



        When looking at management as a concept, it is very clear that leadership is one of the most crucial parts to a successful management system (Weihrich, Cannice and Koontz, 2018). Applying theories to any form of leadership is important, as they help the leader manage with precision and efficiency. However, not all leaders and roles fit under the same theory or style, so it is up to the leader to find an appropriate theory and style that works not only for them, but for the role and situation (Nawas and Khan, 2016). This paper will explore several of the different leadership theories and styles, from transformational and transactional leadership to emotional intelligence theory (EQ) and identify how they apply to police practice specifically. What has been identified as effective in the field of policing and what has not? This will be determined by the various academia featured throughout this research paper in order to come to a conclusion that addresses police management in regards to what leadership theories can be applied (and in what situations).
        The first style of leadership that will be analysed is transactional leadership. According to Odumeru and Ifeanyi (2013), transactional leadership is the style of group organisation and management that relies on reward and punishment to achieve successful group performance. Qualities of transactional leadership can include one being action-orientated and directive in management to obtain what is required of the organisation and their team. Transactional leadership is the popular choice of leadership during emergencies and crises, as this style of leadership is effective at dealing with situations that need an immediate effect in order to obtain a result that is safe. A ‘no room for error’ mentality is taken up when applying this style of leadership to certain situations. This is supported by Neyroud (2016), stating that a good police leader needs to be able to be transactional in certain situations that require immediate action with severe consequences, as this form of leadership ensures such actions are taken carefully to resolve a crisis. When presented with a clear opportunity and duty to command, one must be able to apply a leadership style that ensures the optimal outcome and in a number of scenarios, it needs to be of a transactional nature.
        Another leadership style heavily discussed, especially alongside transactional leadership, is transformational leadership. According to Bass and Riggio (2005), transformational leaders will encourage growth and improvement among their followers with the aim of constantly seeking enhancement of the people in their team. The behaviour of a transactional leader is very important when considering the influence they have on their team. Due to the nature of this kind of leader, it is crucial that their way of leading inspires others. Berkovich and Eyal (2019), compliment this, by indicating the core values of a transformational leader. Honesty, duty and fairness are values that are so important to transformational leadership and the leaders that adopt this style, which makes sense of the importance of their influence as previously mentioned. It was identified early on that transformational leadership would be utilized well within a military environment. Yet, the more it was adapted and reviewed, the more people realised that it has a beneficial place in many different environments and work sectors, becoming a favourite style with leaders of various professions and industries. (Bass and Riggio, 2005). When examining transformational leadership in the context of policing, it is clear that it is a very popular style of leadership. Cockcroft (2014), states that transformational leadership has seen a growing implementation within the police service. Although it is utilised heavily in policing, it is important to note that policing is very often unpredictable, therefore, the same can be expected of the leadership styles too. A mixture of both transactional and transformational styles is more appropriate, as often transformational leadership cannot meet the demands of the idea of a transactional command to develop progress. It also comes down to how different police leaders define ‘police culture’, as their interpretations will have great influence on how they apply leadership styles to lead. With a unified definition on police culture, a greater and more cohesive quality of leadership could result (Cockcroft, 2014).
        When considering the point addressed by Cockcroft (2014), regarding the need for a mix between both transactional and transformational styles for police leadership, Odumeru and Ifeanyi (2013), help reinforce this. As previously mentioned, emergency situations do not need leaders who want to ‘change the world’, rather utilise the transactional exchange of reward and punishment to produce (from their team) an effective result to a situation that requires just that. Fisher, Weir and Phillips (2014), further supports this by highlighting the fact that transactional leadership is effective at achieving short-term goals and resolving a crisis or emergency is indeed a short-term goal. Fisher, Weir and Phillips (2014), shares Cockcroft’s (2014) idea of a blended form of leadership in policing, as it allows one to deal with a vast number of situations within the realm of police work. It shouldn’t be a case of either/or, rather which would be beneficial in this situation? (Fisher, Weir and Phillips, 2014), Sarver and Miller (2013), analysed the leadership styles of high-ranking/executive police officers in relation to transactional, transformational and passive/avoidant leaders. As stated by Frooman, et al. (2012), passive/avoidance leader is a leadership style derived from Laissez-faire and has a ‘hands-off’ style of approach to leadership. The leader is rather passive and lets their subordinates get on with the task as they see fit. Scholars have identified that this style of leadership is rather low on the scale of leadership effectiveness due to its lack of involvement with subordinates. Sarver and Miller’s (2013) results of this study included this passive/avoidance style of leadership and concluded that a transactional style of police leadership was found to be the most effective over a more authoritarian/transformational style. Subordinates reported that more effort was given under transactional leaders over transformational. Furthermore, they were identified to be more satisfactory in regards to their way of leading and yielding results from their team. Also, it was reported that transactional leaders received more complaints when compared to transformational leaders and passive/avoidant. This study indicates the attitude that officers have towards police leadership and what should be encouraged when training to enter leadership to become a leader that creates a positive environment that achieves.
        This leads into another form of leadership know as charismatic leadership. According to Swid (2014), charismatic leadership is linked to transformational leadership with the leader having a vision that they are able to communicate to their team. However, for a charismatic leader to be regarded as one, they must come across as a charismatic person to their colleagues. If they are regarded as such, they will have this extension on their already transformational style of leadership. This is supported by Hanslik (2018), stating that a charismatic leader must be identified by their peers and be able to lead with everyone recognising the policing culture that they lead by. Hanslik (2018) then links charismatic leadership to policing, more specifically, crisis management. They go on to note that policing crisis situations such as terrorism etc, officers can begin to view the world through a ‘dark lens’, which can in turn effect their overall personality, mood and moral. Therefore, it would take a charismatic leader to be able to lead these situations correctly to ensure the safety and mental well-being of officers. The charismatic leader must be able to control a shared vision of goals and culture in order to achieve this in an operational sense.
        Another leadership style worth analysing in relation to police leadership is Servant Leadership. According to Parris and Peachey (2012), Servant Leadership Theory was developed by Robert K. Greenleaf and sees the leader ‘serve’ rather than ‘thrive’ within their operational setting. Greenleaf also described Servant Leadership as not only a leadership style, but a way of life. You need to have the natural desire to want to serve, as this this is the distinguishing trait and motivational origin of a servant leader. Martin, et al.. (2017), helps contextualise this theory in relation to police leadership by describing the various positive effects that servant leadership can have on an organisation (in this instance, the police). It can also help relieve the anxiety that some officers may experience as a result of being intimidated by the rank or position of a senior officer when in close proximity to them. Building relationships through mutual respect rather than rank can have a massive impact on confidence, encouragement and innovation within the police to achieve new styles and approaches policing that greatly benefit the overall institutional aim. In a nutshell, working with and trusting a servant leader can improve communication and overall job performance in the police (Martin, et al.. 2017). In comparison, Davis (2020), argues that rank does in fact matter within the police. Through the traditional authoritarian-militant system of rank, officers are able to fully grasp police leadership and the role that they play in the large-scale effort of policing. Without the clear ranking and difference in authority, the defining lines of responsibilities, attitudes and roles begin to smudge, leaving officers unclear of their position within the organisation. This can be compared to the previously mentioned leadership concept mentioned by Odumeru and Ifeanyi (2013), surrounding the inevitability of crisis and emergency occurring as a part of being a police officer and how clear leadership and decisiveness is needed to resolve these kinds of situations. Davis (2020), reinforces Odumeru and Ifeanyi (2013) in this sense, by explaining the purpose of rank and how the chain of command is built to resolve situations with the most experienced of the officers leading the resolution. Therefore, it can be said that this authoritarian style of leadership that Davis shares similarities with the transactional style of leadership (Odumeru and Ifeanyi), in the sense that police work often creates situations where transformational and innovative attitudes simply create distraction and are not needed. This is argued by Zheng, et al. (2019), with research conducted indicating that leaders who take on an authoritarian style of leadership in the workplace will in fact reduce the positive atmosphere of the environment and staff will begin to feel unsure and disconnected. This can result in a reluctance to provide input on matters, potentially making the work environment counter-productive. Exerting personal dominance and intended distance from staff are traits that progress to these situations. Yet, with this being said, Davis (2018) does share this apparent reoccurring viewpoint held by Cockcroft (2014) and Fisher, Weir and Phillips (2014), that leadership should not be generalised and is a fluid process that requires situational judgement to maximise effectiveness.
        The next form of leadership that will be explored and is linked with flexibility is situational leadership (or the Situational Leadership Theory). As described by Dumas and Beinecke (2017), situational leadership is built around the idea that no single leadership style can successfully deal with any organisation as an effective form of leadership. Factors such as the people, tasks, environment (that create a situation), all make a singular leadership style that is not flexible to the situation ineffective at its purpose. A study by Brown and Li (2022), focused on executive police leadership and found that along with other leadership styles and theories, Situational Leadership yielded the best results. However, there are certain times when an executive police leader is in a public relations situation and this has proven to be a large factor of the significantly high turn-over rate for the role of Chief Constable, for example. Brown and Li go on to explain that there is a difference in a police leader being able to manage day-to-day policing operations and being able to lead in an external context, such as speaking to the public and press. Therefore, it is suggested that any police personnel wishing to progress to leadership positions must undertake more public relations training to ensure they are able to perform in these kinds of leadership situations. This is also discussed briefly in Neyroud (2016), stating that police officers in training to become leaders must be able to communicate with others not only within the institution, but externally too, as this is a major part of the role of a police leader. 
        The next leadership style that will be analysed is Emotional Intelligence, or EI/EQ. According to Goleman (2020), EQ is the leadership style that focuses heavily on reading and catering to the emotions of colleagues to ensure a positive work environment. Goleman proposes that the concept of emotional intelligence can be more significant than ‘academic intelligence’ (IQ) when aiming to achieve an optimal organisation that works. Furthermore, judging a person on an IQ level is not an accurate determining factor of whether they are fit to be a leader. Hawkins and Dulewicz (2009) link the idea of EQ with policing though a study and found that there are several positive outcomes when applied to this field. This is understandable when considering points raised by Lewis, Higgins and Muir (2019) surrounding policing and its risks. Police work in modern times puts officers and staff under immense pressure where mental health and wellbeing are at considerable risk. Anxiety, depression, burnout, fatigue and trauma (primary and secondary) are the six elements identified by the college of policing that are recognised to have an impact as a direct result of police working environments. 91% of officers that responded to a survey recognised that they had experienced periods of poor mental wellbeing while at the workplace. Furthermore, 90% of the same participating officers recognised a considerably low morale among their police colleagues (Lewis, Higgins and Muir, 2019). Therefore, with this considered, it is plausible that Goleman’s (2020) theory of EQ being more desirable than IQ in leadership and Hawkins and Dulewicz’s (2009) assessment of positive outcome of EQ-centred leaders in policing are steps in the right direction for police leadership.
        Another leadership style that is relatively new in its application is entrepreneurial leadership. As described by Roomi and Harrison (2011), entrepreneurial leadership is the style that aims to pursue different outcomes beyond the resources that are under control and easily available. Having vision and drive to take advantage of opportunities as they arrive to deliver leadership that is innovative are key components of this style. In addition, entrepreneurial leaders will encourage subordinates and have the ability to communicate to teams to take these opportunities in the aim of achieving competitive advantage. In the context of policing, entrepreneurial leadership has been applied in order to gain an understanding of its effectiveness and validity. Smith (2008) links this style of leadership with policing and suggests that this open style of management that allows individuals to use their natural action-orientated abilities to pursue self-development and innovation to reach valid conclusions. Regardless of rank, this style of leadership really lets officers pursue beyond what appears to be the operational limit to achieve in the workplace. The importance of future generations of leaders being introduced to the field of policing with the ability to develop this sense of entrepreneurship cannot be understated, as they are the leaders that will be able to shape and refine this take on entrepreneurial policing (Smith, 2008).
        This paper has analysed many different styles and theories of leadership and identified their relevance and importance in the field of policing. It is clear that they all hold their own importance depending on the situation and the culture (as defined by Cockcroft, 2014) they adopt, for example. The vast majority of the literature leans towards a more transformational style of leadership being the preferred for both the leaders and the subordinates, as seen in the majority of sources analysed. Some exceptions were present, such as Davis (2020) with the standpoint surrounding the importance of rank. In conclusion, it is suggested that the vast majority of those involved in the field of policing agree that a more open and transformational style of leadership produces not only better work results, but a far superior atmosphere and work environment and once again, considering the points raised in the report by Lewis, Higgins and Muir (2019), highlighting the difficulty and risk of mental wellbeing involved in policework, this transformational and situational approach to police leadership appears to promote a healthy culture and environment. Therefore, these open-thinking styles of leadership can be suggested as the most successful and effective forms within the field of policing.
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