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Griffin (2003) considers leadership as a significant part towards the functioning of any organisation, as good leadership allows the culture of an organisation to be developed.  With all that said, a definition on the term has only recently been attempted. According to Chemers, (1997 p.1) leadership is;
‘the process of social influence in which one person is able to enlist the aid and support of others in the accomplishment of a common task’. 
Leadership consequently is concerned on leading a group of people within an organisation, whilst maximising an organisation’s efficiency in order to achieve the establishment’s goals (Armstrong & Stephens, 2005). It involves having the required skills and vision to achieve what the organisation set out to accomplish. Nonetheless, Joyce (2016) believes leadership is required more than ever before within the public services, yet must do so in a time where cuts within employment is at it’s highest.  
Gray (2004) on the other hand argues that public services do not demonstrate enough leadership qualities within the organisation.  In spite of this, Milner & Joyce (2012) differ and believe that countless forms of leadership are seen within all public services, none more so than autocratic. Ghuman & Aswathappa (2010, p.398), states that authoritarian leadership ‘is highly dictatorial and have little trust in subordinates, using fear and punishment as a tool to motivate’. It offers no input from others as the leader uses their position to direct others around them. Autocratic leaders deem by putting their staff under pressure it will develop the work they produce (Etter & Palmer 1995), such is prevalent in a fire situation within the fire service, where the leader would dictate and give out commands in order to deal with the state of affairs.   
As well as autocratic, Fisher (2002) considers the use of laissez faire to be frequently seen in public service organisations. According to Peate (2012, p.369) it is ‘a hands off approach, allowing others to make the decisions’. This style differs from others, as it lets the group institute their own responsibilities and positions. The opposite may be seen in a democratic leadership style, which according to Weber (2013, p. 82) is concerned on the ‘behaviour that influences people in a manner consistent with and/or conducive to basic democratic principles and processes, such as self-determination, inclusiveness, equal participation, and deliberation’. This type of leadership is often used within all public services, in order to hand out responsibility to the person most suited to the required role. 
With leadership being central to how an organisation is run, it is inevitable that leaders will be faced with many different and complex situations. Some of these will be minor, and not have a lasting effect on the organisation. However, other decisions may be large and upshot any person or establishment that works under that type of leadership. For that reason, decision making has a vital role in the day to day activities of a leader. It is according to Warren (2013, p.1) ‘the cornerstone skill for anyone in a leadership position that differentiate the good leaders of the organisation to the bad’.  
The essence of this essay will consequently focus on the decision making within the fire service, drawing attention to specific case studies to aim and provide real life illustration of how the fire service responds to key decisions. In addition, problem solving will play a major role in order to contrast how the fire service has adapted to their errors made in previous instances in order to determining whether improvements have been made under new leadership. To do this, the essay will view what type of leadership the fire service have demonstrated to resolve complex issues in the modern era, giving rise to specific theories and leadership styles. 
The heart of leadership lies with the ability of one individual influencing other members around them. It is for that reason imperative to have a respectable strategy in place, as it produces actions and decisions to guide an organisation. Evidence of this may be seen with South Wales Fire and Rescue Service, who have a strategic plan from 2018 to 2023, ‘to make South Wales safer by reducing risk’ (South Wales Fire and Rescue Service, 2018 p.10). To do this they require 5 strategic actions: ‘serving community needs, working with others, to innovate and improve performance, the use of education, enforcement and response, and finally to succeed in what their aim is’ (South Wales Fire and Rescue Service, 2018 p.10). By undertaking these actions, a conquering mission should be executed and the organisation will be successful. 
Nevertheless, for this to occur, leadership has an enormous role in the execution, such was evident in a personal experience gained in Rhossili. During the expedition, a task was given to put together a hideout within a group of 4 with only wood, rope and knives as supplies. It was apparent that in order to complete the task, leadership was essential to put together a strategy for the entire team. Subsequently with the group communicating on what was needed for a completed hideout, transformational leadership was vital in order to give out clear goals and responsibilities to motivate the team to a shared vision. Shelton (2012) regards transformational leadership to be concerned with a leader having the ability to change how individuals work around them. However according to Bass & Riggio (2008, p.5) it involves ‘inspiring followers to commit to a shared vision and goals for an organization or unit, challenging them to be innovative problem solvers’. Due to the leadership style selected, a successful hideout was assembled, and a pleased team was portrayed throughout. 
Waite (2008) points out that this kind of leadership is one which is heavily used in the fire service. It provides support and recognition yet sets out high expectations. Evidence of this is seen in the South Wales Fire and Rescue Service Improvement Plan, where transformational leadership was used to get members of the organisation to accept change and adopt a preferred route following their failings. Though to accomplish such a plan, it is necessary to have as much information as possible, therefore the use and execution of SWOT analysis was essential. According to Sarsby (2016), it is concerned with the strengths, weaknesses, opportunities and threats of an establishment to identify the areas that need addressing, in so allow the organisation to prosper. SWOT analysis provides as an inspirational leadership strategy on the definitive and communicated vision of the organisation. Ferrell & Hartline (2014, p.87), state the benefit of SWOT analysis as it ‘enhances the quality of an organisation’s strategic planning even without extensive marketing information systems’. This is highlighted in the Improvement Plan, where a vision, mission and values approach was formed on the basis of the organisations weaknesses. South Wales Fire and Rescue Service indicated that the number of accidental dwelling fires increased within the area; therefore have made it their mission to ‘ensure all of our communities are aware of the risks when it comes to dwelling fires’ (South Wales Fire and Rescue Service 2011, p.12). 
For that reason, tribute must be made to the leadership within South Wales Fire Service, as Samuel (2015) considers reflection to be a key instrument to effective leadership. Klaus Ferdinand Hempfling’s leadership model indicates effective decision making within South Wales Fire and Rescue Service, due to the service leading from the front and taking the inventiveness to set the pace, destination and direction of where they aim to be in the near future (The Leadership Whisperers, 2015).
Zahm (2010) takes a conflicting view, as he believes an organisation shouldn’t look to the past when creating their vision, as the past doesn’t dictate their future. Dowling & Scarlett (2006) concur with Zahm and believe the future is in effect unpredictable; therefore worrying what’s to come will lead to failure. Evidence of this may be seen in a 2004 project by Labour government, who according to the BBC (2011, p.1) intended to ‘set up nine regional control centres for fire and rescue services in England’, to provide an enhanced response to terrorism, floods and rail crashes. Regardless of the plan being carried out from previous analysis, £469m was lost and the plan was ultimately terminated in 2010. 
In spite of this, Adair (2010) still considers creating a strategic or improvement plan, beneficial to assist with leadership, as it enhances operational efficiency; such is evident in the Manchester arena bombing. During the occurrence Peter O’Reilly the then chief officer of the fire service decided to adopt a Tannenbaum and Schmidt leadership continuum to deal with the situation. He believed the level of freedom given to his team needed to be compact, therefore implemented a more autocratic approach for the specific situation. Mitchell (2013) argues that the use of an autocratic leadership is at its worst when dealing with complex tasks, yet Burnham (2018) cited in the BBC (2018, p.1) states that the fire service ‘did nothing wrong’, as Peter O’Reilly stuck to the rules by keeping emergency respondents 1,600ft away from the hazard. Haberberg and Rieple (2008) consider Peter O’Reilly’s as an exceptional leader as they believe decision makers are people who fulfil their legal objectives. 
In spite of this, BBC (2018, p.1) reveal that ‘an early decision was taken to base crews at Philips Park Fire Station, two miles away from the arena’. Mission (2014), argues that there’s a difference between sticking to the rules and being stubborn, as Peter O’Reilly was far more concerned on production rather than the distress of the people, as seen in the Blake and Mouton leadership model. Fire fighters, who were desperate to help the victims inside the building, were sent away and held back by the strict autocratic leadership of the fire service. The review into the Kerslake Arena Attack thus found, that by adopting this kind of leadership, poor communication was portrayed throughout the event, and as a result fire crews arrived at the scene two hours and six minutes after the bombing occurred, yet average response time within the UK is under six minutes. 
Scattergood (2017) argues that cuts within the fire service are the underlying problem, not the lack of leadership. She believes cuts in the fire service are putting lives at risk, with McIntyre (2017, p.1) putting into perspective that the ‘number of specialist staff who check buildings against safety legislation is down from 924 to 680 since 2011’. As well as the Manchester arena bombing, McIntyre considers the decrease in staff to play a major role in the series of failings that occurred during the Grenfell Tower fire. The Home Office (2018) however point out that between 2015/16 and 2016/17, response time by the fire service has either decreased or remained the same, yet Sweeney & Clayton (2017, p. 1) illustrate that during the event there was ‘low water pressure, radio problems and equipment that was either lacking or did not arrive before the fire got out of control’. In spite of this, Welch (2017) cited in Robinson (2017, p.1), differs and states that the fire service ‘initially had six machines there. Then they asked for eight, and then ten, and then 15, 20 and then 25’. He consequently deems that high quality leadership was at fault for the failings, not the lack of staff. Questions for that reason must be asked on the leadership within the fire service, as Sky news (2018) reported Grenfell as one of the worst fire and tower tragedies in the UK, yet leadership failings still occurred. 
Sittleburg (2018) therefore recommends the fire service adopt a crew resource management approach, similar to what’s seen in the airline industry. The model emphasises knowledge and decision making, however permits decisions to be made by a team rather than a sole commander. Lacey (1999) on the other hand believes the fire service should use mentoring within the organisation as it’s a far more valuable component within any organisation, due to the highly supportive role it gives to someone. In spite of this, Anderson (2012) has the opinion that leaders are born not made, such is seen within Trait’s leadership theory, who argues that individuals are either born leaders or have certain qualities that will make them excel in leadership responsibility. He therefore deems no method may improve the way leadership is carried out within an organisation. Despite this, Coe et al (2013), considers the use of the CLEAR model to be of value, as it provides an efficient coaching method too extensively educate and supervise leaders on the significance of leadership. 
The aim of this essay was to demonstrate effective decision making and problem solving within the fire service. It has nevertheless confirmed the significance and importance that leadership has in order to make high end decisions within the fire service. Despite this, it has demonstrated that developing effective leaders is still becoming an issue in the fire service, with cases such as the Manchester arena bombing and Grenfell tower fire highlighting the lack of leadership.  This essay has nonetheless identified practical and strategic actions for the organisation’s leaders to implement to improve performance. Sittleburg’s crew resource management method may provide a realistic system to improve decision making within the fire service. On top of this, Lacey makes obvious that mentoring is a straightforward way of improving leadership, and may present the answer for the future of the fire service.  
Undertaking this assignment has nevertheless portrayed the future of the fire service as one of turmoil, following the growing issue of cuts within the service. Grenfell draws attention to the issue that continues to occur within England and Wales, yet portrays the lack of leadership at the very top of the organisation to take action about the situation.  
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Leadership plays a significant role in the professional development of an individual. Naoum (2001) nevertheless believes in order to be a good leader, an individual must have charisma and style. Armstrong & Stephens (2005, p.13) take a conflicting view and believe leadership is about:
 ‘Inspiring individuals to give their best to achieve a desired result, gaining their commitment and motivating them to achieve defined goals’. 
Rost (1993) agrees with this and deems leadership as a process of achieving organisations objectives, by the use of goals and initiatives. For that reason, Armstrong & Stephens’s viewpoint was experimented in a real life situation during an expedition to Rhossili. The outing was designed to give an essence of the significance of leadership to outdoor activities, with the aim to educate leadership as a skill for the workplace. This report will consequently reflect upon the leadership role personally utilised during the expedition to Rhossili, as well as critically analysing the leadership theories that were demonstrated to overcome the challenges presented. 
Furthermore, a significant part of the expedition was to work cohesively within a team, as noble teamwork would create a synergy that would allow an individual to enhance their performance. It could be argued that our team performed at a high level throughout the expedition, with that said alternative strategies could have been applied to improve the situation. As a result this report will comment on what strategies were used during the experience, whilst revealing possible suggestions that may have been adopted and applied in future situations. 
The basis of the expedition got underway with orienteering, where the aim of the activity was to work cohesively within a group, by walking across the woodlands with aid of a map and compass in order to find designated control points. Johnson et al (2008) believes that in order to deliver results, organisations must take on board the reality of team working, as it allows a range of skills from different people to be utilised that are beyond the scope of one individual. 
An application of Johnson’s philosophy was applied to orienteering, as an early decision was made to rotate roles after reaching each checkpoint. The team believed this would allow each individual the opportunity to take charge and show their leadership qualities. MacDonald (2013), considers a rotation of roles to be a good technique as it motivates a team as well as broaden their individual skills. Nonetheless the thinking of the group was to utilize a participative style of leadership in order to unravel the task, where if any obstacles were to crop up, the group would assemble and have a discussion on what outcome the team would take next. Clear indication of a cooperative leadership may be seen in this situation, which Stoner & Freeman (1989 p.391) state is ‘the process of working together to attain mutual objectives’. 
It is therefore apparent that similarities of how the group functioned, is evident within Hill’s team leadership model, where it was designed for ‘identifying team needs, and offer suggestions about how to take appropriate actions to improve the team’s functioning and effectiveness’ (Northouse, 1997, p. contents). Evidence of this may be seen where some members of the group found difficulty in reading the map. As a result, a leadership decision was adopted to take action for the team’s effectiveness and decide what course the group would proceed. The rational was, rather than waiting to see if members would eventually get to the correct decision, action was taken and consequently the team finished ahead of schedule. Hartsfield (2010, p.1) states, that ‘leaders are people who do the right thing’, thus suggesting the correct action was taken, in order to display worthy leadership. 
Nevertheless looking back at this, a better solution may have been to delegate particular roles to each individual, as it would have given the group a better understanding on who’s doing what. According to Hansen & Zenobia, (2011 p.268) a leader that delegates ‘understands they cannot do everything so they set priorities and delegate certain tasks to other individuals’, such as the case within a counter terrorism unit, where specific roles must be delegated in order to tackle a complex state of affairs. During the task, a 4 step delegation model may have been adopted, which according to Lussier & Achua (2016, p.252) involves:
· ‘Explaining the need for delegating and the reasons for selecting’
· ‘Setting objectives that define responsibility, authority and deadline’
· ‘Develop a plan’
· ‘Establish control checkpoints and hold employees accountable’
In spite of this, Kaser (2012) argues that by delegative leadership offers little or no assistance to the group. Kaser’s thinking suggests that delegating roles would not be best suited to the task, as it may have risked the cohesiveness of the group due to its lack of involvement from the entire group. 
Cushman (2004), however disputes that every situation is different, therefore alternative leadership traits are required. Indication of this may be seen in situational leadership which according to Pardey (2007), is when the leader adjusts his style in order to work around the members they are faced with. This was nevertheless the case in bush craft, where the challenge was to work within a team of 4, to build a hideout with only wood, rope and knives as supplies. Early indication demonstrated that specific roles were needed to be set in order to achieve the task. It was therefore significant to adopt Adair’s action centred leadership model, where the concern was on achieving the task itself, however alarming to the needs of the group and individuals (Williams, 2006). 
Despite this, the first challenge the team faced, was to decide what type of structure the hideout would be shaped. Difficulty arose when different members of the group had their own view on what structure the hideout should be. However, after much debate the team came to a conclusive decision it would be in a shape of a triangle. From this point, specific tasks were shared out between members of the team, with one individual in charge of gathering the wood, an additional in charge of tying the rope around the wood, and myself and fellow team member in charge of placing the required wood in the correct position to ultimately build the hideout. Communication therefore played a significant role in order to aid the team in the right direction and finish the essential task, such is evident in Adair’s three circle model of Action Centred Leadership. The concern for the team was to achieve the team, on top of building the team as well as developing individuals (Adair, 2011). 
In spite of this, at one stage the hideout collapsed and the team were then challenged to rebuild the hideout, making assured that it would not happen again. At this point, a great deal of trust was shown, to be certain of each individual doing their part right. It was also noteworthy to motivate the team to carry on and finish the specific task, such is seen within transformational leadership, which according to Shelton, (2012 p.1) is the ‘process in which leaders and followers help each other to advance to a higher level of morale and motivation’. Transformational leadership played a substantial role in the team working together and finish for the desired result. 
Undergoing the expedition to Rhossili has portrayed the importance leadership has on an individual. It is nevertheless evident that a great deal has been learnt and experienced, which will ultimately be beneficial in the near future. The major finding from the experience was the importance of adapting the type of leadership, to suit the required action. Be that as it may, it has revealed that leadership is not only relevant within the work place, but may also be applicable in everyday situations. Rhossili has thus demonstrated that individual skills are not the only sole requirement for the future, but the relevance of how people perform within a team.
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