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Leadership styles in the Police
Discussed throughout this essay will be the adopted leadership styles and others which could be considered relevant within the police service. Analysed will be the styles that are implemented by strategic level management and also base level management to provide a contrast on the different styles applicable for different roles. Capon, (2008) agrees with this method into researching the leadership styles within a service with their belief that different styles will be adopted depending on the role of a manager and their position within an organisation.
Evaluated will be the effectiveness of these leadership styles in a policing environment, discussing how they aid in the management of policing personnel whilst also introducing arguments concerning other leadership styles and how they can complement or improve the styles already incorporated. Mumford & Hemlin, (2017) discuss how leaders should be able to interchange and incorporate new styles based on the environment and situation they manage. This statement will be considered throughout the essay, integrating the pressurised situations operate within and how effective leadership style use is paramount to the success of policing.
Leadership theories and styles that were present during personal experiences and Rhossili will be included to assist in the discussion surrounding policing leadership. Considered will be their usefulness and success throughout Rhossili and how they can be adapted and applied into a policing environment. 
The Police force is considered a disciplined organisation which outlines a clear rank structure which aims to outline a chain of command and leadership (Cape & Young, 2008). Deliberated throughout this discussion will be the effectiveness of this rank structure and how it can both help and hinder daily policing difficulties. It is considered by Vadackumchery, (1999) that a disciplined organisation should adopt an autocratic style of leadership in which those in a managerial position should pass along instructions without input or consideration from other personnel. 
Through the introduction of conflicting theorists and their insights into leadership and the best strategies that can be used for effective leadership, this essay will introduce recommendations into policing leadership and improvements which can be made.  
Leadership styles are defined by Business jargons, (2016) as a leader’s method when giving direction and motivating their team. It is deliberated by Raza, (2015) that there are twelve leadership styles all of which outline a different technique used by leaders when guiding their team. The most commonly used leadership styles are autocratic and democratic.
Autocratic leadership is a harsh style which is usually adopted during high pressure environments, for example military operations. Yammarino & Dansereau, (2009) confer that autocratic leadership concentrates solely upon the opinion of the leader, where all decisions are made by the manager without input from any team members. This style of leadership usually disengages the leader from the needs of the subordinates and thus creates a working environment which lacks motivation.
Democratic leadership embraces other opinions and discusses options with the team before the leader decides on the penultimate decision. It is apparent by statement of Taylor, (2004) that a democratic leadership increases motivation for the team and their feeling of inclusion. 
These two key leadership styles will be further discussed throughout this essay and its relevance to the police force evaluated along with the introduction of other styles and the positives that come with the adoption of other styles.
Cordner, (2014) describes the use of an autocratic leadership style within the police as being a paramount style to maintain control over subordinates giving managers the ability to implement strategies. This statement is supported by Daft, (2007) who divulges into their theory that during a high pressure policing environment a leader must adopt an autocratic style of leadership to maintain control. The notion that policing leadership relies upon an autocratic method is countered by Robert Peel who was responsible for developing the ‘new police’ using the London Metropolitan Police service (Jenkins, 1999). 
Fisher, (2010) argues that Peel’s method for policing leadership and his vision can be likened to the more modern leadership theories, Fiedler’s Contingency theory and Adair’s theory of Functional leadership.
Fiedler’s contingency theory concentrates upon a leadership style which is dependent on the situation, Fiedler believes that there is not one leadership better than another and however argues leader’s should be able to adjust their natural style to the one best suited in a given situation (Willy, 2012). Fielder’s theory supports the most favourable modern day leadership in organisations which is situational leadership, this is where a leader will adapt their style to best suit the situation and people needing direction (Goethals, Sorenson & Burns, 2004).
Baker, (2011) relates a situational method of leadership being used by sergeants especially, they reason this statement through the justification that sergeants are the direct management line for the lowest level constables. 
The justification for sergeants to be most likely to use situational leadership is their necessity to change their style of management dependant on the constable which they are dealing with, their experience and also their emotional state.
When present in Rhossili it was clear that the leaders were adopting a situational style of leadership naturally, they displayed a situational style when they questioned participants if they had ever done an activity before. After locating the participants who had no experience and needed extra support they still briefed all those present but ensured they gave the extra support necessary to those who required it. Nohria & Khurana, (2010) describe this method as being an adaption of situational leadership but also refers to the leadership continuum of Tannenbaum and Schmidt who discuss a theory based on a delegation of freedom.
Tannenbaum and Schmidt designed a model which offers guidance to leaders, offering a structure for team development coupled with the treatment of individuals within the team. The continuum aims to use the most amount of authority with new recruits and then eventually lowering the authority necessary and increasing the freedom given (Abrahamson, 2018). The continuum can be referred to the recruitment of new police constables who will be in a probationary training stage when they first attest. As time goes on it will be the aim of the direct manager remove the trainee from their probationary stage and therefore offer them more freedom. 
It is the aim of Tannenbaum and Schmidt’s continuum to allow leaders to eventually take a laissez faire approach to management, when workers have the full amount of freedom placed upon them it leads to little intervention from managers (Mackay, 2007). Laissez faire leadership concentrates on allowing workers to work using their own initiative and overcome an issue without management input (Northouse, 2017). Laissez faire can be seen in police forces by senior management. Allen & Sawhney, (2018) connote that senior policing management will pass down instructions to lower levels during operations and will then have very little to no input into the actual implementation of their instruction. 
Schroeder & Lombardo, (2010) believes that there is no place for a laissez faire leadership approach during high pressure situations, they justify their argument by stating that it is necessary for leadership to maintain control and have a constant input. This belief however is countered by Bozeman, (1984) who relates laissez faire to strategic management, stating even in the highest pressure environments strategic management should maintain a laissez faire leadership approach. 
This statement is supported by Mohapatra & Singh, (2012) who ponders that policing strategic management must be able to remain objective during operations and therefore remove themselves from the base level to ensure the development of best tested and objective planning.
During the Rhossili residential, many of the leaders incorporated a laissez faire approach of leadership into their management of an activity. Especially laissez faire was the orienteering portion of the residential where leaders gave a map to each team, showed them where on the map each team was located and then told them to find certain points before 1pm. Cragan, Wright & Kasch, (2008) describe how a short brief is a trademark of laissez faire leadership, which ties in which that of the residential leaders who did not consider the possibility that members might not understand how to map read.
It is relevant to discuss the Macpherson report which led to the police being labelled ‘institutionally racist.’ Macpherson identified critical policy and leadership shortfalls in the police (Macpherson, 1999). Macpherson, (1999) outlined how policing leaders had been overlooking poor policing work and turning a blind eye to constables not carrying out their duties correctly which pen ultimately led to Macpherson’s investigation. 
These shortcoming have led to the yearly review of leadership in the police conducted by the college of policing. This yearly review aims to outline current leadership strategies, whilst analysing the effectiveness of the previous year’s recommendations (College of policing, 2015). The review’s also discuss the leadership culture that is present in policing and encourage new practices along with training in new frameworks designed to better equip policing leadership (College of policing, 2015). 
The 2015 interim leadership report discusses how it is best practice for policing to adopt a democratic approach to leadership, taking into account the combined knowledge and experience and knowledge of staff (College of policing, 2015). The report continues this statement with their discussion that policing cannot depend on a hierarchical approach dependant entirely on policies and procedures. 
The report couples it’s vision for policing leadership culture to concentrate upon the opinions, insights and experiences of all individuals who could offer suggestions that are valuable and better educated than that of a leader with no experience in an area. Woods, (2005) elaborates that a democratic approach to leadership and allowing for team members to offer insights gives new opportunities for organisational development along with individual and team development.
A democratic approach to leadership also allows for the improvement of management personnel and gives opportunity to all to improve their leadership skills (Bagad, 2008). However it is argued by Malloch & O'grady, (2009) that democratic leadership can lead to new emerging leaders without a position of power as they can adopt the belief that their idea is the most practicable and therefore not consider others. It is therefore important for the overall leader to maintain a certain level of control to ensure all ideas are objectively considered.
This essay has aimed to discuss leadership style and their relevance in the police service, whilst referring to experiences gained at the Rhossili residential to offer further insight into how styles can be adapted to all situations.
Authoritarian leadership was discusses and how Vadackumchery, (1999) had a firm belief that an autocratic style in disciplined organisations such as the police is paramount to maintaining control over subordinates. This view however was contrasted by Robert Peel who supported ideas later adapted by Fiedler and Adair, who developed theories into situational leadership and how a good leader can adapt their style to best suit a situation.
The idea of autocratic leadership was later countered by the interim leadership report of 2015, during the discussion on the improvement of policing culture where they discussed the need for policing leaders to consider the knowledge and experience of other team members (College of policing, 2015). This inkling to improve policing leadership culture basis it’s design upon a democratic approach which as discussed allows for insights from all members to then offer the best possible ideas.
Tannenbaum and Schmidt developed their continuum concentrating upon the progression of staff from the need for authoritarian leaders to laissez faire leaders. Tannenbaum and Schmidt’s continuum was related by Baker, (2011) to the requirement for Sergeants to lower the amount of authority needed by them with newer recruits and to assist in the development of staff. 
Also deliberated was the Leadership Review of 2015, which introduces the need for policing leaders to address the consequences posed by the hierarchy and attempt to change policing leadership culture (College of policing, 2015).

Reflection on Rhosilli Residential
During a two day residential at Rhosilli the class participated in two activities each day, these activities were orienteering and bush craft, surfing and rock climbing. The reason for the residential was to gain first-hand experience of leadership in practice, and the strategies implemented by instructors and other students when leading groups. This reflection will evaluate the leadership styles that were present and how they enabled leaders to overcome challenges. 
Wright, (2013) connotes that leaders naturally appear when partaking in group activities. This statement was entirely relevant during the orienteering. During this activity there was no assigned leaders, however due to my previous knowledge and experience of orienteering I emerged as a natural leader within my group. Although I knew how to read the map and could locate the points simply, I attempted to take a more democratic approach of leadership. 
Throughout the task I ensured my entire group was involved and attempted to pass the map between each person allowing them to take control and only intervening if the group was going off course. This shows an adoption of a Laissez Faire approach which O’Brien & Solomon, (2013) state is a good method to adopt when trying to promote independence and intuition. 
Whilst participating in this task one member of the group felt that he would be better than others at reading the map and therefore tried taking over from others not allowing them a fair chance. This revealed a very autocratic approach of leadership from the team member, trying to take control and give instructions without inclusion of the team. Gersick, (1994) helps identify the effect this had on the team, by discussing how an autocratic leadership approach can create disparity within groups and cause friction, inevitably leading to a loss of motivation.
The use of autocratic leadership from the team member then led to the group going in the wrong direction and therefore having to reroute. As a consequence of this I confronted the individual, informing them that they were now working as a team as they were ruining the enjoyment for other members. Although they responded stating they wanted to be the first to complete, I reminded them there was no competition and we were working to develop as a team.
Macdonald, Burke & Stewart, (2017) would argue that this was a common power struggle which occurs when two people clash over the leadership of a team. Chandan, (1994) also links into this theory with their discussion that autocratic leaders will usually clash with other people who have a different viewpoint and method.
After this confrontation the group got back on track trying to find the locations marked on the map, each person took turns using the map but the team eventually reached another issue. This issue being that even though we were in the correct location we could not find the marker at the location, we searched for around half an hour checking the entire area. Blerkom, (2008) believes that as a team if you reach a difficulty and are unable to overcome, then the team should move on to other objectives and eventually come back to the difficulty.
As a team we democratically decided to move onto the next point marked on the map, this therefore resulted in us completing all other points before coming back to the one which we could not find. 
When we arrived at the point we had difficulty with there was another group and searching and complaining that they could not find it. 
The decision was made to collaborate our efforts and search for the point in the hope the more of us that searched, the higher the chances of finding it. This also proved ineffective and therefore we decided as time was running out to move to the areas, which the instructors us to meet them.
Bush craft was the next activity, with the task being to build a shelter using anything we could find in the forest. Supplied were tools for cutting wood and also rope for binding the shelter. The instructors gave directions to not cut down anything living in the forest however this was their only input. Bowerman & Wart, (2014) articulates that a method of giving very little input or guidelines is a show of Laissez faire leadership, and although it promotes ingenuity it can also prove ineffective when a lack of understanding is present. 
During this task, there was a definite lack of knowledge in the team and although two of us had experience in knot tying the skills were difficult to transfer into this task. Kekale, (2005) believes that when a team has little understanding it is important for a leader to at least provide suggestions and adopt a democratic stand point. 
This however was not the case and when asked for assistance the instructors gave very little input which pen ultimately led to the collapse of our attempted shelter.
One member of the group Tomos, decided to take it upon himself to take charge after the first collapse giving instructions on individual tasks and providing his opinion on how we could improve upon our last attempt. Tomos adopted a situational leadership style initially giving everybody instruction without argument on individual tasks, but then creating a discussion deliberating others input (Blanchard, Zigarmi & Zigarmi, 2004). 
This adoption of situational leadership led to the team re building the first shelter and improving upon it, with the addition of more foundational logs. It also provided a clear structure and outlined a single goal for the entire team to work towards.
Although this shelter also collapsed it was successful and stayed up for us to even cover it with debris for waterproofing. The only reason it collapsed was as a result of one individual puting their weight upon it. 
This outlines the success of the situational leadership style and the introduction of a democratic discussion. 
This reflection has discussed laisse faire leadership and its adaption within the orienteering and bush craft, outlining the pros where it can encourage freedom and ingenuity, but also the cons involving people with little understanding where this style of leadership does not assist teams (Bowerman & Wart, 2014).
Also deliberated was the adaption of autocratic leadership and the negative effect that provided to team moral (Gersick, 1994). However with the introduction of democratic discussion and leadership, the task was successfully completed.
Situational leadership and the benefits of being transparent in leadership style was articulated and furthermore its role in the success of the team building a shelter.
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