




Leadership is often defined by ‘the ability to direct and manage a group of people towards successfully achieving a common goal’ (Winston, 2020).  Daniel Goleman has devised a model to display the six different leadership styles, all six styles carry successes and failures (Goleman, 2019). It’s important to recognise that effective leadership comes with sufficient reflection, as well as the recognition of an individual’s personal leadership style (Densten, 2001). This paper is set out to evaluate leadership styles and theories, with the contributing factors towards effective leadership. As well as the application of these styles to personal, real life experiences subsequently evaluating its effectiveness.  

The ‘Six Leadership styles’ was devised by psychologist Goleman to ascertain and differentiate the different types of leader. Goleman states that being the person in charge doesn’t necessarily equate you to be a good leader. He suggests that a competent manager with a poor level of interpersonal skills, increases the likely hood of employees seeking advice from colleagues rather than the manager themselves (Goleman, 2019). Firstly, Coaching Leadership. A leader that ‘coaches’ others is dedicated to helping their followers to develop their skills and strengths. This area of leadership poses an emphasis on a person-centred approach, ultimately managing a person based on their personal skills and talents. It is argued that this approach only becomes effective once the following individual becomes receptive to supervision and develop a willingness to revive criticism in a way that allows them to improve. This style of leadership poses a ‘friendly’ approach to criticism, it allows leaders to manipulate employees into the idyllic followers they desire but in a way that develops the individuals’ existing skills (Robertson, 2016). Visionary Leadership, this area of leadership places emphasis for follower growth. It’s a vision for change, a visionary leader is a forward thinking, plan- oriented person that maintains a clear vision for the future and the desired goals. A Visionary leader is driven by optimism, their enthusiasm causes a positive osmosis of motivation for followers and their peers (Westley, 1998). Another leadership style is Pacesetting Leadership. Pacesetting Leadership is primarily motivated by performance and results. This type of leader acts as a role model for others, it requires seamless professionalism as an idyllic figure for followers. This type of Leadership sets goals that are somewhat aggressive, this type of leader is particular and potentially pedantic about strict goals. It comes with expectation for followers. This style can be motivating for some, but potentially damaging and results in burnout for others (Thoha, 2020). Democratic Leadership produces a leader that is heavily considerate, they prioritize follower involvement into their decisions by seeking opinion on matters. Providing followers with a voice and providing them with a role within crucial decision making can be successful. It works well as it’s incredibly motivating for followers to feel competent and of the same value, this is also beneficial for the leader as it can be pressure alleviating (Gastil, 1994). Penultimately, Affiliative Leadership style means that this type of leader grows sufficient personal bond with their followers. Affiliative Leadership places focus on team well-being, the main goal/ achievement being holistic harmony rather than goal achieving, result striving attitude within a workplace. The Affiliative leader believes in positive reinforcement, they stay away from criticism and reprimand, it entails positive reinforcement. Studies show that this kind of leadership is particularly effective when in a state of distress or trauma, an example of this would be working during the Coronavirus pandemic. (Gagnon, 2012). Lastly, Commanding Leadership style. This is also known/ referred to as directive, potentially coercive. This type of leader tells others what to do, when to do it. It entails a level of unapologetic dominance, that demands immediate compliance, irrelevant of the amount of pressure that may take. This type of Leadership can be extremely effective in times of crisis, where people need clear direction in order to achieve a specific goal. However, it can come with predominantly negative effects if done in situations that are normal and healthy. This clear and direct way of leading Is essentially effective depending on how receptive the following is, as well as how often this style is executed. If this style is put into practice on a daily basis, this can affect team moral, along with relationships with followers. Ultimately, this consequently effects the end goal and the speed in which it can be achieved (Reardon, 1998). 

With leadership styles, some leadership theories that underpin them. A leadership theory often subconsciously applied is ‘Laissez-Faire’. ‘Laissez-Faire’ is centered around delegation and expectation. It is argued this theory is the more laid-back approach to leading, this is where leaders/ managers often entrust their employees and hold them to a higher account. These types of leaders are ones that often fail to consider their followers needs, they avoid decisions and engage in fewer interactions with their followers (Dowd, 1996). There are successes and failures to Laissez-Faire. The successes being providing followers with significant amounts of responsibility and decision making, this empowers them to feel efficient and in turn, encourages them to share knowledge and ideas. Being a Laissez- faire leader allows for a more hands-off approach which makes followers feel respected whilst providing them with a sense of freedom when it comes to the completion of tasks. This approach is proven to boost team moral, as followers feel equal to the leader (Knight, 1967). However, its failures could leave followers feeling doubtful of their decisions, as a lack of direction often is accompanied by a lack of praise or criticism which arguably enhances overall performance (Henry, 2008).  Contrary to Leisseiz- Faire leadership theory, is Transformational Leadership. Transformational Leadership pushes the narrative that leaders should encourage followers to reach their full potential. These leaders possess seamless and often communication with their team, including them in decisions whilst still playing the role of leader (Bono, 2004). Leaders that apply this theory are often motivational, using positive and uplifting managerial tactic to win followers over, resulting in goal achieving teams that carry a desire to work for that person. Contrary to Leisseiz- Fair, this theory places emphasis on the importance of follower interaction. Proving that the more positive involvement leaders have with their followers, the quicker the overall outcome is achieved (Khan, 2017).

When evaluating leadership theories, it’s of equal importance to recognise situational theories in Leadership. Situational theories of leadership are based on the supposition that the perfect style leadership does not exist. It works on the assumption that no specific style of leadership is fitting for every situation, nor is any existing styles versatile enough to be singly applied (Thompson, 2015). In order for a leader to be successful they must be able to adapt their leadership style accordingly to each individual situation. This is paramount when approaching diverse circumstances, as every situation endured requires a different leadership approach; moreover, a combination of many styles (Chadwick, 2010). In order for leaders to possess the ability to adapt their leadership style to each situation, they must carry a level of emotional intelligence. Studies show, successful situational leaders historically display high levels of emotional intelligence (Ariyanti, 2021). Emotional Intelligence can be defined as the ‘ability to perceive, understand, manage and handle emotions effectively’ (Salovey, 2005). Leaders who demonstrate a high level of emotional intelligence are able to recognise their personal emotions as well as others’. Emotional intelligent individuals are able to recognise and use others’ emotions in order to direct their behaviour and thought process. Those of emotional intelligence can detect the feelings of others and adjust their approach accordingly within that environment. It has been historically argued between theorists whether emotional intelligence can be learned, or whether it is a characteristic within that some are simply born with (Grewal, 2006).

Arguably, emotional intelligence is what underpins great leadership styles and what makes a successful leader as a whole. Psychologist Daniel Goleman argues that there are five components that allow people to become emotionally intelligent. Firstly, to know your emotions. In order to detect the emotions of others, its fundamental that leaders understand their own. This allows for leaders to become potentially empathetic, as well being able to recognise personal limits when dealing with the emotions of others (Batool, 2013). Secondly, manage your emotions. Once recognising personal emotions, managing them becomes indispensable. As Goleman states, of an individual ‘does not recognise and manage personal emotions, it becomes an arduous task to manage the feelings of others’ (Goleman, 2019). He then stresses the importance of recognising the emotions of others, with this, managing them. The correlation between emotional regulation and workplace harmony is astounding. Professor Prati of Stanford University believes that emotional regulation of employees heavily contributes towards team moral, therefore meaning goals are more likely to become achievable (Prati 2003). Lastly, Goleman states that in order to become emotionally intelligent, you must be able to motivate yourself. He states that self-motivation in conjunction with emotional awareness, is what makes a successful leader, or manager of their following (Goleman, 2019). 

Being a Police officer comes with challenging days, stressful and emotionally distressing situations. The level of burnout experienced amongst police officers is at a record high, not to mention 17 out of every 100,000 die as a result of suicide in England and Wales each year (Violanti, 2018). Emotional Intelligence is an essential tool for officers to carry, in order to read situations and come to effective decisions. Key signs of Emotional intelligence are an awareness of personal strengths and limitations, with feelings of empathy and concern for others. Being able to show sensitivity to feelings of others. It’s possessing a real sense of self awareness and self-confidence, in order to become motivational (De Vries, 2006).  Emotional intelligence allows individuals to be accountable for mistakes and let go of them, it instils a strong sense of curiosity about other people. Overall, allows police officers to increase job satisfaction and performance by; Being able to manage stress, bettering communication with others, increase in motivational attitude as well as the minimalization of conflict (Maxwell, 1997). 

One of the objectives of this paper is to not only discuss and evaluate leadership styles, but how they are applied in police practice. A major incident that required seamless and effective leadership was the 2017 Manchester Arena Attack. Occurring in may 2017, Salman Albeidi detonated a bomb during a live concert of Ariana Grande Concert (Craige, 2020). Whilst all policing staff had a level of leadership to upstand that night, arguably the person with the leading influence was the Force Duty officer. This officer deployed six units of armed response officers immediately to the scene, whilst then declaring what's known as the ‘PLATO’ contingency. This contingency is in place to inform all 16 other public services of a major incident that’s happened. Once declaring the incident, he situated himself within the control room alongside what's known as Gold and Bronze (a hierarchy of power and delegation in policing) commanders to coordinate/ direct all other attending officers. During this, the force commanding officer had the responsibility of making the decision of whether to remove officers from the scene as police received intelligence of a second attack. This officer made the decision to retain officers on the ground with the tactic of more police presence would act as crime prevention for a further attack. Whilst doing this, he received intel to suggest a similar attack was to happen in the nearest train station. Knowing this, he ordered for lockdown of the train station as well as lock down of a nearby hospital who were receiving similar threats. With this, the officer also held a crime scene that was manned by local officers outside of the cathedral due to a found suspicious package nearby. There is a lot of decision making to cipher through here; it is evident that the Force duty commander is able to make clear cut decisions, under immense levels of pressure (Hind, 2021).  

Though, once evaluating his leadership styles it is clear to see that he uses a variety of styles during the incident which has proven by Chadwick to be a successful approach. Referring back to an earlier statement in paragraph 4 of this paper, ‘every situation endured requires a different leadership approach; moreover, a combination of many styles’ (Chadwick, 2010). It is clear to see that the Force duty commander is assertive with dominance, this I also known as being a style of leader that is Authoritarian, this is also known as harbouring the ‘Commanding’ Leadership style. As stated previous, this type of leader is direct. The officer demonstrated this via his high clarity delegation, his coercive leadership style allowed him to tell officers where and when he wanted them immediately. It is proven that in times of crisis, the execution of this style works fundamentally best as there is no time for the consideration of others. In times of crisis, followers need an assertive leader that makes decisions confidently, this is what reduces panic in critical situations (Ramchunder. 2014). Despite this, there is another identifiable leadership style within the actions of the officer; the style of Leissez- Faire. During this critical event, the officer had many roles and responsibilities he was faced with. This meant that during the event he was significantly hard to contact, due to his many roles he had to prioritise communications with all staff. This meant that all lower ranking officers who didn’t receive frequent direction or contact, had to revert back to decision making models and make decisions for themselves. Leissez- Faire style is identifiable here as the commanding officer had to apply a laid back approach, entrusting all officers to make the right, ethical decisions for themselves (Russel, 2020). Whilst the Commanding Leadership style was predominantly used and used effectively, this doesn’t necessarily deem the Force Duty Officer as a great leader. Whilst this style of leadership was effective in this high pressures situation, if he was to carry this into his everyday working duties, the success rate wouldn’t be the same. If used on a frequent basis, the colleagues of the officer would feel overrun, unmotivated, potentially victimised. It is a style that predominantly produces low levels of productivity and high levels of staff turnover. Emotional intelligence has proven to be a necessity for great leadership, when the commanding style doesn’t leave any time or space for leaders to be compassionate, caring or empathetic of others (Maamari, 2017). 

During the same Manchester Arena attack, the Policing inspector for British Transport Police (BTP) also displayed a Leadership Style that appeared to be controversial. Inspector Wedderburn of BTP was responsible for the deployment of transport officers during the night of the attack. Wedderburn received significant scrutiny as she made decisions regarding deployment but failed to communicate threat levels to her colleagues. Wedderburn carried a level of expectance of her staff, she expected them to be aware of the threat from terrorist activity (Merril, 2020). The Manchester Arena report unveiled that there was a lack of BTP officers deployed to the arena before and after the concert. Because of the lack of direction and very little emphasis on terrorist threat management from Wedderburn, many officers took longer breaks, resulting in a lack of presence when the attack took place. When challenged, she stated officers ‘should’ve worked it out between themselves’, she went on to stress that BTP officers should constantly be vigilant regarding terrorism. Its fair to say that Wedderburn displayed a Lassiz- Faire Style of leadership, her laid back attitude and level of expectation comes from this leadership style. Its clear to say that this style was not at all effective in this scenario, her lack of interaction with staff, with her failure to consider the needs of her following/ staff lead to great operational failure due to her leadership style (Lowe, 2020). 



Ultimately, styles of Leadership are personal to each leader. As it stands, there is no sufficient study or evidence to determine whether the characteristics and fundamentals of a successful leader are inborn or If they can be learned (Sethuraman, 2014). Behavioural Leadership theory supports the ideation that behaviour can be learned via role model, that each person can become great leaders by mirroring the behaviour of someone else (Benmira, 2021). However, the effectiveness of this theory can only be measured on how receptive its following is. Having evaluated the theories in practice, it is clear that versatility takes precedence over any one single leadership style in practice. It is fundamental that a great leader, primarily in the policing field, must be able to adapt their style of leadership to each individual situation, whilst possessing a high level of emotional intelligence. 
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