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This reflection examines my leadership as temporary Chief Inspector with Humberside Police, focusing on logistics operations. It assesses how my actions influenced team behaviour, performance, and outcomes.
I review key leadership situations, assess the effectiveness of my leadership styles, and discuss challenges from staffing shortages, operational risks, and decision pressures. I also reflect on how senior colleagues influenced my practice.
This review considers the tensions between financial constraints, duty of care, and policing resilience, highlighting how decision-making under pressure shaped resourcing. The Job Demands–Resources (JD-R) model (Bakker and Demerouti, 2007) explains how high workload leads to exhaustion but resources like autonomy and support foster motivation. Hobfoll’s Conservation of Resources theory (2001) further shows that resource clusters can amplify performance and resilience, as seen when gaining officers improved both outcomes and morale.
I will use Gibbs’s Reflective Cycle (Gibbs, 1988) as my framework, supported by relevant leadership theories, to analyse challenges and future refinements to my leadership within complex policing partnerships.
[bookmark: _Toc219059520]Description

In December 2024, I was promoted to Chief Inspector, responsible for Patrol Teams, a Missing-Persons Team, and a Logistics Team managing resources across a large rural area. This review focuses on my leadership of the logistics team from December 2024 to December 2025, spanning summer peaks, autumn rebalancing, and winter consolidation.
The logistics team has a wide-ranging, complex role spanning the Humberside Police North Bank command, with a remit that includes forecasting, abstraction management, leave governance, and event resourcing; my authority did not extend to inter‑pillar postings or budgets.
The team manages short-term resourcing, medium-term allocation, and long-term delivery for events such as concerts and demonstrations.
When I assumed command of the team, three key components were fundamental to the staff's ability to manage resources successfully.  These were:
· 0 - 48 hour forecasting and problem-solving,
· near term management tasks,
· long term seasonal, events and team resilience.
Central was the team's mindset; early observations showed a focus on reporting rather than problem-solving. Team members presented data but rarely proposed solutions, relying on sharing information instead of collaborating to resolve operational challenges. Pierce and Bandura (1977) noted learning through modelling, but low initiative is also linked to role clarity and psychological safety (Edmondson, 1999). The officers learned and repeated reporting behaviours, lacking proactive management.
During my second week in the role, I was informed by a human resources officer that the number of police constables on each shift would decline sharply due to a combination of development pathways, re-postings, and the absence of sustainable mechanisms to maintain officer strength.  Understanding the scale of this issue was both eye-opening and daunting.  The seriousness of the problem became even more apparent when I was required to account to the Chief Superintendent for the declining staffing position.  The Chief Superintendent was applying a situational leadership style, as Hersey and Blanchard (1977) highlight that no single leadership style is effective and is based on the task and development level of the team member.   At this stage, I was managed in a high-direction, low-support style, where I was told to achieve a result and closely supervised, as the stakes of failure were high.    I was conscious of the effect this could have on officers, as visually seeing a reduction in officers would affect their confidence and morale. In particular, as a Senior Officer, I was unable to meet their needs and support their performance.  Vroom (1964) described this as expectancy, which forms part of Expectancy Theory, positing that officers expect their efforts to lead to high performance.    Adjacent to this was Hezberg’s Two-Factor theory (1993), which lays out hygiene factors that, when they decline, increase dissatisfaction.  This would become a future problem if officers felt the reduction in staff increased their workload, increased pressure and reduced their motivation.
I had begun mentally developing a tool to manage resources in real time.  This was a conceptual idea I initially developed to display numbers more easily.  This tool, along with the creation of a role focused on mapping, problem-solving, and continuous oversight, was my first step toward meeting the current and future demands policing faced in the summer months.   Kolb (1984) explains this learning I had experienced as part of a continuous cycle of experience and learning, described as Experiential Learning Theory.  Having previously experienced and reflected on busy policing periods, triangulated by data and played out through real-world business and competing demands, I had started active experimentation through developing new tools to improve the response.  
I implemented structured meetings three times a week, each with a clear agenda on staffing and leave. Tasks were assigned to balance staffing, and I introduced a calculator to improve leave oversight.
As mid-summer arrived, the pressure of maintaining officers on shifts against the overall available number was untenable.  Options for assigning officers to shifts were limited, often leaving only the option of paying overtime to cover gaps.  Against a wider command budget reduction, this was not a preferred option to achieve safe officer numbers, but it was the only option that worked.  This decision-making reflected a directive, pacesetting style (Goleman, 2003), prioritising operational continuity over participative approaches.  Under crisis conditions, transactional levers such as overtime incentives were deployed to achieve the result and maintain resilience, despite misalignment with fiscal objectives.
The early autumn period brought a change in Chief Superintendent and a different view of overtime spending.  A staff rebalancing from other areas into Patrol Teams added fourteen officers to four teams.  Alongside this, the reduction in leave requests reduced pressure on staffing numbers, and the uplift of 14 officers reduced strain and restored basic needs for predictability, rest, and peer support (Bakker and Demerouti, 2007).
The winter months brought a period of reduced pressure as I moved into planning for the Christmas period, and the use of the wider processes I had implemented was embedded and working.  Overtime had steadily decreased from £37,000 to £20,000 per month and was on a downward trajectory as officer numbers and the logistics team settled into their roles and began producing the work needed to meet future demands.    With pressure easing, I shifted to coaching and transformational behaviours, using support and challenge to build initiative (Bass 1995; Amundsen and Marinsen, 2014).
This role required me to acknowledge a complex, rapidly evolving mix of operational, organisational, and human variables. This journey prompted important reflection: re-designing processes and addressing immediate shortages calling for not only practical solutions but also emotional regulation, self-awareness, and rapid adaptation in a context where the consequences of my decisions weighed heavily.    In managing the team and delivering results, I had to employ a range of leadership styles, deliberately including pacesetting for critical cover, bureaucratic controls for leave reduction and transformational coaching for capability growth.
[bookmark: _Toc219059521]Feelings

When I initially took over management of the team, I felt a little overwhelmed by the responsibility for such an important team and felt I lacked knowledge in logistical management.  Having to learn a new area, being under pressure to deliver, and not having the decision-making authority to move resources between departmental teams was a perfect combination for increased stress.  Observing the team, different personalities, skill sets and use of software, I realised on reflection that not all staff members’ responsibilities and outputs were equal, because job design and role clarity vary across posts (Murphy et al.,2007; Tubre and Collins, 2000) as people differ in person–job fit and efficacy for specific tasks they undertake (Kristof-Brown et al., 2005).
I appreciated that they had mastered the basics to a high standard, but I also recognised my own growing concern about the lack of interpretation and problem-solving, anticipating the additional work and stress this might entail.  As I let my initial observations settle, I found myself reflecting on possible solutions, though I felt uneasy as my thoughts coalesced around the need to create rules and procedures.  Drawing on Lazarus (2001) and Appraisal Theory, I now understand that my emotional response followed a clear cycle: logical evaluation leading to a conclusion that demand exceeded my control, which contributed to a heightened stress state.   I was aware of how my behaviours and emotions could leak and affect the team.   Affective Events Theory  (Weiss and Cropanzano, 1996) explores how one employee’s behaviour can affect others. In my situation, this was apparent, as the team were observing my body language and verbal cues, coupled with the pressure they already felt.   This reflection has helped me recognise the ongoing importance of understanding my own appraisals and emotional reactions in challenging situations.
Referring to my first and second weeks, when it became clear that officer numbers were about to be reduced, the realisation crystallised my sense that the team’s operating methods needed to change. I recall how overwhelming and pressurised the challenge felt as I searched not only for effective solutions but also for clarity in my own thinking and emotional response. My detail-oriented mindset was a double-edged sword: while it provided structure and reassurance, it also heightened my anxiety when I struggled to perceive the bigger picture.  Cognitive Style Theory (Riding and Cheema, 1991) provides a structure to explain how I process, analyse and organise information.   I was using an analytical style to break down the information into parts, being detailed orientated, whilst searching for the strategic perspective.  This reflective process has helped me value my technical skills and problem-solving abilities, while also recognising the importance of balancing detail with adaptability and broader perspective.
I was aware that I needed to be able to present a staffing position quickly and accurately, and to have an informed view of the coming weeks.  I presented back to the Senior Leadership Team and felt flustered by my lack of readily available, detailed information.  It was an emotionally difficult conversation, and I found myself reflecting afterwards on my sense of professional exposure and personal vulnerability.  The experience made me acutely aware of the importance of having a clear narrative to contextualise issues and gave me insight into the role of self-confidence in managing upwards effectively.  Although I showed no outward signs of stress, internally I experienced considerable emotional and physical strain, which prompted deep reflection and discussion with my line manager.  Drawing on Graen and Uhl-Bien (1995) and Leader-Member Exchange Theory, I now see that such moments of exposure can affect both the quality of my exchanges and my self-perception. By recognising these vulnerabilities and using them as triggers for growth, I am motivated to develop higher-quality exchanges and use reflective practice to manage my stress response moving forward.
As time moved into early summer, I felt reassured by the meeting structure and format, which focused the team sergeant and logistics officers on the daily and weekly challenges. I felt it showed my line manager that I had control measures and governance in place, and it enabled greater accountability.  Having greater control of the team was comforting, and the meetings allowed me to lead with a Pacesetter style (Goleman, 2003), which felt positive but was not natural to me.  I paired it with targeted coaching for the sergeant to buffer team strain, as Grant (2017) refers to it: making the case for quality conversations through personalisation.  However, under a lot of pressure to maintain officer numbers, the meetings were not enough to manage the situation, and I felt engrossed in the details and every decision. These pressures were further compounded by reduced overtime budgets and a reluctance among wider command teams to support the filling of resourcing gaps, adding layers of complexity to an already difficult environment. I was conflicted during these early meetings between my traits of caring and empathy, as I had to maintain a tight, bureaucratic style that became autocratic as the pressure mounted.  Trait theory (Kirkpatrick and Locke, 1991) suggests that leaders are stable, with inherent personality traits that are used across different situations.  Combining trait theory with behavioural flexibility, as Yukl and Mahsud (2010) argue, leaders can adapt and flex their traits to fit the situation, providing an explanation of how I used my natural traits of drive, accountability, and motivation to meet the challenge I was leading.  
Using empowering leadership (Arnold et al., 2000), one which I express confidence in team members coupled with Autonomy support (Amundsen and Martinsen, 2014) which is described as giving empowering leadership through delegation and support, I felt as the time moved on I was able to relax my tight autocratic style of control and allow team members to make decisions by graduated risk tiers: low risk abstractions were delegated to the Sergeant to resolve and high risk or cost incursions control was retained by myself.   
I felt the role and the balance between many leadership styles and the required outcomes were cognitively overwhelming, as most days I left work exhausted by this one area of responsibility.  It was a new level of pressure, feeling the effects both physically and mentally, as I often felt fuzzy and tired, but also tense, as it was one problem after another that I was having to patch over with limited resources. I had to use a trait of resilience that I knew I had from 17 years of Policing and personal challenges to be resilient and push forward. This often manifested as having to make quick decisions with a lot of data, often with negative outcomes for individual officers, which goes against one of my traits: agreeableness. When making those decisions, I felt under pressure but remained aware of my body language, the impact of not making a decision, and the effect it would have on individual officers, as a lack of clarity was not helpful in reducing workloads within the team.
As the commands' Chief Superintendent left post, and the previous one returned, I had some pre-return nerves. I had not worked for the new Commander in the role of Chief Inspector, and I did not have a baseline for his tolerances or how he liked the command to operate. I felt frustrated about the previous seven months' work and how the effort would not be part of a wider understanding of the past when he returned.   My frustration is a secondary emotion within a broad, primary emotion described by Plutchik and Kellerman (1980) as a range of emotions, visualised as a wheel of emotions (fig 1).
I had observed my line manager verbalise the same concerns, and through a concerted effort, we explained and made the case for our pillar's position.
There were some green shoots of optimism when I was asked to calculate how many officers were needed for each team to be in a healthy position. This increased my positivity, and I finally felt like my business area had been listened to.  During the following meeting, it was agreed that 14 officers would be moved to Patrol teams to reduce overtime expenditure and increase resilience.  When I left the meeting, I experienced an immediate sense of relief that Schultz (2015) describes as phasic reward signalling, consistent with dopamine responses to positive, better than expected outcomes.  This dual effect avoids post-hoc rationalisation and aligns with Kahneman’s (2012) insights on cognitive biases under pressure.  Specifically, the ‘System 1’ intuitive response to immediate staffing gaps drove rapid, resource-heavy decisions, while later reflection engaged ‘System 2’ analytical thinking to evaluate trade-offs between fiscal constraints and operational resilience.
When I left the meeting, I briefed a colleague and line manager, both of whom remarked that I had done well by attending, representing the Patrol area, making the case for 20 officers, and securing 14.  This made me feel established in my role and able to articulate and hold my own in a senior management meeting with Chief Inspectors and Superintendents from other areas, who were making the case for keeping or absorbing officers into their areas. I felt I had led the Patrol pillar as the senior leader, using listening and negotiation skills to influence the meeting's outcome.
As the winter months began, I continued to have responsibility for the team. I felt this was a quieter period, with day-to-day business not requiring my direct involvement, and the intense pressure subsided to a manageable level. As I reviewed the data, I frequently saw healthy officer numbers, which left me feeling relaxed and confident that things were manageable, with issues being out of the ordinary rather than the norm. With the pressure easing, I began to feel my natural style of transformational leadership return. This gave the staff freedom to think for themselves, with decisions still being escalated to me when needed.  
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Earlier, when I discussed the team, its different personalities, the operational functioning of future forecasting, problem-solving, task management, and longer-term scanning, I initially challenged officers within the team to develop solutions to problems. Officers were forthcoming with answers but did not advance a solution or embed it into the teams’ work. This was the initial phase in the first few weeks, when I applied my natural style of transformational leadership, but it did not deliver the results I needed within the available timescale.
As I worked with new officers, I had to understand their styles, personalities and decide how to move forward in the pressured environment of a low-staffing situation. Balancing the need to promote staff well-being and morale with the challenges of a pressured workload, I had to be present and take a pragmatic approach to processes and decision-making to help reduce those workloads. This was a servant-leadership approach, mixed with authentic leadership, balanced against a bureaucratic leadership style.  My standards for timely and accurate task completion were often missed by officers, as I frequently saw gaps and mistakes. I used my friendly demeanour with a challenging tone, mixing those leadership styles to raise standards without a dominant tone as not to undermine officers' confidence in their skills or in trusting me.
My use of challenge and direction was drawn from positional or legitimate power, one of the five bases of power described by Raven and French (1958) as derived from a person's position within an organisation. However, when an officer with learning differences frequently failed to meet standards, I had to consider my approach to get the best out of him and build his confidence, using patience and a light touch. The use of authentic leadership, of being self-aware and tailoring my communication style, articulated by Kliuchnikov (2011), was vital to success as the officer was tasked with reviewing and plotting officer numbers. This, I found, was naturally an easy task for me, as it leverages my natural traits of empowerment and caring for others, striking a balance between coaching and authentic leadership whilst delivering high-quality outcomes.
Reflecting on the reduction in the number of officers was initially a negative experience due to the scale and overwhelm of the task. However, I was positive in my thoughts and had been encouraged to have confidence in my ability to develop answers to complex problems and distil their complexities into an easily digestible format for senior leaders. De Bruin et al., (2025) describe executive leaders as being cognitively overloaded most of the time, needing information in short, accurate detail. I had to refine my ability to summarise complex details quickly and in a visually digestible format to improve my performance and support executive-level officers with punchy, accurate detail. Being a detail-oriented individual, I naturally rely on information at the expense of time, and this has left me looking unconfident, which is an area of development I have worked on as I have stepped into a senior leadership role.
Developing a complex Microsoft Excel tool drew comments and verbal challenges from senior officers, who asked why I was using Microsoft Excel when the data was already in a software program. I was always clear in my thoughts, and this was consistently reinforced by reporting errors and gaps when using the system's summary tools. Having Dyslexia, I often see the answer before working through the problem, which aligns closely with the Dyslexia Advantage Theory, which lays out big-picture thinking and sourcing opportunities to exploit information (Taylor and Vestergaard, 2022).  This theory directly aligns with my cognitive differences when working through the team's mental and desktop development and the data that needed to be processed.
A weakness of keeping the solution in my mind was that it had two areas.   First, I kept the pressure and stress on my own shoulders, feeling as a leader that I should bear the burden by lifting and supporting the team in a servant leadership style, as described by Greenleaf (2008), prioritising the team’s growth.  However, my inherent traits of conscientiousness and personal responsibility often led me to internalise stress rather than delegate or share complex problems, thereby limiting opportunities for collaborative problem-solving.  The second weakness was that the team were not growing through deeper individual thinking or skill development, as I had tight control due to the pressure to deliver in my style. This was influenced by my preference for structure and order, traits associated with high conscientiousness and low tolerance for ambiguity, which led me to rely on Scientific Management principles (Taylor, 1911) and Bureaucratic management (Sepra and Ferreira, 2019) to achieve quick results and lessen the collective pressure. As a result, while these approaches aligned with my traits and alleviated immediate stress for the team, it inadvertently constrained the team's capacity for independent decision-making and skill development.
Over the summer, the data collection and analysis processes I had put in place were beginning to work with clarity and produce data that allowed me to see officer availability. Out of my control was the number of options available to me to solve the problem, leaving me in a position of being expected to produce results while unable to make decisions that could fix the core problem. I was caught in a position of cognitive dissonance, as laid out by Festigner (1962), as holding two or more conflicting beliefs; these were not being able to spend money but having to and not being able to solve the problem. Although this was temporarily a positive solution in the coming months, I knew it would turn into a negative outcome.
Considering the period of when a new Chief Superintendent joined the command, I began to take a view of whether the use of a pre-briefing had paid off, as an initial acceptance of an unsustainable number of officers and the subsequent incurrence of overtime spending was detrimental to officers’ wellbeing and counterintuitive to savings that had to be made.
My understanding of the officer numbers and what was acceptable to bring an end to overtime spending provided a basis for articulating the need for a specific number of officers. My contribution to a Senior Leadership Meeting and my ability to explain the number of officers needed using an evidence-based approach were well received, with no opposing views. Having secured the return of officers to the teams, I knew I needed to constantly move officers and juggle resources, which would diminish, easing the mental burden of problem-solving.
A combination of factors began to come together, increasing the number of officers available, reducing overtime, and reducing the effort I had to put into problem-solving. When discussing the problems faced, I received feedback that I was suited to the task, and others may not have achieved the same results. This, I felt, was a positive, as it showed I had struck a balance with the sergeant in a high-performance, high-challenge and high-support environment, as described by Karauri and Kyongo (2024), which was transformational, having an effective impact on performance.
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During my time managing the logistics team and overseeing day-to-day operational staffing, I often found myself in conflict with my natural leadership style, which consistently pushed against the operational needs of transactional delivery. This was demonstrated in the desire to balance a kind, thoughtful resolution with the needs of policing, which are often robotic and driven by business decision-making. My natural leadership style is transformational, with engagement with staff to evolve their thought processes and coaching officers to be better at their roles, which are described by Bass (1995) as intellectual stimulation and individualised consideration. This process was slow to produce visible, tangible results, which put pressure on me to adopt directive styles informed by Scientific Management Theory (Taylor, 1911) and Bureaucratic Theory (Weber, 1947).  These styles are contradictory in approach but have achieved the results I was set at the start of the financial year. Using all of these styles as tools often creates mental friction, and I have to learn to switch between them to achieve results, as this is a requirement of my rank.
Throughout my time managing the policing area, I have found it to be cognitively and emotionally challenging. I set high standards and want a perfect outcome for everything I manage, but this is not possible in policing, particularly in logistical management. The balance of perfectionism and carrying the mental weight of logistics issues during a hot, busy summer became almost obsessive and all-consuming. Bellam and Curran (2025) describe the effects of perfectionism on performance as a balance against the size of the task and the accrual of psychological strain. Smith et al. (2022) examined perfectionism and outlined the risks of psychological and relational difficulties associated with personality traits that, when combined, can create vulnerabilities in individuals.  Alongside the perfectionist trait was the stress-inducing factor of constant staffing shortages.  Shchaslyvyi (2024) explains and concludes that chronic stress initiates physiological, genetic and psychological responses that significantly impact health.  This response is initiated in the brain, leading to the release of chemicals that affect immune function and the inflammatory response, creating a negative response within the body. Having considered the effects of wanting perfection and pressure, I realised this was not a good mental place to be during the summer months. When reflecting on this combination, I could have set stronger, fixed boundaries around my working time and logging off to free my mind. However, the pressure was so great that I sacrificed my mental health to manage the problem. Looking at the effects this approach took, I would use this experience to make sure I do not mix high stress and personality traits to an extreme level without respecting my own well-being and health.
When I took on responsibility for logistical management, I was new to the role of Chief Inspector. My motivation was elevated as I rode a dopamine spike from my temporary promotion. As I had a high level of motivation and was not tainted by previous management of the team or the general subject. Being new to the role, I consciously wanted to please, grow, and advance my career, as described by Herzberg (1993) as motivators. My hierarchy of needs within the workplace had been met, and I felt I was where I was supposed to be at that juncture in my career. Although I had ongoing challenging personal circumstances, my home life was settled and supportive, providing me with a sense of safety, belonging, and recognition, which enabled me to expend energy at work. Linked to having motivators was the mental endurance and resilience I gained through pressured experiences, which helped develop my skills as a senior leader.  Masten et al., (1990) posited that risk factors need to be mitigated by adaptive outcomes; for me, these included my home life stability. However, Luthar and Cicchetti (2000) argue that stress resilience is dynamic and context dependent. Considering both views, a strong, stable home life is an important foundation for coping with stressful situations, but the stress needs to be time-limited rather than ongoing, as ongoing stress has both mental and physical repercussions. If I were in a high-pressure situation again, I would need reassurance that I had limited time in the role and that the amount of stress I would be taking on was manageable.
A key part of my leadership journey was managing upwards and across colleagues of the same rank. I had to develop my skills in managing upwards and navigating inter-colleague dynamics. This played out in Senior Leadership meetings, chaired by the Chief Superintendent, as I would often request support from other teams and pillars to assist with answering emergency calls. There was often a supportive comment, but a lack of effort to bring that support to life, as was apparent when I did not get officer details to support the uplifting of officer numbers. When asking colleagues for support, it was about control and power, as the other pillars had the resources I needed to deliver results, which created a power imbalance described by Emerson (1964) as Power Dependence.  Connected to this were the personalities involved in offering support from other pillars, with colleagues more easily offering support than others who were difficult to converse with and who built barriers rather than fostering supportive wider team working. This is described by McCrae and Costa (1999) as low agreeableness, competitiveness, scepticism, and bluntness, which is a mirror image of those colleagues I had to negotiate with who had those traits and were, at best, difficult to find common ground with.
I built the trust of the Superintendent and Chief Superintendent through my detailed knowledge of the situation and my efforts to maintain a healthy officer count. French and Raven (1958) describe this as a base of power, particularly the expert base, which was often evident when I presented complex weekly problems with skill and knowledge. In managing upwards, I would have to present and operate at a quick, fast, and upbeat tempo, which was a Pacesetting leadership style that gave my managers confidence. However, I frequently found myself having to take my explanations a step further, offering a vision of the future and drawing on visionary leadership attributes to build leaders' confidence in my ability.
Managing upwards and laterally was challenging, and I achieved more success with upwards management than with laterally. To improve my colleagues' adherence to their commitments, I should have been more vocal about the commitments they had previously failed to deliver; this would have publicly held them to account.
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Being new to the rank of Chief Inspector and being allocated a leadership role in a technical, high-pressure area of policing was a growth opportunity, but it was also layered with feelings. Identifying a team that was underperforming with challenges in culture and structure against a future challenge of a 15% reduction in police officers and budgetary reductions, it was clear that the challenge would not be met. Through this experience, one key leadership insight emerged: the importance of adaptive style-shifting. In a dynamic environment like policing, the ability to switch between leadership styles to meet the demands of the situation proved invaluable. This adaptability not only helped manage the team's performance but also fostered better organisational outcomes in the face of uncertainty and pressure.
Lacking the authority to make budgetary or inter-team restructuring decisions created cognitive dissonance for me. A constant feeling of stress and overwhelm persisted during the first 6 months of the role as I used data and structure to improve output and my performance. Using a range of leadership traits and styles, some counterintuitive to me, created mental friction that was a consequence of the goals and standards I set to achieve the results expected of me.
Using my natural traits and balancing them with high standards worked to achieve a consistent structure that helped meet the challenges. I developed clear articulation when communicating, confidence and skill in explaining to senior officers whilst harnessing the strength of Dyslexia to see opportunities before others. Using transformational leadership and a coaching style, team members grew in trust, creating a foundation for confidence in my ability to lead, but more importantly, to listen.
Learning that my natural style of transformational leadership was not initially effective led me to adopt scientific, bureaucratic, and, on occasion, autocratic leadership styles. Using these individually gave me growth and provided the team with the direction they needed to deliver accurate, timely data and support problem-solving.
As my experience grew and I moved towards the winter months, my understanding of the detailed workings gave me confidence in the team's output.  Over the later months, I built a base of power through skill, which gave those managing me confidence that I was delivering what was needed. 
[bookmark: _Toc219059525]Action Plan 

In future situations, when I manage similar teams and deliver outcomes, I will set boundaries for my own well-being. Doing this will have a positive impact on my leadership, foster a lighter mood and clearer thinking.
I will delegate greater expectations for achieving results to share the load and free up thinking space. Alongside this, I ensure I have a responsible, accountable, consulted, and informed matrix, and that everyone in that team understands their role and responsibilities.
In summary, I will share the cognitive load with those working within my teams, reflect, move on, and continue to have confidence in using a range of leadership styles and natural traits to deliver results.
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