


  

[bookmark: _GoBack]	Kippenberger (2002) believes that becoming a leader is not an easy task, especially within the public sector where there are so many differentiating approaches and styles that different types of people respond and relate to. Leadership styles are reflected in certain attitudes, traits and behaviours of an individual upon which other people recognise.  
Covey (1989) once quoted, effective leadership is the only competitive advantage that will endure. This is because leadership has two sides – what a person is (character) and what a person does (competence). Covey recognised that a leader may be a different person and have a different character to the person that they portray themselves as, within a different environment or circumstance. This can be related in regards to public services, a sergeant in the police will act much differently towards his staff in work rather than outside of work, however, the way he/she is viewed in both circumstances can determine what type of leader they are.  
	Burnes (2004) states how Kurt Lewin documented three main leadership styles that are considered classic methodologies adopted in many organisations today. The laissez-Faire, a largely hands off, minimal direction and supervision approach towards staff who have enough trust between each other to get jobs done in an efficient manner.
	Autocratic, a style that encourages leaders to be extremely watchful over their employees whilst encouraging less mistakes and more productivity. Whilst participative, is a happy medium between the both, usually depending upon the different type of staff and how they respond to different leadership styles.	
	In regards to public services these types of leadership styles are used throughout each department by managers and leaders. Xirasagar (2008) believes a laissez-faire approach has many benefits, especially within the police service if used correctly and in the right manner. A sergeant for example, if he/she has trust and a good understanding of their team, can exercise very little instruction and direction as the group can establish their own roles and responsibilities. 
	Xirasagar (2008) explains an example of this, could be a murder investigation, when officers are first on the scene, they can be left to know what to do, confidently without the worry of mistakes or constant supervision. If the team are highly motivated, then they should use their time to set goals, make decisions and resolve problems without issue.
	However, Wart (2011) states that a laissez faire approach does have many downsides, especially within a public service. He explains that it is not ideal to use in situations where members of staff are unfamiliar or have a lack of experience and knowledge around a certain circumstance. In regard to a murder case, if an officer who is first on scene has no experience of seeing a body for the first time, even with training, there is no guaranteeing if they will make the right decisions under their control. 
	The Hillsborough disaster, described by Conn (2016) as a tragedy that should never have happened and could have been avoided, points out a lack of effective leadership during the time of the incident. He states how Duckenfield, the chief superintendent, admitted he had inadequate experience to oversee the safety of 54,000 people within the stadium.  This could have been down to a laissez faire approach from those around Duckenfield, who’d rather than support and help him, let him carry on with what he was doing without a question, trusting his ability to deal with such a situation. 
	Furthermore, Herbert (2016) identified that Duckenfield also did not even turn up to pre match briefing to discuss plans and actions. Again this points towards a laissez faire approach from Duckenfield as he clearly felt as though his team could deal with any situation during the match. 
	Herbert (2016) describes how a transactional leadership style might have benefitted Duckenfield during this situation, however, he subsequently declined this approach which was suggested to him by ex-Chief Superintendent Brian Mole. Rather than tackle the problem with other officers, it was reported that Duckenfield retreated and went missing between the times of 11am and 1pm showing no signs of direction and leadership leaving his team in disarray.   
	It could even be argued that a more autocratic leadership style could have been adopted on the day as there were numerous mistakes made leading up to the disaster. Turner (2016) indicated the lack of cordons placed by the officers, not delaying the kick off and slow emergency response times, where if Duckenfield were more autocratic and better prepared whilst pressurising his officers, then these actions could have been carried out which may have resulted in less deaths.  	There is no wrong or right style of leadership according to Professor Van Dierendonck (2014) whose study on 600 people found that a combination of leadership styles delivered in the correct circumstances is more effective. Using just one style usually becomes ineffective as there are so many different types of people in organisations, combining styles allows a leader to engage with everyone which in turn employees become more enthusiastic and motivated to work. 
	In relation to the Hillsborough disaster, lessons can be learnt, especially around leadership. A leader in the police force must be open minded and lead with empathy and understanding as well as with respect and command. By combining relevant skills and attributes, staff will respond and become more motivated, Van Dierendonck (2014) also found within his study, employees care less about one particular style of leadership just as long as the person at the top is aware of staff, challenges and the due course of action to take to direct an organisation in the right direction.   
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