effect on performance and an effect on the organisation. 
Other examples of when to use laissez- faire leadership 
Bass and Stogdill (1990) state that any leader can sway from different leadership styles from time to time, however as long as they are consistent in one and then use different styles only when there is a need to use them. 
This example coincides with Bass and Stogdill (1990) statement as a democratic or autocratic leader can be laissez-faire leader after an inspection within the Early Years as the whole workforce would have worked incredibly hard to achieve the results from the inspection; a leader could be laissez-faire on the day after as the workforce is tired and as a thank you the leader would not give any tasks to the workforce and have a relaxing day of having fun within the organisation. 
Another example would be as some organisations call it fun Friday (Raghavan, 2012) where colleagues are in the Friday mood and have completed the tasks for the week on the previous day. A laissez-faire leader would not push further tasks on their work colleagues on a Friday and as an alternative give them  free rein to do what they wished for that day within the organisation. Alvesson and Sveningsson (2003) suggest this is seen as a respectable leader if they can move between different leadership styles with regard to certain situations and can be seen to increase morale and performance within the group. 
According to Alvesson and Sveningsson (2003) the laissez-faire leader is favoured above an autocratic leader within organisations as a laissez-faire leader trusts the workforce to produce the completed task by the deadline without the need to interfere. This is seen to produce a consistent work load and less stress on the workforce by the leader. 
However Frischer and Larsson (2000) disagree with Alvesson and Sveningsson (2003) and state that there is no room within any organisation for a laissez-faire leader if the organisation wishes to succeed. As a laissez-faire leader is seen to be weak and does not provide guidance nor support to colleagues. 
As Nutbrown (2012) states above, training must be given to an underperforming leader to enhance the quality of care the organisation provides for its workforce and customers. 
Walker (1995) suggests that Neugebauer’s Theory on the four typologies; task master, comrade, motivator and un-leader has links to the laissez-faire leadership style with regard to the un-leader. The un-leader would be a leader that does not put pressure on colleagues to complete task on a deadline nor would they provide support to members of the group. The un-leader and the laissez-faire leader would respect the group to accomplish the task when they are ready and provide guidance only when asked to. 
All the leadership styles above require a good level of trust within the group and each style is different (Walker, 1995). However one leader can pose each style in different situations (Bass and Stogdill, 1990).
To conclude 
An effective leader must gain trust and respect from fellow colleagues (Kruse, 2013) and (Rodd, 2012). This can be done by the leader listening to others ideas and behaving with integrity towards others (Kellerman, 2004). However it doesn’t matter what kind of leadership style chosen, an effect on colleagues performance and satisfaction will be seen whether that be a positive or negative effect. 
Leadership in the Early Years however is to provide a quality service Dunlop (2008) and Moyles (2006). The leader should show professionalism towards others and listen to others suggestions and ideas to make a collective decision as the childs voice must be heard when working within the Early Years. An effective leader should choose a number of leadership styles; as working within the Early Years requires different styles for different situations (Dunlop, 2008). Gender within the Early Years could see male practitioners favouring the autocratic style and females favouring the democratic style (Eagly and Johnson, 1990). However Rodd (2012) states that there is no clear evidence to support this. 
According to Pen Green (2005 cited in Dunlop, 2008:5) a visionary leadership style is beneficial for the Early Years as it is seen to transform a child’s chances within life. However Rodd (1997) disagrees with Pen Green (2005 cited in Dunlop, 2008:5) and states that there is no need for an autocratic leader within the Early Years and a democratic leadership style would be beneficial and a effective leader should possess numerus styles to work effectively within a team. However Rodd (2005, cited in Parker-Rees et al. 2010: 114) states the need for change within the leadership styles working within the Early Years as the curriculum has changed as the child’s voice and interests must be heard. Leadership within the Early Years is different than leadership in general according to Rodd (1997) as professionals have recognised leadership training has had an effect on the quality of care provided for children. 
An Autocratic leadership style is a style that uses authority to set goals and gives direction (Bhatti et al., 2012). Omolayo (2007) states that the leader sets out tasks for colleagues to complete and the leader will make all the decisions whilst maintaining a master-servant relationship with other members of the group.
A democratic leader is different to an autocratic leader as a democratic leader listens to others and takes a collective view from others before making the final decision (Eagly et al., 2003)
Fiedler (2006) theory on The Contingency Model states that there are two types of leadership styles; one being the task-master (autocratic style) and the other being a people orientated style (democratic style). Fiedler (2006) states the importance of job satisfaction, and discusses that the democratic style benefits the whole organisation as this style collaborates with others and shows respect to colleagues. 
Hackman and Johnson (2013) states that a laissez-faire leadership style involves the leader to withdraw from the group and not give guidance or support to fellow colleagues. 
However Frischer and Larsson (2000) states that a laissez-faire leader within any organisation should not lead if the organisation wishes to succeed. As a laissez-faire leader is seen to be weak and does not provide guidance nor support to colleagues. 
However Hackman and Johnson (2013) also state that there is a place for a laissez-faire leader within certain situations within the organisation. 
All leadership styles require a level of respect and trust within any organisation and each leadership style is different, however one leader is capable of possessing each style within different situations if that leader has had the training, guidance and support to do so (Walker, 1995), (Bass and Stogdill, 1990) and Nutbrown (2012). 
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