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There are various leadership styles that are used across a range of public sector organisations to achieve aims and tasks. These leadership styles are important to provide strategy and have many strengths and weaknesses when applied to different situations. Leaders have to strategically and tactically plan their actions depending on each task and can set out them out strategically through briefing. Sometimes the outcome of a task can rely heavily on the motivation of the leader and how they influence their team to make decisions. This will give an insight into the measures a leader can do to ensure their team work with effectiveness and efficiency. 
Being able to motivate your team is a key fundamental skill that will help to sustain high levels of performance throughout the workforce. Motivation is what drives an individual to complete different activities or behave in a certain way that may help them to continue with difficult tasks (Gollwitzer and Bargh, 1996). This motivation helps an individual to achieve a specific goal because they are willing to work hard which in the end will satisfy their needs. Mullins (2005) suggests that motivation is concerned with why individuals choose one particular course of action over another and why they pursue this action over long periods of time whilst facing potential difficulties and problems. Motivation is needed in everyday life in order for people to go to work, clean their home and going to the gym. However, the police often face difficult tasks everyday which is why employees need to be motivated in order to perform effectively. 

All individuals are different and are motivated by different factors and rewards. This is why it is essential for managers to tailor their rewards to meet the needs of employees. These rewards can be separated into two categories; extrinsic and intrinsic. Deci and Ryan (1985) suggest that not all employees will be motivated by financial benefits such as a pay rise (extrinsic) however, some employees will be satisfied simply through appraisal of their work (intrinsic). Extrinsic rewards are mainly concerned with rewards and although this may seem like an exciting idea, it can have adverse effects such as over justification. This may occur when someone is constantly rewarded for their work as they begin to feel as though they should only complete the task for external rewards and become dissatisfied when they are not rewarded (Giblin, 2017). People can be motivated by a mixture of both factors and these will often change in accordance to life goals.
Boggiano and Pittman (1992) suggest that rewards are not the only way of controlling behaviour but also surveillance (video camera or person) can help to undermine intrinsic motivation. Police constables often work under surveillance which appears to act as a form of pressure to act in a particular way to prevent them from breaking rules and legislation. 
Maslow’s hierarchy of needs supports the idea of having a combination of both extrinsic and intrinsic rewards. His motivation theory consists of a pyramid ranking in the order of importance; physiological needs, safety, love/belonging, esteem and self-actualisation (Maslow, 2015). Generally, individuals’ needs are met progressively and this is what helps to increase motivation. Maslow refers to the bottom four levels of the pyramid as deficiency needs because a person is only demotivated when these needs are not met. The higher levels of the pyramid concern a person’s ability to self-actualise and their ability to reach their full potential after all their other needs are met. Reaching the top level is important when becoming as a leader as it helps to develop personal qualities such as honesty, independence and originality.
It is important for all public sector organisations to brief their staff before a task so that they know the purpose of an operation. They may do this by setting the scene, style and tone of the task so that employees have an understanding of what their role is and how efficiently it needs to be completed. Some of the content of these briefings will need to be tailored to meet the different needs of the team who will have various tasks, roles and areas of work to complete (College of Policing, 2013:b). Public service employees will often come into contact with the media so they need to know what information can be shared and what information may hinder the investigation/operation if released. 
Debriefing is also essential to provide constructive criticism so the team know what went well and what needs to be improved. As a whole, this will enhance organisational improvement which is linked to employee satisfaction and motivation. It is common for improvements to appear however, not all should be acted upon negatively as they all help to shape and design what a team can do better next time (Crawshaw, 2015). It also gives employees the opportunity to feedback information to leaders which can lead to obtaining critical intelligence. 
The trait approach focusses on the internal aspects of personality and how people have internal tendencies that make them behave in certain ways. How people process these traits as they age is how individual personalities are formed (Pastorino and Doyle-Portillo, 2013). Having certain personality traits and characteristics are linked to successful leadership however, Zaccardo (2007) believes that being able to lead is an ability a person is born with and not something that can be made. The trait theory of leadership focusses on three factors; some traits are linked to certain patterns of behaviour, these patterns are consistent across different situations and that individuals are born with these leadership traits (Hill, 2008). The characteristics of the successful leaders tend to be self-confidence, intelligence, people skills, and height however there seems to be arguments against this theory. Since this theory suggests that these traits are linked to strong leadership, why can’t everyone who has these traits a great leader. 
Many people are given a leadership role because of their position in an organisation such as a manger which is called assigned leaders. On the other hand, there are emergent leaders which appear because of how people respond to them and how they engage with their audience. These types of people often have a positive influence on their group to make decisions and the followers are fully supportive of their leader otherwise, they are likely to disagree with them (Osabiya, 2014). Ultimately, emergence leadership is not seen as a position or title however, it is the behaviour and personality of the individual that helps to motivate a group of people through key communication skills and sharing a common goal/vision as the followers.
Emotional intelligence is an essential skill for successful leaders are they have the ability to recognise their team’s emotions and behaviour which can help them to develop better working relationships (Goleman, 1995). By recognising a team’s needs, you can adapt the task to meet the team’s satisfaction and achieve the best performances. It is also important for leaders to recognise their own behaviour so that they treat their team with respect and don’t asks members to do something that they wouldn’t do themselves (Cherniss and Alder, 2000). In the police service this is important as a team generally works better when they are respected and praised by their manager. Managers are often the most intelligent people of a group however, if they fail to communicate their ideas and work with others effectively, it is unlikely they be a successful leader. Goleman (2017) suggests that there is a genetic component in emotional intelligence sensing that this is a skill that people can be born with however, he also suggests that psychological and research indicates that it can be reflected upon how we are development and nurtured. 
To enhance emotional intelligence, organisations must help individuals to break habits and establish new ways of doing things. One of the core competencies for a police constable is the ability to adapt to change. Often emotional intelligence increases with age and knowledge but sometimes people who have been in the same job for a long period of time find it difficult to adapt to change because they are conditioned to doing things a certain way (Kay and Kite, 2012). In order for the police to be successful, employees need to embrace and be motivated by change. Empathy cannot be gained without an individual’s desire and effort as it is often triggered as a natural response to people. 
It is clear from key global figures that there are more male leader’s women suggesting that there are still barrier to the emergence of women leaders. The underrepresentation of women in leadership roles could be down to issues surrounding gender equality however, Rhode suggests that this is not linked directly with discrimination but instead an unconscious bias. This unconscious bias appears to be shaped by a history of male leaders which makes it difficult for individuals to dismantle barriers in relation to culture change. Rhode (2017, pg 4) states that ‘having more women in top management is associated with greater maket revenue’ which appears to suggest that women can perform just as equally as men and if not, better. Another argument is that some women simply do not want to become leaders and that their values are different to men’s. 
Many women also take on family responsibilities which can intervene with their employment by taking time off and being unable to participate in some tasks whilst pregnant. It is sometimes difficult for a workplace to accommodate employees around family resposonbilities however, The Police Regulations and Determinations 2003 provides guidance for parental leave arrangements and allows employees to apply for flexible working hours. A study also shows that ‘in 2011 nearly 6% of all police officers worked part time; 93% of them were women’ (College of Policing, 2013). This appears to show that women have access to part time work which is showing the police are accommodating parents who have child care commitments. This is essential as it allows females to continue working and ultimately, have access to managerial roles. 
One of the mission statements from South Wales Police states that they are trying to make a ‘positive contribution to increasing the representation of women in specialist departments and in the management structure’ (South Wales Police, 2018). Statistics from South Wales police show that less than 21% of women are in roles higher than constable (Police.UK, 2017). However, this is in comparison to all police forces across the UK where the average is 26% (Hargreaves et al, 2016). This appears to show that South Wales Police are below average in promoting women into management structures. On the other hand, there are nearly equal male constables to women which is higher than the national average. This could show that their recruitment campaigns focus on gender equality by promoting females to join however, they have problems encouraging females to apply for higher ranks. 
To sum up, there are a number of factors that help to influence the behaviour of a good leader. Successful leaders are likely to enjoy their job and have high levels of emotional intelligence to engage with their team. They are able to interpret a variety of motivational styles for not only them-self, but also ways to encourage staff to perform to the best of their abilities. Rewards are controversial however with the correct balance of extrinsic and intrinsic rewards, an organisation can achieve the highest success through their staff. Whether a leader is born or created is a controversial idea, their personalities are shaped through their nurturing and life experiences. Overall, a good leader would take all these points to consideration within the team.


Reflective report
Most organisations rely on some form of leadership which provides an essential form of guidance and helps to complete tasks more effectivity and efficiently. The public services thrive on leadership styles, in which some are more effective than others dependant on the task ahead. Ultimately, it is important to participate in team building activities to practice tasks and evaluate performance outside of a public service environment to see how people respond without the potential of dealing with a life-threatening incident. For this purpose, a group of six individuals took part in a activity to evaluate their performance and the various leadership styles used.
Before commencing the task, it was essential to have a group discussion as some members had never met before. This gave the group the opportunity to learn each other’s names, be aware of everyone’s strengths/weaknesses and also ask if anyone had any medical conditions. This was important as the main activity involved navigating around a forest to find red triangles with patterns on that were previously placed there by an instructor. Had one of the team members suffered from a medical condition such as an asthma attack, the team would have been able to deal with it efficiently with the knowledge given by the team at the start. This appears to show that the participants undertook a basic personal risk assessment to ensure the teams safety. 
The team were given a map of the area which displayed each of the red triangles location so being able to understand and interpret the features on the map was crucial. Each team member was asked their experience of orienteering/map reading and many members of the group had participated in these activities before which gives an understanding of direction, terrain and key features in order to locate the triangles. The group were given three hours to locate fourteen triangles so the group planned a route around the forest, paying attention to contour lines, feature paths/roads and the general layout of the map in order to find them. The group took it in turns to lead to group which means that they were following the assigned leader approach. However, as the task went on it was clear that the more confident leaders of the group became emergent leaders.
One team member made the decision to attempt a short cut in order to save time and decrease the walking distance. This involved walking down a steep hill and crossing a small stream. Two members decided to trial the hill however, the hill was so steep that it would be difficult for them to climb back up so the group made the decision to proceed. This turned out to be a poor decision as the path meant trailing through deep mud which some members became stuck in. As a result, sometimes short cuts aren’t always the best option, if we had took the longer route we would have completed it quicker and reduced the risk of injuries. Had this decision been made in a public sector environment, it could jeopardise the task and each decision should be carefully considered. Once the team completed part of the section, a team member realised that they had left a piece of equipment at the previous red triangle. Two members were elected to retrace their steps back about 100 metres to find the item. It is essential that a group stays together at all times however, they were only separating a small distance and remained in sight. The most important part of this decision in the public sector is assessing the risk and ensuring all team members are accounted for. 
After losing time by attempting an alternative group, the team only had 5 minutes left until they were due to meet at a set location with the leader. The team only had one more red triangle to find and were very close to its location. One team member took it upon them-self to search for the final one within that area and was successful. However, if this person had motivated the team to push on and find the last one, then they would have completed it more efficiently. The team arrived late at the set location and this could have resulted in profound consequences whilst working in the emergency services as every second is crucial to save lives. 
[bookmark: _GoBack]Overall, the group took a laissez faire approach to leadership within the group because they didn’t take the task too seriously. All decisions were made by the group collectively and this meant that there were no disputes within the group. When someone had an idea, the group discussed it first and worked well together. However, if the group had nominated one leader, they may have completed the task more efficiently instead of wasting time sharing ideas.
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