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According to McCleskey (2014) the study and developments of leadership theories dates back to more than 100 years, meaning that leadership has always been within society. Seters and Field (1990) explains that leadership is one of the most developed but most complex and most researched field of study by organisations and psychologists, with all theories being heavily researched and developed looking into what works and what does not. Leadership is defined as a leader who behaves in a certain type of way and processes certain qualities and traits which people will look up to a follow and listen , the leader will use these qualities to inspire and support those through their development and participation during their tasks (Badshah, 2012). 
The word leader was first developed during the 13th century and the word was a theory before biblical times, the actual term leadership was further  developed during the 17th century, 4 centuries later (Stogdill, 1974). Bass (1985) further commented that scientists only started looking and researching into the deep topic of leadership until the 17th century. This information shows how complicated and in depth the topic of leadership and leadership theory is, due to it dating all the way back to the 12th century and where scientists started discussing and researching the topic of leadership since the 17th, and it is still a topic that is being heavily researched today. 
The research into police leadership began within the 1970s (Campbell & Kodz, 2011) the style of leadership used was unique and was difficult to understand due to the fact that police officer is not constantly being watched in a controlled environment by their managers. This makes it extremely important when police officers are in office that their leaders show great and inspiring leadership, this will lead to police officers preforming their best when they are not being watched, meaning they will be highly motivated and as they are leaders, they will motivate their colleagues. 
Within the Police there are multiple roles of leadership, the lowest level is a police officer, then a Sargent, Inspector, Chief Inspector, at the top is Chief Constable (Wilson Jr, 2015). This means that within the police no matter what the rank, everyone is a leader, and they will perform some form of leadership within their day to day lives, within work and outside of work. (Park and Hassan, 2018) explains that a senior officer within the police, their leadership style does have a big impact on the followers and how they preform within the work place, leaders that provide moral support, compliments and praises and also rewards, such as early finishes and treats tends to have a positive impact on behaviour. 
Transactional Leadership Theory was first developed by Max Weber 1947, Weber explained that leaders are authoritative but charismatic, however Transactional leadership was further developed by MacGregor Burns, where MacGregor explain how leadership is made up of two types, this is transactional and transformational leadership (Odumeru and Ogbonna, 2013). Transactional Leadership looks at the relationship between the leaders and followers, where the leaders set a structure of specific rules that must be followed and achieved, leaders achieve this by using rewards and punishments for their followers, to achieve the best goals and increase productivity in the work place (Sadeghi and Pihie, 2012). Furthermore, Transactional leadership relies on their follower’s self-motivation, which allows them to work efficiently, following the leader’s strict instructions to eventually complete the job (Sarros and Santora, 2001). Within the police self-motivation is extremely important because officers are often out on their own working so they cannot rely on being motivated by others, however they may be motivated by their colleagues out on the job from working on different cases together, but as all police officers are leaders they all must motivate each other to have high moral to get the best out of their work. 
Alavi, Rabah, and Jones (2021) describes some disadvantages of transactional leadership. For example, transactional leaders are labelled to be inflexible. Alavi, Rabah, and Jones (2021) explains that transactional leaders prefer to set the goals, rejecting and not listening to their colleagues and doing the job in the way that it needs to be done. another characteristic is that these leaders are stubborn, and they lack the capacity to think outside of the box when it comes to new ideas. This could make real life situations like the police difficult for this style of leadership because police officers need to be able to think of ideas on the spot and make fast decisions. If police officers do not make quick decisive decisions, it would be impossible to do their job effectively, due to scenarios changing fast and police officers need to have good problem-solving skills. 
Furthermore, Alavi, Rabah, and Jones (2021) explains transactional leaders tend to naturally focuses on only the short-term goals, this allows the leaders to see their results quickly. This means that transactional leader’s main goal is to achieve the most in the shortest amount of time possible rather than setting out a structured plan over a long period where they slowly achieve lots of goals and hit certain targets.  This point can be seen as a positive or a negative within the police service, depending on the situation an officer is in, they may need to make sort or long term plans and make the best decision whether they are dealing with a short issue such as an stop and search where, the police must make the best decision with how to deal with the issue, or long term decisions where this could be a investigation into a serious crime. 
Burns (1978) explains that leaders will give followers rewards for when they do what they are told or what the leader wishes, this includes an increase in money or an increase in status or respect from the leader. This means that followers are more likely to work harder and achieve more in the sort run due to those wanted these rewards fast therefore always listening and acting on what the leader suggest for extra money, or other rewards they might offer. However, Bass (1985) explains if the trust between the followers and leadership fails, for example if the follower does not want rewards, then their leadership theory is no longer efficient, transactional leadership theory is extremely reliant on the physical rewards between leader and follower, meaning that if the follower no longer wants the rewards, then the theory is no longer valid. 
According to Sadeghi and Pihie (2012), transactional leadership allows leaders to complete tasks and goals simply and efficiently, completing objectives in performance and efficiency, and by motivating their peers through agreements that leaders and followers discuss that will benefit both parties. Furthermore, leaders will take charge to avoid unnecessary risks of mistakes and failures from their colleagues, they are able to keep control of what their peers do, and by taking charge will help the followers stay focused only on the task in hand, which will increase workplace production. Transaction leadership is effective when it come to making those fast clear decisions that those need to follow, to achieve the end goal (McCleskey, 2014).
An example of when transactional leadership is needed is during the probation of a new police officer. When a new police officer starts to work they may not have any experience in the work place, or how to deal with different scenarios, this is where they will need to be told and given direction from their follow staff. Furthermore a probationer may need extra pushing to better themselves when being able to complete a job, this could include different rewards, such as not having to work on past the time that their shifts end, or by giving them compliments on when they excelled at a certain type of job, even if it’s a small compliment the outcome could be extremely positive and effect how the probationer wants to learn and it will make them more confident and wanting to do the job.
Situational leadership theory was originally developed by Paul Hershey and Ken Blanchard in 1969, Hershey and Blanchard explain that for situational theory to be effective, all parties involved the leaders and followers, they must be willing to have respect for each other (Hershey and Blanchard, 1969) and to be willing to listen, to achieve effective change to each situation (Bass, 2008). This means that if there is no trust or communication between both parties, situational leadership will not be effective and there will be a lack of communication, which will lead to mistakes and potential serious issues, for example the relationship between the police and the public may be disrupted, which will cause a lack of trust between them.  
Grint (2011) explains that situational leadership theory is where the leader must understand the current situation and adjust their leadership skill to suit that situation to achieve the best results. This means that situational leadership allows the leader to be flexible to their leaders, with how they adapt and change their leadership to suit every situation, this is extremely important within the police due to the fact that every situation that the police will deal with each day is not the same, therefore needing to adapt and change is extremely important. 
This form of leadership requires the leader to be able to adapt to different situations, Hershey, and Blanchard created four styles of leadership within the situational leadership theory, these are telling, selling, participating, and delegating, each style that is used is determined by the persons maturity and how much support a person may need help with as situation (Leadership studies, 2023). 
According to Hersey, Blanchard, and Natemeyer, (1979), the first style for situational leadership is telling, this is for people who has low maturity, these people definitely need specific and clear instructions and full supervision, but they are reluctant to complete their tasks. During this style the leader will need to take responsibility for explaining to people what, where, when why and how to act and to deal with a certain situation. An example of this could be a someone new to their police job but they are unhappy or un motivated and do not show any willing to work, they need someone always pushing them to work. Secondly the next style is selling, this is for those low to moderate mature individuals, these are those who want to work or complete a task while showing enthusiasm, but they are unable to because they need the help and support to take ownership of their decisions. This style is where the leader needs to show lots of enthusiasm and willing to help the officer, they may not understand a task they have to do but they are very eager to learn and try to understand what they need to do. The third style is called participating, this is for those for moderate to high maturity, these people are capable of completing the tasks, but they do not have the enthusiasm or the self-confidence, the leader must communicate with the follower to give them support but the follower must give communication back. Within this style the leader and follower must communicate with each other to make decisions, but the leader will make the final decision. The last style is delegating, this style is for those who have a high level of maturity. This style is used when the followers have the enthusiasm, the ability, and the motivation but there is still some direction needed where the followers need help. An individual has more choice in regard to their actions and the consequences of these actions, the leader therefore does not need to give direct instructions shown in the previous two styles. The main idea of this leadership style is that it is judged on a case-by-case basis. The leader must have an understanding of the people they are leading and use this knowledge to guide individuals. 
Within situational leadership, the leader must be dynamic and willing to change their style to suit the needs of every individual, this way of leading is a benefit to all of the followers (Rubin, 2013). This suggests that it is a benefit to all of the followers of those situational leaders because the leader will be aware of the level of help that you may need , they will be able to get the most benefits out of their peers, but they must understand how the person may feel in the current moment, for example if they are motivated but they don’t understand the task at hand, the leader will then adjust their leadership to suit the style of their peer. It may also suggest that it is not only an advantage for the follower but its very rewarding for the leader which may keep them motivated if they are seeing the rewards of their leadership strategy with their peers.
However with situational leadership theory, those who are working for the leader in these situations may feel that this style of leadership is used to manipulate and that some people may think some people are getting more support and help than others and believe that this is unfair and everyone should have equal benefits, this will cause retaliation and low moral within the workplace, therefore leading to people not wanting to work (Caldwell, 2015).  According to Nicholls (1985) situational leadership theory has three different flaw within the workplace. Nicholls explains that the theory has a lack of consistency with how well the leadership works within society,  it lacks stability, meaning that the leadership may work with one person but another may need a different technique, and finally this leadership will need everyone to comply and believe that it is fair and those who do not need as much help with something that they will stay as motivated as someone who is benefiting from the leaders enthusiasm. 
In conclusion leadership and leadership theories have been around for centuries, scientists and psychologists have been researching and developing different leadership theory styles for many centuries. To every leadership theory there are many positives and negatives, all of these need to be considered before using a certain type of theory that will suit your workplace. Within the police there are hundreds of theories that are used for all different types of jobs. Transactional leadership and situational leadership theory are two examples of where police officers will use every day, to get the best outcomes possible. Transactional leadership looks at how the leader will use all types of rewards to get the most out of their followers, where as situational leadership focuses on the individual and they adject their leadership depending on that that person may need, such as extra support or guidance with a task. Leadership theories are always changing and adapting within the police due to how society changes and how they react to different leadership styles, there will always be positive and negative points with all leadership theories because every individual is different and the way the theory may work at one time in society it will not work the next this is due to people being motivated by many different factors. According to Caldwell and Anderson, 2017) it was found that police officers with a good metal, and healthy well being in work and a good relationship with their leaders and staff will allow the officers to be able work better as a team, but also achieve better results, which include being able to help more vulnerable people. According to Yarlagadda, et al. (2017) explain that police officers who had leaders that had high ethical morals and had trained in leadership did not mean that they made good leaders within the service, many police officers found themselves having low moral within the workplace, this therefore led to those not preforming their best. This shows that it is extremely important for officers to have and to be the best leaders within society, the public will be more inclined to ask for help when they need it, and they will look to turn to an officer on the street, the police relies on its relationship with the public. Furthermore, within the service an officer will be more inclined to work harder, with good moral if their Sargant or Inspector have good leadership and a good healthy relationship with the officers and staff. 
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