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According to Raffel et at (2009) argues that there is now a greater need for leadership in the public sector. It is pointed out that there are new complex challenges that face public services in modern society and that efficient leadership is demanded in order to influence and impact the millions of people they serve. When studying the type of leadership that is used in these public services it is important to consider leadership theories and if any apply in these organisations. Van Wart (2014) understands that the topic of leadership in the public sector in a complex subject and is only further proven to be so when attempting to specify a perspective on leadership. When trying to implement leadership and change in an organization a broader view is required to understand how leadership works in practice (Western, 2008). Northhouse (2004) identifies four common themes which included that leadership is a process; it involves influence, occurs in a group setting and involves goal attainment. The first challenge when trying to understand the impact of leadership in an organisation is how to define leadership. Stogdill (1974) suggests that the definition of leadership is altered slightly by every person who tries to define the topic. Senge (1990) has defined leadership as a collective capacity to create useful things. However, Collinson (2006) believe that leadership is the consequence of a community and not of an individual leader. This definition is supported by Bass (1990) who believes that the leader is at the centre of group activities and the theory of leadership focuses more of group processes.
		In order to understand leadership theories, it is first important to consider the different styles of leadership that can be adopted. These styles can range between a laissez-faire approach and an autocratic approach. The laissez-faire approach occurs when the leader appears to be indifferent about their team and the task. Van Wart (2017) considered this style to be the poorest but does acknowledge that some leaders do resort to this style when they overwhelmed by the demand of the job or task. For example the leader may choose to neglect low priority tasks in order to divert their attention to ones that are more demanding. Uhl-Bien and Marion (2009) recognise that this style of leadership is suitable for organisations with long term employees, who know what is expected of them in certain situations. However, they also recognise that this style of leadership is not appropriate in situations that require direction as there is very little guidance provided by the leader and job roles are not clearly defined. Therefore, this style would not be appropriate to use in most public service organisations when dealing with major situations, as team member need clear direction on what is required of them and who is responsible for what in the task. On the other end of the spectrum is a directive style of leadership, and this is commonly known as the autocratic approach. According to Greenfield (2007) this type of leadership is gained through demands, punishments, giving orders and obeying rule and regulations. While this style is considered dictatorial in nature there are benefits to using this style in situations that are time critical and where team members need structure and discipline, so the task can be completed Rahbi et al (2017). This style of leadership can also undermine individuals and stifle creativity as the leader believe that he is the only one that is right.       
According to the Organisation for Economic Co-operation and Development (2001) the relationship between the leader and its followers is based on the leaders’ authority. However Public service leaders no longer need their team to comply with their orders, but they also need commitment (Organisation for Economic Co-operation and Development, 2001) Therefore today’s leaders need to influence their team effectively and not only direct them with orders through a task. Rahbi et al (2017) believes that the term leadership cannot be separated from team motivation. This means that effective leadership appears when team members are constantly motivated. 
 Mullins (1999) believes that individual’s needs must be met if the individual is to contribute to the growth of the organisation. However, if they are not met or managed poorly then they will have a negative impact on the company as unsatisfied employees produce unsatisfactory result. Motivation can be an important factor in achieving high levels of performance throughout the organisation and this is argued by Bloisi et al (2003) as they believe that motivation is the “heart of how innovative and productive” an organisation is and can be. The concept of motivation is that individuals are driven to achieve a specific goal and therefore organisation depend on the motivation of individuals to achieve the task. There are various theories of motivation which leaders aim to understand in order to aid them in motivational strategies (Osabiya, 2015). A new and popular theory of leadership is the transformational approach to leadership (Northhouse 2016). Bass and Riggio (2006) suggest that the popularity of this approach is down to the emphasis on motivating and developing team members, and this is satisfying the needs of organisations who want to inspire and empower individuals.
Burns (1978) distinguished between two different types of leaderships which was the transactional and transformational. Transactional leadership focuses on the interaction between the leader and the follower only. Northhouse (2016) notes that this style of leadership is very common and can be demonstrated at all level in an organisation. In contrast transformational leadership is the process where the leader aims to engage with the individual on a personal level, in order to raise motivation and morality in both the leader and individual. Here the leader will be attentive to the needs of his team and aid members in order gain the maximum effort and potential from them. Bass (1985) argues that transformational leaders motivate followers exceed expectations and do more than what is required by them as they raise the followers’ awareness of the importance of specified goals and they persuade the follower to surpass their self-interests in the interest of the organisation. Northhouse (2016) believes that transformational leadership produces better result compared to transactional leadership as transformation leaders’ results are measured in the performance that exceeds what is expected. This point is supported by Lowe et al (1996) as their research concluded that leaders who possessed transformational leadership qualities has better work outcomes than those that only demonstrated transactional leadership qualities. Bass and Steidlmeier (1999) would suggest that the main criticism of transformational leadership is unethical as the leader may persuade the individual by using their emotional and not reason with them. However, Hickman (1996) would argue that transformational leaders are not unethical as they identify the values and purpose of the organisation and its members in order to produce satisfied and liberated followers. Cascio (1995) has also identified the need for transformational leader in a world of post-industrial work. He argues that transformational leaders bring out the creativity and best efforts of the team members with diverse skills and attitudes.      
	Another motivating factor that can affect the performance in an organisation is the team dynamic. Tuckman's theory on team dynamic looked at the various stages that a group will progress through to successfully achieve their task. Tuckman and Jenson (1965) believe that there are five stages in which small groups must complete in order to demonstrate that they are successful in completing their task. Stage one is the forming stage, and this refers to the formation of the group, so the group will try to familiarize themselves with the task at hand and other members of the group. The group with then progress through various stages until the group is able to complete the task efficiently by themselves and once complete they will reach the final stage were the group will separate and the process will begin again with a new team. Since the emergence of Tuckman’s model many researchers have used his theory as a starting point when conducting their own research Bonebright (2010) states that the reason for this is due to the flexibility of the model in being applied to any situation. However, Rickards and Moger (2000) criticises the model for the lack of explanation on why the groups go through these different stages. They also identified concerns relating to the performance of the group during the task. It is suggested that the theory fail to discuss the effects of the team development of creativity in problem solving. Gersick (1988) has also criticised similar models as it suggests that group developments in inevitable and that every group will continue to move forward in the development, when in fact it may not due to outside influences. 
In applying these theories to public service organisations is it important to note that different organisations with use a variety of leadership style and no one organisation will use the same leadership style for different situations. An organisation that is in constant need for leadership in the military. This public service organisation always deals with dangerous situations and the consequences may be extreme, but leaders will share in the risks taken by those in lower ranks (Sweeney et al, 2011). According to Sweeney et al (2011) the concept of leading in dangerous situations is similar to that of leading in non-dangerous situations, however they also state that it equally as different. It is noted that a complex style of leadership is needed when military leaders are trying to understand culture and deal with a dangerous situation. While military leaders not only have their subordinates to guide, they must also deal with coalition members and the local population., and each of these groups will respond differently to the direct style of leadership that is associated with the military. 
	Callaghan and Kemic (2003) identified that the use of transformational leadership is similar to the theory of charismatic which was first developed by Max Weber in 1947. He described charismatic leadership as a social authority that is based on the excellent and inspiration qualities of the leader and not authority that is based on tradition. Judge and Bono (2000) have since investigated the influence that personalities may have of transformational leadership styles, and in relation to the Military the important personality trait is considered to be hardiness. According to Maddi (1967) hardiness is about a high level of commitment to life and work, and the individual may have a strong belief that they have the ability to control event and therefore influence the outcomes. However, Baran and Scott would point out that leading in dangerous becomes an activity that involves the whole team and not just one member. Gill (2006) does point out though that the role and nature of the military's task has become more varied, with more emphasis on humanitarian, peace-keeping and anti-terrorism task. These tasks require a more strategic level of leadership that considered resource usage, national interests and policy. 
[bookmark: _GoBack]	Adair functional Leadership model was considered to be one of the major contributions to leadership development in the armed forces. His model state that effective leadership will be able concerned with meeting the task, meeting the teams needs and meeting individual’s needs. Adair’s model does not believe that all leaders share a common trait as emphasised by most theorists, they do however posses the ability to handle a wide range of situations.  Sir Brian Burridge, former Air Chief Marshall, believe that this model is one that is timeless and should continue to be the foundation of leadership teaching and development in the military. When considering team work in the military It can be difficult to state if this is a motivating factor in the team’s commitment as the organisation has often rewarded individuals for their achievements and not the teamwork that took place (Gill, 2006). 
	To conclude there are many theories and styles of leadership, however it can be difficult to see which is applicable to different public sector organisations as each organisation is faced with various challenges. In looking at leadership within the military forces is can be seen that as the nature of their task alters so must the leadership style that is being used. Gill (2006) does point out that no one style of leadership produces better results and this due to the various external factors in the situations. As studies have focuses on the leader in relation to a group of followers, research have failed to identify that the leader may present themselves differently to individuals. Adair theory now enables the leader to respond and meet the individuals need rather than focus on the task. If a leader is able to apply Adair's theory and consider the three circles then he will be considered an effective leader as he is able to satisfy the team, the individual and accomplish the task.  






Reflection on leadership activities in practice. 
When completing various task in a two-day residential in Rhosili, various leadership theory can be seen if they can be applied to different task. The two days consisted of various task such as bush craft, rock climbing and surfing. As some task require work in a team and others were more individual task there were a variation of leadership and group dynamic theories that could have been applied. The bush craft task required us to work in teams therefore the dynamic of the group and the emerging leaders will be the focus here. The remain tasks were more individual tasks and therefore the emergence of a leader was not clear, however as the instructors were there to guide and coach the group they will be considered the leaders. With the difference in task also came a difference in leadership styles and the instructors adapted to the environment and the dangers it possessed. 
	Before considering the leadership theories that may have applied it is important to analyse the leadership styles that were use, by both the emerging leaders during the team tasks and the instructors. During the bush craft task, the leader of the team did take an autocratic approach as they did have to direct the team in how they would achieve this task, however they soon adopted a laissez-faire approach as the team quickly understood the aim of the task and were competent to carry it out without the need of close supervision. On the other hand, the instructors adopted the autocratic style due to the safety issue regarding the location of the task. The instructors were required to give the team a health and safety briefing and rules were given. The tasks were also completed under the close supervision of the instructors to ensure that no one was injured.        
The first part of this task required the team to find various triangles that were attached to trees in different locations. To enable the team to do this they were provided with a map, compass and a hint list to where the triangle are located. During this task various members of the team would start to emerge as leaders. A theory that could easily be applied to this task was Tuckman’s (1965) theory of forming, storming, norming and performing. This theory mainly looks at the groups dynamic; however, it is important when identifying the leader of the group. During the forming stage member of the group would look to other members of the group in order to clarify what was the aim of the task and how we would best achieve it. Due to members’ roles being unclear and who was actually leading the group there was a bit of conflict in minor issues such as who would take possession of the map and how would look for the markers. This would then demonstrate that the team had reached the forming stage of the model. The emerging team leaders were quick to form a plan and delegate responsibilities to team members, therefore everyone had a clear role. Leaders also attempted to motivate members of the team, all with various level of confidence in completing outdoor physical activities.  During the final stages of this task the team found difficulty in locating one of the markers and therefore collaborated with another team. As the group expanded it became difficult to see the application of this theory as the group dynamics had changed and new leaders who used a different leadership style emerged. Even when collaborating with another team, both were unsuccessful in locating the marker, however it is unsure if this is down to the team losing motivation and splitting up or due to external circumstances beyond the team’s control.
As the rock climbing task was more of a focus on the individual rather than team working it was difficult to identify the leader of this task. The instructors who would guide the individuals could be classed as the leaders as they were responsible for coaching the team through the activity. For members of the team who do not feel confident in completing physically straining tasks, they may have found this activity very challenging and difficult to complete. When looking at Maslow’s Hierarchy of needs team members may not have been motivated to complete the task as they could not progress to the next level of the hierarchy. The physiological needs of the team were satisfied as they were provided with food and water, however members of the team may not have felt that the safety element was satisfied and therefor they were unable to reach the higher level of needs which included freedom and confidence. On the other hand, it could be considered that members of the team did reach the next level of the hierarchy without fully completing the safety level as other members of the team would attempt to guide them on the best route to take in attempting to reach the top and they would motivate team members to continue. On a personal level the activity of walking down the rock face was a challenge due to the fear of falling and suffering an injury. To encourage the nervous members of the team to continue with the task, they would have to feel motivated by other members of the team. This did allow individuals to feel a sense of friendship, but they may not have satisfied the safety element of the hierarchy. 
It was more difficult to apply leadership theories during the task of surfing as again it was a task that focuses on the individual, and as it was difficult to hear team mates it was difficult to be motivated in continuing. As there were limited instructors in the water many guidance was not offered and therefore it is difficult to say what leadership style the instructors adopted. 
To conclude during these physical activities which included a variation of team work and individual tasks it can be seen which theories can be applied to different situations and how these theories can be effective in leading a team to complete the task that was asked of them. When working in a team Tuckman’s theory on group dynamics could easily be applied as it was easy to see the various stages that the group would progress before it could work in harmony. On the other hand, the individual tasks made it harder to identify what theory could be applied as the tasks did not allow for people to emerge as leaders as they had to be guided through the task themselves. If individuals had more experience in these activities, then they may be able to lead the team through the task and coach the less confident members of the team.  
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