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Weihrich et al (2008) propose the notion that leadership can be defined as one of the most important aspects of organisational management, as it contributes not only to the wellbeing of staff but also the performance, integrity, and effectiveness of organisations. Ridler (2021) says poor leadership across police forces - which consequently allows for maladministration, insufficient managerial support, and unsatisfactory planning - is acting as a catalyst for the sharp increase in police officers voluntarily resigning and ending their police careers altogether. Porter et al (2015) add that proper leadership is not only vital to ensure morale is maintained and that serving officers feel valued as they put their lives on the line to protect society but, there is also a degree of essentiality for proper leadership to promote ethical behaviour – which appears to be a significant problem area in recent years due to a surge in cases of police brutality, institutional racism and inequality by police officers. With the importance of leadership identified, this essay critically evaluates the application of Transactional, Transformational and Democratic leadership theories within the police and how these theories impact and influence police behaviours and performance.

[bookmark: _Hlk91511457]Transactional Leadership, according to Stojkovic, Kalinich, and Klofas (2015), is widely employed by police forces around the world and is often considered as a well-regarded form of leadership. Transactional Leadership naturally works well within public services as it follows the traditional hierarchical line of command – seniors will issue directives and lower-ranking officers and personnel will be expected to follow as required without questions or resistance, in return praise or discipline are administered (Stojkovic, Kalinich, and Klofas, 2015). Since this leadership theory embraces a reward or rebuke approach in response to behaviours and actions, it is said that those following the orders are likely to be effectively motivated due to rewards which have distinctly defined parameters (Gaille, 2018). Additionally, Gaille (2018) adds that due to the chain of command which Transactional Leadership operates on, it prevents confusion in high intense scenarios where clear direction and leadership is critical to ensure public safety and appropriate incident responses. Lawson (2005) notes that when the 7/7 bombings occurred, there was a significant level of emotion and shock due to the perpetrators being British and therefore, ‘homegrown’ – fortunately, as the Transactional approach was applied, it barred rogue officers, controlled by emotion, from acting in ways which may have led to worse consequences and at more detriment to society and fellow emergency responders. 
However, as Transactional Leadership requires contingent reinforcement and constant supervision, it prevents superiors from taking the time to assess the skills of their subordinates in order to transform them from followers into leaders (Gregory, 2003). Julseth, Ruiz and Hummer (2011) further add that the decline in police officer retention rates is linked to low levels of motivation and job satisfaction – largely caused by the lack of appreciation and hostility instilled by senior officers on the chain of command. Julseth, Ruiz and Hummer (2011) directly contrasts what Stojkovic, Kalinich, and Klofas (2015) published about Transactional Leadership increasing motivation. Therefore, undermining whether the Leadership style ought to be reviewed. Additionally, although praise was given by many, including by Lawson (2005) as mentioned, criticisms arose regarding the Transactional Leadership approach taken during the 7/7 bombings. Due to technical issues, there was a delay between responders arriving at the scene of commands being issued by those higher up. Gaille (2018) argues that Transactional Leadership approaches ingrained in the police inhibits creative and innovative responses to be taken by those first-on-scene due to rigid and archaic hierarchical structures. Therefore, as presented by Hughes (2006), when failures occur, in this case there were significant communication problems between police forces – Transactional Leadership leads to an inward rather than outward working approach as officers on the line of duty at the scene of the events were consequently restricted and deterred from seeking remedies and overcoming the challenges they were presented with due to fear of disobeying commands – even if they were, retrospectively viewed as, questionable.  
In direct contrast to Transactional Leadership, Transformational Leadership focuses on ensuring that individuals are provided with the investment, and mentorship to develop their skills and in turn, progress within their careers (Lee, 2020). Lee (2020) notes that the key benefit of Transformational Leadership is that it allows for two-way communications rather than the Transactional one-way approach. As earlier mentioned, Julseth, Ruiz and Hummer (2011) highlight that the decline in retention rates are linked to lack of motivation due to insufficient appreciation by senior staff. Magny (2021), with support from Lee (2020), provides that by embracing Transactional Leadership and coaching styles could allow for better retention rates, positive change, and creating and sustaining an organisational environment which allows for legitimacy and continuous development. Within this form of Leadership, senior officers are expected to act as mentors, coaches – allowing their skilled and competent lower-ranking officers with greater autonomy and solution thinking (Berg & Karlsen, 2016). 
Warren (2018) says that the issues being experienced in relation to police resistance and the ongoing reputational resistance between society and the police in light of recent events – most notably the killing of George Floyd in America and the clash between the police and campaigner’s at Sarah Everard’s vigil in England – has led to researchers concluding that professional needs of today’ police officers are not being satisfied and therefore leading to poor morale manifesting itself in the following consequential results. The College of Police and training provider, Police Now both have established leadership programmes for new police officers as well as senior officers – thus, representing a marginal shift in leadership approaches (Birkbeck University of London, 2021). 
Despite the benefits of Transformational Leadership, Miller (2019) adds that this approach allows for unidirectional influence and can often lead to a break-down in authority in high-intense environments as lower-ranks view those who are above them in the hierarchical structure as their mentors rather than, their superiors and commanders. As explained, the police operate on a chain-of-command system and as shown by the 7/7 bombings, this can be viewed either as a positive or as a negative depending on the stance. Lee (2020) describes Democratic Leadership as an approach which allows multiple individuals, regardless of rank, to participate in decision making – something which is unusual within the police and other alike government public services. 
Porter et al (2015) expands on research gathered and explains that a substantial number of senior personnel and frontline staff were in support for a more Democratic style of leadership to be embraced as it allowed for better commitment to organisational values and promotion of ethical behaviour. Hampton (2011) adds that although team members can provide input, senior officers will still take responsibility when final decisions are made to formulate a conclusion, but they will be better influenced rather than subject to sole perspectives. Gaille (2018) reinforces support for Democratic Leadership – after arguing that the Transactional Leadership approach taken in the 7/7 bombings allowed for an inward and delayed response due to frontline staff not being able to respond in ways, they agreed to be suitable. Instead, Gaille (2018) proposes that had a Democratic Leadership been applied, frontline officers may have been able to respond faster and more effectively. Hampton (2011) reiterates that this leadership style is not about removing the role of senior officers, but rather allowing for greater team-involvement. 

Chukwusa (2019) argues that despite the positives, the mentioned leadership theory may not be applicable in high intensity environments – which would eradicate most of police work – due to risks that consensus might not be achieved, and even when a consensus might be obtained, it could incorrectly sway the decisions that are made in attempt to uphold a valued and respected team relationship rather than what would lead to the best outcome.  However, the College of Policing (2018) contest this notion by explaining that by utilising the National Decision Model, it acts as a safety net to ensure that the decisions and actions being made are well-informed and any unnecessary risks are minimised. 

As reported by the BBC (2021), the new Chief Constable of Greater Manchester Police has blamed the force’s failings – including the controversies linked to the force failing to record over 80,000 crimes – due to poor leadership, or lack thereof. Williams (2021) further adds that the most unfavourable findings from an inquiry which investigated the leadership failings was related to leadership and culture. Williams (2021) further adds that the failings were largely since senior officers were not aware of the demands which frontline officers were left to deal with. Stojkovic, Kalinich, and Klofas (2015) further support that if there are poor relationships between leadership and frontline personnel, then it leads to a lack of motivation and consequently, detrimental failings occur. Geller and Swanger (1995) note that police forces struggle to adapt well to internal structural and leadership change – as a result, there is pervasive inclination to follow obsolete and ineffectual management strategies. Batts, Smoot and Scrivner (2012) explains that many senior police staff developed their careers at a time when there was significant influence by traditionalist culture and conservative approaches. As a result, there is belief that the police struggle to implement new leadership theories because the senior officers are likely to be uncomfortable with seeing organisational structure changes and question these changes as they have been trained to survive in a society influenced by industrial markets, political chaos, and intense controversy - as a result, question the relevance of why change is needed and confrontation occurs between the typically older senior officers and younger frontline officers (Batts, Smoot and Scrivner, 2012).   




In conclusion, despite there being a large basis of support for a refresh of leadership styles, there remains to be hesitation when it comes to completely reforming police leadership approaches due to concerns that consequential issues will arise when alternative leadership styles are used during highly stressful and intense environments (Zhang et al, 2012). Nevertheless, many academics and sources including Ridler (2021) and Weihrich (2008) strongly argue that it is clear reform is needed and this is clearly represented by frontline officers who feel a sense of underappreciation and therefore, are not performing as well as they could be which then in turn, leads to major failings as seen by Greater Manchester Police Force (BBC, 2021). Batts, Smoot and Scrivner (2012) explain that there is need for a country-wide review of senior leadership styles and for more 21st-century like approaches to be utilised. However, how this will look is unclear at present and is likely to be subject to a considerable number of debates, research periods, reviews, and trials. Although, it seems likely that one style of leadership will not be effective nor sensible – rather, an amalgamation of several styles ought to be considered and balanced to ensure flexibility while maintaining, if not improving, overall performance and effectiveness of the work that the police do (Batts, Smoot and Scrivner, 2012).  
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Reflection of Leadership Strategies
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Task: Complete a 1000-word reflective report (you may use the first person) critically evaluating the leadership theories and strategies utilised during a personal/professional experience or an experience whilst at university and evaluate the effectiveness of the theories to overcome the challenges presented.  
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[bookmark: _Toc92221690]Introduction 

Housing Associations and Housing Officers have a core social purpose – assist those in need, ensure robust communities and to do so in a way that allows individuals to lead prosperous, secure and encouraging lives (The Management Centre, 2016). Homeless charity, Crisis (2021) provide that the United Kingdom is currently experiencing the worst social housing shortage that the country has ever faced – social housing properties are scarcer than ever despite the need for them continuing to increase as family needs change and people presenting as homeless and require a social property. In a time where there are housing shortages, an ongoing global pandemic and a statutory duty to house those who present homeless to local authorities under the Housing (Wales) Act 2014 – the right leadership guiding the collaboration between Powys County Council’s Housing Officers and Pobl Group’s Housing Intervention Officer role is more critical than ever. 
[bookmark: _Toc92221691]Summary of Experience 

As the only Housing Intervention Officer in South Powys, I work closely with Council Housing Officers, Housing Management and Options Officers as well as Private Landlords and Bond Schemes, who as a joint effort, deliver housing support to individuals who have presented as homeless to the Council and therefore, are being temporarily housed in temporary properties until permanent properties can be allocated to them. A mammoth task like this requires clear and well-implemented leadership on my behalf for those who are beneath me on the organisational structural, leadership from management and last, leadership from Council officials. 

[bookmark: _Toc92221692]Democratic Leadership 

Democratic Leadership, as described by Lee (2020), allows multiple individuals to participate in decision making. Weekly meetings between myself, management and key Powys Council Housing Officers allow for open discussions to be had about the current housing stock, open caseload of clients and what is next to secure permanent accommodation. This in turn, allows for progress to be made with cases and for all personnel to provide input to reach the shared goal. Democratic Leadership allows for better relationships which are built on trust as well as higher levels of productivity and less absenteeism (Indeed, 2021). The mentioned weekly meeting allows for the two organisations, Pobl and Powys County Council, to build meaningful and effective relationships due to every individual having a role to play in decision-making about what steps will be taken to ensure that those who are homeless are receiving the support and resources they require - as a result, due to the active involvement, staff members feel more committed to their tasks (Indeed, 2021). However, Chukwusa (2019) provides that this leadership style may hinder and slow the decision-making process as it takes longer to reach a consensus and can lead to additional confrontation over viewpoints on what steps should be taken. 
[bookmark: _Toc92221693]Transactional Leadership 

Gaille (2018) offers that Transactional Leadership follows a hierarchical structure, those higher up in the chain-of-command will issue commands or make decisions which in turn, means that those less superior will be expected to follow the directions that they have been issued. Despite Democratic Leadership being present and playing a large role, naturally, due to the structures of both the Council and Pobl – there is a chain-of-command which must be followed in certain circumstances in relation to case management. Lee (2020) provides that Transactional Leadership allows for quick, clear and definitive decisions to be made in high intense situations. Since working with complex cases, often there are times when decisions need to be made without a democratic element. This in turn has allowed for the Senior Management Team in both Pobl and Powys Council to make quick decisions regarding how to safeguard staff members, comply with Human Resource’s requirements to prevent legal issues and preserve business interests. 
However, Transactional Leadership allows for poor leadership development as staff’s professional experience and competencies are trusted, but then are restricted in high-profile situations which inhibits fully rounded leadership development and progression to senior levels (Status Articles, 2021). Often, Senior Management have not performed front-line roles for some time, therefore become unaware of the challenges and trends which front-line staff are exposed to. As a result, there have been occasions where decisions have been made and have been challenged as certain factors are overlooked or not completely understood. 
[bookmark: _Toc92221694]Conclusion 

In conclusion, while performing the role as a Housing Intervention Officer, I have been subject to mainly two forms of leadership so far; Democratic and Transactional. Both these forms of leadership, as reflected upon, demonstrate positive and negative factors. However, from experience, it appears that these leaderships operate well in conjunction with each other. Democratic Leadership allows for staff to feel valued, to have control over the cases they supervise and lead, and to feel motivated (Gaille, 2018). However, this approach can encounter delays when decisions are being made due to a lack of consensus. Therefore, the use of Transactional Leadership then comes into play and proves to be beneficial as decisions are then made by superiors and means that how those decisions are to be actioned can be decided and implement. Overall, it appears that there should always be a balance between leadership approaches rather than sole implementation (Status Articles, 2021).
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