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[bookmark: _Toc153886338]Background

I was coming on duty for a night shift as a young in-service temporary Inspector (not confirmed in the rank) and taking the general hand over from the days Inspector to prepare for the shift ahead which happens routinely. The core roles for the shift Inspector are managing incident-based risk with a team of Sgts and Constables responding to emergency calls for service, meeting the Senior Leadership Team (SLT) based priorities in any given area linked to crime reduction, overseeing reports of missing people and being the PACE (1984) Inspector. 
The PACE Inspectors responsibilities include all matters involving detainees in custody, which includes the authorising evidential samples as per Police and Criminal Evidence Act (1984) Codes of Practice, mainly codes C -detention of detainees and Code D - identification this includes the authorising of intimate and non-intimate samples to prove / disprove a person’s involvement in a crime for which they have been arrested, like blood, urine and bodily swabs. These authorities are required from an officer the rank of Inspector or above, but crucially are for an officer not involved in the investigation and therefore to some extent independent to the case, which is why other teams refer in, to the PACE Inspector regardless of rank from other departments, hence their significant responsibility for the PACE Insp. 
At the time I was temporary in the rank meaning that I had been given an opportunity to prove myself prior to promotion, I was working with an experienced bank of other Inspectors, many had been performing the roles for several years.

Shortly before the shift there had been a murder involving some members of the travelling community, suspect(s) and the victim. As a result of this the deceased had been shot dead at his home address and the suspect had sustained potential life-threatening injuries himself and was at the time in hospital. As part of my hand over from the day shift Inspector I had been notified that the Detective Superintendent was going to approach the night shift Inspector for some intimate samples to be obtained from the suspect, which is standard practice for such incidents given that normally there is a suspect under arrest and detained at a police station. At the time we had a conversation around legality of such requests, my feelings were that this would lead to some conflict as I knew they would ask for blood samples given the circumstances and so I was apprehensive.

Intimate samples are authorised by an officer of the rank of Inspector as per Code D PACE 1984 6.2 PACE, section 62, provides that intimate samples may be taken under: (a) section 62(1), from a person in police detention only: (i) if a police officer of inspector rank or above has reasonable grounds to believe such an impression or sample will tend to confirm or disprove the suspect’s involvement in a recordable offence, see Note 4A, and gives authorisation for a sample to be taken; and (ii) with the suspect’s written consent; an ‘intimate sample’ mean a dental impression or sample of blood, semen or any other tissue fluid, urine, or pubic hair, or a swab taken from any part of a person’s genitals or from a person's body orifice other than the mouth (Home Office Police and Criminal Evidence Act1984, Code D S.62(1), 1984). This area of the role is very much autocratic in style due to authority levels.

There are however occasions where detectives tend to ask for a blood sample from a suspect, not to establish identity, but to establish the level of drunkenness at the time of the offence, the motivation for this in my opinion is the need for achievement with the case – it helps to cover all bases investigation wise,  this they claim can then be used to ascertain if at the time of the offence the suspect was capable of committing the required intent to carry out specific crimes and can be later used in court around capability etc. 
Such requests had over time been overlooked by Inspectors and simply authorised, largely around their learning from others before them (Social Learning Theory) and then imitating this as normal practice which was naive. 
In my view due to my recent studies of the legislation, applying that to situational incidents and challenging finer points as per Meaningful Learning Theory (Ausubel, 1960), this was both illegal and unethical not only could the strength of the evidence by weakened by the obtaining of such samples from suspects, but I also believed that such approaches to approach suspects and request the samples could be viewed as oppressive. 

Clearly from my own perspective not something I was either keen or comfortable supporting and this does contradict the College of Policing code of ethics and policing principles, particularly regarding honesty and integrity (College of Policing, 2014). 
[bookmark: _Toc153886339]Situation

After an hour or so into my shift as expected I received a telephone call from a Detective Chief Inspector in the Major Incident Team which deals with Homicides, he had requested that I authorise the aforementioned samples as they were vital to the investigation, his tone was calm and democratic in style initially, but felt very threatening when challenging me particularly around the drunkenness element of the suspect I asked if there was any suggestion or belief that the suspect was drunk and he replied there was no suggestion and he did not appear to be drunk as he had driven to the scene and spoke with officers since the murder occurred. When I pointed out both the legal and ethical challenge, he updated me that he would inform the Detective Superintendent and that he would not be happy with my lack of support, the conversation had become less friendly. This had made me feel that I was failing or unsupportive and knew there would be consequences rather than acquiescing.

For clarity the Det Supt was at the time a very well reputed officer having won many distinctions and plaudits from previous cases, he was highly respected among his peers and had a no-nonsense approach. Considering leadership styles, he fell very squarely into the  
Autocratic leadership style, he thrived on overall control and ultimate decision making where his department was concerned, based on his role, rank, and experience in such investigations. His department were seen as the most elite investigators in the force, the most highly trained detectives, notwithstanding that the homicides that they deal with were very much in the public eye, and so largely they are results driven in terms of both performance and reputation and so there is a tendency to be both detailed and focussed on the minutia, rightly so specifically in regard to murder investigations, but this leads to an air of superiority. I felt his style was uncompromising, but certainly unforgiving.

As predicated a short time later I received a call from the Det Supt, he questioned both my decision making and knowledge he pretty much outlined that I was impeding his investigation which could make a difference in a murder investigation, he also pointed out that I was a temporary in rank Inspector and highlighted this point in a threatening manner (he did have the influence to have me demoted!) He told me that he was very disappointed with me and never had such issues previously with other Inspectors when his staff had approached them for such intimate sample authorities. 
During the heated conversation I pointed out to him that he had higher ranked officers than I that could also authorise such samples to be taken, he told me that as they were part of the team that he could not allow that as they were ‘involved’ in the investigation. I also pointed out that technically as per both the National Decision Model (College of Policing, 2023) and the legislation there was no legal framework to obtain such samples. He ended the call, by asking me look into the legislation, have a think about my actions and call him back with an update. I think this was meant to be an opportunity for me to change my mind. My view was this stemmed from his motivation for achievement and power, whereas mine was to do what was right. 

Following the call, I sought advice from a colleague, mainly because doubt had crept into my mind, had I applied my knowledge correctly? He thought I was brave to challenge Det Supt and stated he would have just authorised them himself, but I pointed out to do so would be both illegal and unethical, my colleague asked me to consider my career and how it may look to challenge the Det Supt. 

At the time I felt very isolated and unsure of myself knowing that to challenge the Det Supt in his own area of expertise on a technical point of law could have had significant consequences for me and the investigation, yet I really felt an ethical and legal dilemma not to challenge him when I felt something was so floored and due the time of night, which was around 2300 hours there was little on hand in terms of legal support and reference due to it being out of hours, I began to have a lot of self-doubt perhaps I was wrong and did not know the law as I thought I did. 

I Think of myself as a transformational leader I wanted to demonstrate that I don’t follow the norm, but stand up for myself and what I believe in rather than accept the status quo (Burns, 1978) and set about challenging what has gone before for the improvement of working practices rather than doing what we have always done. I always motivated and empower my team to not only challenge but question what and why they are doing something, is there a better way to do their job & to be creative, less bureaucratic provide opinions and ideas, as best ones are usually from practitioners. I always walk a mile in their shoes where I can and then have fist hand experience of their role for understanding. (Furnham, 2012)

Determined to seek as much clarity about the legal point at the time of night prior to calling the Det Supt back and found supporting information for my case on the Police National Database (Databse, 2023) which outlined 2 points specifically as to why I could not legally authorise the required samples. 1) The suspect was not in Police detention (but was in under arrest at hospital for medical treatment) also the power to take such samples is to prove / disprove their involvement in the offence for example where their identity is not known and therefore not to establish drunkenness to determine whether a suspect has the requisite Mens Rea to commit the act. 

I called the Det Supt back and informed that my position still remained (intrinsic motivation) after considering both my actions and the law, I tried to point out the risk in not complying with the law and how this could affect the investigation, he was very angry at this and he directed me towards the force on call senior officer, a Chief Superintendent to seek her views on the matter – I felt that this in itself was punitive and had been the blocker to what he wanted so he deflected power from himself to her as arbitrator thinking that either I would yield or she would support his rationale using coercive power to drive me to obtain results for him. Instructing me what steps to take next in hope of resolution for the situational pressure that no doubt he was facing, much of which he had deferred to me (Schmidt, 1958). I called the Chief Supt the time now being around 0100 hours. 

Due to the time she was initially flustered and frustrated and appeared on the face of to have sympathy for the Det Supt murder investigation, (sycophantically) When I updated her on the reason for the variance in opinion and that there was some key factors that were not considered by the Det Supt she informed me that she would go on to research it because she was not initially aware of the finer points which I accepted and understood and that she would call me back.

In the interim period I felt under increasing pressure, because self- doubt had crept in my thoughts, to buckle or bow to my better judgement particularly as by now there were several media outlets reporting on the story which was quite a rare occurrence in our force area and so I understood the gravity of the reputational harm the force may suffer as an inadequate investigation for example.

A short time later the Ch Supt called me back and stated that she supported my view that there was no such legal power to obtain the samples in such a manner. I asked if she wanted me to update the Det Supt, and she stated that she would update him herself shortly after speaking with me. I felt to some extent exonerated and elated.

The following shift I came into work to an email from the Ch Supt to the Det Supt which she had copied me in on. In summary whilst she sided with me from a legal basis, she went on to apologise for doing so and hoped it had not impeded the murder investigation! I felt very upset by this, a lack of recognition and a lower self-esteem (Maslow, 1943). It was as if I had been the barrier for not complying to the pressure, I was put under to do so. 

I decided that rather being judged as awkward from this incident and to further support my own theory, be able to both confirm and share the learning to write the Police National Legal Database for a point of clarity from the subject matter experts that way I could either feel a sense of vindication and share the point on law with my peers or admit that I had got it wrong, but it felt very much necessary to me to support my own knowledge, this was something I had seen role models do to give them locally expert status and reinforce knowledge.

As this was also a common occurrence; I wanted to be able to reference a decision made from out of our own force and be able to support others in the same position I was in due to it being a very lonely place at the time, I did not want others to be under such pressure. Perhaps a week or so later I received a response form the PNLD and they had put my query to a PACE legal adviser (PNLD) whom, also confirmed that in the circumstances the samples should not be routinely taken as per Professor Michael’ (Zander, 2008-2013)

I then went on to share my findings with the rest of my peers whom were very complimentary to me, not only for the circumstances in which it occurred, but also it was a specific piece of law which previously had been both regularly and routinely authorised by Inspectors in the same position without challenging it – potentially due to either a lack of knowledge or a reluctance to question the status quo particularly against an officer of a much higher rank and kudos.  This gave me a type of referent power and democratic style among peers.

[bookmark: _Toc153886340]Reflections

On reflection I’m really pleased that I took the opportunity to both challenge and learn from the situation. I’ve always thought of myself as a transformational leader albeit I haven’t always put a label on it because the key fundamentals to me of leadership are doing what is right by people (followers) dependent upon the situation and time pressures the key decisions required in given circumstances, for me leadership requires transitions through different styles at different times, dependent what the crisis or situation is, there is clearly a time for autocratic or authoritarian command and control, but even then there needs to be caution in my example there were variations of different styles and demands placed on me and from me by several parties. 

As a young in service and temporary Inspector of course I wanted to learn from those I considered to be both effective and knowledgeable leaders around me (social learning theory / imitation), deciding what to learn and what not to learn or to adopt or decline to certain leadership traits is difficult at best considering that a leader in the Police service will be said to have been as effective as their last job! I think that we can learn in several ways, depending on what the subject is for me a practical way of learning is now heavily influenced by YouTube especially for those home improvement tasks that I am reluctant to pay for! In a work and professional context however a very good definition of how learning is contextualised is “the relatively permanent change in a person’s knowledge or behaviour due to experience”  (Mayer, 1982), also for me another particularly relevant and poignant reminder of this is “Experience is something you don't get until just after you need it.” (Wright, n.d.) This is very real in policing, and so I try to draw upon both learning and experience for how I develop both my style and skills in a professional context and these things can be borne of both environmental and external factors as they can from within both of which can be linked to needs which I will discuss later in this paper. 
I do perhaps best identify my own learning style though with Social Learning Theory, I think this is because particularly in the Police service entrants to policing as like most organisations given large classes of recruits that are initially subjected to weeks of inputs around law and procedure. 
These are largely based around behaviourism this is perfectly acceptable for the period that recruits are in training. This for me is perhaps one dimensional as a police officer and largely the learning is theory based whereby recruits are subjected to weeks’ worth of reciting law definitions – almost robotic in nature but it does not apply context in an operational setting and therefore has its limitations. 
Whilst in my own life away from work I probably relate more to Cognitivism for learning the learning of symbols for information is for me a short cut to knowledge / information through symbols, such as warnings on labels and packaging / road signs etc, these are probably taught experientially from childhood as soon as we are able to read and recognise symbols such as discovery learning (Brunner, 1960), also referring to primary and secondary knowledge i.e. that which we learn naturally and that which we learn to learn for a better phrase as (Geary, 2007) defines that what is naturally learned and that which we are instructed to learn. This style of learning can be important for remembering lengthy information and using short versions of information like aid memoires and mnemonics to assist the team with what to consider in complex or critical time pressured incidents something which I regularly advocate to the team.
However, for me in a work placed setting I liken my own learning style to Social Learning theory I think this is for me based on modelling on what I perceive to be the best leaders with the best traits in specific areas of either policing or leadership itself. I can identify in myself with the learning model (Bandura, 1977) particularly the four processes for strengthening identification with the model, however for me there are drawbacks to this and this is that the model may be desired in some circumstances but not others and therefore whilst imitation may be the sincerest form of flattery, I still believe that it is still best to be yourself as everyone else already taken (Wilde, n.d.) especially is you want to retain authenticity and relevance in a world where those that are portrayed and replicated by so many others leads to a world of mini-me’s which has a degree of inauthenticity about it, this can include either mimicking physically such as the use of a high rise terminal when trying to emphasis a point or non-verbal communications such as nodding to achieve support for their suggestions or approval to also copying certain tactics of the model. 

When considering my own emotions throughout this experience, I must say that initially I felt a sense of fear particularly around challenging a senior officer on a point of law, but that fear then turned to a fear of being wrong on the point of law – which in turn then lead to me thinking if I have this wrong then perhaps they would see me as incompetent and demote me from the temporary Inspector role, it’s a very uncomfortable feeling and one can relate to Maslow’s Hierarchy of needs (Maslow, 1943) particularly when linking it to the work place i.e. from the emotional fear of losing my job or role through to acceptance, belonging and increases in self-esteem where this to be found in my favour etc. This would also then give me a sense of referent power (given to me by my peers / followers) as a somewhat subject matter expert – if only locally on the legislation.  

My own motivation I think that at the level I was operating it, at the time it was more than the basic needs outlined in Maslow, because I was looking to progress my own knowledge, understanding and power in this area and therefore believe it was more akin to (McClelland, 1961) Theory of needs as it seems to me to apply more to a work place based setting especially when a desire to learn or achieve something in order to fulfil the need; be it achievement, power or affiliation (Sinha, 2015) which was the case in my experience at the time. 
My aim was to both challenge the norm, which was commonplace at the time with such requests, but also to educate and support my peers at the time to be armed with the right knowledge and feel confident to professionally challenge those in authority.
[bookmark: _Toc153886341]Learning and sharing

In terms of learning from the incident – I found that as I had been backed by both legal and subsequent leadership at chief officer level, albeit somewhat stunted praise I was able to use this as a source of confidence and therefore achievement. I wanted to ensure that I could use this learning to support others for future examples of how to demonstrate upward leadership and management when the need arises using my experience as an example.
I learned that to seek clarity from multi sources allows me to become an authority on an area of work no matter how slight that might be. When the information was shared with colleagues’ I became a point of reference on the subject. 
The Det Supt in this incident has an impeccable record with regards to homicide investigation, he has very impressive track record for results and highly regarded across our force and the region.  He was initially quite irate with me, but I think his own leadership style kicked in, probably due to some reflecting on his own part following the initial call to me. He was then able to articulate the steps that he wanted me to take such as contacting the on-call commander, he did do this in a measured way, I think this is because he expected to be supported rather than opposed by commander and potentially saw directing me toward the commander, as a means to his own benefit, alas this was not the case. 

The impact of this incident on his motivation I believe was to assert or use more power than he perhaps otherwise would, I suspect this is because he is not used to being challenged In a police organisation, mostly to challenge those of higher ranks can be fraught with danger, given that the structure lends itself to a paramilitary organisation and therefore helps create and authoritarian leadership style (Girodo) (Walsh, 2018). I can definitely relate to that as this is common place in the Police Service in the UK particularly where there tends to be a potential adverse reaction or a critical incident by a lack of police action or effectiveness we can see leaders transgressing into an almost fight or flight mode with both peers and colleagues around them often falling foul of emotionally charged outbursts and consequential decision making that is perhaps not as rational as it should be. Whilst most officers above Chief Inspector rank display this style there are at lower ranks many examples of Laissez-faire leaders, these tend to be reserved to those whom have no aspiration of promotion or are perhaps on the verge of retirement, and are largely conspicuous by their absence and allow the teams to make decisions as they see fit and perform almost a non-leadership style (Mullins, 2005) this can lead to either a valid case of plausible deniability for the leader and will often blame others for poor decision making in their absence or where the team are performing well can also see leaders citing nurture and the ability for staff to be empowered in their absence. 


Following this incident, I suppose that many Inspectors either temporary or substantive in rank saw me as being both brave and risky at taking the Det Supt on in his own area of expertise, but one thing it did garner was discussion among the rank at the time – I would like to think it also empowered others to challenge having seen me do just that in an open way – this empowerment can lead to increases in loyalty trust and productivity but also this recognises and encourages achievement and promotes team building. I certainly received compliments from people in private on a face to face basis, this helped my own motivation in terms of self-esteem (Maslow, 1943), the key thing for me around legacy is that to this day other Inspectors have retained the work I completed and sent them as source material which has allowed them to both learn and challenge in a specific area of law and provides a case study for the wider team in both operational and a managerial context. 

I am confident that very few leaders or managers in the Police Service would perhaps reflect on situations using Gibbs Reflective Cycle (Gibbs, 1988) I believe that this is because it uses feelings which largely don’t seem to come into Police based decision making or reflective practice, again this is perhaps a trait of a paramilitary type structure at play. Instead the Police service use the National Decision Making model (College of Policing, 2023) to provide a decision to a pre-planned or spontaneous event or largely it is used for justifying decisions post even in terms of rationale, but I note the biggest difference here is the lack of feelings, it is more about information, threats, assessing threats and developing working strategies which you could argue some of which are feelings based but this is more transactionally based. 

Whilst there are pieces of legislation to cater for using force at incidents (Authoritarian) or situations that could arguably be based on feelings at the time, i.e., fear of violence / honestly held belief (S76. Criminal Justice and Immigration Act 2008) this does not relate to leadership decisions or staff interactions etc, which I think would be a huge benefit to the wider police service if the likes of Gibbs were adopted but would that then play on the power held by the hierarchical leaders. 

[bookmark: _Toc153886342]Power & legacy
[bookmark: _Hlk152681989][bookmark: _Hlk152681880]In terms of power, I have mentioned already in this paper that I view leadership styles as something which given the situation and goal, leaders must transition through to suit the needs of the tasks, the desired outcome, and the followers I would liken power to being the vehicle and the route the power used i.e., direct route the more power applied. It is said that power can be considered the ability to influence others (Lunenburg, 2012) but is influence the right word, certainly it is when it comes to harness personal power such as those leaders in industry that at least publicly use their leadership skills to transform vision into reality such as the leaders of FAANG companies but I think Power is a different tool in public sector as opposed to private sector as highlighted an article on the 25 differences between private sector and government managers (Mares, 2013) one particular point I think rings very true :- Authority in government may be ambiguous and unclear in some circumstances. In other cases, it is very clear and tightly restricted through laws, regulations, policies, and directives that leave little, if any, room for individual initiative. Another distinction to highlight is that generally speaking when a public sector worker moves roles or organisations the power tends to stay with the role they exited from and would not transition with them unless they were perhaps moving to a CEO type role, whereas we see both influence and power move with individuals in the private sector more commonly especially in the United States where individuals are head hunted due to past performances in previous roles those moves are of such significance due to the persons influence they can have a vast impact on stock prices either favourably or unfavourably depending on the companies and market reception for or against.
When we think of leaders in the non-commercial world that have acquired great referent & moral power, they are often those people that that seek the opposite to power & financial gain, they seek peace, equality, philanthropy, and justice among many other ideals, I am referring to leaders like Mahatama Ghandi, Nelson Mandela, Martin Luther King fighting for their cause in largely non-violent methods. All of the above are examples of servant leadership (putting the needs of followers before themselves (Certo, 2013) Jesus Christ himself is regarded as one of the earliest servant leaders for washing his disciples feet (Sarros, 2002), many traits shared by what we consider to be selfless and amassing huge adoration and following globally that can have a long lasting legacy. In my reflection I would suggest that I identified with the later group of leaders, because my motivation was cause and not outcome based. 
When I consider my own style, I believe there is much to take from those above, I am predominantly democratic in style. I like to find out what makes people tick, sometimes it’s the smallest things that can really add emotional intelligence and provide emotional credit in the bank of followers. Learning what people do outside of work and their children’s names really add to a leadership legacy. This can last long after, the perhaps brief period of time that you work together often for many years. No where is this truer, than in policing, as often people will work alongside each other many times throughout a career, in different roles and ranks. for example, and I know from experience that leading people right will endure and often top trump minor discretions where good leaders can be forgiven for being fallible or show vulnerability or make mistakes. It is relatable to the people and followers, perhaps a far cry from what I like to term management by metrics or CompStat whereby Carrot and stick method is favoured over getting to know the people and for me at least this is often a really clear distinction between management and leadership, those that can ‘put a shift’ in and lead in the field vs those that are hyper critical after the fact.  
The one question I keep coming back to myself is can leadership be taught?, of course there are several studies to suggest that it can be taught nature Vs nurture, and to suggest otherwise may not be good for business for the thousands of courses that exist to provide better leadership skills whether that be financial, strategic, tactical etc and whilst those courses may provide better insights to those areas specifically, alone they will not make a good leader for Charisma, empathy, physical and intellectual presence and the ability to inspire and influence others cannot be taught, leadership is an art not a science. (Hoskins, 2023) I dare say that some of the aforementioned greatest world leaders never attended courses or programmes or even considered their styles in great depths. 
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