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A Critical analysis and evaluation of the theoretical perspectives of leadership at a strategic level within the police, assessing the effectiveness of its application by Greater Manchester Police during the Manchester Arena Attack.

Leadership is defined by (Winston, 2016) as ‘The accomplishment of a particular goal through the direction of assisting persons’. The expectations of a leader are somewhat individual to the person however, they are generally based on integrity, Goals and Motivational attitude. The expectations of a leader within a Policing role are considerably different as each officer is expected to act in line with the Code of Ethics, whilst applying the National Decision Model (NDM) before making any formal decision. The Code of ethics present policing values and professional standards, whilst the NDM provides structure on how to make decisions that are in line with force standards. This is important to consider when analysing the success of a Policing Leader, as there are increased expectations. A Journal of ‘management and organization’ published by Cambridge University analyses the how the code of ethics shapes a successful leader within policing, findings by (Groenendaal, 2015) argue that leadership within policing is ineffective and potentially unethical if the leader does not act with both the code of ethics and NDM model in mind. 

Being an integral person when faced with conflict or challenging situations models the same behaviour for staff or followers of said leader. The Integral actions lead to honest, transparent staff who ultimately respect a leader more on this basis. Another expectation that comes with leadership is Goals. Productive leaders set, prioritise, and establish goals that are expected from assisting individuals’. Said leader has a role within this to deliver constructional feedback in order to identify flaws and prevent potential future failures (Sesik, 2012). Successful leaders are expected to be motivational individuals, with drive to inspire high performance standards amongst staff whilst applying an attitude that is neither positive or negative, more a combination of both. Ultimately, leadership is split into two styles, Dominance and Submission. It is to be debated which one is deemed successful in practice, as both styles come with successes and failures. A leader that acts with dominance can be known as an authoritarian (Riggio,2008). Meaning that this individual is expecting strict obedience to authority. An authoritarian will make decisions without explanation or discussion and henceforth expect followers to abide without consideration. Alternatively, Submission is also referred to as the ‘Laissez-Faire’ style of leadership. ‘Laissez-Faire’ is centred around delegation and expectation. The style of leadership that is laid back, entrusting staff/followers of a leader to complete tasks and achieve goals without enforcement (Skogstad, 2007). 

This presentation is aimed at identifying the leadership styles and skills used/ applied by the Force duty officer on the night of the Manchester Arena Attack. The Manchester Arena Attack occurred on the 22nd of May 2017, where suicide bomber Salman Abeidi detonated a bomb during an Ariana Concert. At 2233hrs that night, the first call into police control room was made, stating a bomb had gone off in the arena (Craigie, 2020). The Force duty officer deployed six armed response units within 11 minutes of the call coming in. 22:47 the officer declares ‘PLATO” contingency, which is a contingency to alert all other 16 public services of this incident. The officer then activated the Force Command module at GMP headquarters whereby he worked alongside command Gold and Silver officers to correspond and direct officers. As a Leader, the force duty officer endured a high pressure ordeal due to acting as initial tactical firearms commander, alongside activating operation PLATO, all whilst monitoring other police related activity across Manchester. In doing so the Force duty officer was too busy to answer the influx of calls, him and his team were said to be incredibly hard to reach. Following this, the officer used the NDM model to make the decision of whether to withdraw officers from the building in line with the Marauding terrorist Firearms Attack Protocol (Rusell, 2020). His decision was not to withdraw officers on the grounds that an influx of police presence would deter and potentially lower the risk of a second attack taking place. Whilst this was taking place, the commander also ordered for the lockdown of the nearest train station due to risk of another attack, there was a scene held outside the cathedral due to a suspicious package, alongside the local hospital being locked down due to suspicious male and alleged gun shots (Hind, 2021). 

When analysing the Force commander’s actions, it is clear to see that he applies and demonstrates a mixture of leadership styles. He asserts dominance. It is evident that the Force duty officer is an Authoritarian, an autocratic that made decisions without explanation. He demonstrates this leadership style when deploying six Full Authority Armed response units almost immediately. This learning style was also demonstrated when making the decision not to withdraw officers from the arena. Using the NDM, he led a group of people with a definitive order that required no consultation with said officers. However, a submissive side of leadership can also be identified, an example being the Leissez-Faire leadership style. This can be seen during the time the Force Duty officer was uncontactable. Playing such a vital role, he became busy and extremely hard to reach by all other officers that weren’t high ranking. This lack of communication to lower rank officers has subsequently meant he has failed to direct and resulted in many officers having to use discretion and their own application of the NDM model to make the right decisions. Laissez-faire leaders input a significant amount of trust and resilience on their employees. Meaning the employees of a Laissez-faire leader, are forced to rely on their own experience, moral obligation and skill set to achieve their goals (Yang, 2015). Alike the officers acting under the Force Duty officer, who were forced to act on their own accord due to his lack of communication. 
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