



There are as many approaches to leadership styles as there as leaders, whether it is at a private organisation or a public one. A leadership style is the way someone would approach another and use a form of power to guide them or lead them. In order to reach an appropriate level of leadership, it will depend on the performance of the leader and how he or she operates. Specified by Mathiasch (2017) other forms of leaders cannot work with a high volume of followers when making large decisions and prefer to work on a smaller scale. 

Diverse types of leadership styles exist in different work surroundings. Law (2009) suggests that an important length of leadership styles is the extent where the leader or manager is to represent responsibility to all his or her employees in the workplace. Another basic aspect of leadership is that the leader is motivated to complete tasks on time, concerning about goals and the ability to achieve them, being motivated to maintain good relationships between them and the employees. Law (2009) continues to mention various types of leadership styles which include, authoritarian leaders, democratic leader, and a laissez-faire leader. 

As mentioned previously by Law (2009), Nanjundeswaraswamy and Swamy (2014) agrees that organisations today need effective leaders in order to make the right decisions a leader must also understand the difficult decisions to make if any rapid changes occur in any organisation. If the task is structured well and the leader has a firm relationship with the employees, then effective standards will be brought out within the employees. Nanjundeswaraswamy and Swamy (2014) also outlines, studies have shown that democratic leaders take great care to involve members of a team in discussion such as briefing and plans and work with a small but very highly motivated team. Which leads on to the second topic of discussion, the police service. 

The police service as a general tend to use a variety of leadership styles to overcome problems and to lead the force. Outlined by Masal (2015) although there is a significant work environment which requires a shared leadership format, there is little evidence which shows how to enable shared leadership within the police. One of the key leadership roles Masal (2015) highlights in the text is the form of transformational leadership, and how it is operated. With the rise on terror, organised crime groups i.e. gangs, various terrorist groups, and cyber-crimes, various types of team work and networks became essential for the police in order to respond to numerous tasks. Shared leadership theory has departed from former hierarchy in the police and the way the ‘shared’ and deployed their leadership styles in order to influence their followers. In terms, Masal (2015) explains that, shared leadership is usually portrayed within groups of people or teams and then the leadership stems within that group. Masal (2015) acknowledges that, shared leadership creates a bond between the teams, which allows trust and effective communication. This would then result in a positive outcome and improve the conditions of work and an overall better policing. 

Traditionally, in the recent years the common leadership styles carried out by several forces has mainly been an authoritarian style of leadership. Sarver and Miller (2014) suggests that however, in recent years there has been a number of different leadership styles like mentioned previously, such as democratic and a shared leadership between the forces. This is commonly known as transformational leadership. Sarver and Miller (2014) continues to outline, that transformational was introduced because assistants were no longer responding to the authoritarian leadership the police were presenting, which lead to a preference in the shared leadership due to it’s effectiveness. It is important to understand and realise the factors that influence the leadership style to make leaders aware and prepare them for any future changes within the force. Transformational leadership is important to introduce new tasks in the force and to keep followers motivated when meeting new goals. [Sarver and Miller, 2014]. 

[bookmark: _GoBack]A large proportion of recent studies have used the Multi leadership Questionnaire (MLQ) which was introduced by Bernard Bass in 1985. It was used to conduct leadership research to work out different leadership theories. Campbell and Kodz (2011) emphasises, the questionnaire is mainly used to establish leadership styles among different leaders which is separated into three different categories.  Transformational, transactional, and laissez-faire. The full range leadership model looks to achieve three main outcomes. Willingness of the employees to make more effort, observing the effectiveness of the leader and the satisfaction of the leader. Campbell and Kodz (2011) continues to outline that a study in America showed that a supervisory study of sixty-four police officers, by engaging in qualitive research such as surveys, structured interviews. The research that was conducted, identified four main leadership of supervisory styles such as, traditional, innovative, supportive and active. This indicates that the leaders that were more active tended to be more proactive and good at making decisions. However, changing behaviour can have a significant difference in the police, instead of showing a transformational and a sharing leadership style, the study of the sixty-four officers, concluded in a high level of authoritarian behaviour and little inspirational motivation according to Campbell and Kodz (2011). This could significantly have a negative impact on the police service since there is little motivation between the forces, where as the shared leadership would offer an effective performance in order to reach standards and goals, this would make it difficult for more authoritarian leadership styles. 

However, there are other types of leadership to be found in the Police service. One of these briefly mentioned previously is a transactional leader. In the police force and any type of organisation, a transactional leader would tend to favour praise when a task has been met. Wheatcroft (2015) states that a transactional leader would only act if required, different from a transformational leader, where he or she will look to nurture problems before arising. Wheatcroft (2015) continues to outline that a transactional leader will promote obedience, and there is an element where employees must ‘know where they stand’. [Wheatcroft, 2015]. Meaning that there are boundaries where the employees must avoid crossing. 

Due to the fact that transformational leadership and transactional leadership often occurs as the most popular style of leadership in the police service, outlined by Pieterse et al (2009) transformational is the style of leadership that allows its followers to arise over their self interest in order to motivate them to perform better when expected. Like mentioned previously, this is compared to a transactional leader, where the leader makes it clear to what is expected. There are some positives and negatives which Pieterse et al (2009) outlines in the text such as, the transformational leader projects to stimulate follower’s behaviour by expressing an enthusiastic vision in the follower’s eyes. With an advanced behaviour, this will promote the willingness for the follower to go the extra mile. However, Pieterise et al (2009) argues that transactional leadership can be seen as a negative in comparison with the innovative behaviour with the transformational leader. It’s seen negatively because, transactional leaders are focused more on the role performance of an individual more than the motivation of performance. In conclusion to this, a transactional leader may be seen more as controlling and discouraging, this could cause less modern behaviour. 
Every public-sector organisation has a strategic and tactical action plan. On behalf of the police service, College of Policing (2013) the strategic plan is set out to achieve a number of objectives in order to reach their goal. This indicates that the gold commander, depending on the scale of the incident, whether it is firearms, public order or emergency and major incidents; must assume the overall command, responsibility and accountability of the incident. However, College of Policing (2013) also states, the command structure is role based rather than rank, meaning that senior leaders who undertake these roles should not automatically assume power. Nevertheless, they are accountable for any information and advice shared to the leader. 

This type of leadership is compared to a previous mentioned transactional leadership. When comparing the transactional leadership with the gold command structure in the police service, Swid (2014) a transactional leader will always remain the final decision maker, as well as that, decisions will be negotiated and discussed with the leader rather than using fear for the respect of the leader such as the classical authoritarian leader. 

When discussing tactical options, the police service takes, College of Policing (2016) suggests that police leaders and commanders have a number of options to choose from in their tactical plans. Leaders should mix their options up and learn to adapt to them. A good leader will perform tactical actions on accordance of, what the use of the tactical action aims to achieve, what factor could help these actions achieve the outcome and what are the risks when applying tactical actions. A fine example of this provided by College of Policing (2016) are the arrest teams. Commander must ensure that all arrest policies are met and maintained, and when dealing with emergency situations, a leader must ensure that a dynamic risk assessment is set out and communication is sustained. 

Then again, a police officers leadership style can come across as an authoritarian style. When considering police powers and accountability, the fairness in the organisations does not always depend on the law. According to Council of Europe (2000) in order to build inner fairness in the police leaders must convert into the authoritarian style leadership. Council of Europe (2000) continues to imply that the reason authoritarian leadership is applied in a democratic organisation since it gives the employees a willingness to carry out their duties instead of being commanded to do so.  

In conclusion, good leadership in the police consists of a leader who can accomplish the responsibility and deliver performance and standards. The role of chief constable the highest rank in any UK police force. Every Chief Constable has a professional framework to follow, the National Occupational Standards (NOS). When highlighting the personal qualities of a chief constable it is significantly important to realise the leadership skills that come with it.  A chief constable leads in three aspects, leading strategic change, leading the police officers and managing general performance in the police force.  Skills for Justice (2018) outlines, a leader should consider the strategic change in the force, establishing the vision on the values based on the police. SFJ (2018) also suggests that a leader must prompt and deliver organisational change, meaning when it is time for a change the leader should act quick. Apart from delivering change, an effective leader should identify a good value for money for the police force and inspire encouragement in the forces partnership organisations. SFJ (2018) continues to outline, when leading a number of police officers, the chief constable must ensure they and the team meet organisational goals, giving direction and command about expectations clearly, for example a gold commander in any emergency incident as mentioned previously. a chief constable shall create enthusiasm and commitment in the force by rewarding officers for good performance. This trails back to what a transactional leader would come across as in regards to rewarding the officers when maintaining a duty and executing a task. Finally, SFJ (2018) mentions the Management of performance, where the chief constable would monitor progress in order to ensure that strategic actions are met. Delegates responsibilities appropriately and empowers people to make decisions, holding them to account for delivery. [Skills For Justice, 2018]. 
















Reflective report 

As part of a completion of the Rhossili activities back in March, we were required to undertake a number of activities based on our knowledge and experience. These activities included, rock climbing abseiling, orienteering and bush craft. Before the activities began we were required to organise each other in teams. In order of completion of the activities, we had to answer a number of questions based on personal experience, ways to come across any issues and even dietary requirements. 

On the first day we were involved in two main activities, the rock climbing and abseiling. Before setting off to the activity the leaders on the day ensured that all safety equipment was available and safe before using, this equipment included, helmets, harnesses, rope and carabiners. Another safety precautions the leaders had to ensure was the safest route possible. Avoiding as many obstacles such as rocks and slippery pathways as possible. In walk from the residential centre to the activity point was approximately half hour, and in that we had a very short briefing of the day ahead. 

Team work 

When discussing leadership, it is important to discuss team work as well. Belbin (2018) states that a good team worker, helps the team to develop, and identify the work needed to carry out tasks on behalf of the team. However, a good team worker can be indecisive and would tend to avoid conflict. An effective example of team work on that day was, participating in the rock climbing activity. We were set out by the instructor in five teams of four where we each had a role to take, whether it climbing, belaying or feeding the rope on descent. Good team work was essential on that day as the team was able to become more familiar with our surroundings and to complete the task in the most effective way. 


Difficulties 

As we got to the activity point, I realised that disagreements in the group was inevitable, for example, on the day some people did not want to participate in the same activities, which made it very difficult to separate us into the group. As a good form of transformational leadership, which the instructor portrayed on the day, it was beneficial to work through the problem properly. A good transformational leader would listen to everyone’s point of view and about a certain decision. it also establishes everyone’s boundaries and how far a person can take a situation and overcome any difficulties. A fine example of this was involving myself on the abseiling activity. As I reached the top of the crag, I was enthusiastic, but until I looked down and realised my surroundings and the environment this made it very uncomfortable and difficult for myself to execute the descent. So, I turned around and walked back down. After everyone had finally completed the descent, it was time to return to the residential centre. Not before the instructor came down to re assure me and lead me back to the crag. I successfully abseiled the rock, with the reassurance of the instructor.  The accomplishment in this was for me to face the challenge and overcome this with the help of the instructor, which clearly portrays good transformational leadership by the instructor. Cherry (2017) outlines, that transformational leadership is a style of leadership which can inspire positive changes in those who want to follow. Cherry (2017) also states that there are four components to follow the leadership theory. These include, encouraging creativity within their follows by logical inspiration, individualised consideration, inspirational motivation and finally ideal encouragement. The three instructors on that day who helped me achieve my difficulty certainly did portray all four of these components of a transformational leader. 




Orienteering and Bush craft 

The second activity we participated in was the orienteering and bush craft. The same type of leadership style was represented by the instructors as were firstly, to take a walk using identified routes by the instructors to lead us to the activity centre. After that, we were then instructed to take part in fire making activities. Having studied team work and leadership skills in previous modules in the university, we decided to put them into practice, as we were orienteering to the activity point, the team was required to carry at least one piece of equipment necessary for that day. Nevertheless, we were aware that there were risks to overcome. By following Meredith Belbin’s team roles, we identified those risks by applying skills such as, team work, coordination and especially monitor evaluation, where Belbin (2018) also proposes, that a monitor evaluator is the ‘logical eye’ within the team, making neutral decisions when required and finding alternatives to overcome difficulties. 

As we arrived at the location, we were all sat down and taught how to make a fire properly and safely by a variety of ways we were also instructed how to carve wood by using a number of sharp objects. Clearly, the mentors had to undertake a dynamic risk assessment to identify any risks such as, fire related injuries and blade injuries. However, there were also some difficulties which occurred on that day, as not everyone was confident enough to participate. As well as that, we were running on a tight time schedule. Fortunately, for the instructor and ourselves, we were able to complete all tasks necessary on that day and return back to the bus with everyone counted and all equipment returned safely. 

To conclude on the two-day activities, good transformational leadership skills were portrayed well between ourselves and the coaches. However, there were some difficulties that did occur on the two days which were executed easily and overcome. Apart from the leadership skills we shown, we also worked well as a team. We coordinated and communicated well with each other and overcame our difficulties and challenges together. The only negative feature about the Rhossili activities was the time. If we had more time to undertake the activities I believe that our skills and knowledge could be attributed more effectively.  
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