



[bookmark: _Hlk85650345][bookmark: _Hlk86173606]Leadership theories used by the police and ambulance in the London attack on July 7th 2005. Four explosions took place in London, three in the London Underground and one on a London bus. 52 people were killed and more than several hundred injured during the attack (Intelligence and Security Committee, 2006). The response from the police was swift and effective, which allowed them to carry out the tasks necessary to deal with the response to the attack (Cabinet Office, 2013). However, the ambulance service was delayed and struggled, leaving many unsatisfied by the reaction of senior personnel during the attack, leaving controllers unable to find free ambulances to transfer the injured public to hospitals. On the other hand, many did argue that it was the best decision to keep crew back, just in case of another attack which did happen later on that day (Casciani, 2011).
Both the police and the ambulance service used a transactional form of leadership during the 7/7 attack in London. Transactional leadership is about power structure, the leader’s aim is to keep their team organized and to follow out orders from above (Lea, 2020). However, transactional leadership does not allow for innovation, so when problems do arise, those at the bottom still have to follow the chain of command and are discouraged from thinking on their own feet to deal with these challenges (Gaillie, 2018). Especially when communication problems were raised, while the plans in place did work, the leadership model limited the services (Royal United Services Institute, 2007).
Alternatively, by having a great deal of control, hospitals had measures in place to make sure they were able to form the capacity that was needed for a big incident like the 7/7 attack. Meaning staff were well prepared for injured victims, but again senior staff had mentioned communication had a tendency to go wrong in a major incident, with one hospital losing all contact from outside staff, but from the plans in place they did not lose focus (Royal United Services Institute, 2007). However, even though transactional leadership model does not look for change but to keep everything the same, they aim to change procedures on faults rather than successes, this type of leadership does work better in major incidents, as everyone is organised and prepared even if things go wrong (Odumeru & Ifeanyi, 2013). 
People see leadership as a powerful individual that leads a group by following the rules, gaining short-term goals and opposed to change. This can be seen as limited, outdated and a poor outline of leadership development. The NHS is aiming for a more modern model of leadership, by sharing the goals with the whole team and listening to their individual opinions. Especially in healthcare where individuals can share their expertise in that area of discussion (NHS Leadership Academy, 2011).
In the NHS, they use a healthcare leadership model to help create greater leaders, to make sure they are organised and understand the behaviours that develop the environment colleagues work in, in order to develop better team work. This is important in the ambulance service as the team works directly with service users and patients. Leaders need to be able to show their team that their ideas and contributions are valued and important for improvement within the service, this leads to staff engagement and desirable behaviour (NHS Leadership Academy, 2013). 
 A transformational leadership model allows for people to be treated as individuals, to follow their experience and own skills, leaders listen to their colleagues as they believe in improvement and growth within the organisation (Thompson, 2019).  However, when there is a crisis, people look up to the leader and it is the leaders’ actions that are judged. Leaders need to be able to make decisions quickly and communicate to the team in a timely manner. Yes, transformational leaders can motivate and carry out commands effectively but not much research has been done to see if this type of leadership model would be successful during a crisis (Zhang, Z. et al, 2012), a lot of change can cause a negative impact and confusion in the organization, which effectively could cause more negatives than positives (Thompson, 2019).
Collaboration leadership theory would be a good method for both the police and ambulance to use, all services have to work side by side during a major incident (Campbell, 2011). Using this leadership model could allow for goals to be attained and better communication between all services during the event (Storm and Eyerman, 2008).  Gaille (2018) argued that training does not mean mistakes will not be made, nobody can prepare staff for situations in a major incident. However, by using the collaboration leadership theory, it allows staff to be innovative and creative, resulting in more lives possibly being saved (Daley, 2009). 

The NHS’ Leadership Framework (LF) wanted change in the NHS to be made from successes and what had gone well, rather than looking at the failures. Leaders should be learning what encourages, inspires and improves motivation in their staff. The NHS is based upon a control culture, and ideally the LF wants to set up a leadership model that would address both transactional and transformational leadership styles (Storey and Holti, 2013). The ambulance service needs a strong relationship with other emergency service agencies, all these services are now assisted by the Joint Emergency Services Interoperability Programme (JESIP) and Airwave to further develop interoperability between the agencies when dealing with disasters like the 7/7 attack by doing joint training sessions, such as, a unified response exercise (Harris, 2016).
To conclude, many argue whether leadership theories are effective or ineffective and leads to still be an area of discussion. Both transformational and collaboration leadership theories are being looked into whether these would be suited to a major incident (Zhang et al, 2012). As stated by Thompson (2019) too much change could cause confusion, with more negative than positives. However, transactional leadership is seen as a very outdated and limited model of leadership, with both the police and ambulance service looking to introduce a mixture of all leadership models mention above. On the other hand, even when challenges did arise in the 7/7 attack in London from detailed planning did keep services focused and able to deal with the situation in a timely manner. But by services using all the theories could allow for more improvement during a major incident and look at what went right rather then what went wrong. 
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