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The following essay will examine characteristics of leadership in relation to the 1989 Hillsborough disaster. This piece of work will critically examine the organisational leadership of the police in relation to the Hillsborough disaster and show the understanding of several leadership ideologies and how they were used successfully or unsuccessfully in situations where they would have been beneficial. The study explores leadership groups such as transformational, transactional, servant and handling conflict. Transformation Leadership is explained and explored within this essay, transformation leadership is more of a positive and productive approach within the police sector of leadership (Metcalfe and Metcalfe, 2001). This essay will show that the police did not present any transformational leadership qualities.
One of the leaderships is called transformational leadership, people that engage in transformational leadership tend to be proactive, and the leadership approach aims to alter and transform others. Transformational leadership, which encourages followers to uphold the moral standards of the organisation by modelling the moral behaviour of their managers, guides people to make the correct decisions. Without the promotion of these ideas, followers would emulate their leader's immoral actions and make poor decisions (Mastrofski, 2004). In its finest form, transformational leadership allows followers to act morally and in a way that reflects the organisation, which is favourable to discretionary policing (Bass, 1990). Focusing on long-term objectives rather than momentary pleasure is what the transformational leader expects from their followers for them to defend the institution's interests. Bass (1990) emphasised that a transformational leader must influence their team members to uphold the core objectives, which will lead to decisions that are consistent with the leader's values and the group's values. An individual who experiences operational decisions will be able to make the same choices as his or her leader because of such effective leadership.
In another research carried out by Bernard Bass (1985), one must first think about the impact a leader has on his followers in order to gauge how transformational he is. A transformational leader's traits increase followers' willingness to work harder than previously anticipated. They support the leader with zeal, awe, devotion, and faith. These results happen because the transformational leader gives their followers more than simply the chance to work for their own benefit; they do this by giving them a feeling of identity and an interesting objective.
There was not a single person present at the sad incident who was qualified for the role required of transformational leadership. Although transformational leadership is meant to inspire followers and go above and beyond expectations, in this instance, the leader was not in a position where the followers would be willing to follow. According to Bryman (1992), a person with transformational leadership traits will possess a charismatic and powerful leadership quality. Under the overwhelming circumstances, the police did not possess any characteristics that alter or modify others. Throughout the crisis, the police lacked organisation, responsibility, support, and trust.
A theory that possibly could have helped the event of the Hillsborough Disaster being either uncontrol or minimised is the standard Classical Management Theory. The organisation could have been managed and instructed in the correct way, and if the team was productive and effective, meaning that the outcome could of being pointed into a more positive direction (Nicotera, 2019). In reality of the situation, the team was not properly led, given clear instructions, or prepared. Nobody collaborated effectively as a team, and there was no effective leader who took responsibility for their activities. According to traditional management beliefs, if one team member fails, the entire team fails. As a result of the team's inadequate leadership abilities from the team leader himself, they should of all worked together to succeed in what they are doing because there were no directions to what was happening throughout the football game and no desiccated position. 
Contrary to what the government reported, it was police officers that unlocked the gate. Because of this incident, many people in the public no longer have confidence or trust in the police. Lack of accountability on the part of the police has completely demonstrated weak leadership, and the public no longer has faith in them because of their denial of their wrongdoing. They were not coordinated with one another, which led to a needless catastrophe (Jones, 2017). This incident with the police and government being difficult with what happened during the disaster, has shown poor leadership qualities such as having the trust with the public and their perception, lack of confidence, coordination, and no accountability from the police.
Based on the research made around the Hillsborough Disaster and leadership and with consideration of reflected leadership from the events that unfolded, from a personal perspective Transformational Leadership would have been a great leadership style to use within this disaster, but unfortunately there was no indication that this leadership style was interpretated. If Transformational Leadership was applied, the leadership within the police that was at the event would have been more structured, organised, effective, understanding what was happening around them, and lastly trust and confidence. The team working the football event did not have confidence in their leader, if they did, they would’ve taken more accountability for their actions and had more coordination with one another. In transformative leadership, both leaders and followers enable one other to grow to a greater degree of motivation and morale was said by Burns (1978), and none of that was present at the Hillsborough Disaster.
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