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Silva (2016) states that is problematic to attempt to establish a definition of leadership as an idea. The number of academics who have attempted to define the concept of leadership is almost the same number as there are distinct definitions (Stogdill, 1974).  A centralised definition of a leader is a single person or group of individuals responsible for equipping, training, and transforming a singular person or group of people. The leader will also prioritise the organisation’s goals by focussing the followers’ talents and skillsets. The leader aims to encourage the followers to exert all energy towards assisting in reaching the organisational aim (Winston and Patterson, 2006). 
An organisations performances and effectiveness may be affected by different leadership styles being implemented by the leader (Nahvandi, 2002). Leadership behaviour can influence how trusting and satisfied the followers will be towards the organisation and its behaviour. Suggesting there is a direct correlation between style of leadership and the willingness to commit to reaching goals (Podsakoff et al, 1990). A ‘leadership style’ is the leaderships method of supervising, executing strategies and inspiring followers or workers. There are numerous types of leadership styles that can be seen in both private and public sectors (Malos, 2012).
Situational Leadership supplies the base for gaining knowledge on each level of management. The abilities of the subordinates as well as their maturity would be taken into consideration and dictate the style of leadership that should be used. The aim would be to adapt the style of leadership in order to get the highest probability of success. If the subordinates work rate and motivation decreases, the leader has to analyse and evaluate the scenario and adjust their actions and leadership method if the need arises (Hersey et al, 1979). An example of a practical implementation of situational leadership can be seen in the response to the Manchester Arena bombing. The emergency plan was temporarily halted in the train station to allow for casualties to be treated more efficiently (Kerslake, 2018). The situational style leader must be adaptable and adjust actions in order to suit changing circumstances (Zurlinden and Bongard, 1991). This leadership style appears to be most applicable as incidents change a lot with different factors changing without prediction. 
Democratic leadership is a style of authority that is loose and focuses on collaboration when managing a person or group of people (Ray and Ray, 2012). Due to high involvement of all followers and team members the democratic leader and the style has been suggested so be catalyst for satisfaction and resulting in higher productivity (Hackman and Johnson, 1996). A key characteristic when using the democratic leadership style is team engagement (Bass, 1990). During the response to the Manchester Arena response democratic leadership is seen when the tactical firearms commander provided a situational report to the bronze police commander and the force duty officer in order to make informed decisions (Kerslake, 2018). Gastil (1994) states that participation from team members as well as others in the process of making a decision is democratic leadership. This may suggest that involving others makes them feel valued in the processes and improves morale amongst the team.
The Autocratic leadership style is where a single person takes charge of all aspects of making decisions with very little opinion from anyone else (Maqsood et al, 2013). Although the autocratic leader may seek the views of their followers, they are not taken into consideration because they are thoughtful dictators. Autocratic leadership in the police has been displayed in the Manchester Arena bombing response by the bronze command officer. They ordered an armed police response vehicle arrive on scene straight away without taking opinion from anyone else (Kerslake, 2018). Autocracy has merits however may also cause negligence and laziness amongst workers if the leader appears to be taking advantage of their authority (Chukwusa, 2018). Northouse (2015) states using autocratic leadership may hinder how innovative an organisation due to lack of staff contribution. Police leadership studies have reflected prior literature on leadership styles used in the military (Davis and Bailey, 2017). It has been stated that those in military style scenarios may prefer the autocratic style of leadership (Maqsood et al, 2013). This suggests that police officers may see similarities in their roles as those in the military would. The command structure is another aspect they both have in common. This may result in stricter attitudes towards work and motivation to be as professional and effective as possible. 
	A Bureaucratic leader controls their followers in a manner that allows them to work towards plans and strategies set by the leader (Adha et al, 2020). According to Germano (2010), bureaucratic leaders only prefer their tasks to be carried out in a structured manner. This leadership style also relies on the leader ensuring rules and policies are followed when completing the tasks at hand (Al Khajeh, 2018). Bureaucracy as a leader has a negative effect on the performance of an organisation (Ojukuku et al, 2012). Most areas of police work are highly specialised such as armed response and sexual crimes. A lot of larger police forces tend to follow a bureaucratic leadership structure as well as most smaller forces (Manning, 1977). Operation Plato was the plan in place for serious emergency events, bureaucratic leadership was shown by all commanders and officer involved in the response to the Manchester Arena event (Kerslake, 2018). They had to follow the set procedures and protocols in the contingency plan. This could result in low communication between leaders and lower ranked officers. This may damage motivation of the police officers who are lower ranks due to lack of feedback and appreciation from their higher commanders (Shane, 2010).
	The laissez-faire leadership style according to Robbins et al (2007) is where the leader steps down and surrenders control in order to not have to make key decisions. The Laissez-faire leader is inactive in the tasks being completed by the followers. This approach is most beneficial when the subordinates are confident, highly motivated specialists in their respective fields and highly trained such as Doctors (Chaudhry and Javed 2012). The decision-making process is entrusted to the members of the group (Mondy and Premeaux, 1995). The Armed Response Officers who were summoned to the Manchester Arena in 2017 were entrusted by the bronze commander to perform their role with little input and to a high standard (Kerslake, 2018). This is the practical implementation of laissez-faire leadership as the officers were trusted to perform their jobs without the leader getting involved (Gray et al, 2010). Morreale (2002) researched effort levels in regard to leadership styles and found that when laissez-faire leadership was used, it had a negative effect on officer work rate and exertion. 
Transactional leadership is centralised on a follower’s external demand alongside their standard demands, as well as the rapport between leader and followers is established on a contract. The transactional leader reaches organisational goals by a diplomatic approach to job roles and planning. The default aim of this style is to maintain a secure organisation (Nanjundeswaraswamy and Swamy, 2014). There is a dependence on leader and subordinate trading by which the subordinate is awarded for reaching goals and criterion (Trottier, 2008). Hawkins and Dulewicz (2009) found that in a survey transactional leadership is one of the most effective leadership styles used by police sergeants. This suggests that working together leaders and subordinates in policing situations will work more effectively and at a higher standard.
The transformational leadership focuses on developing the followers in all aspects such as their skills and abilities as well as their needs. The leaders using the transformational style are motivated by thriving and positively developing the organisation and those involved (Nanjundeswaraswamy and Swamy, 2014). Bass and Avolio (1993), states that transformational leaders look out for the employees and their interests. Employees are encouraged to go further than expected to reach organisational goals. Leaders encourage open mindedness amongst their followers when approaching a problem. These leaders can put their vision across and influence their organisation in order to transform it (Bruce et al, 1995). Adebayo (2005), found in a Nigerian police study found that transformational leadership motivated officers to work harder as they were treated more fairly. This may suggest that equality and fairness in the workplace is a catalyst for improved organisational performance. 
Task-oriented leadership is an approach where the leader is more concentrated on completing the duties that are required to be completed in order to reach specific targets or standards of performance. The task-oriented style requires task management and organisation, prioritising duties by their importance. Task-oriented leaders tend to be less bothered about their followers even though the followers are vital to reaching organisational aims (Rüzgar, 2018). Forsyth (2010) believe that there is more focus on following set plans to achieve the organisational goal. This style is work gets delegated in order for each job to be successfully done in a punctual and effective manner (Anzalone and Chris, 2012).  The task-oriented style has been suggested to be tailored for the systematic work environment where repetition of set procedures result in increased levels of workload and standards of performance (Fiedler, 1964). Task-oriented leadership displayed in the police by sergeants is one of the best styles in improving efficiency (Hawkins and Dulewicz, 2009). This may be evidence that police officers work better in a systematic manner with plans in place and when they feel valued. An example of task-oriented leadership can be seen during the Manchester Arena Bombing where the commander opted to not withdraw the responders despite the ongoing risk of danger (Kerslake, 2018). Evidence therefore shows that transformational leadership is one of the best available styles for those in command in the police, suggesting it is one of the best styles to increase productivity and effectiveness of the police. 
People-oriented leadership is a style where the leader focuses on those within the process rather than just the job at hand. The people-oriented leader makes effort to know the capabilities of their followers and make the most of their followers by delegating roles based off their strengths and weaknesses. Those who know and show their understanding on a human level when leading are more often the true leaders in the police. Followers have increased morale and get inspired by competent people-oriented leaders (Grinder, 2003). Police leadership instead being people-oriented has been described as administrative (Davis and Bailey, 2017). There is a suggestion that followers and subordinates appreciate when the leader makes an effort. Therefore, increasing their morale due to them feeling appreciated and overall had a positive effect on work in productivity and effectiveness aspects.
Organisational effectiveness is the way in which an organisation sets out its targets and how well they perform to achieve them (Malik et al, 2011). Leadership styles have a direct correlation to the effectiveness of an organisation (Vasu et al, 1998). 
Each leadership style has a role to play in the police as an organisation. Research suggests the most effective styles appear to be transactional and transformational in relation to follower motivation, efficiency, and work rate (Porter et al, 2015). The leaders in the police who combine the two instead of resorting to using only one are more effective leaders (Campbell and Kodz, 2011). Police officers when researched have indicated to prefer being under a transformational leader (Singer and Singer, 1990).
It can be stated that there is place for each leadership style in almost every organisational setting. The Police use many different styles of leadership which is affected and determined by circumstance. Some of the leadership styles may be a hindrance and negatively affect the others. An example of this is the task-oriented leadership style approach can negatively impact and act as a barrier to the implementation of the people-oriented style of leadership (Davis and Bailey, 2017). 
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[bookmark: _Toc92416852]Executive Summary
	The purpose of this report is to reflect on the importance of leadership styles in a practical personal experience in overcoming a challenge or task. The aim is to evaluate the effectiveness of the leadership styles in overcoming the task at hand. I will be using the Gibbs Reflective Cycle.
[bookmark: _Toc92416853]Introduction
	Reflective writing can be subjective as it is written in the first person. From the beginning it recognises that what is being portrayed is that of an experience or opinion of the author (Jasper, 2005). Reflective learning on the other hand is where an individual internally examines an issue that has been triggered by an experience which develops knowledge on oneself and changes perceptions (Boyd and Fales, 1983). 
[bookmark: _Toc92416854]Gibbs’ Reflective Cycle
The Gibbs (1988) reflective cycle is a model that provides a structure for the stages of reflection and how our experiences can teach is lessons. It is made up of six different parts which guide the stages of reflection. These parts are a description of the event, feelings caused by the event, evaluate, analyse and conclude. The final stage is to develop an action plan. The Gibbs (1988) cycle has been found to be a very effective tool in reflection as students who used it could describe their personal events in much more detail compared to those who did not use it (Markkanen et al, 2020). 
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Figure 1 . Gibbs‟ reflective cycle. University of Edinburgh. (2020).  Adapted from "Learning by doing: A guide to teaching and learning methods," by G. Gibbs, 1988, Copyright 1988 by Oxford Further Education Unit.


[bookmark: _Toc92416855]Description
	I started a new job as a Hospital Porter. My role is to transfer equipment, patients, and other items around the hospital if they are required (NHS, 2022). There was a patient with a damaged hip that needed to be transferred from a hospital trolley onto a hospital bed. In this situation manual handling training comes into use. A PAT slide is used to transfer the patient and 4 members of hospital staff are needed, 2 to push and 2 to pull. 
[bookmark: _Toc92416856]Feelings
	I was feeling nervous because the situation was very new to me as I was new to the job. I was also worried that I would have forgotten all of the training I had been given for this exact scenario. There are also health and safety precautions that I am in fear of such as infection control making sure the correct PPE is being worn. As the patient had a damaged hip he could barely move and when he did, he was in immense pain, so I was also very conscious of this.
[bookmark: _Toc92416857]Evaluation
	The only thing that was remotely negative about the situation was my feeling of nervousness. It all went well from start to finish. I was supported as the new person on the team in settling my nerves. The task was set out from the get-go with discussion on what I should do. Overall, the people who were at the event were positive in contributing as we all helped each other and were trusted to do our job by the coordinator. 
[bookmark: _Toc92416858]Analysis
	One of the reasons it went well was that Autocratic leadership was used by the porter near the patient’s head who took the lead in the scenario. Autocratic leadership uses instructions and has the expectation of being followed (Weiskittel, 1999). The leader instructed who to take what position and gave the commands on when to push or pull. This went very well because we all knew where we were stationed and when to do our job. Nothing went wrong as the task was clearly set.
	Another reason for the success is the use of Laissez-faire leadership displayed by the coordination Porter. This is where the leader steps down from taking control of a scenario and lets the team do their job (Skogsdad et al, 2007). The coordinator gets either a phone call, radio call or note from the area where the job is and then delegates who is going to go a complete that job whilst they work at their desk. So, when they sent out me and my colleague, we were entrusted to do our job efficiently and effectively. However, as I was knowing it could have easily gone wrong, but the more experienced porter helped me with what needed to be done and everything went smoothly with no issues. 
	Another positive that help was the fact that Democratic leadership is seen prior to transferring the patient. Depending on the injury and other factors such as the weight, size, or height if the patient usually determines the stations of each hospital worker when moving them. Democratic leadership involves getting the opinion of others prior to acting (Weiskittel, 1999). This was seen as we discussed where I would b most comfortable as I was new. The leader had the final say. This again was a success as I was comfortable, and the others were experienced we managed to move the patient without hassle or complications.
[bookmark: _Toc92416859]Conclusion
 	This event allowed me to learn that leadership styles are vital for almost all environments, especially a hospital work environment where teamwork is key. This could have been better if I was more experienced and did not have the issue of nerves however, they were quickly settled. I need to develop my communication skills as well as self confidence in these scenarios to be more quipped for these situations. I think I tried my best and did all I could.
[bookmark: _Toc92416860]Action Plan
	When I am in this situation next time, I will question what strengths I have as well as my weaknesses. This is straightforward as communication is vital and the team is friendly and approachable. I will not be as nervous next time and should be more experienced and knowledgeable for the situation. If I am worried at all I will tell the team and will be sure that beforehand I am aware exactly what is happening. 
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