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	Demonstrate effective decision making and problem solving within a public sector environment, identifying practical, strategic actions for the organisation’s leaders to implement to improve performance.
	

[bookmark: _GoBack]At a simple level the concept of ‘leadership styles’ can be defined to the style a person who adopts in their dealings with those people who follow them, Kippenberger.T (2002) adds, the appropriate style a leader will use depends on a wide range of things. Things such as the relationship between a leader and its team members, the nature of what the task that needs to be done, as well as the match or mismatch among the difficulty of the task, skills and resources available. Leadership has a wide variety of theories and styles as well as certain qualities a leader must have to be successful, within this essay will focus on a number of all three of these concepts mentioned.
Transformational vs Transactional
Several leadership style/theories have been put forward to explain leadership effectiveness, transformational and transactional are two of the most prominent leadership styles known. For many years both styles have been used by many theorists which most can agree that transactional and transformational leadership vary in concept and in practise. Robbins and Coulter (2007) define a transformational leader as a person who inspires and encourage members to achieve the overall outcome. A transformational leader will pay attention to the needs of each individual follower, this style leader has the power to change follower’s awareness of issues by showing to look at old problems in a different light. A leader that is transformational develops the motivation, moral and no to mention performance of team members through a number of mechanisms. For some this includes connecting the followers sense of identity and self worth to the task, becoming a roe model for followers through inspiring and keeping them interested through the task. A transformational leader would encourage team members to be proud and take ownership for their work, while being able to understand a followers strengths and weaknesses in order to align different people different tasks that enhances their performance. To support this definition a theory from Warrilow (20102) identified four critical components of transformational leadership style: 
1. Charisma or idealised influence
2. Inspirational motivation 
3. Intellectual stimulation
4. Personal and individual attention
Along side transformational, transactional leadership is well known and commonly used to describe many leaders.  In contrast to transformational, a transactional leader focuses on the role of supervision, organisation and group performance. Very much different to other leadership style, a person who adapts this style of leadership promotes compliance from team members through rewards and punishments. According to Odumeru & Ifeanyi (2013) if a person shows these qualities during leadership they are more likely to be a transactional leader. They say these qualities include extrinsic motivators, tends to be directive and action-oriented, likes structure and organisation as well as known to think outside the box when problem solving. In regards to followers conforming, these type of leaders focus on contingent rewards or contingent punishments, but are only given when necessary. For example, a contingent reward such as praise, are received if the set goal is accomplished before on time of deadline or could be if a team members performance is exceptionally good. Contingent punishments like suspension would only be given to followers if performance quality or quantity reaches a level not acceptable, other things reasons can include lack of motivation to achieve the goal or if the task is not met at all.
Many believe that both transformational and transactional styles of leadership can relate to the theory of Y and X by Douglas McGregor. Theory Y and transformation leaders is seen to have many similarities, this is due to the fact the style and theory both seem to support the idea of managers work to encourage their employees as well as assuming the best from their workers. Theory Y and transformational leadership are very trusting in team members and believe them to be self-motivated, but leaders are there to help supply followers with the tool they need to shine. On the other hand, theory X can correlate with transactional leadership, in the style are theory managers lead their followers by fear and consequences. Just like transactional style leader the theory X you see negative behaviour is punished, yet motivation for employees comes through incentives such as pay raise.

Motivation
Various theories attempt to explain the nature of motivation. However, these theories may be somewhat true, every leader is faced with difficulties to motivate their team members in both long and short term. This could be due to the fact that there is no ready solution to motivate people (Mullins, 2010:259).  One popular theory on motivation is Malslow’s hierarchy of needs, the idea of his theory is based around the fact that individuals always have the desire to want more than what they already have. Within Maslow theory he identified five key levels of a person needs, ranging from the lowest to the highest as follow:
· Physiological needs: in this section includes homeostasis such as the need for food, drink, sleep, activity as well as others. Money can also be included in this category.
· Safety needs: explains the need for safety, security, freedom from fear and seeks protection from any danger. These being the obvious, this category can include family, employment and stability.
· Love and belongingness needs: also known as the social needs, this tier shows a persons need for friendships, involvement, a sense of belonging and love.
· Self- esteem needs: the second from the top, this tier includes both esteem of others and self-respect. Esteem of others is the needs for attention and appreciation, recognition and maintain a good reputation. Self-respect can be seen as the needs for freedom, confidence, self strength and independence.
· Self-fulfilment needs: the development and achievement potential vision of self represents the self-fulfilment needs.
Maslow shares that the needs on the pyramid can be split into two categories. Basic needs consist of physiological and safety, where love and belonginess, self-esteem and self-fulfilment is seen as growth needs.  Maslow also argues that once a person achieves what they want to satisfy the basic needs, it then no longer acts as a motivator. A person needs of higher level would then work as the motivator, to conclude therefore Maslow insist that if a person is not satisfied with their basic needs them cannot progress onto the growth needs. 
With close links to the hierarchy of needs theory, Herzberg believed in a two-factor theory of motivation.  He argued that there are two relevant factor groups that are seen to motivate employees, the first consist of the motivators, which are intrinsic to the job.  This factor truly motivates people to develop performance, by a sense of achievement and recognition or responsibility and growth. Herzberg second group is described as the hygiene factors, which are extrinsic to the job. Hygiene factors do not create motivation themselves, yet they must be at least satisfactory for them to de-motivate employees. To understand Hygiene factors an example includes, a healthy and safe work environment would not be enough to motivate some organisations employees to work harder, although a work environment with little health and safety would be the cause of dissatisfaction leading to de motivated staff. Typically, you would think a person’s pay has a big influence in motivation in a work place, Herzberg noted that from his research feelings towards satisfactions in a result of pay increase was only likely to be a short term motivator. In comparison to the work itself created a longer lasting satisfaction which resulted in employees being motivated due to sense of achievement.
Briefing and Debriefing
As simple as it sounds briefing and debriefing of a team can show hoe much of a good leader a person is, a good leader would recognise the importance of doing both these for every task they are set to lead with. It is vital that briefings of a team are structured and well thought through, in the public services they use a briefing model that works for them. Particularly the Police force, briefings should be structured according to the needs of the operation and directions from the gold, silver and bronze structure. Mostly used is the IIMARCH model which stands for:
· Information- location details, operation timeline, history of the case, intelligence etc.
· Intention- Gold strategy, tactical plan, available powers and policy
· Method- Plan being used, available powers and policy need to be followed, contingency plans.
· Administration- identify the relevant people needed e.g. commanding officers, specific officers. Operational polices such as the media, duty times and locations, health and safety, dress codes and so on.
· Communications- these can include communication plans, radios equipment and channels, call signs, information for public dissemination and contact information.
· Human rights and other legal issues- The operation must be in line to European Convention on Human Rights articles, rational for justification for a conducted, disclosure of details.
Using a model like this can help a leader meet briefing objective which also sets out the aims and objective to team members of the following task. Briefing objectives will vary, but key objectives such as, ensuring that each member of the team understands their responsibility for the allocated task.
The purpose of debriefing is to identify good practice and areas for improvement, this  could include organisational learning. The gold, silver or bronze commander should establish, at an early stage, the debriefing arrangements required and identify who should be responsible for compiling and assessing any debriefing material generated. Pressure on operational staff can lead to debriefing being overlooked. This should not be allowed to happen as effective debriefing will ultimately minimise bureaucracy, streamline current procedures and reduce demands on operational staff.
To conclude there is no right or wrong style of leadership, in certain situations some may work better than other. Yet the best type of leaders would be able to adopt their style depending on their follows the nature of the task and their surroundings. As you can see it is important for a leader to use provide motivation to their followers in order to get the best performance out of them, as well as this briefing and debriefing is becoming ever so popular in both public and private sectors and is now seen as a must to do when leading a team.


Assignment part 2
During the time spent at Rhossili we took part in a number of outdoor activities which worked on our abilities and skills like leadership, team work, time management and so on. Over the two days the activities we under took were surfing, rock climbing or bush craft or also known as orienteering.
Day one of Rhossili the activity group i was part of was orienteering, the day consisted of survival skills like building shelters and making bread in the woods. Besides this we were split into smaller groups and tasked with a race on finding red triangles placed on naturally objects around the woods. The first two red triangles we found was pretty simple which gave the team get more competitive and focused, however the next few triangles were not as easy, and the map become more difficult to read. With the groups lack of knowledge on map reading and team members getting frustrated, we quickly became bored and lost interest in the winning the task. With no direction from the team leader and there approach being very laissez-faire, as a team we decided to give up on the map reading and to wonder around the woods to attempt on finding any of the red triangles. As a team we ended up just messing about and although the group had a laugh if we were in a public sector organisation, in a real life situation with the leader’s style of leadership and the team member’s lack of motivation to get the task done could potentially be dangerous. To compare the activity and the teams performance to the teamwork theory from Tuckman (1965) who looks at the way in which a team tackles a task from the initial formation of the team to the completion of the goal. Tuckman’s theory consists of 4 stages a team will go through, first being forming, storming, norming and lastly performing. In regards to my team we lacked on the storming stage of Tuckman’s theory, which then later lead to poor performance of getting the task done. The storming stage involves the team starting to address the task and suggest different ideas and decide on a plan they would take to complete the goal. This is where my team went wrong we did not talk about who had what role neither anyone suggest plan we should take, instead we got too competitive and just went straight into the activity.
On the second day of the residential, we stayed in the same groups but changed activities, the day consisted of rock climbing in the morning and surfing later on in the day. While doing rock climbing Emily put forward as team leader, due to experience in the activity. As a leader Emily was both transformational and transaction. If you was to compare her leadership to a theory you could go as far as saying she fits into Thomas Carlyle (1840) ‘Great Man’ theory, that suggests the best leaders are born and not made. She just has the skills that come with being a good leader, for instance she was able to take the role of leader but also be fully involved with the activity. Emily bilayer for each member to be able to climb the various walls, she quickly identified that one of the members in our group weakness was being afraid of heights. In that situation instead of pressuring or forcing the individual to have a turn she encouraged the person to have a turn and assured there was nothing to worry about. As Emily had previously done rock climbing many times before she was aware of how everything was set up and the different type of knots used, she quickly demonstrated the 8 figure knot used on the ropes and give every team member several turns to prefect the 8 figure knot.
Later on in the day my group did surfing, as this was a new activity to all of us in the group nobody really took the role of leader. Instead we watched the instructor’s demonstrations on what to do and once we got into the sea it was more of an individual activity. Despite this I feel the group still motivated each other and shouted words of encouragement as surfing is a lot harder than what it looks. 
To reflect on a personal level, I will use Gibbs reflective cycle (1988), his theory involves the different stages we go through when reflecting on an experience or an activity. Even today the cycle can still be thought as a useful tool and is used by most organisations as well as the public services. Gibbs (1988) explain that there are 6 different stages that we go through when reflecting, these are Description, Feelings, Evaluation, Analysis, Conclusion and Action plan. Overall from the two days at Rhossilli, surfing was defiantly my favourite activity that we did. While surfing I learned the correct technique used to be able to stand up on the board when out at sea, as well as the potentially dangers of the sea and if that technique was not used. I found that this activity was enjoyable and gave it my all, it was a different experience as I had never been surfing before so was a little nervous. I could have been a little bit faster when swimming towards the waves and put more effort in to trying to stand up on the board rather than just laying on it. In future, if I was to do surfing again I would choose a better wetsuit and add more layers as I was freezing which put me off staying in the water for longer.
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