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	Goleman (2000) conducted a study which researched more than 3,000 executives as leaders in their respective role. He outlined many different leadership styles that are identified with the majority of leaders in today’s age. Authoritarian style, described by Gill (2014), is familiar with the military, as well as political leaders and driven sports coaches. However, this style has largely become less popular as other more effective leadership styles have risen to the fore in more contemporary times. Autocratic leaders often lead and drive people through their own way, with very little room for leniency towards others, this style is beneficial if a company or organisation needs situations to be dealt with or tasks to be completed with minimal mistakes. The opposite leadership style to an autocratic approach is the democratic leadership style where team members are consulted regarding decisions.  
	Gastil (1994) explains that democratic leadership is the behaviour which a leader shares decision making responsibilities with others in the organisation or company. This type of leadership has been found to be very effective whilst at the same time creating higher productivity, inclusion and the promotion of social equality throughout a workforce. 
	Eagly et al (2003) describe a laissez-faire leadership style as giving the employees the power to have control over their own decisions. The leader provides the resources and the means to the tasks, however, he or she will not get involved with any of the decision making unless their assistance is requested.  A transactional leader is someone who values order and structure, with their focuses mainly upon results and the already existing structure of an organisation. This type of leader is mainly responsible for maintaining routine by managing individual performance and facilitating group performance. (Spahr. P. 2016) Furthermore, a different type of approach to a transactional leader is transformational leadership.
	Pielstick (1998) believes that transformational leadership is an approach that causes individuals to change and adapt within different environments. If the changes are valuable and positive, followers eventually have the opportunity to become leaders themselves, as this type of leader, it is essential to be seen as a positive role model which in turn will inspire others to be the same. By also challenging others to take care of the work which they do, the leader will also understanding the strengths and weaknesses of the workforce and align them with tasks that will optimize individual performance as was as the performance of the company as a whole.  
	According to the college of policing leadership review, interim report of 2015, leadership is described within four main dimensions which are individual, operational, senior and organisational. Individual members of the police service must all have leadership attributes to be able to succeed in their chosen roles, operationally, leadership is crucial among incident management teams especially during life threatening situations. At senior level, leadership is different due to more wording, senior level leadership relates to strategic planning and commanding larger groups of individuals, while finally, organisational leadership involves dealing with governance, executive and direction of service at a systematic level (College of Policing, 2015).
	The college of policing highlight that there is no single style of leadership or models used by the force but rather a more collective style of leadership is encouraged, as this has proved to be successful amongst other organisations. This thinking allows a leader to become an enabler and lead to a way that they believe to be most effective whilst ultimately working towards supporting and communicating with the team (College of Policing, 2015).
	Pearson and Herrington (2013) explain how contemporary police forces are required to effectively understand and operate in a number of dynamically changing situations. Many social, political and organisational issues arise on a daily basis whether that be for a Police Constable on the beat or a Chief Inspector. Within this day and age there is more of a demand for transparency, accountability, advancement in technologies, growing austerity, reforms, need for community engagement and as well as new crime types being discovered regularly.   
	To operate effectively in these dynamic environments, Pearson and Herrington (2013) argue that a need for successful leadership in the police is essential and their findings highlighted seven main characteristics regularly used by police leaders throughout a force. Being integral and honest in everything that a leader does allows trust to be generated from those looking up to their leader, as well as this, being able to generate trust from others ranked above the leader within a large organisation such as the police, allows that person to work well organisationally with the community. 
	Closely related to trust was the need for legitimacy and a need for the police to be seen to be ethically and morally doing the right thing, as well as being seen to be hands on in front of and for a team when needed. Research conducted by Person and Herrington (2013) indicated that more senior leaders needed to understand the importance of being a good role model, with many of them already recognising this as they passed through the ranks to get into the position that they are now in and seeing leaders before them as respectable examples. Finally, effective communication was also identified as a beneficial trait to have as a successful leader in the police, as subordinates need clear instructions to what tasks and functions need to be organised throughout a day, week or month. 
	Police leadership has come under scrutiny on many occasions, one particular case being the Soham murders. Morris (2004) of the Guardian wrote that according to inspectors the girls might have lived if it were not for the leadership failures of the Humberside police force. The inspectors pointed towards poor vetting as the man guilty of the murders, Ian Huntley, was allowed to work in a school after being accused of a number of sexual offences. David Westwood, the chief inspector at the time, conceded that his force’s system had been seriously flawed but stated that since the incident other vetting could be fully relied upon. 
	Initially, the BBC (2004) indicated that the force was commended for their initial response but was then accused of losing focus on the case during a report by Her Majesty’s Inspectorate of Constabulary. It could be argued that the leadership style pointed more towards transactional, which focuses on the ‘now’ and immediate evidence and objectives. This initially worked during the first response however, it seemed the case stalled as ideas and leads dried up, possibly a more effective leadership style could have been adopted, such as transformational, with the leader of the force focusing more on empowering, supporting and engaging their employees in the hope that new ideas or evidence would become apparent.  
	During a trip to Rhossili Bay, leaders used a laissiez-faire approach to the activities that they led. The first being rock climbing down by the cliffs, largely they demonstrated how to climb and belay on the rocks but then preceded to leave the groups supervised at a distance. However, when the group’s abseiled down a cliff which was around 60ft high, the leadership changed to more authoritarian style as this was a more life endangering activity. 
	In comparison to the police force and the Soham murders, a laissez faire approach would be difficult to adopt especially in such serious circumstances and a relaxed approach would simply not suffice the public or the family/families involved. A case though, could be made for an authoritarian approach as there was a need for a leadership which oversaw an investigation that left no stone unturned with very minimal mistakes.    
	    Bichard (2004) found within his report of the Soham murders, there was poor communication between the Humberside Police and Social services in regards to identifying Huntley’s behaviour patterns, with the main problem being that all of Huntley’s offences were viewed in isolation and not related. Having good communication has been identified as a trait needed to be a strong leader and a case could be argued that the Chief Constable failed in this particular attribute. 
	Furthermore, Bichard (2004) found Police Officers at various ranks were ignorant towards the importance of accuracy of records and the systems that were being used. Additionally, the guidance and training provided were found to be inadequate which resulted in much confusion around the information during the case. To be a successful leader, being a role model was highlighted as an attribute desired and within the Humberside police force there was a distinct lack of this, mainly because of the ignorant attitudes displayed by employees throughout the force.  This signifies leaders may have been showing poor examples as role model as follows could have adopted these ignorant attitudes from the hierarchy. 
	Recommendations were made by Bichard (2004), which included more thorough police checks, better training be made available, the disclosure of information between social services and the police force along with greater communication between the two parties. Furthermore, attitudes of officers needed to change in regards to taking statements and collecting evidence while understanding the IT systems, with this needing better leadership and examples from those of higher ranks which would then filter positively through the force.    
	Dodd (2015) conducted research into the Met police force and found alarmingly that the majority of officers in Britain’s biggest police force did not have any confidence in the leadership of their senior officers. Only 1 in 5 believed in the leadership style and vision of their commanding officers while 3 in 5 disagreed. These results post a challenges for Hogan-Howe the commissioner of the Met and there have been calls for a more transformational style of leadership throughout the force itself.   
	Cockcroft (2014) explains that for a numbers of years there has be a call for more transformational leadership within the police force as there are so many changing circumstances, especially in today’s more open and diverse society. Transformational approaches are based mainly upon eroding the cultural barriers that exist within an organisations hierarchy, by changing this, the attitudes and behaviours of the workforce become more positive and rates of participation, consultation and inclusion should improve. 
	Police leaders should be encouraged to persuade officers to embrace goals and values of the organisation by making them believe that the choices they will make will be right and the best that they can produce, rather than relying on fear of consequence and negative outcomes to every decision made. (Cockcroft, 2014).
	However, policing covers a wide range of roles and many different types of situations that are ever changing and complex, so it is unfair to judge a leader on using a certain type of leadership style as this may prove to be very effective. The main aim for the future is for Police leaders to maybe become more open minded on their leadership approaches and not feel obliged to stick to a certain style. Hierarchy, should encourage the use of different styles, as many diverse people inevitable will respond to different leadership, therefore it is useful to use different styles that will work to get the best out of employees (Cockcroft, 2014). 

Reflective Paper
By using Bibbs reflective cycle it is possible to analyse and evaluate the activities participated in during the two day trip to Rhossili. According to Gibbs (1988) the theory can be useful to making the individual think deeply around all the phases of an activity or experience. There is a description of what has happened, the feelings, evaluation of the activity, analysis, conclusion and finally an action plan of what could be done the same or differently, if the same problems were to occur again.
	The first activity was a hike down to the cliffs through mud and brambles. The conditions underfoot were slippery which made it difficult to walk downhill, the instructors explained how holding onto someone else for support would help whilst walking in an autocratic fashion. The issue seemed to be that the group became disbanded with the quicker moving to the front and slowest at the back. The instructors combated this well, as they strategically placed one of themselves at the front and one at the rear. This then meant any accidents could be seen and nobody would go too far ahead and nobody would be left behind. (Vugt et al, 2004)  
	This had a more authoritarian feel to it, as described be Gill (2014) as being used in the military, where in this case participants maybe were instructed to not go too far ahead in order to ensure that nobody was to be left behind. Upon reaching the rocks to climb, the main issue was the jagged rocks underfoot and the rising sea levels which were approaching the group. The instructors placed us into four teams evenly split up, with each instructor displaying the correct way to be-lay and rock climb. Once this had been shown we were free to take it in turns to climb whilst being supervised. 
	To be more efficient and reduce the risk, a route could have been planned that would have been less steep with less mud, this would have at least sped up the hike and everyone could then have had longer to climb on the rocks.
	This leadership style related to transformational, as in relation to Pielstick (1998) theory, the instructors allowed the individuals to climb to a way they felt comfortable within the conditions and changing environment like the wind and rock face. Their leadership also points towards a laissez-faire style as the individuals were given the opportunity to make choices themselves and were effectively in charge of their own safety, whilst always having the opportunity to ask the instructors to intervene for help and instruction. 
	A problem with the rock climbing activity was that the routes were somewhat monotonous which could have been changed, the instructors could see at times the group losing interest and instead of sitting back and just watching, they could have come up with ideas and games to play to engage the less involved. 
	 After the rock climbing had been completed, the style of leadership changed once again, as the groups now had the opportunity to abseil down a 60ft rock face. The leadership became authoritarian as the instructions became more thorough and careful. An instructor would be in charge of taking students to the top of the cliff, there would be one on top of the cliff ensuring the safety and one at the bottom of the cliff in charge of the other students. This system worked well and the leadership style worked well, as the groups needed to be able to trust these instructors as our safety was up to them. A laissez-faire approach to this activity would not have instilled confidence to individuals, especially those who had a fear of heights. (Skogstad,A et al, 2007) 
	However, some individuals did not participate in the activity, this may have been because of a laissez-faire attitude displayed by the instructors whilst on the rock climb. This shows that a leadership style can be changed but can also be remembered and therefore it is always essential to display a leadership style with confidence especially to those who feel comfortable around it.
	Nonetheless, the instructors did manage to get individuals who initially refused to take part involved and get them down the cliff face. This shows good perseverance and a display of understanding to those, by not forcing them down but using encouraging techniques, such as abseiling down next to the individuals who were most nervous. Conversely, the only problem that occurred was the individuals who could not make to go down the cliff, had little opportunity to do something else, with that they became less engaged, this resulted in the instructor on the ground becoming extremely authoritarian with these individuals to keep them in check and not injure themselves on the rocks. 	
	The second day consisted on the beach surfing, again there were 3 instructors on hand each having a chance to lead and display a different style. Issues were the walk down which is long and steep whist carrying heavy surfboards, this could have been thought out better to make the situation less dangerous as some individual’s tripped. The second problem was the temperature of the sea, although the weather was warm and groups had wetsuits, the sea was the coldest it was going to be all year around. This resulted in individuals refusing to enter the sea, with those who did, not lasting more than 5-10 mins. Unfortunately, this meant not much surfing went on with little opportunities to improve technique. (Edgar.M, 2016) 
	The instructors did warm the group up whilst in the beach, however, the supply of shoes and gloves may have been the best option, as this is where most people had pain. The instructors could have used better communication beforehand and tested the water to see if it was suitable for individuals to be in there for a long period of time. 
	Overall the instructors showed good leadership with many of them changing between different styles, some of these worked with certain individuals, however, they needed to maybe change styles to engage others to gain the most out of the activities. Furthermore, better research could have been done to see which activities would have suited the groups at this particular time of year. The surfing would be a good idea if only it were organised during a warmer time of the year.   
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