Daniella Fewings                                                                                                                                      1900678
                      
                      1900678




                   Daniella Fewings 



              1000 reflective report








Table of Contents
Introduction	3
Background	3
Transformational leadership	3
Situational leadership	4
Feelings 	4
Conclusion 	5
Action plan……………………………………………………………………………………………….5














Introduction
This report will discuss the leadership styles that I have experienced within my job role, and leadership styles that I have been led by. The leader is crucial because they will ensure that the organization's objective or goals are met within the scope and time constraints. The leader must be able to encourage and influence those around them. 
Background
The leadership styles employed by managers in running retail businesses have an impact on employee culture and consumer loyalty. Employee reactions and how they service consumers in the retail environment are influenced by how the leader uses their personality and temperament. To provide efficient and effective service to customers, retail leaders focus on managing employees and assigning tasks. Within my job role as a retail worker, I have to mange my department as I am a shift leader.
Transformational leadership 
 As a shift leader I provide my team with transformational leadership, I do this by identifying change if needs be. Christmas can be an extremely busy time in retail and working in a team can be stressful, when leading a time, I had to ensure changes needed to be made before the madness occurred Christmas week. I did this by changing peoples shifts to ensure there was always someone on shopfloor in case they were needed by a customer. Some of the staff weren’t happy about this as they are used to their normal shifts however, they were understandable as of the time of year. I also had to change the sections that people worked on so that the shelves were constantly filled. There are a lot of staff who have been on the same section for many years so me changing things around was a little uncomfortable for me, but it was for best intentions. I set goals each week that I was hoping my team would achieve with a reward at the end. This ensured that my team were energized, recharged and ready to work. The changes that I was making were positive changes to benefit the whole team as I worked around their availability. I always give my all to be team and am always positive towards them and try to lift their energy. Transformational leaders are usually energetic, enthusiastic, and passionate (Cherry, 2020). 

Situational leadership 
I have been managing my team for just over five years now, this means there are many staff who come and go. Sometimes staff members don’t want to work or don’t work as hard as others, along with bring unaware of how to produce good customer service, this is where I have had to use situational leadership when it comes to new staff starting and not meeting the expectations that other staff who have been there a long time have been meeting. Some new staff don’t know how to deal with some customers as they are new to the job, this is where I’ve had to step in and use this leadership. I’ve had to do this serval times since leading the team, sometimes its not nice as the new staff don’t take well to being told what to do so new on. I usually speak to the staff if I can see for myself that the member of staff is struggling with a particular thing and I think that my advice can help them improve in the job, I would never want one of my team members feelings as though they can’t ask for help. As a new starter it can be daunting if you don’t know how to handle a situation, especially if it their first job or they are quite young. Most of the time the new staff have taken it well and appreciated the advice given to them and taken it on board. The outcome of this situation was that the new staff were meeting the same targets that the staff who have always been there are meeting. The new staff also knew how to deal with customers after I spoke to them and learnt how to provide great customer service skills. 
Feelings
It made me feel proud and happy to know that the new person was settling in with the team and finding their feet within the job, it wasn’t nice telling them at the start but once the understood where I was coming from, they were fine. I felt as though the team thought I was being a little mean as they did only just start the job however, I mentioned that I didn’t show situational leadership they would still be doing things wrong which would be impacting the team with targets and complaints. Afterwards I thought about what leadership style that I used, and it was appropriate for the situation. 

Conclusion
Being a leader has taught me that the team are not always going to be happy with the decisions that I make, but in a job role I’ve learnt that you can’t please everyone if you have the best interests for the job. However, as I leader you’ve got to have a positive impact on the team to that they trust you can rely and depend on you. To do better in the future I can get my teams opinions before making my decisions and asking them about their feelings more often. The skills that I need to handle my two leadership scenarios better next time are better communication skills and to be more understanding of the situation. 
Action plan 
In future I will ensure that I make new colleagues feel as welcome as I can and explain in depth that if they are ever stuck in a situation then to come and ask me as id rather that than guessing. I will also do a pre rota to see if everyone’s happy with their change or shifts and departments before I put it up live. I work with many other shift leaders that look over other departments, I will speak with them and ask and understand how they handle these types of situations. I think I will be able to learn more if I follow up these steps in future. 
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                     The theories of Leadership and their application in practice

A leader's main role is to motivate and inspire other people by focusing on people and relationships rather than tasks. Tasks are important, but good leaders motivate and inspire others to do their best. It's important to communicate in a way other people can relate to and engage with. Throughout their lives, good leaders must communicate all the time. It means thinking about what other people know and how they are experiencing your actions, especially change (Foreign & Commonwealth Office, 2014). Almost all successful leaders share certain traits and behaviours, such as passion, authenticity, and a big picture view. While these traits or behaviours are not guarantees of success, they do help make success more likely (Gerson, 2021).  The research foundation regarding what makes a successful police leader is limited, and it is mostly limited to the effects of leaders on subordinates and subordinates' opinions of their leaders' efficacy (Kodz and Campbell, 2011). There was very little research that looked at the impact of leadership skills and behaviours on operational and organisational outcomes. As a police leader, you must set a good example of how to treat the public with respect and make fair decisions. This is also known as procedural justice. Leaders must be seen as fair in how they treat people and are open to challenges in any organisation. Leadership in the police force should be open, accountable, and fair (Justice inspectors, 2016). 
Leaders who practice transformational leadership generally display the characteristics of energy, enthusiasm, and passion. Not only are they concerned and engaged in the process, but they are also focused on helping followers make positive changes (Cherry, 2020). When organisations directed by this type of leader are both successful and loyal, this is an indication of a transformational leader. They put a lot of effort into the team and are concerned about the group's capacity to achieve its objectives. Transformational leaders can inspire a high level of dedication in their followers, which results in minimal turnover (Cherry, 2020). Police leaders who strive to inspire, provide a vision, provide intellectual stimulation, and appeal to their followers' moral principles, want to reach their full potential, and make a constructive contribution may be considered more effective than those who do not. There is evidence that they can have a good impact on subordinates' organisational commitment as well as their willingness to go above and beyond and follow orders (Kodz and Campbell, 2011). 
Transactional leadership is like authoritarian leadership in that it uses a rewards-based structure to inspire employees. Subordinates are given rewards or penalties based on their performance and compliance with the rules. Individual officers, according to the theory, will obey the leader's rules and vision because they are afraid of being punished if they don't do a good job, versus the expectation of positive reinforcement if they do a good job (Fritsvold, 2005). Evidence reveals that police chiefs who rely significantly on rewards and punishment, as well as management-by-exception' (management by exception) are less effective. Only take action when expected behaviours and/or service are not met. Using transformative behaviours (rather than delivery) may result in fewer problems. It has a favourable effect on subordinates. Nevertheless, evidence shows that transactional behaviours can have positive effects in specific circumstances, such as: Lower-ranking and less-experienced officers may choose 'goal-oriented' leaders over those in higher ranks; subordinates may esteem supervisors who utilise transactional behaviours and approaches to deal with poor standards and performance; When duties are thought to be unpredictable, role definition may be more valued; persons that utilise transactional behaviour and approaches to cope with inadequate standards and performance may be respected by their subordinates (Kodz and Campbell, 2011).
The situational leadership style is one in which a leader adapts their leadership style to the conditions of the current work environment or to the needs of the team. This style of leadership is not based on leadership skills, but rather on a leader's ability to adapt to the situation and the needs of the team (Indeed, 2021). Leaders who adapt their behaviour to the circumstances, such as their subordinates' years of experience, rank, and job, may be the most effective (Kodz and Campbell, 2011).
 Shared leadership, also known as democratic leadership, is a style of leadership in which all members of a group contribute to making decisions. Shared leadership can be applied to any organization, including private businesses, public schools, and government agencies (Cherry, 2021). The democratic leader oversees the deciding of who belongs in the group and who gets to make decisions. The democratic leadership style has been shown to be one of the most effective, resulting in increased production, better contributions from group members, and higher group morale. 2021 (Cherry).  To guarantee that police functions are carried out efficiently, it is necessary to consider if the police can embrace a democratic leadership style. The democratic approach empowers group/organization members to freely express their thoughts, ideas, and emotions. The leaders that use this strategy believe that by doing so, the members will be more creative and committed. In some circumstances, such as training, the police can effectively adopt a democratic manner. The training team's perspectives, opinions, and ideas can help to improve the training in a variety of ways (Das, 2014). Certainly, democratic leadership can aid in the creation of an environment conducive to constabulary inventiveness and devotion (Das, 2014). Because group members are encouraged to contribute their opinions, democratic leadership can lead to better ideas and more imaginative solutions to problems. A group's members are also more invested in and committed to projects, making them more likely to be concerned about the outcome. According to research on leadership styles, democratic leadership leads to higher productivity among group members (Cherry, 2021). On the contrary, Although democratic leadership has been considered as the most effective, it does have considerable disadvantages. When duties are unclear or time is of the essence, democratic leadership can lead to communication failures and unfulfilled endeavours. Members of a group may not always have the necessary knowledge or skills to make a significant contribution to the decision-making process. Democratic leadership can sometimes make team members feel as if their ideas and opinions are unimportant, lowering employee happiness and morale. Democratic leadership thrives in instances where members of a group are skilled and eager to share their knowledge, such as certain police forces. It is also important to have plenty of time to allow people to contribute, develop a plan, and then vote on the best course of action. (Cherry, 2021).
In contrast to democratic superiors, autocratic superiors behave more self-centredly, take more unilateral decisions, and supervise subordinates' work activities at a closer level (Muczyk & Reimann, 1987). Leadership styles can be used effectively in almost every aspect of police work. However, in the police force, tradition typically determines how they operate. The police were expected to subdue the Indian people who yelled anti-British chants during colonial rule. As a result, they developed an autocratic leadership style in which police officers were solely expected to "follow the boss." (Das, 2014). The army's operating style, i.e., "follow the order and then question," was the operating style. However, in a democratic society, such a manner of operation is not viable in the civil police force. The police officers may not question the leader's commands, but they may ensure that they are brought to the attention of the press, media, and legislative bodies. As a result, the colonial leadership style can no longer be considered acceptable in a democracy (Das, 2014).
Laissez- Fair is uninvolved in the unit's activities. Unless the leader's subordinates are experienced and well-motivated specialists, it's difficult to support this leadership style. "Leaders delegate all decision-making to group members" (Mondy&Premeaux, 1995, p.347). Police officers that practise inactive leadership (and essentially fail to lead) are virtually unanimously perceived as less effective, according to data. There is evidence that they can have a negative impact on subordinates' motivation to put in extra effort, but higher-ranking officers may be exceptions (Kodz and Campbell, 2011).
 Authoritative leadership is centred on tight regulations, with a propensity for order and a military-like approach at times. In such organisations, the leader has complete authority over the team, and subordinates are expected to just follow and obey rather than provide comments or ideas (Fritsvold, 2005). 
Depending on the leaders and events, the assumptions in Theory X and Theory Y may be appropriate in law enforcement. Officers who subscribe to Theory X's assumptions regard their subordinates as immobile and incapable of growth. As a result, they compel, direct, control, or threaten them to perform their duties. Because the police force is a hierarchical organisation with strict disciplinary regulations, it's more likely that some lower-level officers may use Theory X assumptions (Das, 2014).
John Adair's theories and work on action-cantered leadership are linked to a general theory on behavioural or functional approaches. The three needs on which the efficient and effective leader depends within the work team or group are task completion, team maintenance, and individual needs (Mullins, 2010).
The rise of emotional intelligence (EQ), which refers to the ability to recognise and control emotions in oneself and others (Gardner and Stough, 2002), is a relatively recent development in leadership theory in general. Goleman (1995) expanded on this idea by connecting emotional intelligence to effective leadership. He claims, for example, that cognitive intelligence tests like IQ are incapable of adequately explaining or predicting leadership performance on their own. There is evidence that the ability or capacity to perceive, assess, and manage one's own and others' emotions (ie "emotional intelligence") can be positively related to police leader effectiveness, but that high levels of emotional intelligence, when combined with high levels of narcissism, can also undermine effectiveness (Kodz and Campbell, 2011).
To conclude leadership is critical to the functioning of effective, efficient, and egalitarian police forces, yet it is a difficult notion to grasp. It is obvious that good leadership is essential for an organisation to operate in a way that maintains public legitimacy and trust. The fact that significant police scandals are frequently associated with leadership crises is convincing evidence in support of this thesis (Schafer, 2018).    Leadership has long been one of the most studied issues in the social sciences, but it is also one of the most ambiguous and misunderstood (Humphreys 2001). The traits and qualities of those who lead were analysed in early leadership studies to find a consistent set of traits that were present in all leaders. At this period, the focus of leadership research was on how leadership was applied to the police and how they accomplished the organization's duties and goals. The methodologies of researching leadership have changed as the leaders' working environments have changed. Despite the fact that strong leadership is critical, scholars and police organisations have struggled to measure and understand a number of key questions, such as what leadership styles are frequently in use by police supervisors, when and how supervisors can influence subordinate performance and output, and what differentiates effective and less effective leaders.
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