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Introduction - Leadership
The specific challenges facing police leaders are forever changing and varied. With the 2010 government austerity measures  requiring the police service to find savings in excess of £2.4bn by 2015, this, framed against a backdrop of increasing complex demand, public legitimacy, enhanced governance and accountability challenges, has made the focus on ‘effective’ police leadership a continued and much desired commodity within policing (Hoggett et al. 2019). 
The Oxford English dictionary defines leadership as; “A person who rules, guides or inspires others” and as such provides a seemingly concise definition of the term. Davis and Silvestri (2020 p4) note however little academic agreement on how leadership should be defined, making it an essentially a ‘contested concept’ with many different meanings.  This is confirmed by the vast amount of literature and academic study relating to leadership and management theories, models, styles and classifications, which is indicative of how important it is to really understand ‘what works’ for different individuals, organisations and the varied contexts in which they operate.  As Burns (1978 as cited in Davis and Silvestri, 2020 p.4) observes, leadership is ‘one of the most observed and least understood phenomena on earth’ with Boden (2004) noting that individuals based on a mixture of experience learning also have their own personal intuitive understanding of what leadership looks like. Indeed from a policing perspective, a review of 23 separate police leadership research reports (from 1979 to 2008) concluded that there was virtually no reliable evidence of what best impacts police leadership styles and behaviours on the ground (National Policing Improvement Agency , 2011). 
Reflective Journal
Using the Gibbs Reflective Cycle (1988), this reflective journal will describe how I engaged and led police officers and staff through a  recent strategic change programme. The journal will show how I have interpreted and utilised some key leadership theories which I have learnt about during this module. It will reference conventional person-centered leadership theories such as the trait, behavioural, situational and transformational approaches which have been the dominant styles of leadership I have experienced during my time of policing. I will specifically focus on the concept of emotional intelligence and how this has proved to be exceptionally important to me as a senior leader during my recent leadership challenge.  
[image: ]

Description 
For the entirety of my police service I have worked as a uniform frontline officer in a response and neighbourhood policing capacity. Having served as a Constable, Sergeant, Inspector and currently as a Chief Inspector, I have experienced many opportunities and challenges both as a manager and leader at all these ranks. (College of Policing , 2017)
In 2018 Dyfed Powys Police was inspected by Her Majesty’s Inspectorate of Constabulary and Fire & Rescue Services (HMICFRS) as part of its fifth PEEL (police effectiveness, efficiency and legitimacy) assessment. Part of the HMIC FRS findings recommended that the force ‘required improvement’ in relation to how effective it was at keeping people safe and reducing crime and questioned how effectively the 50 officers and 150 Police and Community Support Officers (PCSOs) were utilised to deliver its neighbourhood policing (NP) function, a point summarised its final conclusions; 
‘The force is good at investigating crime. But it needs to improve how it prevents crime and anti-social behaviour. The neighbourhood policing service it provides to the public is inconsistent.’ (HMIC FRS Report Dyfed Powys Police 2018)
At the time of the PEEL review I held a challenging leadership position of Chief Inspector for Operations in Pembrokeshire Division whilst also carrying out other core functions of Tactical Firearms Commander (TFC) and Bronze Public Order and Public Safety Commander (POPS). With much of my operational TFC and POPS decision making based around a command and control hierarchical rank structure, I felt confident and comfortable in my role. 
The transactional leadership style promotes a rigid contractual relationship between leaders and followers (or subordinates) – who are viewed as ‘inferior to or responding to the leader’ (Davis and Silvestri 2020),  and places an emphasis on the completion and clarification of goals and objectives, work task and outcomes (Mullins & McLean, 2019). As an experienced operational Commander, I know the benefits of transactional leadership during dynamic, time critical situations and in times of crises. In this policing context officers require and seek clear lines of command, direction and instruction to complete tasks based on threat, risk and harm.    
In contrast as an NP Sgt I have also used a transformational leadership style (Burns 1978) to lead, influence and mentor a team,  connecting with their emotions and encouraging them to be part of the decision making process in non-time critical situations which also have an element of threat harm and risk (Vito, Higgins, & Denney, 2014).  
During annual Professional Development Reviews (PDR) I had been personally aware of a lack of strategic leadership experience and, (perhaps) selfishly understood that this may hinder future career opportunities. As such I identified an opportunity to professionally develop by volunteering to lead the force through a strategic Neighbourhood Police Change Programme (herein referred to as the NPCP). 
From a personal stance, I felt confident that I had the right knowledge base, skillsets, interest and enthusiasm to review an area of policing which had been neglected over time. Whilst supportive my Superintendent described the idea as ‘high risk - high reward’, adding a cautionary note that other colleagues had failed to deliver tangible change in this area after conducting similar internal reviews. He did however comment that I had the right ‘personality’ to take the task on, which I thought was an interesting observation to make. After further consideration I approached my Chief Officer Team with some fresh ideas for a new approach to NP in force and successfully requested to lead a strategic change programme. 
Keeping the ‘personality’ comment made by Superintendent in mind, the Trait approach to leadership, borne from Thomas Carlyle’s ‘The Great Man Theory’ (1888) is one of the earliest leadership theories to emerge becoming popular with theorists between the 1920s and 1950s. 
Based simply on the premise that leaders are born rather than made, the trait theory suggests some individuals possess a finite set of innate intellectual, personal and physical qualities which predestine their capacity for leadership (Spector, 2016). After an extensive review of over 100 trait studies Ralph Stogdill (1948 cited in Davis and Silvestri 2020, p44) was one of the first to challenge the theory and concluded whilst there were too many qualities that could be innately possessed, some qualities appeared more than others being:
· Capacity (intelligence, alertness, verbal facility, originality, judgement)
· Achievement (scholarship, knowledge, athletic accomplishments)
· Responsibilities (dependability, initiative, persistence, aggressiveness, self-confidence, desire to excel)
· Participation (activity, sociability, co-operation, adaptability, humour)
· Status (socio-economic position, popularity)
I recognise having some of these traits (in bold) which may explain why my line manager thought I had the ‘personality’ to take the NPCP forward. From a young age I have been described as an extrovert, being sociable with a good sense of humour and possessing a degree of self-confidence to take the lead in a group situation. As such I feel these are innate features which have helped me personally to develop as a leader. In contrast I also recognise during my police service that I have been motivated and led by some highly effective colleagues who have not overtly displayed many of the traits suggested by Stogdill or Digman described above.  
Leadership personality as a concept has been further researched and described in the terms of the ‘Big Five’ by Digman (1990) who identify openness, conscientiousness extroversion, agreeableness, neuroticism (sometimes expressed as the acronym OCEAN) which are referred to as super traits by Mullins and McLean (2019). Judge et al (2002) point to multiple correlations between leadership and the ‘Big Five’ and found extroversion as the strongest trait displayed by the most effective leaders, with conscientiousness and openness to experience coming second. 
With many of the leadership development courses within the commercial sector and in policing heavily influenced by trait principles, despite criticism and a lack of empirical evidence to prove the validity of the concept, the theory has proved to be ‘incredibly resilient’ (Silversti and Davis 2020), even if described by some academics as a theory ‘akin to scientific sin’ (Digman 1990 p420). 
Feelings 

Throughout leading the change programme, I have experienced a range of contrasting feelings. As I commenced the NPCP, I began to have some reservations about the task which was more complex than I had first envisaged. Firstly, I inherited a HQ team who had been working in isolation providing strategic support for the NP teams on the ground. I discovered that they themselves had lacked clear leadership and direction with some becoming demotivated with their work. When I discussed the NPCP with the team, I immediately felt some cynicism and negativity from the Inspector in charge who seemed almost dismissive to the idea of change. 
Secondly, I knew from research that many of NP teams on the ground had been subject to previous reviews where promises had been made and failed to be delivered, so I anticipated being asked ‘Why will this be any different this time around?’ I inherently knew that to achieve any meaningful and sustainable change that I needed to capture the thoughts and opinions of over 200 officers and staff to begin to effectively bring them with me during the NPCP. Daniel Goleman (2007) discusses the importance of understanding Emotional Intelligence (EI) and states that ‘Great leadership works through the emotions.’  
Goleman describes the importance of a leader’s EI in terms of their personal and social competencies which are divided into four categories of self-awareness, self-management, relationship management and social competence. 
[bookmark: _GoBack]I felt I generated a considerable amount of self-pressure throughout the NPCP ‘to deliver ‘as I didn’t want to let either myself, or the NP teams down whilst leading on this piece of work. From research I knew that the running cost for NP in terms of salaries cost the force approximately £4.6M per year which weighed heavily on my mind.  In 2003 Higgs noted that on average 70% of change initiatives failed to meet their aims – a figure which today is still discussed. Having volunteered to lead the NPCP I wanted it to succeed both for those delivering NP and for the communities they served.  Goleman (2007 p56) acknowledges such overwhelming negative emotional surges which can limit the brains ability to focus on the task at hand. From a ‘self-management’ perspective therefore, I found regularly speaking to peers and friends when feeling frustrated or anxious really helped me to cope with the negative emotions I was experiencing.
Goleman also breaks social competence EI further;
· Empathy; Sensing others’ emotions, understanding their perspective, and taking an active interest in their concerns.
· Organisational awareness; – having an understanding the politics at the organisational level and how decisions are made
· Service; recognising and meeting follower, client or customer needs.
Upon reflection during the early phases of the NPCP I displayed empathy when visiting teams to better understand their perspective and shown an active interest in their concerns. I wanted to gain a personal insight and understanding the feelings of those delivering NP at a grass roots level before deciding the way forward.  
In doing so I learnt that NP teams felt periodically neglected and unappreciated, with many of their daily tasks being viewed at times as unimportant in the wider policing context. Due to continual abstractions from their core roles and being burdened with administrative tasks from response officers, many felt frustrated by not being able to focus on their core NP task of problem solving and community engagement. Over time NP teams were viewed more as an internal support resource for other departments, rather than performing their specialist NP role. This approach had also been culturally accepted by county Senior Management Teams (SMTs) as the ‘norm’ for NP teams. The force, knowing it had problems with NP delivery, had allowed current processes to continue, which I too in my former CI position had been implicit with. Describing this type of approach to leadership as ‘wilful blindness’ Heffernan (2019 p.357) comments that ‘We make ourselves powerless when we choose not to know.’ 
Goleman therefore states the importance of listening and understanding to teams; 
‘Once there is an understanding of the emotional reality and norms of teams and the culture of an organization, it can be used as a basis from which to develop the ideal vision for the group, which, to be truly captivating, must also be in tune with each individuals personal vision.’ (2007 p223)
Similarly, Goleman breaks ‘Relationship Management’ EI into the following;
· Inspirational leadership; Guiding and motivating with a compelling vision.
· Influence; Using a range of different tactics for persuasion.
· Developing others; Bolstering others’ abilities through feedback and guidance.
· Change catalyst; Initiating, managing, and leading in a new direction.
· Conflict management; Resolving disagreements.
· Building bonds; Cultivating and maintaining a web of relationships.
· Teamwork and collaboration; Cooperation and team building.
Retrospectively, again I used many of these EI competencies to shape and guide my decision making throughout the entirety of the NPCP; 
Before introducing a new vision and direction (change catalyst), I considered how to meet the needs (service) of the NP teams (followers), the organisation (client) and the communities (customer needs) which they served. When beginning to formulate and introduce a new vision and direction for NP in force, I was mindful to consider politics at an organisational level. Due to austerity and changing demand types, I was aware, that other forces nationally had significantly reduced PCSO numbers in order to reinvest savings in other areas of threat, harm and risk. I understood that I needed to use my knowledge to influence and persuade my Chief Officer team and Police and Crime Commissioner (PCC) that a new approach was required to achieve sustainable change for the future. 
I also utilised conflict management skills to resolve disagreements with senior officers, peers, some NP officers and a variety of internal departments and organisations (such as Human Resources, Police Federation and Unison) in attempt to build bonds to progress and embed the NPCP in the future. All of this took a considerable amount of time, influence, teamwork and collaboration to achieve. 
Evaluation 
Throughout the NPCP I endeavoured to check and test how those involved in the process where reacting to the changes being implemented. I introduced an online survey to provide an anonymous generic feedback and held informal meetings to provide teams with an opportunity to freely speak about their thoughts and feelings. I found this process useful, but it was a point where I also lost some confidence and self-belief (negative emotion) in the approach I had adopted.  
Behavioural leadership theories since the 1940s have held a central premise that it either reflects a ‘task orientation’ - the production and achievement of tasks, or a ‘relations orientation’ – which concerns the needs and interests of followers. The Tannerbaum and Schmidt Continuum of Leadership Behaviour (1958) depicts the use of manager authority to lead at one end of the continuum, compared to offering autonomy and freedom for followers to be involved in decision making at the other.  Having personally invested time and effort at the start of the NPCP to the speak to NP teams, I was somewhat surprised to receive some negative feedback about the initial consultation process. I discovered that some individuals felt that this phase had been meaningless and that the proposed changes were already a ‘fait accompli’. I felt really frustrated as I thought I had made a conscious effort not to use my authority as a senior leader to simply introduce and implement change without considering the thoughts of those who were to deliver the programme.
Looking more closely at the model, I felt I had introduced the NPCP to teams at a relatively central point on the continuum scalar as highlighted by the blue star in the diagram below. 
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Tannerbaum and Schmidt Continuum of Leadership Behaviour (1958)
I felt I had tactfully explained to NP teams that although there were pockets of isolated good practice across the force, that the HMIC grading as such was ‘the problem’ to solve and I needed their suggestions before making a decision to move the change programme forward. 
Upon reflection, whilst I thought I had actively listened to teams in the first instance, I had also in my enthusiasm tried to ‘sell’ some of my ideas during the consultation phase which meant I had possibly used more ‘authority’ than I had intended – denoted by the red star added to the diagram above . This had clearly resonated negatively with some of the more longer serving members within teams and caused some mistrust in the process. In hindsight I realise I may have inadvertently been pressurised by senior managers to deliver significant change within tight timeframes to meet HMIC(FRS) progress checkpoint meetings. I was glad however that individuals had the courage and confidence to speak to me about their feelings, as Heffernan (2012) endorses that ‘openness isn’t the end – it’s the beginning’.  As a result I re-visited the teams once again to listen more actively to their ideas and opinions. 
More positively, the consultation process did highlight a primary reason as to why the force had failed to deliver a consistent NP approach.  The police service for warranted officers is based on a rank structure predominantly decided via a promotion process. However, it is not uncommon for level transfers from one position to another to occur, meaning most NP sergeants and constables in place had been assigned to their post without any relevant experience or selection process. 
Consequently, the consistency of leadership displayed at a grass roots level, along with the quality of work being produced, varied according to how well teams were supervised, tasked and directed. In some instances, the need to fill the supervisory void had by default resulted in some more experienced members of teams becoming emergent leaders, again with varying quality.  Feedback from many PCSOs also revealed they wanted more support and direction from experienced supervisors who understood the purpose of their role. It also became apparent that the knowledge, experience and, particularly the levels of enthusiasm of individuals within teams varied widely from those who were working extremely well and seeking an opportunity to develop, to others performing either satisfactorily or in a few cases, below standard. 
To bring a consistency of leadership at the grass roots level, I decided to introduce a formal interview and selection process for all existing and future NP Sgt and PC positions. I wanted to ensure that those carrying out formal supervisory roles would have the capability, adaptability and the enthusiasm to lead teams with mixed ability and experience in a variety of proactive and reactive situations. This decision was met with significant resistance from Police Federation and many carrying out the role, but I knew that I wanted to build a team of NP supervisors which would have the right mindset to take NP positively forward in the future. Indeed, Adair et al (1997) states that ‘Few good leaders have quite the team they would wish for – just as a few good teams have quite the leader they would desire’ (p180).  
Adair (2009 p185) however believes that traditional methods of selecting leaders via a written application form and interview has some limitations as it may only identify the ‘natural potential’ for an individual to lead a group, and should additionally encompass some estimate of their personality and ‘interests in relation to the working situation’ as well. From personal experience I knew that the position of NP Sgt can be viewed by many as an easier supervisory role to perform than others and can attract candidates who may not be best suited for such a position.  Initially a Chief Officer had requested that I should participate in all 45 interviews which was not achievable, so whilst heavily involved in peer discussions with County Chief Inspectors during the paper sift process to discuss the backgrounds of potential candidates, I ensured that panels interviewing candidates had a good working knowledge and understanding of NP along with a clear understanding of the vision of the NPCP. 
Keeping in mind the varied experience of teams and the proactive and reactive context in which NP is delivered, situational leadership theories (SLT) do not advocate a single best way to lead.  Rather they recognise the challenging and dynamic nature in which organisations operate (such as the police) and suggest that a more effective leader will adapt their behaviour (e.g. either task or people focused) after rationalising the situation according to the circumstances faced (McCleskey, 2014 Vol.5 N0.4). 
The Situational Leadership model (Hersey and Blanchard 1960) focuses specifically on the way in which a leader communicates to their followers (Telling, Selling, Participating and Delegating) before secondly considering the ‘maturity and ‘readiness' of those being led. 
Whilst this style of leadership was something I wanted to promote, I realised that tailored leadership training was something only offered to senior leaders (Inspector upwards) within the organisation.  As alluded to before, very often in the police service emergent leaders appear in teams without any formal training and are expected to deliver, but as Adair (2009) states there is no such thing as ‘instant leadership’. 
In stark contrast therefore to trait theory principles, both Adair and Goleman agree that leadership skills and EI competencies are not innate talents and as such can be learned to make leaders more effective. I arranged specific external leadership training for the new cohort of NP Sgts and PCs who had successfully completed the interview process and worked with the provider to focus on emotional intelligence and adaptability more broadly in line (I now realise) with situational leadership theories. 
Analysis 
One of the main deliverables of the NPCP was to provide a new strategic vision for NP delivery for the force. Whilst this was a key deliverable, it was essential that those (Bolden, 2004)charged with delivering NP understood in simple terms what we were trying to achieve and had the means and capacity to do so.
Adair (2007 p38) describes the Three Circles model of leadership as shown depicted below in the Venn diagram.   Adair’s model suggests that the task, team and individual’s needs are always interacting with each other and as such there is always a degree of ‘tension’ between them. Adair notes that it is fundamental for leaders to balance the needs of each circle always in relation to others which if successfully achieved should foster a cohesiveness team approach enabling individuals within it to make their optimum contribution.
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From a personal perspective I knew I had to firstly work with my HQ team to ensure they understood the task we had set out to achieve, and so held one to one discussions and further group meetings to provide further clarity and direction. This did lead to some difficult conversations and ultimately to a change of some personnel.
From a grass roots level, Adair’s model provided meaningful insight into the underlying problems which many NP teams were experiencing before the commencement of the NPCP.  In summary NP teams lacked a clear strategic purpose of what was expected of them.  Daily tasks were not clear due to poor and sporadic supervision and so teams did what they felt was best to do, rather than what was needed to be done based on little evidence. From a group perspective - emergent leaders within teams had at times caused disharmony amongst others, leading to personality clashes and the development of cliques. In some of the more extreme cases this had led to bullying in the workplace which had caused long-term sickness and absenteeism within teams leading to a general fall in performance. Lastly, some of the more committed and hard-working individuals had become isolated and demotivated with some either leaving or considering an exit the organisation.  
What the NPCP has delivered is a simple strategic direction, a common aim and given teams a much-needed identity within force. Each of Adair’s three circles have been carefully addressed to provide a consistent team approach. With improved supervision and better leadership, tasks are now clear, team spirit is largely buoyant, which have led to an improvement in the core NP outcomes of targeted activity, community engagement and problem solving. Both individual and team contributions are being formally recognised by senior managers, along with a renewed focus on the provision of continuous professional development for all NP officers and staff - with a focus placed on PCSOs. 
During the NPCP I had become aware that whilst I had considered the views of all staff involved in NP, I had only offered leadership development opportunities for warranted officers within the teams. I therefore made a conscious effort to specifically raise and develop the profile of the 150 PCSOs who were essentially the main delivery body of NP in force. 
Nationally PCSOs do not have an internal rank structure, nor do they have a clear career progression pathway if they choose to remain long term within this position. As a ‘group’ PCSOs in force  had become accustomed to a transactional style of leadership whereby they would wait to be told what, when and where to carry out their role. Having worked with many excellent PCSOs over the years, I knew that many wanted to achieve so much more within NP but had either lost the desire to do so or had the opportunity to apply themselves.  
Applying Maslow’s Hierarchy of Needs theory within an organisational context, I felt that  many of our PCSOs had become comfortable or perhaps somewhat ‘trapped’ towards the bottom part of the hierarchy (above) as the force itself had largely met their physiological needs by default - as denoted by the ticks alongside each descriptor.  
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Whilst the outcomes of NPCP  had addressed many of their social workplaced needs, I still wanted to developing the motivators (highlighted in red text on the diagram) associated with the needs of esteem and self actualisation.  
Part of the vision of the NPCP was to promote early intervention and the use of Evidence Based Policing, allowing teams to make decisions by delimiting their discretion and autonomy (Rowe, 2020). As a leader I wanted PCSOs to develop their own transformational leadership skills so that in the right context, they had the creative space to thrive. Ackland (2021) also attributes the importance of  leaders providing three things for officers and staff to help them thrive; direction, creative space and support. The NPCP has created new possibilities for many PCSOs with the introduction of new challenging roles and responsibilties within their teams, along with the provision of externally accredited training courses to develop their thinking. Drawing upon McGregor’s Theory ‘Y’ assumptions (1960), it is evident from improved NP performance that most of our PCSOs view work positively, are being more creative and are beginning to move firmly into the self actualisation level of Maslow’s hierarchy. 
Conclusion
Feedback from senior managers, NP teams and partner agencies has been largely positive since the new NP model came into existence in October 2019. The vision of rebranding our NP teams as specialist problem solving teams has been well received and accepted within the force and most importantly by our fourteen NP teams. The force has recently completed a thematic NP HMICFRS Peel Review with early indications looking positive for an overall improvement from the 2018 -2019 grading.  
What the success of the NPCP has also crucially delivered, is a culture shift towards a more positive view NP within force. Within the context of NP, teams now have more time and space to work in a transformational style. There are also definite opportunities to move away from the traditional ‘leader – follower’ relationship towards a ‘leader – leader’ scenario (Marquet, 2015). However, this is going to take time and effort as Davis and Silverstri note that ‘the dichotomy between leaders and followers, with followers positioned as subordinate, powerless and deferent, is complicated in the police workplace.’ (2020 p.72) 
The rhetoric of the Policing Vision 2025 (2016) wants the service to ‘empowers individuals to maximise their contribution through continuous professional development and the encouragement of reflection and innovation’. I feel the service is becoming more receptive to listening to those who actually deliver policing and are recognising the benefits of ‘flattening’ (College of Policing , 2015) the traditional privileged and exclusive hierarchical rank structures (Davis and Silverstri 2020) wherever possible. Officers and staff certainly within the context of the NPCP outlined in this journal certainly feel more confident to challenge and offer opinions which is much more in line with the thinking of Heffernan (2019). 
From a personal view I have acquired a huge amount of learning as I have led the NPCP. I have found the process extremely challenging and at times a very lonely place to be. Trying to keep ‘followers’ motivated, involved and engaged whilst upwardly managing expectations of senior managers is difficult. Zahira (2021 p.378) perhaps best describes the challenge of being a leader as being ‘very much stuck in the middle of a web of relationships.’  I often had a foreboding worry about getting things ‘wrong’. Remembering the 1914 Antarctic expedition of the great British explorer Sir Ernest Shakleton, he has been described as one of the greatest leaders of all time (Morrell & Capparell, 2017). Yet with a group of men that never exceeded twenty-seven in number, Shakleton never actually achieved most of the goals he ever set! I have learnt that it is ok to make mistakes, I am not a ‘hero’ and accepted that self-doubt is natural, as long as I remain curious and alive to self-reflection and improvement. (Schweiger, Muller, & Guttel, 2020) Reflective practice has been very central to my personal development during the NPCP. As Schon (1983 P.61) describes during the ‘relative tranquillity of a post-mortem’ of the NPCP, I have made a deliberate effort to explore understandings to better prepare myself for future challenges. 
Due to the nature of what the NPCP set out to achieve, I have relied mainly upon a transformational leadership style. Upon reflection, I have harnessed my own emotional intelligence which Mullins & McLean (2019 citing Lansdale p150) refers to as ‘the glue that holds people and teams together.’ I feel immensely proud of how well the NP teams have embraced the new model even if I had reservations as to how they would accept change. Professional Development Reviews (PDRs) have previously referenced how ‘resistant to change’ officers were perceived to be, but Mullins & McLean (2019 P.587 who cite Cunningham) maintain that ‘one of the greatest myths in management is the generalisation that people resist change.’ I certainly found a collective team appetite for change towards the end of the NPCP with many NP teams seeming far more positive about the future. What I have also learnt however is that managing change is difficult a view supported by (Debicki, 2021) who states is ‘one of the most difficult thing that leaders must face’.  
Action Plan 

In the future I would; 
· Take more time planning and delivering during the consultation phase. 
· Form practitioner working groups to ensure staff were able to have more input shaping strategy and allow a more active voice during the decision-making process. 
· Collect baseline data at the beginning of a programme to allow easier comparisons for wellbeing and performance in the future. 
· Consider academic support to compliment the programme
· Implement a better communication strategy 
· Negotiate a more realistic timeline for the programme.  
(5283 – excluding referencing.)
_____________________________________________________________________________________________________
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