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The purpose of this essay is to firstly critically analyse the group discussion. I will reflect on my role in planning and presenting the professional discussion. I will look at my performance as an individual and as a member of the team and reflect on how I performed in order to develop my skills and make improvements to my practice. Secondly, I will introduce one leadership style. I will critically analyse this leadership style and consider how it contributes to the quality of an early years setting as well as the retention of a quality early years team. Mention focus on early years not school.
[bookmark: _GoBack]On receiving the brief for the assignment, I was initially apprehensive at the prospect of doing a team presentation. I am still lacking confidence in my abilities as a team player and get nervous when presenting. The first time we met as a group I felt that we quickly formed a good working relationship. We decided that we would be a primary school as we felt that this would give us opportunities to take on various roles and to include items in our agenda that covered legislation, statutory requirements and current legislations. We discussed items for the agenda and roles we would take on. I agreed to take on the role of the ALNCO and the Health and Safety lead. I found it overwhelming at first because I do not have any experience of working in primary schools or the roles I was delegated. However, I was fully committed to doing my best for myself and the team so I challenged myself to research widely and in great detail for the points I had on the agenda. I also understood that this research would help me develop my knowledge and improve my professional practice. I found it quite difficult to decide on what to include in the presentation as the time allocated was so short. Especially for my role of the ALNCO as there is so much literature available on Additional Learning Needs. Also, with the reforms currently taking place in Wales it was not an easy subject to research but I feel that I have learnt a lot and am now more knowledgeable. 
Angela took on the role of the headteacher as she works in a primary school and has experience of working with headteachers and attending staff meetings. Angela was very good as a leader she empowered us to take on responsibility for our own roles but also encouraged us to work as a team, to ask each other for help and to share our knowledge. In the past I would not of been combatable with asking colleagues for help as I thought this showed weakness, however I was comfortable to ask both Angela and Sarah for help on a couple of points that I was unclear about. I think this was because we had a good team spirit, I felt secure and supported to ask for help, I now feel that being able to ask for help from others in the team is a strength and not a weakness.
I felt that it was important for our meeting to be professional and meet statutory requirements that minutes were taken during the meeting. Estyn (2018) guidance states that inspectors can look at minutes from meetings in its evaluation of the quality of leadership and management. I asked in the planning of the meeting if we could say that we were taking minutes, so the assessor was aware of this. The others agreed that Angela would do this but during the practice runs and the presentation she did not mention that minutes were being taken. This left me feeling extremely disheartened that although I was listened to my views were not taken on board.  I also feel that the summing up was not professional or adequate for a staff meeting there was not a clear follow up plan. I must take on responsibility for this as well as my colleagues and the leader. I feel that as a team our time management was poor. I feel that we could have cut down on the time I spent talking as individuals this would have left more time for interacting with each other and more time for a professional summing up and follow on plan. I felt that my presentation skills were poor as I was very nervous, but I can see that I am improving and gaining confidence.  the experience gave me a lot to reflect on I have learnt that I enjoy working collaboratively because working in a group towards accomplishing a shared outcome made me feel motivated and empowered to work hard. Reflecting on the team experience has helped me to better understand my strengths and weaknesses.  It has helped me identify ways that I can improve as an individual and as a team member. However I was disappointed that some of my suggestions were not taken on board this left me feeling disappointed on reflection I feel that I showed a good amount of self-awareness as I was aware during the presentation that I was extremely disappointed but I knew if I allowed my negative emotions to control me this was going to bring the team down  and was not going to be productive to the meeting. I needed self-control to manage my emotions and to move forward with the same motivation and enthusiasm. In the future I need to develop my communication skills so that I can get my views across to team members effectively. 
In Wales early years settings and schools have different regulations and frameworks for inspections. Estyn (2018) inspect schools  and CIW (2018) inspect early years settings  they both put emphasis on leadership and management. The National Minimum Standards for regulated childcare for children up to the age of 12 years old (2010) are a legislative framework settings must have regard to the regulations for the service they provide they state that settings must work in partnership with parents. Care inspectorate Wales carry out inspections on early years settings using the National Minimum Standards to regulate the conduct of settings they encourage improvement of service through staff having regular one to one supervision to reflect on and identify ways of improving the quality of their professional practice. All staff must have a formal appraisal once a year.
Estyn (2018) inspect quality and standards of schools in Wales they are governed by the Education Act 2005 they must judgements on all aspects of the school including the quality of leadership and management. They evaluate how well leaders and management develop an effective and engaged team. They expect to see effective collaboration between staff and other providers.
For the critical analysis of a leadership style I have chosen to focus on a nursery setting.The Leadership style I have chosen is collaborative leadership.  According to Siraj-Blatchford and Hallet (2014) collaborative leadership focuses on promoting a team culture and promoting parental collaboration. The essay will consider whether this leadership style has a positive or negative effect on the quality of early years settings. As well as leading the team collaborative leaders are also part of the team.
McDowall Clark and Baylis (2012) maintain that hierarchal models of leadership adapted from business do not work in the early years sector, this type of top down approach goes against the ethos of early years settings. Avery (2004) suggest a visionary leadership style that is more suitable for early years settings.
Siraj-Blatchford and Manni (2007) research Effective Leadership in the Early Years sector (ELEYS) a commitment to collaboration is a fundamental requirement for effective leadership.
O’Sullivan (2009) believes that effective leaders have a clear vision which they are able to share with their team, they are able to show all team members where they can fit in within the team. They need stamina, energy and lots of enthusiasm to keep the team moving forward and not to lose focus. 
Johnson (2015) argues that high quality settings have clear visions of how they want to deliver provision, these visions cannot be delivered by the leader alone, the leader needs share the vision with their team and empower and trust the team to deliver. Rodd (2013) also agrees that high quality provision cannot be achieved by one person alone. Day (2005) also supports a collaborative leadership style in early years settings he states that leaders need to have a passion for collaboration, distributed leadership and inspiring their team to improve the quality of provision and outcomes for children. 
Leithwood et al. (2006) Agree that a leadership style that motivates staff, makes them believe in their own capabilities to improve classroom practice, provides supportive working conditions has a positive influence and improves staff performance and improves the quality of teaching and learning.
Unlike an Autocratic leadership what is it Jones and Pound (2008) agree that leadership in the early years needs to be collective and distributed having a leader and followers is not effective, there should be a leader who allows others to develop skills and leadership so that the whole team has a collective responsibility.
However, Schoel et al. (2011) suggest that when members of the team have low self-esteem and do not trust themselves to make decisions and speak up, they prefer an autocratic leader as decision making and responsibility is taken away from them. This type of leader is reluctant to share power and as Leeson and Higgins (2010) this is an obstacle to effective partnerships with staff, parents and other agencies. Moyles (2006) acknowledges that in a team all members are going to be different, they have different opinions and values, different behaviours and ways of doing things however leaders have to be consistent in how they lead and how they treat all staff members because Schoel et al. (2011) states being inconsistent and changing leadership style causes uncertainty and dysfunction within a team. This could lead to high levels of staff turnover. Rodd (2013) states that instability and inconsistency in the setting, high turnover of staff and frequent changes to routine have a detrimental effect on children’s learning.   Leadership to help with low self-esteem A collaborative leader should be committed to inspiring all its team members to be collectively responsible for sharing and maintaining the leaders’ vision. To help support team members leaders can encourage reflective practice (Moyles, 2006). Siraj-Blatchford and Manni (2007) point out that effective leaders are reflective and encourage and support their staff to reflect on their practice. Supporting team members to reflect on their practice. They should model reflective practice they should support staff to use critical reflection to identify and solve problems, ways to improve practice and to learn from experience.
Sylva et al. (2004) The Effective Provision of Pre-School Education (EPPE)  found that children who attended high quality pre-school settings showed better intellectual and social/ behavioural outcomes and had a lasting effect on children’s development. Effect on disadvantaged children. There was a direct link between the quality of the setting and the improved outcomes of the child. They found that there were clear links between the quality of the setting and the qualifications of the staff. They also identified that if the manager was highly qualified this had a positive impact on the quality of the setting. Moyles (2006) collaborative leaders inspire their team to continuously improve their skills and knowledge through training, CPD and professional partnerships with other settings and professional agencies. Estyn (2018) evaluate how well leaders support continuous professional development 
Johnson (2015) effective leadership can create a warm and caring environment where staff are able to speak up on behalf of children with confidence. Children made more progress when attending settings where there were high quality interactions between staff and children, staff showed warmth and were responsive to children’s individual needs 
Johnson (2015) claims that it is important to be approachable and show a genuine interest in the individual members of the team though it can be difficult to balance taking an interest in their personal lives and maintaining a professional relationship. Being consistent and treating everyone equally can help. 
 Whalley (2001) EPPE Project (2004) states that practitioners have a responsibility to work in partnership with parents as effective working partnerships with parents has a positive impact on children’s learning and development. Leaders and practitioners need to develop effective and trusting relationships with parents to share information and listen to parents views and concerns. However, to form warm and trusting relationships practitioners have to examine any negative attitudes they may have towards parents. Effective collaborative leadership can help practitioners to deal with negative or conflicting attitudes to avoid damaging the relationship through Estyn (2018) agree that working in partnership with parents can have a positive impact on children’s achievements. 
It could be suggested that collaborative leadership helps with retention of staff as Abdolhamid (2016) claims that it allows leader and employees to work together, staff cooperation allows for greater adaptability to change, growth and development, it increases employee’s commitment to the team. Johnson (2015) agrees that team morale is important to creating and maintaining a high-quality environment, leaders sets high standards and support staff to achieve high standards. Aubrey (2016) when staff are involved in decision making there is lower levels of staff turnover, they claim that low levels of staff turnover results in better outcomes for children. Schoel at al. (2011) claim changing leadership style causes uncertainty and dysfunction within a team.  
In contrast to a collaborative leadership style a passive or laissez faire leadership would not be suitable for an early year setting as Barling and Frone (2017) suggest laissez faire leaders have a hands-off approach, they do not give clear guidelines on what they expect and they do not motivate staff. This creates a poor working environment and has a negative effect on staff’s wellbeing. Practitioners can not create a warm and nurturing environment if their own needs are not being met Johnson, 2015).
Instability and inconsistency in the setting, high turnover of staff, frequent changes to retinue have a detrimental effect on children’s learning (Rodd, 2013)
Belbin (2010) identifies 9 roles within a team and argues that most people have a preferred team role, something that comes naturally and plays to their strengths. Then there are roles that they are weaker at but are manageable. I felt during the process of planning for the presentation that I had been delegated roles that didn’t play to my strengths, but they were manageable. There is also a least preferred role which might be beyond their capabilities, being in this role could have poor outcomes. A leader that works in collaboration with its team would be able to place someone else in this role to achieve better outcomes. Fincham and Rhodes (2005) are critical of Belbin as they say assigning team roles is a difficult process. Too much emphasis can be placed on the team role causing the individual to become too focused on their role and inflexible in their practice.
Jones and Pound (2008) Leadership differs to management, leaders should inspire their team members to improve their practice, they should influence their behaviour instead of telling them what to do, they should support and encourage them to develop their skills and knowledge through reflective practice and continuous professional development. Leaders should identify and develop potential and delegate responsibilities appropriately. If the leader can build an early year’s team with a strong vision and team spirit members will remain focused on the shared vision and common goals putting the needs of the team and the children above their own needs.
Through the process of planning and presenting the staff meeting and  researching leadership styles and team working I have gained a good understanding of what collaborative leadership is and how it improves the quality of early years settings and the retention of quality early years teams. The process of the presentation has given me a first-hand experience of working like this and being able to reflect on it has given me the opportunity to think deeply about my practice and how I need to change and develop as a member of the early years team. It was challenging but I feel that I have benefitted from the process and will continue to expand my knowledge and strive to improve my professional practice.
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