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[bookmark: _Toc195446893]Introduction 
This report is based on my experiences and observations on the challenges of operational leadership in policing. Whilst it is reflective, of my experiences and observation it will be underpinned by academic theory and sources. 
The report will focus on a specific area of police leadership; Public Order Public Safety (POPSA) command. Rather than being focused on one specific incident it will instead be drawn from highlights of my experiences and cover a range of challenges I have observed and reflected on. These include incidents and events associated with POPSA work from low-level local events to significant national policing operations. 
The report will focus on the changing nature and complexity of policing such events, and challenges commanders face when planning, resourcing, and delivering event policing. The report will feature two distinct parts. 
Part 1 of the report I will cover broadly what I consider to be the current significant challenges faced increasingly by commanders, again using my experiences contained within the world of POPSA.
Part 2 will outline my reflective experience of a specific leadership challenge using the Gibbs reflective model (Gibbs, 1988) and critical reflection.
The report will provide a first-hand account of how those challenges and experiences together with leadership theory can help influence successful delivery within policing and externally, leading to better outcomes for stakeholders and society. 
The report will feature my observational recommendations to counter issues raised and discussed.
[bookmark: _Toc195446894]Part 1 
This part of the report will focus on the broader challenges that commanders face in delivering successful operations and events together with critical risks they face.
Event policing is now far more complex than it has been in recent times. Whilst consideration must be given to areas such as Strategic Leadership in complex multi-agency environments, critical decision making, policing vulnerability and a diverse communities per se. The remainder of this report will specifically cover accountability, culture, media, the threat of organised crime and welfare as I consider these to be key factors to successful event delivery at operational command level. 
I will highlight some of those complexities within several phases of any event. Those phases are planning, delivery and review following the operational delivery. This phased approach is broadly aligned with the National Decision Model (The College of Policing, 2024) and Core Planning Principles set out by the College of Policing (2025). 
[bookmark: _Toc195446895]Accountability
There is a notable distinction between event policing and core policing, which is commanders are specifically accountable for police activity or inactivity for their area of responsibility. This is a key consideration when it comes to policing events, that is the scrutiny on those that are held accountable, in some cases this can affect individual officers for years if not decades as seen with the 1989 Hillsborough disaster and the independent report published by the Home Office (2017). Locally commanders are held to account by senior officers, and they in turn by stakeholders this includes service users, victims, suspects witnesses. There is also scrutiny from local governing bodies such as Professional Standards, PCC, OPCC, IOPC as well as national bodies such as HMICFRS, the Home Office etc. Where there are significant adverse failings in policing, Chief Constables themselves can find themselves before the Home Affairs Committee being cross examined for their action or inaction or that of their staff by politicians to account for their decision making. What I believe makes accountability more unique for POPSA policing is that it is the most visible operational collective policing response in the public arena. As such it potentially is the only area of policing that can satisfy all 12 elements of the principles for accountable policing  (Lennon, et al., 2023). 
The term accountability has increased in its application to Policing recently, it has long been used in other fields such as health care, politics and business it has several definitions the one favoured by the author is “the implicit or explicit expectation that one may be called to justify one’s beliefs, feelings and actions to others” (Schaffrath, et al., 2018, pp. 11-29). It also implies that if there is insufficient justification there will be a negative consequence (Lerner & Tetlock, 1999). Accountability and responsibility are closely, the difference is that accountability cannot be delegated from and is the responsibility of a single individual rather than an entity. It is for these reasons that commander’s factor in accountability at the outset and throughout all stages of any operation. This can include a structured briefing and debriefing, particularly when engaged in a multi-agency operation such as major incidents, one consideration reflecting on operations I have been involved with would be to video record briefings, this can help with several components including information, tone and mindset of the commanders passed to those being briefed, I wish I had done this more often. Generally speaking there is little appetite for a de-brief of an event that has gone well, and more appetite for one that had had failings, either way a structured de-brief is key in my opinion to ensure reflective learning takes place at individual, officer and team level, however reflection also offers significant organisational learning (Schon, 1987). There are many reflective models, however bespoke to emergency services and major incidents is the Joint Organisational Learning model (JESIP, 2025) which should be adopted and can be found at appendix 3. 
· Recommendation 1 – Commanders should consider audio and video recording of briefings for large scale events. 
[bookmark: _Toc195446896]Culture
Implementing strategic plans into operational delivery is challenging for commanders and can be the success or failure of operational policing. It is heavily dependent upon good leadership at all levels and includes setting the right culture. Such is the power of culture, it has been said that “culture eats strategy for breakfast” (Druker, 2000). 
Definitions relating to culture are plentiful, but difficult to define. In 1952 anthropologists Kroeber and Kluckhohn attempted to review concepts and critically review 164 different definitions, despite their work the scale and usage of culture across many social and other platforms by the early 1990s there was no agreement by anthropologists (Spencer-Oatley & Franklin, 2012).
The three distinct areas of culture I will cover in this report are culture in the broadest terms, organisational and most relevant to this report is police culture. Each have their place, a common thread features in many definitions of culture is they tend to be based on groups of people’s attitudes, behaviours, beliefs or practices as opposed to individuals, this is supported by Ferraro (1998), whom offers for a behaviour, or idea to be considered cultural it must be chare by people or a group in society.
A question posed about culture is whether culture is learned or is evolutionary. Mesoudi et al (2006) suggest that as human culture exhibits Darwinian evolutionary properties it should share similar features to biological evolution, this is challenged by Hofstede (1994) who argues that culture is learned and derived from social environment not genes. Further adding that it should be distinguished from human nature and personality which are either side of culture. The lines are blurred between nature, personality, and culture, see appendix 4 for levels of uniqueness in human mental programming. I support the theory offered by Ferraro and Hofstede, as I have noticed changes in my values, beliefs, and attitudes based on what setting, environment, situation, and people I find myself surrounded by at any given time. 
When considering organisational culture, there is difficulty defining this, it can be viewed from multiple angles and characteristic reflected in overlapping dimensions (Chatertered Management Institute, 2015). What is widely acknowledged is that determining organisational culture from culture is the presence of descriptors such as those outlined by Williams (2022) these include values, norms and deeply held beliefs of employees, visible in corporate practices, statements, symbols and artefacts, organisational culture shapes employee behaviour and influences firm performance.
Culture is split between the intangibles such as values, beliefs, practices, rituals and symbols and tangible physical items that signify culture, for example houses, cars, jewellery these may be identifiers as a culture of success. Shein (2010) formed the view that culture is the most difficult attribute to change and can outlast products, services, founders, and leaders. In attempting to capture through debate research the essence of what organisational culture is and attracting some 300+ respondents Watkins (2013) concludes that culture change can be managed as a continuous process rather singular momentous changes, and that it should always be learning and developing. I support the view offered by Watkins and this is something I have observed particularly toxic culture in policing, in my experience it is influenced by those in leadership positions that are then defensive of criticality against them in terms of culture set. 
Handy (1995) suggests Organisational culture is linked to structure, and offers the following cultures: -
Power Culture - power is concentrated among a few. 
Role Culture - authority is clearly delegated within a highly defined structure. 
Task Culture - teams are formed to solve particular problems with power deriving from expertise. 
Person Culture - here, all individuals believe themselves superior to the organisation. 
Role culture is mostly aligned to Policing which I will now cover. 
Studies show that Police culture consists of shared values that shape behaviour and attitudes of law enforcement officers. Many existing definitions share similar component parts such as values, norms and rules which inform police and affect conduct and behaviours (Reiner, 1992) (Chan, 1996). Both definitions suggest a rigidity or fixed disposition and belonging to structure, however the definition offered by Manning  (1989) ‘accepted practices, rules and principles of conduct that are situationally applied and generalised rationalities and beliefs. This a new element which is that is situationally applied. It is for this purpose and inclusion which is relevant to POPSA policing that I prefer this definition over others. 
Police culture is rooted in tradition and historically there is a tendency to leaning towards a macho-type behaviour, culture in policing is critical as police officers are the visible symbol of law enforcement in society and officers hold significant powers that when misused have adverse reaction particularly around use of force and legitimacy (Loftus, 2009).
I believe the challenge for commanders is how to link leadership and culture with desired outcomes, I have seen many times when a charismatic and engaged transformational leader (Furnham, 2012) commands an event how a  style can assist in achieving objectives. This is outlined by former NYPD and LAPD Chief Bill Bratton who said “Bureaucrats change processes, leaders change culture. I think of myself as a transformational leader who changes cultures” (Dodd & Stratton, 2011, p. 1).

[bookmark: _Toc195446897]The impact of the media on event policing
The media has a significant impact on event policing. Owing to decline in traditional media streams such as the newspapers, circulars, leaflets whereby the publishers were in control of mainstream content. Since the explosion of social media, this has changed. The public are now pivotal in live-time data-driven media, particularly in countries that allow free speech, where media not or government driven. Another difference of legacy media channels and social media is that much of the online content is now algorithmically driven (McKelvey, 2014). This has given birth to a new area of protest; Media Activism which is prevalent on social media and seeks to engage users, facilitate, and mobilize collective action particularly social movements in society (Chon, 2023).
There are now several strands of encrypted media channels that are used to arrange protests and communicate between actors such as Telegram which was used during in Belarus and anti-war protests in Russia (Kuznetsova, 2023). This is to either counter state interference where is prohibited or keep activity clandestine.
In broader terms the Media is something which commanders must be cognisant of; it can be used to share information with the public such as general safety information during protests and also be used to support Police activity in terms of witness appeals. This is now done much quicker than legacy media channels and is live time as was seen in the recent riots in Hull and the UK. Police leaders must be aware that the use of media must be both proactive and reactive. It must be balanced with the incident or event, too much information may prejudice a criminal case, not enough or misinformation may lead to further disorder. We have seen this in the UK during the 2024 national riots which began following the fatal stabbings in Southport, a lack of information on the nationality of the suspect is a possible causal link that led to further disorder in terms of a tipping point. This has led to a request by NPCC, College of Policing and Counter Terrorism Policing requesting legislative change (Symonds, 2025).The need to prevent the undermining of public trust and confidence in crisis management is further supported by (Chermak, et al., 2006) whom suggest police departments must evaluate their relationship with, and use the media as a mechanism for mass communication. It is therefore an art not a science of how much to engage the media and when. Social media is now a vital tool in event policing but plays a part too in the increased threat to event policing by organisers. I have found in my experience co-location with media teams and intelligence officers has been beneficial to cascade critical messages and prevents the lag of information flow and inaccuracies that can be formulated in the absence of a true narrative.
· Recommendation 2 – Ensure Media and Intelligence officers are co-located with strategic commanders during event to ensure live time updates can be executed.

[bookmark: _Toc195446898]The threat of Serious Organised Crime
There has been a notable shift away from large scale protest occurring only in symbolic areas pertaining to the protest or cause, power stations Houses of Parliament for example. Often the case for raising the causes of protest groups. No longer are the larger focal locations exclusive to protest. Social media has allowed local groups to form social movements and made it much easier to organise and mobilise in terms of coordination (Lievrouw, 2023). It is a form of decentralisation through better and enhanced communication but also allows groups to be hyper local, encouraging better turn out and increased support for the movement. This is certainly true of recent simultaneous coordinated protests in several UK cities for the BLM movement, Covid anti-vax and anti-war (Israel-Hamas) protests for example each of which I have been involved with at command level. 
As coordination increases so have protest and public disruptive tactics, although in light of some negative public reaction, groups including Extinction Rebellion have reviewed the use of and decided to move away from using such tactics as they were making minimal difference to the cause and public sentiment was not sympathetic to such tactics, which included blocking motorways by gluing themselves to roads or creating lock-ons to immovable objects (Scheuch, et al., 2024). Groups still employ such tactics (Just Stop Oil / Animal Rising). These can create problems for commanders which include adverse response to protests by counter groups, as I have found most protest groups have an equal counter movement. The use of disruptive tactics can involve unforeseen parties becoming involved such as the average citizen going about their daily business. Disruption tactics are very resource intensive, they can include road closures, evacuation and infringing on the rights of others to enjoy their human rights. It is imperative to ensure at the planning stages appropriately appointed roles to support the delivery of any event, such as intelligence managers, roads policing officers, media liaison officers and where coordination with those that identify as protest leaders using Police Liaison Officers including setting desirable outcomes. I speak from experience when I reflect on events that have been well delivered by having a thorough understanding of threat harm and risk management. Some events by nature of size and location will attract the need to have considered other specialist departments and stakeholders Counter Terrorism Security Coordinator (CTSECCO) and bomb disposal as part of wider contingencies such as Hostile Vehicle Mitigation (HVM) and stakeholder engagement. This will be supported using a good and detailed threat and risk Assessment to inform the correct resourcing response in appropriate locations. One experience I have had is the need to deploy officers urgently to a crisis, Op London Bridge was one of those where there were insufficient number of trained officers readily available to deploy to London for the state funeral of HM the Queen. I was deployed for ten days with less than three hours’ notice.  
· Recommendation 3 – Ensure sufficiently trained resources are available to respond to spontaneous local protests.
[bookmark: _Toc195446899]Officer welfare 
Accepting this area of policing is not confined to POPSA there is evidence to show that exposure to operational stressors, witnessing or experience acts of violence can have a detrimental impact on officers’ mental health particularly when those experiences are recent (Gavin & Porter, 2024). It can also be linked to other areas in this report such as culture and accountability, commanders must be cognisant of what the welfare provision is pre, during and post event including the use of trauma trained specialists and access to appropriate support for officers throughout. I have seen first-hand how a lack of officer welfare during, and post event can have long lasting psychological impact upon officer wellbeing, particularly the lack of a follow up contact which can lead to officers feeling uncared for and forgotten about. I witnessed this in the summer riots of 2024 where officers had no contact for weeks following the event from leaders. 
[bookmark: _Toc195446900]Part 2
[bookmark: _Toc195446901]Background
There is increased scrutiny in UK Event Policing. The previous 25 years have seen more large-scale unrest than the previous two hundred years, Including the London riots and the 2024 UK wide riots (Op Navette) (BBC, 2024). This rise is due to several factors including increased disruptive tactics, exposure to responding global and increased Transnational Social Movements (TSM) via online coordination (Smith 2013). 
TSMs assemble rapidly around issues like Environment, Race, Religion, and Immigration (Gardner, et al., 2022). With increased risk police responses must be more agile. Event Policing is now the biggest area of deployment for police mutual aid, including of Police Support Units (PSU) and POPSA officers. 
Since 2004 I have been a PSU officer, progressing to Inspector in this area. Inspectors serve as Basic Deployment Unit (BDU)commander, PSU commander, or bronze commanders. BDU commanders trained at low level manage low-risk events, PSU require accreditation and enhanced training. Bronze commanders undergo intensive training and assessment in public order tactics, law, and command oversight (The College of Policing, 2025). A role that can only be performed by an experienced PSU commander that has built up experience and the required tacit knowledge (Busch, 2008) progressing to be an effective commander. 
Silver (Chief Inspector and above) and gold commanders (Chief Supt and above) need no prior experience of public order policing undermining credibility and reputation in an area of policing where they are king (Hoggett, et al., 2019). Operational conflict can occur particularly when dynamic decision-making stifled, it leads to scepticism for leaders that have no experiential perspective (Grint, et al., 2017). This very situation has happened to me and is the example I want to reflect on. 
[bookmark: _Toc195446902]Reflective Experience 
This reflection has been compiled using Gibbs reflective cycle (Gibbs, 1988), whilst there are other models of reflection including those considered academically to be the most prevalent these are - 
The ERA Cycle (Jasper, 2013), Driscoll’s What Model (Driscoll, 2007) Kolb’s Experiential Learning Cycle (Kolb, 1984). Whilst these models increase in complexity, the benefit that Gibbs has over others is the inclusion of a step in the process dedicated to feelings, and as this paper is reflective of my experience and feelings, I feel Gibbs offers me a richer holistic learning and evaluating experience of  which is why I have decided to use it as a template. All of the reflective models can be found at appendix 6.
[bookmark: _Toc195446903]Description
I was present at a football pre-planning meeting in the week leading up to the match. Hull City were the home team. It was chaired by a newly qualified and inexperienced silver commander. The meeting included the football club and other key stakeholders. My role was a PSU Commander. I was instructed during the meeting to carry out a deployment that goes against the Public Order APP, recognised tactics, and my experience. During the meeting I challenged the tactic as I had concerns about the methodology. I objectively raised and outlined that in my experience not only was the deployment incorrect, but that it would also incur additional costs payable by the football club. The silver commander was offering hybrid tactics which may have saved resources on one hand but incurred costs on the other. 
On raising my concerns and my experiential views the silver commander stated, they understood my concerns, but the decision was theirs and settled on their decision. I asked that it be documented, ensuring it was recorded in their decision log as a deviation from normal tactics for accountability, they insisted that it would be. I was hoping that the silver commander may have considered my suggestion. 
Whilst Vroom and Yetton (1973) suggest that subordinate participation is not necessary in accepting leadership decisions, and decisions are likely to be accepted due to the legitimate right to make the decision due to hierarchy occupied by the leader, subordinates draw the opinion the position itself provides an ‘expert power’ and perspective. This is based on behavioural theoretical descriptors from psychological theory-based perspective, and lacking research data. More relevant to the question on decision making in policing is the study conducted by Leach (2021) who had observed three public order events (personally) and separately interviewed seven commanders from five forces to understand risk-based decision-making rationale. 
Whilst their data suggests that most commanders based their risk assessments and decision-making on ‘professional judgement’ accumulated through tacit knowledge, there is an over reliance on erring on the side of caution due to accountability concerns during and post event. Also, that amplified perception of risk makes it prudent to consult with those involved but outside of the structure around decision making, which provides an objective reality check. On reflection decision making is clearly a key component part of leadership. I support the research by Leach in this situation particularly as time allowed further discussion following the meeting. 
[bookmark: _Toc195446904]Feelings
Prior to the meeting I had been made aware that the same commander had requested another officer perform the same task for a previous football match, I was apprehensive of the same going into the meeting, I was somewhat defensive and nervous to the suggestion it may happen with me and hoped I could make a good rationale not to make the decision of the proposed tactic. I know that the other officer in question felt undermined by the direction for them to carry out the same tactic, I had those same feelings in the meeting.  Following the meeting I initially felt embarrassed as some of my other peers had commented on the decision to over-rule my thinking quite publicly, I believe this impacted me more because I have so much experience in this area. 
Whilst I disagreed with the silver commanders view, I understood they had a legitimate power or formal authority as outlined by (French & Raven, 1959) i.e. that which originates from a persons’ position in an organisation and were entitled to make such decisions, this is perhaps indicative of an autocratic style believed to be concepted by Lewin (1935) and that we belong to one of the three styles, (autocratic, democratic and laissez-faire). This style suggests command and control over and exclusion of follower input, the benefits are that it is suited to situations where there is a collapsing time limit and assumes the leader is the most knowledgeable this theory is now dated and not fit for modern comparison. Whilst there is a need for a style, the mistake that can be assumed is that one style is suited to all situations. The situational leadership style / model (Hersey & Blanchard, 1974) suggests that there is no one true style instead leaders adapt their style to the situation and followers’ development level / willingness. The model (see appendix 6) offered by Hersey and Blanchard has been subject to rigorous review and research most recently by Thompson and Glaso (2018) whom conclude that following a large data sample of 830 employees and 168 supervisors there was support for the theory in a for-profit making organisations but there may be constraints in full support as it had not been sufficiently in other cultural backgrounds	(China / Korea) so does have some constraints in application. For me this supports my own assumptions that no size fits all where style is concerned.
Bhosale (2015) suggests power is something both leaders and those in authority possess, however leaders do not have to solely rely on their imposed power by proxy of their position within an organisation. I know that is an immature response especially in the workplace, but it is one that is quite normal by way of a human tendency. I put this down to Cognitive Dissonance Theory, this was first developed by Festinger (1959) which proposes that a person that holds contradictory beliefs, values or attitudes simultaneously can lead to mental discomfort, and due to the internal conflict, it can change attitudes or behaviours to alleviate that internal tension. Bem (1965) argues that having self-awareness allows an individual to respond differently to his own behaviour, whilst I do agree in theory with Bem, experiencing the situation and the discomfort I experienced at the time I support the theory posed by Festinger as it was difficult for me to detach objective thinking from emotional involvement. 
[bookmark: _Toc195446905]Evaluation
Following the deployment, the tactic employed worked well on the day, however this was from a resource perspective as opposed to a command perspective which still had its limitations. The situation was not resolved afterwards because there was no de-brief, earlier in the paper I mentioned that these are less likely where operations have gone well. As the operation had little disorder it allowed me to see the benefits of the tactic directed by the silver commander, it may have been different had there been any significant disorder. The situation did allow me to have a holistic view of resources whereas the previous tactic would not have done, and it allowed me to spend time with resources I would not have as per my proposed tactic. 
I did understand what the silver commander wanted to achieve, from a resource perspective, but I was not satisfied that I was doing the right thing from a command perspective. I felt undervalued in terms of experience. This is reflected nicely by Kaluzny whom comments:
A commander who does not force their own unilateral and sometimes arrogantly communicated decisions, but is capable, to a reasonable extent, of listening to rational arguments from the subordinates before making them, enjoys real (natural) authority among them (Kaluzny, 2024, p. 32). 
I carried out the deployment as per the silver commanders request and could see the benefits of what they wanted to obtain by way of an outcome, although having its operational constraints when considering the impact upon the culture of the PSU. I did enjoy the tactic’s benefits in providing me with an overarching view of resources from an untested position that I would have obtained. 
[bookmark: _Toc195446906]Analysis
The absence of disorder allowed things to go well, it allowed perspective to be gained from my viewpoint. The conflict occurred from a difference of opinion on both parties, but I do accept that partly was on my side as the more experienced commander. The problem was in two strong characters trying to influence the other in their way of thinking when it could have been discussed objectively rather than emotionally and knowledge shared to show what works best. 
When I reflect on personalities, I believe the silver commander wanted to make a critical command decision in the presence of others that would judge their leadership style, this is highlighted by Tatum & Eberlin (2008) in their high and low justice theory table and its relationship to conflict style see appendix 2. They outline organisational conflict and draw upon two vignettes of sensitivity, one where elevated levels of structural justice (insensitive) are present and the other where social justice (sensitive) is more prevalent, the former likely to lead to increased conflict and domination which was the case for the silver commander. Tatum & Eberlin argue that high structural justice is a trait of a transactional leader, however Jacques et al (2007) suggest successful leaders rotate through multiple leadership styles to success in varying situations (situational leadership). The latter is certainly in my experience generally true, however I agree that in this example the theory outlined by Tatum and Eberlin is correct due to the need for the silver commander to demonstrate their leadership in field where strong decision making is key and wanting to be accepted by peers (Walsh & Vito, 2018), displaying evidence of their needs theory (McClelland, 2015). I do understand that given the hierarchy in policing this is a pre-requisite for those deemed to be effective as leaders. This is echoed by Schafer (2010) who argues that the largest barriers are both cultural and structural. 
[bookmark: _Toc195446907]Conclusion
The biggest skill I have learnt is the one to be objective and reflective, seeing things from both sides and perspectives. I now feel that after deliberating objectively and using tools such as Gibbs I can be more balanced and considered in my own reflection and learning. Faced with the same situation again I would take time to discuss the benefits and constraints more critically with the silver commander in a better environment that allowed both of us to consider both aspects, in other words one where we could remove emotional attachment to an objective situation and have a practitioner-based conversation on the matter. I have also learned while it is ok to disagree on certain processes or tasks it should not impact upon the relationship as, this may then lead to pre-determined conflict in the future based on emotional recollection and implied capabilities (Greer, et al., 2008). To put simply fall out about an issue but not let the relationship suffer (Krishna, 2025), this theory still has a long way to go in policing, but I intend to learn from this experience and share with my colleagues and peers. I may also approach the silver commander to consider having that reflection with me to move our relationship to a better place.
[bookmark: _Toc195446908]Action Plan 
For future occurrences I would seek additional guidance and try to avoid conflict, especially in a multi-agency meeting as it does not reflect well on the Police Service if there is evidence of disagreement and can be harmful to Police Culture among stakeholders, particularly as I liken my own style to that of a transformational leadership style, as I have progressed to my current rank I have learned that actually leadership is not confined to one style it requires flexibility and is dependent on circumstance. This for me is captured nicely by Luneburg (2012) who suggests: -
That a true leader can utilise both their legitimate power together with referent power to influence the behaviour of others. 

· Recommendation 4 POPSA Command Structure should be role specific not rank based.
[bookmark: _Toc195446909]Report conclusion

This report has allowed me to critically reflect on my own experiences in a much more balanced and objective way. Using Gibbs reflective model (1988) has allowed me to delve deeper into my experience in a more structured way but still considering how I felt and make sense of the experience. It has given me the opportunity to be more balanced, almost philosophical in my approach, which I know will help with my own leadership style and understanding going forward as I develop. 
I have also highlighted some of the key considerations that I have observed as a POPSA commander in my varied experience in various areas of policing across the UK. The topics that I have covered are among the most significant delivering safe event policing for officers, the community and those that attend as participants. The recommendations I have proposed are linked to the deficit in those areas and are offered as an objective view for improvement. 
This report should be read and studied not only by those that are engaged in policing POPSA, but also police leaders that have little or no POPSA knowledge, including includes partners and stakeholders to understand some of the complexities that are little if unknown to those outside of this area of policing to illustrate the pressures on commanders at all levels within policing.

















[bookmark: _Toc195446910]Appendix

Appendix 1 - Bronze POPS commander role and responsibilities
The bronze commander:
· possesses clear understanding of the gold commander’s strategy, the silver commander’s tactical plan and their own role within it.
· tests the silver commander’s tactical plan to ensure it is achievable and proportionate to the threat faced. 
· implements the relevant part of the silver commander’s plan by using appropriate tactics within their geographical/functional area of responsibility.
· develops a deployment plan relevant to the geographical or functional role. 
· makes decisions within their agreed level of responsibility, which includes seeking approval for any variation in agreed tactics. 
· where circumstances change, tests the silver commander’s tactical plan to ensure it is achievable and proportionate. 
· ensures staff within their area of responsibility are briefed and understand their role, responsibilities, and limits.
· updates the silver commander on any changes, including any variation in agreed tactics within their geographical/functional area of responsibility.
· remains suitably located to maintain effective operational command of their area of responsibility and remains available to those under their command. Bronze commanders should, however, ensure that those carrying out tasks have sufficient independence to conduct their specific role in accordance with the strategy and tactical plan.
· communicates and coordinates with other bronze commanders as appropriate.
· ensures that all operational decisions made are documented in a command log, to ensure that a clear audit trail exist.
· ensures deployments of PSUs are aligned to the deployment plan and overarching tactical plan. 
· maximises opportunities to delegate areas of responsibility to unit commanders in line with their deployments, providing they are able and competent to do so.
(The College of Policing, 2025)


Appendix 2 - An Analysis of two Vignettes 
[image: ]

(Tatum & Eberlin, 2008)









Appendix 3 - Joint Organisational Learning Model 
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(JESIP, 2025)



								
Appendix 4 - Three levels of uniqueness in human programming
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									(Hofstede, 1994)













Appendix 5 – Reflective Learning Models
ERA Cycle
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(Jasper, 2013)

Driscoll’s What Model
[image: ] (Driscoll, 2007)

Kolb’s Experiential Learning Cycle 
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Gibb’s Reflective Cycle

[image: ] (Gibbs, 1988)





Appendix 6 – Hersey and Blanchards situational leadership styles. 
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(Hersey & Blanchard, 1974)
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