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Being a leader in the public sector entails a significant deal of responsibility. As described by the College of Policing (2015), leadership may be regarded as a trait that unites a knowledge of what needs to happen with the competence to execute it. Furthermore, the definition of leadership as described by the Joint Emergency Services Interoperability Principles (JESIP) states that leadership is a form and strategy of offering direction, applying ideas and plans into actions, and inspiring others to finish a task (JESIP, 2017). 
There appears to be a variety of different leaders throughout the professions. Some are unquestionably preferable to others due to which leadership style they use (Rihal, 2017). Additionally, according to Sturm et al. (2017), it is claimed that leadership can be entangled with importance and furthermore having control is an important component of a leader's portfolio but overusing it during certain leadership styles carry a risk of dehumanising people those who are being managed. As stated by Walters (2004, p.12), “leadership is a chance to help others. Therefore, it is not an invitation to showing self-importance”. To support this further, as highlighted by Springs & Gardner-Webb (2019, p.4) “Leadership is not about being important, it is about serving something that is important”. Nevertheless, while serving the public, it is critical to be able to adopt a variety of leadership styles dependent on the circumstances (Eglene et al. 2007). 
The value of integrating several leadership styles and developing them inside the 43 police forces in England and Wales while fulfilling Sir Robert Peel's Nine Principles of Policing offers up the possibility to generate progress towards the goals of policing with consent to prevent crime and support vulnerable people (Home Office, 2012; Pepper & McGrath, 2020). To add to this further, according to the College of Policing (2015), the dangers of failing to make advancement have become increased over time. This development should be implemented at all ranks, with a focus on leadership. Neglect to do so could lead to an inability to maximise the capabilities of individuals who work in policing, limiting the police service's capacity to address future issues and offer the best available service to the public. 
According to Her Majesty's Inspectorate of Constabulary and Fire & Rescue Services (HMICFRS) (2016), many forces, were functioning well in three primary areas of leadership comprehension, development, and delivery. Within policing, there are several various leadership styles, theories, and techniques, and no single model or style ensures excellent leadership. The finest forces can display a deep understanding of leadership effectiveness in many sectors and utilise this knowledge to develop and build leadership abilities across the force (Hannig, 2019). Nevertheless, upon evaluating all 43 services in England and Wales in 2016, it is evident that when it comes to leadership capabilities, there is still a significant disparity seen between the top and the lowest-performing police forces (Lewis & Richard, 2018).
Therefore, there is a powerful need for change. As argued by the European Territorial Co-operation (2014, p.19), “We need a different type of leadership for the future”. At the present, there seem to be senior leaders in the police force who are under enormous pressure to fulfil their policing roles and responsibilities in an ever-changing criminal environment. It is believed that local police forces in England and Wales require a more diverse age distribution among experienced leaders in order to offer greater flexibility and a much more modernised edge to policing (Andrews & Field 2019). 
However, critics suggest that police financing is already scarce. The expense and danger of implementing the advice are inextricably linked. On the other hand, it is argued that policing would only be able to overcome the difficult challenges in future years if the current generation invests and value the individuals who sow interest in policing and to those in training (Brayne, 2020). According to the Home Office (2021), during 2010 and 2014, the total number of officers in England and Wales declined by 11%. While the number of crimes reported to the police has reduced, the general concept of crime has become increasingly difficult to prevent due to the change in societies and technology. Additionally, it is argued by Hannah (2013), there is an increase in demand for police services in different respects. Therefore, it is critical for all officers to operate collaboratively, utilising a variety of leadership styles, to combat the shortage of personnel, ultimately filling in the cracks (Crews, 2019).
To conquer the challenge of the police personnel shortage, in regards of leadership effectiveness, quality of work life, dedication, trustworthiness, and devotion, transformational leadership has often been proved to be a far more successful approach to improve police efficiency (Dumdum et al. 2002; Bass & Riggio 2006). For its principles approach of influencing, transformational leadership had previously regarded to be more moral than transactional leaders (Bhal and Dadhich 2011; McMurray, 2018). However, it is argued by Caillier (2013) that this viewpoint, has been critiqued as being limiting and extremely simplistic. 
According to Gray, Lilley & Vause (2010) officers are encouraged to share the organisation's aims and strive towards its own objectives when the team leader uses the transformational approach. The transactional approach, on the other hand, encourages good results while punishing the bad performances. Furthermore, it is suggested by Cook et al. (2014) that in the police, rewards are often seen through promotions and compensations such as vouchers. 
Over time, the police have embraced several, if not all, of the leadership styles, frequently unknowingly overlapping them in order to be an effective leader (Andersson & Archer, 2018; Lee & Park, 2021). As described by the College of Policing (2017), the authoritarian method is straightforward, with the leader telling people what they should undertake. This approach is designed to keep everything in control so that choices and actions may be implemented promptly. 
It is argued by Fritsvold (2019), that the authoritarian style of leadership is exserted by the most experienced and senior leaders within the police. As highlighted by Miranda (2019) traditionally, all military and law enforcement services historically embraced a fairly authoritative approach. According to Ali & Williams (2021), as another era of police officers entering the profession, nevertheless, this challenging style of leadership is no longer as successful as it once was, and many modern leaders are looking for new methods to engage, motivate, and involve the everchanging generation of people as crime continues to change with the times. 
It is argued by Denton (2020), that while maintaining a command structure is vital in a professional profession, an autocratic leadership approach is the least desirable style of leadership for police officers. Leaders of law enforcement agencies should consider and respect the commanding officers and the response officers, who report back to them as they're on the forefront and keeping the most in-contact with the public. To support this, it is suggested by Porter & Webb (2015), since patrol officers and deputies have by far the closest communication with the neighbourhood, they should assist in providing important information to the senior leadership; whether that be a chief of police, sheriff, or commissioner so that the leader can create decisions that enhance better community relations. Furthermore, giving commanding officers and response officers the option to contribute opinions which long-term will make them feel valued and included in the system (Wren, 2018).
The authoritative form of leadership is the polar opposite of something like the laissez-faire approach. Leaders that utilise a laissez-faire style of leadership don't undertake final choices personally, instead delegating authority towards the workforce (College of Policing, 2017). Furthermore, Gray, Lilley and Vause (2010) highlight that, irrespective of the circumstances, the leader relies on the team to make all or most of the choices. 
It is argued that, when the team is extremely motivated and experienced, this technique is said to be the most effective (Robert, 2021). According to McCarthy (2017), the hands-off strategy is not optimal for police forces since the executive leader should lead while also considering information supplied by the lower ranks. Orders should be given and then explained by leading by example, rather than a more relaxed approach to a situation. Furthermore, Peterson (2015) argues that policing has begun to introduce more younger officers, who are inexperienced and require guidance, which this leadership style will not provide.
[bookmark: _Hlk92230055]On the other hand, a study by Bradford (2013) found that high ranked leaders, in particular, emphasised the importance of demonstrating transformative and transactional leadership approaches, these styles were thought to increase worker contribution to organizational objectives. Furthermore, Porter & Webb (2015) argue that transactional leadership characteristics have also been regarded to be crucial for employee attitudes and motivation, significantly in relation of supporting suitable standards inside the service through the constant and reasonable implementation of reward and discipline. To support this further, Denton (2020) states that; under difficult times, transformational leadership is one of most effective techniques to use from a policing perspective. 
In May 2017, one of most destructive terrorists strikes in the UK took place (Vinter, 2021). Inside the Manchester Arena's foyer, an Islamist terrorist suicide attacker detonated a homemade explosive (Dunn, 2017; Hunt, 2018). Lord Kerslake published a public inquiry report in 2017 that applauded but also criticised leadership throughout the public sector (Kerslake Report, 2017). 
Leadership during this event was a clear example of poor leadership from a policing perspective, Bowley (2018) argues that the Police Gold Commanders and Force Duty Officers entrusted a variety of challenging tasks to lower-ranking police officers, whom eventually took on responsibilities that extended further than their position. According to Connors et al (2020), their leadership was task-oriented, but fortunately, considering the circumstances, all police departments were extremely motivated and eager to serve the public and help the team. On the other hand, it could be claimed that the leadership approach was people-oriented since the Inspectors encouraged the response officers by allowing them to feel highly important by providing them additional authority, which motivated them to work even harder (O’Brien, Read & Salmon, 2020).
To conclude, as highlighted by the College of Policing (2015), although no specific leadership style or approach could be argued to provide the perfect solution to future challenges, numerous organisations utilize a collaborative leadership approach. It's a leadership style in which the leader takes on the role of a facilitator, subsequently assisting the team towards the final goal. 
In addition, leadership styles are not just utilized by individuals in high-ranking positions, but advancements in recruiting and training have enabled leadership attributes to be applied at all levels of policing (Davis & Bailey, 2017). To support this, as stated by the Chair of the College of Policing, "In order to provide the greatest quality of service to society, everybody engaged in policing needs to deliver the finest leadership and management at all levels" (Home Office, 2018). Also, according to the National Police Chiefs Council (NPCC) (2017), it is crucial to follow the recommendations and training produced by the CEO of the College of Policing. The development has produced proposals for leadership styles that, when implemented collectively, would provide inexperienced officers with the knowledge and confidence to guarantee they could perform as a leader during engagement with the public, particularly during conflict (College of Policing, 2015). 
On the other hand, there are critics arguing that if investments are made developing people's leadership skills and they depart after a short length of employment, the police financing is misused (Porter & Webb, 2015). However, it is suggested that the appropriate response is that if minimal money gets invested on the recruits and they end up serving the community for a long period of time, it will not be profitable to the community.
The essence of important police tasks frequently involves a reactive approach during stressful situations, which, among other things, leads to a mindset for which situations need to be treated reactively instead of constructively at the point of occurrence. As a result, having a good leader is essential, as is the followers trust in said leader. Dollard & Horton (2015) implies that by having the ability to lead throughout tense situations is a crucial quality to have around the public sector because the trait instantly gains trust from others. Nevertheless, when analysing the leadership with the high ranked officers in the police, it is argued that they can benefit from being more aware of, and self-reflect on their leadership styles and methods, as well as the influence it could have on their colleague’s ethical behaviour (Albert et al. 2012; Scott & Williams, 2019). In addition, Brown and Trevio (2006) suggest that authorities should always be taught to understand the relevance of their leadership position and how they may become professional role models for their team, effectively influencing the team positively or negatively.  
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1 – Introduction 
1.1 Importance of Reflection
According to the Open University (2019), self-reflection is significant because it allows people to change their behaviour in order to maximise their chances of enjoying in any given future encounter. Furthermore, as argued by the Institute for Academic Development (2013), rather than solely conducting things exactly the way they've always been performed, reflection helps to improve capabilities and evaluate their value. It's also about positively examining anything people do and why they do it, and afterwards determining if there's a superior or more effective way to do it in the future. 
1.2 Gibb’s Model
The most well-known cycle of evaluation, according to many, is the Gibbs' Reflective Cycle (University of Hull, 2014; University of Cumbria, 2020; University of Edinburgh, 2020). This guides participants via six phases of deep reflection. These steps include description, emotions, evaluation, assessment, conclusions, then the plan of action (Gibbs, 1988). To effectively self-reflect, the researcher will use Gibb's Model to analyse the leadership observed during a Special Constable experience. 
1.3 Third Hand Observations
As a Special Constable, I've seen a variety of leadership styles in action. As a police officer, I have had to utilise some of the main styles myself while interacting with the public in order to carry out my responsibilities. Within my profession, I've observed several leaders, each of them leads differently in different circumstances. I've concluded that a single individual may 
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alter a leader's style depending on the situation severity. This is supported by the Centre for Creative Leadership (2020) as they argue that being capable of adapting to varied conditions as a leader may help leaders build a better relationship with the team, whilst accomplishing work more efficiently. Based on the severity of the call recorded on a STORM log, a Sargent within my code has employed both the people-oriented style and the task-oriented approach. According to the Team Management Systems (2021), combining both styles of leadership build better relationships with the other team members. Being calm and using the people-oriented approach during a less important event helps the leader to adopt the task-oriented approach in dire times when a task needs to be performed effectively and quickly. An effective work environment is created by a fair balance of each of these leadership approaches.
2 – Main Findings
2.1 Gibbs' Reflective Cycle – Description
There had been a time when I was out on patrol with another officer, where I had adapted two different styles of leadership during a stressful and serious event. We had responded to a report to a local club in town where a person was being loud and unpredictable in the presence of other members of the public who were maybe terrified by this individual's antics. When arriving I was separated by a crowd of people from the leading officer which resulted in me taking my own initiative. I assessed the situation using the National Decision Model (NDM), which according to the College of Policing (2013) allows all officers to quickly analyse and reflect on a given situation. I had both types of people approaching me, those 
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who were unaware of the situation and were also susceptible due to the other type of people fighting inside the nightclub. During this event I adopted the autocratic style of leadership to attempt to control the raging crowd and the democratic style of leadership to encourage the other members of the public and the security of the nightclub to explain to me what had happened. According to Bhatti et al. (2012), both of these leadership styles are frequently utilised while faced with two sorts of audiences.
2.2 Gibbs' Reflective Cycle – Feelings
My emotions were running high, which may have resulted in errors, putting the public's health and safety at danger. As a result, I needed to rapidly take command of the scene while the commanding officer dealt with what was going on inside the club. As highlighted by Thompson (2010), a competent leader may shine through difficult and stressful situations. Other people’s feelings and thoughts were important during this event therefore adopting the bureaucratic leadership was important to influence the public that I was following the rules and procedures even though I was inexperienced and starting to panic. According to Gray, Lilley & Vause (2010) the bureaucratic leadership is often applied to ensure safety to those that are involved. 
2.3 Gibbs' Reflective Cycle – Evaluation / Analysis
In my assessment of the event, I believe that both types were required to obtain the desired result. However, I used autocratic leadership more successfully than democratic leadership because I was too concerned with listening to the members of the public rather than acting efficiently to gather important information because some of the people complained 
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repeatedly, making the experience longer than necessary. As shown by the research by Michigan University (2014), the democratic leadership style dramatically increases the time when solving a situation. 
2.4 Gibbs' Reflective Cycle – Conclusion 
After discussing with more experienced officers, they urged that communication with witnesses should remain limited until after the event. They advocate dealing with the offenders and victims before dealing with complaints. However, the outcome was achieved with positive actions from the leading officer. We both went inside and recognised the offenders who were either arrested or asked to attend a voluntary interview. We both successfully took the details of everyone who was involved in case the offence needed more statements from witnesses. 
2.6 Gibbs' Reflective Cycle – Action Plan
To develop on my leadership skills, I will continue to do sixteen plus hours a month as a Special Constable to push me out of mu comfort zone to be able to guide and command large groups when required. Next time an event takes place similar to this I will always think back to this first experience to ensure a more effective response not just for the members of the public involved but also for my team involved. 
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