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This reflective essay explores the theoretical aspects of leadership and how this relates to policing and the individual in an environment that is constantly changing. Throughout this essay I have self-reflected upon what leadership means to me and my practices.  

Many individuals have attempted to define leadership, ‘At its most basic level, employees who are unconnected other than via their role who seek to accomplish a common goal’ (Keohaner, 2010). This, definition really resonates with me, as I see the sentiment within it as a key objective that all leaders should aspire and strive to achieve.  

Policing during recent years has gone through unprecedented change and faced significant challenge, as highlighted by Vito et al ‘who highlighted that the Rapid transformations in technology, demographics, individual rights, values, economics, social unrest, violent crime, and challenges to their legitimacy have created a challenging world’ (Vito, 2018) . Undoubtedly with such significant changes to practice, the public landscape and policing accountability, the importance of effective leadership within policing has never been more important.  

As highlighted ‘The need for effective leadership in policing is quite evident, as historically there are countless examples of organizations breaching their duty to serve the public with professionalism, integrity and accountability. At the heart of too many of these breaches is a lack of adequate leadership’ (Schafer, 2009). 

When I joined South Wales Police in 2001, the authoritarian leadership style appeared to be the preferred choice by many leaders. However, as times have changed and the impact of all the above factors have come to the forefront organizations and individuals have needed to reflect on its effectiveness.
  
As highlighted ‘there has been a transition toward more of a democratic style, where employees are encouraged to make their own decisions and to set their own goals” (Sarver & Miller, 2014). It is important that leadership is effective to maximize efficiency in an arena with diminishing budgets, limited resources and public scrutiny around ‘getting it right first time’ greater than ever before.  

In this paper I will reflect on the above, via the Gibbs Reflective Cycle Model. This model allows me to reflect through the six stages, Description, Feelings, Evaluation, Analysis, Conclusion and Action Plan in a systematic and structured way.  
 










Gibbs Reflective Cycle Model (The University of Edinburgh, 2023)
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Approximately eighteen months ago, I became the leader of a well-established small team of five individuals. This team was created to effectively look at the continuous improvement of the Public Service Control Room. All officers and staff were originally employed from within the Control Room and were specifically selected for their skills within this arena. In view of which I knew that all staff selected really wanted the role and I was extremely excited as to what we could achieve. The initial team was highly self-motivated, driven and completely focused on enhancing the service delivery of the Public Service Centre.  

In 2023 the department undertook an organizational restructure. Identified as part of the re-structure was a decision to align the five current room team managers to the Continuous Improvement team. The original team was to be disbanded, with only one member of the existing team remaining. The changes were made at a time when there were a number of key significant projects running throughout the workstreams which were fast-paced and required urgent attention.  This added pressure on a newly formed team. Initially I was quite concerned about this shift at such a critical time. 

I had adopted my usual democratic leadership style, not giving any consideration to the new audience and just presumed this method would harvest the same results which it didn’t. Upon the creation of the team, as I had done countless times before I called everyone together for a brainstorming afternoon and allocated tasks with key deadlines.  
At the following meeting, clearly a particular member of the team had not fully understood my initial direction. I had presumed that the team would have been confident to challenge me at the initial meeting and I took the silence upon being allocated the tasks as understanding. From past experience with the previous team and my learnt personal experience, where I was always taught that everyone has a voice and should use it when required I believed this would be the case. The previous team would have been confident to raise issues had they felt the tasks were unachievable or outside of their skills set. This only became evident when the actions weren’t completed. 

Throughout this paper I will identify my failings and how this impacted on the organization, the individual and myself and the learning I have taken from this experience. I will explore the leadership styles prevalent throughout, exploring leadership power and motivational theories behind my actions. As part of the reflective practice, I will explore how my early life experiences both personal and professional have impacted upon my leadership. 

 
[bookmark: _Toc154694560]Feelings 

At the age of 21, I joined South Wales Police. In my opinion, the police service at that time was a very disciplined and autocratic environment to work in, where leaders led through rank and subordinates listened and obeyed. I initially found this particularly challenging. I was brought up within a small family who were very inclusive with no real hierarchical structure. When I left home and moved to university this style was very much reinforced. University was an environment where debates occurred regularly, decisions were shared, and everyone’s opinion was valued and listened too. My first ever sergeant was very autocratic in his style, this was far from what I had experienced growing up. 

I have reflected on the impact that this early experience had on me and my leadership style and whilst it was the complete opposite to my vision of leadership, surprisingly I recognized to a lesser extent a place for it. I believe his motivation for using this technique was the fact that he was very task driven and in times of crisis, everyone looked to him for guidance and support. He was hugely protective of his team, and everyone felt secure and safe under his command in challenging times.  

A few months later, in contrast I moved to a team that was led by a sergeant who had a very Laissez-faire leadership style, which at the time was quite unique. However, what I then witnessed was a team who collectively led and made decisions however at times of crisis I saw a very inexperienced team who lacked direction.  This leader, in fair weather was adored by his team but at times of crisis they criticized them for their inability to take charge. What this experience taught me was the fact that the majority of individuals actually want that supportive leader around them provided they are not overly restrictive. 

Both initial experiences taught me that there is no right or wrong leadership style which will later form part of my analysis. As a newly promoted sergeant myself some years later, I took value from both experiences and my motivation in seeking promotion was to draw on both experiences and take the learning from both to make me a strong, supported and respected leader.

Whilst the authoritarian leadership style was not my preferred style, I saw value in leading and directing far more intrusively with an inexperienced front-line team, who needed and wanted that clear direction. This style allowed me to maintain order and discipline whilst deploying quickly and effectively. I learnt that in certain high-paced situations this style was hugely successful. 

Following that posting, I then moved to an incredibly experienced CID team. I was by far the most junior member of the team despite taking up the supervisory role. I approached this role with trepidation at first, however because I knew the team, knew their strengths and weaknesses I felt confident that I could return to my preferred leadership style, that of the democratic leader. The power and knowledge were shared as there was a vast amount of experience and the pace of the work, more slow-time, protracted enquiries naturally lent itself to this leadership style. This worked extremely well as the vast experience was shared and staff development was high as we all learnt from each other and played to the strengths of the team.

Joining the Continuous Improvement Team in 2021, the democratic leadership style also lent itself perfectly to this small efficient team. However, as the individuals changed within the team, I failed to consider the significance of this change. One of the individuals was acting up in a temporary post, with the interviews for the substantive post looming. This incident impacted upon their confidence in their own abilities, their self-esteem and their perception as to whether they could do the job. It was my intention that the new team would feel empowered by being included and consulted as an equal within this team, my approach initially had completely the opposite impact.  
 

[bookmark: _Toc154694561]Evaluation / Analysis  

Having undertaken research for this paper it is clear to me that my first ever leader had a dictator style of leadership ‘the leadership style that is characterized by abusively using power, monopolizing decision making, and being dismissive of alternative options’ (Jing, 2018) This sergeant held the positional power due to his rank and his subordinates through fear of being criticized did not feel they were able to challenge his view. ‘Coercive power outlines that leaders will punish or threaten punishment if employees fail to meet objectives or deadlines.  It is believed that coercive power can be an effective if the aim is to keep employees on target. It is considered as being one of the most aggressive.’  (Jing, 2018)

On reflection I can see that his autocratic approach, giving orders and demanding discipline achieved the objectives of the force. It ensured that public safety and law and order was maintained. He was the most experienced officer within the team and ensured that any criticality was identified swiftly and robustly managed. This leadership style has a place in front-line policing and remains visible today. ‘To meet their desire for efficiency and fast-paced work, these supervisors may centralize decision-making, and they may pressure subordinates toward increased effort and higher working speed through dominant and authoritarian behavior’ (Briker, et al., 2019).

Having reviewed and studied the leadership theories I recognize that I am most comfortable in utilizing the Democratic Leadership style. I value the views by Cherry, that ‘with a democratic leadership style, everyone is given the opportunity to become involved in the process and ideas can be shared and debated freely however the leader is still on hand to offer support and guidance when required’ (Cherry, 2023).
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Very Well Minded Model - (Cherry, 2023)

In the reflective example I provided this approach was appropriate. It had been hugely successful with the initial team, and as per above chart, I could clearly see a number of the identified ‘pros’ for this approach in existence. The team were highly motivated and committed, morale was high, and performance was outstanding.  

However, similarly in the new team, I could relate to the above chart in identifying some of the ‘con’s’ identified with this leadership style. The new team, lacked experience, therefore their ability to contribute significantly to problem solving at that time was limited. I should have foresaw this and adapted my style to more of an authoritarian style to improve communication and give that clear direction. 

Upon reflection I can see that over the last ten years all the positions I have held from the investigative roles to my most recent postings within project work has lent itself comfortably to the democratic style. The fact that in 2020 I was presented with a leadership award reinforced my belief. 

See Appendix 1

On reflection I became comfortable with my leadership style, however I had failed to consider the individuals involved and their needs as per Maslow’s Hierarchy of Needs which I will explore further. Whilst I recognize that the democratic approach may not be the most cost-effective approach on all occasions, as it allows for lengthy debate and can be time-consuming, I recognize that in certain circumstances it is effective as it allows for a collective understanding and sharing of ideas. 

Having reviewed all the leadership styles, I have reflected on whether or not, when leading the original team, I had in fact become so comfortable within that team perhaps I had started to move towards a Laissez-faire leadership style, ‘where I was starting to leave the term make their own decisions with limited involvement, taking a step back’.’ (Online Learning College, 2022). It was such a well-established and experienced team that there was little need to intervene with decision making.  
[bookmark: _Hlk154694408]
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Laissez-faire Leadership Advantages & Disadvantages (Online Learning College, 2022)

As outlined above, under benefits, my original team had the skills and were a well-established team, who valued the autonomy and demonstrated their appreciation of this by maintaining their high performance with minimal supervision. However, similarly I can recognize the ‘downsides’ within the newly reformed team. This team didn’t understand the role, nor did they realize or appreciate the level of accountability within the new role.  

Many authors have considered Laissez Faire Style as bad or poor leadership identified by some as the style associated with ‘the absence of leadership’ (Norris, et al., 2021). I disagree with this comment. I have always been interested in the team that I am leading and the impact that I can have on the organization. My stand-off approach was not borne out of dis-interest but the fact that intrusive leadership was simply not required, borne from both my personal experience growing up and my earlier leadership roles. In the same publication this was explored further ‘identifying that delegation can sometimes be perceived as laisse-faire leadership by employees’ (Norris, et al., 2021).  

I have also reflected in this paper on the professional relationships within that first team. I was acutely aware that when the new team was created that the new members may have felt slightly disadvantaged due to the strong relationships developed between myself and the original members. My aim was to create an environment where everyone felt empowered, appreciated, and genuinely happy to be part of the team. Personally for me, this has always been where I am most comfortable, which is borne from my personal background and my professional experience. In the article Friends Vs Friendly, it is highlighted that ‘a friendship at work can become a powerful networking tool or a toxic relationship’ (Swales, 2023). I have reflected on this, and I can clearly see that if there are insecurities within a team then there is a possibility that individuals may feel isolated and disadvantaged.

Having researched this area, it is noted in a separate article that by doing so ‘you may, by trying to be friends with the team aim to avoid conflict but by doing so, ultimately fail those around you’ (Myers, 2016) . As a leader you want your team enjoying their role, and to feel valued and empowered in your presence. However, I also recognize you cannot help people grow, mature, and perform without pushing them to achieve, but this can be challenging and require strength of character. The following quote sums this up perfectly; ‘’Being everyone’s friend is a ‘selfish act’. Leadership is not about how well your liked it’s about helping people become the best they can be’’ (Myers, 2016).  

I have always wanted to be that leader who motivates and drives others to maximize their potential. I appreciate that there is a fine line between friendship and leadership, and I think the Article a Fine Line Between Friendship and leadership states ‘there are discrepancies, and that ‘old school’ leaders believe there is no room for friendship in the workplace as it may lead to frustrations such as favoritism. The new school of leadership believe that you can be friends without compromising role’ (Daskal, 2015). I am very much in agreeance with the later view. With the new team, I have developed a bespoke training package with independent mentors to support the team. My senior manager and I have also played a key role in this. As part of this process, we completed Beyond 360 reviews and have undertaken personality trait assessments. Unsurprisingly, my results identified that I am an ‘Advocate’ ‘that success doesn’t come from money or status but from helping others, valuing integrity and having a clear vision’ (16 Personalities, 2023).

As time has progressed, I recognize that I am moving towards more of a transformational style of leadership which I believe is borne partly from learnt experience over the past 22 years in the role which has developed my confidence. ‘Leaders who are identified as having the ability to motivate and inspire, helping employees develop by empowering them to achieve whilst also understanding the needs of the organization’ (Bass & Riggio, 2005).

With the high performing original team, one of the key motivators was the fact that they felt rewarded and recognized for their commitment. As identified within this research there are numerous theories regarding motivation. It has been identified as ‘the ability to inspire others to maximize their potential to achieve’. (Bass & Riggio, 2005). 

My motivation for that first meeting and my transformational leadership style was the fact that I wanted the team to see that I valued their contribution. Through feedback, their motivation for failing to speak up to raise their concerns was the fact that they didn’t feel they were in a position to effectively contribute but they didn’t want to show their insecurities or show weakness amongst their peers or myself as their new line manager. 

My desire was that they would feel empowered and motivated within their new role and that over time they would come to see that the change in role was in fact a positive move. The fact that they were no longer in a role that was very autocratic in structure I perceived to be positive. However, on reflection all had very lengthy service and had been working within a very autocratic prescriptive environment for a significant number of years and this was the method they were familiar with and the arena they were comfortable operating within. I have also on reflection considered whether the transactional leadership style may too have been effective. 

The individual who had failed to speak up and then ultimately failed to meet the key deadline was significantly affected by my approach. I recognize now that it is important to consider their motivational factors. It is believed that ‘Motivation is a state of mind that drives employees to achieve goals and to meet targets, driving a person to work in a certain way to achieve those goals’ (Knowledge Hut, 2023).

The individual concerned was holding a temporary position, in a new managerial role. The individual concerned was keen to impress in readiness for the substantive interviews. Having met with the individual after the incident, it was clear that they were embarrassed by their inability to complete the task. They recognized that their inability to complete their aspect of the task had led to additional work for their colleagues. I have always held a reflective approach and valued the feedback and learning from this. I asked why they didn’t take the opportunity to seek clarity regarding the task at the initial meeting and they highlighted that they really wanted to and had hoped to fulfil the task but the fact that the other established members clearly understood the ask compounded their feelings that to speak out would highlight their weakness and inability. It was clear to see that the individual felt demotivated and that they were now questioning whether the role was right for them, which potential may have in fact been the case. My interest in taking this approach was to ensure that lessons could be learnt from my approach with the individual and the wider team. 

It is important to also consider the motivation factors behind the approach both intrinsic and extrinsic. 
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(Arduini-Van Hoose, 2023)

Initially the individual appeared motivated by extrinsic factors, the individual was driven by reward and the potential of securing the substantive post. However, having held a 1-2-1 with her, it was evident that there were intrinsic motivators too. The individual wanted to develop herself and saw a personal purpose in what she wanted to achieve. 
 
I have also reflected on the impact that my leadership style had on the wider team. Whilst the more experienced member of the team was comfortable with my style, the new members I see now held that power struggle. It has been identified that ‘you can hold positional power with an organization and that employees will comply because they respect the rank’. (Denis, 2009). In this example I naturally held the power due to my status as a member of the senior management team and as their direct line manager. I failed to consider the positional power that I held solely due to my position. Upon reflection I should have noted this and considered that when asking views of the team the disparity of rank for them to feel confident to challenge. 

The failure to complete the task could have had a significant impact on the wider organization and the roll out of the project within timescales. I also noted comments from the wider team regarding the individual's suitability for the role. I noted the impact that this had on the individual and I was conscious that they may have begun to book courses to avoid working within the team at the risk of exposing themselves further. I could see a correlation between my actions and the impact on morale that if not addressed early potentially could have led to absenteeism.

My transformational style of leadership was clearly ineffective in that situation and had a negative impact on the individual and the wider team. I should have been able to see the individuals' motivators and behaviors, the positives being that they wanted to do well and be recognized, the negative influencers being that they didn’t know how and didn’t have the skills and experiences to fulfil this. 

Having researched referent power, I believe I held this with the original team ‘gaining the trust of others which had been acquired over time. It has been identified that leaders who can achieve this improve productivity and engagement’ (Hersey-Shriver, 2023) I had gained the admiration and respect of the team however this had been earnt over time by gaining their trust and confidence.  We were performing well and consistently meeting targets. I had created an environment of collaboration and co-operation ‘with them – for them’. 
Within my position, I also recognize that I hold reward power, ‘acknowledging having the ability to recognize or reward individuals for meeting targets’(Altman, 2021). My original team, saw the recognition by senior management team as an incentive to strive to achieve more. Understanding this motivator and nominating the team for a force award saw their performance improve further. 
Throughout this reflective paper it is quite clear as we explore the leadership styles, power and motivational theories, that all can change over time, as identified by Tannenbaum and Schmidt in their Continuum of Leadership Model. 
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(Drew, 2023)

The examples that I have demonstrated I believe proves this theory that as you progress you can transcend through the leadership stages. ‘exercising maximum authority by making decisions without consultation at one end of the spectrum and then at the other end allowing employees to have the autonomy to make decisions’ (Drew, 2023).

 I accept that there are others who disregard this view, such as Gerto & Gerto, sharing the view that there is no ‘ideal’ leadership style to aspire to and that a balance needs to be found. Again, in my example, I can also relate to this view that there is no ‘ideal’ style but that factors such as group dynamics, individuals, and role all play a part in determining the most effective leadership style.
 
According to McGregor, there are two aspects of human behaviour at work which he described as Theory X (negative aspect) and Theory Y (positive aspect). 
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(Geeks For Geeks, 2020)

Within my current team it is easy to recognize individuals at both ends of this spectrum. My new team had been forced to change roles due to the restructure, they were unhappy and arguably had a dislike for work and the establishment. The existing members in contrast, had chosen the role, were ambitious and driven and extremely self-motivated. 
 
In contrast to this theory, I have also considered Maslow’s Hierarchy of Needs. According to Maslow ‘needs were arranged in a hierarchy, with physiological (survival) needs at the bottom, and the more creative ‘self-actualization’ needs at the top. Maslow argued that survival needs must be satisfied before the individual can satisfy the higher needs’’ (Mcleod, 2023). Having reviewed this theory I can clearly see and agree that the basic needs must be met first in order to aim to achieve the hierarchical needs.  
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(Knowledge Hut, 2023)
 
The person concerned had been working within the organisation for a considerable time, her physiological needs were met. However, the individual was in a temporary post and seeking promotion to a substantive post. The individual clearly wanted to be accepted within the team. I recognise the individual at various stages throughout the hierarchical needs and across areas simultaneously.  
 
In view of which I have then reviewed and concur with ALDERFER’S ERG Theory. One difference between Alderfer's ERG theory, which stands for existence, relatedness, and growth, versus Maslow's hierarchy of needs, is that the former has three levels while the latter has five levels. Second, the former believes an individual can meet multiple needs at once, while the latter believes an individual meets one need before moving on to the next need.  See Model below. Having researched this model I believe that multiple needs can be met at one time.  
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(McGrath & Bares, 2020)

If exploring the factors in further detail, it is worthy to note and consider Herzberg’s Motivation Hygiene Theory. Herzberg, Mausner, Peterson, and Capwell (1957) completed an extensive literature review and noted the following ‘that there was difference between factors that contributed to satisfaction and those that contributed to dissatisfaction. Most of the stories about job satisfaction involved opportunities for employees whereas most of the stories about job dissatisfaction involved unfair policies or treatment’ (Sachau, 2007).

This theory is very interesting. It is most definitely within our power as leaders to be able to influence and motivate staff. I agree that ensuring individuals are content at work, by recognizing and rewarding their efforts and involving them throughout the decision-making process increases satisfaction.  
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(Herzberg, 2017)

In McClellands Theory of Needs he supports Alderfer that there are just 3 types of need. ‘with one dominating the other two with the dominating needs being influenced by one’s background and lifestyle. Moreover, McClelland states that people are not inherent but are infused or learned with time and that is the reason this theory is called the Learned Needs Theory’ (Miller, 2022).

[image: A diagram of a motivational theory

Description automatically generated]


(Miller, 2022)

 It is quite clear that all of the need theories support a similar concept, that all individuals have needs that if met satisfactorily have the potential to increase motivation.  
 ‘’The expectancy theory of motivation, also known as the valence-instrumentality-expectancy theory, states that a person's motivation is directly tied to an expected outcome as a result of their hard work and labor. This means people are increasingly more motivated the stronger they believe that their current actions will result in their desired goal’’ (Tarver, 2020). I have reflected upon this, and I agree that the more engaged staff are the more likely they to achieve set goals. 
Leaders must also be mindful that the goals of a leader may be different to the goals of an individual. It is therefore important to understand the degree to which organizational rewards satisfy an individual's personal goals.
The team that I currently lead has responsibility for the implementation of new projects. There are deadlines to be met with key milestones which have to be achieved. The milestones are frequently critical and would more often than not incur a financial penalty to the organization if not met. Therefore the ‘Goal-setting theory’ developed by Edwin A. Locke is relevant to my role and worthy of review.  
Goal setting theory is based on the idea that setting measurable targets is more effective than setting unclear targets. Edwin A. Locke developed this theory in 1968 in his article “Toward a Theory of Task Motivation and Incentive’. QUOTE-– indeed ‘In this article, Locke showed how employees are more motivated by well-defined goals which are specific and measurable and that employees work well when they are faced with challenge’ (Locke, 1968).

In the example that I have provided, the existing staff member worked well with this transformational approach and thrived on the challenge. When the new team was created, I needed to reassess the goals set to see if for they were achievable. Whilst I note the views of Locke perhaps the goals set were too challenging and not achievable by an inexperienced team. 
This leads to Albert Bandura’s theory ‘‘Among the mechanisms of human agency, none is more central or pervasive than people's beliefs in their efficacy to influence events that affect their lives’’ (Bandura, 1977).  This centres around the belief that he or she is capable of performing the task. I have no doubt that initially the new member of staff questioned her ability amongst her peers. However, as the individual has developed in the role, it is quite clear that vicarious modelling is in existence, that the individual who had initially struggled has clearly gained confidence from also working alongside her peers who are performing the task.  It was evident that the individual gained confidence from this.  
 
Initially, the individual believed that there wasn’t equity between her and her experienced colleague. ‘Equity Theory is based on the idea that individuals are motivated by fairness and that if they believe there is inequity then they will adjust the work they perform to account for this’ (Minute Tools Content Team, 2017). The new member of staff felt that she lacked the experience and was therefore disadvantaged, therefore didn't believe that there would be repercussions for not completing the task on time as she felt this wouldn't be expected of her so early into this new role.  

However, if we then relate this back to Self-Determination Theory, it is believed that people prefer to feel that they have control over their actions. This is exactly what I tried to do with this newly formed team. The Self-Determination theory ‘that there are some basic needs that everybody has, that help them thrive and that those basic needs are autonomy, competence and relatedness’ (O'Hara, 2017).

This theory raises a view that people prefer to feel they have control over their actions, and that praise along the way helps to maintain motivation. I concur that it is important to understand what their motivational factors and core values are. Research suggests that people who pursue work goals for intrinsic reasons as identified before in this study are more satisfied with their jobs.  

I have also reflected upon the methods of shaping behavior. In the example that I provided I used positive reinforcement when providing feedback. The individual was clearly worried about the consequences of failing to complete the task however through positive reinforcement reassuring her that she had the requisite skills ensured that she remained focused on future tasks.  
 
 
[bookmark: _Toc154694562]Conclusion / Action 
 
It would have been quite easy to purely draw from this learning experience the negative aspects. Whilst it was clear that I had misjudged the initial situation, the team were newly formed and therefore it was the beginning of the journey. I learnt that one style/ technique does not suit all. I learnt a lot about myself, leadership styles, individual dynamics and motivators in the process. I learnt that I need to move or adapt my leadership style to suit the audience or situation. This perhaps may present a challenge to me personally as the most appropriate style may not align to, my preferred technique which has been learnt and instilled by my own personal and professional life experiences as discussed in this research.  

Upon reflection, with the new team and the individual I would have been better reverting back to a more autocratic style of leadership. I recognize, that I possessed all the knowledge, I clearly understood the task and if I had been more task driven, breaking down and setting out my expectations, checking and affirming understanding then I believe we may have achieved the task set within the deadline.  

This experience taught me that I need to consider the individual in addition to the role. That the role should not solely dictate the leadership style nor vice versa. Having held 1-2-1’s with the team, I have a far greater understanding of the needs of each individual.   
The research above has allowed me to understand and reflect upon my preferred leadership style and the history as to how this has developed, through learnt, observed and personal influences. That even though I may have a preferred leadership style it doesn’t suit all and that I need to be more pro-active in understanding individuals' experience and motivational factors.  
 
I learnt that by understanding the audience it would allow me to determine the most suitable leadership approach. I am confident that this experience has changed my perception of leadership and the most effective approach. I want the best result possible and to meet organizational objectives but that is only achievable by adapting style which may not be my initial preferred style. I recognize that there are huge benefits of effective leadership, both from an organizational aspect (retaining staff, cost savings), and from an individual aspect (having a highly motivated and engaged workforce that feel supported and valued). 

In my example there was clear organizational learning, we continue to place individuals into roles that they are ill-prepared and ill-equipped for, and we need to ensure that the training parameters are clear and in place from the start and supported by a leadership structure that is effective. A workforce transformation has recently occurred within another area of business and as a result I have offered guidance to support this through the strategic lessons learnt forum.  

My preferred leadership style will remain as that of a transformational leader, as this best suit my traits, upbringing, background and development however I am now far more open minded and operationally aware that I may need to adapt my style dependent upon the audience.  
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Appendices
Appendix 1 
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