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Both Rodd (2006: 34) and Law and Glover (2000: 12 indicate the true meaning of effective leadership ‘is to motivate others to follow in their footsteps’.  When working in an early year’s setting, highly effective leaders are essential as these are the people that have the power to shape young children and the care they are being provided with (Veale, 2016). The main aim of this portfolio, is to critique three chosen leadership styles which could be used by members of staff in childcare settings. Throughout this portfolio there will be a discussion of three chosen leadership styles, which will consist of: 
· What is the leadership style? 
· How does the style work?
· Examples of how the styles impact on effective team working 
· Critique as to whether the style is effective or not.  
Included in the evaluation of the chosen methods will be a discussion as to how the different methods reflect on team building in settings. There will be a critical analysis of methods used, to work as a team within early years, including an analysis as to how the philosophy and principles of leadership can effect effective practice in settings. 
Leadership styles
According to Clark (2015: 1) leadership styles can be defined as ‘the manner and approach of providing direction, implementing plans and motivating people’. Employees see leadership styles as patterns. These patterns can be made up of implicit and explicit actions performed by leaders. It is very important that the right leadership style is in place, in order to motivate workers and give the best possible service and care to children as possible. (Clark and Tucker, 2010). According to Veale (2016) the first major study came into place in 1939 by Kurt Lewin. His aim was to lead a group of researchers to identify the different styles of leadership. From this study major leadership styles were identified. Those three styles are: 1. Autocratic 2. Democratic and 3. Laissez-fair. According to Benincasa (2012) leaderships styles are implemented in everyday working life to conduct a holistic approach on leaders. The main aim of this is to ensure that the team is isn’t just working ‘ordinary’ it’s to get them working to ‘extraordinary’.



What is a leader and what are their attributes to a setting?
According to Rodd (1994: 2) ‘A leader consists of an individual having a vision’.  Leaders can be seen as a person who can influence their vision on others, in order to achieve this goal. Although the definition of a leader above has come from a resource dated 1994, Jillian Rodd still believes the definition of a leader remains the same. In her latest publication written in 2006, she defined a leader as ‘someone who has a vision and influences the others around them’.  (Rodd, 2006: 11). It is clear to see that even though there is over 10 years difference in publication date, the authors beliefs remain the same.
According to Rodd (2006) in order to give practitioners a better understanding they need a leader in place which will act as a professional. This leads to the skills an effective leader must hold: 
· Provide a clear vision in mind
· Good communication skills
· Clear goals and objectives
· Monitor employees progress
· Encourage 
Veale (2016: 73) suggests the above skills are essential in order for staff to have ‘clear aims and know what their job entails.’ In order to be an effective leader, all those skills above need to be in place. Without the skills in place the service starts to deteriorate. This may include receiving parental complaints about childcare given to their child, the resources available in the setting or it could result in a bad or possibly failing an ESTYN report due to poor staff management. (Veale, 2016). In order to overcome this, it is essential that leaders are aware of their roles and responsibilities during their shifts. According to Reed and Canning (2012) leadership roles and responsibilities may include: a leader acting as a role model to their employees- How do they portray themselves in work and do they dress appropriate to come to work? Another responsibility includes ensuring staff are all up-to-date with their training and if not, actions need to be made to overcome this. A leader should ensure all policies and procedures are in place and updates continuously e.g. the safeguarding policy. According to Aubrey (2007) it is essential that a leader interacts with the staff they work with. This may be by holding a staff appraisal and ensuring the member of staff is aware of their positive attributes and what they need to work on to better themselves. 

Links to leadership within the Foundation Phase Curriculum.
One aspect of the Foundation Phase is organisation and management (Veale, 2016). According to Thomas and Lewis (2016) the Welsh Government produced a document in 2009 to support leaders. This document is called ‘Leadership for Learning.’ The main aim of the document is to act as a training module for leaders in settings, in order to build effective teams and relationships. However some could argue that this is a too narrow perspective on practice (Pound, 2006). Some settings offer leaders an award called (TLR) ‘Teaching and Learning Responsibility Point.’ This leads to more responsibilities and a possible pay increase. However Veale (2016) states that this is not a positive point in the eyes of the Foundation Phase, as not all settings comply with this, which results in staff feeling de-valued, no moral in the workplace and no organisation/leadership throughout, which may lead to a lack of consistency throughout the Foundation Phase.
Gender in leadership
According to Veale (2016) ‘when building a team, a leader must get the right dynamic in order to maximise team performance and effectiveness’.  A recent survey conducted by Nutbrown (2012: 24) shows that 60% feel’the workforce is not sufficient in creating a diverse setting’. Over 40 years ago Hennig and Jardim (1976) conducted a study to establish if there is a difference in gender when dealing with leadership roles. The study found that men beave in a masculine way, where they like to be in control and hold power, whereas women behave different to men in management position. The findings for women showed that women had lower scores in the following areas in comparison to men: risk taking, tolerance and flexibility. (Hennig and Jardim, 1976). However Kinney (1992) argues that women perform equally to men in relation to leadership functions. These functions may include: empowerment, restriction and portraying role model. Kinney (1992) believed that both men and women hold these functions, however women carry them out in a facilitating way rather than an authoritative style like men.  Although the information above is over 50 years old, researchers’ findings in the past few years are revealing the same conclusion. Grant (1997: 2) claims ‘the future of management will be female, as women are eager to climb the ladder and aim to achieve goals.’ However Veale (2016) suggests women and men both hold the same skills in terms of leadership, it is the way they portray the skills that has an influence on the way the work as a leader. These skills include: having a clear vision, valuing behaviour differently and being influential to others.
Chosen leadership styles: Kurt Lewin’s leadership theory.
Mind Tools (2018) state that Kurt Lewin’s theory came into place in the 1930’s. His work created the foundation of many of the leadership approaches which followed after his creation. His theory is made up of three styles of leadership which include:
· Democratic
· Autocratic
· Laisse-Faire
Autocratic leadership style.
Cherry (2017) states that an autocratic leader is ‘the boss’. They take an authoritative position over the team and decide on all decisions which are mostly based around their personal ideas. It is questions, as the weather an autocratic leader is the best leadership style to follow. It’s dependent upon the situation, the type of task and the team members involved. If the scenario is a potential harm or risk and needs immediate action, autocratic is the best style, however if it requires a range of skills/ideas to complete the task, autocratic is not the style to follow. Countries like Cuba and North Korea operate on an autocratic style. The countries encounter close supervision and a managerial role model in place, to ensure everything runs smoothly. (Veale, 2016). 
Liou et al. (2015) believes that autocratic leaders can be seen as ‘efficient bodies’. They are able to deal with situations in an efficient way which will get the issue resolved. However Rodd (2006) implies that a leader who is too authoritative can be seen as bossy and controlling. This may lead to staff members not seeing the leader as an approachable person, which means issues may not get resolved as they are too nervous to communicate with the hierarchy. The sense of power can be overpowering for some, which could lead to staff rebelling. In this instance staff could say ‘no I’m not completing that task’ as a reaction to the bossy manner they are being spoken to with. Veale (2016) states that manners cost nothing and a leader should hold manners and this includes: being polite and listening to team members. In some situations, an autocratic leader is essential such as, when a complaints or safeguarding issue arises. These scenarios require immediate action as they may lead to harm or danger if not resolved correctly. In instances like this, fast decision making is essential, following this is control and power. The leader must show authoritative control over the situation and as Jameson and Watson would say ‘you must look at complaints in a positive light’ (Veale, 2016). Cherry (2017) states ‘researchers have found that autocratic leadership often results in a lack of creative solutions to problems, which can ultimately hurt the group from performing.’ Personal skills pays a vital role in efficient team working. Each member of the team holds different personal skills. Pound (2006) agrees that without a mixture of skills, ideas would be dull. 
A recent EPPE study concluded that an autocratic leader holds ‘good communication skills when needed.’ The study promoted the fact that you must have someone in charge of the situation, or there’s a risk the situation could escalate and no get resolved (Veale, 2016: 27).
Scenario 1.
A parental complaint got brought to the attention of the school which required immediate action. The complaint involved a safeguarding issue between a child present at the school and their family. This situation requires the headmistress to call an urgent meeting to get the issue resolved. The members involved were the headmistress, deputy headmistress, parents and safeguarding liaison. Beforehand the headmistress had delegated roles to each member of staff which included: deputy head- get the safeguarding policy to hand and the safeguarding officer must get in contact with social services.
MacNaughton (2005) states yes, this is an effective leadership style. As a leader, quick effective decisions must get made which could resolve the situation or if not completed effectively, could make the situation worse. Veale (2016) states the autocratic style is effective as all staff are delegated roles by their hierarchy team. This way, all staff are aware of what is expected from them and not too many people are involved with one role, which could cause complications. This way, roles get completes quickly. Overall autocratic is an effective way for leaders to follow in an early years setting, as the main aim of the manager is that the situation is resolved and that it won’t happen again. 
Aubrey (2007) believes that the best leader can be distinguished with ‘self-belief’. She believes strongly that as an autocratic leader, it is good practice to go with your instinct and this will allow the best outcomes to scenarios. However Cotter (2004) argues that autocratic leaders should change their way of leading to suit the correct situation or person. This complies with the ‘zone of adaptability’ where the leader should mould themselves differently, into the leader that’s needed for that particular situation. Khan et al (2015) states that ‘hierarchy systems are essential’ in early years setting. This way, role delegations can be made e.g. if there are a lot of staff off on sick, the hierarchy system can put the correct staff in the correct places according to their ability and skills. This way the correct people are in the correct place. 
Democratic leadership style
Cherry (2017) states that a democratic leader is characterised as being a team player and a good listener. Baldock et al. (2009) agrees with Cherry, as they both believe a democratic leader take everyone’s views and opinions into consideration, no matter where their position is on the hierarchy system. Everyone’s voices count equally and everyone is part of a team working environment. A democratic leader will take a participative role in the decision making process along with offering guidance and suggestions. 
Cherry (2017) states that a research found that the democratic leader is the most effective way to work in a team. The results include: higher productivity from staff members, more contributions to ideas and it will increase group morale as everyone feels equally valued. Liou et al. (2015) agrees that a democratic leader will promote creativity in a group scenario, which will lead to employees contributing new ideas. This leads to staff feeling involved and committed as they care about the end result. In the instance of a school setting, if staff were involved with fundraising ideas, in order to raise money for new outdoor equipment, they could share their ideas which may lead to excellent ideas which others may not have thought of. This could lead to an increase in the profit amount, which is a better end result all around, as the school can now get the outdoor equipment that’s needed. However Cherry (2017) also argues that decision making within a group of employees can take time, resulting in rushing decisions which could not be the right decisions made. Johnson (2018) agrees that working in a team can involve communication failures, which could lead to projects being incomplete. The staff involved in the decision process may not hold the correct knowledge to be able to attribute to the talk. 
Scenario 2.
A staff meeting has been planned to share ideas whilst writing up new policies. The staff are all asked beforehand to think of any ideas/changes or contributions they can think of that will develop the policies in a more efficient way. The policies in focus are: health and safety policy, Safeguarding policy and staff training policy. These are all up for renewal soon, so staff contribution is essential. 
Veale (2016) agrees that a democratic leadership style would work effectively in this instance. The objective has been set and they know what they need to do and therefor as a group they must come up with new ideas. These ideas could be very valuable to the school. Perhaps one of the hierarchy team who would usually do these changes to the policies would have missed out valuable ideas that new staff think of. Mesmer-Magnus and Dechurch (2009) state that there are more benefits to working in a team, than working alone or in a smaller group. A study conducted, shows that wok forces are assigning tasks to teams rather than individuals now. They believe that more input and ideas are given and a holistic view on the topics are seen instead of a ‘one-man’s opinion.’ Pound (2006) also agrees that a democratic leader will conduct a group based situation, where everyone’s voice has equal contribution. Nobody has more say over anyone, everyone’s says are counted and are contributes for. Listening to staff will lead in a positive setting as the staff are happy that they are involved with big decision making like these. CWCD (2010) will agree that democratic leader are essential to early care settings. In this instance, staff will now be aware of what the policies consist of. If they ever need to follow the policies procedures in the future, they will have understanding as to what the policy consists of and what actions to make. This is great for the setting, as positive outcomes will hopefully arise, as the staff are now fully aware as to what to do in instances like health and safety issues. However Miller et al. (2012) would argue that a democratic style is not the most effective in this situation. These policies are very important and only hierarchy members of staff should have input into these. They believe that wrong decisions could be made, that could lead to the wrong actions being takes. They also argue that having a team discussion like this will take up a lot of valuable working time. Everyone will have to have their say, which could lead to a very long meeting, which is eating up on education time. 
Laisse-Faire leadership style.
Miller et al. (2012) describes the laisse-faire leadership style as a laid back approach which management take. Cherry (2017) agrees and sees this type of leader as a person who is hands-off and allows members of the team to make decisions. Cherry (2017: 1) stated the following quote in their resource: ‘Researchers have found that this is generally the leadership style that leads to the lowest productivity among group members’. Rodd (1998) states a leader who follows the laisse-faire approach lets others have complete freedom in the decision making process. He believes employees should have the capability to solve problems and make decisions on their own, without the encouragement and support of a mentor. Laisse-faire leaders can motivate their staff by delegating roles especially to specific individuals, making them feel valued and appreciated (Veale, 2016). However Cherry (2017) will argue that if staff follow the guidance of a leader who follows the laisse-faire approach, this could lead to employees not having specifically defined group roles. The staff may not be aware of what their job roles entails, which may lead to job uncertainty and could dis-hearten them as they feel they are not working to their best potential Fitzgerald (2004).
Belbin (no date) suggests, you need a mix of a team to complete tasks. This includes a variety of different skills, personal attributes and beliefs. She stated ‘if everyone were to be the same, the world would be a very boring place.’ However John (2018) argues that the laisse-faire approach is not as effective when working in an early years setting. He believes this style leads to poor management can be due to the fact that no supervision is carried out to staff members. This could lead to targets not being hit and tasks not being completed, which in the instance of a school setting could be fatal, as children are missing out on vital educational lessons.
Scenario 3.
A new member of staff has recently been employed. She holds the position of the new year one teaching assistant. She will work alongside the teacher in the classroom. However the manager has not given the new employee an induction or any sort of training. It is now two weeks into the new role and still no sign of any training. 
In this instance the laisse-faire approach which the headmistress is taking is not the best approach. ACAS (2012: 1) state “Getting the induction process right can help managers get new employees up to speed and productive as quickly as possible.” This shows that missing out this vital part of training could affect how this employee will turn out. During induction important things like: routines, rules/regulations and policies are discussed, so that the employee is fully aware of what their job consists of.  
According to Gasper (2010) leaders could take advantage out of staff members who follow the laisse-fair approach. He believes that hierarchy tend to avoid personal responsibility for the group decisions and blame wrong moves on the individual. Accountability lies on the hierarchy team for not setting the correct task to the correctly trained or skilled individual. Resulting from this the member of staff does not know what to do in certain instances and could follow incorrect procedures or do something out of place. Haller (2013) agrees that laisse-fair leaders have no involvement at all with the group and they do not intend to have any involvement with the group either. 
However O’Sullivan (2009) will argue that the laisse-fair approach is the best way as new staff are thrown into the deep end and have to make decisions for themselves. This will create independent thinkers, which in a school setting at such a fast pace, manager’s treasure. In this instance, perhaps an induction would have been appropriate to show the member of staff how everything works and what happens day-to-day. However on the other hand, perhaps the manager wanted to ‘throw her in at the deep end’ as she trusted her to learn for herself. Maybe the new employee could take this as a positive outcome, as the manager has trust in her decision making and knows she has faith in her to do well in the classroom environment (Thomas and Lewis, 2016).
Conclusion
To conclude it is evidential to see that leadership is key in ensuring a business/setting run to their best possible potential. (Veale, 2016). Without leaders in place, accidents may occur, mistakes can be made and education isn’t being given to children in the best form possible as staff’s morale is low. Haller (2013). A good leader will use all three styles together, to ensure their leadership skills are to the best possible potential. By using all three styles, a variety of skills are gained, instead of being varied to what one leadership style follows. According to Mind Tools (2016: 1) “a good leader has the ability to adapt the leadership style being used, according to the situation.” 
It is essential that leaders demonstrate to their employees that it is ok to choose their own independent style of leadership. McFarland et al. (2009). All employees are different and will all have different skills and beliefs which will encounter which style they chose to follow. Employees may feel pressured to follow a specific type of style or may be differed to one style from another due to factors such as: low self-esteem or social pressure. However abundant confidence may lead some employees to overrate their skills.  McFarland et al. (2009)
From the research conducted throughout this portfolio, it is evidential that authors’ beliefs remain the same. Some of the research in this portfolio was dated almost 50 years ago, however today the same author has written another copy of the book and their belief remain the same. For example Jillian Rodd wrote a book 10 years apart from each other, however her definition of a leader remains the same.
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