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There are many leadership styles that are used in people’s day to day lives. Leadership theories and styles are very important as it provides a healthy environment for a group of people or workers to be able to work swiftly and soundly. Leadership theories aim to explain exactly why and how specific individuals in different scenarios become the leaders that they are (Simplilearn, 2022). Most leadership theories focus on the characteristics and any specific behaviours that certain people can adopt into their personalities in order to enhance their leadership (Simplilearn, 2022). Having someone that evaluates themselves in order to be a good leader is something many places of work should take into consideration due to the fact that it would boost morale in many other workers.
Leadership theories discuss how specific characteristic in leaders would be effective and where and when these behaviours and characteristics could be used (Mondayblog, 2021). On the other hand, people also use the leadership theories to study and inform how to increase their leadership capability but also realise what kind of leadership style they use (Mondayblog, 2021).
One thing must be remembered that leadership is different to management even though at some points there is an overlap. The function of management is to be able to control a wide variety of people in order to accomplish a set goal, whilst a leader is someone who motivates, influences and enables others to be able to succeed towards an organisational goal (Nayar, 2013).
The police force is required to use many leadership theories and styles whilst performing different tasks on hand. During a crisis and in police practice leadership styles like the Autocratic style, Laissez-Faire and the transformational style are required in different severities (Denton, 2020). 
The autocratic style of leadership is the most commonly used whilst in difficult situations due to the fact that this is the style that requires for one singular leader to take charge making every decision whilst receiving no input from others. Leaders in these situations make all decisions and they are made according to the leaders' beliefs and own thoughts, with limited or no advice from anyone reporting to them (Denton,2020). 
In policing it matters that effective leadership is used, for those that lead they need to practice the positive leadership attributes that them themselves as leaders look at others and admire, and refrain from doing the negatives that they see others performing (Lewis, 2022). Leadership from people can either make and/or break morale that is crucially needed in the police force, if officers can't trust their leaders to act appropriately in normal leadership situations how can they trust their leaders to know what to do when a difficult time comes up. If there is no effective leadership then how can employees, be expected to feel connected with their leader and team, when this happens officers will feel less inspired and that shall likely result in their performance lacking (Lewis, 2022). Officers, specifically new officers or student officers will rely on their supervisors to be able to lead them and teach them, this is why it’s crucial for the leadership to be effective so moral is not brought down.   


A leadership that is used often are the Theory X and Y leadership style. Theory X and Y were introduced by Douglas McGregor in 1960 in his published book ‘The Human Side of Enterprise’, where McGregor (1960) proposed that the manager's individual assumptions about their employees and their human nature and behaviour determined how they would manage their own employees.
Theory x explores widely how it I labelled that employees are lazy and are not interested in doing any good work, in addition the employees have no care about any of the organisational goals that their workplace sets. The theory is based on the negative parts of working, where management assume that their workers have little ambition and won't work, managers using this style of leadership are sure that their employees are less intelligent and work only so that they can get money (McGregor & Cutcher-Gershenfeld, 2006, pp. 44-43).
Managers who believe that their employees work under theory x are more than likely to introduce rewards and/or punishments in order to keep their workforce motivated (Fisher,2009). Due to this, management will also monitor employees more closely to be able to ensure that work is getting done, as McGregor (1960) states employees under theory X need close supervision and control.
Theory Y is in fact the opposite of theory X as it observes the positive assumptions in the workplace, theory y management focuses on not assuming that employees are lazy but that they are in fact very much capable of self-direction and can discipline themselves with self-control, as well as employees who work under theory y will also provide suggestions to their managers that can prove to be important and beneficial in order to improve their organisations effectiveness (EMP, 2019). 
Theory y makes more valuable employees that managers can count upon, as theory y employees are more likely to take full responsibility for their work but are also not required to be supervised in order for the workload to be completed and to a good standard (Morse & Lorsch, 2014). In addition to these assumptions, before an employee can become the best version of themselves that a manager requires, they must obtain the managers approval so that work can be up to company standard, and that the employee is efficient and productive (Kurt, 2021).
In a policing sense, if officers are working under theory X they need to be coerced and threatened into behaving appropriately as this will get them to perform accordingly, if officers are under close and tight supervision then mistakes should not occur, and officers will start caring more about the work they are performing (Kopelman et al, 2008). On the other hand, if officers are under theory y then they are expected to be able to work by themselves and trust that what they are doing in up to standard. Officers working under theory y management would be supported by the supervisors and encouraged to provide insights and discussion with others to work more effectively and efficiently and build a positive and better relationship with their bosses (Barnett, 2013).
However, both theories have limitations and strengths, whilst theory x is extremely harsh towards the employees it looks at management as being reasonable for creating rewards and punishments for their employees, which many would see as improper due to the fact that there shouldn’t be a hierarchy at work of those are lazy and those who get to tell other workers what to do.

The advantages of these two theories are; based on theory x some employees thrive under a more authoritative management, plus there is also little to no room for any ambiguity meaning that the roles and responsibilities laid out are very clear for the employees (Yong, 2012). As seen, there is a very limited number of positive aspects to theory X which proves that it is not the best management style. Theory y on the other hand is much more appealing to many people in the workplace, freedom and responsibility is provided which indicates to employees that they are trusted and lastly theory y encourages a good amount of teamwork, innovative problem solving and room for personal and team development (Channell, 2021). Potentially having a mixture of both these theories in a workplace will provide a good balance of people that thrive differently in different scenarios.
The disadvantages of the two theories are as follows; theory x is frowned upon due to many employees not being able to work well under extremely strict enforcement and environments, as well as having such a harsh management can be damaging to any learning or development that employees are looking for (Yong, 2012). Whilst with theory y, not every employee will thrive in an undefined environment as well as it makes it very easy for anyone to ‘abuse; the trust and freedom provided by the management (Channell, 2021).




It is important to keep in mind that a drawback to both theories is that fits all employees do not neatly fit into either category, the workplace is not standardised and needs to be an adaptive area for all.
Besides these main points, McGregors theory is also viewed as being outdated and only representing two major extremes with no overlapping, before the death of McGregor he started working towards Theory Z that would investigate the criticisms of both X and Y however his work was never completed or picked up after his death, with his ideas fading from the mainstream management theory (The Team Building Company, 2022).



Laissez Faire is defined by the Oxford Dictionary (2023) as both “following a policy of allowing private businesses to develop without government control” and “as not trying to control somebody and allowing them to do what they want” (Oxford Dictionary,2023). Which indicates a very carefree sense of leadership style towards workers.
Laissez Faire is a familiar type of leadership style in many companies and partnerships, this is a leadership style in which leaders are completely hands-off from their workers and will allow the group members to make their own decisions (Anbazhagan & Kotur, 2014).  Having such a leadership work within a workplace allows many workers to take responsibility for their own quality of work but these subordinates need to be able to fulfil self-motivation. Leaders who embody laissez-faire become dependent on their staff to be able to make some or all the decisions no matter the circumstances (Denton, 2020).
As stated, Laissez-faire is a prominent leadership style within many workplaces, this has been able to provide feedback from both the positive and negative perspective. Some advantages of laissez-faire are as followed; using this kind of leadership style highly encourages personal growth for employees (Cherry, 2022). Because of this, employees have the chance to become their very own bosses which many people are able to thrive and expand from. Additionally laissez-faire is also a leadership theory that continues to encourage innovation and thinking from the team in a workplace, having innovation in a working environment encourages individuals to come together with different varieties of skills and information that can improve the work that is being done to an even better standard (Fay, et al., 2015).

Lastly using this style or leadership allows for much faster decision making, which is a proved positive within the workplace, because of the fact that there is limited to no micromanagement towards the employees means that they can just work by themselves, which results in quick decision being made instead of waiting for days and/or weeks for approval from higherups (Yang, 2015).
However, in order for a positive workplace to be created and maintained, that can function whilst working with laissez-faire, specific prerequisites need to be met before greenlighting a team forward with the leadership style or else the team will proceed to fail under the management and will continue in a toxic and carefree environment that provide limited to no proper work.
On the other hand, laissez-faire has negative parts to its leadership style. Researchers have discovered that leadership that follows laissez-faire is generally the style that has the lowest productivity among its members of staff in a working environment (Anbazhagan & Kotur, 2014).
In specific scenarios within the workplace laissez-faire proves that it unfortunately leads to a confusion within teams and a lack of role clarity, as workers have a limited amount or no supervision from their leaders it could lead to uncertainty within the workplace proceeding into workers not knowing what to do with their accumulated time (Vullinghs et al., 2018). If workers aren't supervised and/or directed by competent leaders, it can lead to uncertainty for workers where they feel as if they can't continue with their work.


Lastly laissez-faire leadership can lead to lack of involvement within the working group, leaders who utilise laissez-faire are labelled as reserved and uninvolved with their teams. This can lead to the rest of the workforce following in the footsteps of the unconcerned leader where the workers will refrain from showing any concern for the projects that they are responsible for (Chen et al. 2021). This then leads onto a rise in numbers of low accountability, a select few leaders that instigate laissez-faire as their style of leadership, use it as a way to avoid responsibility for the work groups deterioration. So, when the team fails to accomplish any of their goals, the leader is then able to blame the workers for not fulfilling the duty as they were the o es working for themselves (Skogstad et al., 2007).
Some officers may genuinely thrive in an environment where they get to make the decisions and aren't micromanaged for everything they do. However, if a mistake is made then there are serious consequences due to the police working under the law. So maybe having too much laissez faire in the police isn't the best idea as this could make the public look down upon ‘free to think’ officers and some may use it for their own advantage and gain. Denton (2020) states in his article that it is not ideal to proceed with a hands-off leadership style within law enforcement, as in the police force the person in higher ranks should lead the team. What should also be considered is that important information is handed out to police staff and police officers which needs to be filtered through someone competent and on hand.
As stated in this essay leadership theories have many assets and liabilities meaning that some may work perfectly in specific workplaces and can cause a workplace and its team to thrive perfectly, however on the other hand some leadership may have the opposite effect on its teams where some employees may feel lost and uncertain about working for specific leaders or even the company.
Recent research done by Schvns and Schilling (20111) has been able to inform many that leadership theories effect both the leaders and workers in different ways, as leadership theories effect the image that is presented by management to its workers. Results have implied that indirect leadership theories are composed of both effective and ineffective attributes in the workplace (Schvns and Schilling, 2011). If a workplace is unable to trust their leader or management to use the appropriate style of leadership, how can they be expected to present their best work to the best standard when instead of being supervised and helped correctly, they are being tested to fit into the leadership theory that the leader is requiring as of that day, week or month.
This can easily relate to police work, if a police student is coming into a brand-new environment that they know nothing about except what they learnt from books and in police school, how can they be expected to adapt to a harsh environment quicky by a leader that uses an inappropriate leadership style that doesn’t suit newcomers. This is exactly why the work environment should first be analysed and tested thoroughly in order to come to the conclusion of what leadership style would be the best possible choice in the specific environment at the time.



To conclude, Leadership theories are very important in being able to establish how a leader works or should work in any given scenario. Being able to have so many of these theories proven indicates how they are used in real life, between so many different leaders in our society now it is crucial that these theories are used in a positive and most appropriate light possible. Most leadership theories are now unfortunately out of date and have not been updated to suit the new workplace environments that have drastically changed since some of these leadership theories have been released. Many theories as well seem to be perfect for workplaces on paper and in theory however when put into practice they fail the leader and the team completely, this is why teams need to be analysed in order to find the perfect leadership style for specific workplaces. 
Especially in the context of policing, a police officer’s day is never the same to any prior ones meaning that leaders within the police need to be prepared to be able lead in any given scenario and need to be ready to assemble their team in the correct manner, if this doesn’t happen it can cause more harm to both the teams and the general public which means police leaders need to be trained in the correct manners of the leadership theories that work within policing.
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