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Leadership is one of the key elements to any organisation. Leadership occurs no matter what level of the organisation. Better leaders develop better employees and the two combined develop better products and, or services. 

Howatt (2008) provided a definition of a leader as a person in the activity of leading a group or an organisation and holds a dominant position, and has the ability to control and or influence others. To contradict this, some argue that a leader does not have to be in a superior or dominant position to lead Kruse (2013) reports leadership qualities does not just happen when you are given a title. He stated that hopefully a person will rise to the pressure of leading when put in that situation but sometimes this does not happen. He goes on to say that some people at the lesser end of an organisation or more of a leader than those above them because a leader is someone who has followers.

A good leader in an organisation will provide guidance, motivate employees and delegate responsibility to achieve maximum efficiency and effectiveness of a department of an organisation. Whereas weak leadership can hurt productivity and put the health of the business in jeopardy (Gitlow, 2004)

A business needs to have certain factors such as land, labour and entrepreneurship to survive. Without leadership will not be able to carry on. This is because leadership is the glue that holds all these elements together (Hancott, 2017).

There are many theories of leadership that can be used in an organisation, most good leaders can adapt from one theory to another when dealing with different situations. 

One being the ‘Machiavelli theory’ this is where a leader would use unfair and immoral ways to achieve the organisations goal whilst they feel the end justify the means (Harris, 2000). It is a dictatorial way of leading a group of employees and can be very effective as Machiavelli believed that people will obey the leader if they believed punishment will follow if they do not (Grint, 1997).

Bureaucracy is another way of leading an organisation. Leaders in the group lean towards people who are well organised and only report to their immediate supervisor. They are most effective when an organisation has well defined positions and clear rules and regulations (Newman, 2006). It is particularly beneficial when leading in a large organisation. This is because these leaders tend to focus on performance of the department or team not the individual employee. 

A third theory that can be considered during management is ‘Contingency Theory.’ This is where a leader or manager takes action on what is more important during a current situation. It is not a ‘one size fits all’ like the bureaucracy style, it can be very flexible when working with this type of leadership. It is more suited for smaller organisations because situations and circumstances do not change that often (Levine and Moreland, 2006).  

‘Laissez Faire’ leadership can be described as a non-authoritarian leadership style. This type of leader gives the least amount of guidance to its employees or group members and let them have all the responsibility when they are working and interfere as little as possible  (Van Wart and Suino, 2017). They believe that people excel when they are left alone to respond to their responsibilities and obligations in their own ways taking their own initiative and making their own decisions. 

The leadership suited to the police force is the Machiavellian theory. Its autocratic style is useful in a situation where a decision needs to be made quickly. These type of leaders observe on their subordinates making sure the work is carried out adequately, which in the police a service needs to be provided (Vadackumchery, 1999). The downside to this theory is that it can lead to a lack of motivation or productivity. As Ghuman (2010) explains not many employees like being instructed at the job at hand, particularly those who are experienced and understand what the job essentials are. It can be very bias to the leader. This is because he or she can pick what employee does a particular role potentially leading to discontent and unrest to towards offecers as employees feel mistreated.  The Machiavellian theory can be argued to encourage corruption by the ends justify the means, so a Machiavellian approach might see the police using corrupt ways to solve a case where they have decided who has committed the offence as seen in the ‘Cardiff Three’ case. As Dodd (2017) reports this is where police officers interviewing techniques used to obtained information were very oppressive involving bullying, hostility and intimidation. Therefore the case collapsed against the accused. 
However it must be acknowledged that in terms of police work, in times of crisis such as a terrorist attack the Machiavellianism leadership theory can be used effectively because of its militarily style. Decisions are made quickly which is important when dealing with these situation (Burns, et al, 2004). Although, it could be argued that this type of leader do not listen and some of their decision making can lead to making a situation. This is and because of the fear aspect from the leaders subordinates causes a lack of communication during these times (Banerjee, 1995). 

A bureaucratic leadership style appears on paper to be the best suited for anyone in the police to be a leader. This is because these leaders meet the requirements of the regulations that the organisation have. On the other hand, organisations under this style can be inflexible when dealing with changing situations and it can lead to a lack of efficiency and effectiveness (Shepard, 2009). It also takes time to set any goal or aim, which costs money and at the moment it is well publicised the police force cannot afford this with all the governmental budget cuts. Hickman (1998) outlines that bureaucratic leadership has no room for favouritism or bias because of its systematic process involved and certain requirements to be met to get an approval.

The main strength of bureaucratic leadership is that it has a strong chain of command and everyone has a clear role (Kibbe and Chen, 2015) Which is perfect on a day to day basis among the police force as officers at the lower end of the work force know what their role which can lead to less confusion and frustration between officers and their superiors. 

Contingency theory is where a leader or manager takes action on what is more important during a current situation. Allowing management the freedom to meet the employee’s needs. With an organisation as large as the police this would be very difficult to do, therfore this theory would not be suited for the police force (Northouse, 2001). The positives of this leadership style is that every employees opinion, because a leader's effectiveness is directly dependent on her relationship with her employees. It allows for little change in an organisation if many people feel the same way towards a role or policy that must be followed (Williams, 2013).


A senior officer having this style of leadership may not produce the work what is expected be not much would get done but this theory of leadership does have flexibility when doing tasks meaning a lot more freedom and creation from employees (Donaldson, 2001). This would allow officers to complete individual tasks in more than one way. It could be argued if new officers do not have guidelines to follow from their superior officer it can lead them to making a mistakes which in turn could cause complaints to the police and lose trust from members of the public. 

The Laissez-faire Leadership is arguably the least favoured leadership style that can be used whilst leading in the police force. This is because it has the least interference with its employees and all the responsibility is given to staff to carry out their work (Masters and Wallace, 2011).This could lead to a lack of motivation in their daily work when serving the public in example the community and protecting the community could be at risk.. Although, it could be argued that if you do have full trust in your staff then there is no need monitor their work allowing a leader  concentrate on other factors which need to be done (Marquis and Huston, 2009).   


An officer has a lot of independence therefore a laisse faire type of leadership can potentially be beneficial to a new beginning novice because they will learn on their own whilst dealing with lower rated crimes such as anti-social behaviour or robbery. This is where some leaders would distance themselves when their subordinates fail to achieve a goal or make a mistake making the leaders less accountable and putting the blame on them (Pride, et al, 2009). This could potentially lead to frustration amongst the leaders subordinates which in turn would probably lead to less work being carried out. 

This can be seen in the Hillsborough Disaster in 1989 where 96 people lost their lives at a football match. Chief Constable Norman Bettison and match commander David Duckenfield who were the leaders on the day for the police were in the control room watching the CCTV and not communicating with their officers who were trying to control the buildup of supporters outside (Evans, 2018). This agrees with the elements of a laisse faire leadership because the chief constable was letting his officers have more responsibility in dealing with the fans. It was clearly a wrong choice especially at the time hooliganism was at large. 

Transformational leadership style of leadership can be very effective if used correctly. This leadership style is very people centred that aims to inspire and motivate a team. This sort of leader is usually put in charge when in time of an organisation change because they set a clear vision and guide their subordinates until they reach the goal (Bass and Riggio, 2006). Although it could be argued that their vison can get in their way and their passion and enthusiasm gets in the way of them seeing the truth and reality of situations.

A senior officer could use this approach to share their vision and aims for the team through encouragement and innovation and because of their inclusive nature it can lead to subordinates feeling more involved with the process than the senior officer claiming all the glory. These types of leaders tend to have an ‘open door’ policy which promotes communication which is vital to a police force especially in time of emergency. 

Most experts agree that there is no best leadership style but some believe that the mixture of styles is the best way to lead in an organisation. This is because different styles work better with different employees (Teelken et al, 2012). For example a senior officer might use the Machiavellian theory on his novice co-workers whilst he might use a laisse faire approach with his experienced officers and let them carry on without interference. This would lead to motivation from most or hopefully all the superiors officer team which in turn would lead to more productivity from the police force.    

There are many ways to measure progress from team or group work. This is to see if goal or targets are being achieving their, if not a leader can examine this and see what can be done to motivate their subordinates either through changing their style of leading or offering more rewards if they do improve. 

The aim of this essay is to discuss which leadership theory is best for the police, and after looking at various leadership styles, the answer is really not one specific style is best or a combination of more than one style, it all depends on how the superior or leader gets his team motivated by judging his or hers subordinates and evaluating which theory suits them best for achieving efficient and effective workforce.  A good leader is someone who has followers and encourage others to follow them into where the organisation should be. 
Many believe that the authoritarian style is best for police because it is strictly rules-based and the leader has full control over their team or group which they are likely to follow and obey and not advise or undermine their superior office (Donnelly, 2014). 

The issues with leading in the police currently is attacked by budget cuts, restricting the resources available for superior officers to give to their subordinates and these cuts are continuing. As Dodd (2017) states Britain's police budgets is on the trend to lose £700m by 2020, this will mean less officers employed and therefore with these statistics more crimes will be committed. This could possibly create a difficult task for senior officers in motivating and getting the best results from a smaller work force.

















Reflection
Reflective practice is a way of studying your own experiences to improve the way you work. It is very useful for learning throughout life because the act of reflection is a great way to increase confidence and become more proactive in the task you are undertaking (Bolton and Delderfield, 2018). 

I will be using Gibbs’ Reflective cycle to reflect on my time at Rhossili outdoor pursuit centre. This model has six stages to it, which are Description, Feelings, Evaluation, Analysis, Conclusion and Action Plan. This model is used by most students to make them examine their time and what they would do if they had the opportunity again (Gibbs, 1988). It is a cycle because the action taken in the final stage will feed back into the first stage, beginning the process again.

During the two days that we were down in Rhossili there were many activities that we have to complete such as rock climbing and surfing. During these activities we had to take note of which leadership style was used by the instructors and as individuals we also had the chance to lead small groups during the activities.

To begin we had to walk half hour to get to the first activity, the instructors lead the way and the students followed, negotiating the terrain themselves which was very slippery and muddy. I would say this was quite a laisse faire approach because the leaders left their subordinates (students) to carry on with the work without interference. As though it seems like a simple task the terrain slowed people down which made gaps in between the group with no instructor at the back to guide the way which could have ended in students getting lost. Without realising I was risk assessing every part of the terrain either individually or as a group to ensure that we did not fall or hurt ourselves and to keep up with the instructors. 

Coaching leadership is aimed at building confidence, experience and knowledge when a person is understanding a new task. The strength of this style of leadership is that it can inspire people who want to do well so they become competent and satisfied in what they are doing (Hicks 2014).

The first activity was rock climbing, the instructors I believe took a coaching leadership style which is defined by Hicks (2014) as a leader who teaches and supervises their followers then help improve their followers that particular skill. I have done very little rock climbing before so I knew the basics but never climbed an actual rock face, so the instructors taught me how to use parts of the rock to help ledge myself up when climbing. I believed this style worked because the majority of my group was in the same situation and all of us were able to climb the rock towards the end.

After an hour of learning how to climb the rock and the rest of the elements that go with it such as belaying it was our turn as individuals to lead a small group to climb a part of the rock face. I personally believe that I used an autocratic approach because I ensured everything was safe and secure before letting my group climb and observed the group closely to make sure they were doing their tasks right. The main reason for this approach was I did not anyone to injure themselves under my supervision.

The second part of the day’s activity was abseiling. Those who wanted to abseil had to abseil down a 30 -40 foot rock face. The instructors took complete control over this activity due to the skill required to ensure safety. The most challenging part of this activity for me was the very beginning where you had to lean back almost horizontal and start walking down. Before we actually did the abseil I believe the instructors used Fiedlers contingency theory because they listen to what our needs were and acted on them, as a many of the group including myself was nervous of falling and needed much reassurance that the rope would not break or disconnect. For me this sort of leadership worked because after I had climbed down the rock face and successfully reached the bottom a great sense of achievement and satisfaction.

On the second day we set off early to our first activity which was surfing. Before entering the water we had to learn the basics of surfing which was how to stand on the board, again the instructors used a coaching leadership style. I felt quite confident about this activity as I have done some surfing before. It took a lot of time to get used to the temperature of the water as it felt like walking through ice. As it was so cold many of the group opted out of the activity leading the instructors to entice them through rewards such as more food if they stayed in the water for a period of time. This is what I believe is called a transactional leadership style because of the instructor’s use of rewards for completing a goal. This meant more of us were motivated to do the activity and at the end the result for the instructors were greater because more of us completed the activity (Bertocci, 2009). If I were to do this activity again I would have stayed in the water for longer but at the time I felt as though the water was ice cold it was too uncomfortable and I could not enjoy as much as I should.
After putting the equipment away it was time for our second activity which was bush crafting. This involved going into the woods and learning how to start a fire with natural resources. In my opinion this was not the most enjoyable experience as it only involved collecting wood from the trees, there was no time for us to lead a smaller group in this activity because time was too short to do so. The instructors again had a laisse faire approach because the main activity of bush crafting was collecting the wood which did not need much interference with. The bonus of this activity was we got to cook our own bread from the fire that was made. If we had a longer amount of time and it was not as rushed this activity might have been more amusing. I felt we did not have time to appreciate the environment and nature which is the purpose of bush craft.

This experience as a whole was great I learnt a lot about how leadership theories work in real life situations in an enjoying manner through the activities. I have also learnt that some people react different to all types of leaders when put in situations. 
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