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The theories of Leadership 
There are many opinions discussed by a variety of academics on the importance and reliance on leadership theories within the working environment (Roberts & Rowley 2008) and how these theories enable the workforce to grow under the influence of a leader. Joyce (2017) discusses how the ‘buzz’ around leadership emerged following reform after the millennium and while leadership has existed prior to this, the modification of public services has allowed for leadership theories to be more prevalent within the modern society. ‘Leadership is a fundamental aspect of putting strategy to work’ (Sheil 2004) and is the process of ‘influencing a group of individuals to achieve a common goal’ (Northouse 2018) and appears commonly in the public and private sector. 
              To understand the central features of leadership, it is important to discuss the spectrum from which the styles vary and how different public organisations fluctuate between one or more style. The most commonly known leadership styles vary between laissez faire and authoritarian and different public organisations adapt these styles depending on the greater or less need for leadership within the environment in which they are working. Sadler (2003) would argue that leadership exists only at the top of the management structure, controlling and directing the team, where-as Yammarino (2013) would argue that leadership exists at all levels within the work place. The two styles of leadership are discussed by Bass and Bass (2008) as being opposites in their approach, an authoritarian leader dictates instructions to the team, where as a laissez faire leader has less influence in the group decisions and is less involved in the decision-making process, placing a heavy reliance on the group or subordinates. 
Many academics have provided evidence on the leadership theories that focus on the leader specifically and how they encourage team members to achieve the common goal. Braveman (2016) highlights two main theories that have been developed and appear alongside the laissez faire and authoritarian leader.  The two theories include transactional and transformational and the characteristics of the leader differ depending on the individual. The theories were first discussed by Weber in 1947 and later developed by Bass in 1981 and have been the basis from which many other styles of leadership have been formed and implemented. Callaghan and Kernic (2003) have carried out detailed research on how the leadership styles within public organisations dictate the success or failure of the group task. They discuss the difference between that of a transactional leader in contrast with that of a transformational leader and how those in senior positions contribute to the drive and willingness to conform to the group task. DuBrin (2013) adds to this and explains a transactional leader to ‘appeal to the ideals and values’ of the team members, ‘enhancing commitment’ to the team by appealing to the individuals, in exchange for monetary values, where as a transformational leader would appeal to the teams personalities in exchange for mutual respect and confidence (Pardey 2007). In order for leadership to be successful in a team environment, there first must be a process by which the team grows and develops as a unit under the influence of a leader. This was first discussed by Tuckman in his team development proposal, consisting of four stages: forming – where the team initially joins together and there is high dependence on the leader, storming – where the team begin to work as a unit, however clashes in personalities sometimes make it difficult to know what is expected of the individuals, the norming stage is believed to be the most crucial point by which there begins to be cohesion, tasks are delegated and individuals start to become clear of what is expected of them and performing where the roles of the group become more flexible and where individuals are comfortable to work as a unit to achieve the task (Bonebright 2010).  The group dynamics ensure that the team are able to conform to one another and after undergoing Tuckman’s theory, there should be clear understanding, profound communication and the team’s should have the ability to achieve set goals. 
[bookmark: _GoBack]For the purposes of analysing how the public services interpret leadership styles within their operations, it is important to discuss how different organisations – depending on their nature – enforce leadership within the team environment, to be effective in the work they carry out. The Police Force for example are an organisation who tend to adopt more than one style of leadership in order to be consistent in the work expected of them (Locke 1999). In contrast, The Armed Forces are an example of a public organisation who tend to adopt a set method, such as an authoritarian approach, due to the circumstances that are presented to them and the need for leadership to be dictated as a means of safety and protection. Kane (2017) argues that the leadership style adopted by some of the Armed Forces focuses on the need for obedience to authority, unlike any other of the public services and while to some they may appear hostile, the attitudes and means of encouragement delivered to the team are considered to be of the best interest of team members in the environment they are placed in. Schyns and Hansborough (as cited by LePine et al 2004) suggest that the way in which a team performs, depends on the individual guiding them and how the leader responds to a situation, will either instil confidence within the individual or will result in the team feeling insecure in their environment. Adair (2009) highlights the need for leaders to be strategic in their approach to managing a team and stresses the importance of developing ‘practical wisdom’ which consists of a blend of ‘goodness, intelligence and experience’ as a means of aiding and supporting those within the team environment. Lake et al (2015) adds to this by suggesting that no success will come from a team that are unable to work together and a successful leader would identify the needs of the team as well as the failings in order to improve these to increase production, referring directly to Maslow’s Hierarchy of needs which has become a crucial feature in the team environment. Lester (2013) suggests that Maslow’s theory directly increases production when those in the team are treated with dignity and respect from the leader. When the key elements of the hierarchy are met, those being: physiological, safety and security, belongingness, esteem and self-actualisation, the team members are more likely to  be motivated by the leader and feel appreciated, making them more likely to conform (Hagerty 1998). 

                 Although strong in their approach to leadership, the Armed Forces ability to present a meaningful method sometimes proves difficult to identify with, due to other organisations adopting a less relaxed approach to their delivery. They tend to place a heavy reliance on the importance of direction and delegation, often seen by many to be quite destructive. Hershcovis et al (2007) discusses how those in senior positions in an organisation can sometimes appear aggressive towards the workforce and this is often demonstrated within the Armed Forces. They explain how aggression in the workplace demonstrates dealing with the stress of the job they are carrying out, but in contrast is a means of reminding the team of the management structure and how they should appear or behave in certain situations. The Armed Forces continue to be one service that places heavy reliance on the hierarchy of the force, but can sometimes become engrossed in the empowerment aspect that come with the rank of an officer. Gill (2006) discusses the problem that sometimes arises with leadership is those who thrive on the control aspects that come with the responsibilities in a group environment, there can sometimes be aspects of dictatorship and those who require high levels of performance without addressing the individual needs of the group. This is often where the team breaks down and the group dynamics are affected as there becomes resent towards the leader and the team are less likely to conform (Pardey 2007). 
Raffel et al (2009) highlight a number of challenges that the public services face in the modern era such as changes in demographics, issues that normally appear within smaller communities but have exceeded the scope of some public services, now affecting a multitude of people. Marques (2007) discusses that in the rapidly changing world, we have no choice but to adapt our leadership styles to different scenarios in order to be successful and the Armed Forces are an example of a service that can sometimes find it difficult to be able to fluctuate its leadership approach, but can do depending on the urgency of the situation. The Armed Forces are often placed in contrasting environments, but a degree of leadership would still need to exist to ensure the welfare of those involved and leadership is considered to be a vital part on the training and recruitment phase that all new recruits would go through. With leadership being instilled in recruits from the outset, it builds the characteristics of individuals that the Armed Forces work with and allows potential new leaders to be formed. 

                 The Public Services are a classic example of leadership being enforced in the day to day operations of the working environment and often without leadership and direction, the effectiveness of the team may be compromised for example during the Hillsborough Disaster. With lack of communication, direction and delegation there is often confusion within the team and we often see strong personalities arising from the group that may make decisions based on what they deem correct but may jeopardise the group as a whole. Aslam (2007) concludes by suggesting that discipline is often the key to ensuring the conformity to the leader within a team environment, and the Armed Forces adopt an authoritarian mind set as a means of correcting bad behaviour, ensuring the team all work towards the common goal. Through continuous leadership development and by influence from leadership theories, the leader typically should be able to identify the potential risk to those within the team and should be able to encourage, motivate and appeal to the needs and wants of those working beneath them (Martinelli & Erzikova 2017) ensuring as a unit, the objectives of the workplace are met. 









Leadership Reflection in practice
Leadership exists at all levels of the workforce and Yammarino (2013) discusses how under the influence of a leader, the group share a desired purpose and ‘jointly accomplish things’. As part of leadership development, the importance of teambuilding is an aspect considered valuable to the work carried out in all aspects of the workforce (Finn et al 2010) but in particular by the public services, to be efficient in the role they carry out within society. In order to develop the attributes of a team member or a leader in retrospect, it is essential to nurture and adapt both leadership traits as well as personal growth to enable the individual and team to have the right mind-set for the task. An example of the two working together was demonstrated during a residential visit to Rhosili, where students were tasked with outdoor activities in a group situation, to monitor how different leadership traits were expressed.
During the first day, students were separated into small groups and given instructions from outdoor leaders. This was the first time that there was a formation of a group and as a team the students were required to undergo the group dynamics theory developed by Tuckman. Although some team members had worked together on other tasks, there were additional students added, so it was important to communicate with these students to form the team. The tasks delegated to the students tested their abilities to conform as a unit, in order to complete bush crafts and orienteering. While the tasks required whole team participation, there were some team members who appeared reserved, failing to contribute with discussions and often having to be led by other team members. This was the first time that a leadership role was adopted by particular students, in an attempt to engage the team and those who were uncomfortable in the environment in which they were placed became more relaxed when particular team members adopted the role of being the leader. 

                 The orienteering activity tested the group’s ability to communicate effectively, highlighting individual’s strengths and weaknesses and this was used as a means of supporting those team members who were relatively reserved within the team. One person in particular took charge of the situation and appears to possess the attributes of a leader from previous experiences. Although relaxed in their approach, they were able to motivate team members who struggled physically with the task, appealing to their better nature and encouraging them to continue. While the activity was well planned, there were aspects that really tested the groups conformity and decision making abilities in order to complete the task. For example, the instructions given to the team appeared cryptic to some team members and to others it seemed that the team were thinking too much into the directions set by outdoor leaders. This instance in particular showed the personalities of the group emerging and there were many clashes of opinions as to how to tackle the task, therefore the natural leader was able to step in and decide on an outcome based on the view of the majority of the team and reason with those team members who wanted to tackle things differently. 
The bush craft activity took up the second half of the day and this activity included the outdoor leaders directly. Through past experiences, they were able to guide and instruct the team to build shelters and fires and although appearing relaxed in their approach it was clear that they wanted to ensure that every member of the team knew who was in charge of the situation. They adopted a laissez-faire approach to the task, asking for input from team members and showing no means of authoritarian direction. 
                The second day again started with the separation of students and the teams were tasked with two activities: rock climbing and surfing. Rock climbing in particular was an activity that challenged the majority of students as many had only previously done rock climbing in an indoor environment. This task was carried out, outdoors, on a cliff edge that many felt insecure about. Those leading the group on this activity were very skilled and had clearly experienced team members who were fearful of climbing. They were able to guide, reassure and encourage students who refused to participate and were very sympathetic towards those who were fearful. There were no demands from those instructors and they appreciated when students lacked the confidence to climb, which was very admirable.
             The second activity of the day was surfing, which students were eager to do, but this soon changed when they realised how cold the sea was in early March. Again, there were no demands to participate and students were reminded that they could leave at any time. This gained the trust in the instructors as many assumed they would be more direct in their approach, adopting an authoritarian style, when in fact they were very relaxed, and it seemed that they were more concerned with the team enjoying the activity, rather than fearing their approach. There were times during the surfing activity where the leaders joined in with the task, which eased the pressures on the group and they were able to guide and motivate those who stuck with the activity. 
The residential visit was one that allowed students to gain first hand experience of leadership in context, allowing students to identify the types of leadership traits that will aid in future employment. By witnessing leaders in action, enables personal growth which in turn will be of benefit to the team. 
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