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Munroe (2009) states a leader is someone who assumes a position and accepts the responsibility that entails in it. In addition, leadership is the function of the designated position and exercising the responsibilities involved within that position states. Analysing the theory leadership it suggests that though formerly inexperienced group members can emerge as good leaders whilst some experienced group members no matter how practised, they would not possess the qualities of leadership. Leaders can be unqualified but still be a leader or be extremely experienced but do not possess the qualities of leadership. Furthermore, a solution to this would be to teach the general leaders the transferable skill of leadership. 
Ryan (2016) states that it naïve to think that leadership skills cannot be taught, because leaders are born and not made. Developing the necessary skills of a leader takes time but it’s not something which must be earned. Zetlin (2013) states that the reason people want to become leaders for the money, prestige, goals, people and responsibility. This meaning that people do not progress for a leadership role purposely for the superiority of having the title. 
An emergent leader is sometimes seen from a person who had maybe no intention of the promotion but yet possess the required qualities of good leadership. Johnston (2018) defines an emergent leader as an employee that takes on takes voluntarily to better help other complete their tasks, encouraging the behaviour among other employees. This type of leader proves themselves capable of the leadership promotion. In comparison, it this type of leader better for an organisation against an assigned leader. 
Paraphrasing Johnston, he goes along the lines of saying. The assigned leader is someone working under the leadership of their superior, directing the organisation in the views of the superiors. Whereas emergent leaders would elevate the production and the motivation in which an assigned leader lacks in this area. If both leaders placed both together then it’s possible that it would be counterproductive as the emergent leader would assign their own tasks which can be purposely different to the assigned leaders approach (Johnston, 2018). 
There are many different leadership styles that the police use at all levels strategic level. Clayton (2017) explains the managerial grid as two different types of concern for a manager, concern for people and production. The five stages of management outlines the characteristics of each different leadership style.  An impoverished Management, offers little engagement to the people or the production. Produce or Perish, offers the high production results but at the cost of an unhealthy care for the people. The middle of the road management is a total compromise on each concern and production. Country club Management, takes more interest in the people and less on performance. Finally, Team Management is the best balance for high production and care for the people. In the police force the produce of perish style was used more commonly than any other. They view of just getting results rather than care for the worker can obviously be seen through the unfortunate attacks that happened over the past years. Only now has the police force tried to change their management style in a more balanced approach of results and care. 
Metropolitan Police (2016) argues to best serve the public from attacks the best solution was to increase the amount of armed guards in London. Although this is expensive financially, in the long term it protects both public and officers who try to achieve a normality of public safety. Without the correct equipment, how can the police force managers expect the officer to compete against armed attackers? Making these changes would move their style from produce or perish to a middle of the road, where there is a balance of both aspects. 
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Over the years the police force has used an autocratic approach to leadership, mostly seen in events and major cases. Cherry (2018) explains that autocratic leadership is the total control over decisions with little input from other members. Typically autocratic leaders make decisions on their own judgements which may produce problems from within. In doing this, the group can decide not to input ideas on how to solve problems. Using Hillsborough as an example, the leadership style was purely autocratic with the match day commander not communicating with his subordinates once the incident escalated. An autocratic leadership style can work for the police force only with clear and effective communication. It was obvious that during the events of Hillsborough the communication between officers and hierarchy was ineffective which led to the inorganization of the police force, leading to the disaster of the event.
In comparison to this, the Manchester bombing was a chance for the public services to execute their training and experience in major incidents. Focusing primarily on the police, Pidd (2018) praised their efforts in deployment in response to the attacks. Although, there were improvements could have been made. A major part of working together with different agencies is communication, unfortunately the police force didn’t establish a gold command in which every agencies were kept up to date. This mistake led to the fire service and ambulance service not performing to their expected capabilities during these events. You can see that the police are trying to improve and develop their lack of communication with themselves and other agencies. 
Rees & Porter (1996) explains the Tannenbaum and Schmidt continuum of leadership, which outlines the difference of leadership styles between two distinct styles, autocratic and democratic. There is arguably a third style which is the laissez-faire who exercises little control over situations. Using this continuum its arguable where the place the police on this line. Evaluating the cases above it would seem that the police would have been a far left autocratic leaders but slowly developing right across the line towards a democratic style of leadership. 
Furthermore, Adair International (2017) describes the three areas of leadership responsibility, achieving the task, build and maintain the team and develop the individual. This implies that if one stage fails then it all fails. For example, if the police officers didn’t work together during the Manchester bombing then they would not have been able to achieve their task correctly. This outlines it is important for the team to work together, whilst developing their skills to ensure they can achieve the task.
Identifying the police strengths and weaknesses in their leadership is important to ensure than can continuously develop their skills. An autocratic leadership can work with the effective communication which can collaborate with officers to achieve the task. Although, having just an autocratic view can be a weakness. Kloefkorn (2017) outlines that a situational leader can adapt their techniques to the environment and commitment of employees. In a situational leader, you need to be flexible, analytical and a coach. These characteristics are the best traits in which you can solve problems, give feedback to your team and move to different leadership styles depending on the task. For the police force, most managers would have to be adaptable to their leadership styles as they cannot all be autocratic. They would need to adapt for internal problems, in a competitive market and to be more efficient when achieving their goals. The police force can become more adaptable to change when modernizing or restructuring the force. This would take more modern circumstances easier to solve because of the leadership that can be followed. It would be effective for a leader to be able to change their view as sometimes a constable has as much information as the Sargent. This could help the police especially in their collaboration between different agencies and how they would work effectively. 
In addition, improving the leadership is important to the police force. Home Office (2011) interviewed the police force and analysed their answers and when asked should any training and leadership be funded, which had mixed reviews. Although, mostly officers felt the need for further training was important, the procedure of funding the courses was not acceptable. The only way to further their career development was through subscriptions to training and leadership courses. As expected some officers called this unreasonable, in which the training should be funded by the government. 
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A huge part of improving leadership through the public services is through improving the culture. South Wales Police culture can be seen by their attitude, problem solving, work ethic and general care of the public. Hall (2002) defines the police culture as a compromise of two merging components, the professionalism crime fighters view that the police have of themselves and a system of beliefs and behaviour not described or published in value statements. Although the definition is not entirely positive, it does outline more than just a negative approach to culture. 
 College of Policing (2015) explains that the police force can have a negative impact on the culture through, preventing internal challenges, impede innovation and damage individual and institutional legitimacy. This means that the police force can create problems in their work because of the internal challenges they face. Although, during cases where there is a personal risk, it’s it is important that officers stick together which sparks change. 
Marks & Sklansky (2012) argues that the police unions have a range of styles and a variety of functions in which is used widely across the police culture. This styles care seen in an external reform of their leadership style, rather than the predominant top down approach, the reform would create a bottom up style which is adapted to officers to widen their social responsibilities. Although this approach can cause internal pressure or a resistance to change from the decision, leaving high ranking officers dissatisfied by taking into account a new political and accountable view of leadership.
Bayley & Shearing (2001) state that although the culture of policing may change, the shape that policing would take can also change, outlining the police force would change if the culture is improved. The police are most likely to restructure, through commercial markets, communicative societies and community based mobilization. Meaning, the police will have to evolve into something new because of the community engagement which is seen through petitions, communication, protests and complaints. The commercial market would impact the police force as they would purchase the goods off companies specifically for public and private organisations. This would definitely change the culture of the police force as new equipment or replacing methods which are comfortable can counter product the work ethic of the police force. Commonly seen in local governments, elderly members are unwilling to change as they feel the idea will not work, yet a new modernization can always improve any public service in their delivery of a service. 
BBC (2018) states that after the Stephen Lawrence case, some police force are still institutionally racist. With the figures showing 6.3% of police officers in England and Wales are black and minority ethnic, compared to the 14% of the population. This means that police administrative teams need to actively support hiring more black and minority ethnic people to produce a more diverse police force. Leaders can have a part to play in the changing of the police culture, if the police leaders encourage the change in a top down approach ensuring that the message of no racism would be tolerated then more would be done.
 The same approach can be said for sexism between male and female officers. Tomazin (2016) explains the police force is going through their biggest journey of cultural change in decades, as they attempt to stamp out sexism and predatory behaviour in its ranks. After police leaders identified the high prevalence of discrimination and harassment, schemes have been implemented to tackle the problem. The changes made are hotline’s for victims, 24/7 support and new training programmes for managers and recruits. It proves that progress is being made within the police force from their leaders as all police employees should feel safe at work. 
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To conclude, the police as the chosen public organisation has a transformational leadership style, as they have transformed their police service over many years. Slessor () states that police leaders have to implement real transformation to meet the evolving challenges of policing today. Meaning the police have to continuously adapt the force to deliver a more effective service. A system that effects the police force is continuous legislation and policies that are implemented, in which the police would have to adapt too. Adapting to these policies can be developed through training to both managers and officers. Although it’s important that the police force leaders identify the future issues so they can prepare for change.  
Using the managerial grid explained by (Clayton, 2017), the police force were originally a produce or perish force, predominantly in the 19th century. Although, in the more modern cases it’s seen that the police unions are understanding the needs of police officers and how they can improve their performances. This proves that the police force are attempting to try new techniques to solve their problems. In the managerial grid they would improve from their produce or perish role and move more towards the middle of the road, in which this leadership role would focus more on the officers and the team. The action centred leadership can also be seen in comparison to the managerial grid. If the police officers cannot achieve their task then it would put down morale and development. Although, if the police focus more on the bonding and development of officers, then achieving the task would be easier to accomplish (Adair International, 2017). 
Finally, the culture of the police force plays a major part in the leadership role of the organisation, the culture is seen through their attitude and work ethic for doing their job. If they attain a laisse faire attitude, especially towards the safety and care of the public, then the consequences could be unimaginable. (such as?)  Although the culture can change, as seen in more modern policing new equipment for forces is benchmarking the standards for other forces to follow. This means a modern restructure of the police force can create a new views which are ahead of current policing. Creating opportunities to continuously develop officer’s skills, work ethic, attitude and duty of care (Bayley & Shearing, 2001). 
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Overall the trip was informational and exciting. It offered students different activities and new skills to learn which can be used especially in team exercises. It also taught students the importance of leadership styles used in real life situations. Although, honestly there wasn’t much room for students to lead an exercise. During the rock climbing was the only time in which people bonded with others to achieve the task. It was seen by motivation and communication from team members to climb the rock. 
During the trip the group partook in three different activities which all offered to develop different skills. Rock climbing was the first of the activities in which it challenged the physical strength and capabilities of the students but also the fundamental skills like teamwork, communication and leadership. This activity was very enjoyable, as the location was great and the group was eager to start climbing. Reflecting on the exercise there, it was harder to achieve the task for some as they did not have the bonding with the team. Furthermore, using Adair’s centred leadership model, it can be argued that only when the team began to bon through helping each other, then they began to start achieving the task.  Whilst moving towards the harder climbs it was more important that the group was supportive towards each other because of the challenges of climbing. Although, achieving the task for most was becoming an easier task to accomplish (Adair International, 2017). 
The second activity was surfing, although the weather was great it was important that we had the right preparation for the day as the group was out for the whole day. Once taught the basic skills for surfing, the group went straight into the water and began to try achieving to stand up on the board. Only for some that was achievable, mostly either people didn’t attempt because the water conditions was cold. The group didn’t really use any leadership during the activity, it was mostly the leaders ensuring that we were safe. Mostly the only leadership that would have been used would have been an autocratic style because of the distance that was needed between each surfer. Since it was part of the health and safety of the exercise is was important that we used the autocratic style to ensure the severity of the exercise but also effective communication to ensure that other surfers did not get in the way. Another challenge would have been the tide sweeping the group away from where they originally entered the water. As the tide pushed the surfers down the beach it was important that they communicated with each other to ensure everyone would stay together. 
The final exercise of the trip was bush crafting, this exercise was difficult but also enjoyable as it encouraged team bonding and skill development. Using Adair’s action centred leadership, it was paramount that the team bonded and worked together to attempt to achieve the task. Although, this was important for the leadership that it remained an autocratic style from both the leaders and the students. During the exercise the group learned to build fires and bushes in the woods, which is the reason why the leadership had to remain autocratic. The health and safety of the exercise was important so there could not be any chances in which students got hurt. One of the challenges was finding the wood that was suitable to burn because it became an issue as most of the woods was wet which affected the wood. This meaning that the group had to travel further than the previous group to find more wood. This meant we had to display a more country club style of leadership because if anything we didn’t want anyone to get lost. Although using the managerial grid as a guide it seemed that the group used the country club style of management because of the distance they travelled to find better wood, then coming back it seemed to be more of a middle of the road management to a team management leadership style. The team management came from the teamwork as everyone had different tasks to achieve the goal, and once everyone’s task was completed the group had the chance to successfully achieve their goal. Achieving the task led to the group baking bread over the fire which was the reward working as a team (Clayton, 2017). 
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