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1. Introduction
Police leaders today face many operational challenges. These challenges include the changing nature of demand, the advent of social media and AI as well as significant pressure to deliver in an ever more complex world whilst under intense scrutiny. This paper will examine the operational leadership challenges presented by the changing culture within UK policing. 
Several high-profile cases have highlighted internal police culture as an issue’ negatively impacting on public confidence in policing. The murder of Sarah Everard by Wayne Couzens, a serving Police Officer (BBC News, 2021), shocked the nation. The Angiolini Inquiry that followed (2024, vii) found that ‘vile behaviour and deeply abusive language had been normalised and accepted as ‘banter’ in policing culture’ and that this had damaged the reputation of the police service.  
Following this, after revelations that David Carrick had raped 13 women throughout his 20-year career as a police officer (BBC News, 2023), the subsequent Leven Review (2023) found that the public, officers and staff had been let down by poor culture and that a reset within the service was needed to create a new ethos and identity. 
Additionally, Operation Hotton, an investigation by the Independent Office of Police Conduct (IOPC) (2022), revealed officers at Charing Cross police station were sharing racist, misogynistic and homophobic messages. The report highlighted multiple concerning themes about the attitudes and behaviour of police officers and found evidence of a culture of toxic masculinity, sexual harassment and misogyny. 
Furthermore, the report by Baroness Casey (2023) into the standards of behaviour and internal culture of the Metropolitan Police Service (Met Police) identified systemic issues rooted in police culture, leading to a loss of trust and confidence by both the public the Met Police’s own workforce.  
There are other examples nationally and whilst those listed above largely relate to the Met Police, their impact has been felt by all police forces in the UK (NPCC, 2023). The College of Policing is now seeking to change police culture to ensure that it reflects the high standards set out in the code of ethics (2024), stating that changing the culture in policing is vital to improve trust and confidence within communities. Diversity, Equality and Inclusion will be at the heart of this culture change, to eradicate structural discrimination that affects internal culture and to use this approach to form the basis of a new culture within policing (College of Policing, 2024). 
It could be argued, therefore, that the focus for senior police leaders when addressing police culture is one of eradicating the negative aspects from the service. This paper will examine the operational leadership challenges of removing the negative aspects of police culture whilst ensuring the positive elements that create effective policing teams are retained. I will also be drawing and reflecting on my own experiences as a police leader. 

2. What is Police Culture?
[bookmark: _Hlk195167954]Reiner (1985) described the main characteristics of police culture as a desire for action, being mission-oriented, isolated, masculine, pessimistic and suspicious and having racial prejudice. He describes an ‘us and them’ division with the social world, in group isolation with racist components and authoritarian conservatism. Silvestri (2017) refers to the ‘macho’ nature of policing and its cultural manifestations based on the ideas of danger, excitement and having a ‘cult of masculinity’ with emphasis on physicality. Skolnick (2008, p. 36) states that ‘identity, danger, authority, the pressure to produce, suspicion and the capacity to use force’ are enduring aspects of the police occupation and underpin police cultural norms. A Policy Studies Institute report in 1985 (1985) highlighted high levels of racial prejudice, misogyny and homophobia in the Met Police, also noting a ‘cult of masculinity’ within its culture. The report noted that these issues would be difficult to address as most officers did not acknowledge these prejudices. These definitions appear to have negative overtones consistent with the issues highlighted by the Angiolini and Casey reviews (2024; 2023), in that policing as an organisation is misogynistic, racist, homophobic and resistant to change, with its internal culture dominated by ‘macho’ male influence. 
Not all academics agree with this view. Chan (1996, p. 110) argues police culture has become ‘a convenient label for a range of negative values, attitudes and practice norms among police officers’. According to Chan, police culture cannot be viewed as one dimensional, nor is it primarily negative, but that it is functional for the survival of police officers in an occupation that often presents danger and unpredictability. Chan states (1996, p. 114) that police culture is a ‘toolkit they can use to navigate the business of police work embodying common sense as a policing skill and preparing officers for police work’ by providing a ‘vehicle for analogous thinking’. Essentially, police culture creates a learning environment to pass on knowledge and experience. Chan (1996) also argues there has been too much concentration on ‘canteen culture’ as a method of understanding police misdemeanours and racist or sexist attitudes. 
Westmarland (2011) concurs that police culture is often viewed in academia as a singular entity with a ‘one size fits all’ approach, with claims of brutality, corruption and sexist and racist behaviour as the basis of police culture often not being fully explained or explored. She asserts that discussions around police culture often only arise following an issue or misdemeanour and that historical studies on the subject focussed on male, patrol, and frontline policing when modern organisations are more diverse. 
Waddington (1999, p. 287) claims the portrayal of police culture as a ‘pervasive, malign and potent influence on the behaviour of officers’ as unsubstantiated. He concurs with Westmarland (2011) that such ‘convenient’ labels are seldom explored in any depth. Waddington suggests (1999) that ‘convenience’ is in the condemnatory potential, in that the police are simply blamed for any injustices perpetrated in the name of the criminal justice system. 
Cockcroft (2020) states there is evidence to suggest police culture has substantial benefits for police organisations. He concurs that academic research into police culture tends to present it as something to be judged as illegitimate or wrong; however, he refers to the many positive aspects of police ‘canteen culture’ which include learning and knowledge being passed on to officers. Cockcroft refers (2019, p. 19) to a report highlighting that the number of officers who are nominated each year for community awards are part of this same culture.
Charman states (2017, pp. 15,16) that ‘micro-level’ experiences of police officers, those shared as part of police culture, manifest themselves regularly in police public encounters. These encounters are what the majority of the public base their assessments of ‘good policing’ on. Charman (2017) also argues that the collective memory within policing plays a significant role in the development of new recruits’ identities as police officers. 
These adverse standpoints share consistency; in that they tend to highlight the same issues being present within policing organisations. Reiner and Silvestri both refer to police culture as being masculine or ‘macho’ in nature (1985; 2017). Silvestri, Skolnick and Reiner all highlight physicality and physical force, or at least the potential to use it, as key aspects of police cultural norms (2017; 2008; 1985). Even Waddington (1999), a former police officer turned academic, concedes that there is a ‘cult of masculinity’ within the police that leads to a willingness to use force and that the crime-fighting, mission-orientated nature of police culture justifies the authority the police exercise over their fellow citizens. Waddington (1999) does however assert that these are functional elements of police work and should not be regarded as ‘negative’.
These negative descriptions of police culture; masculinity, physicality, use of force and racism (Reiner, 1985; Skolnick, 2008; Silvestri, 2017; D.Smith & J.Gray, 1985) are presented in publications across a period of the last 50 years and still endure today. However, as argued by Chan (1996) and Westmarland (2011) , these issues often lack full exploration. 
It could be argued therefore, that previous reviews of police culture consistently attribute to it unfair blame for the unacceptable actions of a minority of individuals without acknowledging the benefits that police culture brings. The negative descriptions of police culture presented by Reiner (1985), Skolnick (2008) and Silvestri (2017) appear clichéd and seemingly parrot the previously expressed negative tropes. However, as Silvestri (2017, p. 3) also argues, much of the previous writing on police culture ‘has been critiqued for being over simplistic, with police culture all too often treated synonymously as the cause and effect of police misbehaviour’. The Angiolini Enquiry (2024, p. 309) also cautions that ‘police culture cannot be talked about as if it is a monolith and there is a tendency to oversimplify police culture as the cause and effect of poor behaviour’
3. Leadership Challenges
Police culture presents a challenge for operational police leadership for several reasons. As outlined in the Angiolini (2024) and Casey (2023) reviews, there is evidence of systemic racism, misogyny and homophobia present in policing. These issues undermine public confidence in the police. The 9 Peelian Principles emphasise that policing in the UK is conducted with public consent (Gov.uk, 2012). This cannot be achieved whilst public trust and confidence in the police is low. Plans by the UK Government, Chief Officers and the College of Policing (2024) to address this include efforts to remove officers whose behaviour and conduct undermine public trust and to increase diversity and minority representation across the police service to change the internal culture. 
However, organisational culture directly impacts on performance by ensuring that accumulated learning, particularly learning that that has shown to have worked, is taught to new members. Schein (2017, pp. 4,5) describes one of the categories of organisational culture as ‘embedded skills’; competencies that get passed from generation to generation without necessarily being articulated in writing’. This shared learning, Schein argues (2017, p. 7), becomes knowledge and ‘cultural DNA’. 
[bookmark: _Hlk196399486]Assmann and Czaplicka (1995) refer to organisations as having a ‘Cultural Memory’. This they say preserves the store of knowledge for an organisation. The recollection of past experiences serves to provide lessons for the future. Charman (2017) views this through the lens of policing and states this operates with both positive and negative experiences. It contributes to the shared identity of officers and guides future behaviour- what works and what fails will form part of the cultural memory to be passed on. The characteristics of an organisation’s cultural memory become increasingly less obvious and tangible the more deep rooted it is. Much of what is passed on isn’t always visible and often the most important elements are those which cannot be articulated in a training program or textbook. 
Schein (1971) describes this this as the ‘organisational socialisation’ process. It involves the development of the employee through their peers, or organisational ‘big brothers’ who have been in service longer.  In policing terms, the experiences are the exposure of new officers to the world of policing- dealing with violent and volatile people, traumatic incidents such as fatal collisions or child death and supporting victims of abuse. These are extremely challenging situations that new recruits will often be facing for the first time. Some will be young and not have the life experience to draw upon when dealing with such situations. It could be argued that organisational ‘big brothers’, those with experience and the skills that come with it, are essential in developing officers at all stages of their career and are an essential part of the police cultural memory.  
Schein (1971) cautions however, that not all learning is necessarily passed on: only that to which existing employees attach value. This means it is possible that not all positive aspects are imparted onto new officers; only those experienced officers believe new recruits need to know. Without checks and balances around what is being passed to younger officers, it may be that the negative aspects of police culture- the ‘us and them’, ‘cult of masculinity’ and the issues highlighted by the Angiolini (2024) and Casey (2023) reviews may be allowed to manifest themselves within the police cultural memory. 
Alternatively, Cocozza (2023, p. 104) argues that organisational culture can act as a ‘brake to the acceptance of new ideas and solutions that are different from those of the past’. Cocozza (2023) suggests that each organisation may have varying levels of acceptance to diversity based on its own particular reference culture, which may present a barrier or resistance to change.  Such a resistance presents an additional leadership challenge in policing terms, as the ‘way we do things round here’ approach may inhibit development and positive change within policing. Bacon (2013) however, highlights that, rather than acting as a barrier to change, police culture actually facilitated the development of multi-agency policing. In his opinion, it is for Chief Officers to understand police occupational culture; not just the negative aspects that inhibit change but also the positive elements which can help facilitate it.  
Whilst it is vital that learning is passed on to new recruits for them to develop, they must feel able to challenge both bad practice and discrimination without fear. Schein (2017, p. 6) argues that organisational culture can teach new members the correct way to ‘perceive, think, feel and behave’. Charman (2017, p. 48) states that a ‘logical consequence of group identity is a sense of obligation to act in the best interest of that group and to cooperate in a collective manner with the group’s activities’- in other words, new officers may feel pressured to go along with what is happening through fear of speaking out. Police officers both new and old must feel empowered to challenge these accepted ways if they feel that what they are being taught is wrong. 
There is therefore an argument that within any organisation, learning is both generated and passed on through its cultural mechanisms (Czaplicka, 1995). In policing terms, officers learn from each other, often through trial and error, observation and discussions (Charman, 2017). Those with greater service and experience pass their knowledge and wisdom onto future generations; however the drawback to this is that in doing so there is a risk that personal biases and bad practice can be passed on (Schein E. , 1971). Brown (1992, p. 6) argues that organisational development should ensure sensitivities to existing cultural practices whilst also having sufficient power to reorient an organisations culture in the desired direction.  In other words, and from a policing perspective, police leaders need to ensure they understand and preserve the positive aspects of police culture whilst removing the negative behaviours. As a leader, this nuanced position is where my approach lies. 
Since July 2019, more than 30,000 new police officers have been recruited nationally (PolFed, 2023).  Police officers and supervisors are less experienced and have lost skills (HMICFRS, 2023). Over the last 10 years, whilst levels of recorded crime have declined, the rates at which the police are charging offenders has also declined (Performance Tracker 2023: Police, 2023). Along with evidence of misconduct and criminality in policing, this has led to a steep decline in public confidence (Rebecca Owen-Evans, 2025). 
From a performance perspective, this presents a challenge for me as a leader to ensure the officers I lead have the skills and competence to be effective police officers. Leaders cannot do this alone; the occupational culture initiated and maintained by front-line police officers is often conducted out of sight of mangers (Cox, 2012). Charman (2017, p. 15) asserts that ‘culture encompasses all that is generally known but mostly unseen within an organisation’. Camerer and Vepsalainen (1988) argue that organisational culture can serve to encapsulate working aspects that are missing from a written contract, and that whilst managers could dictate books containing rules and micromanage staff to ensure compliance, this would not be economical or effective. In a policing context, it is utterly impossible to write down what officers must do in each and every conceivable situation. Officers must learn from experience; participating, witnessing and sharing experiences help officers learn and navigate their occupation. Passing on valuable information, experience and insight is vital to bridge the gap between officer training and their own experiences. 
An additional leadership challenge is ensuring that the advice and experience passed on to new recruits is actually accepted by them. Charman (2017, p. 274) highlights a new generation of officers who are eschewing the approaches of more experienced colleagues and instead applying what they deem themselves to constitute appropriate practice. Charman (2017, p. 275) states that one such recruit is quoted as referring to his generation of officer as a ‘different breed’ to the older officers, who are still locked into an ‘old-school policing’ style, with a focus on catching criminals. 
Charman (2018) also highlights that contemporary police officers are more likely to focus on vulnerable populations and safeguarding than enforcing the law. She argues many of them see dealing with mental health and social issues as a larger proportion of police work than traditional crime fighting. Cockcroft (2019) does caution that narratives highlighting cultural deviations between new and experienced officers have been documented in previous studies. He suggests that any changes should be viewed as an expansion of the police role rather than a cultural divergence of police priorities. 
Additionally, Charman (2018) suggests that the gap between expectation and reality of policing for new recruits, namely being calibrated towards social issues and safeguarding rather than crime fighting and pro-activity can lead to recruits becoming cynical, suspicious and less empathetic, with this negative attitude influencing how they deal with the public. It is arguable, therefore, that police leaders should strive to prevent this cynicism becoming part of the ‘cultural memory’ within police teams and inadvertently getting passed onto new recruits in the absence of positive experiences and learning. 
Moreover, despite a government drive to increase officer numbers, retention of experienced officers has become an issue. A recent Police Federation (2025) survey has highlighted that more than a quarter of officers are leaving before pension age. A recent Home Affairs Select Committee report (2025) recognised that recruitment of new officers alone isn’t enough and recommended that the Government outline a comprehensive strategy retain police officers alongside its recruitment efforts. 

4. [bookmark: _Hlk195619986]Theories of Leadership 
Spector (2016) describes the ‘Great Man’ theory as one of the main historical theories the leadership discourse. This, he describes, was the assertion that certain individuals, often certain men, possessed innate qualities that set them above their contemporaries as natural leaders. Individuals were born with these traits as opposed to them being learned or developed as a result of social conditioning. He states that such leaders had been ‘sent by God’ and were often seen as charismatic individuals able to inspire but also being superior to those they were leading. It is a ‘top down’ approach to leading, with authority, decisions and innovation centralised on the leader. 
Spector (2016), whilst acknowledging the lack of a scientific basis for the concept, argues that it still remains fully relevant for organisations. The idea of a ‘hero’ to save failing organisations is extremely powerful, particularly when it comes to organisational transformation - such leaders can inspire those who may lack confidence or the hope that a dire situation can change for the better. Citing Freud, Spector (2016) argues that such leaders can provide the primal human need for a father figure to whom they offer dependence in exchange for protection.  Such leaders can be women, he argues. 
Mouton (2019) agrees that the cult of the strong leader still exists today, in both the business and political arenas. He cites examples such as Putin in Russia as well as CEOs such as Steve Jobs and Elon Musk as contemporary representations of ‘great men’- not just strong, but also smart. However, Mouton (2019) also suggests that such greatness is in fact an illusion perpetuated by narratives driven by both the followers and opponents of such leaders. 
Bolden (2004) suggests that those who become leaders, and how they behave and act, are determined by social and cultural factors as much as individual characteristics. He suggests that organisations are now valuing openness, empathy, integrity, and self-awareness as leadership qualities. Bolden (2004) claims many now favour a participative leadership style, whereby the leader not only involves colleagues, but listens, is responsive to feedback and delegates responsibility. Bolden (2004) argues that there is a move away from the heroic notion of the leader “out in front” to a more collective concept of shared responsibility in the leadership process, to which everyone contributes. He cautions, however, that this should not be considered as grounds for abandoning the notion of ‘leaders’ and ‘followers’, but that leaders need to possess integrity, moral courage, knowledge and expertise in order to be credible. 
Adair (2009) states that it is not about being a leader; it is about having leadership attributes. He argues that enthusiasm and integrity are the two key components of leadership - without them, one risks becoming a tenant rather than a freeholder of the leadership role, simply maintaining the status quo rather than bringing about positive change.  
Kippenberger (2002) concurs that acting with integrity is one of the central tenets of effective leadership. Integrity is not just about acting honestly and speaking truthfully, it is about being honest about oneself. It isn’t about doing what it popular, but what is right. Those being led look for integrity and out of character behaviours are seen through; if a leader is not genuine and sincere, those being led will know. For Kippenberger (2002), integrity It is the key to winning trust and commitment from those being led. 
For Goleman (Goleman, 1998), the most effective leaders are distinguished by a high degree of emotional intelligence; the ability to recognise how their feelings affect other people, their job and their performance, along with an awareness of personal limitations and the ability to factor this into their working practice. 
From a policing perspective, there is much that can be taken from the ‘Great Man’ theory. Taking away the gendered aspect of the term, as suggested by Mouton (2019), the idea of an inspirational leader capable of organisational transformation is incredibly attractive. However, as Bolden (2004), Adair (2009), Kippenberger (2002) and Goleman (1998) agree, integrity is key to leadership and is something learned and acquired, not something someone is born with.

5. My experiences and reflections
Reflection and reflective practice are an important aspect of learning as an adult. Through this process, learning is linked to our experiences, and the nature of police work naturally brings interactions with both the public and other officers. As a leader, these experiences provide excellent potential for personal and organisational growth (Copley, 2011).  I will be reflecting on a number of different experiences I have had as a police leader using the Gibbs Reflective Cycle. I will describe each experience, my feelings and thoughts, evaluating and analysing the experience and concluding what I have learned which will then lead me to set a plan for how I will deal with similar situations in the future (University of Edinburgh, 2024). 
My first reflection relates to an interaction I had with an officer whilst performing duty as the night Detective Inspector. I was aware of a robbery that had taken place and had given a number of instructions. I later received a call from the officer at the scene, who’s opening words were ‘Hiya mate. I’m at this robbery and calling to see what you want me to do’. My initial thoughts were twofold - firstly, why was this officer calling me up and addressing me as ‘mate?’, secondly, why do they need me to tell them what to do? The initial interaction left me feeling that I was going to have to provide the officer with the most basic instructions, with my expectations being that they should understand basic scene management. I also felt that there was a lack of discipline and a degree of arrogance on the part of the officer; a PC calling a DI who you did not know ‘mate’ was, in my experience, something you simply did not do. Reflecting on when I was a patrol officer, the Detective Inspector at my station was a commanding presence and I would have been nervous just speaking with him, let alone addressing him as ‘mate’. Frustrated, I suggested that the officer call me back and we start the conversation again on a more professional footing, which they did and were quite apologetic. I established that they had been instructed to call me by their Sergeant who was not available. The officer was relatively inexperienced and genuinely needed guidance on basic scene management. I gave the officer the required advice and the situation was resolved. 
Reflecting on the situation, I consider whether I took the right approach. On the one hand, policing is a disciplined service with a rank structure. If I were calling a senior officer for advice, which I still do, I would ensure I used the correct decorum and wouldn’t be calling them ‘mate’ and then asking them to tell me what to do. According to Adair (2009), a leader should possess the attribute of toughness coupled with fairness. Kippernberger (2002, p. 34) stated that leaders must ‘adapt their style but must not distort their personality lest they create a false self’. In other words, as a leader I need to be able to tailor my approach to the situation at hand without compromising my integrity. 
Conversely, I perhaps had unrealistic expectations of the levels of knowledge and experience within patrol teams. There are lot of young and inexperienced officers, and in the absence of the officer’s supervisor they were likely at a loss of what to do. On reflection, I should have considered myself as an organisational ‘big brother’ as suggested by Schein (1971), there to pass on knowledge and experience so that it is retained in the organisation’s ‘cultural memory’ as referred to by Assmann and Czaplicka (1995). However, as Bolden (2004) also said, the shadow side of leadership and fulfilling the ‘great man’ role is overdependence; employees can become too dependent on direction and not learn to think for themselves, which can stifle initiative and growth and present a risk to dynamic decision making by officers, who will not always have someone more senior or experienced on hand to advise them. 
I often reflect on this interaction with a degree of regret at the way I initially approached it, and whilst I still believe it was right to raise the way in which I was addressed, my approach in future would be to probe more around what elements an officer needs advice on and why, and not assume all officers will know what to do. I need to ensure that officers learn, but also that they take and use that learning rather than being wholly dependent on others to guide them through their work.  
A second case on which I would like to reflect involves my being led by a senior officer. I was the duty DI and was dealing with a kidnap case where the hostage needed to be identified and located. There was a CCTV image of the hostage which had been circulated amongst partner agencies who had suggested an identity. That person had been seen by officer and had denied it was them, however the senior officer in charge was convinced it was and that they were not being truthful, so much so they were considering their arrest. I wasn’t convinced it was them and my concerns were that not only would we arrest an innocent party, but that the real hostage would still be at risk. This was proven to be true as an enquiry later identified the hostage, who was found safe and well. 
The reason I reflect on this is because at the time I did not speak out and express my concerns and opinions. I believe this was for two reasons; firstly, I was being led by a senior investigating officer and perhaps felt a degree of both dependence and a lack of confidence in challenging what I believed was wrong.  I was aware of how strong willed the leader could be and feared the repercussions of challenging their decision. I think I also saw myself as less qualified and assumed they must be right as a result. In effect, I allowed the ‘great man’ theory to play out, elevating the senior officer to the superior level referred by Spector (2016) when I fact I should have had the courage to speak out. Reflecting on this further, I was likely suffering from Imposter Syndrome, which Arleo (2021) describes as a feeling of inadequacy, self-doubt and a lack of confidence. Arleo (2021) discusses how a culture amongst physicians of perfection prevents them from acknowledging knowledge gaps or asking for help. To do so, she argues, would expose them to a fear of exposure of being incompetent. In the context of the case I have reflected on, I likely had internalised doubt in my abilities for the same reason; I had a senior officer in front of me, who I elevated to such a level that, at the time, I believed must know more than me and feared looking incompetent. 
I look back to the first case I reflected on where I discussed my experiences of speaking with a DI as a patrol officer; I felt intimidated and in awe of their experience and authority and wouldn’t dare speak out. In retrospect, I had done the same here. I failed to challenge a leader’s vision due to fear of repercussions and overdependence and trust in their judgement, thereby risking someone being wrongly arrested. Furthermore, I now understand what it must have been like for the officer calling me for advice; I will have made the officer feel inadequate and less likely to ask for help in future through fear of looking incompetent. I understand the risk that not speaking out can pose, individually and organisationally, and endeavour not to do it again. 
I also consider this scenario whenever I work with senior officers, ensuring that I not only trust my instincts, but have the courage to speak out when I feel the wrong decision is being made. It is as bad for the leader as it is for me and the organisation; as said by Bolden (2004) leaders can become blinkered and only seek information that supports their vision, whilst ignoring those which conflict. Equally, the blind desire of followers to be led can be just as harmful as the blind ambition of the leader. Putting myself in that position, if I were wrong, I would want someone to tell me and not feel that they couldn’t, and as a result ensure that I don’t take this approach again. Equally, I am mindful of this same lesson when officers I am leading speak with me, ensuring that I tailor my leadership style so that they are confident in respectfully challenging me when get things wrong. I see this as a fundamental operational challenge for police leaders; having the courage to speak up when things are not right, and giving those we lead the confidence to do so in kind.
6. Conclusion 
The reason the two cases above were chosen is because I believe they exemplify the operational challenges leaders face in relation to police culture. These challenges are ensuring officers have the knowledge and ability to perform their role, maintaining the necessary discipline that is required in policing while also ensuring officers in future have the confidence to speak out when they don’t agree with a course of action. As the Angiolini (2024) enquiry highlighted, ‘the culture of not speaking up has become so ingrained that even when senior officers actively seek candid views, there is a reluctance to speak up’. This urgently needs to change. 
Schein (2017) said that leadership is the key to learning. It occurs through a leader who uses their power to demand new behaviour towards achieving a purpose. Far Adair (2009) it is for leaders to exemplify and personify the qualities required or expected by those they lead. In policing terms, this means leaders should represent the high standards of both conduct and performance they expect of others. In doing so it inspires others and influences the ‘cultural memory’, bringing the positive aspects of police culture to the fore and removing the negatives, as well as avoiding dependency on ‘top down’ direction.
Cocozza (2023) said that ‘leaders should not gather “clones” around them but should champion diversity of cognitive and behavioural characteristics within the workforce to challenge accepted practice and enable police culture to evolve’. For Bolden (2004), they should be open to new perspectives and ways of thinking by embracing a shared responsibility for decision making and innovation rather than seeing themselves as the sole arbiter of both.  Goleman’s (1998) view is that emotional intelligence can be learned, and police leaders must do so to ensure those they lead have the skills and confidence to grow a positive police culture that is fit for the future. 
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