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Team work plays a pivotal part in everyday duties for practitioners in early years, as does leadership duties. This not only ensures good practices amongst staff, but children develop positive outcomes in qualitative and effective settings.  This view is supported by Davis and Ryder (2016).
The practical group performance consisted of six members. Each member having different levels of experience’s and expertise with working with children. The group performance was based on the amalgamation of two schools, and an agenda of issues, raised from prior monthly meetings. These issues included Staffing, Finance, Safeguarding, Transport and Data Protection. 
When the group came together, for the initial brainstorming session, we all had different ideas and suggestions to contribute. Some members including myself have very little experience in the process and structure of a formal meeting. However, it was apparent that someone needed to take charge and guide the sessions. This was done democratically by the team and a chair was appointed. 
Aubrey (2011) and Rodd (2013) recognise that for teams to work effectively there needs to be a commitment and collaboration between members. This was clear from the start as dates to meet up were scheduled over the Christmas period, therefore showing commitment and a common purpose to set an agenda and work together effectively. Communication is a must when working in a group, this was also maintained after the meeting, via social media with everyone sharing their knowledge, experiences and expertise in relevant areas. 
Here I noticed the participative leadership style from all members. Lam et al. (2015) describe this leadership style, is when all staff members share information and deliver a verdict as a group. They continue to note that it gives everyone a sense of involvement. Prasad (2016) continues to note that it makes understanding the problem or outcomes easier for everyone and members are more inclined to be committed to the task. As agreed by Rodd (2013) who further suggests that it establishes good team spirit and remarkable results. Nevertheless, Prasad (2016) notes having a participative leadership can be time consuming when decisions need to be made. 
Having a chair that could demonstrate some authoritarian leadership when the group got distracted and went off subject was a benefit. Despite this leadership style working at that point in time, the chair did not pursue this style of leadership as it would have had unwelcome ramifications to the group dynamics, a view supported by Jiang et al. (2017). Jiang et al. (2017) analyses of authoritarian leadership demonstrated that it would have had a negative impact on the group and as such we would have not cooperated, and been as committed to the task in hand.
Another form of leadership style demonstrated by the chair was a laissez-faire style. After deciding on our roles and agenda, the chair suggested that we go off as individuals and research the agenda items that would be relevant to our role. Although, Demirçelik and Korkmaz (2017) define laissez-faire leadership as a leader who is nervous, weak and unwilling to accept responsibility. I saw this as an opportunity to research independently, knowing as part of a team I was contributing and my ideas and suggestions would be listened to. A thought agreed by Yang (2015) who argues that research has proven that the laissez-faire gives independence and self-discipline to individuals. In addition, Wong and Giessner (2016) compare and recognise the similarities between laissez-faire and empowering leadership and the latter is recognised as an active leadership that provides staff with independence.
As a team, I believe we went through the four stages of development that Handy (1990, cited in Siraj-Blatchford and Hallet, 2014:65) talks about, forming whereby we were getting to know each other. Storming, where we all shared ideas, opinions and agreed on an agenda, and the roles we would partake in. Norming, was where our roles became established and we all supported each other throughout the process. This I believe displayed the traits of leadership style that Saxena et al. (2017) discuss in their research, which was Goleman’s emotional intelligence styles of affiliative leadership. Saxena et al. (2017) note this form of leadership promotes harmony and friendship, Rodd (2013) continues that this leadership enables individuals to support, encourage and inspire each other at difficult times. 
Similarly, this could also be thought of as the transformational leadership, which according to Davis and Ryder (2016) was developed by Burns in 1978. Davis and Ryder (2016) and McCloskey (2015) explain that a transformational leader is essential when staff need motivating and when significant changes are needed. Although they do mention that it may be possible for leaders to get carried away using this style and ignore the values of all other staff members.
However, as a group we all overcome many individual challenges at different periods, but I believe we overcome them all by constantly communicating and listening empathically to each other which enabled us to work successfully together as a team all contributing to deliver an effective group discussion.
According to Davis and Ryder (2016) large organisation who run multiple early years settings have adopted a hierarchical and bureaucratic leadership, this is down to the large number of staff they employ and they believe they can keep control by using this approach. However, Davis and Ryder (2016) continue to note that this can led to practitioners feeling like they have no voice, it can also cause conflict as staff at their local settings will have different values and beliefs to those in other settings and head office. A belief also supported by Rodd (2013). According to Rodd (2013) a successful leader reflects on practise, conscientiously planning whilst incorporating the values, visions and policies of the setting and allowing flexibility throughout practices, ensuring the well-being of the child and their family at the forefront. 
Davis (2012) and Aubrey (2011) believe that one theory of leadership is not enough for an early childhood leader to adopt, they believe due to the range of circumstances and activities that occur in settings, and changes in governing law and policies, leaders must draw on several theories and styles to support their practices. A recommendation made by Rowlands (2016) in her report.
The purpose of this paper is to look at a traditional style of leadership such as the democratic leadership and to compare the dissimilarity between other similar leadership styles. Evidence will support and prove why the democratic leadership style is an effective leadership style in an early year setting compared to other leadership styles that other leaders may adopt. 
The democratic leadership style involves leaders engaging and communicating fully with their staff and children in their care, thus making the staff and children feel valued, included and appreciated, this also empowers and engages staff to create an effective high quality setting. As agreed by O’Sullivan (2015) who places a great emphasis on ensuring her staff feel valued and appreciated. O’Sullivan (2015) does this by communicating and actively listening to what her staff convey, she ensures there is time made available in work and away from the work place where she acknowledges staff are more inclined to relax and contribute to decisions and ideas.
Luff and Webster (2014) refer to the well-respected schools, Steiner Kindergartens and Reggio Emilia nurseries who successfully promote the democratic approach within their settings.
Bhatti et al. (2012) note that although the leader will have the final decision, they also support this theory and continue, that not only does this leadership style enable staff to feel empowered, appreciated and valued, it also helps staff to develop their skills and staff are more inclined to work just as hard without having to be promised cash incentives or rewards constantly. 
However, Bhatti et al. (2012) recognise that it can be a time-consuming and lengthy process for results to be achieved. However, when results are achieved Bhatti et al. (2012) conclude the results are more successful as everyone would have effectively contribute and this develops a qualitative setting and excellent group dynamics.
Tarrant and Thiele (2016) and Luff and Webster (2014) recognise and acknowledge how John Dewey placed prominence in the democratic style approach. Dewey believed it enabled and developed critical thinking, problem solving, communication and collaboration skills with and for all individuals.
Just as Mistry and Sood (2017) also identified such skills required from their findings, that would enable leaders to transfer their knowledge to other leaders and practitioners to promote positive outcomes in settings.
Effective communication is paramount in early years, and successful leaders need to be able to communicate at all levels effectively with other staff members, other leaders, outside multi agencies, parents/careers, and importantly the children. As agreed by Tomlinson (2015)
A democratic leader according to Luff and Webster (2014) who actively engages everyone and encourages collaborative decision making, enables children to receive qualitative learning outcomes, in settings where all members value and respect each other accordingly. Compared to settings where leaders adopt an authoritarian or similarly the autocratic leadership, this they continue will have negative results and impede on children’s learning outcomes. As agreed by Kiazad et al. (2010) and De Hoogh (2015) who also note the negative effects of authoritarian or autocratic leadership styles will have on staff members, morale, their well-being, motivation, creativity skills, along with having their reliance questioned and not having their opinions and voices heard or appreciated.
According to Bhatti et al. (2012) an authoritarian or autocratic leadership style is a desirable leadership approach if productivity is the main result. However, Eckhaus (2017) notes that personalized leaders such as authoritarian or autocratic leader do not value their staff, but bully them into submission, their only concerns are how they look to the outside world and what they can achieve, regardless of how they exploit their staff to achieve their own outcomes.
De Hoogh (2015) suggests that an autocratic leadership can produce positive results if staff accept the hierarchy of the team, but research has proven once members of the team challenge the structure, this is when autocratic or authoritarian leaders will clash and led to conflicts with their staff, thus then having a negative impact on everyone in the setting.
As Kiazad et al. (2010) and Bhatti et al. (2012) conclude, this will not only destroy the morale and job satisfaction for members, the possibilities of family life will be at risk, due to staffs’ confidence and morale being destroyed and undauntedly taking their frustrations out at home. Similarly, as role models to children in their settings this will convey over to the children when working with them, leading the children to feel less motivated, valued and engaged.
A similar leadership style to democratic is the participative leadership. According to Mulki et al. (2015) this leadership style promotes positive attitudes and supports and inspires their staff to contribute and share thoughts, opinions and ideas by valuing their contributions in decision making, such as the democratic leadership style fosters. Mulki et al. (2015) continue that staff see a participative leader as a supportive, friendly and an approachable leader that does not make individuals feel inferior when communicating ideas.
Jones et al. (2012) discuss the need for a less hierarchical approach within the education system as many staff member are experienced professionals in areas of development and this should be utilised. As Davis and Ryder (2016) note practitioners are all leaders and this should be recognised, and as such Jones et al. (2012) believe the distributive leadership style should be adopted. This style is comparable with a democratic leadership style, and this ensures that all leaders and practitioners work effectively together as a group with everyone communicating and contributing as a team rather one individual displaying power and control over individuals as an autocratic leader would display. 
Liljenberg (2015) findings suggest that a distributed leadership is a collaborative action that involves all staff members within schools and is now widely recognised as a functional approach within school. However, Harris (2013) argues that distributed leadership does not promise better results and it does not always offer solutions.
Georgeson (2018) acknowledges that distributive leadership is a good approach to including individuals and delegating duties fairly, but also acknowledges how it can place undue pressure on staff’s time and enthusiasm. 
Jones et al. (2012) further suggest a distributive leadership style also recognises the individual roles and responsibilities that practitioners strive to offer in settings, which lay the foundations for a high-quality practise for staff and children.
Jones (2014) critically notes that although distributed leadership has been proven to promote participation in decision making it is not the same as democratic decision making. Jones (2014) continues for distributed leadership to work effectively, the leader needs to have an action reflection approach that will adapt to on-going changes.
Ang (2011) and Moyles (2007, cited in O’Sullivan 2015) agree that an effective leader who reflects on their practices, however painful and unsettling it may be, will discover their strengths and weaknesses and more importantly how their practises influence and impact those around them, however good or bad they may be.
Eckhaus (2017) offers a similar leadership style to the democratic leadership, in the transformational leadership. Eckaus (2017) and Siraj- Blatchford and Hallet (2014) explains that a transformational leader inspires and challenges staff to be creative and become leaders and to take onus of their work, a transformational leader motivates them and shows genuine concerns and appreciation for all staff members, such as the democratic leader shows. Nevertheless, Eckaus (2017) critically notes that although this is a positive style of leadership, if the leader is not having a positive day and is suffering emotional disruption as an individual this can have a negative impact on their workforce and environmental ethos. Eckaus (2017) continues an imbalance of communication and new experiences will also have a negative effect on a transformational leadership.
Rowlands (2016) and Nutbrown (2012) recommended in their report that practitioners need opportunities to continually develop their knowledge and practices which will enable them to become successful pedagogical leaders and be informed about changes in policies and procedures.
Rodd (2013) explored characteristics needed to be an effective leadership, such as warmth, patient, kind, friendly and nurturing. These are all characterises of a democratic leader. O’Sullivan (2015) recommends that leaders need to be aware of how changes can affect the dynamics of the group and the running of the setting. A democratic leader would ensure that everyone would be involved with any decision making which would increase the excitement of individuals, team dynamics and self-esteem and engagement of staff regardless of the change, as agreed by O’Sullivan (2015).
In conclusion, changes happen within early years setting on a regular basis and as such O’Sulivan (2015) and Georgeson (2018) suggests that an effective leader will help alleviate the changes by supporting staff, patiently guiding them through the process, ensuring that everyone understands and arrives at the common goal together. Research and publications have proven that a successful strong leader are directly linked to a qualitative setting (Ang, 2011; Bush, 2011). However, Georgeson (2018) notes this is only possible if leaders do not exhaust practitioner’s kind-heartedness, as a good leader needs sustainable staff members.  Although different authors have discussed the many and varied effective leadership styles in early years, that resemble the democratic leadership style, it is apparent that the main common denominator in all leadership style throughout, was communication, collaboration, being able to form positive relationships by respecting and valuing staff members, in order to ensures the continuity of staff is being maintained, thus offering and developing a qualitative setting that will enable children to thrive and achieve to their full potential. As agreed by O’Sullivan (2015) and Ang (2011) and Siraj-Blatchford and Hallet (2014) and Rowlands (2016) and Nutbrown (2012).
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