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Reflective paper 
 
The purpose of this written assignment is to demonstrate an understanding of leadership styles whilst reflecting on a practical group assignment where the group had to plan and deliver an effective purposeful meeting which would have a positive impact on practice with professionals managing working together as a team. Planning the scenario of the meeting is believed to have been prepared using a democratic leadership style. The meeting involved policies, procedures linking to legislation, where quality of care and standards was vital. The purpose of the meeting was for us as professionals to put views and actions into place for practice to be of upmost importance for the children, parents and professionals involved in the setting, ensuring needs for all was being met whilst continuing to be professional during practice. During the early stage of planning for the meeting, you could identify Tuckman’s’ (1965) Cited in (Gersick, 1988: pp. 3) forming stage of his developmental four stage model of group development was used. This is where most individuals looked to another for guidance (Wheelan, 2013). The leader of the group had excellent organisational skills which was used to pin point purposeful point for the agenda, every individual in the group looked to the leader for direction and listened with upmost respect. On planning the leader used a democratic style of leadership, making sure everyone in the group was content with their tasks. To accomplish a purposeful meeting the leader set out values and goals for team members such as researching their specific point of the agenda. The next stage used was storming, as everyone had completed their individual research, it was brought together to discuss as a group. Everyone wanted to put their ideas forward, therefore, conflict was inevitable. Although, conflict can be seen as a downfall in group work, as a group it was a positive aspect as team members were able to express their concerns freely and not feel uncomfortable to express their opinions within the group (Wheelan, 2013). This led to the group problem solving through shared values and goals relating to the task. After resolving any conflict issues, the team members communication become further task-orientated where members would meet up and discuss the task. This was done with increased co-operation and mature negotiation about every individuals role and point of agenda (Wheelan, 2013). This allowed us to work well as a team with increasing positive relationships. On performing all team members worked effectively with the task becoming of upmost importance, however this is where the leader of the group demonstrated an autocratic leadership style reasonably showing maximum concern for task (Lindon et al, 2016), however still reconciling a democratic leadership style making sure team members were satisfied. On reflection, an overall democratic leadership style was used where all views were listened to respectfully. It was decided that everyone would have their own item on the agenda to research and discuss and then to come together to link the points to produce a purposeful meeting. This was found to work well with everyone using Tuckman’s (1965: Cited in Gersick, 1988) 
Furthermore, as a team everyone got to know the different personalities of individuals, this was used to our benefit as each person had their own way of preparing and planning for the presentation. As the group are already a friendship group, the team had worked together in the past with each of us knowing each other’s’ styles of preparation and planning when working together as a group and any conflict was resolved quickly. Although, one individual used their organisational skills to set out a plan for the meeting using both a democratic and autocratic style within the group thus becoming the group leader. However, another individual used a situational style, by creating a scenario to use in the presentation to prepare for their point on the agenda, where this was agreed as a group. All the different styles of leadership were used and was beneficial to the team members involved in the preparation for the presentation. Challenges encountered during planning the meeting was the conflict of everyone wanting to use a wide range of information for the meeting, however this was resolved with upmost respect and decided only certain parts of information researched would be used to create a purposeful meeting with specific points to cover in the agenda.  Personal challenges encountered were with the new Welsh Government ALN Bill and the changes from Special Educational Needs (SEN) to Additional Learning Needs (ALN) (WG,2018) as a deeper understanding and further research was needed to enable myself to confidently understand the changes and present them in the meeting proficiently.   
During the meeting everyone worked well as a team focusing on the agenda that effectively linked to policy, legislation, standards and care. The agenda was effective as it covered all aspects of the meeting including provisions for updated policies including safeguarding, health and safety also inclusion. Whilst planning the meeting a democratic leadership style was used as everyone worked well listening to each other’s’ views, with everyone choosing what aspect they wanted to cover for it to be fair for everyone it settled to everyone having the same vision and working towards to same goals. 
Leadership in the early years setting is promoting by the common goal or ethos of meeting the needs of children (Daley et al, 2004). According to Kouzes and Posner (2007), communication is a crucial skill to be a successful leader as communication skills underpins all other skills. As early years settings are specifically people services, Rodd (2013) states, that leadership is more that the style adopted and that is it personal, including communication, safety and trust and this is used to create more satisfying relationships with both adults and children. Therefore, resulting in enhanced development and learning of all involved in early years settings. As responsibility of a leader is to ensure all needs are met with a range of children and adults it is vital to gain trust and confidence and this is essential for good quality early years provision (Rodd, 2013). There are many different styles when it comes to leadership, including, laissez-faire, autocratic and democratic, however, for this essay the focus will be on the transformational leadership style which James McGregor Burns (1978) first identified. Rodd (2013), suggests all styles of leadership are useful, however it does depend on the right situation, this can be linked to situational leadership style. During research it was found that many of the leadership styles linked with each other in some way, for example, transformational leadership has much in common with charismatic leadership, but charisma is only part of transformational leadership (Bernard and Ronald, 2006). A transformational leader is seen to stimulate and inspire team members to achieve extraordinary achievements and team members developing into leaders themselves. This is done by the leader aiding their team members to develop and grow into leaders by answering to individual needs and empowering team members to achieve goals, thus benefiting the leader, other team members and the early years setting (Bernard and Ronald, 2006). Daley et al (2004) believes, good leaders tend to lead by example, for example, being a role model for team members, and ensuring that staff have opportunities for further development, also staff are passionate about their work as this can be a motivator for others. Transformational leaders both influence and are influenced by followers (Diaz-Saenz, 2011). Furthermore, Lindon and Lindon (2011) state that excellent communication is key to successful transformational leadership. Transformational leadership is going beyond individual needs and focusing on the same goals and addressing higher psychological needs, for example, Maslow’s self-actualisation. Moyles (2006) believes, an effective leader in the early years should have some knowledge of behaviour theories to help them to ensure that both children and staff feel satisfied and important in their setting by having their needs met. Maslow (1943), states that people are motivated by their needs so this could help early years leaders not just with the children but also with their staff. Lindon et al (2016), also mentions Maslow as his ideas are still discussed and applied generally more today. He believes once a person has a confident social base it can lead to the level of self-esteem with focuses on advancement. Frederick Herzberg (1959), claimed job satisfaction was about motivators and motivators consisted on achievement (Lindon et al, 2016).  Daley et al (2004) also states, leaders of settings need to ensure the wishes of parents, carers and children’s needs are met, thus leaders are responsible to lead and motivate team members. Hence, staff needed support from their leader to develop further in their professional role to ensure needs are met as partnership with parents is paramount in providing quality services for children. Additionally, to provide children and families with quality services leaders of settings must be up to date with current issues, such as legislation (Daley et al, 2004). 
Lindon et al (2016), believe, there is no single approach for leadership for every appropriate place, time and team. Early years has produced a considerable amount of discussion around distributed leadership and is frequently promoted as an ideal model for an early year’s leadership. Behaving in an autocratic way will not work for early years provision, and learners show little initiative for tasks set for them as Lindon et al (2016) believes leadership in an autocratic way shows maximum concern for task and little concern for people (Lindon et al, 2016). Available models of leadership address the serious limitations to an autocratic leadership and explore how collaborative leadership needs to co-exist (Lindon et al, 2016). However, Lindon et al (2016) states democratic leaders sometimes use an autocratic leadership style when it is necessary, assuring assertiveness and understanding is different to aggression. Stogdill (1974), concluded that both personality and situational factors were critical in leadership, for example, leadership depends on situation (Lindon et al, 2016). Fielder (1967) agrees with Stogdill (1948-1974), Fielder (1967), based the effectiveness of a leader, is situational leadership, as he claimed there is no ideal leadership. However, more than one style could be used depending on the situation. The term situational can be described as flexible, as leaders cannot afford to take lots of time over situations that could be of urgency. Quality and peoples need for urgency are at the heart of Hersey and Blanchard’s situational leadership (1974).  Appropriate leadership is also dependant of the development of the staff (Lindon and Lindon, 2011).  
Bernard and Ronald (2006), suggest that transformational leaders motivate others to do more than they originally intended and often even more than they thought possible. They set more challenging expectations and typically achieve higher performances. Hallet and Siraj-Blatchford (2014), agrees with this statement and believes, transformational leadership fosters individual, group or organisational performance beyond expectation. However, this is done through strong emotional attachment and relationship. Yuki (1999) also states, transformational leaders are more likely to take actions that are more likely to empower others, whilst followers are more like partners for them to be able to achieve visions and goals that are important. Transformational leaders also tend to have more committed and satisfied followers as stated by Bernard and Roland (2006).  However, Rodd (2013), believes a democratic leadership style is understood to be associated with a positive work place. 
Moreover, transformational leaders empower followers and pay attention to their individual needs and personal development, helping followers to develop their own leadership potential (Bernard and Roland, 2006). Lindon et al (2016), states a transformational leader supports early years teams through process of change. Podsakoff et al (1990) believes that effective leaders can change the beliefs of others, so they are more likely and willing to perform beyond minimum standards.  Moreover, ideas and pedagogical theories from Montessori (Montessori, 2004), Vygotsky (Daniels, 2017) and Piaget (Beilin and Pufall, 1992) can influence change and provision in practice (Baldock et al, 2013). Since change is part of everyday life especially involving early years settings Whalley (2011), believes significant change has been the reason towards increased professionalism and quality of provision for young children and families. In contrast, McCall and Lawlor (2000) disagrees stating, change can heighten hesitation and increase uncertainty. Nevertheless, values and visions are agreed by the team that is led by the leader to ensure quality of child development, additionally preparing team members with skills to manage and change the future. Transformational leadership is in certain ways an expansion of transactional leadership (Bernard and Ronald, 2006).  
Transformational leaders could share the preparation of visions and ideas that could be a democratic and collective innovation (Bernard and Ronald, 2006). This is can be linked to distributed leadership, as it has concepts such as participative or collaborative leadership which are equal (Leithwood and Levin, 2005). Additionally, Rodd (2013) believes effective teams are seen where the leadership is distributed which then results in high quality interaction between team members.  
A key component in transformational leadership is having a vision of where you want the organisation to be, next is to make the vision real, this could be by breaking down into short-term or long-term goals and using collaboration and trust, for the vision to then be achievable (Lindon et al, 2016). In addition, it is stated by Lindon et al (2016) that transformational leaders cannot work alone, the responsibility is shared to change the provision such as a distributed or democratic leadership style. However, this is achieved by activity committing to moving forward and not just having the same vision, this forms an emotional attachment to the vision. The transformational leaders guide their team through problem solving appropriately by reminding them of core values for provision.  Transformational leaders are said to show passion for achievements and progress, whilst praise is given widely and publicly, continuing to treat everyone with respect (Lindon et al, 2016).  
In conclusion, planning and preparation for the meeting was beneficial as the team delivered an effective purposeful meeting, linking theory to practice. An overview of different leadership styles has been explored within the context of early years team and family working. Along with a reflection on group process and leadership styles used whilst planning and delivering our presentation. However, it was noted not only one leadership style was used, this deemed appropriated as early years setting are always changing depending on the situation. Overall, this assignment has aided us as practitioners to have deeper knowledge and understanding of early years leadership and which leadership style is best for early years provision and care.  
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