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Mintzberg (1989) developed the ‘Mintzberg’s 10 Management Roles Model’. The 10 roles were divided into three key categories, these being ‘Interpersonal’, ‘Informational’ and ‘Decisional’. The managerial roles in the ‘Interpersonal’ category involved providing information and ideas. The roles included within this category are ‘Figurehead’, ‘Leader’ and ‘Liaison’. The managerial roles in the ‘Informational’ category involve processing information. The roles within this category include ‘Monitor’, ‘Disseminator’ and ‘Spokesperson’. Finally, the managerial roles in the ‘Decisional’ category involve using information and the roles included are ‘Entrepreneur’, ‘Disturbance Handler’, ‘Resource Allocator’ and ‘Negotiator’.  (Mintzberg, 1989).
McConkey (1989) (cited by Doherty and Horne, 2002) defines an ‘Administrator’ as an individual whom is concerned with implementation and carries out polices, with minimal influence on the overall organisation. When describing a ‘Manager’ he says they are primary concerned with efficiency and doing things in the right way. When in comparison, a ‘Leader’ is focused on doing things, without concern on doing them the right way. 
Pursuant to this, Zaleznik (1977) also believes a ‘Leader’ is very different to a ‘Manager’. He argued they differ in motivation and personal history. He states that manager’s adopt impersonal attitudes towards goals, seeing them as coming from organisational agenda, separating them from own desire, whereas, a leader personalises their goals. On the other hand, Mullins (1989) disagreed with this judgement and saw leaders adopt interpersonal influence’s directed towards outer world goals.
Zaleznik (1977) thought the differences between a ‘Leader’ and a ‘Manager’ could be seen in their attitudes towards relationships, their sense of self and the way they acted. Doherty & Horne (2002, p. 206) reinforces this claim by mentioning, “Managers tend to remain emotionally distant in their relationships with other people. Leaders express their emotions and reciprocate the emotions of others”. In keeping with this, Doherty & Horne (2002) said a manager would involve themselves with other people in order to control them, whilst leaders are driven by profound need to separate themselves from others. Furthermore, managers tend to solve problems through such things as co-ordination, compromise and coercion, whilst a leader would seek to motivate and create excitement. (Doherty & Horne, 2002).
The Marmot Review, published by Professor Sir Michael Marmot in February 2010, proposes evidence-based strategies for reducing health inequalities in England. It address “the social determinants of health, the conditions in which people are born, grow, live, work and age and which can lead to health inequalities” (Home Office, 2018). The review sets out six policy objectives in order to reduce health inequalities, of which is said to be beyond the reach of the National Health Service alone. Marmot (2010) welcomes the proposed transfer of responsibility for public health from the NHS to local government, who along with national government departments, the voluntary and private sector should have a key role to play.
One of the six policy objectives in the review and key to Marmot's approach, is addressing the need to create fair employment and good work for all. When Marmot (2010) discusses the ‘pyramid of power’, this being the power given to leaders, managers and administrators in an organisation respectively, he believes the most stress is imposed on the individuals at the bottom of the pyramid, with the least power and lower-end salaries, compared with those at top of the pyramid, with the most power and higher-end salaries. (Home Office, 2018).
The Balanced Scorecard approach, developed by Kaplan and Norton (1996), encourages businesses to analyse and report performance, based on four key perspectives. These being, ‘Financial’, ‘Customers’, ‘Internal Processes’ and ‘Organisational Capacity’. Kaplan and Norton (1996) highlight the importance of building a strong relationship between those individuals at the top of the ‘Pyramid of Power’ to the individuals at the bottom, in order to alleviate some of the stresses on the frontline mentioned by Marmot (2010). “A leader is an individual who is able to influence the attitudes and opinions of others. Unfortunately, too many senior managers are merely able to influence employee actions and decisions. Leadership is not a synonym for management; it is a higher order for capability” (Byars, 1992, p.164). When exploring the term ‘Leader’, Byars (1992) informs the incapability the majority of leaders have to influence their team. Kaplan and Norton (1996) followed Byars’ (1992) thinking and understood that leaders need to surpass all expectations of the other team members in order to achieve this desirable bond. Kaplan and Norton (1996) suggest this can only be accomplished through a balanced scoreboard way of thinking. A focal point to their work emphasises the importance of effective communication and transparency between leaders and the frontline workers, as well as the leader’s ability to form shared values throughout all members. This is achieved by clearly outlining the organisation goals and aligning the day-to-day work that everyone is doing, subsequently, resulting in optimum motivation within the team and increases the overall productivity of the organisation. 
The Business Model Spectrum is used to distinguish the different types of organisations based from the values they stand for. The model is built up of three major segmentations of business, ‘Traditional Business’, ‘Traditional Charity’ and their hybrid, ‘Social Enterprises’. A traditional business is a profit-orientated organisation and its primary driver is to achieve financial value. A traditional charity is a non-profit organisation with purely charitable funding and its primary driver being to achieve social value. A social enterprise is a combination of both, considering social impact alongside financial return. It is ‘mission-driven’ and reinvests its profits back into the business for the purpose of the business. (Kaplan and Norton, 1996).
In the belief of Osborne and Gaebler (1992), the current public sector is being run largely by politicians and bureaucrats who, under great fiscal pressure, are introducing market forces into monopolistic government enterprises. They suggest a revolutionary restructuring of the public sector and the need to shift away from administrative bureaucracies and develop a new ‘entrepreneurial’ form of government. They advise that governments should be driven by missions, rather than rules, in order to create more flexibility to overcome the obstacles to succeeding better results. They highlight a number on ‘non-profit’ organisations created to circumvent unbelievably detailed bureaucratic requirements and forcefully argue towards a change of strategic management.
The Phoenix Centre is a purpose-built community enterprise centre located in Townhill, Swansea. It reinvests its profits back into the Centre, in the interests of the social mission, which identifies the Centre as a ‘social enterprise’ within the Business Model Spectrum, (Development Trusts Association Wales, 2018). The facilities offered by Phoenix Centre has aided South Wales Police by encouraged prosperity within the community and has pushed Townhill out of the top 10 most deprived areas in Wales, reports South Wales Evening Post (2014). 
Controversial to the successes displayed by non-profit organisations such as the Phoenix Centre, Ansoff (1979, p. 17) says, “as government budgets grow and consume an increasing share of the gross national product, the inherent economic inefficiency of the non-profits has become overwhelmingly obvious”. As a result of the inefficiencies of the non-profit organisations running public services, Ansoff (1979, p. 17) argues, “the public sector is under growing pressure to emulate the efficiency of the business firm”.
‘A4e’ is a for-profit welfare-to-work company based in the United Kingdom, working with organisations in the public sector such as the Department for Work and Pensions. In 2015, 10 of its employees were found guilty of large-scale fraud. Through a ‘culture of dishonesty’ signatures, time sheets and employers' details were falsified to inflate the numbers they said they had helped, in order to claim considerable salary bonuses. The programme earned the company more than £1.3million between August 2008 and June 2011 from the 558 successes, however nearly a third of these proved to be faked, amounting to the cost of around £288,000 to the public purse. (Marsden and Mullin, 2015).
Despite given the ethical duty, under government contract, to assist jobseekers gain employment, an unethical act was conducted under a traditional business carrying out a public sector role. This wrongdoing could be rooted back to the difference in values between a public and private sector organisation, which can often lead to hesitancy when outsourcing public services. Alford and O’Flynn (2012) plainly illustrates the difference in values by stating a public sector organisation embeds the qualities such as ethics, honesty, equality, integrity, accountability and transparency with an aim to provide a quality of service in an adequate and professional manner. Whilst a private sector organisation, or traditional business such as ‘A4e’, has the primary aim of maximising profit. 
“Strategic management can be described as the identification of the purpose of the organisation and the plans and actions to achieve that purpose” (Lynch, 2012, p. 7). Thompson and Strickland (2001) developed the ‘5 Tasks of Strategic Management Model’, which outlines the five major steps of most strategic management processes. These are, ‘Develop Strategic Vision’, ‘Set Objectives’, ‘Create a Strategy to Achieve Objectives’, ‘Implement and Execute’ and ‘Evaluate, Monitor and Amend’.
Cllr Rob Stewart, leader of Swansea Council, uses all five of these elements within ‘The City and County of Swansea’s Corporate Plan 2017/22’. His ‘Strategic Vision’ is for Swansea is to be “sustainable and successful” by developing “a safer, greener, smarter, fairer, healthier, richer Swansea” (Swansea Council, 2017, p.1). The ‘Objectives’ set is “Safeguarding Vulnerable People, Improving Public Attainment, A Vibrant and Viable City & Economy, Tacking Poverty and Building Sustainable Communities” (Swansea Council, 2017, p.1). Stewart (2018) explains how strategic management was implemented to achieve each objective. To achieve the objective of creating ‘A Vibrant and Viable City & Economy’, £1.3billion funding for the redevelopment of the City Centre was acquired and developments such as the redevelopment of Parc Tawe shopping centre was then implemented and executed. Steward (2018) emphasises the importance to constantly analyse the implemented developments, through evaluation and monitoring. He shared the beliefs to Osborne and Gaebler (1992) of needing to measure results to seek and amend failure. All Swansea City developments are evaluated and monitored for success levels, usually through statistical analysis or public opinion, including any amendments needed for the future. (Stewart, 2018).
Niccolo Machiavelli (1469-1527), often referred to as the father of modern political science, also shared the ‘mission-driven’ prospect of Osborne and Gaebler (1992), but with an unethical perspective of ‘the end justifies the means’ (Robinson, 2005). He is most famously known for ‘The Prince’ whereby he described immoral behaviour, such as dishonesty and killing innocents, as being normal and effective in politics to achieve his ends. (Robinson, 2005). He even seemed to endorse it in some situations whilst teaching evil and providing evil recommendations to tyrants to help them maintain their power, claims Giorgini (2013). With regards to determining whether applying a business concept to the public services will be beneficial, Machiavelli’s ideology can form one side of the argument. In Machiavelli’s eyes, if the end goal is met, or the public services are improving, the means of achieving is not considered. As long as he keeps his subjects united and loyal, the accusation of cruelty does not bother him and believed it is safer to be feared rather than loved as a ruler, (Robinson, 2005). Machiavelli’s ethos is considered morally wrong, which does not correlate with the values of the public sector as mentioned by Alford and O’Flynn (2012). The core values embedded within every action undertaken in the public services strongly goes against Machiavelli’s unethical ethos. The negative effects unethical values can have within the public sector can be seen with the failings of ‘A4e’. 
Argyris (1976) analysed the dilemma surrounding ethics and coined the terms ‘espoused theory’ and ‘theory in use’ when describing the matter. These terms draw a line between what managers say they believe, the former, and what actually guides their behaviours, the latter. Luthans (1988) found that successful managers, or those who get promoted, spend a lot of time engaged in the political act of networking whilst using their contacts and influences in the right way. By contrast, effective managers, those who are perceived as being good at their jobs, spend relatively little time networking and, instead, put their efforts into communicating and people managing. 
Kellerman (2004) points out that leadership is not a moral concept and that leaders are not necessarily good people; they are like everyone else. Kellerman (2004, p. 45) perceives a leader as “trustworthy and deceitful, cowardly and brave, greedy and generous”. The public sector is built of ethical values and aims, and it is key for the leaders to have good morals, again, reiterated in the ‘A4e’ failings. 
“Management is to forecast, to plan, to organize, to command, to coordinate and control activities of others" (Fayol, 1916 cited by Swansburg, 1996, p. 1). Foyal (1941) speculated the need of a hierarchy in public service organisations and questioned if the relevance is being diminished by the importance of employee participation. Jaques (1991) (cited by Robinson, 2005, p.32) points out “management hierarchies are still needed because managers are accountable, so must have authority too”. Although the benefits of employee participation can be seen crucial to an organisation, as mentioned by Kaplan and Norton (1996), accountability is key in public services and employee participation can arguably overshadow it. A hierarchy system, which allows the ‘command and control’ ability, grants the ability to easily pinpoint ‘guilt’, as it usually lies in the one doing the ‘commanding’. With prominent employee participation, it is generally difficult to locate ‘guilt’ due to the vast amount of people involved. The blame is often and easily shifted which leads in nobody ending up accountable. This issue can be critical within the public sector and it is important it is avoided to prevent reoccurrence. 
Fredrick Winslow Taylor (1856-1915) is the founder of ‘Scientific Management’. He believed you couldn’t go wrong with science. His theory of management analyses and synthesizes workflows. Its main objective is improving economic efficiency, especially labour productivity through initiative and incentive, (Robinson, 2005). Taylor (1911) (cited by Robinson, 2005, p.32) said, “You are not supposed to think. There are other people paid for thinking around here”, believing that all strategic responsibility belonged with the managers and the workers merely implemented what they were told to do. He saw a power struggle between workers and ‘the enemy’, being the managers. Taylor sought to replace ‘opinions’ with ‘facts’ in the workplace. The fact of the matter is, workers have the natural instinct to take it easy, known as ‘soldiering’, whereby they only work for self-interest. Osborne and Gaebler (1992) ideology consists of a ‘what gets measured, gets done’ attitude, which would combat the issue of ‘soldiering’. Taylor argued, to get more output from the workers, an incentive, such as piece-rates and bonuses, will need to be present. (Robinson, 2005). This is not in consonance with the theory mentioned by Kaplan and Norton (1996), of building a relationship between managers and workers to increase productivity. 
“Strategy is the overall plan for deploying resources to establish a favourable position” (Grant, 2003, p.16). Strategic decisions are usually in conjunction with the scope of an organisation’s activities and are normally about trying to achieve some advantage, with an overall concern with the long-term direction of an organisation. (Johnson et al., 2005). “Strategy can also be seen as the search for strategic fit with the business environment and can also be seen as creating opportunities” (Johnson et al., 2005, p. 6). According to Johnson et al. (2005), when formulating strategy, it is important to consider three other key elements of the organisation’s activity. The organisation’s ‘Values’, ‘Vision’ and ‘Mission’ will coordinate together with a successful strategy.
Johnson et al. (2005, p. 6) continues to say, “The strategy of an organisation is affected not only by environmental forces and strategic capability, but also by the values and expectations of those who have power in and around the organisation”. This is displayed within Johnson et al. (2005) three levels of strategy; ‘Corporate Strategy’, ‘Business Strategy’ and ‘Operational Strategy’. “Corporate strategy is concerned with the overall purpose and scope of the organisation and how value will be added to the different parts (business units) of the organisation” (Johnson et al., 2005 cited by BPP Learning Media, 2017, p.13). Corporate level strategy involves decisions about the organisation as a whole, strategic decisions here need to be related to a strategic business unit. “Business strategy is about how to complete successfully in particular markets” (Johnson et al., 2005, cited by BPP Learning Media, 2017, p.10). Business strategy differs to corporate strategy because it focuses on how to compete successfully or how to provide best value services in the public sector. (Learning Media, 2017).
“Strategic choices are made at both corporate and business unit level”. (Johnson et al., 2005 cited by BPP Learning Media, 2017, p.10). At corporate level, strategy is primarily about scope and involves decisions about the organisation as a whole. Strategic decisions here need to be related to a strategic business unit with concern to the overall product/business portfolio, the spread of markets and the relationship between business units and the corporate centre. Whereas, at the level of business, these choices are about to achieve competitive advantages and how to provide best value services in the public services, based on an understanding of customers and markets. (BBP Learning Media, 2017).
Below these levels, Johnson et al. says we have a focus on operational strategies. “Operational strategies are concerned with how the component parts of an organisation deliver effectively the corporate (and business) level strategies” (Johnson et al., 2005 cited by BPP Learning Media, 2017, p.11). “Strategies must be made to work in practice” states BPP Learning Media (2017, p.13). Without practical actions the strategy becomes worthless. In line with this, Johnson et al. (2005) says the major issue which cause strategies to fail within an organisation is not having due consideration to organisational capability in terms of resources, processes and people.
To conclude, a team within an organisation will consist of numerous types of members which will have the responsibility of fulfilling numerous types of roles, as displayed in Mintzberg’s ‘10 Management Roles Model’. Administrators, mangers and leaders possess different characteristics and their power rankings within an organisation are illustrates by the ‘Pyramid of Power’. Argyris (1976) and Luthans (1988) explain the variance of an effective manager and a successful manager as well as the contrast between what a manager say they believe and what actually guides their actions. 
[bookmark: _GoBack]In the view of Marmot (2010), the most organisational stress unexpectedly lies with those individuals at the bottom of the pyramid with low-end salaries, compared to those at the top with high-end salaries. In the opinion of Kaplan and Norton (1996), some of these stresses can be alleviated by building a relationship between those with the most power and those with the least, resulting in increased productivity of the organisations. Under the impression of Foyal (1941), the hierarchy system is overshadowed by employee participation. The substantial benefits of participation, mentioned by Kaplan and Norton (1996), is outweighed by the reduced capability to determine culpability. Taylor (1911) states the lack of need for employee participation and believes a ‘command and control’ is most effective because of the power struggle met between managers and workers. He disagrees with the idea of building a relationship between the managers and the workers because it is in the workers self-interest to be as least productive as possible unless an incentive is introduced.
In the eyes of Osborne and Gaebler (1992), the public sector needs to transform the strategic management used and incorporate more ‘non-profit’ and ‘mission driven’ organisations to gain more successful outcomes. Such successes can be recognised in the Phoenix Centre.  
The Business Model Spectrum displays the three different types an organisation can be categorised as, determined by their primary aims. The question of who is best to run public services is vastly debated. Again, the Phoenix Centre is an example of a social enterprise successfully aiding the public sector. The public sector can outsource some of its duties from traditional businesses, although this can lead to failings as seen with ‘A4e’, due to the different of core values and primary aim. 
Cllr Rob Stewart’s Swansea City development plans illustrate strategic management theory in a real-life context. The ‘5 Tasks of Strategic Management Model’ developed by Thompson and Strickland (2001) correlates well with the strategic management processes discussed by Stewart (2018). 
Machiavelli’s immoral ethos and his ‘the end justifies the means’ thinking is clearly not best suited within the public sector. Alford and O’Flynn’s (2012) ethical standpoint of leaders working with their employees, rather than against them, is best suited within the public sector, as it correlates with public services aims and values.
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