Introduction
[bookmark: _Hlk505540829][bookmark: _Hlk505541063]Leaderships styles are referred to as strategies that are used globally to help maintain professional performance as well as positive development and outcome of establishments including; Government, trade industry, Hospitals and Care establishments, and Education and Early years setting. However, some leadership style according to Bosher and Hazelwood (2008) such as a Democratic or Distributed Leader are preferred styles to be used and are seen to be more valuable and progressive in accordance with abilities and effectiveness. Within child care and education settings rather than for example an autocratic leader who like to take control within all decision making, with little or neither valuable input from members within the group or team. Aubrey (2007) argues the importance of leadership styles been effective, but also believes that a leader should have the ability to adapt leadership styles dependent upon the situation at the time.  Bowles and McGinn (2008) support Aubrey’s claims however Bowles and McGinn believe that women are more adaptable to the change of leadership styles compared to men. Molloy 1998) claim’s the term Leadership holds different values to different people.  Zheltoukhova. (2017) puts forward that a leader has been referred to as a person who holds the ability to set directions and aims at achieving visions with appropriate strategies required to build and apply changes to achieve the initial vision. Some suggestions of basic elements of effective leaderships put forward by George et al (2012) includes’
· Motivation and empowerment of staff
· Providing opportunity for open communications between staff, leaders and manager
· Being able to effectively and responsibly engage with families
· Hold clear visions 
· Be committed to one’s own learning and development.
this is supported by Schermerhorn (1999) suggesting form an organisational perspective the term leading is a process that used to motivate and influence a group or team of individuals to improve work performance, and positive outcomes of quality of care for clients whether this be for children, parents or families, however Herbstb and Ratnera, (2004) and Ali et al (2013), argues that it is the leader’s individual behaviour alongside the goals of the organisation that influences individual’s behaviours and outcomes of a team rather than the individual’s behaviour alone. 

Gender difference in leadership 
[bookmark: _Hlk505029326]Billari, et al (2013) suggests Gender differences within employment has become increasingly highlighted within public debates as gender roles, gaps and differences between men and women are still considerably high throughout Europe. putting forward that the difference is a reflection of how much testosterone is produced by individual, suggesting that the more testosterone is produced the more likely an individual will indulge within risk taking activities and as men have ten times more testosterones than women Nardia,(2003),  they are preserved as having more confidence and thought of as being more optimistic, therefore more likely to use strategies that involve risks reactions compared to a woman, who may deal with a situation through social sensivtivity, therefore respond by reflecting feelings rather than actions.  . 
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[bookmark: _Hlk505543414][bookmark: _Hlk505026297] To help improve the way gender roles are promoted as being equal despite gender, race, ethnicity and beliefs Chwarae Teg funded by the European Social fund and the Welsh Government According to Powney (2016) works with employers to promote equality, diversity and sustainability to help women thrive from being give opportunities within modern working practices. According to Patel (2013) although women successfully fulfil the role of a senior leader, they are less likely compare to men to go on and progress to a higher position of employment. Rodd (2005) argues that women have greater difficulties with being able to identify concepts and the need for leadership, resulting in a lack of understanding of what leadership with in earl year setting entails. However, The Institute of leadership and Management (2011) believes this is due to a woman’s confidence levels and self believe becoming a barrier, and preventing a woman from applying for higher employment position. Conger et al, (2012) believes that women have a higher tendency then men to maintain a people’s person biased position The Institute of leadership and Management (2011) indicating that women are more inclined to adapt the democratic leadership style to their leadership position.
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Personality of a leader 
Marsligia (2005) suggests that during the twentieth century leadership theorists focused upon personal traits, however now in the twenty first century the focus has developed from looking at personal traits alone to looking at both the leader and follower’s behaviours and relationships between personalities and leadership. Chemers (2000) Proposed that although traits are found within all leadership styles, personal and physical traits alone do not improve or support further success. However (Martinsen (2004) proposes that, to be able to progress and reach effective goals, individual personalities of leaders that reflect and encourage followers to perform effectively include:
· Honesty
· Confident
· Committed and passionate
· Good communication skills
· Ability to decision make
· Delegation and empowerment 
· Inspiration to others 
· Creative
· Empathy

Lee et al (2015) suggest that within a child care establishment, a leader is required to support and facilitate the development and learning process of the children, this also includes supporting the children to acquire skills that they will be required to be apply to context later on in life. All the above according to Davis and Rhyder (2016) are a range of guided principles that are looked for within a child care setting, these skills may not be noticed but are easily integrated within the development of leadership potentially impacting and performance. 
Now for the poupous of this portfolio we shall begin by examining the strengths and weakness of the first of the three leadership styles that you shall find within the portfolio along with an example of how each leadership style can be used within an early yeas or education setting
Leadership style one:
For the first leadership style for the portfolio, I shall be looking at what has been referred to as a as the Free Rein leadership style. I shall go on to look at what a free rein leadership style is, how this leadership style may be benefit some followers but also how it could hold challenges for others as well as how by adopting the free rein style Within an early year’s setting it can have an impact on the settings over all goals such as whether they are able to be met or unfortunately underachieving targets and goals, and how the overall outcomes may be affected by adapting to the above style.
A free rain leadership style according to Hashmi et al (2012) is a style that provides followers with no support or guidance to achieve organisational goal. A Free Rain Leader, has also been referred to by authors such as Yang (2005) as the laissez- Faire leader, but also supports claims by Hashmi et al suggesting that leaders that adapt to using A Free Rein/Laissez-Fair leadership style approach offers a non-strategic contribution, enabling group members to make day to day decisions. Potentially resulting with negative consequences and, performance and attitudes from group members. 
Although there is controversy over how a Free rein/ Laissez-Faire leadership style should be used Gill (2016) highlights that there are still benefits to using the style, and although it does not suite everyone it can in fact help and encouraged performance of individual’s development. 

Benefits of a free rein/Laissez-fair leadership style
· Limited supervision allowing confident group members to show their competence 
· followers can make and carry out own decisions and choices
· leaders provide the followers with the tools
· followers are expected to use own initiative to problem solve 

 
disadvantages of using free rein/ Laissez- faire
· leader holds limited knowledge of if an individual with in the group requiring support due to own knowledge or lacking experience with a certain area.
· Insufficient feedback is given 
· Poor communications between management, leaders and followers
· Limited support or guidance for those that may be struggling with managing or organising projects and deadlines

[bookmark: _Hlk505529387]However, A previous experience I find myself being able relate the free rain leadership style to as well as reflecting the beliefs of Hashmi and Yang, and the advantages and disadvantages suggested by Defence Acquisition Guide (2017), listed above was at setting that I had previously been employed by, this setting provided care for children as young as three years old, up to the age of eleven and twelve-year olds. The organisation opened from eight thirty in the morning until five thirty in the evening.  The management team were infrequently seen on the premises. although there was a named person in charge and present throughout the day they would end up having to complete other set tasks around the organisation leaving the group members having to support each other. At times this method seemed to work well, but was according to the strength of each team member in the group. For example: by having no leader for guidance, group member or individual were let to solve problems and plan activities out for themselves, the benefit to this is that I was personally able to learn and progress through the Kinaesthetic learning style of having the hand on approach and given opportunity for experience. for myself, having some former knowledge experience provided with the confidence to be able to complete tasks with using own initiative and with confidence. However due to the inconsistence support of leaders, many former staff members were leaving, a mixture new  experienced and in experience staff were employed but due to the inconsistency of the support available form leaders and management, and due to not having the confidence through either age or no former experiences, the new inexperienced staff unfortunately was not able to take the pressure of the high demands and need to meet expectations and goals of the organisation and also decided to end their employment within the organisation.

Manhatten collage (2018) suggest that the benefits that Gill proposes above are potentially valuable for confident individuals that are included with in a well-structured organisation, where employees are familiar with what is required, this method in a well-established organisation will empower individual to strive for accomplishment of targets. By having the qualities within the benefits found above (Martin (2017) proposes that the needs of children attending the organisation, not only would meet guidelines of the organisation with confidences but would met but legal requirement within government policies. For example the benefits would apply to Standard 13 of the national minimum standards  ‘to support individual children’ this would be fulfilled by the more confident, competent workers who have the stamina to working individual but on other hand would also breach the same standard but being able to connect to the disadvantages proposed by Gill , for the reason that the registered person, in this case the leader should actively encourage participation of activities to help children to fit into the group and with a leader that enables a un certain and un confident group or member to perform a task potentially result in failure. Schmidt, and Tannenbaum, (1973) puts forward that this also provides opportunity to show willing to develop knowledge, demonstrate competences and potentially develop employment status by showing ability and commitment for accomplishment while maintain a balanced structure within their professional fields for the stronger more confidence individuals. Leec and Loob (2017) argues that although the Laissez- Fair style can be a secure style, this style does not have the ability to structure, strengthen or develop new or in despaired organisations. Underwood (2015) supports Leec and Loobs views but also adding that individuals that have very little experience and have little understanding in regard to an organisations purpose, over all intensions and goals, insufficient support and guidance is not the appropriate approach that should be used.  This style according to Amanchukwu et al (2015) if adopted inadequately can have a propounding affect not only on an individual’s health, the way an organisation with thrive to develop Desrosiers (2009) but more importantly if the organisation is an establishment that provides care for children this can also have a propounding impact on the health and wellbeing of children within the organisation Siraj-Blatchford and Sum (2013). George et al (2012) brings forward that taking into consideration the Safe guarding of children being the responsibility of all adults, and for new, under developed nursery’s by providing staff with limited support, supervision and guidance, mixed with individual with limited confidence and knowledge in regard to Acts, Procedures, or even by conducting an activity age appropriately could theoretically could result in negative outcomes. Referring back to the previous experience within this section links from staff not being able to manage under the pressure could of potentially put one or more  of the children present within the setting at risk of accident or injury and within guidance of the Department for Education (2013) to ensure that the welfare of the children was priority the organisation would either have to reduce the numbers of children available to attend the setting to ensure staff remain within their staff ratio numbers filing the ability to have adequate staffing  or have to temporally close until the issue could be resolved. 


Leadership style two:
[bookmark: _Hlk505535118]For the second leadership style of the Portfolio I shall move on to what is referred to as a Transformational Leadership style. I shall begin with explaining what a Transformational Leader is. I shall then move on to cross examined both positive and negative factors of using the style, as well as how looking at how the style can have an impact on followers, the setting, but also how by using the Transformational leadership style has an impact on the overall outcome.
A Transformational leader as suggested by Avolio et al (2004) has the capability to encourage motivation and develop knowledge through inspiration. Anderson and Kennedy (2005) adds this leadership style if adopted using the correct format not only provides guidance through: 
· Knowledgeable inspiration
· Inspiring drive 
· Ideal influence
But also promotes change to how followers preserve values, goals and aspirations, suggesting by making these changes to the way a follower preserve overall outcomes Abbas et al (2014) also believes that this encourages a greater professional performance due to the Newley learnt views, values and goals is how they preserve what performance is required of the situation and not because the hope of reward therefore a transactional leadership style is most effective in organisations and situations that have very little structure  and require change or in small organisations that want to change directions in the way they preform to achieve higher outcome.   Spahe, (2015) suggests that the aim of adopting the traits of a Transformational leader is that they
· Do not over extend goals
· Are eager develop knowledge of the persist problem that requires change 
· Work from extending knowledge through research to rectify the error of original breakdown
· Work within guidelines, to rectify errors within the system.  
[bookmark: _Hlk505545726]The same as adopting any leaderships style’s the Transformational Leadership style Rajinl and Suresh (2013) claims that both the advantages and disadvantages and disadvantage connected to the aims put forward by Spahe 2015.

Advantages
· Confident with communicating new ideas
· can effectively connect long term ideas and visions with long term targets and goals
· can emphasise with those around them
· hold the ability to develop partnerships through gaining trust
Disadvantages
· Unproductive used within early stages of organisational development
· Not suitable to be used in official organisations  
· Organisation required a weak structure that is in needs securing  

[bookmark: _Hlk505535528]An example Transformational leadership style can be linked to a new employee has joined a team within a setting, although they have the required qualifications for the role the individual may be lacking confidence due to limited experience during their study. According to National Childcare Accreditation Council (2008) by providing adequate support to all staff member of different positions equally involving each member within being able to make joint decisions through discussion, motivation and dedication. this strategy according to Agbim (2013) is believed to be a rich method used to develop high quality services. As the new member become more familiar and comfortable from acquiring knowledge of organisation asperations and goals Sadeghi and Pihie (2012)  suggest leaders are then able to encourage colleagues to comfortably develop group goals and values of individual personal interests rather than overall organisation goals as the Transformational leadership style is to help build individual skills, attributes and abilities to effectively deliver effective standards of care rather than working on establishing and strengthen current systems.
In accordance with one’s ability to perform, White (2008) puts forward that by acquiring and applying adequate skills for development maintain continues stability strengthens through performance will remain the same, however on the other hand if ones views, values and concepts change, this may interfere with how skills are applied the to the individual’s performance. With performance being unpredictable though potential change that can either have a positive affect improving performance or in revers a negative impact decreasing one’s performance ability. 
Leadership style three
[bookmark: _Hlk504224845]Finally, for the third leadership style I have chosen to examine and discuss what a Distributed leader is. Within this section we shall consider how a Distributed leader functions to achieve goas and support positive outcome within an organisation, I shall examine if there is appropriate time to adapt to the use of the Distributed leader as well as what the benefit and negatives of use the model and how these may have an impact on the outcome of an organisations goals if applied if used inadequately. 
Bolden (2011) highlights how a distributed leader has become more popular over recent years.  suggesting that the increase is due to how leaders are representing themselves towards co-workers, parents and families as well as wider than the organisation.  Claiming that This behaviour has encouraged a mutation, taking the focuses of leader’s attributes and individual behaviours encouraging a regular outlook through emerging the process of thoughts through social interaction and shared activities with individuals of the group. Timperley (2005) emphasizes that a distribute leader is not the same and should not be seen as distributing responsibilities and tasks to individuals who are able to perform separate role within an organisation. But rather seen as the ability to hold dynamics that are present between leaders and followers allowing appropriate tasks to be designated to the correct individual according to the task or situation rather than where each individual may find themselves within the line of hierarchy within the organisation. Bloden (2011) is in support of Timperley suggestion of leaders and followers working alongside each other putting forward that leadership, is considered to be a group quality therefore for a leader to function correctly and efficiently, function required to achieve goals must be carried out by individuals preforming within a group  
Aspire Training Team. (2017) brings forward that if leaders spend more time listening to others enhances the way one may feel within a group, such as feeling as if their contribution is valued, inspiring individuals within the group to believe that are able to take responsibility where required enabling a rise to authority when essential. Coleyshaw et al (2010) suggests that by adopting this leadership style within an early year setting by enriching development through co-operation rather than competitions, and if organisations distribute responsibility not only on the shoulders of the leader but also employees enhance over outcome of organisational accomplishment. Effective leaders within a child facilitated organisation according to George et al (2012) has the knowledge of understanding the importance of engaging with families and approachable to meet there required needs to where they currently find themselves, while developing an approach to enable the family to progress forward, while using a sensitive, non-judgmental, approach. Manni and Siraj-Blatchford (2006).  Also add that as time are changing it is Impotent that leaders understand and are able to keep up with the changes, ensuring that the services that are available change with time, remaining flexible enough to meet the need of individual families. Therefore, by leaders applying a hands-on approach, this parents and families, are able to witness that the leaders provide a modelling experience for co-workers emphasises that the leader is within a good approachable position. Advantages and disadvantages proposed by National centre for Research Methods (no date) are listed below show 

Advantages/ benefits 
Enhance opportunity for discussion, building knowledge
· Enables individual to develop strong vision
· Leads by example by developing and providing high quality care child care 
· Develops through support rather than intervention 
· Provides opportunity for change 
· Enhances development of views and values for improvement 

Disadvantages  
· individuals holding different views of what a leader is
· individuals have deal with conflict
· not able to understand the difference between leading and emphasis
· individual holding different degrees of emphasis

Example
[bookmark: _Hlk505550534]An example of a situation where a distributed leader would be valuable would be within a well establish organisation, according to Halttunen (2016)  settings such as a private day nursery that has been developed and strengthened over a long period of time, and had to communicate and work alongside multi agencies in regards to the weal fear of a child in there care Babou (2008) puts forward that by delegating appropriate individuals with former knowledge and understanding in regards to how adequate support will enhance outcome for the supported child. Mumbai (2014) adds that by using a knowledgeable individual that work well through supporting each other’s strengths, enables the team to function and maintain stability when an individual becomes detach from the group for a short period of time to work alongside other agencies taking back further knowledge that support the child as well has having the ability and confident to educate the rest of the team with recommendations of strategies and support in moving forward 
How can this be beneficial?
 Siraj-Blatchford and Hallet (2014) Proposes that child facilities settings that have adopted the distributes style has shown to be beneficial to raising standards and promoting higher quality development in areas including educational, health and social development.  
To children
As a positive result of the adoption of a distributed leader, (Bierly et al (2016) claims the ability to recognise an important aspect of facilitating quality service that enable and enhance development outcome for children comes through the leader’s skills should be addressed as an important aspect of learning and achieving process and should not be overlooked. Learning and Teaching Scotland (2010) argue that it is acquiring attribution to recognise links needed between what is required to move forward and what is required in the form of child development and learning process. It is the self-evaluation along with reflection that enables a leader to go and improve care quality where required that has contributed to the increase od children reaching targets and outcome of development plans.

 To staff
Locke (1976) suggest that group member can develop an understanding and a common drive between them to enhance and deliver high quality care as well as develop a clear understanding as a group how they are going to achieve these goals through raising standards of performance.
For the Organisation
(Learning and Teaching Scotland 2010) Individual staff bring different skills, qualities and values to child care organisations and it is important that knowledge of how the characteristics of everyone brought to a group can have an impact on the learning process of a child. The ability to acquire a clear vision can recognise and discuss shared aims that positive impact on outcome that affect, children and parents as well as staff.
When not to use the distributed leader ship style 
According to Bennett et al. (2003) a Distributed leadership is a style that should be carried out within groups that hold former professional relationships rather than trying to be applied to individual as individual action, as the distributed leader is not something or a multiple of activities that is carried out by and individual, but should be viewed as group strategies that work through developed relationships within the group and organisation. therefore, applying this method to small establishment including nannies, and child minders as well as a new establishment where staff are un familiar with each other’s abilities, personalities and the process and over all goals of the establishments would sufficiently support a framework for achievement. 
 Conclusion:
Drawing this portfolio to a conclusion biased on the findings of many authors, this portfolio highlights that there is still what is preserved as a stereotypical gender difference within the fields on leadership. With Bowles and McGinn (2008) claiming that women are more adaptable to filtering between leadership styles in accordance to the situation, and Boshmer and Hazelwood (2008) suggests that men are greater risk takers than women, both initially have the same over all ideas and eagerness to thrive to success in developing of a well-structured establishment that serves for popups. Three different leadership styles have been examined, the finding from all three show clear evidence that they all have similarities with each leader wishing for their co-workers to be able to contribute to the strengthening of the organisation enabling individual’s to become familiar with expectation and goals, and although they are delivered using a variety of methods that are more suited to one kind of organisation rather than another, all three styles held typical advantages and disadvantages, however if these advantage were all used in the correct format, in the end all three styles may have been a beneficial asset towards the growth of the organisations. However, the same situation applies for the disadvantages of all three leadership styles, and that if they were not correctly managed then the end result would be the of the organisation failing to meet expectation or furthermore unfold through the stability of the organisation inadequate supporting foundations, requiring a change in method to rebuild and strengthen what has weakened.
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