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Thomas (2022) says that in early childhood and childcare settings, inclusive practice is a way of ensuring that everyone feels welcome. It recognizes that everyone has a particular style, pace and set of learning skills. Thomas (2022) continues that there is no possibility that children, parents or employees will feel excluded by maintaining a welcoming atmosphere. It is essential that all children, despite their uniqueness, feel part of their surroundings. To ensure that inclusion is achieved, settings should aim to apply a few easy strategies.
According to Ferdman, Prime and Riggio (2020), inclusive leadership is the ability to serve as a leader in maintaining inclusiveness across other cultures, groups, organizations and communities. It promotes belonging across all identities, allows participation, hears everyone's voice, and offers fairness and equity (Ferdman, Prime and Riggio, 2020).

According to Ferdman, Prime and Riggio (2020), inclusive leadership is the ability to serve as a leader in maintaining inclusiveness across other cultures, groups, organizations and communities. It promotes belonging across all identities, allows participation, hears everyone's voice, and offers fairness and equity (Ferdman, Prime and Riggio, 2020).
Nutbrown (2023) states that awareness of inclusion means gaining a respectful awareness of people, families, cultures, societies, workplaces and practitioners in order to eliminate unfair and exclusive practices. Colilles (2023, cited in Nutbrown, 2023) explains that anti-discrimination practices are needed to be included, as well as an awareness of when practice is discriminatory (Colilles, 2023, cited in Nutbrown, 2023).

A professional strategy of fighting racism, sexism, stereotypes, prejudice and unfairness is called anti-discriminatory practice (Colilles, 2023, cited in Nutbrown, 2023). Louis, Cave and Meah (2023) explain:
Discrimination can appear in various ways, such as a person's attitude, behaviour, curriculum and resources, or their values, beliefs and ideologies.
                                                                                                                               (Louis, Cave and Meah, 2023).


Ferry (2023) explains that talent can best be attracted to organizations by inclusive leaders from untapped talent pools. This is essential, not only because it means a company will have access to more high quality personnel, but also because it will provide insight into the views and experiences of previously underrepresented client groups. This can also provide insight into issues that teams with more uniformity have struggled with and been unable to address. The main advantage of inclusive leadership is its ability to unleash individual potential and foster an environment where all talents can flourish (Ferry, 2023).
(Ferry (2023) continues, according to research, teams with fair and respectful leaders who value diversity of thought and opinion, are 2.5 times more likely to have productive employees on board. That is, everyone who is led from an inclusive leader benefits from the opportunity to unleash individual potential, yet underrepresented talent benefits even more.

People who belong to historically underrepresented groups encounter more prejudice and barriers to their professional progress (Ferry, 2023) and would not realize their full potential if they do not feel that they are welcomed in company. Inclusive leaders provide underrepresented individuals with the knowledge, skills and resources they need to advance their professional development while empowering them to take charge of their careers (Ferry, 2023) by providing training, sponsorship and mentoring for people who they believe are under unfair treatment, and they also act as their advocates. Ferry (2023) notes that they also encourage people to speak up, be heard, and make the most of their contributions, which helps people become more independent
Why is inclusive leadership important?
It shows that the progress in the directory is strong for all young levels, learning when school administrators include the school community in making management and operational decisions (Florian, 2008; Jordan & McGhie-Richmond, 2014, cited in Agbenyega and Klibthong, 2022).
For example, inclusion, the series includes equivalent (DiPaola & Walther-Thomas, 2003; Florian, 2008; Sharma & Desai, 2008, cited in Agbenyega and Klibthong, 2022). Creating a school culture aside and eating are included among them (Carter & Abawi, 2018; Florian, 2008; Kugelmass & Ainscow, 2004; Lambrecht et al., 2020, cited in Agbenyega and Klibthong, 2022 ).
For a united return for equality, social justice, and regeneration for all, more secondary schools create effectiveness from contribution, empowering others, and paying attention to diverse ways of doing (Ainscow & Sandill, 2010; Lambrecht et al., 2020, cited in Agbenyega and Klibthong, 2022).
In addition, according to some authors (Day & Sammons, 2013; Eacott, 2016; Lieberman & Friedrich, 2010, cited in Agbenyega and Klibthong, 2022), the notes are typically marked for the discussion circles . seeing, beliefs and conventions and young people. According to research (Dorczak, 2011; Goddard et al., 2015, cited in Agbenyega and Klibthong, 2022), two sisters cherish people who work with them and show compassion towards others. You have to think about other aspects, ready to accept different elements without passing a barn, and that thinking is empathy.
Although research has noted promotional goals, the boundaries of teachers' successes show that the results in secondary schools (Sharma & Desai, 2008, cited in Agbenyega and Klibthong, 2022). According to Blaze & Anderson (1995) and Ernst & Yip (2009, cited in Agbenyega and Klibthong, 2022), boundaries set colleges, philosophical, paradigmatic, or physical.

When professionals create procedures that allow working across vertical, demographic, regional, and stakeholder boundaries, inclusive schools have the potential to be effective (Yip et al., 2016, cited in Agbenyega and Klibthong, 2022) . Leadership promotes collaboration across levels and hierarchies of authority and power by establishing vertical boundaries. Creating a school culture that encourages cross-functional collaboration is necessary for bridging horizontal divisions (Harris, 2005, cited in Agbenyega and Klibthong, 2022). The second time, Harris (2005) described bridging geographical boundaries as connecting different locations, bridging geographical and demographic boundaries as bridging different cultural, religious, age and class groups.
The literature has shown that inequalities in professional titles, ranks, power and privilege make it difficult for school leaders to collaborate effectively across levels of authority (Carter & Abawi, 2018; Harris, 2005; St Asaph, 2013 ; Cited by Precey, 2011, in Agbenyega and Klibthong, 2022). However, in inclusive schools, the ability of school leaders to dismantle power structures can lead to strong collaborative practice (Ernst & Yip, 2009; Lalonde, 2013, cited in Agbenyega and Klibthong, 2022). Leadership techniques, per Yip et al. (2016, cited in Agbenyega and Klibthong, 2022), including:

Call for a critical change in leadership from managing and protecting borders to creating direction, alignment and commitment across borders to support a better vision or objective. The process by which organizations move from rigid hierarchical structures to networked structures with cross-border movements of resources, information and people.
 (Redirected from Yip et al., 2016, p. 2 and 12).
Reflective Scenario
The hypothetical situation is based on a male father who has recovered from addiction and is assigned to take care of his son. The father appears uneasy with teachers, stands alone on the playground, and parents observe him but never engage him in conversation. His young son does well at school but has no friends outside of school. The little boy does not interact with professionals unless it is necessary for the requirements of the school.

The boy
Because the youngster shows feelings of isolation, it seems that inclusive leadership is not being used effectively in the situation. According to MentalHelp (2021) and Rubin et al. (2009, cited in Mental Health, 2021), if a child feels lonely, this could have an impact on the child's long-term health. Children who are lonely and depressed may feel cut off from others, which may cause them to withdraw socially (Mental Help, 2021; Rubin et al., 2009, cited in Mental Health, 2021)). According to Rubin et al. (2009, cited in Mental Health, 2021), a child who feels lonely may avoid participating in social activities. Because the boy in the scenario has no friends outside of school, his feeling of isolation may prevent him from establishing new acquaintances and may prevent him from making friends at all.
It should be considered that the father in the scenario feels very anxious around the staff. According to Ehmke (2023), if the child witnesses their parent being anxious, this can lead to the child behaving the same way. Children will seek information from adults about how to react in different situations and it is more likely that children will identify the same feelings. However, the boy in the scenario could be communicating with the staff in the same way that his father is.

According to Botril et al (2018) Inclusive leadership is used in the right way, this should make for better built relationships, but it all depends on staff relationships and boy is it moving forward or not. Practitioners should be considered approachable and that they listen to the child. This can be an important factor, focusing on whether the practitioners on the boys' lives are approachable. According to Murray (2019) stating that if we cannot make time and hear the children's voices then we show that we do not value the child's opinion. This shows children that we as adults do not respect their opinion.


Action Plan for the Child
Building relationships is essential for inclusive leadership to be effective, according to Bortini et al. (2018). Consequently, the plan should call on the teacher to set up a casual conversation to give the boy and the father the opportunity to talk and assure them that the boy's teacher is approachable and there to make both feel that they are welcome and supported. The young man could benefit from one-to-one time with the practitioners. The teacher and the team in the classroom should arrange daily check-ins each time the youngster enters the classroom and again throughout the day. The aim is for the boy to feel more comfortable, to be able to communicate any feelings with the staff, voice any choices, and let the staff get to know him.

Father
It is a matter of concern that the father does not receive inclusive leadership. The father shows signs of being nervous around the staff and feels left out with other parents. What the father has been through should be considered. Dad has overcome his addiction. However, dad has recovered from his addiction and should be celebrating. The father feels ashamed and guilty. According to Daniere et al. (2020), shame and guilt are classified as self-conscious emotions. People often feel guilty when they believe they have done something wrong. Freud (no date) explains that introducing the parents to the school is a useful initial step in order to promote parental involvement. The teacher's awareness of and familiarity with the family can encourage the family to feel welcome, make them feel included, and build relationships. According to Freud (no date), using encouraging language such as "we want you to be here" or "let's work together, we can help" can help parents feel included.


Teacher
According to Ryan (2006), it is best to ensure inclusion in schools when teachers are aware of their own practices and have the ability to assess their own performance. By emphasizing how the benefits of inclusive leadership are not seen with the boy and the father in the situation, the coach has critically analyzed the role. Therefore, it is important to consider the teacher's methods; They may need to reevaluate, study the possible causes, and make some changes. According to Sullivan (2009), an inclusive leader is someone who can convey a vision to the team and ensure that all employees feel valued and able to contribute. In light of this, it is important to think whether the teacher of the scenario listens to what is said. As a result, the teacher may need to encourage the whole staff to participate in the decision-making process. This could encourage inclusion in the classroom, which could ultimately lead to the inclusion of all the teachers, the father and the boy. In addition, it should be considered that the teacher could have tried to incorporate all members of the team by using inclusive leadership, but it does not work.

Another thing to consider is whether the teacher has received inclusive leadership training or whether it needs to be updated. According to the Welsh Government's Pupil Inclusion and Support document (2016), teachers should make annual self-evaluations, and planning should be done with the intention of establishing any necessary training. According to the Welsh Government (2016), the purpose of the self-evaluation is to inform teachers of any additional training required to facilitate inclusion for themselves and their team. Considering the circumstances, it should be considered that the teacher may need additional instruction in inclusive leadership or may not have received anything at all.
According to Knight Agard (2020), it is essential for leaders to foster an environment that accepts people's opinions and feelings of diversity. For example, a leader is more likely to assess a person objectively if they are concerned about their own personal weaknesses. According to Knight Agard (2020), the individual leader may be concerned about what others might think of them. They may have felt excluded at some point, which would explain this. Because of the leaders' own concerns, this could provide some challenges for supporting and developing inclusive leadership within a team. Maybe this is what the coaches are going through right now, and that's why inclusive leadership is not being used.
The class teacher may consider rating her inclusive leadership abilities. Completing the Welsh Government (2016) Inclusion and Supporting Pupils paperwork could be used to implement this. This will show if the coach needs to be more knowledgeable about inclusive practice. The best course of action would be to ensure that everyone on her team is fully aware of inclusivity and has direct experience of it once this has been decided. If done effectively, this could lead to the coach implementing inclusive leadership, which in turn could create a productive environment for the whole team to work in. If inclusion is successful, this could lead to a win-win situation for both father and son.

Part 2

This paper will relate to the Inclusion and Pupils support (Welsh Government 2016). It includes inclusive leadership and any areas that may be a barrier to inclusive leadership.
The Welsh Government says that the importance of staff receiving training in Inclusive leadership is vitally important and we will have a good look at their CV, and that everyone in the setting feels part of the work.
It is the duty of the school staff to understand inclusive leadership (Gibson and Blandford, 2005). The Welsh Government (2016) claims that inclusive leadership training is essential in section 2.3.27 (p. 19), and that the training can benefit teachers as well as promote successful practices in schools. The learning potential can be explored through inclusive leadership training, and trainers and students may benefit from experiencing direct inclusion (Welsh Government, 2016).
However, Estyn's plan (2020) section 1.4 (pg 8) says that inclusion and diversity training is important, and will be used in all early years settings. This will be monitored in every school. Ysgol Carreg Hirfaen's ALN policy states that we respect the fact that children have different educational and behavioral needs and aspirations, different learning strategies are needed, different rates of knowledge acquisition, assimilation and communication, and a variety of different teaching philosophies and experiences. Circle time, talking partners, and thinking skills are all used effectively to enhance learning opportunities.
Teachers meet the needs of their students by:
• Support those who need help with communication, language and literacy;
 • Develop students' understanding by using all senses and experiences; • Planning for the full participation of students in learning, as well as in physical and practical activities; • assist students to manage their behavior and participate in learning in an efficient and safe manner.

The Welsh Government (2016), UNCRC (1992), and Ysgol Carreg Hirfaen (undated) all touch on the significance of children having a voice. According to the Welsh Government, inclusive education should mean giving children the opportunity to be heard, treated with respect, and affirm their race and cultural identity (Pupil Support Document 1.3.8, p. 5).
Similar to what the UNCRC declared (1992) and Ysgol Carreg Hirfaen (no date), every child has the right to a voice, and by integrating all learners, this can give equal opportunities. This is stated on page 3 of the inclusion and additional learning needs policy. According to Murray (2019), professionals need to be able to tell if children are being treated as people in order to fully understand the concept of a child's voice. Practitioners must discover strategies to ensure that they really listen, understand and respond to each child so that they feel included. Hearing children's voices is essential in order to promote inclusive practice and it gives professionals the opportunity to get to know each child on a personal level (Murray, 2019).
According to Cambridge Dictionary (2021) The term "possible" indicates something that might or might not happen This suggests that, despite the fact that a child's voice is essential to be included — as mentioned in a wealth of literature — it is possible that children are not always considered.
Despite having a similar message, this research can offer conflicting suggestions about the value of a child's voice. Cousins ​​(2011) mentions her study, which assessed teachers' listening to the students in their class and found that teachers do not have enough time to do it. According to Cousins ​​(2011), some practitioners are under pressure from the educational system to reach goals and achieve high test scores, which causes them to ignore the significance of ensuring that children are heard.
With this research, it is possible to conclude that policies do not always contain simple instructions and that the language used could act as a barrier to inclusive leadership.

According to BetterUp research, inclusive leaders exhibit six specific behaviors. The first and best course of action for organizations is to assist leaders and managers at all levels to acquire these inclusive behaviors by offering coaching and peer support.
These procedures can be implemented by individual leaders and managers in their daily work. Every interaction is important in terms of inclusion, and consistency is essential for an employee to feel included.
Inclusive leaders can acknowledge and discuss differences without making anyone feel isolated or opposed.
In addition, managers are more effective when they recognize the unique characteristics of each team member.
We are aware that leaders have a significant impact on the growth of an organization or team, regardless of the industry. Inclusive leadership has developed as a high demand due to its ability to remain flexible and adapt to the needs of diverse customers, markets and employees.
However, what exactly is inclusive leadership and how significant is it? Let's look at one picture.
Marshall's intention was to convey the idea that a person is important as a whole. Bring your past, your principles and your personality to the workplace. Don't put your business face on yourself. Don't be a superhero. The organization is strengthened by the full, authentic person.

There were few differences in the levels of satisfaction of these groups with their possibilities for advancement, professional growth, performance standards, or work-life balance. In addition, minorities often reported better rates in these areas. Rather, the underlying reasons for their decision to stay or quit were largely related to the atmosphere their company's executives had fostered. The main reasons why leaders from different backgrounds continue to work to develop their professions are:
• Trust among senior executives is quite strong.
• Managers offer opportunities for the professional development of their teams.
• Strong interpersonal skills are essential for organizational leaders.
• Managers pay attention and speak with compassion.

