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EAEE6001 – Leadership and teamwork in the early years 
The Department for Education and Skills (2002) agrees that childcare settings can make a positive difference within communities, to the children they care for and to the parents for whom they provide a service. It is said that childcare settings help to tackle child poverty, improve children’s achievements at school and also enable parents to work, giving them a way out of poverty thus having the knock on effect of improving health and reducing crime (Daly et al., 2009). 
There have been many changes over the years in the childcare sector with the introduction of many initiatives, changes in legislation and practice. These ideas reflect the widely held belief that long-term future prosperity for children would benefit from high quality childcare and education provision (Hallet, 2013). It also shows that influential people are raising the awareness of the importance of the early years in the development of the individual and the growth of the country as a whole (Heikka et al., 2012). There are implications here for the Early Years Manager. Managers must be able to cope with the concept of continual growth and change (Siraj-Blatchford, 2014). This may create enthusiasm, but can also bring added pressure for managers as they struggle to keep up with the different legislations and regulatory expectations. They will need to develop ways of coping with increasing levels of stress, methods of motivating their staff and to accommodate and respond positively to change (Stokes, 1996). Children and families are at the heart of these changes in legislation and practice and it is essential therefore that all childcare workers and managers have as much knowledge as possible enabling them to carry forward the latest strategies and plans for the care and education of the children (Webb, 2001). An early years manager in particular needs to have vision, knowledge and experience to lead a team and to stay informed about current thinking and expectations (Rodd, 2013). 
Cathy Nutbrown’s review of early education and childcare qualifications in 2012 in England, stated “All early years practitioners should aspire to be leaders, of practice, if not of settings and all practitioners should be capable of demonstrating some pedagogical leadership regardless of qualification level.” Although the research that was undertaken focussed on England, it also has implications on guidance around good practice in Wales. Nutbrown outlines the need for pedagogical leaders - practitioners who have extensive knowledge and understanding of child development, of play and the needs of the individual child, their families and how to support them all. Nutbrown went on to explain that a leader with an advanced understanding of pedagogy needed to work directly with the children in the setting (rather than in the office doing paperwork), leading others by example and supporting staff with their practice, encouraging reflection and refinement.
“The evidence of good pedagogical leadership in the early years is overwhelming. I believe it will be these highly qualified and passionate leaders who play the biggest part in raising standards in the sector and improving the quality of provision for children and their families.”(Nutbrown, 2012)
Ofsted states “The more time a graduate leader spends working directly with children, the greater the impact they have on those children” reinforces this. (Ofsted, 2013)
When carrying out the assessment component 1 the case study scenario, as a group we decided to take on the scenario of a school merger. We were all of the opinion that this would give us good scope to look at areas that we could research.  During the early stages of our research, this was clarified bringing up some of the issues that a manager would have to consider.  Not only having to have an in depth knowledge of the current frameworks and legislations but the expectations and responsibilities associated with the management role. Most managers get little or no leadership training, which means that many managers could be significantly under-prepared for their role (Muijs et al., 2004). As a registered childminder this is especially significant as I take the lead role in my setting, at no point during the process of becoming a childminder is management training offered. It has been my own decision to undertake this type of training. Something I shall take from this experience is to stress the importance of management and leadership knowledge to my peers.  Having worked with this team previously there was an element of trust already within the group. Having to relying on other people builds trust (Buvik, 2015). Teamwork establishes strong relationships with co-workers (Kouzes & Posner, 2014). Despite occasional disagreements, we work effectively as a team, enjoy working together and share a strong bond and work ethic. When trust is placed in other team members, you begin to lay the foundations of a relationship that can survive minor conflicts (Murray and Clark,2013) .
Trusting your teammates also provides a feeling of safety that allows ideas to emerge (Giles, 2016). It helped us to open up and encourage each other in all aspects of the study. Open communication is key when working on a team and produces effective solutions in difficult group projects (Boies et al., 2015).
Without trust, a team can break down and is highly likely that the assigned project would not be a success. The team worked together to build each other up and strengthen individual members to create a cohesive group. By working together, this had a positive effect on everyone in the team, creating confidence in each other’s distinct abilities (Woodcock, 2016).
One of the first things that became apparent is that to be and effective manager you need to have a cohesive team (Cameron, 2015). Management is not an easy thing to do. Many potential problems and difficulties could arise. There is much research and theory on how the manager’s role is best implemented. 
Reflecting on the scenario with the understanding that there many dimensions to leadership and many possible ways of describing leadership styles, there was a definite democratic or Participative style of management at the beginning. We all agreed that it would be a necessity to arrange extra meetings in addition to our regular lecture time. When we did meet up the focus of power was with the group as a whole and there was a large interaction within the group. Each member took their part of the scenario and conducted the required research. As all participants are professional early year practitioners, there was already a highly professional, motivated attitude among the group. Each person had their own strengths that they were able to bring to the scenario. Being a childminder working in the home environment rather than in a school setting, my knowledge was expanded by listening to the other professionals, learning about their thoughts and opinions of their work setting, this is supported by Sarin and McDermott (2003). After analysing the impact of leadership characteristics on team learning their study of 229 members indicated a positive impact of democratic leadership style (Sarin and McDermott, 2003; Schaubroeck et al., 2007).  When brainstorming and looking for ideas, the group bounced off each other’s ideas. This prevented the one sided viewpoints that often comes when working alone. Each member of the team was able to put forward their sometimes unique perspectives, this created a very effective way of coming up with solutions to problems (Carmeli et al., 2015).
What I have learned from my individual experiences was entirely different from some of the other members of the team. Undertaking an exercise as a member of a team rather than an individual maximises shared knowledge in the workplace and has helped me learn new skills that I can use within my own working life.  Working with the other team members allowed me to build on the talents of my teammates. One person’s strength might be creative thinking; a co-worker might shine in organisation and planning. Sharing abilities with the team will allow the other team members to observe the process behind these skills, members can learn how to combine these newfound skills and become a stronger team (Matthews and McLees 2015). Every time a co-worker utilises a different or new approach, everyone has a chance to adjust or improve to this method. 
Collaborating on a project can create enthusiasm for learning that sometimes when working alone does not happen (Sharples, 2016). Just being able to share what knowledge you have gained or something you have come across with other members of the team can create an excitement for the employee. This can in turn help both the individual and team knowledge. The leadership functions were shared with the members of the group. The manager became part of the team. The group members had a high level of say in the decision-making, determination of policy, implementation of system and procedures; this is typically the most effective leadership style. The Democratic leader offered guidance to the group members, but they also participated in the group and allowed input from other group members.
Participative leaders encourage members of the team to participate, they will still however have the final say in any decision-making process (Khan, 2015). This was apparent within the scenario. Group members felt engaged in the process and were motivated and creative. Democratic leaders try to instil a feeling of importance in their followers giving them feeling that they are an integral part of the team, which helps foster commitment to the goals of the group (Northouse, 2018).
Disagreements and conflicts inevitably happen when you put together a group of unique people. Our team came from a variety of backgrounds, having different work styles and habits. While these unique viewpoints can create the most successful work, they can also generate resentment that can quickly turn into conflict. When conflict arose, we chose to resolve the conflicts in a very professional manor by communication. We felt that this was the most efficient way of managing conflict and indeed stopping conflict arising.  Good communication skills helped members of the team provide constructive feedback to others, build better relationships, and understand personal goals that members may wish to work toward. 
After completing the scenario it made me look at the leadership and management styles that I use within my own setting. There were many similarities. 
As a registered childminder, I am wholly responsible for the leadership and management of my setting. A Care inspectorate Wales (CIW) inspector looks at my management and leadership skills when I am inspected as this is part of the statutory framework, this is graded. This would also be true within the scenario of the school with an Ofsted inspection. A childminder would be required to complete a Self-Assessment of Service Statement prior to an inspection. This self-assessment looks at four quality themes. These are Well-being, Care and Development, Environment and Leadership and Management.
Being a childminder In Wales I have to abide by the National Minimum Standards for Regulated Child Care for children up to 12 years of age (2016) (NMS). Within these standards, standard 14 relates to Organisation. It is the responsibility of the registered childminder to ensure that an operational plan is developed and reviewed at least annually. This would include an organisational structure showing the lines of management. This would include details of the premises, training plans and any action points required to develop the service.
Within the NMS it is stated that a childminder is accountable for and must supervise the work of any assistants. The staff receive a formal appraisal at least once a year where any training needs, issues or concerns are discussed and acted upon if required.
When inspected, practitioners with management responsibility will be expected to demonstrate high standards and have high expectations for what the children can achieve. Inspectors will also look for the manager to be leading learning with planning that relates to relevant curriculum that also meets the needs of the child and keeps their attention and interest. Practitioners are encouraged to promote equality, diversity and British values.
Managing positive Relationships with parents is of high importance. Good relationships and working in partnership with parents will have a significant long-term impact on the child’s educational experience. This was highlighted by Ball (1994) he suggests that the closer links between parents and care provider are, the more effective the learning becomes.
I as the lead, ensure that staff are prioritising children’s development, planning activities based on assessments of children’s learning, extending children’s learning when they initiate their own play, develop high quality questioning skills and listening carefully to children and thinking about the best time to intervene rather than just jumping in.
Part of my leadership and management responsibilities is putting structures in place to manage any staff or assistants that I work with. I make sure my staff and any colleagues that I directly work with are happy and confident in their work. I try to provide a positive environment for the children. Staff development is important in the frameworks in Wales. The Care Council for Wales provide information particularly aimed at managers in early years settings.
I always strive to make a team member feel welcome and supported. Hoping that this will give them the confidence that they can do a good job. Helping them settle into the setting, become a good worker, reducing staff turnover and ultimately help them look after children more effectively.
Developing my setting’s leadership and management is an ongoing and ever-evolving process that covers so many aspects of running an early years and childcare business.
 I have learnt that Leadership and management is about providing direction, being able to inspire others, having a clear vision, thinking creatively, having a problem-solving approach to difficulties, being committed to partnership working as well as leading learning. 
[bookmark: _GoBack]Evidence of my continuing commitment to improving all areas of my childminding service and professional development were quantified when, at my most recent inspection, my service received a grade of Excellent by the CIW.    
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