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Part 2- Reflective Paper
Researching, in depth, the importance of leadership and teamwork in the Early Years and looking in depth at the styles and philosophies that come with effective leaderships as well as understanding all the statutory requirements and procedures involved have enabled the group to further their knowledge.
  What is the purpose of a meeting? Staff meetings should be held regularly as they allow different staff to network between each other, it also allows any senior management to convey any messages they may have and allows staff to liaise any confidential information with each other with relevant staff. Meetings can also have a positive impact as opening meetings out to all staff members can make them feel valued and boost their morale which in turn can improve productivity. Having a clear goal set out and having everyone work towards that goal collectively is vital to being successful and not allowing the settings’ development to stagnate. It is important that an effective leader alters their behaviour or leadership style to best fit the employees/work settings’ demands and have increased motivation, satisfaction and productivity from employees. This change of style is based on a theory known as the ‘Path Goal’ theory. House & Mitchell (1974) adopted Evans’ (1970) path goal theory and further developed it to specify what process leaders go through to adapt their leadership styles to obtain the objective. Northouse (2013) summarises this theory by suggesting that the path goal theory is simply a process in which leaders select the relevant leadership style to suit the employees and the working environment.  It is also good practice for maintaining communication between different areas of the setting/school. Following Laswell’s (1948) model of 5 levels of communication to convey messages, effective communication not only refers to the exchanging of information but also ensuring that the information is shared with the correct people. The importance of staff meetings also involves keeping the professional practice element up to date for all staff.
 What are the characteristics of a good and successful group meeting? What are the main advantages of working in a group?  The main benefits of having a group meeting is that any ideas or problems can be shared between group members and said members can work collaboratively to produce an effective solution. Also, there is the chance for the group members to give opinions and develop confidence in speaking, especially in larger group meetings. The opportunity to learn new skills in effective communication and/or learning a new piece of information could be possible through peer learning.  
Looking at the other end, what are the disadvantages of a team meeting? Are there any? The chance of any meeting running smoothly and on time are very low. Often, meetings can become very time consuming and coming to an agreed decision can become very difficult if not all parties are on the same page. Conflicts can often occur as a result, especially if the agenda of the meeting is particularly difficult. The logistics of conducting a meeting can also be challenging, especially with a larger group of staff members. Possibly not all staff members could attend or perhaps some staff members only work half of the week and therefore miss staff meetings and potentially miss vital information.  Another disadvantage could be that the chair person could find it difficult to control the meeting if there was a clash of personalities or opinions. 
[bookmark: _GoBack]Following and reflecting on the meeting the level of subject understanding was apparent from all members of the group. They had researched their specific areas and considered their roles appropriately and conducted themselves in a professional manner. Every member of the meeting was involved and communicating between each other, the depth of the discussion also was a positive as the flow of conversation at each point of the meeting continued naturally. The group was punctual and worked well together in terms of communicating effectively, maintaining eye contact, and respecting and valuing other members opinions and points of views as well as taking on board any advice or information offered. The points discussed, and the outcomes suggested for the next meeting were all processed democratically, and each member was given the opportunity to give opinions and weigh up each point with advantages and disadvantages before coming to an agreeable conclusion.
According to the National College for Teaching and Leadership there are 6 main types of leadership styles. Every style has its own pros and cons. A brief description of each style follows each one named. The group decided to focus and analyse on one of these leadership styles and that was the democratic style. 
  
· Coercive - being demanding
· Authoritative – Tells people what is perhaps best
· Affiliative- Try to keep everyone happy and put others first
· Democratic- Encourage people to give their opinions
· Pacesetting- Setting a high standard (do as I do)
· Coaching – Encourages a different method and helps development
A leadership style is defined by the characteristics and traits of a leader as well as their behaviour and body language when dealing and engaging with employees/ other senior managements staff. As one of the 3 main traditional styles of leadership identified by Lewin, Lippin & White (1939) a democratic approach allows other members of staff to contribute towards the final decision, although the leader would have the final say. In an educational setting, leaders would and should be committed to having a goal for the setting. Aspinwall & Pedlar (1997) propose that leaders should: 
· Ensure life-long learning for all
· Develop a whole school understanding
· Develop strong community and external relationships
Successful leaders will have gained the trust and respect of all employees, parents, local community, and other settings/schools. At the core of this success would be a vision, a common goal and the leader would have prioritised different elements in order to make the setting/school as educational as possible both on an individual and collective basis. Novak (2002) channels this thinking by focusing on the five Ps 
· People
· Places
· Policies
· Programmes
· Processes
According to Moyles (2006) leadership is important and having the ability and skills to become an effective leader is vital for the well-being of all members of the school/setting community. Jackson (2003) cited by Moyles (2006) states that “the role of the ‘leader’ is to harness, focus, liberate, empower and align leadership towards common purposes.” In effect allowing parents and children to make a mark on their own educational environment. Many nurseries and schools now implement a working development plan which takes into account the opinions and ideas of children and parents on what can be improved and what is already being done.
A democratic leader would increase and develop the skill level of employees by involving them in the decision-making process, in turn this would have a positive impact on job satisfaction as they are made to feel worthwhile. A successful democratic leader would trust their employees, respect and value their opinions and input and also encourage their commitment by asking them to help with the task and ask them to, realistically, visualise and create an early years setting/school ethos. Burns (1978) claimed that leadership should be the making of a positive relationship between leaders and employees and that a democratic leadership will help a leader avoid becoming ‘power-wielding’. Research by Lewin et al (1939) suggested that a democratic style of leadership would be most effective in an educational setting, however Smith & Peterson (1988) argued that the effectiveness of leaders would depend on the need and that a good leader would be able to change their leadership style to accommodate the situation. Goleman (2000) supported this stating that ‘The most effective leaders are also able to switch flexibly among the leadership styles as needed.’
  At the core of the groups’ meeting was the issue regarding the settings’ allergy policies and putting plans into place to ensure the relevant policies and strategies were in place in plenty of time before the child suffering with the allergy would start at the setting.  Maintaining and updating a settings policy is vital to ensuring every aspect is covered. Policy reviews should be held regularly to allow practice to be kept up to date with any new legislation. The purpose of having up-to-date policies is to protect the well-being of all families, children, staff, and volunteers who become involved within a setting. As stated by the Nursery leader in the meeting she stated that the CSSIW (Care and Social Services Inspectorate Wales) had updated its name to CIW (Care Inspectorate Wales) and that the change would take affect from the 15th of January of this year-2018.  The NMS (National Minimum Standards) are a set of basic standards of care and what is required, by law, in order to look after children. The NMS applies to child minders and providers for children up to the age of 12. As the Foundation Phase focuses on the education of 3-7 year olds the NMS applies to all children within. All regulations and procedures must adhere to the Care Standards Act 2000 as well as the Children and Families Wales Measure (2010). The NMS will ensure that parents/guardians have all information needed before they choose which childcare service to use, therefore an honest and fair reflection must be given from each and every service that provides care in Wales. A written contract is also needed between caregivers and the parents setting out the expectation of both parties. Standard 3 is the assessment, parents have a right to know how assessments are made and every child must have their needs identified. The next standard discusses meeting individual needs of every child, whether they have any SEN or disabilities then the care service must provide adequate care and planned provisions for that individual. Standard 5 requires that the setting maintains records and allows relevant access of this information to both parents and CIW (Care Inspectorate Wales). Standards 6-24 apply to nurseries and schools and these include; working in partnership with parents, allowing opportunities for play and learning, nurture and well-being, behaviour, healthcare, medication and food and drink, organisation, staffing ratios, equal opportunities, financial procedures, quality assurance, complaints, child protection, notification of events, environment, equipment and safety.
Due to the complex nature of safeguarding and maintaining children’s welfare, professional practitioners cannot work alone. Attempting to cover every aspect on an individual basis would be almost impossible therefore it is important to share the workload with others and focus on an aspect a practitioner might be strong at and have another professional working on an area some might consider their weakness. Good teamwork can stem from having good, positive adult interaction and this attitude towards others can have an impact, positive or negative, depending on how practitioners form a relationship with one another. Therefore, alluding the point that any relationships, interactions, no matter if its formal or informal, have a crucial impact on the quality of work. Rodd (2006) states that ‘effective leadership and collective responsibility-that is teamwork’. This shows the importance of having every staff member to have an understanding of what it takes to work as team effectively. Core values can help underpin teamwork and if every practitioner develop the same kind of mantra and beliefs then a harmonious working environment becomes achievable and in turn the well-being of the service users become a bigger priority. Jeffs & Smith (1998) identified several core values that reinforce teamwork;
· Respect for others- Convey respect and behave appropriately
· Promotion of wellbeing- working collaboratively to secure, promote welfare of others
· Truth- being open and honest with others, not falsifying information
· Democracy- allowing others to exercise their democratic rights
· Fairness and equality- confronting discrimination and promoting equality regardless of gender, religion, or ethnicity
In turn, practitioners and effective leaders who adhere and share core values can often lead to more positive and trusting relationships within settings and this increased positivity would make the settings shared goals more achievable. However, maintaining core values and beliefs and instilling them on every team member is not always a realistic task. Some team may have different outlooks and beliefs as there are many ways to achieve the same outcome and successful teamwork. Trying to balance and keep a team successful is a difficult task. Therefore, as stated by Read & Rees (2010), the skills of teamwork should be viewed in a leadership context and they should be flexible, adaptive, and forward thinking rather than just adapting values and beliefs on daily basis.  This model of teamwork will also apply externally with outside agencies needing to collaborate and cooperate effectively as a team to aid one another and others with any issues regarding children and parents or staff.  Aubrey (2011) states that practitioners need new skills, knowledge and techniques as workers are, in a modern working life, having to adapt to new circumstances. Aubrey (2011) also stated that in order to be successful in leading that a number of traits were required, and these traits and skills would need to be transferrable in order to carry our good practice.
· Commitment and trust
· Communication
· Collaboration
· Cooperation
· Adaptability
· Flexibility
· Diversity
· Common purpose
A successful team will not only adapt of use these skills together they will also assume roles within the team. Belbin (no date) suggests that there are 9 different clusters of behaviour displayed in the workplace and that each one has a role within the team. Within those roles each has their own strengths and weaknesses and therefore having a variety of these roles can often cover other weaknesses.  Belbin offers that the 9 roles would be split into the following; Resource investigator, team worker, co-ordinator, planter, monitor evaluator, specialist, shaper, implementer and a finisher. There are no requirements to have all 9 different roles at any one time, rather a mixture of them and more often than not, practitioners will find themselves taking on multiple roles within the group.
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