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Introduction

The first section will examine the numerous and diverse challenges of Operational Leadership in Policing and the government’s roadmap for police reform.
The quality of criminal investigations will be examined in the second section. It continues by outlining the design and implementation of an Inspector Investigation Review (IIR) procedure to improve accountability and drive investigative performance.

The third section critically reflects on leadership theories in practice and their effectiveness when applied to policing. 

The fourth section is an evaluation of the Inspector Investigation Review process using Kolb’s Experiential Learning model. Examining the challenges from a personal perspective to inform future actions and improve practice.

























Section 1: Leadership Challenges in Operational Policing

Policing today is one of the toughest and most scrutinised professions of any in the public sector (Zacarese, 2016). Increased scrutiny as a result of technological advancements such as body-worn video and the emergence of armchair journalists equipped only with smartphones and social media, has permanently altered the public’s understanding of what it means to uphold the law (Mohler et al 2022). This heightened public oversight places additional pressure on police leaders to maintain ethical standards and operational integrity given it is widely accepted that accountability is central to police legitimacy within communities (Lennon et al 2023). The relationship between police accountability, transparency and public trust is critical (Kochel et at 2021). However, numerous scandals and instances of police misconduct, including the Sarah Everard case, have eroded public trust (Angiolini, 2024). Baroness Casey’s Review into the standards in the Metropolitan Police Service highlighted significant issues with internal culture and behaviour including institutional racism, sexism and homophobia which have contributed to negative public sentiment, particularly among Black and Asian Communities (Casey, 2023). The findings however, have a broader impact than just the Met itself prompting a wider examination of policing practices and cultures across the UK, with forces facing similar scrutiny and pressure to reform (Turner, 2024). The Review emphasized the need for stronger leadership, improved vetting processes and increased accountability within the police service to address misconduct and restore public confidence (Casey, 2023).  

Policing in a time of austerity has also been a huge challenge for the service.  In October 2010, the Government announced a 20% real term cut in the central government funding grant and police officer numbers reduced by over 20,000, a reduction of around 14% (Disney & Simpson, 2017). The Home office at the time admitted that “this is the lowest number of police officers since records began in 1996 and while records earlier that this are not directly comparable, this is the lowest number of officers since 1985” (Hargraves et al, 2017). According to Home Secretary, “visible neighbourhood policing has been decimated, crime has increased in complexity, and policing lacks the infrastructure and technology to respond” (Cooper, 2024). Many argue that the current model of 43 geographic police forces in England in Wales is no longer viable with the Independent Commission on Policing concluding that the present structure “is no longer cost effective or equipped to deal with organized and cross border crime” (Winsor, 2021). The existing policing approach is ineffective and unsuited to crime in the twenty-first century as it was designed for a time when most crime was geographically bound and took place offline (Davis, 2024). Lack of compatible systems, outdated infrastructure and technology, and inadequate data make it difficult to identify what works and drive innovation (Cooke, 2024). 

To ensure policing is fit for the future, the Government have outlined their safer streets mission which is committed to reducing violence against women and girls and knife crime and rebuilding public trust (Cooper, 2024). They have pledged an additional £500 million in additional funding for neighbourhood policing, counter terrorism and the Crime agency. With increased investment comes additional scrutiny with the establishment of a new performance unit in the Home Office, intended to drive performance and ensure communities can have confidence in their local police force. Home Secretary Yvette Cooper (2024) said:

“Public confidence is the bedrock of our British policing model but in recent years it has been badly eroded, as neighbourhood policing has been cut back and as outdated systems and structures have left the police struggling to keep up with a fast-changing criminal landscape”
The Home Secretary is broadly right in her assessment, dwindling trust and intense media, political and social pressure, exemplified by a number of high-profile instances of police failure and malpractice certainly makes working in and around policing feel like it is in crisis (Bradford and Jackson, 2024). Civil unrest is growing in the Uk, with protests becoming more familiar such as in the aftermath of the tragic Southport incident following the appalling murders of three schoolgirls. For police leaders, the challenge is to balance competing pressures of shifting towards a more ‘human rights compliant’ model of protest policing without being seen to abandon communities to rioters or fail to maintain law and order (Jackson et al 2019). This tension is particularly acute due to low levels of trust and confidence and perceptions of unequal treatment or “two-tier policing” (Zare, 2024). However, the Home Affairs Committee Report (2025) into the Southport riots concluded that those participating in the disorder were not policed more strongly because of their supposed political views but because they were throwing missiles, assaulting police officers and committing arson. The disorder demonstrated that effective policing relies on a supportive criminal justice system in order to prosecute crimes and imprison offenders (Gramckow et al, 2016).

Criminal investigations present many difficulties for the police including the progressively complex nature of offending, the volume of digital material generated and gathered in criminal cases and the time and resource intensive disclosure and redaction process (Fisher, 2025). There is a general perception among the public that the police aren’t doing a good job of investigating crime, they aren’t consistently getting the basics right or meeting the expectations of victims (Cooke, 2024). Research indicates that the quality of contact between the public and the police plays a significant role in shaping public confidence. Unsatisfactory encounters tend to correlate with negative opinions regarding police effectiveness, fairness and community engagement, suggesting that the nature of these interactions is critical to public perception (Bradford et al, 2009). The Victims Commissioner found that 71% of respondents were dissatisfied with the police response to their crime and only 10% of respondents thought the criminal justice system was effective (Newlove, 2023). This was echoed in the last round of PEEL inspections where forces received the worst grades for how well they responded to the public and investigated crime and there was widespread poor performance in both areas (HMICFRS, 2024). “Access to justice is the hallmark of a civilized society, but the criminal justice system isn’t working properly and although the number of prosecutions has been declining for many years, there are longer court backlogs and prisons are fuller than ever” (Cooke, 2024). 

In July 2019, the Uk Government launched Operation Uplift, a programme to recruit 20,000 additional police officers in England and Wales by 2023, aiming to ease pressures on forces, reduce crime and improve outcomes for victims (Johnson & Patel, 2019). To meet the target, while compensating for resignations and retirements, forces would have to recruit approximately 50,000 officers over three years, leading to concerns about the inexperience of new recruits and the strain on more seasoned officers and supervisors, with some predicting a decline in policing quality (Police Federation, 2023). This rapid recruitment has led to a significant increase in the proportion of officers with less than five years of experience. By 2024, 38% of police officers nationally were projected to have less than five years of experience, compared to 12% in 2015 (National Audit Office, 2022) leading to a potential over-reliance on an inexperienced workforce. Simply increasing the number of officers may not directly correlate with improved service quality across different communities (Holli & Wilson, 2015) and the effectiveness of the police service depends on the quality of resources and support provided to officers rather than just the quantity of officers present (Flinchbaugh et at, 2024). It is therefore imperative that police leaders use their resources effectively and that officers are properly trained, led and managed (Heyer, 2014).

Section 2: Effective Investigations

The role of Her Majesty’s Inspectorate of Constabulary (HMIC) is to independently inspect how well each Force performs in several areas of policing.  HMIC inspections are an essential tool for assessing police force effectiveness and accountability, which influences operational procedures and polity decisions (Ritichie et al, 2015). In its annual assessment of North Wales Police, HMIC reported that the force doesn’t always carry out effective and timely investigations and that improvements are required in relation to elements of its governance and performance management framework (HMICFRS, 2024). Criminal investigations is one of the key strategic functions of the police service, yet in the last round of PEEL Inspections they found widespread poor performance in terms of how well Forces investigate crime (Cooke, 2024). Research indicates that ineffective performance measurements can reduce the efficacy of investigations, therefore improving communication between managers and investigators and implementing improved management practices is essential for resolving these issues (Stelfox, 2008).
As recently appointed strategic investigative lead, I was entrusted with creating an audit template on investigation quality to highlight key themes and areas for improvement. Having been involved in managing investigative performance for several years, I took cognisance of the enormous amount of time and effort that goes into reviewing investigations locally. Those reviews however were directly inputted onto the crime recording system and it wasn’t currently possible to extract data or to allow for meaningful comparison or force wide analysis. I made the decision that despite being new to role and under considerable pressure from senior managers to create a new audit template swiftly, I would consult with colleagues around a system that would work for them. Communication is crucial for facilitating employees acceptance and support for change initiatives (McLoughlin et al 2022) and stakeholder engagement is essential for achieving socially desirable outcomes (Tilimbe, 2021). When employees are not consulted they may develop skepticism which can hinder the success of the change initiative and the absence of consultation can exarcebate feelings of resistance (Beckert et al 2019).
I understand that methods that align with the current culture can have a higher chance of being accepted and successfully executed, even minor cultural adjustments can make the difference between a successful implementation and a failure (Isac & Remes, 2018). The trick for organisational leaders is to find ways to ensure that the company culture, that is the way they prefer to behave, is supportive of what is needed to successfully deliver the strategy (Tosti, 2007). I therefore decided to examine how to improve existing processes, some chief officers were vociferous in their opposition to my plan because they wanted a new audit template to directly compare to HMIC criteria. Additionally, I had to deal with the conflicting expectations and demands of chief officers, each of whom had a different idea of what they wanted the template to achieve. In hindsight, I was naïve and ill-prepared for the politics that came with the role and had little experience of the art of managing upwards. I discovered that upward communication needs to be handled sensitively and thoughtfully, making sure that the time and style of communication complement organisational objectives and the overarching strategic vision (Beagrie, 2006). To accomplish organisational objectives and improve the rapport between employees and management, it is therefore imperative to communicate effectively, honestly, and openly and be willing to negotiate (Hader, 2004).

Inspector Investigation Reviews (IIR)
The purpose of the review template was to enable Inspectors to review the Qualitative element of an investigation, based on four pillars which align to the investigative process:
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Key metrics we aimed to measure:

· Allocation of crime to correct resource
· Documented investigation plan that is maintained by the OIC
· Identification, arrest, interview of suspect is carried out in a timely manner
· There are no unjustified delays to the investigation
· Supervision of the investigation is effective including finalisation
· All reasonable lines of enquiry are carried out
· Consideration of evidence led prosecution where the victim is not engaging
· Consideration of ancillary orders is made (North Wales Police presentation, n.p.)

I worked closely with other agencies and enabled colleagues who were enthusiastic about investigations to help with designing the process. I tasked an Acting Inspector with liaising with the IT department to build the template onto our crime recording system and consulted with the Business Intelligence team to design a force wide performance report. Effective delegation was crucial to the success of the project, delegation is an important management technique that significantly impacts productivity and efficiency within organisations (Muir, 1995). The act of delegation not only alleviates the burden on managers but also contributes to the professional growth of subordinates (Weerasinghe, 2022). However, delegation is often underused, misused and misunderstood (Sachs, 2002). Within the first three months over 1200 Inspector Investigation Reviews had been performed across the Force providing insight into themes and trends influencing investigation quality and timeliness, enabling bespoke training and CPD inputs. Targeted training can enhance specific skills that are crucial for successful criminal investigations (MacDonald et al, 2017). Another critical aspect is the use of peer review and feedback mechanisms as the development of structured evaluation tools has shown to be essential for maintaining and enhancing interviewing skills (Danby et al, 2022),
A review of empirical research on the effectiveness of specific investigative activities remains limited. However, findings suggest that a combination of organizational policies, investigative effort and the use of certain technologies can enhance investigative outcomes, even in challenging cases (Lum, 2021). Despite the resources and importance given to investigations, investigative activities are much less researched and evaluated (Braga et al 2011). Given the widespread poor performance across forces in England in Wales during PEEL (Cooke, 2024), it would suggest the need for further academic support in determining how to positively influence investigative performance nationally.

Section 3: Leadership styles in policing
Leadership is one of the most crucial indicators of whether organisations are able to operate successfully amid changing circumstances (Mircea & Radulescu, 2025).  Organisations need effective leadership to operate at their best in dynamic conditions, but little is known about the traits and practices of effective police leadership (Herrington et al, 2016). Police are required to understand and effectively operate in complex social, political and organisational environments and as such the need for police leadership is greater than ever (Schafer, 2010). In recent years, police leadership, integrity and standards have been positioned as central to the professionalisation agenda of the police service England and Wales (College of Policing, 2015). Research indicates that integrity, work ethic, communication skills and a genuine care for personnel are fundamental traits associated with effective leaders in policing (Schafer, 2010). Nevertheless, there are only 197 peer-reviewed journal publications on police leadership, most of them are leader-centric and tend to replicate the mainstream literature without question, emphasising police leaders’ characteristics and styles being unaffected by context and practice, which is clearly not the case (Karp, 2025). 
Police leadership has traditionally been seen in terms of command and control with a profound sense of hierarchy and a strong awareness of the power of procedure and the benefits of being systematic (Pearce & Fortune, 1995). The complexity and demands of modern policing, such as perceived risk and the requirement for robust and visible decision making drives this reliance on command structures (Davis et al 2018). Officers will often look to superiors to make decisions as a way of providing ‘top cover’ or to protect themselves from repercussions or future scrutiny. Frontline police officers also place great value on being led by senior officers who have considerable direct experience of street level police work, those officers who have rapidly climbed the promotion ladder without “serving their time” on the streets are regarded with some suspicion (Rowe, 2006). Individual leaders can operate effectively in such organisations by relying on their experience and authority (Herrington and Colvin, 2016). Traditionally the predominant leadership style of police leaders has therefore been an authoritarian style, however, within recent years there has been a transition to a more democratic and mutual relationship style, also referred to as transformational (Andreescu & Vito, 2010). 
Due to the financial pressures on all UK police forces and the complexity of modern policing, a wider range of leadership skills are required (Pyle & Cangemi, 2019). Shared or participatory leadership approaches offer a greater opportunity for officer engagement in leadership across all ranks as an alternative to a more hierarchical approach. According to research, police leaders are beginning to see transformational leadership as an effective style that is marked by qualities such as confidence, energy and open-mindedness (Sarver and Miller, 2014). Transformational leaders help workers create and achieve higher goals, perform above the standards and discover what is important so they may maximise their potential (Sidabutar et al 2024). Despite the recognition that transformation leadership is beneficial, there remains tension in police organizations, where traditional transactional and autocratic leadership styles still prevail indicating a slow evolution in leadership practices as many leaders continue to adhere to established norms rather than embracing transformational approaches (Silvestri, Maisa, 2007). Some studies have shown that police leadership styles are situational and others explore leadership ambidexterity, that is being effective at different leadership styles required for complicated and complex problems (Herrington & Colvin, 2016). Leaders who tailor their approaches according to specific environment can positively influence employee performance and retention (Darie, 2024). There is no consensus in the research around the most dominant of effective police leadership style, however, transformational leadership styles have been identified as particularly effective in police chiefs (Sarver & Miller, 2014). 
Despite increasing representation of women in leadership positions, to date men still emerge in leadership positions more often than women (Badura et al, 2018). The exploration of gender preferences in transformational and transactional leadership reveals nuances insight from various studies. One study indicated that female managers are often evaluated as more transformational than their male counterparts (Carless, 1998) suggesting a tendency among some respondents to associate transformational leadership more closely to females. In a different context, research conducted among public sector employees in the Netherlands found a stronger preference for transactional leadership in male-dominated environments compared to female-dominated ones, where transformational leadership is favoured. This indicates that the context significantly shapes leadership style preference independent of the leaders gender (Groenveld, 2024). Even though female police managers favour the transformational style and believe it to be the most effective, the transactional style is still being used more often because of the difficulty of implementing a transformational leadership style in an organizational culture that puts so much emphasis on rank structure (Silvestri, 2007). The findings suggest that gender-based preferences in leadership styles are complex and context dependent, with transformational leadership often being associated with female leaders, while transactional may be preferred in male dominated settings. Gender differences in employee preferences and needs as to their supervision is an understudied phenomenon (Fjbendbo, 2021) which is somewhat surprising given research shows that employee perceptions of their managers leadership style are an important antecedent of their motivation and performance (Jacobsen & Bogh Anderson, 2015).
Academic research into leadership styles within policing is not definitive, and policing scholars have devoted limited empirical attention to the consideration of how leadership efficacy is manifested, developed and assessed (Shafer, 2010). Many studies have found that a transformational leadership style based on mutual participation can be more effective and have a significantly positive effect on organizational commitment, compliance, satisfaction, communication, influence, perceived fairness and extra effort (Adebayo, 2005). Leaders who embody transformational leadership practices and adhere to established competencies can significantly influence team dynamics and performance outcomes (Atan et al, 2019). However, at a time when police leadership needs to become more innovative and people focused, the pressures and complexities of contemporary policing meant that officers retreat to leadership that is command based (Davis & Bailey, 2018). Goleman (2024) indicated a great amount of emotional intelligence would exist within effective leaders. The development of leadership within police organization’s is seen as a process that requires a combination of training, experience and feedback (Schafer, 2010) however forces rarely invest enough time or energy in developing leaders of the future.  Leadership is not only reliant on personal characteristics but also on the dynamics between leaders and their followers and this perspective highlights the necessity for research that bridges the gap between theoretical frameworks of leadership and practical applications within police forces (Karp, 2025).  



Section 4: Reflections

There is no great mystery about what reflective means, reflective thought refers to thoughts about one’s thoughts (Bandura, 1979). Reflective practice is the ability to reflect on your actions and improve the way you work, “the process of bringing past events to a conscious level and of determining appropriate ways to think, feel and behave in future” (Caffarella & Barnett, 1994). Reflective thinking involves drawing conclusions, making generalisations, and using reflection on the past to propel thinking about the future and to shape future actions (Shon, 2017). Deep and sustained learning, that is being able to do something you couldn’t do before only comes through experience (Thompson, 2006). Experience on its own isn’t enough, however, you need to reflect on and make sense of your experience to create knowledge and this knowledge deepens when you apply it in new situation (Senge, 2006). Experience needs to be reflected upon and made sense of to create knowledge and this knowledge deepens when it is applied in fresh situations, this process can be viewed as a learning cycle. Experiential learning “Learning is the process whereby knowledge is created through the transformation of experience” (Kolb, 1984). In other words, we need to transform our experience by either reflecting upon it or doing something with it. 

Kolb’s Experiential Learning Theory plays a significant role in leadership development by emphasising the importance of learning through experience and reflection (Morris, 2018). It has been a significant framework for comprehending the process of learning through experience, and critical reflection acts as a mediator of meaningful learning, suggesting that learners must engage in reflective practices to gain deeper insights from their concrete experiences (Thomas, 2020). The theory is a well-established model that emphasizes a cyclical process of learning through concrete experience, reflective observation, abstract conceptualisation and active experimentation. This cycle suggests that effective learning occurs when individuals engage fully in each stage, allowing for a deeper understanding of concepts and practices. The model provides a framework for individuals to engage in a continuous learning cycle which is essential for effective leadership (Kolb, 1984). Engaging in Kolb’s Cycle fosters a deeper understanding and can lead to substantial learning outcomes (Bohon et al, 2017).

It is important to note that Kolb’s Experiential Learning Theory has faced several criticisms that highlight its limitations including the idea that it places too much focus on the individual cognitive processes involved in learning, which some argue neglects the importance of sensory and emotional experiences (Cruickshank & Schenck, 2015). A systematic literature review highlighted that while Kolb’s model emphasizes active participation and critical reflection, it may not fully address the contextual richness of experiences necessary for meaningful learning (Thomas, 2020). This perspective suggests the need for a more nuanced understanding of experiential learning that incorporates emotional and contextual factors. As there is great variability in every person, every brain, every context and every learning event, Co-Constructed Development Teaching Theory (CDDT) proposes a model of teaching rather than one of learning (Cruickshank & Schenk, 2015). The model seeks to address limitations in Kolb’s original framework by combining knowledge from cognitive neuroscience and successful teaching strategies, suggesting a need for evolution in experiential learning theories. Ultimately, the effectiveness of a reflective model may depend on the specific learning objectives and context in which it is applied. Therefore, while no single model can be best universally, Kolb’s theory offers a valuable framework for reflective practice. Integration of reflective frameworks, such as Gibbbs’ reflective cycle alongside Kolb’s model has been recommended to improve the understanding and application of reflective practices among learners (Sow et al, 2024).

Kolb’s Experiential Theory:

Concrete experience – “feeling”

I have mixed feelings regarding the implementation of the Inspector Investigation Review process. Given I had no prior project management experience or training and had not adopted a formal project management approach, it was incredibly challenging and I initially felt out of my depth and exposed. Project management methodologies can enhance project success and organisational performance and project execution and outcomes (Mathur et al, 2022). Employing project management tools and techniques, such as Microsoft Teams, Work breakdown structures, project dashboards and cost-benefit analysis play a crucial role in enhancing the success of projects, improved communication and enhanced stakeholder engagement (Mazenda, 2024). However, there can be a misalignment between the intended benefit of Project Management Methodologies at the strategic level and the reported benefits by project managers at the project level, it has been shown that practitioners expertise, accountability, attitudes all have a direct influence on the extent to which project management methodologies contribute to and benefit the management of projects (Wells, 2012). That said, having a more structured approach may have made me think beyond what I already knew and consider and explore alternatives. 
I found the transition from an operational to a more strategic role incredibly challenging, transitioning to strategic positions may require a shift in focus from traditional operational skills to broader leadership competencies that encompass strategic thinking and political astuteness (Hartley & Roberts, 2025). Addressing strategic problems necessitates a multifaceted approach that combines effective questioning, structured problem solving and adept management of organisational change (Chevalier, 2016). The College of Policing Leadership Standards (2023) set out what good looks like in terms of the accountabilities of the role and there is a real shift from Stage 3 (mid-level leaders) to Stage 4 (Senior leaders). Meaklim and Sims (2011) describe the principles underlying a public sector leadership programme aimed at senior police officers “Influencing, negotiating and managing reputations in order to maintain political alliances within the multi-agency environment”. Police forces may need to implement targeted leadership development initiatives to facilitate smoother transitions into strategic roles. Research highlights the importance of lived experiences in leadership development training, suggesting that while formal training is valuable, learning from experience plays a more significant role in preparing officers for strategic roles (Sheets, 2017). 

Reflective observation – “reflection” 
Self-reflection is recognized as a valuable tool for personal growth and success, it allows individuals to think about their skills, personalities and how they react to people and situations.  Engaging in self-assessment allows individuals to evaluate their performance critically, leading to improved commitment to competent practice and the development of higher-order skills necessary for workplace success (Marienau, 1999). I was asked to design an audit template for Inspectors to review the quality of investigations. The Chief Superintendent in charge of the project told me she was delighted with the end product, and the uptake in the reviews suggests that the process has widely been accepted as business as usual by colleagues and peers. This will undoubtedly improve investigative performance and accountability across the Force and enable us to benchmark against the requirements of PEEL.

One of the biggest challenges I had to overcome was combating imposter syndrome which is characterized by feelings of self-doubt and inadequacy despite evident success, which was overwhelming and almost debilitating at times. A study examining the experiences of female police officers in the US found that while overt discrimination and harassment were uncommon, many women reported a persistent need to prove themselves, suggesting an underlying self-doubt that aligns with the concept of imposter syndrome. This need to validate their place in the profession indicates that women may still face pressure to conform to constructed gender roles which can exacerbate feelings of inadequacy and self-doubt (Gasparini,et al 2024). Imposter syndrome while often viewed negatively, can have certain benefits including a heightened awareness of performance and capabilities which can lead to a more profound engagement at work. This self-doubt may drive individuals to seek feedback and validation, fostering a culture of continuous improvement and learning. For instance, this phenomenon encourages individuals to reflect on their achievements and recognise their skills, albeit through a lens of skepticism about their worthiness (Gadsby, 2022). While imposter syndrome is often linked to self-doubt and anxiety, it can also serve as a catalyst for personal growth, enhanced self-awareness and improved workplace dynamics when properly addressed.

Reflective observation – “thinking” 
Identify patterns and draw conclusions based on your observations. Develop new ideas, theories or understanding based on your experience and reflection

If I were to commence this project again, I would be more mindful of how to plan and structure my day using a task planning tool. By breaking the project down into smaller manageable tasks I would have been clearer on my prioirites and would have had some reassurance things were progressing. Because I was managing numerous longer-term projects and was juggling the tasks in my head, I wasn’t entirely clear from day to day what I was going to focus on (other than pre-planned meetings). In future, I would utilise my calendar to deliberately plan what I was going to do with my time. A day planner would assist with scheduling meetings and then working everything else around them including preparation time, dealing with emails, reading material etc. I would also try and schedule when I will check emails unless I was expecting urgent messages, this would have avoided me getting distracted and stopped me feeling overwhelmed on occasions. In future I will invest more time in planning and scheduling (Newport, Bottoms & Brown).
Finally, I believe it would have been useful to have a strategy for working through more strategic issues. Addressing strategic problems requires a more structure approach:
· Framing the problem (What) – identifying what needs to be done and set clear goals
· Diagnosing it (Why) – identifying why there is a problem and why it has not been solved yet
· Identifying and selecting potential solutions (How) - identifying how to solve the problem and
Implementing and monitoring the problem (Do) - resolving the problem

Active experimentation – “action”

Apply new concepts, test out your newly formed theories in real-life situations. Reflect on the results and refine your methods as needed, potentially leading to a new cylcle of concrete experiences
One effective approach is to normalize the experience of imposter feelings by engaging in peer networking and seeking feedback. This can help individuals realise they are not alone in their struggles, fostering a sense of community and support that can mitigate feelings of inadaequacy (Cullen & Lane, 2022).




Conclusion

I have outlined the numerous and diverse challenges of Operational Leadership in Policing as well as the governments roadmap for police reform to ensure a service that is fit for the future. One of the biggest challenges facing police leaders is an over-reliance on inexperienced officers and the inability of officers and supervisors to effectively investigate crime, a fundamental function of the police. The quality of criminal investigations is universally poor, and North Wales is no exception, further academic research is required in order to support improving investigative standards, practice and training. I designed and implemented an Inspector Investigation Review process which will positively influence investigative performance and accountability going forward. I found navigating a strategic role incredibly challenging and was heavily impacted by imposter syndrome, which can have a disproportionate impact on female leaders. I learnt the importance of being kinder to myself and making better use of task and time management tools as well as utilizing a model to aid strategic decision making in future. 

Transformational leadership has been identified as a particularly effective leadership style and leaders are characterized by their confidence, energy and open-mindedness which enable them to motivate their subordinates to extra effort and achieve higher levels of satisfaction within their teams (Sarver, 2014). In contrast, transactional leaders while also effective, may not inspire the same level of commitment and motivation from their teams. Despite the recognition of these characteristics, the literature suggests that the understanding of police leadership remains limited, with a need for further exploration of the relational and contextual aspects of leadership within policing. This indicates that while certain traits and styles are associated with successful leadership, the dynamics of police leadership are complex and warrant further investigation. 
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