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The following essay will provide a balanced evaluation on leadership theories and their application in police practice. The evaluation will compare and contrast the findings between the leadership theories, action centred leadership and situational leadership. The essay will additionally explore areas in modern police practice and investigate new applications and explore emotional intelligence.

Within most large organisations or groups there are leaders and within these groups there are expectations from the leaders to demonstrate effective practice and  motivate. However, the Police as an organisation the expectations are that all individuals are to behave as effective leaders for themselves, their colleagues and the public. This approach that highlights all individuals within the force as leaders does align with a hierarchy system set out in stages from stage one as everyone is a leader to stage five being chief officers. Despite there being five different stages of leaders in the police the values remain the same on leadership on all levels such as 
· Inspiring common purpose
· Developing and valuing people
· Building an inclusive workplace
· Leading across boundaries
· Performance and improvement 
· Understanding self and others
These shared values are relatively new in the approach of police leadership and aims to inspire and support officers in making the right decisions and practice with the use of the Code of Ethics and a unified approach to policing for the future. (College of Policing, 2022)
   

Although the implementation of everyone is an effective leader across all police staff there are other leadership strategies that demonstrate their value when leaders use them in policing situations to guide a team.  Action centred leadership is a leadership technique that focuses on the team rather than the individual to reach the desired goal. John Adair creates a three circle model of action centred leadership which three components consist of achieving the task, building the team and developing individuals. The relevance of this model and approach is that John Adair supports the argument that leaders can be trainable and leadership as a skill can be obtained. This would be appropriate with the college of policing new approach to leadership being an expectation from all. (Adair, 1989)
John Adair focussed on many areas of leadership but often spoke about the importance of the individuals in a team “effective leaders treat individuals differently but equally” (Adair. J,1993)

An example of where action centred leadership might be an effective leadership model by police could be when dealing with drug misuse situations. When applying the three circle model to policing situations leaders should consider three areas and be equally involved in them. 
An example where action centred leadership could have been applied can be seen in this case where Chesire police and Merseyside police assisted each other in arresting three county line drug dealers. (Chesire Police, 2022)

Achieving the task – So using the same example of drug misuse the task would be to tackle areas where drug taking or selling is being committed. The task could be broader and aim to address the route source of the drug. Chesire Police worked with other police agencies like Merseyside police and groups to deal with county line drug dealers.




Whilst investigating a property the police discovered drug-related substances and items that would be linked to this type of criminal activity and arrested the individuals however had to further gather information that would lead to prosecution whilst the defendants were in custody. So the Police would set out the task to prove and prosecute these suspected drug dealers to benefit the community. 
Building the team – This component is orientated about the leader taking time to understand the team dynamic and motivate them to achieve certain aims that will benefit the team. John Adair claims that good leadership falls to 50% the leader and 50% motivation. (Adair, 1989) With the police example the team was built together with a partnership from Merseyside police and their force to help investigate the defendants. The team had officers searching the property whilst other officers were interviewing the defendants in custody.  
Developing the individuals – The final part of the three circle model is focused on developing  individuals and helping them improve themselves and boost what they have to offer in a team dynamic. In the case used with the county-line drug dealers the police gave a special thanks to the public who had reported their suspicions on the convicts and were encourage to continue doing so. This further develops the relationship between the public and the police and shows the direct impact the public can have on their community which will further develop them to report in the future.  
(Chesire Police, 2022)











John Adair’s leadership theory can also be recognised in the case of the county-line drug case via the motivation principles included in the theory. Both Chesire Police and Merseyside Police were motivated to get a criminal conviction on these criminals. This could be effective leaders within the force using John Adair's motivation principles 
· Be motivated yourself 
· Select people who are highly motivated
· Teach members of your team as individuals 
· Set challenging but realistic goals
· Bare in mind that progress motivates
· Create a motivating work environment
· Provide fair rewards
· Give recognition
(Ackah. D, 2019)












Another effective leadership theory that has various different styles and applications is the situational leadership theory. As its name suggests, the leadership style is extremely versatile and adaptive to the situation faced and encourages leaders to deal with a variety of ever changing situations if necessary. This leadership style has a similar approach to action centred leadership in some areas like focusing on the individual however, remains a very different style altogether. The similarity can be seen with the value of each member the situational leader recognises this and develops a different approach to leading their team per individual. (Miller.H, 2022) 
A situational leader should have five strong qualities to be adverse to all situations 
1. Analysing – The leader would need to be attentive to the teams individual needs and recognise areas that may need more support.
2. Adapting – The leader would need to be able to adapt to the changes the team needs and the situations needs may change therefore, there may be an impact on the goals and priorities.
3. Influencing - The leader has to motivate and influence the team rather than using authority to achieve the goal.
4. Serving – The leader should be considerate and flexible with the individual needs on the team.
5. Developing – The leader uplifts the team and pushes opportunities onto them to improve themselves.
(Shonk, K. 2022)





Police practice of situational leadership varies as it warrants different behavioural methods to adapt to situations these can include stern directive behaviour or supportive behaviour. A     policing scenario that would have caused a police officer to react and adapt quickly can be seen in the events of the Manchester arena bombing that was a sudden attack on a normal night that forced the police to react.  (Office.H,2022)
At the time of the attack the leading British Transport Police officer had to react fast and communicate instructions carefully this would have been a good opportunity for situational leadership changing from a usual steady shift so perhaps a supportive leader to a directive one when the attack occurred. In this opportunity instructions could be given with close supervision this could have benefitted the situation however, this form of leadership was not used and the police had been heavily criticised for how they dealt with it. (BBC,2021)


The inquiry into the event uncovered failings to the leadership of senior individuals and some of there failings were highlighted to be the following
· Co-ordinated response failure – Had there been situational leadership the senior officers could have adapted their behavioural approach to directive leadership and gave specific instructions and roles this response failure could have been avoided. 
· Failure to communicate with fire and ambulance services – Had action centred leadership been implemented the three circle model would have highlighted the importance of building the team and being equally involved in all elements of the team. 


Comparing the successful application of these two leadership theories indicates that the individual leading may have a significant role in the use of their leadership. Are these leaders born or made? 
A study was conducted on 247 twins that investigated personality traits between leaders and non-leaders and created a conclusion that personality traits may be inheirtable and that this could lean into the idea that leaders are born. However, the study also recognised that the link between born personality traits and leadership traits needed further study and the results were produced a suggested findings. (Johnson .A.M, 2022)
On the other hand, another study was conducted that investigated leadership styles and identified any potential inherent internal characteristics within managers and reviewed their personality traits and feedback given from their leadership. The results found that some personality traits could be seen within leaders that could be considered inborn traits however, the study also confirmed that not all leaders are inborn with leadership traits and that leaders can be developed on the basis of understanding situations. (Sethuraman, K, 2014)
These findings reaffirm John Adair’s beliefs that action centred leadership can be learned and applied by anyone this would indicate that it would be a successful leadership approach within policing practice. (Crawford. M, 2002) The studies also indicate that situational leadership can be learned and developed through practice and understanding of expectations within situations which would also be beneficial in police practice. 







Although, there could be considered draw backs to these leadership styles in modern police practice for example the idea that someone must develop a wide knowledge on pending situations to be an effective situational leader is impractical as policing as a whole has changed and remains unpredictable at all times as seen with the Manchester arena bombing. Additionally, the three circle model has received critics on its too rigid and military style approach which could be considered out dated for policing. (Ackah. D, 2019) 
These considerations may indicate why the college of policing has altered its view on leadership which can be demonstrated in the previously mentioned all policing staff are leaders. If this is the case for policing then it can be suggested that they further believe that leadership can be learned. 
Policing practice implements a National Decision Model or NDM which can be used by all policing staff similar to all staff are leaders and assists in making decisions that keep the values and integrity of the police but also protects the public. The NDM has a comparable characteristic to situational leadership with its decision-making process having the ability to asses a potential ever changing situation which means its adaptable like situational leadership. (National Decision Model, 2022) This could suggest that within police practice situational leadership is taught and developed closing the argument that leaders are born but in fact made within the police force. 
Understanding leadership theories and applying them alone does not make an effective leader. Policing requires a huge amount of emotional intelligence from its staff and officers to be able to effective respond and help the public as much as possible during difficult times. Emotional intelligence is the ability to recognise and control ones own emotions and behaviours but also the ability to recognise them in others. (Murphy. K, 2009)




When leading and delivering police practice an element of emotional intelligence is required to uphold the polices code of ethics and principles such as accountability, honesty and fairness. (Office.H, 2014) To further develop emotional intelligence in police practice officers can familiarize themselves with Daniel Goleman's emotional intelligence model that identifies four key areas 
1. Self-awareness – In Police practice this might include understanding that your posture could be intimidating.
2. Self-management – As a Police officer you could be expected to work alone when dealing with a situation.
3. Social awareness - In policing practice an officer may be in a social setting that does not respect or receive officers presence kindly
4. Relationship management – An officer may need to alter the tone of their voice when communicating with vulnerable people or children to build a relationship with them and to communicate clearly.
(Adapted from Golman . D,1996)












An example of when policing practice required a strong level of emotional intelligence could be seen within the case of Sarah Everard who was abducted, raped and murdered by a serving MET police officer. (Office.H, 2021) This event caused a lot of emotional turmoil for police officers and the public triggering protests and anger from the public. During this time lockdown restrictions were still in place and law had required officers to continue to enforce this. A vigil took place for the death of Sarah Everard that saw emotions run high for the attendees that increased with the presence of officiers at the vigil enforcing lockdown rules. The event escalated and the peaceful vigil turned into a protest that in some cases got violent and resulted in arrests for breaching covid laws. The Police however, were criticised for their conduct and informed that the people attending the protest had a legal right to protest. (BBC,2021). Had there been a strong level of emotional intelligence from a leader at the vigil or from individual officers they could have recognised that the attendees at the vigil were deeply saddened and already angry with the police as an organisation this could have required diligence from the polices part as an opportunity to mend the relationship. 

College of Policing recognise and understand the importance of emotional intelligence in the role as a serving officer in emotionally and challenging situations and aims to teach its staff about emotional intelligence. The fundamental aims are to assist staff to build up their own resilience to their role and the emotional strains they may face. It also aims to make officers to greater understand their own motivations and emotions but also those within others. The goal that with this understanding officers will be more culturally resilience to their role and the emotional strains they may face. It also aims to make officers to greater understand their own motivations and emotions but also those within others. The goal that with this understanding officers will be more culturally sensitive and understand different peoples perspectives. Finally, with the aim that all officers will be able to anticipate and understand how others and themselves may feel in situations. (we are emotionally aware, 2017)



To conclude, based on the research professional policing practice is modernising its approach to leadership and policing and incorporating elements of leadership theories to develop a more robust unified way of leading and meeting the Polices expectations. The innovative leadership technique is evident in the college of policing expectations that all police officers and staff should be competent in leadership. This directly breaks away from the idea that leaders are born. 
Components, from leadership styles can be recognised within this new approach such as John Adairs three-circle model like developing the individuals which is what the police are demonstrating by supporting all staff as leaders within themselves. It also reaffirms John Adairs theory that leadership is taught. In addition, the police can be noted to take inspirations from situational leadership by creating a decision making model that can be applied to any given situation and can adapt to changes where necessary. 
Situational leadership and action-centred leadership can be compared together with its similar characteristics with action centred having a military style approach and situational adapting areas of that approach with its directive behaviour when needed. Both however, are trainable skills and work in co-operation with new theories developed in police practice like the code of ethics and decision-making model. Officers are capable of leading and adapting to scenarios when needed and do not require 50% motivation from themselves and 50% from a leader like John Adair believes but in fact 100% from themselves as they have been trained to be proactive leaders individually that co-operate with each other to honour their expectations. 
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