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Part 1
Burtles (2016, p. 33) stated the UK Metropolitan Police Service established the Gold (Strategic), Silver (Tactical), Bronze (Operational) command model in 1985, and has subsequently been adopted by many people who anticipate dealing with emergencies and emergency services. Because of its flexibility and ability to adapt to changing circumstances, it may be used in any scenario, no matter how large or complicated it may be at the time. While the gold, silver, bronze command structure was created in the UK it has become a standard emergency response and highly adaptable operational framework which is now used in other international countries. Since the implementation of the gold-silver-bronze command structure, the UK police have developed a comprehensive contingency planning procedure for responding to all types of incidents. The Gold-Silver-Bronze command structure provides a framework for police agencies to coordinate responses at all levels of command and a hierarchy to maintain accountability for senior officers as well as deployed personnel. It also helps to promote the professionalisation of police work (Heyer, 2019, p. 266). 




Firstly, the Gold Commander assumes ultimate responsibility for incident management and conclusions and establishes the plan for resolving it (Home Office, 2021, pp. 1-41). The organisation will never have more than one Gold Commander. The Gold Commander establishes the incident’s plan including tactical restrictions that the Silver and Bronze Commanders must comply with. The Gold commander must continue to have strategic control over the situation. While Gold Commanders should abstain from tactical choices, they will be accountable for ensuring that any tactics utilised are appropriate to the risks highlighted, accomplish the strategy’s goals, and are legally compliant, specifically, under the terms of the Human Rights Act 1998.


When police officers respond to an emergency or major incident, the Gold Commander takes overall responsibility and is ultimately accountable for the incident’s response (College of Policing, 2013). Overall, Gold commanders are responsible for health and safety, diversity, equality, and human rights compliance within the command structure and ensures that required impact assessments are accomplished. Importantly they must stay accessible to and adequately positioned for the Silver Commander in order to sustain effective strategic command via the establishment of suitable communication mechanisms. They must also review and guarantee the command team’s resilience and effectiveness, authorises the Silver Commanders tactical plan and ensures that it continues to satisfy the operations strategic aim (College of Policing, 2021c).


Second, the Silver Commander is the incidents tactical commander and oversees and controls the whole tactical response (College of Policing, 2013). While a single tactical commander is ideal, it may not be practicable or desirable in large-scale operations. When appointed, the gold commanders select the number of silver commanders and their command spans.


The silver commander guarantees that the tactical alternatives are provided in accordance with the overall operational plan, while minimising health and safety risks (College of Policing, 2021b). They are responsible for the overall operation of the occurrences, ensuring that the operational levels are supported and coordinated efficiently (Arbuthnot, 2008). Establish objectives, allocate resources, organise and coordinate operations, collaborate with other agencies as needed to achieve these goals, handle early consequence management and recovery phases of the crisis. If no gold commander is available, silver commanders may need to assess the necessity for one. The term ‘incident commander’ refers to the event’s overall tactical commander, whether located on scene or remotely.


Thirdly, the bronze commanders collaborate with other emergency response authorities. This will occur at or around the scene of the event. They maintain command and control over their respective service’s resources within a functional or geographic area and will execute silver command orders. To collaborate successfully and efficiently, excellent communication must be established and maintained (JESIP, 2022b). The bronze commander is responsible for all law enforcement assets and multi-agency actions during a CBRN incident. They are also accountable for personnel wellbeing before, during and after any CBRN response (College of Policing, 2021a).


The bronze commander must maintain personal and property safety while protecting the environment (JESIP, 2021a). In the event of a serious crisis, they must first undertake an initial review utilising appropriate procedures such as single service and METHANE. They coordinate with other agencies’ commanders to set up future meetings and create a forward command post. They exchange information, intelligence and risk information during meetings to establish a successful coordinated operational strategy (JESIP, 2021a). Importantly they must also recognise each agency’s responsibility in coordinating victim and survivor care. They also analyse the situation and advise the silver commanders on any changes to multi-agency strategies that affect their geographical or functional responsibilities (College of Policing, 2021a).


The command structure illustrates the necessity for Collaborative, Transformational, Transactional, Theory Y and Situational leadership approaches in order to carry out an effective and efficient response to incidents. Collaborative leadership is distributed among team members rather than a single individual (Lawrence, 2017, pp. 1-9). This leadership style involves shared ideas, concepts and tasks as well as mutual respect and teamwork.


Engaging colleagues and subordinates in decision-making makes them feel involved in the result. Involved colleagues are more inclined to follow policy and procedure. It takes discipline to refrain from passing judgments on others. Critical thinking abilities may be developed by discussing a topic with subordinates who provide constructive feedback. In the event of fast evolving violent situations, non-linear and innovative decision-making is often required. However, leaders typically remain coercive rather than cooperative. Fear of losing power and control may restrict police leaders' ideas. Listening to others may appear like a waste of time or a covert acknowledgment that the leader lacks the essential information to make the decision (Shults, 2018).


Similarly, transformational leaders inspire, encourage, and motivate others to do more work than anticipated and sometimes even feasible (Bass and Riggio, 2006, pp. 1-98). They hold themselves to higher standards and frequently outperform. They also have more dedicated and pleased followers. They support followers to build their own leadership potential by empowering them and attending to their individual requirements. By training, mentoring and offering both challenge and support, transformational leadership improves followers’ leadership abilities.


Transformational leadership outperforms transactional leadership. More creative ideas and inventive solutions are formed under transformational leadership. Transformative leaders work with their followers to generate, evaluate, change and synthesis ideas and insights. Transformational leadership also increases employee satisfaction and positive and engaged staff improves overall service performance and positively impacts employee behaviour through engaging workers and improving collaborative relationships (Garcia, 2019). However,it is too conceptual and lacks the work focus that certain employee require. While transformational leaders avoid specifics, every organisation requires operational strategy to accomplish its goals. Moreover, for organisations to develop they must be open to change (Thompson, 2019). However, change is disruptive if it occurs too often, and negative if the leader takes excessive or needless risks. Organisations recruit transformational leaders to effect change, which can be risky when they focus on change rather than anything beneficial for the company. Negative results are more probable if the leader does not objectively analyse whether the change is suitable for the organisation at the time. In comparison to collaborative leadership, both rely on communication skills to ensure that everyone’s opinion and ideas are shared in order to maximise their response’s success rate. Both leadership theories emphasise the importance of the leader’s ability to adapt to a variety of settings and deal with each occurrence as it occurs.


In contrast, achieving goals for both leaders and followers is the purpose of transactional leadership. To reward or punish subordinates for desirable behaviour or performance, transactional leaders make agreements. Comparatively, transactional leaders prioritise organisational tasks while conforming to norms and expectations. Determining the best way to improve system performance overcomes change (Arenas, 2019, pp. 1-91). Leader-follower relationships are built on prior interactions (Allen and Sawhney, 2015, pp. 222-258). An effective leader can articulate expectations and objectives.


Miller (2021) indicates that transactional leadership style inspires people to be productive and efficient team members, because its incentives motivate employees to work harder, fulfil deadlines beyond targets because they know their efforts will be rewarded. Regardless of the rewards, employees must follow the management’s regulations. Disobeying these rules or superiors’ orders might result in punishment. This is because transactional leaders inform their employees what to do and do not tolerate complaints or disobedience. This inflexibility hinders the leaders flexibility and innovation (Miller, 2021). However, lower-ranking and less experienced officers may favour transactional leadership. There is evidence that it may be beneficial in certain circumstances (Campbell and Kodz, 2011, pp. 1-27). Subordinates, for example, may respect supervisors that use transactional leadership to address poor standards and performance. Although, leaders who focus on rewards and punishments, rather than transformational behaviour, may have less positive impact on their subordinates, according to research (Campbell and Kodz, 2011, pp. 1-27). Additionally, transactional leadership is one that already has a strategy in place for dealing with similar circumstances, which has been practiced by the whole team. As a result, transactional leaders are not required to be as adaptable to changing circumstances as collaborative and transformational leaders are. While it is prudent to prepare for a circumstance, this does not indicate that each event will be the same. This may cause the team to panic and perform ineffectively. Whereas collaborative and transformational can adapt to a situation and appropriately with ideas being shared.


Furthermore, achieving good situational leadership requires both directive and supporting skills. Each situation requires a leader to evaluate their followers’ competency and commitment. Based on this assumption, leaders should adapt their directiveness or support to meet shifting needs. This kind of leadership demands a leader to adapt to their followers’ abilities and commitment. Leaders who can recognise followers’ needs and adapt to meet them are successful (Northouse, 2018).


[bookmark: _Int_80WPGGkn]Gaille (2018) identified that with diverse experiences and viewpoints amongst all team members, a situational leader realises the necessity for flexibility. They do not impose a set of rules on everyone, instead, encourage others to come forward and contribute so that everyone succeeds. They adapt their approach to their team’s capabilities. This allows most employees to feel at ease with their workload, therefore it enables a team to function more effectively together and increases the chance of success. However, Kaushik (2020) recognised that success with such a flexible leadership approach depends totally on the leaders' attributes. The leader must be able to judge others’ needs, emotions and social dynamics. This leadership approach does not function if the leader lacks great people skills.  Employees may be unpredictable, and regular monitoring of all team members can be difficult. Worse still, there could be a negative outcome, if a situation is misjudged and acted upon inappropriately. Again, situational leaders are similar to collaborative and transformational in that they all need the capacity to adapt to a variety of scenarios, ensuring that everyone works and collaborates successfully and that ideas are exchanged in order to carry out an effective response securely. However, transactional leaders may be more successful in responding to an incident if they have previously exercised in a similar situation.


Finally, Theory Y managers are enthusiastic about their employees and use decentralised, participative management. This encourages managers and team members to work together more collaboratively. Individuals are given greater responsibility, and supervisors help them develop. Regular appraisals are given, but unlike Theory X firms, they are supposed to promote open communication rather than punish employees (MindTools, 2021). McGregor acknowledges that Theory Y was not a solution (Chartered Management Institute, 2015). By emphasising Theory Y, he intended to convince managers to reject Theory X’s restrictive assumptions in favour of Theory Y’s.


[bookmark: _Int_s2YuvMTv]Theory Y creates a positive work environment which results in increased efficiency and productivity of employees, which benefits the organisation as a whole. However, the main disadvantage of Theory Y is that it may be too employee-friendly and lenient, leading to employees taking the organisation they work for and their responsibilities for granted. Importantly, some employees are lazy and demotivated, which is why they must be monitored and controlled (Parikh, 2021). Overall, Theory Y is a positive management style which gives workers autonomy and responsibility to improve their performance, as well as encourage cooperation, growth and problem solving (Channell, 2021). On the other hand, undefined working limits may not be suitable for everyone, it is simple to misuse power and trust and there is less attention to quantitative measurements which makes it difficult to quantify achievements. Furthermore, theory y is comparable to all of the preceding leadership theories. They must all make substantial use of communication skills, encourage the growth of others, and work together to resolve a problem via cooperation, motivation, positivism and teamwork.




[bookmark: _Int_GStekdWH][bookmark: _Int_vECit7Tj][bookmark: _Int_rpo94a7D]To conclude, for the command structure to be successful, all of these leadership styles must be utilised. However, those indicated before have the most significant influence on successful leadership inside the command structure. In addition, an effective leader must be adaptable to all situations, which shows all of the leaderships above as successful. However, transactional is excluded from this category due to their pre-rehearsed and planned reaction. Additionally, since each event is unique, a transactional leader is more likely to have a reward or punishment based on the result.
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Introduction
I was fortunate enough to attend the European Economic and Social Committee in Brussels for ‘Your Europe, Your Say’ as a result of my academic work. ‘Your Europe, Your Say’ (YEYS) is the European Economic and Social Committee’s annual youth event, which provides an opportunity for youths to connect with the European Union. This experience was instructive and helped me expand my talents in new domains, such as speaking freely and independently when presenting a group proposal to students from around Europe at the European Economic and Social Committee.


Your Europe, Your Say
This experience required me to collaborate with eight other students, three from Malia and three from Belgium as well as two from Wales to produce a proposal on how to encourage more young people to participate in the voting process. Encouraging young people to vote was particularly important that year as the European elections were scheduled for later that year. We had two days to produce a proposal and present it in front of 100 other students at parliament.

We agreed as a group that it would be better to pick a leader from a hat, given none of us knew each other. This is how I was selected to lead the group. To create a more achievable proposal, I decided to divide everyone into three groups in order to facilitate the exchange of ideas amongst students from various nations with varying levels of expertise and to further deepen our knowledge and comprehension of the subject matter. I assigned each group a half-hour to cooperate and write down any thoughts or worries they had about encouraged young people to vote. At the conclusion of those group conversations, each group gathered to share their thoughts and ideas and to present them on the discussion board plan. With everyone’s perspective and ideas in front of us, I feel we were able to come up with a more suitable and feasible solution to explore further. These studies revealed that a lack of education about our own government was the primary source of concern and the primary explanation for the poor turnout of young people.


What did the group achieve from the discussions?
This experience made all us students understand how important it is to listen to the voice, to the force, to the freshness and to the creativity of the dream of the youngest in Europe. Moreover, it gave us the chance to connect with other cultures, languages, and to meet new people who live in completely different realities, with different educational systems.


Proposal Ideas
· Social media
[bookmark: _Int_Vnp9vjap]Social media was one of our group’s suggestions for encouraging young people to vote. We think this is mostly because the number of young people utilising social media platforms such as Facebook has risen considerably. However, we noticed some drawbacks to this concept. To view these posts/advertisements, youngsters must be following groups with comparable interests. Additionally, how many young people would spend a minute to read the material while following these groups? Rather than that, we assume people would scroll through owing to their ignorance and lack of interest in the subject.

· Education
[bookmark: _Int_vlWyvEn5]Our second group concept was to make Government/Politics a mandatory curriculum subject in all nations’ school systems. During our group talks, we learned that Wales/United Kingdom was the only European nation without obligatory curriculum subject on Government/Politics. Additionally, we determined that Government/Politics was more significant than Religious Education and Music, which are now required in the United Kingdom’s education system. This caused worry among all students in my group, and as a result, we decided to write a plan to guarantee that Government/Politics be taught in all European schools. More significantly, this plan is achievable, since it is already implemented in the majority of Europe’s nations.


Leadership Styles illustrated
· Collaborative
Collaboration was critical to developing an effective and achievable proposal. Without collaborative leadership and teamwork among all team members, we would not have increased our awareness and understanding of the critical nature of voting, especially among the younger generation, who have the future in their hands. Effective cooperation abilities guaranteed that projects were finished on schedule and that everyone understood what had been accomplished and what remained to be accomplished

· Transformational
[bookmark: _Int_OzGwV14u]Throughout this event I believe my leadership generated good changes and was committed to the success of each and every member participating in the process. With passion and determination in making change by encouraging young people to vote and motivating others in carrying out efficient work, it is clear to see that transformational leadership has been portrayed.

· Transactional
Throughout my experience, transactional leadership was displayed when my leadership demanded rules and regulations to meet deadlines and controlled everything and everyone in an orderly manner. Additionally, transactional leadership entails reward and punishment, and in this instance, we were rewarded. Our proposal was chosen as the winner out of ten other entries as a result of our exceptional collaboration, which included defining timelines and objectives, exercising effective listening and communication skills, and demonstrating enthusiasm and attention to the subject matter.

· Situational
Situational leadership was vital during this event for a multitude of reasons. I had to alter my communication style owing to the presence of students from various nations around Europe; as a result, I needed to be more explicit in order to guarantee everyone understood what I was saying while still attempting to convey my message effectively. Additionally, I and two other students were required to present our plan in front of another 97 students as well as members of the EU commission, ensuring that we communicated our thoughts clearly and professionally.

· Theory Y
Theory Y guaranteed that everyone maintained a positive attitude during all of our obstacles. Theory Y came naturally to me and the whole team since everyone was passionate about the topic, which promoted the development of trust-based relationships in which everyone liked inspiring one another to make a difference in our future generations.


Conclusion
[bookmark: _Int_Iro0bHyw]All of the theories I presented at the ‘Your Europe, Your Say’ event strongly imply that a successful result occurred. While I feel that all leadership styles contributed to our proposal being chosen as the winner, I believe that collaborative leadership and Theory Y had the most impact. The reason for this was due to teamwork amongst all team members who had a common passion and determination (Theory Y) to guarantee that all young people had some awareness of the voting process and were encouraged to vote in order to make a difference in our future.
