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Reflective paper


In order to be an effective leader, it is important to be able to take initiative to influence and encourage people into a productive team, in order to effectively manage situations (Durham University, 2018). Leadership involves understanding people’s strengths and using them in the best way. Leadership qualities include being able to see and plan ahead, being able to acquire knowledge, and having people look up to you. 
 
During the process of our group discussion, different leadership styles were shown, including democratic and autocratic. These leadership styles led us to be able to work well as a team, and agree on our discussion points and roles. However, we did encounter some problems and conflict. Firstly, not everyone was able to attend every meeting that we conducted, which caused confusion as some of the members didn’t have all of the information or know what was discussed. This meant that time was being wasted going back over different aspects, and so we couldn’t move forward with our script. This could have been resolved through better organization of times of meetings, and through better communication between group members both regarding their availability for meetings, and after a meeting may have been missed in order to catch up on information. I feel that amore autocratic leadership style could have been used to ensure that everyone turned up to meetings, and that the meetings were covering what they needed to before we all left. 

During one team meeting, we encountered some conflict over disagreements on the content of our discussion. This created some problems, as it slowed down decision making, and we weren’t communicating effectively or working well as a team. Our group facilitator had to intervene, demonstrating an autocratic style, and told us to each explain our reasoning for wanting or not wanting certain information included, and we discussed the matter sensibly. As a group, we then decided to prepare a draft version of the script and discuss each part until we were all happy with it. Although this democratic leadership style slowed down the decision making process, it ensured that each member of the group felt that their contribution was being valued, and that they had some power over decisions that were being made. 

Pilar (2012) suggests a possible reason for our initial conflict. It explains that when team members have agreed upon and are committed to team goals, conflict is more likely to be avoided or managed more effectively. Having agreed goals and individual roles and responsibilities helps the team to work towards them, as opposed to carrying out irrelevant tasks and activities. 

Bratkovic (2010) suggests that changing the way that we deal with conflict, or changing behaviours is not an easy task. Attempting to do this is difficult, as it involves an element of risk, however, it can enhance our effectiveness at work and relationships with others. This suggests that during our group conflict, if we would have changed our method of dealing with it, it could have been far more effective. The article suggests that we needed to clearly know what our intentions were, and what we wanted to get out of the conversation, and to take a moment to calm down and think before responding to other group members. This could have avoided some conflict, and made decision making faster and easier. 

Following a tutorial with our tutor, we concluded that our agenda needed some work, which set us slightly off target. However, we had a team meeting and quickly came to an agreement on better more specific agenda points through using a democratic leadership approach. 

The end result of all this was that as a team, we were able to carry out a very successful team meeting. We knew more about each other as individuals, and played on each others strengths and improved upon some weaknesses. Everyone in the group contributed well, and all came up with excellent ideas and research for the discussion. 

During our group discussion, different leadership styles were shown. The most effective  leadership style was democratic, as it focuses more on people, and the leader is more part of the team. Its core principles include friendliness, helpfulness, encouraging participation and believing in people. This is supported by Fiaz et al. (2017). Dana et al. (2017) adds that it encourages cooperation, participation, accountability and responsibility. 

A study conducted by Bhatti et al. (2012) aimed to find out if there was any correlation between leadership styles and job satisfaction. They found that the more democratic leadership qualities the employer had, the more job satisfaction the team members had. It also shows that democratic leaders take their employees opinions into account, try to create an easy work environment, and that they do not like the power they hold over their employees. However, autocratic leaders punish their employees for making a mistake, as the organization wants to achieve their goals. 

An article by Ribelin (2003) looked at a study that shows that when managers value staff input, they promote a healthy work environment where information is shared and staff decision making is promoted. It concluded that effective leadership and management enhances job satisfaction and encourages retention. 

Move to Amend (2016) talks about the principles of democratic leaders. One important principle that they share is listening. This involves taking the time to listen to other people’s opinions, and responding appropriately. Although leaders are in a position of power, other team members may have something useful to contribute. Listening to them will make them more likely to respect the leader and respond to them in the future, as well as allowing them to see their own ideas in action and developing their own potential to lead. Sharing information is another crucial principle that democratic leaders have. Sharing information is very important, as it ensures that the team can understand why they are doing what they are doing, shows trust, and creates a mutual respect for each other.

According to Dana et al. (2017), in the democratic leadership approach, the leader will ask members of the team for their opinions regarding decisions that need to be made, ensuring that they are involved in the process. They will share their power with their team, and offer them support to make decisions independently. Both Bhatti et al. (2012) and Leadership foundation for higher education (no date) agree, saying that This increases job satisfaction and productivity, and helps to develop people’s skills, as team members feel involved in the decision making process. 

In contrast, autocratic leaders make all of the decisions themselves, including decisions about policies, procedures for achieving  goals and control of rewards and punishments. In this leadership style Communication is poor and teamwork is non-existent. This is supported by Fiaz et al. (2017) and Dana et al. (2017). Leadership foundation for higher education (no date) adds that Unlike democratic leaders, autocratic leaders have a lot of power of their team, who rarely have the chance to make any suggestions, even if they would benefit the organization. 

Another contrasting style, according to Fiaz et al. (2017) and Dana et al. (2017) is Laissez- Faire leadership. In this approach, leaders prefer to keep a low profile, and avoid communication and decision making where possible, as they believe that their employees can take care of themselves and make their own decisions and solve problems. 

An article written by Ribelin (2003) insinuates that staff members don’t leave an organization, they leave their manager. Research shows that employees opinions on their managers have more effect than policies and procedures. Their relationship with their manager also has an effect on their productivity and the length of their employment in the organization. Members of staff prefer when their leaders and managers provide them with information, support, resources and opportunities to improve.

Leadership is key to quality provision (Aubrey, 2011). The quality of leadership has a strong impact on the atmosphere, and lower levels of staff turnover are associated with an involvement in decision making and a high quality working environment. In the early. Childhood sector, job satisfaction levels have been found to be higher when there is a more open atmosphere. 

An empowering leader does everything they can to be warm and open, and make themselves accessible (Move to Amend, 2016). They do this by having an open door policy, regular office hours, and regularly returning emails and phone calls. They also do their best to recognize the success of others, and praises and encourages team members who have done well. They should also provide constructive criticism when needed, in order for team members to be able to improve. 
Johnson (2015) suggests that having regular appraisals would greatly benefit the team, as it would allow them to reflect upon what is going well and celebrate it. It also provides opportunities to discuss what could be going better, and to implement changes, such as training or other professional development. A more regular appraisal means that weaknesses are identified sooner, and strengths are put to good use straight away. The purpose of an appraisal, according to ACAS (2006), is to review the performance of an employee, making it easier to recognise strengths and weaknesses. Appraisals are not required by law, however they are very beneficial to both the employer and employees. 

Johnson (2015) also suggests that when recruiting new staff, the existing team should have their say in the decision, through providing a peer review of the applicants after working with them for a few hours. This makes sure that the team feel involves and listened to, and allows them to have some responsibility in decisions. 

According to Johnson (2015), sickness levels can be an indicator of how engaged the team is. A passionate, enthusiastic team will usually have low sickness levels. An absent team member is a problem, as you need to be in ratio. The National minimum standards (Welsh government, 2016) set out requirements regarding staff to child ratios, and requires that suitable arrangements are in place to cover unexpected absences and emergencies. Johnson (2015) continues, saying that clear policies around sickness and absence are necessary, as it will help to deal with longer term or genuine sickness and absence in a supportive way. It will also help to deal with those who are taking advantage, by ensuring the policy allows absence to be considered a disciplinary matter when appropriate. Fiaz et al. (2017) agrees, saying that a committed team has less desire to leave the workplace. 

According to EOC (no date), within two months of employment, every employee should receive a written statement stating the hours of work, paid holiday and sick leave entitlement, and a minimum notice period for being off work. Also, under health and safety laws employers have the right to daily and weekly breaks, meaning they cannot work over 6 hours without a 20 Minuit break, and they must have a day off at least once a week. 

According to Fiaz et al. (2017), Leaders play a central role in leading their teams to efficiently and effectively carry out tasks and complete goals. Good communication is key, along with being able to motivate, encourage and inspire others. In this study, the aim was to find out if leadership styles had an effect on employee motivation and performance, and found that it had a huge impact. They found that autocratic leadership style didn’t provide much motivation, whereas both the democratic and Laissez-Faire styles did. Both of these styles allow people to realize their full potential without the help of management, which will improve their morale and motivation. Bhatti et al. (2012) agrees with this, saying that employees of democratic leaders are motivated to work hard by more than a financial reward. 

Move to Amend (2016) states that it is good practice by a democratic leader to provide team members who have leadership potential some responsibility linked with their interests and abilities. Through doing this, leaders show that they have confidence in their team members to carry out tasks, although the leader must always hold accountability for it and ensure that it does get done. 

In contrast, autocratic leadership is based on the assumption that people are naturally lazy, irresponsible, untrustworthy, and their emphasis is on performance not people (Fiaz et al., 2017). Autocratic leaders rely heavily on authority, control, power, manipulation and hard work, and uses financial incentives based on performance as motivation. Dana et al. (2017) agrees, saying that autocratic leaders gain this through demands, punishments and rules, which Undermines creativity and individuality.

One downfall to democratic leadership is that involving more people in decision making makes the process slower, according to both Bhatti et al. (2012) and Leadership foundation for higher education (no date). This can waste a lot of time if there is a dilemma and speed is important. However, it does ensure that the end result is good, and is more suitable for roles where the quality of a service is more important than the time it takes to complete. In contrast, Leadership foundation for higher education (no date) goes on to say that the autocratic leadership style is effective in making fast decisions, making it more productive. A disadvantage of this style however is that people dislike being treated in this way, which results in high levels of absence, and high staff turnover. 

Another disadvantage of this style, according to Dana et al. (2017), is that if team members don’t have the correct skills and knowledge, they can’t provide an useful contribution to the decision making process. This can be resolved through staff training and CPD. Pacey (2018) offers different training, and says that its beneficial to get better qualifications, and share experiences of the training with colleagues. It also ensures that employees keep up to date with current legislation, and enhances the care given to children. 

[bookmark: _GoBack]In conclusion, due to all the evidence shown, I feel that democratic leadership is the preferred style, as ensures that teams are motivated, respected, and want to work in their settings. This ensures that there is a happier environment for both the children and staff, resulting in a lower staff turnover, and high quality provision. 
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