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Throughout the early years, there are many ways that leadership can be seen. Leadership in the early years is about leading learning, leading others and leading innovation through creative and practical means. This is done through inspiring others, being able to solve problems and having the ability to work as part of a team (Early Years Matters, 2019).  Ratcliffe (2013) explains that leadership and management are different. Management is a role which involves organisation and processes including staffing budgeting and performance management whereas leadership involves having a vision and including other people in that vision by using communication, inspiration and motivation.  On the other hand, Lindon and Lindon (2012) argues that a leader is simply someone who has followers, they may not have a higher job role or position than others, but people like to follow them. This could have a negative impact on the view of a leader as following someone may not be done by choice. For example, a popular person in a setting may have lots of people following them and their views but this could be purely because they are popular. 
For the presentation which was a senior leadership team meeting, the group that I was in adopted a democratic style of leadership both within the presentation and the roles we played as well as when we were preparing for the presentation as an academic group. Democratic leadership is based around the idea of there being a leader but one who encourages collaboration and teamwork. A democratic leader will usually decide who is involved in a discussion and will delegate roles and responsibilities to everyone involved. Democratic leaders will usually listen to others but when it comes to making on the spot decisions in an emergency, they will have the ability to do this. (Status.net, no date). Throughout the planning process of the presentation, one member of the group took the role of leader. This was not discussed, it just happened automatically the leader gave us our roles and provided us with responsibilities. For example, each member of the group was provided with a role for the presentation and a topic to research for the presentation. My role was the role of the deputy head teacher and my area to research was safeguarding. I was able to go and research this topic and prepare for my section of the presentation. 
Whilst working on the presentation as a group, it was recognised that by each of us being provided with a specific role and responsibilities made it easier to gather all the information that was needed. This meant that the work was split up fairly and each person did not feel overwhelmed as everyone had smaller amounts of work to complete. As Aubrey (2011) explains, leaders should provide members of their group or team with responsibilities to carry out to ensure the effectiveness or organisation and time management of the group. Also, it gives the group the opportunity to access a range of resources as each member are likely to use different resources and will have different ways of thinking , as Rickett and Rickett (2010) explains, sometimes it is better to receive contributions from all members of the group rather than basing all ideas and information on one person’s opinion or ideas.   All the different research was then sent to the leader of the group and was checked and put in to a script format for the group to use during the presentation. This was an advantage of using a democratic style of reflection as it provided the group with the ability to split the work up equally ensuring each member used had a specific topic to research rather than every member of the group researching all the topics. 
Another reason that the democratic style of leadership was effective was due to there being one person to oversee each area rather than using the Laissez-Faire leadership style which involves the leader being very relaxed and allowing members of the group to do as they please (Advance HE Leadership, Governance and Management, 2018). Using this style could cause lack of communication and could result in the research not being completed or not being completed to the standard needed. On the other hand, Amanchukwu et al (2015) argues that using the democratic leadership style can be dangerous as it could result in the leader choosing team members who are not suitable or people who do not have the expertise needed in certain situations. This could cause decisions to be made based on a lack of knowledge, which could result in a negative impact on the team or the setting. 
The dynamics of the group worked well as everyone felt comfortable in the role they were playing, and each member of the group already had knowledge in the area that they were researching. Pugh and Duffy (2013) argue that sharing information between team members or practitioners in early years is useful as it allows team members to learn from one another and to develop their knowledge in areas that they may not be experienced in. When we shared all our information, we realised that we had a detailed ‘senior management meeting’ that we could discuss due to the amount of experience each team member had in different areas. Also, it was useful to have such a comfortable group dynamic as we were all helping each other, if someone needed support whilst researching something then everyone would help. Also, we ensured we had good communication between us and would discuss what needed to be done, request support or send each other examples of what had been done already. This was good for us as it allowed us to work well collectively and collaboratively (Envy and Walters, 2013). 
Upon reflection, I realise that as a group we used McKinsey’s 7’s theory on skills without realising it at the time. When the team started planning the meeting for the presentation, organised ourselves by deciding what our actual aim was and what we would like to put in the presentation, these were our shared values, also we tried to think of ideas that we could put in to prevent our presentation being the same as others this was our strategy in a way. We had a structure as we decided who was doing what and when it needed to be done by. Then our systems related to out structure as each person knew what they were doing and when it should be done by. The style of leadership was adopted, and this was democratic as mentioned before. Finally, we looked at what skills each team member had to ensure that they were highlighted and used well (Michalski, 2011). Looking back, this would have been helpful for us to use when planning the presentation as we could have used it in more detail which would have made it more effective rather than using it by mistake. However, Pothiyadath and Wesley (2014) argue that the effectiveness of this framework depends on the context of the situation and how each step of the framework is referred to and how detailed each section is. This means that using the framework may not be effective if it is not used correctly or is not used in depth.  Although this is the case, I noticed that we tended to use the framework without realising it. 
One of the aspects of the presentation that went well was the fact that I talked about changing our safeguarding procedure by discussing adding a new programme to record safeguarding concerns. This was an example of catalytic leadership. As the safeguarding officer, this was my area of expertise and I took the initiative as the safeguarding officer to research a new programme and introduce it to the rest of the senior management team. Dr. Jeff Luke took part in research which looked at how some people were more successful when it comes to solving problems, he found this type of success was a specific type of leadership which he named ‘catalytic leadership’ (The Luke Centre For Catalytic Leadership, no date). Toomer et al. (2018) argues that being a catalytic leader does not usually involve having more authority but involves a person being passionate about something and wanting to push the team and the organisation further. Regarding the presentation, I was not the leader of the meeting, but I still believed that I could find a way to make the safeguarding policy easier for all the staff at the setting which is why I decided to introduce and discuss ‘my concern.’ On the other hand, Majumdar and Mukand (2010) argues that the success of a leader introducing and promoting change depends on the relationship between the leader and their followers. For example, if a leader tries to introduce change with people who do not view them as a good leader it is likely that the followers will not accept the change whereas if the leader is viewed in a positive way, they are more likely to be able to implement change successfully. 
Another positive aspect of the presentation was ensuring that policies were mentioned throughout.  In my role as a safeguarding officer, I mentioned the settings safeguarding policy as well as mentioning the All Wales Child Protection Procedure 2008. This showed that I had researched my role well as I was able to discuss relevant procedure and policies. Also, I mentioned the General Data Protection Regulation 2018 when discussing keeping children and families details confidential. Although this was the case, usually leadership revolves around a vision and a goal and management revolves around office duties which include implementing and changing policies and procedures (Early Years Careers, 2015). This means that although knowing policies and procedures are helpful as it allows staff to correctly address and deal with situations, this skill is not required to be a leader. 
If I were to do the presentation again, it would be beneficial to add some aspects of problem solving to it. This is because our presentation did not involve talking about very complex situations that needed resolving for example staff conflict or parent complaints. Our presentation revolved around basic points that are very common in regular meetings amongst setting staff. Saeed et al. (2014) argues that a leader’s way of managing or resolving conflict depends on their leadership style. For example, a leader with the laissez-faire leadership style manage conflict by avoiding it and transactional leaders are more likely to resolve conflict by using compromising strategies. Oladitan et al. (2014) indicates that the democratic style of leadership that we used is a positive way of ensuring effective conflict management as democratic leadership emphasises working together well. This means that conflict management is less likely as the team should be used to working together effectively and collaboratively. By discussing conflict, it would have given us the opportunity to individually discuss how we would handle conflict and what actions we would take to resolve it. Finally, it would have given the chance to discuss any policies in relation to conflict in the work place. 
Also, as a group we could have included some detailed discussion about the children at the setting and anything that could be altered to improve their quality of learning or well-being. We did mention a child with needs that needed to be met regarding his behaviour, but it could have been beneficial to discuss any targeted pupils who staff have concerns about or children with additional needs. According to Kids Matter (2019) setting staff should ensure there is good quality support in place for children with additional needs and should meet regularly with other staff and professionals to ensure they are working effectively to meet the needs of the children. Good communication is effective to discuss what the children need, what support is working for them and what more can be done to support them. By discussing this in the meeting, the group could have shown that they knew the children in their care well and it would have added a personal touch to the meeting. It would also have shown that the staff were able to work together and with other professionals collaboratively. Although this could have been helpful, from experience I am aware that some parents do not want their children’s additional needs discussed with all the staff at the setting and prefer for it to stay between them and the class teacher or the additional learning needs specialist. This means that staff should respect these wishes and not discuss any thing unless they have approval from the children’s parents (Gouldsboro,2017). Due to this, it might have been helpful to talk about children’s needs but ensure to make it clear that the children’s parents had given permission for this to be discussed. 
Overall the presentation went well as it gave all members of the group the opportunity to lead their own part of the presentation and it allowed everyone to show their knowledge and experience individually. Also, each person having their own section to research worked well as it allowed the work to be divided fairly and it gave each person the opportunity to show their strengths and to show their abilities to find detailed information on their topic The group worked well together and were supportive towards one another which was very positive for the presentation as it allowed us to relax and be confident in what we were doing as we were comfortable and prepared. As mentioned before, it would have been beneficial to introduce some discussion about conflict and additional learning needs as it would have given us more policies to discuss and would have provided the opportunity to discuss these in detail as they are large aspects of working in a school setting, especially children with additional learning needs. 
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