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Reflective log

The group discussion was based on a team meeting in a school. The professionals at the meeting were a school head teacher, a health and safety co-ordinator, a school safeguarding officer, a foundation phase curriculum co-ordinator, and an additional learning needs co-ordinator. The assignment is based around leadership. Firstly, what is leadership? According to Kruse (2013) leadership does not have anything to do with a person’s job title. To be a leader, a person does not need a high pay grade, anyone can be a leader. Kruse (2013) also says leadership and management are not the same. Managers manage people, they organise, hire people, fire people, monitor people, and leaders lead. Kruse (2013) is saying leaders come from social influence and not power. They are someone people look up to, because they lead by example, they want to motivate people to get better outcomes not just stick to the rules like a manager, and there are also many different styles of leadership. According to Predictive People Analytics (no date) leadership is important in a team as the leader can help their employees succeed by telling them what they are good at and what they can improve on. Having leadership can set an example of the settings values, the leader should guide the team to follow by example, as leaders should not expect employees to do something that they would not do. 
In the team meeting, the head teacher was leader. The leadership style the group chose to take was democratic. According to Mcbeath and Moos (2004) a democratic leadership style is when employees can give their opinions and help with making decisions. Head teachers and teachers should also have a shared set of values and a shared goal for the school. For example, in the team meeting had five agendas, the head teacher agreed with the teachers that the school needed to improve literacy and numeracy results, and that ICT is not being integrated into core subjects enough. The curriculum co-ordinator could implement having ipads in lessons for an hour a week, in core subjects such as literacy and numeracy, with software that will help develop children’s literacy and numeracy skills. Then the safeguarding co-ordinator was allowed their opinion on safeguarding children around using technology. Kippenberger (2002) states that a good leader will listen to people and respond. In the team meeting I found that the headteacher communicated well as he was straight to the point, listened and was fair. For example, when making the decisions of training an existing staff for a one to one for a child in a wheelchair or hiring a new staff member. The head took a vote and decided as more staff membered disagreed with the idea of hiring a new staff member, that an existing staff member would be trained, this is an example of a democratic leader.  
During a group discussion, whilst planning the team meeting, the group came into conflict. After both sides voiced their opinions and listened to each other, it became clear that there was an error in communication, as both misunderstood what each other meant. This comes into the next point about how important communication is when working with people. Sometime people communicate differently, and if they have misunderstood something the leader has communicated, it is often not their fault, it is the leader’s responsibility to make sure someone understands them. For a leader to communicate well with the whole team. According to Bloomsbury Business Library - Manage Teams Successfully (2007) research has found that people fall into four categories. People want to know why they are doing something, some people want to know all the facts about doing something, some people just want to know how to do something, so they can get on with doing it, and there are people who want to know what they get out of it. So, if a leader hits all these points when talking to their team, there is a better chance of everyone understanding. 
Bloomsbury Business Library - Manage Teams Successfully (2007) also says there can be different reasons to why there was a breakdown of communication, there are also four main categories for barriers of communication. They fall into environment, background, personal and organisational. Environment can include noise, light, temperature and location. It was found in the room the group had the meeting in was dark, and the temperature would get hot at times, this would make the team lose focus. Peoples backgrounds affect communication as where and how they grew up can mean they have different ways of communicating, for example some people say, “would you like to come to my house for dinner?” and they turn up in the evening because they think that person meant tea. It is important not to use jargon that someone may not fully understand and just say exactly what is meant. Personal is when someone may be feeling tired, hungry, thirsty or unwell. This can be difficult to overcome, for example if someone arrives late to a meeting asking, “can I just have five minuets to get a coffee?” may not go down well with the team. However, it is important to notice when people are starting to get tired and to have a break in between meetings when they are needed. Organisational, means there may be lack of structure in the organisation or lack of training given to staff. 
Conflict also links to Tuckmans team building theory. According to Tuckman and Jensen (1977) in 1965 Tuckman came up with four stages of team building. Forming, storming, norming and performing. Forming is when the team gets together, they may not know each other at first. The second stage is storming, this is when relationships start to build or breakdown, just as in the group task, where both people had opinions, then after the storming the team moves into the norming stage. This is where they start to properly work together as a team. Then they move onto performing which is where decision making becomes more collaborative. 
During the start of the assignment in group discussions we became more aware of each other’s strengths and weaknesses, and allocated roles on them, the ones who tend to voice their opinions had the roles of disagreeing and questioning other people’s ideas. We decided as a group that the person allocated as the head teacher had the right communication skills, could play the democratic leader but be autocratic when they needed to be such as important decision making. When I came to staff attendance, the head teacher decided the procedure does need to change even though two staff members disagreed. 
According to Hallet (2013) graduates with early years practitioner status are important for improving quality of care for children as they have more updated knowledge about building relationships with children, communicating and working in partnership with families and carers  many early years graduates are reluctant to call themselves leaders as they have not had leadership training and do not fully understand how to be a leader. Hallet (2013) says that within early years there are many different leaders that work together, this is called distributed leadership. For example, in the staff meeting there was a curriculum co-ordinator who oversaw the curriculum and a health and safety co-ordinator. It was not just down to the head teacher to plan the curriculum and write up risk assessments. 
A democratic leader will distribute roles to the team, to make sure everyone gets a role in decision making. For example, in a school, having team leaders, curriculum co-ordinators and health and safety officers. A democratic leader will also empower their team, for example giving training for them to do the task well. This is included in staff retention. Staff retention is empowering and motivating the team, so they can do the job well. Penley and Hawkins (1980) states that praising staff is good staff retention, as this will build the employees confidence, they might think they are not doing anything right, and this may make them unhappy at work, it is good to make them feel that they are good at things in their job instead of focusing on what they cannot do. This could be done regularly and during staff appraisals. Guides (no date) says holding staff appraisals will also be a good opportunity to discuss with employees how they are getting on, asking them if there is anything that they are unsure about, and asking them how they are feeling. There may be something that they are dealing with at home such as money problems or a bereavement. Offering rewards can keep staff motivated, such as a pay bonus. Make sure staff fully understand what is expected of them. 

Where a democratic leader encourages participation from employees, an autocratic leader is different, there is a clear way of them being the leader and they make the decisions, and employees must follow what they have said. Although an autocratic leader will have more control, for example employees will not tend to argue back, whereas a democratic leader may be too soft and staff might not listen to them at times. However, in my opinion I prefer a democratic leader over an autocratic leader as a democratic leader will listen to different ideas and are more open minded about trying new things and according to Vutg et al (2004) people are more likely to leave groups run by an autocratic leader.
Published by Health and Safety Executive (2009). Under Health and Safety law employees have the right to a work place where risks of harm are controlled. It is the responsibility of the employer to decide what risks there are in a person’s job and what can be done to prevent them, to do this employers must make their team aware of the risks and provide them with training. Under the Health and Safety at Work etc Act 1974 there must be a written health and safety policy which is followed, for example use of equipment, and cleaning substances. If an employer or employee fails to comply with health and safety laws they can be prosecuted under the Health and Safety at Work etc Act 1974, this can include a fine, being disqualified from their job, or imprisonment. 
Bereavement can impact on someone’s well-being and their ability to do a job, as they are grieving they may not be able to focus, or they may lose interest in the job. When someone it is important for employees to be supportive as that person may need to take some time off. Under the Employment Rights Act 1996, employees have the right to reasonable time off for the bereavement of a spouse, child, parent, or sibling. Reasonable is not defined as it is up to the employer’s discretion how much time they can have off work. 
According to acas (2018) bereavement can cause anxiety, mood swings, fatigue and lack of concentration. Employees may feel less stress if they know they are being supported by their employer and can reduce the risk of sick leave. Employers can prepare for bereavement by having a clear policy, that includes how much time staff can have off, however every bereavement is different. The Equality Act (2010) protects employees from being discriminated against because of protected characteristics such as race, culture, age, disability, sex, and sexual orientation. Employees who are experiencing mental health issues such as anxiety or depression, may be considered disabled in some cases, and are protecting under The Equality Act (2010). 
[bookmark: _GoBack]Acas (2018) also states that showing compassion for bereavement can make staff feel valued. Heaver (2015) states that smart employers will make their staff feel valued. Staff can feel valued without a pay rise. This can be by, being trusted to do important jobs, getting to know them by asking them what their goals are. It is also briefly mentioned by Heaver (2015) to pair new staff members up with a mentor, this will give them the training that they need. They can get to know that person and be comfortable around them. They will more likely learn more than just being briefly explained by someone when they start the new job. 
Early years settings must also be regulated by Care Inspectorate Wales (CIW) to check that setting provide safe care for children. According to Care Inspectorate Wales (2018) there are two types of inspections, full and focused. For full inspections, full day care services are inspected once every two years, and other childcare services such as, child minders, creches, or play centres are once every three years. Focused inspections normally happen when during a previous inspection something is not right for example if the play area is not set up how it should be, they will get the chance to correct it before the next inspection. under Children and Families (Wales) Measure 2010, Care Inspectorate Wales, can interview staff, look at policies and procedures, inspect the condition of the premises.  
To summarise, a leader does not have to be someone in a high paid job, anyone can be a leader. There are different types of leadership, two of them are democratic and autocratic. The democratic leader lets their team give ideas and help in the decision making where as autocratic leaders want to be the ones who make the decisions. As said previously, although autocratic leaders may gain more respect from employees, and democratic leaders be less strict. I prefer a democratic leadership approach, as it makes people feel more valued to be listened to, I think leaders should be open minded to try out other people’s ideas. 
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