EAEE6001                                                                                                                            1601764
The group discussion took the form of a senior staff meeting held in a full day care setting for children from birth to four years of age. Present at the meeting was the Nursery Manger, deputy manager and two room leaders. 
Of the four leaders there was no one typical leadership style portrayed but a compilation of various characteristics, which in turn formed a positive and successful meeting. Some authors would suggest that it is in the mix of leadership styles that is key to the success of early years settings (Goleman, 2002; Aubrey, 2007; O’Sullivan, 2009 and Cook, 2013) and that a leader should be able to apply different techniques and styles dependant on the situation (O’Sullivan, 2009). According to The Executive Connection (2015), the ability to switch between leadership models depending on situation is a style in itself, also known as situational leadership. Hallet (2013) suggests that the need for varied leadership models is because of the ever-changing policies within practice. As policies develop, so does the need for new leadership roles. It is thought that within education, the complexities of practice has determined the need for multiple leaders instead of one.  Two leadership styles that were prominent would include Distributed Leadership and Pedagogical Leadership, although similarities of other styles can be seen within them. 
Solly (2018) explains that distributed leadership is not merely delegating tasks amongst the team but a collection of leaders with the same values, working collaboratively towards a shared vision. Within the meeting, the team demonstrated a shared interest in the success of the whole setting, discussing best practice (children’s progress), changes within the regulating bodies (CIW and Estyn), working in partnership with parents and children’s health and all-round wellbeing. There was a clear hierarchy of authority (Heikka et al., 2012) shown, however individual leadership roles were also evident. Each individual had a role with their own responsibilities as distributed by the manger. The room leaders had autonomy of their own areas and teams, empowering them to make decisions and become leaders in their own right. The team meeting demonstrated a mutual understanding and respect between all four leaders, each member had a voice, and new ideas were discussed freely, this would portray a more democratic style of leadership however, due to hierarchy, it also follows the guidelines of distributed (Woods and Woods, 2013). 
There was a relaxed group dynamic which could suggest a Laissez-Faire model of leadership however, while the manager of the setting showed trust in her staff to direct their own teams, it was clear there were expectations and standards to adhere to. Laissez-Faire is translated to ‘let them do’ or ‘let them be’ and can be a productive form of leadership with experienced and self-motivated teams (The executive connection, 2015). Nevertheless, the manager of the setting took a clear interest in all aspects of the meeting, asking questions, making suggestions and being actively involved, although still respecting her team’s individual leadership roles. This would suggest a more distributed approach along with collaborative and democratic. 
From a pedagogical leadership perspective, it was clear that the team shared a vision for a high-quality setting and that the children’s experiences were at the heart of that vision. According to Hallet (2013) it is the receptive communication between leaders with the same values and beliefs that make for effective leadership within the early years. Male and Palaiologou (2013) describe pedagogical leadership as an ethical approach as it works on respect and mutual values, not only for one individual, but for the whole setting inclusive of the children, parents, staff and the environment. 
Pedagogical leaders should have the confidence and knowledge to discuss new ideas along with being reflective practitioners and have the skills to inspire others (O’Sullivan, 2009). During the meeting team members reviewed their systems on how they recorded children’s progress and discussed how they could further influence the ‘Childs Voice’ within the setting. Ideas from other settings were brought forward as what could be seen as best practice along with a new updated way of recording children’s day to day sessions via an online app. The leaders reflected on what had been effective so far and how to improve practice further. As leaders it was demonstrated that the group were open to change and progression. 
According to Cook (2013) due to the importance of the experiences we offer to children within their early years, there is a demand for strong and effective leadership in order to maintain and evolve a high-quality setting. While there are a number of leadership styles in practice, some can be more effective than others. Aubrey et al. (2004) believes that it is within the leadership that an organisation will flourish.  
Common themes amongst the more successful leadership styles seem to be collaboration, empowerment, self-reflection, trusting relationships and praise (Moyles, 2006; O’Sullivan, 2009; Cook, 2013 and Solly, 2018). Siraj-Blatchford and Manni (2007) identify a number of effective leadership practices including effective communication, encouraging self-reflection, commitment to professional development and supporting parent and community partnerships to name a few. 
Distributed leadership encompasses these themes as without them, the leadership style could be ineffective. As previously stated, distributed leadership does not mean delegating tasks, as this would mean the leader would be simply asking others to complete a job as directed by the leader (Solly, 2018). The manager of a setting for example, could delegate the task of writing the monthly newsletter, however, would expect it written in the familiar style and order as he/she had done in the past, or would leave a step by step guide. This is not distributed leadership. 
The purpose of distributed leadership is to develop leaders within the organisation to optimise its potential and to strengthen the setting at every possible level (O’Sullivan, 2009 and Solly, 2018). Effective delegation, or distribution, allows team members autonomy over a task, offering opportunities to learn and develop new skills (Cook, 2013) and in doing so allows for a collective achievement as a team (Heikka, 2012). It shows that you have trust in your team and in your team leaders. According to O’Sullivan (2009) research into high staff turnover within early years settings is partly because of poor leadership, furthermore, the studies suggested that one issue in particular was the leaders inability to include staff in decision making. The Effective Preschool Primary Education Report (EPPE) (2004) stated that good quality settings had a low staff turnover which would give children, parents and staff a feeling of stability, thus upholding the settings success (O’Sullivan, 2009). 
Distributed leadership is a less common concept when discussing leadership styles, more heard of techniques include collaborative, shared or collective leadership (Bolden, 2011). However, this form of leadership mimics certain qualities of others including democratic and dispersed (Bolden, 2011; Heikka et al., 2012), which can be confusing. 
Dr Belbins theory of Team Roles demonstrated that the strongest and most successful organisations were made up of 9 individual roles with each of the roles drawing on their own strengths (O’Sullivan, 2009 and Belbin, 2015). In order for distributed leadership to work, the responsibilities need to be divided between a diverse team of individuals whose knowledge and expertise can be utilised for the best possible outcome (Heikka et al., 2012 and Woods and Woods, 2013). It is therefore a style of leadership that relies on positive relationships, trust and empowerment. According to Woods and Woods (2013) it was Gibb (1968) who first brought about the idea of leadership being interactional and the success lay in the group dynamics as opposed to a single persons action of authority. 
As distributed leadership thrives on positive relationships and working dynamics, leaders therefore need to be able to motivate their colleagues and create a working environment that is positive in order to build a better future (Cook, 2013). 
Early years child care and education settings are predominantly female oriented and Clark and Murray (2013) suggest that woman will typically follow a leadership style that enables their team over a more autocratic model. Again, building on team relationships and professional development to reach a shared value or goal. Hallet (2013) goes on to say that leaders within early years, particularly females, have an emotional literacy which allows them to connect with their team, leading to an understanding of their commitment and ability to stay motivated. 
Change is inevitable within settings, changes in legislation, changes to standards, changes to the curriculum. It is through self-reflection that leaders can determine whether or not they have the right skills to deal with these changes (O’Sullivan, 2009). Moyles (2006) continues by saying that as leadership is not an individual process, you rely on the co-operation of the team in order to manage change. (Hallet, 2013) discusses distributed leadership and states, among others, that it is an effective leadership model when it comes to change within professional practice. In part, this could be due to the collaboration between the leaders, as well as the shared vision, which allows all colleagues to be inclusive of the change process. This is also the case with democratic leadership styles. Furthermore, research undertaken by Clark and Murray (2013) saw early years professionals adapt a more inclusive way of working together with three members of the group, who were managers or supervisors, stating that authoritative leadership models were not as effective when trying to overcome change. They continue by saying that change is more sustainable from a leadership style that comes from within the organisation and the team as opposed to a leader who is seen as above the rest. 
According to Hallet (2013) it is through the process of self-reflection that leaders are able to improve their practice and solve problems. A number of authors agree with this (Moyles, 2006 and Cook, 2013.). Moyles (2006) developed a method of self-reflection to be used within the early years sector. This model of reflection was called the Effective Leadership Management Scheme, also known as ELMS, where individuals could reflect on what she believed were the four main components for a great leader. These included leadership qualities, management skills, professional skills and attributes and personal characteristics and attitudes. 
Through self-reflection early years professionals and leaders are able to identify areas that are in need of development, both in their settings and in themselves (Moyles, 2006). It is because of this reflection that leaders can support their team in their professional development, creating leaders so that the setting can grow, as is an element to distributed leadership (Solly, 2018). Providing continuous professional development opportunities also highlights a positive learning ethos for the setting as a whole (Cook, 2013). Furthermore, O’Sullivan (2009) explains that by investing in the organisation’s leaders, you demonstrate that you value them and their contributions, and so a high staff retention maintains the strong leadership throughout. The most effective leaders within the early years sector, are those who are reflective and lead by example (Hallet, 2013). 
For distributed leadership to be successful, team members need to be interactive and work together within the organisation to achieve their goal (Heikka et al., 2012). According to Clark and Murray (2013) a leadership style that encourages participation and that empowers the team is suited to early childhood education and care due to the inevitable need to work closely together. Distributed leadership allows for this. 
Furthermore, Smith (2017) suggests that studies within education have shown the benefits of distributed leadership to include positive outcomes for students as well as the staff and this is due to the increase in staff morale and motivation as a result of empowering model. This again verifies that with distributed leadership, an organisation can develop strong leaders with a shared vision leading to positive dynamics and a stable workforce. 
However, distributed leadership is not without its faults. As there is no clear definition of how the leadership is distributed, settings can find it challenging to put into practice. Halttunen (2016: 5) quotes ‘distributed leadership is a conceptual or diagnostic tool for thinking and not a blue print for effective leadership’. The concerns with distributed leadership models are that in some settings, not everyone has the skills to be a leader, nor does it occur naturally to everyone. In research by Halttunen (2016) teachers within a school setting who practiced distributed leadership did not identify themselves as leaders. Yet for others, sharing their leadership was a challenge as they did not want to omit their powers and lose control. 
Although the concept of distributed leadership follows an inclusive style where all take a shared responsibility in the maintaining and development of a setting, there is still a need for a form of hierarchy within it. Even though team members have autonomy over their domains, there is still a main leader who is accountable for the distribution of responsibilities (Halttunen, 2016). 
In conclusion, distributed leadership has a number of positive attributes when used effectively within early years settings. Due to the democratic nature of the model (Bolden, 2011 and Woods and Woods, (2013), it allows for employees to feel empowered (Clark and Murray, 2013) and valued, that their work and expertise (Heikka et al., 2012) are part of the vision for the future (Solly, 2018). When practiced correctly, the leadership style promotes self-reflection (Moyles, 2006 and O’Sullivan, 2009) and aims to create leaders throughout the organisation (O’Sullivan, 2009 and Solly, 2018). This leads to a high staff retention (EPPE, 2004) and a positive working environment (Cook, 2013). With that in mind, outcomes for children and service users are also encouraging (Smith, 2017). 
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