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[bookmark: _Toc133001119]INTRODUCTION
The challenges faced within police leadership are varied and continually changing.  Today, because of social media shared technologies enabling the creation and sharing of information, there is an open opportunity for the police to face intense public scrutiny (Dean, 2013).  Although as a public service the police are held to account by several authorities (Caless & Owens, 2016), quite often factually incorrect stories are shared amongst these social media platforms, causing reputational damage and misinforming those who view it.  This damage subsequently has a knock-on effect on the confidence in Policing.  Morrell, et al., (2019) suggest this is because the media creates our beliefs and opinions, largely since the lives we lead today are too busy to spend time reviewing in depth issues of importance.  
For example, the Violence Against Women and Girls (VAWG) campaign strategy was launched in 2021 by the Home Secretary, Priti Patel, following her “call for evidence” from those affected by such circumstances (Home Office, 2021).  This strategy identified high profile cases such as the rape and murder of Sarah Everard by a then serving Police Officer.  The media impact on this story alone caused nationwide outcry, resulting in public vigils experiencing violent outbursts and further criticism of the handling of such by police (Harrison, 2021).  Often, these stories are shared and commented upon throughout social media, stirring up hatred, questioning legitimacy of policing and affecting public confidence (Rowe, 2020).  This is done at a speed that often leaves the police organisation having to release damage limitation press releases in haste (Trottier, 2012).
Although the current VAWG campaign remains a priority in the news and a focus amongst leaders of police services, there remain countless continued challenges to leaders of the Police; the increased threats of cybercrime and the fast pace at which these investigations move, together with the implications of the cost required to enable policing to keep up with such crime. 
The threat of terrorism remains, both domestic and extremist, often fueled by hatred from within the media and social media platforms, as well as the targeting of vulnerable people open to radicalisation.  Shaffer (Shaffer, 2018; Shaffer, 2018) describes this as a crime of uniqueness holding a specific target with the goal of causing mayhem.  Whilst the goals have changed over recent decades, from hostage taking to mass destruction, the role of policing remains significant.  
The current economic crisis following the Covid 19 Pandemic has placed huge financial burden upon each police service, with the Government indicating that it will implement austerity measures across the public sector, not just policing  (Stewart & Elliott, 2022).  However, experience dictates that the impact upon public services such as health and education, will inevitably impact upon policing  (Greig-Midlane, 2019).  This is evidenced by the increased demand placed on police due to cuts to mental health services.  As Cooper & Whyte (2017) explain, historically mental health services were particularly underfunded; previously being afforded 13% of the NHS budget, when in fact mental illness equates to at least 23% of NHS business.  Further cuts to this already struggling specialist area continue to represent a daily challenge for all police forces, with an estimated 40% of calls relating to those with vulnerabilities  (Jones, 2018).
The challenges of leadership in policing shift continually, with some appearing to have been predictable, whilst others appear overnight, with heightened awareness and media coverage.  As described by Walsh & Vito (2019), these challenges will merge with earlier and current concerns, therefore in effect, making them foreseeable.    
To understand the challenges of leadership within policing, it is helpful to understand leadership, although this is not as clear as one may believe.  Extensive academic research has been undertaken on leadership, yet the theory of leadership remains mostly vague and enigmatic, with many theories being unsuccessful in identifying a singular understanding of leadership  (Meindl, et al., 1987).
To simplify the interpretation of leadership, I note the Oxford Dictionary defines this as “the action of leading a group of people or an organisation”  (Emeritus, 2022).  This would indicate that leadership is individual eccentric, meaning that all outcomes of a team’s work are down to one individual.  However, Chatwani (2017) argues that it is the leader who acts but the follower who reacts and it is this response that enables credit of leadership.  Explained by McKinsey & Co (2022)  leadership is something you do, rather than something you are, and it is the actions of a leader that encourage trust, not their orders.
Despite many years of research and theory, there remains an absence of simplicity of what leadership is, pinned with contradictory facts regarding what efficiency in leadership suggests  (Davis & Silvestri, 2020).
I will use the Gibbs Reflective Cycle (Gibbs, 1988) throughout this reflective journal to describe my engagement with the subject and how I have commenced and continue to lead officers through a change in investigation risk management and of mindset and culture.  As Adair, (2013) alludes to, there are three levels upon which leadership is based, being team, operational and strategic.  Through this journal I will demonstrate how I have understood this, as well as how I’ve applied some key leadership theories, at different levels, that I have learnt throughout this course and my understanding of the necessity to adapt such theories where relevant.  
[image: A circular diagram showing the 6 stages of Gibbs' Reflective cycle]
(University of Edinburgh, 2020)
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DESCRIPTION
Much of my policing career has been within the Criminal Investigation Department (CID) investigating complex and serious crimes.  I was promoted to Detective Sergeant in 2018 and continue my promotion journey, where I am currently fulfilling the role of Acting Detective Inspector.  
The demand placed upon the department has increased significantly and I believe this is down to an increase in the reporting of sexual offences, exacerbated by the media, as I’ve alluded to previously and because of the undertaking of high-profile investigations, such as Operation Yewtree in 2012.  Police launched this investigation into historic sex offences following the investigation into British celebrity, Jimmy Saville  (Lawson, 2014).  After his passing, Saville was accused of several offences, and it was believed he had abused up to 500 people, some as young as two but primarily against vulnerable people, increasing the disbelief and shock as it became known (Halliday, 2014).  Several celebrities were also arrested under this Operation and, although the Metropolitan Police alluded to having been undertaking investigations into historic sex offences for many years previously, the publicity this operation gained, afforded the opportunity for those who have suffered and kept details of offences to themselves for many years, to now be able to come forward and seek criminal justice.  (BBC, 2015).  
This identified that there was, in fact, no statute of limitation in reporting sexual offences and provided an opportunity for victims of past offences to come forward and report to Police, resulting in an increase in demand of investigations.  As stated by CPS (2023) the length of time that has passed between offence and reporting will not prevent a successful prosecution of sexual offences.
Whilst dealing with disclosures of historic offences may seem a relatively new concept to the public, the views of many officers on this subject are not.  It is from here I identified the presence of outdated views amongst colleagues that hold no place in today’s policing and recognised the need for a change in mindset, whilst addressing passed cultures.  As noted by Schein & Schein (2017) this form of culture is reflected in how officers were previously led and it was evident it was time for a change in leadership style.    Officers will depend on others to act in a particular way and as a leader, it is crucial to understand what motivates them (Boddy, 2017).
This coincided with the launch of Operation Soteria Bluestone which is a collaborative research program between universities and police forces with the aim of improving investigations of rape and serious sexual offences (RASSO) (College of Policing, 2022).  This was implemented following the government End to End Rape Review and the Home Office pledge to improve investigations of RASSO offences.  The aim of this operation is to place suspects at the focus of their investigations and subsequently enhance support for victims (HM Government, 2022).
Due to the reporting of high-profile cases such as Saville, Glitter etc…. there has been a 180% increase in the recording of rapes, yet the conviction rate remains low (CPS, 2022).  In addition to the low conviction rate, I am mindful of the impact these cases have on my officers during investigation.  As explained by the College of Policing (2022), the increased reporting of such offences has not only had an exponential impact on resources due to the complexities of these investigations, but also the wellbeing of officers.  As a leader, I endeavor to hold an awareness of this impact throughout investigations.
Most of my work involves the supervision of RASSO offences, something I am passionate about, together with the supervision of staff undertaking this process and I therefore hold a natural interest in the findings of such research.
Whilst Operation Soteria aims to transform the response that police provide to rape offences, one of the areas identified to be improved is addressing the way we think about our investigations (NPCC, 2021).   Historically, during investigations we have been victim eccentric and, from my experience, a large part of our investigations form part of identifying weaknesses in a victim’s account and areas of focus that undermine an investigation.  I believe this is to identify a reason not to prosecute, with the ulterior motive of finalising an investigation quickly, rather than offering a service that a victim deserves.  Again, this is a culture that appears to have been formed over recent years and remains prominent within the department.  As Topping (2023) reports, these victim-blaming myths of officers are believed to be responsible in part for the low charge rate of 1.6%.
I have previously been influenced by this behaviour during my own investigations.  However, recently I have reflected upon this and have asked myself why this was; was this because it was honestly how I felt, what I believed, high workload etc… or was this a taught behaviour and method used historically throughout the department, otherwise known as culture.   That said, either way, I was aware that changing the mindset of officers and leaders was going to be a challenge.  The challenge being, as suggested by Thurbon (2016), that mindset is a personal choice.  This was something I wished to undertake and subsequently I volunteered to be part of Operation Soteria as a Pillar lead when Dyfed Powys Police became part of the expansion process.  
My role involved me reviewing and auditing previous rape investigations, from which I identified the lack of information held on a suspect throughout the investigation.  In addition, upon conclusion, if a decision was made to conclude the investigation prior to reaching the CPS, there was no further risk management of suspects.   Having considered this, I identified an area of concern; In my view, and as suggested by Babchishin & Hanson (2020) the risk posed by that suspect remained and it was imperative that this was addressed.  I felt that, even though no formal police action was taken, a review of all relevant information held on the suspect within police systems should be undertaken and assessed for risk.  If a risk was identified, they should subsequently be referred to our Offender Management Units (OMU) for assessment and management. 
Having completed an area of study with the College of Policing in conjunction with Operation Soteria, I now hold a much stronger understanding on this subject and why victims may act in a certain way, as well as the actions of suspects.  From this, as well as the outcome of the recent review by Baroness Casey, it is clear the mindsets of colleagues need to be changed, misconceptions challenged, and some myths busted.  
Together with this suspect focus, I knew I had to seize this opportunity to also address the culture.  I was aware this was going to be a challenge but knew that changing the way things are done and the way things are thought of was now a necessity, and something I wanted to fulfill.  
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Leading this change in investigation practice and change of mindset was something I wished to be a part of from the outset.  In preparation for this, I asked myself why I wish to be behind this drive and what are my true feelings about RASSO as well as my own views on the VAWG movement.   I have considered whether I believe there to be an issue in respect of the challenges of VAWG or is the issue simply people’s perception of VAWG and perception of fear, which subsequently leads to low confidence in policing  (Bonner, 2009).  Is it simply a ‘hot topic’ and could it be considered ‘jumping on the bandwagon’ or do I have a genuine interest?  On identifying I held a strong interest in this area, I subsequently asked myself what drives that interest?  Is it a natural concern in that my feelings are influenced by the risk of VAWG to myself, my friends and family?  Or is it that I feel driven by people’s fear of VAWG?  Is it necessary to consider the impact this has upon my work, the reflection upon the organisation and therefore my leadership style and skills?
As well as the VAWG strategy, I have been able to identify a culture that remains present within the police service, something I would like to address, particularly as a female officer, who supervises RASSO investigations in what remains a male dominated arena (Dodge, et al., 2010).
Culture in Policing is a much talked about subject, causing me to ask myself, exactly what is culture?  Often, when describing police culture, the phrase the British model of policing is referred to  (Brown, 2021), however, that merely identifies areas within policing such as office of constable and policing by consent.  It is the culture that is formed within each of these areas that the focus is on and its creation.  Previously I have observed reports and internal reviews and thought about how awful it must be to be working in such places with a toxic culture, as highlighted recently in the review conducted by Baroness Casey into working practices into the Met Police  (Tiplady-Bishop & Evans, 2023).  That review identified institutional racism, sexism and misogyny.   But, on reflection, I have become aware that there is also negative culture as alluded to by Baroness Casey within our organisation, albeit that may not be on the level identified within such a larger force as the Met.  Nevertheless, the attitudes remain, as alluded to by Bradford & Quinton (2014).  Having considered this in detail, I reflected on the behaviours of my colleagues, but more importantly myself.  It occurred to me that I had previously been present during such conversations and acquiescing to similar views to that of colleagues.  I had to ask myself, why was that?  Was that because it was my honest held belief?  Or again, was that the influence of the culture that has formed over time and from officers experienced in this field.  
During this reflection, I considered my previous unsuccessful application for promotion, where I was made aware of a lack of strategic leadership experience and understood that this may hinder my career opportunities.   As such, when I became aware that Dyfed Powys Police was to be one of fourteen forces taking part in the Op Soteria expansion process, I identified this as an opportunity to develop myself professionally. 
From a personal perspective, I felt confident that I possessed the right knowledge, skillsets, interest, and enthusiasm to review this area of investigations.  I held some knowledge on understanding trauma and the effects of such offences upon individuals, and how this could identify areas of how to dispel myths and misconceptions.  From my time within this department and previous experiences, I was aware of the culture that surrounded such investigations and knew this was certainly not going to be an easy ride (Waddington, 2004).
Whilst supportive, my Detective Chief Inspector described this as an incredible amount of work to take on in addition to my day job, adding a cautionary message that it wouldn’t guarantee a promotion.  He did however comment that I had the right ‘personality and skill’ to take the task on, which I thought was an interesting observation to make. 
After meeting with the Senior Leadership Team, I presented some ideas on how to address and direct focus on the suspect, commencing in the initial stages of our investigations and monitored throughout.  I was successful in my request to lead the implementation of this within my role of Pillar One of Operation Soteria.  
Holding onto the comment made by my Detective Chief Inspector regarding my personality, I have considered how this would impact upon certain leadership styles; As Kippenberger (2002) explains, Leadership styles are mirrored in approaches and mindsets, but are the result of complicated communications connecting how we reason and feel.    
I felt it would assist me in understanding what was meant by style in such circumstances.  Kippenberger  (2002) explains this equates to the behaviours of leaders and goes on to break this down into mannerisms, such as tone of voice, body language etc…
As Kets de Vries  (1994) explains, a leadership style of a person will form because of their inner theatre, by which he explains to be their characteristic traits, motivational drives, and temperament.  
One thing I have learnt through leadership, particularly in policing is, contrary to the argument of the Blake and Mouton model as described by Garg & Jain (2013), there is no ‘one style fits all’ and no matter what leadership style you choose, there will always be situational factors impacting your choice.   
This led me to review the Hersay and Blanchard Situational Leadership model (Shaukat & Sikandar, 2018).  From this I noted the four strands of telling, selling, participating and delegating.  As suggested by Humphrey (2014), this model identified the need to adapt style within these four parameters, throughout any scenario, to allow an adaption to external or internal factors.  
However, according to Fiedler’s Contingency Theory, there are two types of motivation for a leader, being task motivated or relationship motivated.  To be successful, leaders are required to be in situations that correspond with their favoured leadership style (Fiedler, et al., 1984), however research shows this contingency doesn’t allow for leaders to reflect high on both areas of motivation or task (Peters, et al., 1985).
I considered what leadership style I would use to deliver this project, albeit wishing to remain true to myself throughout but conscious that my audience will range from new recruits to senior leaders.   As I explored this subject, I identified several leadership styles and, on giving this consideration, it was clear that to lead this change, it wasn’t only down to leadership style, I had to consider how I was planning on managing such change (Senior, et al., 2020).
As detailed in the Operation Soteria year one report, Stanko (2023) suggests an organisation is required to grip several areas of business if it wishes to embed a transformational change and to continue such training and offer of expertise.  
To enable this change, I referred to the Kotter eight stage model of change  (Kotter, 2012).  
On reviewing this model and the associated stages, I asked myself why so much work was needed to put such a change in place, however as Kotter (2012, p. 24) suggests,  “if change were easy, you wouldn’t need all that effort”.
Whilst this process may seem straightforward, Uys  (2010) argues this, saying it is not simply a case of following tasks, and that it is essential when teaching a change, that leaders address the concerns and perceptions of staff in respect of the need for change.
Given that I wished to change process as well as mindset, I looked for a process a little simpler, as indicated by Karambelker & Bhattacharya (2017) and referred to the model of change of ADKAR.  This is an acronym describing the five steps necessary to enable successful people change and is used often when effecting change on an individual platform (Jaaron, et al., 2022).  However, Calder (2013) suggests this is also applicable for use within groups and organisations to steer change.  
Denis (2018) breaks the ADKAR model down as per the diagram below.
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The ADKAR model was a clear sequential model that I felt comfortable with, and it allowed me to progress at a controlled rate.  I identified what was required in the first instance:-
Awareness	Through research on another subject, I identified the outdated cultures that remain in the organisation and wished to challenge this in line with the organisation’s values.  My role was to ensure everyone is aware and understands the need of change.
Desire	I wanted to inspire acceptance of the changes and be part of the process, holding an honest enthusiasm for the subject.  The desire is that everyone wishes to participate and support the change.
Knowledge	I have equipped myself with the relevant knowledge needed to support me on this undertaking of change, such as RISDP.   Here I identified the need to know what I needed to do through the change and thereafter, equipped myself with knowledge of future skills and behaviours once the change was in place.
Ability	Once I held the knowledge of how to change and what was to be changed, I had the ability to embed this change.  For support, I sought advice and guidance from peers.    
Reinforcement I agreed this change with senior management.  I also gained the support of our Professional Standards Department, to ensure a consistent approach on challenging culture and will continue reinforcement with positive feedback.

Once I decided on this model, I considered how to approach this.  Would I commit and wait for a leadership style to form naturally, or would it be prudent to assess each audience/arena beforehand?  Initially I considered the Autocratic Leadership Style which is described by Capon (2008) as one that holds a central power which sits with an authoritarian leader.  This would be suitable given that I wanted a rapid result in changes in investigations and therefore would be directing people that this is the new process.  
When it came to changing mindset, I didn’t believe this was the appropriate approach.  Often, colleagues don’t like being told what to do, particularly when they have spent a certain amount of time within a department and believe they hold the relevant knowledge (Ahmed, 2014).  From my experience, police officers are habitual workers who, despite receiving various training courses and inputs, once out on a division, will fall into line with the rest of the team, as this is seen to be the norm.  This is described as culture by Kwantes & Glazer (2017), who go on to explain that culture is not something that is formed naturally, rather than something that is learnt.  As suggested by Brooks (2018), leadership style reflects the behaviours of leaders towards their colleagues and the subsequent conduct in which tasks and functions of leadership are conducted.  Therefore, I had to ask myself what was it that I wanted to achieve?  I was aware that once the investigation process was implemented it would be a simple course of procedure to embed (Jenkins, 2008).  However, as described by Hurr (2008), when focussing on achieving a change of mindset, as an effective leader, I would need to adjust my style of behaviour to meet the requirements of those I was addressing, as well as the task setting.  From this I took not only to be mindful of my audiences, but to consider the subject matter and culture associated to that.  
I referred to Tannenbaum & Schmidt (1958) who represented several leadership styles as a continuum that travels from autocratic (authoritarian centred) leader on one end of the managerial performance range to democratic (worker centred) leader behaviour on the opposite end of the continuum.  Whilst this appeared straightforward, one end to the other, Lewin, et al., (1939) connected laissez-faire as a middle layer and form of leadership style to be included within the autocratic and democratic leadership styles already identified.  
It was something I considered, but again identified that even this project wouldn’t have a one size fits all approach and I would indeed travel along the continuum as described. 
 As I reviewed leadership and styles, I discovered that within my day-to-day role I often use the servant leadership style, however this isn’t something that is done consciously.  As described by Indeed (2023) this style holds a people first attitude and lets colleagues feel professionally and individually fulfilled resulting in the team being more successful and will deliver impressive results.  On reflection, perhaps this style is the pre-eminent style that I find myself responding to better and therefore use this on my own team, when circumstances permit, because it feels authentic to me.  
As I delved deeper into leadership styles and approaches, I discovered the trait theory of leadership, which suggests positive leadership styles are innate and occur from natural personality traits rather than learnt behaviours (Spector, 2016).  Whilst this is widely contested throughout the academic world (Mouton, 2019), there are many articles remaining that argue traits are required for leadership and thereafter indicate that leadership is preordained in some, whilst doubtful in others (Cherry, 2022).
Cherry (2022) goes on to state the traits alluded to within this theory vary per academic literature, but some of the more relevant traits regularly discussed are those of capacity, people skills, trustworthiness, self-confidence, task competence, perseverance, and emotional stability.   
I recognise holding some of these traits which may explain why my Detective Chief Inspector thought I had the ‘personality’ to take on this process.   When younger I was particularly shy and struggled with self-confidence.  As I have grown older and have enjoyed some successes, particularly in my career, I have gained confidence and continue to do so.  I am assured in my leadership styles as well as my ability to now lead in group situations.  Quite often, officers will come to me for advice and guidance, again every time, affording a little growth for confidence and this is something I enjoy being able to share.  As such I feel these are natural traits and characteristics that have assisted me personally in my development as a leader.  In contrast, I also recognise during my police service, the impact of colleagues.  My first line manager embedded such qualities and values and demonstrated a commitment that has inspired me throughout.  Reinforcing the importance of not being afraid to stick to your own morals and values and the importance of knowing what is right, and doing what is right.  This empowered me to always do the right thing, no matter what the circumstances.  

[bookmark: _Toc133001122]Evaluation
On undertaking this project, I identified a process of change within rape investigations, in that, as soon as a crime was recorded of a rape and a named suspect was added to the crime recording, an automatic request for a subject rape profile will be sent to our Force Intelligence Bureau (FIB).   My logic behind this was the full assessment of risk of a suspect, whatever the outcome of the investigation, to be readily available.  Furthermore, if the document was completed early on within the process, then this is something that could be reviewed as more information became available throughout investigations.  
I faced push back from departments due to this process involving more work for them.  I understood this, however, I was determined this process was to be successful and I held confidence in the support I had from senior management.   
On reflection, I feel it would have been beneficial for me to have spent some time researching how I would meet the needs of the organisation as well as the needs of those impacted by this change.  I now understand that a more flexible leadership approach would have been more appropriate, where I spent time ‘selling’ this notion to colleagues with a view to them believing in it, resulting in them wanting to progress the project (Yukl & Gardener, 2020). This could be reflected in the situational leadership model, where Hersey & Blanchard (1988) deem leadership to be variable and adjust dependent on the situation presented to them.  
 Following this and the review I directed with FIB and OMU, it became apparent that although this process was additional to the daily workload of FIB, several referrals had already been made to OMU with successful management and diversion schemes put in place for potential repeat offenders.
The feedback from our learning and development team in relation to my aim to challenge cultures and change mindsets has been positive, with new recruits struggling to believe some of the outdated views previously held by officers.
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When reflecting on this implementation of change, I believe I initially volunteered for this process to enhance my own skillset and understanding in readiness for promotion, rather than to fulfill my genuine interest in the subject.  
However, having spent time understanding the topic, I identified a genuine interest and concern surrounding this subject.  I have completed many interviews with victims and witnessed their trauma.  I have also been responsible for conducting interviews in a way that I identified areas that would undermine a victim, in the hope this didn’t get to Court, to ease my workload.  Something that I hold a feeling of guilt over but have realised was due to the culture embedded within the organisation and how I was taught to progress such investigations.
As part of Operation Soteria, I have undertaken training in the RASSO Investigation Standards Developments Programme (RISDP) and am now considered a subject matter expert.  This has enhanced my understanding of both victim and suspect focus and is something I am keen to share with others. 
To continue with my development plan for challenging cultures and changing mindsets, I have again successfully agreed with senior management that I will undertake training across the organisation for this purpose.  
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Opposition to change is commonplace amid most professionals and organisations (Mohiuddin & Mohteshamuddin, 2020).  To lead such change, I equipped myself with an understanding of behavioural and organisational challenges to carry momentum throughout the departments to adjust to the proposed changes. 
To date, this project has been successful whereby a process has been identified and embedded to ensure risk management of suspects on the recording of a RASSO offence.    The priority of this change was to enhance the focus of our investigations upon suspects, which provides an acceptable standard of investigation for the victim.  This has ultimately led to an improvement in our services to the public, not only victim led, but for wider safeguarding against suspects and will assist in the aim to increase conviction rates and retain victim’s support for investigations.
The learning I gained surrounding leadership styles, together with models of change and theory, has supported me in this undertaking and kept me alert to various challenges encountered.  
I will use this experience to continue the challenge of calling out culture and identifying the reasons why things are wrong and how we can change for a positive outcome.   
Whilst I feel some pride and ownership of this project, I’m fully aware that there is always room for improvement.  I have learnt a great deal so far and this has assisted me considerably, however, there is always scope for additional learning, and I will continue to gain from this experience both on a personal and a professional level.  
In addition to the leadership skills acquired and understanding of culture, I have reflected upon my understanding of my own morals, values and beliefs and, as alluded to by (Goleman, et al., 2003), holding this awareness is an essential part of leadership, in the form of emotional intelligence.  
The learning from the leadership theories has empowered me to not only speak up for change but has equipped me with the necessary skills and understanding required to influence people who are of a senior ranking to myself.   
Sometimes change is feared, however, as alluded to by (Nace, 2015), if environmental and culture factors were to change, there is a strong likelihood in positive changes to the end goals.  

[bookmark: _Toc133001125]ACTION PLAN 
· Complete implementation of RISDP training - change mindset of colleagues, whilst addressing culture and past behaviours.  
· Identify culture concerns and challenges – be an upstander, not a bystander!
· Continue with the commitment to this project once embedded.
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Desire: to support and take part in the
change

Knowledge: of how to change

Ability: to implement the change

Reinforcement: to sustain the change
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