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Introduction 
Police forces are operating in a complex environment, posing many and varied challenges for operational leadership. It is important for leaders to understand this changing environment, as the public and state expect the police to respond effectively (Noordegraaf, 2015). 
I am a Detective Superintendent within South Wales Police and the lead for Drug Trafficking and Supply. My focus is on the delivery on the Substance Misuse and Harm Reduction Strategy 2022-25 (South Wales Police, 2022). In its 2021/22 National Strategic Assessment of Serious and Organised Crime (SOC), the National Crime Agency (NCA) reported that the demand for drugs remains high (National Crime Agency, 2021). There is an established evidence base on the link between drugs, alcohol, serious violence, fraud and other emerging threats and vulnerabilities. The total cost to society of illegal drugs is around £20 billion per year (Department of Health and Social Care, 2021). There is growing pressure on policing to do more to tackle this threat, and police officers often operate within an environment where they are being asked to proactively prevent offences by engaging, problem solving and using methods such as stop and search. In many cases, this has led to distrust of police in some communities with concerns about the disproportionality of certain tactics, leading to questions about police legitimacy. Adding to the pressure, there was reduced funding for forces by 30% between 2010 and 2018, but £15,877 million was given for year ending March 2022, which was up 2.8% on the previous financial year and growth in real terms for five consecutive years (Home Office, 2021). However, in 2023, there are concerns about the impact of the cost-of-living crisis on police funding which will have a significant impact on priority setting, particularly in relation to longer term objectives. In this assignment, I am going to reflect upon five leadership challenges which I have experienced, which are linked to these current operational, contemporary challenges in modern day policing:
· Setting strategy– Improving the Force’s response to fraud and cyber crime
· Managing finance – Budgeting the response to serious and organised crime
· Managing culture – Embedding a ‘lessons learnt’ approach to operational policing.
· Developing community confidence and cohesion – Raising awareness of the police complaints and misconduct process
· Working in partnership – The delivery of the Force’s Substance Misuse and Harm Reduction Strategy
I am going to be using the Gibbs Reflective Cycle (Gibbs, 1988) to describe the situation and reflect on how it made others and I feel. I will consider the positive and negative aspects of the experience and provide some analysis, considering why things happened the way they did. I will conclude my reflection by considering what I learned, what I could have done differently, what I will do in the future, and what skills I need to develop my operational leadership. I will consider how the literature can aid me in making sense of what happened and how it can support or challenge my perceptions.

Key Reflections
(i) Setting Strategy
I wrote a strategy for improving the force response to Fraud, recommending that the force needed to establish a dedicated, centralised investigation capability due to the growing complexity of this threat area. I was met with criticism from peers. Some were willing to engage, and others were not. As an interim measure, I established a Fraud Operations Group which I chaired, where I invited colleagues to discuss and scrutinise cases, consider force capability, identify best practice, measure performance, and identify training opportunities. Getting buy-in was extremely challenging, and it felt like the membership of the group was split into two; those who recognised the importance of improving the force response and wanting to engage with the programme, and others who did not see it as a priority and brought nothing to the table.
It was frustrating that some colleagues supported the strategy and others did not. The Theory X and Theory Y (McGregor, 1987) is useful as this describes the opposites of the way people work: X -average person avoids responsibility, lacking motivation, Y- people are committed to achieving objectives and have the capacity to be innovative. This may appear an overly simplistic way of considering the issue, but these two extremes did manifest themselves in my experience and the challenge I had was recognising that some staff will fall into one group and some the other. It is arguable that staff may drift between the two categories depending on a range of factors such as their motivation,  interest in the subject matter, experience and opinions . The test for me was how to respond by encouraging Group Y to continue, recognising their effort, and getting Group X on board.
I was the strategic lead, but my voice alone was ineffective. The hierarchical structure of policing can pose problems when the strategists are top managers only (Chandler, 1962). I had to get people on board, and the role of middle managers was important as they had knowledge which influenced the strategic direction (Mantere, 2008). Their ability to develop innovative ideas was important (Miller, 1997). Research highlights the strong relationship between the inclusion of middle managers and performance (Floyd & Wooldridge, 1992). It is argued that the reason for this is that they have their hands on the pulse of the organization and are closer to stakeholders (Dutton, Ashford, O'Neill, Hayes, & Wierba, 1997). Research points to the benefits of involving a range of higher and lower-level middle managers (Mantere & Vaara, 2008). In my case, the inspectors and chief inspectors who joined the operations group played a significant role.
The challenges I experienced were based on the initiation of the fraud strategy. The ‘prescriptive’ view from the Harvard Policy Model (Andrews, 1987) allows for the planning of a strategy before implementation (Lynch, 2018) as a logical process from design through to evaluation (Argenti, 1965), (Wheelen & Hunger, 1992). The alternative ‘emergent’ view supports the idea that a strategy is a living and breathing plan that can evolve as external factors change. Here, strategic management is dynamic, flexible with an element of risk, where planning is more short-term. (Quinn, 1980), and this is more appropriate to what I was trying to achieve. I had launched the strategy prior to the involvement of middle-managers. Behaviourist theories are helpful; these refer to a blend of ‘initiating structure’, which is what I have done by establishing the Fraud Operations Group, and secondly, ‘consideration’ where I need to invest time into building relationships and trust amongst the group membership (Owens, 2001).
I have learned that when setting strategic direction, I need to combine my own knowledge with that of senior managers in the initial stages, be open to challenge, and be prepared to adapt the strategy. This requires instrumental leadership, where I need to enhance my leadership by using expertise to formulate and implement solutions to complex problems. I must be able to identify both strategic and tactical goals whilst also monitoring outcomes and changes in the environment (Antonakis & House, 2014). I also need to be able to clearly articulate what problem I am trying to solve and what the intended goal is from an early stage (Yu, 2021). This will help to ensure that the correct subject matter experts are incorporated into strategy design, which would arguably have avoided some of the conflicts which I experienced when I engaged after the recommendations had been made.
I can relate to the emergent theory of strategic planning  because policing is increasingly complex with greater need to be open-minded about changes to the environment which may impact upon strategic decisions. Involving colleagues at an early stage to help understand a particular threat or issue would be something I would consider implementing in future, combined with having clear terms of reference of what I am trying to address, why it is important and what the desired outcomes are. Having a strategy which is flexible rather than being set in stone will allow for innovative ideas to be developed; research  shows that many organisations can be reluctant to adopt this flexibility (Snow & Hambrick, 1980). The term ‘Meta strategy’ is useful here as it describes the way successful organisations observe changes in the environment and adjust their approach (Mintzberg, 1987), which I believe is advantageous to modern policing.

(ii) Managing Finance

The strategy setting described in the last example was essential in my role as Director of Intelligence, but maintaining capability to respond to SOC was dependent on ensuring staff were fully accredited and up to date in terms of training, meaning their activities are compliant with approved policy and practice, which it urn ensures that intelligence and evidence is gathered correctly, delivering professional investigations which can stand up to scrutiny. It can be argued that it has become increasingly challenging to achieve this in the context of a force funding deficit, limited departmental budgets, lack of availability of training, and turnover of staff. When I took over the role, I had to secure £80,000 of additional funding to train new surveillance officers due to others retiring or transferring. What made this more difficult was delays in securing in training places meaning that surveillance cover was affected. Compounding this is the fact that police funding is a highly centralised system (Newburn, 2012) where PCCs need to wait for the Home Secretary to provide clarity on what the police grant will be each year before they can then work with Chief Constables to set out their plans and priorities. The current uncertainty about funding will arguably have an impact on priority setting, particularly in relation to longer term objectives. 
I felt that I was under pressure because even though this was the largest expense which my departmental budget couldn’t cover, there were other financial pressures from other areas which I could foresee which included developing operations, new financial investigator courses, and the need to purchase a new case management system. All of these meant I was in multiple finance meetings, spending a great deal of time writing business cases which I did not have much experience of doing, and I felt quite uncertain, having had no training or guidance in terms of how to manage these challenges. Current research indicates that effective people-focused police leadership is often overshadowed by business and efficiency needs (Davis & Bailey, 2018) but arguably, financial pressures on policing do require a broader set of leadership skills (Brain & Owens, 2015). The College of Policing have also stated that senior leaders need a commercial mindset by being able to adapt quickly to new challenges (College of Policing, 2015).
Despite my inexperience, I recognised that the effectiveness of the team’s response to SOC was dependent on finance, and research links robust finance to success in any strategic plan (Johnson, Scholes, & Whittington, 2008). The fact that I knew the limitations of my budget and what additional funds I needed was positive, however, other researchers go further by focusing on whether the activity actually adds public value (Hartley, Parker , & Beashel, 2018), (Ferlie & Ongaro, 2015). Therefore, what I ought to have considered was what impact the additional spending on SOC would have on issues such as reassurance and confidence, and how the public would feel about large sums of money being spent. The literature points to two key questions which need to be considered (Benington, 2015):
· What activities, services, outputs, and outcomes do the public value most?
· What adds value to the public sphere?
It is argued by some researchers that policing has a short-sighted approach to managing austerity and that methodologies such as lean, where demand is managed effectively and waste is eliminated, would be more effective in improving service delivery whilst also meeting financial challenges (Smith, 2016). The lean approach reportedly increases employee engagement as well as lowering costs (Slack, et al., 2013), but I have always felt that these principles apply more to profit-making organisations than public sector organisations, a view which some researchers discuss (Scorsone, 2008), and others state that introducing lean principles into public services has mostly failed (Radnor & Boaden, 2010). However, others argue that lean thinking has many tactical opportunities in the public sector (Bhatia & Drew, 2006), due to the processes and services which organisations such as the police pay for, which was certainly the case in my challenge.
From my perspective I need to understand how to develop a mindset around efficiency  and gain experience at making decisions in relation to significant budgets. I also need to ensure my team of senior managers also share this mindset as part of their performance management of their respective areas, which some researchers say is essential (Hood, 2007). Others argue that police culture is anti-lean (Alcott, 2012), which I understand given my original views that it is more appropriate for profit-making organisations. However, Alcott (2012) made this argument based on his own views of what he referred to as a sub-culture in response teams and did not consider the work being done across policing to modernise, innovate and find efficiencies. However, other researchers voice similar concerns stating that the hierarchical, top-down structures within policing can cause resistance to innovation (Toch, 2008).
I need to ensure that I am actively encouraging continuous improvement as part of my interactions with my colleagues. Leadership is critical to achieving efficiency (Cockcroft, 2014) and if I can acquire expertise in managing finance effectively, I will be able to use this to influence the work of my team, encouraging a continuous improvement mindset and  positivity towards considering the value of spending money on certain processes and equipment, and whether other considerations could be given to doing things more efficiently. This will be essential as the force will need to limit over-spending in the next five years. When I commenced my role, I should have considered my experience in this area and taken the time to work with Corporate Finance to improve my understanding of budgetary constraints across the organisation, how to complete a high-level business case correctly, and how to manage complex budgets. 


(iii) Manging Culture
The principle of leading others by encouraging ideas does not apply simply to efficiency. It also has applications to wider improvements in policing. As a Chief Inspector, I established a Strategic Lessons Learnt forum where colleagues met to discuss adverse incidents to identify learning opportunities. My brief was that these forums would be chaired by the head of the Professional Standards Department (PSD) who was a Chief Superintendent, which I agreed with as it needed senior leadership and direction. Topics for discussion would be identified from PSD cases, and recommendations from the Independent Office of Police Conduct (IOPC). In creating the framework, colleagues understood the rationale for the forum and agreed with the principle, but there was a lack of enthusiasm about  the proposed governance and a reluctance to engage because of PSD involvement. Research indicates that often, managerial and command emphasis can be a barrier to people-orientated approaches (Davis & Bailey, 2018), and this was what was happening here.
I was a senior manager within PSD at the time, and I knew what we were trying to achieve through the framework but trying to convince others was difficult because their feedback indicated they were perceiving it to be a scrutiny process, because it was being coordinated by PSD. On reflection this was probably due to the cultural nature within policing that PSD exists to discipline staff and hold them to account. I disagreed with their stance because as a PSD manager, I knew this was intended to be a positive process, but research indicates that in terms of manging culture, I needed to understand their point of view and I could have carefully made some adaptions (Jones, 2005). What I did not appreciate was that in their eyes, the interactions between PSD and the rest of the force were superior-subordinate in nature (Alvesson, 2013).
I agreed with the head of PSD that I would chair the first three meetings to establish the framework. When the meetings commenced, positive discussions developed, and I improved engagement by broadening membership to practitioners as well as managers, listening to staff and asking for ideas, which research indicates is important in breaking down barriers (Alvesson, 2013) and navigating through discussions on complex issues (Herrington & Colvin, 2016). However, the negative consequence of this was that the framework was swamped with suggestions on topics for discussion, and it became challenging to prioritise and manage expectations on what was suitable. This was a fine balance; on one hand I knew it was important to help frontline attendees feel valued and to develop their problem-solving skills (Bouvaird & Loeffler, 2015), but I also needed to ensure the discussions were focussed in the right areas.
I was pleased to see that the forum was enabling engagement in a variety of levels which some research suggests is vital in improving performance (Elliot, Day, & Lichtenstein, 2020), (Anderson, 2004). Conversely, many studies focus on leader’s ability to instruct others (Yukl, 1989) with the perspective that the rank structure ensures that command and control systems are effective and allows senior leaders to set the tone and vision. This concept of ‘Abstract Police,’ which refers to this top-down, hierarchical way in which policing is structured, places heavy emphasis on the power of rank. Herrington and Colvin (2016, p.2) state:
Individual leaders can operate effectively in such organisations by relying on their authority. That is, their ability to direct proceedings by virtue of others’ deference to their rank.
However, in my experience , the suggested involvement of the Chief Superintendent impacted staff’s confidence to attend the forums and raise mistakes. I have learned that to create a culture where colleagues are confident to engage, there is a need to move away from the focus on rank. Davis and Bailey (2018) conducted 38 interviews with officers from Inspector to Chief Constable and participants described policing as an emergency service where a transactional approach was vital. Military connotations were used, such as “leading the troops.” This is consistent with the view of theorists who state that typically, police officers  have a clear sense of hierarchy (Reiner, 2010), but this could make a learning culture difficult to develop. I agree there is a necessity for direction from leaders, but studies such as these typically interview a small group of officers from one force (In the case of Davis and Bailey, a “typical rural constabulary in England and Wales) and I question whether they represent the thoughts of those from progressive forces where staff are given opportunities to influence culture.
There is an evidence base which supports the notion that the development of a learning culture can lead to  improvements in organisation’s performance, and having a culture where knowledge is shared and new insights are explored is of significant benefit (Garvin, 1993). Data has been gathered from three forces whose officers engaged in Police Education Qualification framework (PEQF) and it shows engagement with the framework contributes to Police forces evolving as learning organisations through better trained officers, and the development of professional competence to improve operational policing, community justice and community cohesion (Leek, 2020). At the heart of this is giving officers and staff the confidence to use their skills and knowledge to make suggestions, raise innovative ideas and most importantly, have the confidence to reflect on mistakes. On reflection, when I established the Lessons Learnt framework, I should have considered a practitioner-led approach, outside of a PSD context, and in the future, I want to actively provide opportunities for staff to feel confident in highlighting opportunities to learn from mistakes.


(iv) Developing Community Confidence and Cohesion
In parallel with the Lessons learnt framework, I also reviewed complaints from ethnic minority communities. The force Annual Report (South Wales Police and Crime Commissioner, 2020) made a commitment to outreach work to engage with communities who may be less likely to give their views about quality of service. The Office of Police and Crime Commissioner (OPCC) conducted surveys which showed there was a lack of understanding and confidence amongst ethnic minority communities of how to engage with the complaints system. The Guardian reported findings from a poll by the charity ‘Hope Not Hate’ showing that two-thirds of minority ethnic Britons believed the police and criminal justice system are biased against them (Dodd, 2020). Other polls showed similar findings and the National Police Chiefs Council chair, Martin Hewitt, stated that it was a priority to boost the  deficit in trust and confidence in Black communities (Dodd, 2021)
I took ownership by leading on engagements with communities and charities to talk about complaints, stop and search and police misconduct. Entitled “We are your PSD,” the sessions were designed to build confidence by explaining the transparency and accessibility of the system. It took a long time to decide how I was going to approach this because the issues were complex and sensitive. However, given the wider context in policing at the time and the ongoing media attention, it felt like a timely step to take to ensure that the Force effectively engaged. I  felt I had the support of the OPCC team who I wanted to collaborate with to ensure a consistent message was being given. This type of leadership has been described as ‘adaptive leadership’ (Cojocar, 2008) where I took responsibility for the issue and worked to develop innovative responses to it.
Most of the engagements, particularly the initial ones, were fulfilling and rewarding, because the participants showed interest in the subject area and reacted positively, with excellent feedback. I felt confident having researched the issues and given careful consideration regarding how I would present my material. However, in later sessions, some of the groups were challenging because the participants disagreed with my comments, and it often became heated. On reflection, I was not fully prepared for the challenges. Theorists argue that adaptive leadership does need to be flexible (Yukl & Mahsud, 2010) and this is essential when dealing with particularly complex issues (Obolensky, 2010). Therefore, I had assumed that because the sessions had started positively, that would continue, and finding myself in the position of publicly being challenged did place some pressure on me which I had to deal with calmly and professionally.
The way I reacted to this changing dynamic and challenge was critically important to the success of the initiative, and I found myself changing my approach to ensure that I addressed the concerns of those who were presenting a counter-argument to what I was saying. The biologist Jean Piaget described the concepts of assimilation, accommodation and equilibration, where humans learn through interaction and experience and change their response (Piaget, 1971). Glover et al set out four ingredients for successful adaptive leadership: cultural competency, knowledge management, creating synergy from diversity and holistic vision (Glover, et al., 2002). The ‘creating synergy from diversity’ component is particularly interesting because it refers to changing one’s mindset and considering alternative views, both of which are deemed to be essential tools for leaders. I felt that my perspective had changed having listened to the challenges presented. However, this does not address how I respond once a challenge to my messaging has been expressed. I must make decisions and engage in ambiguous and complex situations, so rather than simply adapt, I need to plan ahead and anticipate that my messaging may not be received positively all of the time, regardless of how I intend it to be delivered. Respecting the values and feelings of others and considering alternative scenarios are both vitally important and to be an adaptive leader, I need to develop plans and processes which are capable of dealing with differences (Glover, et al., 2002). However, my view is that this is not a competency you can simply learn once; it is a continuous, evolving process because situations can change unpredictably. 
The other component which Glover at al refer to is cultural competence which involves the ability to have knowledge and skills about culture which enable one to recognise difference. However, I do not feel that simply recognising difference was enough in my circumstances and going forward, challenging my own cultural mindset will develop my cultural competence further (Trompenaars & Hampden-Turner, 1997). The most effective way I can do this is by exposure to a wider range of audiences from a wider range of groups. Whilst I have previously engaged in Cultural Intelligence training, engaging with others on a regular basis and gaining experience through discussing alternative views on complex issues, will give me some further insights into how I am able to cope with challenge, be flexible in my approach, and demonstrate that I can adapt during difficult conversations.


(v) Working in Partnership
The experience of working with others outside of policing with different experiences and opinions is critical to my current role as the South Wales Police substance misuse lead. The UK Government paper ‘From Harm to Hope: A 10-year drugs plan to cut crime and save lives” (HM Government, 2021) sets the strategic direction for forces but because health is devolved in Wales, it is difficult to ensure the direction I set is consistent with national policy. The emphasis of the drug strategy in the UK presently is very much public health focused and in England, forces are required to establish Combatting Drugs Partnerships to share information with each other. However, in Wales, I have found it difficult to get buy-in from partners to agree to a framework for the sharing of information and intelligence about substance use, and some of the discussions with Health in particular have been frustrating, making progress slow.
In 2022 I established a working group to deconflict the issues, but I would describe these sessions as the most difficult meetings I have ever been involved in. In essence, whilst police were willing to establish a data sharing agreement where police would disclose incidents relating to drug use, the Welsh Ambulance Service and Area Planning Boards were, and still are, very reluctant to agree to disclose data regarding individuals who had taken a drugs overdose. The purpose of the proposed agreement was to ensure we collectively understood the drugs threat at community level, and yet it felt like obstacles were being created. Research points to how the success of organisations is dependent on assistance from stakeholders (Windsor, 1992), (Freeman, 1984) and in some cases can affect the way they function (Bryson, 2004). This is relevant to public services because of the significant variety of stakeholders involved (Thomas & Poister, 2009).
One of the key aspects of effective leadership is the ability to collaborate with partners, to gain support and identify opportunities to work together (Hartley, Parker , & Beashel, 2018). A positive aspect of my example was that I developed a relationship with the drugs policy leads in Welsh Government who  were supportive of my work, offering to co-chair the meetings to support my objectives. Research highlights the importance of leading as part of a network of stakeholders (Crosby & Bryson, 2005) and what some refer to as ‘Agonistic Pluralism’ (Mouffe, 2005) where a range of opinions are considered.  I had tried to ensure all the right stakeholders were involved and I took their views on board which research shows is important in building support (Hartley & Fletcher, 2008). However, on this complex issue, this was not enough, and the influence of Welsh Government helped bring partners to account and developed my political awareness.
Even with Welsh Government support, agencies were in disagreement. The ‘Five forces model’ (Porter, 1980) helps to understand this. Whilst it can be argued that the origins of the model are more suited to an organisation focused on profit, I can see where aspects translate to public services, and specifically where it applies to my example.
· Threat of new entrants (it was inferred that police were intending to use health data to take enforcement action against patients).
· Threat of substitutes (there was concern that police had developed informal mechanisms for obtaining health data without a formal agreement in place).
· Bargaining power of suppliers (demand and finance pressure on stakeholders; is this a priority for them?).
· Bargaining power of customers (support from the public, i.e., those whose data would be shared) 
· Level of competitive rivalry (health services focusing on the performance of their own areas)
An alternative is the ‘4 links’ model which talks about a co-operative environment where stakeholders from informal and formal relationships, links and networks, work together and problem-solve (Lynch R. , 2018). Porter’s model goes further in explaining the challenge of getting agencies to agree on a common purpose, but it portrays the operating environment as threatening, whereas, in modern policing, challenges are commonly seen as opportunities to engage in problem solving. Also, it overlooks the human aspect of the relationships between police, partners, and the public. However, it remains a useful way of considering how the operating environment can impact significantly upon the organisation, and its strategic plan (Bouvaird & Loeffler, 2015).
I have learned that policing needs to consider what other stakeholders want, to gain assistance and cooperation (Day, 1987) and governance processes need to be clear as these will determine how stakeholders will work together (Bouvaird & Loeffler, 2015). The terms of reference and accountability should have been made clearer at the outset. In addition, stakeholder mapping would have helped (Bouvaird & Loeffler, 2015) and if I had done this, I may have been able to introduce Welsh Government at a much earlier stage. Once they did get involved, they introduced a data sharing expert from His Majesty’s Prison and Probation Service (HMPPS) who was able to advise and support the stakeholders, making the objective achievable for everyone concerned. 


Conclusion
At the beginning of this reflective assignment, the scene was set in terms of the current and future strategic challenges that leaders in policing and law enforcement face in meeting increasing complexity and demand. I have explored five leadership challenges which I have experienced from these threats and have considered a wealth of research to help me consider and understand  how and why events unfolded the way they did. Using the Gibbs Reflective Cycle (Gibbs, 1988), I have been able to draw a number of key conclusions. Throughout the assignment, I have referenced a range of sources which have aided my reflection, but two have stood out for me as I go forward as a senior leader in the organisation. The first is Yu (2021) who talks extensively about the importance of being able to clearly articulate to the organisation exactly what the priorities are. This is a critical point, because the sheer volume of information being given to frontline officers and staff is unmeasurably high, and they need clarity of direction and prioritisation in what is an ever-changing complex environment.
Secondly, Chandler (1962) talks about how hierarchy can be a barrier to successful strategic planning. Despite it being a 60-year-old argument, it still resonates today, and the principle of involving staff at all levels has run as a golden thread in the conclusions within each of my five operational examples. This reflection of my experiences and challenges to date has been extremely important for me as a senior leader in modern day policing. It has helped me to make sense of past experiences whilst also providing me with key valuable insights into how I can develop as a more effective leader for the future:
· Flexible strategic planning, being aware of threats, and using a range of perspectives from subject matter experts inside and outside the organisation.
· Developing a mindset of continuous improvement for myself and those I work with to identify new and efficient ways of working. 
· Giving confidence to staff to engage in learning from experience and mistakes. This requires a willingness from senior leaders to be receptive to feedback and create an environment where staff feel engaged with shaping future improvements.
· Being open-minded to other’s views and perspectives. Given the diversity of backgrounds, experiences and perspectives within the organisation, across partnerships and amongst the community, I need to ensure that my decision making is borne from the consideration of opinions which are different to mine, and which may be capable of arriving at more effective ways of working and responding to complex threats.
· Stakeholder mapping is of critical importance, ensuring that I consider what subject matter expertise is available but also determining which partners are best placed to respond to new and emerging critical incident and criminal threats.
· Finally, governance and accountability need to be clear. Forces are operating in a time of increased scrutiny and accountability, where every decision made needs to be explained and justified to provide reassurance to the public and to maintain police legitimacy. As a senior leader in policing, I need to be able to clearly articulate who is accountable for what, especially when partnership working has been more important than ever before.
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