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Firstly, to introduce this assignment is about leadership within the police. Both theories and different leadership styles are critically analysed and discusses how well different styles work for the police and what works better. When in a job there will always be a leader. A great leader is essential and can really bring a team together and help them push out their best potential. Having skills such as integrity, empathy, ambition are important factors or being a good leader, as well as having a excellent work ethic and being self-aware (Cohn and Moran, 2011). Leadership qualities always will have room for improvement; however it can be easy to learn quickly while being the most effective to help engage with the police. Making decisions is important for a leader, for this reason it is because in a working environment decisions are constantly to be made and other members or the team may ask for leader advice (Walsh and Vito, 2018b). 

Communicating well within a team is essential, especially within the police force while making decisions about what the best course of action could be, after listening to people’s views. A leader should always set a good example for their team and motivate the working ethic of other members of the team, to enable a call for success (Burke, 2016, p.298). High classed leaders are easy to spot, the reason for this in particular is because a leader will always be proposed into their work. When failure arrises in a group the leader will automatically see an opportunity to help the team and sort out any problems that may be affecting the team. Leaders do not only listen to the team but they also interact often to interoperate what other people’s opinions are and take them into account (Flynn, 2022, p.61). Every person who works as part of the police force will have their own leadership role. Even when an officer is at the police station or school for example, delivering a presentation or discussing work that is ongoing they will still be a leader. Helping a new member of the police force or attending a serious incident are both important steps which require great leadership skills. While in the police, officers must help manage other members of the team, could even be members of a different working department. Improvisation in a career is salient, not only that but also developing knowledge in roles situating. Moving up the career path within the police is important to become greater at current jobs but also starting somewhere new at a higher rank. Every single person is very different, nobody is exactly the same, however development is more important to others and leadership is important to focus on gaining new opportunities and discussing challenges. Development within leadership is important to everyone in the police and that is why officers at a higher rank always encourage people to step up and take a challenge and improve on themselves. All roles and ranks in the police are equally available to every person (College of Policing, 2021).

Other members of the team’s success is more important that some may think, the reason being is because if not everyone in the team is thriving to be successful, it can bring the team down, including the leader themselves. Multi-tasking as a leader is the new normal, this is just second nature to individual leaders (Johari Sinal, 2017, p.4). Policing and other agencies elucidate strategic thinking, for example when a police officer is upon an arrest against a victim but are having difficulties. Within the police force integrity is the upmost important factor, not only for leaders but for everybody within the force (Dentico, 2019). Being ethical is a big part of a police officer’s role, leading ethical leadership to manage many members of staff within a workplace and give everybody equal amounts of respect, while interoperating different views, outcomes, what people believe in and what the common interests are. Honesty in a group is fundamental and everybody should be fair to one another and be thoughtful, this will help the group believe in each other and help them become stronger and more successful (College of Policing, 2014).

The Douglas McGregor theory is explained between x and y (Mind Tools Content Team, 2022). Theory x is mainly based on lower-level staff who may require more help from staff. With theory x, managers would almost differentiate on relationships, depending on the staff, compared to with theory y, staff are less likely to need help and are singlehandedly assumed to complete work by themselves with no further help and are held responsible (Channell, 2021). Theory y, jumps to the conclusion that members of staff within a team find working enjoyable and satisfying and enjoy the satisfaction they get from themselves from individually working. To the majority of staff, theory y is much more appealing, however not every employee can put themselves in the right path without help and support (Goldberg, 2006, p.154). In addition, another theory called the trait theory is one which is used often in the police force (Gerber, 2001, p.12). In the criminal aspect of policing, the trait theory can be used to help determine whether a criminal has particular theories which could link to behaviour traits of the victim. The trait theory has also been used to decide whether criminal behaviour can be linked to genetic or environmental behaviours, as well as socially (Siegel and Welsh, 2014).




First and foremost, the theory of transactional leadership has been discovered for the reason that a leader, for example a manager does something they wished for but expect something given in return (Kreutzer, 2022, p.404). Police have an aim of a people-centred approach with transformational leadership, to lift each other up and be positive and empower everybody (Filstad, 2022). Structure is key in transactional leadership, no one can work without style and a good work ethic (Ralph William Adler, n.d.). No workers can be self-motivated, and employees will always be monitored to ensure that staff are hitting their deadlines correctly, on time and in an efficient manner (Fenna Klebert, 2022, p.38). The majority of employees in transactional leadership work hard for the benefits of getting rewarded for well-presented work (Aning, 2022). An example of rewards would be financial reimbursements, it continuously works because staff are more likely to stay motivated because they are working towards a goal (Prendergast, 2018, p.15). When staff are not doing well at a workplace, leaders often set rewards that will be given after work is completed to a high standard (Sharifi and Zain, 2017, p.76). Notwithstanding that if a person is very unsuccessful and fail, they are instead punished until such time as when they improve (Ledlow et al., 2018, p.398). Numerous world-famous people are involved in transactional leadership, such as Howard Schultz, Vince Lombardi, Bill Gates and Norman Schwarzkoft, all of which believe this is the best theory (Communication Theory, 2019). There are many superiorities of transactional leadership because it involves fairness at a workplace, considering otherwise in a team there are sometimes issues with the leader having favourites and treating individuals differently (Burke and Richardsen, 2019, p.208). The transactional system is very easily understandable, it cannot be interoperated in the wrong way (Braveman, 2016, p.14). As a team people will aim higher to gain rewards, so even when people get bad reports they will aim to improve. The police can see the impact on their team by reviewing the transactional leadership theory (Greene, 2007, p.1226). The efficiency in transactional leadership depends on clear expectations on what staff are expected to do and how they will be expected to undertake it. Instructions must be clear because other staff members may not totally understand what is being asked from them and what rewards they are gaining or what the punishment is going to be if their work is not completed to a high enough standard. Leadership focused on results rather than relationships is a strong characteristic of transactional leadership. If you do not achieve results, there will be no bonus and you might experience deductions or other negative effects. The transactional leadership style differs from democratic leadership in that decisions are made quickly and generally without much consultation. As a result of close staff monitoring, mistakes are caught early and addressed before they have a detrimental effect on the organization. In this way, it is more likely that short-term goals will be achieved in a short period of time. It is possible to maximize productivity by using the transactional approach if it is done correctly. When deployed in the right way in the right area, broken down tasks, repeatability, incentives, and high clarity can be very beneficial. The motivation and growth of transactional leaders are not their top priorities. They have a laser-like focus on numbers and results. In consequence, neither the leader nor the employees have the opportunity to grow since there is no continuous learning or development available. The overall and in-depth differences between transactional and transformational leadership are considerable. Otherwise, they wouldn't be proposed in a pair of styles that are diametrically opposed to one another. The comparison is broken down into two sections: the more obvious and significant characteristics and the incentives associated with the various leadership styles. This is important because transactional leadership places such a strong emphasis on rewards (Lindberg, 2020)



Transformational leadership is a different type of approach, the designated outcome is to cause differences in people and systems of socialising. Four main stages of the transformational model are “engaging, accelerating, leading and transforming (Hedstrom, 2018).” Ideally, the aim of transformational leadership is to undermine positivity in a team and to provide a valuable lesson to each person, to inspire team mates to develop into leaders themselves (Bligh and Riggio, 2013, p.90). Four factors are contributed to transformational leadership, these can be remembered as the four I’s. These are – “Inspirational motivation, intellectual stimulation, idealised influence and individual consideration (Bocarnea, Winston and Dean, 2021).” The main focus of transformational leadership is to have a great influence of other members of a team and almost influence others to want to be a leader. Any workplace will be massively improved if everybody supported each other to do well so that’s why leadership is so essential (Mr. Alem Afework et al., 2021, p.9)l. When trust is involved, as well as loyalty and admiration, people will gain significant amounts of respect towards the leader and gain substantial amounts of motivation to enhance harder working strategies than beginning thoughts (Barker, Dori Taylor Sullivan and Emery, 2006, p.19). Transformational leadership can be used in the police for example when a higher-raked officer gives out a speech to other colleagues and continues to be an inspiration to them and boost their confidence before going out onto the streets (Fritsvold, 2019).


To begin, it is more often than not that servant leaders continue to stay motivated while at work and always reflect within a team, not only that while also in their own day to day lives (Murray, Dulebohn and Stone, 2022). Servant leaders work to satisfy others and lift other people’s energy, almost to inspire others who are apart of the same team to enable them to become successful (What is servant leadership, 2021). Partnership working is essential in servant leadership because individuals work off each other and help (Bachelder, 2015). To start, Robert K.Greenleaf is the person who created servant leadership. Greenleaf outstandingly introduces servant leadership, for the reason that more recently it is being used and has a long impact on for example the police force, as well as businesses (Frick, Senge and Spears, 2004). When experiencing servant leadership, it can be identified in numerous different ways, One example of finding servant leadership is by a questionnaire. Within this questionnaire, it includes twenty-eight questions that exemplifies servant leadership in different ways (Servant Leadership, 2014). Also being a servant leader of the Greenleaf Centre was CEO Larry Spears, who introduced ten points of servant leadership (C. Spears, 2016). 

Gardner and Reec, (2012) states that high leaders within a police force should put forward the principles of servant leadership. Not only that it is also explained that all staff should be diciplied in order to deliver a good service and have top management. Servant leadership is so important both within and outside of employment, this reason in particular is because It allows more trust in a team and allows individuals to interact and put together ideas properly (Marques and Dhiman, 2020, p.49). Servant leaders can become helpful long-term by the best management teams within the ;police and by executives working collaboratively (Schafer et al., 2017, p.300). An ongoing learning structure is utilised to enable the best results in a team and to help issues develop and become less (Pressentin, 2021, p.229). The behaviour as a servant leader is always mainly focused on one individual (Crowther, 2018, p.6). To earn a great level of respect in the police as a team, it is up most important to remain very friendly, sociable, trustworthy, if these factors are not contributed the team will not collaboratively work well and flow (Song et al., 2020, p.247).


Within law enforcement, such as police, for it to be effectual autocratic leadership settlements or democratic managerial processes is used (Walsh and Vito, 2018). Usually, the best results are given to those individuals who have some sort of independency, respect across the team and exaggerate the best results overall (Ball, 2021, p.11). Democratic problem-solving skills are continually used for practise mainly to overlook the right influences to both the police and law enforcement agencies, in addition to help decision making skills (Birzer, Bayens and Roberson, 2012, p.93). Autocratic leadership helps reduce the amount of stress on work collegues. Autocratic leaders have restrictions at their workplace and have rules they must follow, although this is what helps reduce stress from work collegues because there are more plans in place, so each staff member know exactly what is to be done, without confusion (Batmanghlich, 2014, p.116). Autocratic leaders release huge amounts of pressure from teammates, the reason for this is because a leader takes all responsibility for workload which allows employees workload to be less. Work staff are held responsible under an autocratic leader because they must follow rules and deadlines at work, but it is always planned out by the leader. Staff can be a lot more productive because they are not having to panic about an overload of work, staff are so much more comfortable and confident when turning up to work (Rhoden, 2017, p.35). Autocratic leaders work well in any team, even if they have not collaboratively worked together in the past because they will get the work done by following the simple rules (Amr Abouleish and Stead, 2018, p.222). Simply, an autocratic leader will commonly watch over slight features of work their work colleagues are carrying out, arising micromanagement. Leaders can sometimes make a difficult situation for employees to partake in their job, the reason being is because everyone’s actions are being watched (Stimpson and Joyce, 2017, p.52). Myriad amounts of people embellish unmotivated behaviour in contrast to levels rising and being positive because reports are being made on the majority of tasks at work (Giacalone and Promislo, 2014, p.143).

In conclusion to this essay, there are many types of leadership styles which are used within the police force or can be used. It has come to light that some particular types of leaderships are best suited to police officers and law enforcement agencies compared to some others (Burke, 2016b, p.17). It is proven that autocratic leadership is well suited to police officers, for the reason that police must follow rules of practise to collaboratively work well together as a team. Rules must be followed at all times and each person is legally required to stick to what is inputted in order to be successful and have the best possible outcomes in scenarios at work (Tang Keow Ngang, 2019, p.14). Evidently, autocratic leadership is great in the police force because it includes independence for individuals, which of course as well as team work is important as an officer because of being on duty alone and having to come up what is the best course of action individually. Autocratic leadership allows each staff member to know what is going to happen in their next shift and what the main priorities are, this allows individuals to feel more confident and comfortable when turning up to work (Christopher and Ffflm, 2015, p.106). Autocratic leaders work well with anyone in a team which is good because officers will always work with new people and come across new people while on duty (Cherry, 2022). Tasks set in the police department are always important, it is essential that no body brings the team down and sets a bad remark on the force (McLean, 2019). 
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