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Executive Summary
This report has been created to support the development of a strategic plan for the  Offender management unit.  This has come at a pertinent time following the result of a recent Her Majesty’s Fire and Rescue Service (HMICFRS) inspection of Integrated offender management (IOM) programmes across England and Wales. The report stated that IOM had lost its way across the country and every police force was operating offender management schemes differently. The report highlighted a lack of consistency between police forces on the management of offenders and that it had an unclear vision.

Since the Implementation of the National Integrated offender management strategy (NCIOMS) in April 2021, the development of a strategic plan is key to establish the current position of the organisation and what strategic choices are needed to ensure successful planning to drive offender management forward. This will ensure police forces are robustly managing the most violent and dangerous offenders within communities, adhering to national guidance but also ensuring management of offenders is tailored to address the force needs. 

A strategic plan will assist in the identification of measures and processes needed in the risk management of offenders and key partner stakeholder engagement required as public protection is not the sole responsibility of police forces alone.

The development of a strategic plan for Offender management will contribute to meet the following objectives:

1. To increase offender compliance – technical support/ intervention hub and engagement with partners
2. To support integration back into the community and secure employment
3. To increase digital resource to assist in the management of high- risk offenders in particular following altered business practices during the pandemic.
4. To promote closer working relationships with probation and other key agencies to encourage sharing of information. 

Many elements of strategy should be considered including but not limited to performance measurement and management and  resource and capability analysis within an organisation.  The use of SWOT and PESTEL will assist in the analysis of the internal and external environment.  Benchmarking is also a useful tool to compare performance with other similar organisations.  Within policing, this would be comparison with other forces. To ensure successful delivery of strategy, this requires strong leadership which is transformational to allow for members of the organisation to be involved in evidence based and informed decision making. 

Introduction
Strategic management has been a term used widely over many centuries.  The earliest known discussion of ‘strategy’ was evident in the Old Testament of the Bible where Moses began delegating authority and created a command structure that enabled the implementation of strategic measures and actions (Edwards,2014).  King Arthur had a different approach where he met his knights around the table and decisions were made equally and collectively with no voice being unheard (Edwards, 2014).  This did not represent the hierarchical approach to strategic management that was evident by Moses and only highlights how even in ancient times, there was not a definitive approach to strategic management. Despite this being a recognised term still used within many organisations today, there is clear variance of interpretation, understanding and application of strategy.  Johnson & Scholes (2002) provided a more recent definition of strategy as the:
scope and direction of the organisation over the long term which achieves advantage for the organisation through it’s configuration of resources within a changing environment to meet the needs of markets and to fulfil stakeholder expectations 
(Johnson & Scholes, 2002 cited by Shah,S, et al, 2015, pp 91-92)

This paper will explore what strategy and strategic planning means, why it is so important and how it applies to organisations, with reference to police organisations.  This paper will explore methods used within strategic planning of organisations and considerations documented for the development of a strategic plan for the Offender management unit.

Strategic management is concerned with the analysis of strategic goals (vision, mission and objectives) along with the analysis of the internal and external environment. It is about identifying where you want the organisation to go, how it will be achieved and how will organisations know when this has been achieved (Hofstrand, 2007 cited by Maleka, 2014)

Maleka (2014) noted that the use of strategic management relating to public services under-performance and uneconomical use of resources could assist in the enhancement of public service legitimacy and the professional image of the organisation. The general public expect public organisations to do more with less and this ensures efficient strategic thinking to reduce waste and be more efficient.

Bouvaird & Loeffler (2016) sought to assist in developing an understanding of a strategy development model by utilising a well- known author Henry Mintzberg (1987) and the five different meanings of strategy.  Mintzberg (1987) defined the 5p’s of a strategy to consist of:
· Planning -  where a guideline and plan is set to deal with situations or an organisation/ companies intended course of action.  
· Ploy defines a plan to deliberately threaten any competitor’s actions.
· Pattern: in a stream of actions which also take into account behaviours which the strategy may produce.
· Position: A means of locating an organisation in an ‘environment’ 
· Perspective/ Paradigm: an ingrained way of perceiving the world.
(Mintzberg, 1987 cited by Bouvaird & Loeffler, 2016, p 59)

The 5 P’s approach can be used to enhance flexibility and creativity especially if organisations are unable to move forward with the approach they currently have in place (Capan, 2008).  Mintzberg argued that using a simplistic approach to strategy development was unlikely to ensure consistent success. A current strategy in place may not be viable the next month due to the constant change in organisations pace and demand (Cuofano, 2020).  
A sixth strategy called practice was also developed to assist organisations to execute their strategies which had been put together through the 5’s.  

Cuofano (2020) highlighted that many strategies suffer if leaders were to look to far ahead or stay in the past and it is argued that strategies that are developed based on the present reality save businesses from becoming distracted.  This is important when considering offender management as although it is clear using technology assists with the management of offenders, due to financial constraints and development of technology, it is imperative to focus on what capacity and availability forces have now and not get distracted with the ‘wish list’.

Main Findings

Bonnici (2015) refers to strategic management being defined as the process of evaluation, planning and implementation. The purpose of this is to ensure organisations and companies maintain and/ or improve their competition in the market. A strategy can also be seen to assist in defining the purpose of an organisation to stakeholders. Defining the organisation’s aims and objectives can be documented and expressed by a mission statement and vision statement. Often a statement of values and objectives can be available for all stakeholders to read.  Although usually considered for organisations as a whole, it would also be beneficial to define a departments vision and purpose.  Malek (2014) refer to the key concepts of a strategic management process being goal setting, analysis of strategy information, strategy formation, strategy implementation and then monitoring of the strategy. 

Mission, goals and objective statement (goal setting) 
Whittington et al (2020) state there are four ways in which organisations can demonstrate and define their purpose. This can be by publishing a mission statement, vision statement, statement of corporate values and setting objectives.  The aim of this is to provide employees and stakeholders with clarity about what the organisation is fundamentally there to do and how it sets to achieve this.  When considering the offender management mission statement for an organisation, the scope of work the area contains is included along with a clear distinction of the area of policing offender management covers and the reason why this department operates (please see Appendix A).  

Whittington et al (2020) also refers the vision being what the organisation seeks to create and is expected to enthuse, obtain support and enhance performance within organisations. A vision statement will inform the reader what the aims and objectives are set for the organisation going forward in the future and what they aspire to achieve. (please see Appendix B) The Corporate Finance Institute (2022) believe it  can be seen as motivational for audiences. 

This is evident in the Policing Vision 2025 where Chief Constables and police and crime commissioners set a vision for policing over the next 10 years, which will assist police forces in making decisions around the use of resources to keep people safe and provide an effective, accessible service.  The vision notably states that it “must inspire officers, staff and volunteers, as much as police and crime commissioners and chief constables and of course the public as a whole”. (NPCC, 2016). 

Walsh and Vito (2019) support the view that setting a strategic direction is defined by a department’s vision, mission statements and values.  It is considered that operational strategies, tactics and measurement of performance with the use of accountability systems are also essential for strategy. This is seen to encourage the development of strong organisational culture where all are aligned to performance expectations which can be measured. Bovaird & Loeffer (2016) state that any organisation without a strategy appear directionless and incompetent. 

 Kraaijenbrink (2021) argues that often mission and vision statement do not provide direction or focus to an organisation and could be a distraction keeping the attention away of what is really happening within the organisation. Kraaijenbrink states that there is no evidence that organisations with such mission and values statements do better than those that don’t have them and believes that perhaps these are done merely out of habit because other organisations comply. It is recommended that organisation mission and /or vision statements uniquely reflect the organisation and clearly align with the business area. To ensure this works, employers must keep their current and prospective employees in mind as the priority is to inspire staff to do the right things. 

Rothaermel (2017) is of the view that despite organisations having powerful mission and vision statements, they are not enough. Throughout the strategy process, a core value statement will assist understanding of the organisations value and culture.  When reviewing police values statements, these will reflect the code of ethics which police forces adhere to. The code of ethics was produced by the College of policing in 2014.  It sets and defines the exemplary standards of behaviour for everyone who works in policing.  These standards are used as a decision- making framework to ensure every action and decision in policing is adhering to policing principles. These principles are accountability, fairness, honesty, integrity, leadership, objectivity, openness, respect and selflessness (College of policing, 2014). These values must be considered when making all strategy decisions. This will increase organisation and public confidence that these values are incorporated in everyday practice within policing.

Strategy and strategic planning

Strategy is evident at many levels within an organisation. Strategy refers to the long-term direction of an organisation as it balances stakeholder expectations and the changing business environment (Atukwase,2019). Long term strategies can be measured over several years. The ‘three horizon’s framework’ was originally created by McKinsey in 2009.

 Rosman (2018) argues this approach focuses on growth of an organisation and offers a structured framework to focus on future development without losing sight of the current business being delivered. Horizon 1 focuses on current make- up of the organisation and core business delivery. Organisations then need to focus on developing its business area and seeking out emerging opportunities, this is referred to as Horizon 2.   Horizon 3 is about creating viable options for the future by piloting research projects for example (Johnson et al, 2017).

Although this framework may be used for profitable business, this approach can also be utilised in public service organisations such as the police force. When considering the offender management unit, Horizon 1 could be utilised to assess the current picture of offender management delivery within the police organisation, ensuring best practice and service delivery is maintained and minimising risks. Whilst Horizon 1 is in place and ongoing, considerations need to be made to actively seek out opportunities for further development and enhancement of risk management.  

Horizon 2 could afford the organisation to consider funding opportunities to support technology provision within offender management or investing in training practitioners to delivery nationally accredited offender management programmes.  This investment could result in substantial profits for the organisation in the future.

 As highlighted by the policing vision 2025, police forces need to address risk and threat in a more technological and advanced way. Responding to emerging sophisticated crime such as cyber- crime with primary focus on protecting people from this type of harm can only be completed successfully if approaches to policing are transformed and developed with new capabilities and tactics. (NPCC,2016).  By promoting Horizon 3 this will allow organisations to continue to deliver core business delivery but forecast how they would like organisations to respond.  This could be through research and development opportunities in offender management or piloting the use of technology to assist in risk management plans.  The requirement to capture benefits realisation data throughout the testing phase to establish cost efficiency through resource, examination time and offender manager abstractions will be important and part of Horizon 3 planning.  
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Capon (2008) identifies that many writers of strategy consistently assess the need for co-ordination to give a clear strategic direction within an organisation. Strategy statements should include details of goals set, scope of organisation and department activity and the benefits and capabilities it has to deliver this business area successfully.  To ensure this is achieved, strategies must operate at three levels; these being Corporate level, business level and functional level. It is imperative to obtain all to ensure a robust strategy is established within the organisation.. 
Whittington et al (2020) describes corporate level strategy where the organisation is considered as a whole, the broadest area of business strategy. Weaver (2022) argues that having an in-depth understanding of the levels of strategy will allow alignment with organisation wide goals and obtaining feedback and support through strategy creation is critical. 

Capon (2008) states the business-level strategy is the search for an advantage over competitors.  When referring to public sectors such as police forces, this area would be viewed as decisions made on the best-value services. Johnson et al (2017) suggest that ‘businesses’ are units within a larger organisation and all business -level strategies should be incorporated into the corporate strategy. 
Weaver (2022) states that having a strategy at business level allows organisations to weigh the costs and benefits of each business area and assist in decision making on where resources need to be allocated. 

Functional strategies are concerned with effective service delivery of business and corporate level strategies with reference to people, processes and resources (Whittington et al, 2020). The functional level strategy would be applied to the Offender management unit as the strategy would be created by department leads and strategic elements on the departments service- delivery. Strategies set at this level would support the business and corporate level strategy objectives.  For example, an Offender management unit strategy operates under the public protection business area and therefore elements of risk management objectives would enhance and support the business and corporate objectives of safeguarding the public from harm. 

When developing a strategy it is important to recognise that once set it constantly needs to be reviewed to ensure it still aligns with organisational goals and fit for purpose or whether re-alignment is required. The organisation may have changed from the previous year including resource, crime trends or more external factors need considering such as partner agency management processes or legislative changes which may impact how the police manage offenders .  An example of this is the government approved changes to how police forces manage IOM and that it’s main focus nationally was now to drive down neighbourhood crime.  This may not be priority crime need in all forces and therefore it is so important to explore and review strategy fit for it’s own organisation.   To assist in this process, the exploring strategy framework can be used. 

The exploring strategy framework summarises strategic management in three main steps: strategic position, strategic choices and strategy in action. (please see below)

 This framework looks at successful management of strategic measures and the ability to assess and understand the strategic position of the organisation. (Johnson et al, 2017). Strategic choices involve options for strategy in terms of directions and methods. Strategy in action is the final part and where the strategy is implemented (Brodin, 2016)
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Whittington et al (2020) stated that the reason why these three areas are interconnected are because elements of strategy do not always follow in sequence.  For example, decisions sometimes need to be made before the position is understood. What this strategy does do is provide a comprehensive and integrated framework for organisation analysis. 

Atukawase (2019) referred to strategic as a process in which an organisations internal and external environment are systematically analysed and explored to develop its strategy. 

The core areas of strategic management include development, implementation and strategic analysis (Shah et al, 2015). Extensive research has been carried out in relation to the way these three key areas of strategic management are linked, resulting in two different areas of strategic management, the emergent and prescriptive approach.   

Strategic options 

The College of policing (2018) describe a strategy as a plan of action designed to achieve a goal or many objectives set. An effective strategy within operational policing must ensure public safety is prioritised, be clear on purpose, be achievable and dynamic.  The dynamic element is crucial especially when creating strategy for public sector organisations. 

Strategy in action is a term concerned with ensuring that the chosen strategies are put in place and addressed. Johnson et al (2008) describe these as a mixture of intended and emergent strategies.  Intended strategies are referred to formal strategic planning and often prescribed.  Using a prescriptive approach to strategic planning can be seen as the most effective means to set specific goals related to growth. There can be occasions where a prescriptive strategy may end up emerging into a new strategy.  This emergent strategy may not be intended or planned. Quinn (2018) argues that an emergent strategy may actually assist deliver on customer expectations, rather than what organisations may assume customers want.  

When relating to police, this is ensuring we serve our communities by informed and evidence-based policing. Within the context of offender management this new emergent strategy may come as a result of innovations or ideas submitted by staff members. It is suggested that this could contribute to increased morale, job satisfaction and staff feeling more empowered. Johnson et al (2008) suggest managers should be able to weigh benefits and negatives to varying strategic options when using evidence to inform decision making. 

Rothaermel (2017) also echoes the same concerns that managers who are engaged in a more formal prescriptive strategy may have an illusion of control and overestimate knowing their organisation which may be detrimental.  A suggested approach for success should be based on inspiring vision but ensure focus on all available information sources such as personal experience, department expertise and insights of front-line employees.  This is an approach which would be adopted within offender manager with the creation of bi-monthly offender management focus groups to ensure consultation with practitioners, utilising their expertise and understanding of real time issues and obtain feedback of concerns in the management of offenders. In the business area of offender management, it is impossible to predict future trends.  Policing practice is ever changing, and several elements can impact or change service delivery such as resourcing, legislative changes, technology and partner agency working practices in the management of offenders. The offender management unit would not deviate from the organisations mission and values but by having flexibility and regular consultation with divisional teams, this will assist to address emerging trends and issues and developing a suitable strategy to address any issues whilst still maintaining first class service delivery.

Strategic analysis

Walton (2010) suggested when analysing organisations, the ‘strategy lens’ is useful guide to establish how organisations work. Johnson et al (2008) argue that organisations must avoid approaching strategic problems from one perspective and must look at organisations from varying perspectives. This will assist to establish emerging issues and solutions. Design lens is built on two principles and Johnson et al (2008) suggest that the first is that the first should be rational decision makers and the second element is they should be optimising performance of respective organisations and looking at the best way to achieve this. 

The four-strategy lens addresses design, experience, variety, and discourse.  Whittington et al (2020) describes the ‘design’ lens as a systematic, reasonable process of analysis.  The ‘experience’ lens takes into account granted assumptions and ways of doing things with recognition this will impact views on strategy. The ‘variety’ lens focuses on new ideas and innovation emerging which may not have originally been predicted. Finally, ‘strategy as discourse’ focuses on the way managers use language to influence how and what strategy is implemented. 
The purpose of the lens is to encourage organisations to explore different perspectives. Under an emergent approach, strategies emerge as managers make strategic and operational decision. Plans must be tailored to organisation as ‘ not one size fits all’ and each police force will have varying crime trends and areas of demand in policing.

Johnson et al (2008) argue that understanding the strategic position is concerned with identifying how strategy impacts the external environment, an organisations strategic capability and the expectations of stakeholders. When developing the strategic plan, a macro-environment analysis which consists of broad environmental factors that impact organisations should be considered (Whittington et al,.2020). Strategic influence from the environment can have a significant impact on the company’s direction and strategy and environmental analysis will be a vital element for strategic planning. 




Environmental analysis

Walsh & Vito (2019) argue that Internal strategic planning cannot function in an authoritarian structure and requires the whole organisation coming together to discuss the strengths and weaknesses of the organisation, where they would like to be and the agreed approach to achieve the goals set. 

Once objectives have been set, Nordmeyer (2018) recommends performing an internal analysis of an organisation’s strength’s and weakness followed by external analysis of opportunities and threats to assist in identifying internal capability. This requires utilising the SWOT matrix.  When considering a strategy for the offender management unit, one of the first steps would be conducting an assessment of the current performance picture before considering future planning. Walsh & Vito (2019) refer to strategy within police organisations beginning with the identification, analysis and understanding of public safety needs of the community and the ability to meet these needs and expectations. Police forces collect a realm of data about calls made to the police, crimes recorded, community safety concerns and convictions for example and therefore analysis of this information will be necessary to complete the first step to ensure demand is addressed and the correct resources are allocated. The SWOT analysis can also assist in uncovering strengths that may have not yet been utilised. By assessing the environment, it will assist police forces formulate realistic strategies to achieve goals. (Parnell,2014).

Parnell (2014) highlighted the first two elements of the SWOT analysis, strengths and weaknesses are used for internal analysis and then opportunities.  When conducting the assessment on Offender management, it is important to state clearly how each strength has benefited the organisation and what has prevented success in certain areas within the department.  The threats and opportunities are an external assessment of the environment. Capon ( Parnell (2014) argues that this must evolve from earlier analysis of the macro environment such as a PESTEL analysis.  PESTEL analysis provides an organisation with opportunity to understand the wider issues that may impact the organisation’s progress.  For example, within the policing environment, this could be changes to legislation. 
Following completion of a SWOT analysis, a SW/OT matrix would be created. 
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Following on from completing a SWOT analysis Dingani (2020) suggests that completion of this matrix should be in bullet point so it is clean and easy to read. Conclusion should then be made highlighting positive and negative outcomes and as an organisation what actions are required to progress. It will be considered as a  useful tool to review the new integration of offender management within the first 12 months of implementation. 

The PESTEL framework 
Rothaermel (2017) suggests by analysing the factors in the external environment, managers have the ability to mitigate threats and influence opportunities. In contrast to SWOT, PESTLE encourages organisations to consider the wider environment and focus on what is the current position as well as what may happen in the future which could benefit or impact service delivery.  This is a useful tool to inform longer term planning and strategy making. 
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The PESTLE analysis will be beneficial in offender management as these key areas of assessment impact offender management delivery.  For example, when looking at political factors, consideration can be given to budget cuts within policing and government agreed guidance to how we manage offenders. Economic factors to consider are levels of employment to consider when addressing criminogenic needs of offenders in particular due to the global pandemic and what support is available to address this criminogenic need from partner agencies. This will contribute to the reduction in re-offending.  Another example where PESTLE analysis could be used when addressing technology factors. For example, a company supplier of offender management software being used by police to assist risk management planning of offenders has had a change over of ownership and as a result there has been a drastic price increase in products.  It is not known if this budget can be sustained and is proportionate to continue within the organisation.  Benefits realisation data would assist in determining whether securing future funding is viable and if this tool assists in risk management. A procurement process could be re-commenced to identify the most suitable, financially viable software for purchase.  As police organisations need to evidence ‘value for money’ on public spend and this coincides with the organisation’s code of ethics where decision makers must be accountable and transparent in all decisions made. 

 Malek (2014) notes that public sector strategy is largely immune to the forces of competition but indicates this does exist internally between business areas seeking funding from a limited government funding pot. An example of this is applying to the home office for a grant to assist with funding to support the use of technological innovation to enhance risk management of offenders.  Forces are technically in competition with each other to be awarded funding following submission of a bid. 


Gap analysis
Gap analysis is a method used which compares actual or projected performance with desired performance (Whittington et al, 2020).  Utilising this method can assist with confirming the current state of offender management and identify the position where the department needs to be.  

It will assist in identifying the gaps and develop an improvement plan to close the gaps within offender management.   This would be a useful tool to be used during the implementation of the new integrated offender management programme and conduct a training needs analysis. This will ensure staff are aligned with the college of policing expectations, NPPC guidance on offender management training and demonstrate competence in service delivery. Offender management requires a specialist skill set to assess and manage risk.  The gap analysis will assist in revealing a problem area.  A skill gap analysis will assist in the implementation of a new offender management training programme which will ensure consistency across the organisation and maintain compliance with the National Police Chief Councils (NPCC) standards. It is useful to reflect on force management statements and recent PEEL inspections to formulate the gap analysis and highlight strengths and weaknesses within offender management and recommendations for improvement.

Performance management
Performance management can often equate to performance measurement.  Greener (2009) argues these are separate entities where performance management suggests an initial stage where a plan for what needs to happen is devised. Measurements are then taken in alignment to the plan to establish whether performance is developing in line with the plan and if not, action can be taken to address the shortfall. Greener (2009) describes this cycle as a new plan which should be created to reflect changes and required improvements. 

In offender management, the tool of a balanced scorecard is used in the form of KPI’s (key performance indicators) in particular with auditing Multi agency public protection arrangements (MAPPA). The purpose of the audits is to provide evidence of the quality and effective conduct of MAPPA as well as providing feedback and support to MAPPA chairs and administrators. It is also a useful tool for public sectors such as the police to report on their performance and holds varying agencies and departments to account. An example is when attending meetings in accordance with a service level agreement (SLA).  This could be replicated within IOM and other areas of offender management where meaningful KPI’s could be applied and established measures to benchmark and monitor.  Once an organisation has defined its goals and objectives, this tool can assist in the measurement of achieving long term goals.  All key deliverables must have SMART objectives aligned.  This will ensure measures set as specific, measurable, agreed, realistic and time bound. 

Whittington et al (2020) describes a business model as a value proposition for customers and other participants, an arrangement of activities that produces value, revenue and cost structures. Within policing, the need to deliver value for money services and still reduce crime is expected. Police performance management is referred to as Compstat.  Bond (2015) states that the compstat tool is utilised by police leaders to monitor and direct the performance of police managers. This was initially developed by a team of New York city police department to monitor performance. Compstat is guided by intelligence and reviews and compares statistics of specific crime data and tactical discussions then take place for resource deployment. This is a tool that is still used today

Managing change
This is an element of strategy which is particularly relevant. Effective leadership is key in delivering change and without this the organisation risks staff becoming unclear about the purpose or lack motivation to deliver the strategy. . Whittington et al (2020) describe leadership as the process of influencing an organisation or group within an organisation to achieve a goal.  There are 3 key areas in strategic leadership for top managers, these being the ability to envision future strategy, ensure alignment for delivery and having the ability to represent change. When considering the style of leadership to deliver successful change within offender management, from researching leadership styles to assist with change, it has been evidenced that transformational leadership within policing is effective. Mcartney & Parent (2022) argue that transformational leadership is beneficial in policing and this type of leader requires followers to uphold the interests of the organisation by focusing on future and long-term goals instead of short term. A transformational leader is seen as a developer of people and builder of teams who inspire their followers to act and contribute to making decisions. Strategy workshops would be considered when developing a new OMU strategy and this would ensure all Offender management staff are involved in key decisions. 

John Kotter’s 8 step change model is recommended to assist in leading change. 
Whittington et al (2020) highlights the benefits of using this model to deliver change in a series of steps. This could be included in strategic planning especially with the sudden change in how the management of offenders are dealt with nationally and adjustments of structures and re-alignment of schemes. (Please see Appendix C)

Formal change programmes do not come without problems. Mosadeghrad (2014) stated that unsuccessful change programmes were caused by insufficient training and education, inadequate support and poor leadership along with inadequate resources along with unrealistic expectations. Resources will be a key consideration when strategic planning for offender management.

Conclusions and recommendations
As a result of conducting research for this paper, it is clear when developing an organisational strategy whether it be for a department of the organisation as a whole, staff engagement is key to implementing change and successful service delivery. By empowering staff and consulting throughout the development of strategy will contribute to a realistic strategy which is achievable. Achieving ‘buy in’ from staff by including them through consultation will sustain motivation and commitment to share  the same vision and deliver on performance. Another key element to strategic planning is strategic analysis and performance measurement and this area must not be overlooked. By considering all these measures as part of a strategic plan will inform the strategy design and ensure it is fit for the organisation and more importantly achievable. 
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Appendices
Appendix A  – Mission Statement – “Offender Management Unit” ROBUST MANAGEMENT * REDUCE RE-OFFENDING * PROTECT OUR COMMUNITIES
[image: ]


The Offender Management Unit (OMU) supports a co-ordinated approach to the management of individuals. We do this by working closely with public, private and voluntary sectors to target resources effectively and prioritise intervention for those offenders identified as committing the most crime and disruption in our communities, are at high risk of causing harm and/or high risk of re-offending.  

The offender management unit aims to cut crime and reduce reoffending rates through effective offender management of violent and sexual offenders and those that commit neighbourhood crime. This is achieved through delivery of interventions, enforcement, persuasive compliance, and robust monitoring of offenders with the support of experienced and skilled offender management practitioners and services. 











Appendix  B – OFFENDER MANAGEMENT UNIT VISION STATEMENT: 

WHAT DO WE WANT TO ACHIEVE? – Working together to robustly manage the most dangerous and serious offenders that are within our communities and ensure offenders are brought to justice, intervention and rehabilitation services are available to managed offenders to successfully desist from offending, preventing crime and making our community a safe place to live. 

HOW WILL WE DO THIS? – 

(A)DIGITAL TECHNOLOGY will be used to assist us to understand  demand and problem solve
Ensure we have the right equipment to robustly manage offenders and encourage effective working practices in our offender management teams – exploiting innovation and development of digital management tools.

(B) MULTI-AGENCY WORKING - Working closely with key stakeholders to ensure offenders who re-offend are brought to justice, those who are managed are provided with support, intervention and rehabilitation to desist from re-offending 

(C) USE OF INTERVENTIONS AND REHABILITATION SERVICES – Utilisation rehabilitation services to support offenders whilst in prison and upon release into the communities to assist re-settlement of offenders in the community, address criminogenic needs and encourage desistance from committing further crime.  

(D) ROBUST RISK MANAGEMENT PLANNING -  The Offender Management Unit will develop a robust risk management plan around each offender and ensure any further offences and any public protection risks identified are addressed immediately and offenders brought to justice.  The police will work closely with partner agencies and stakeholders to ensure a multi-agency risk management plan is agreed and developed.

HOW DO WE WANT THIS TO LOOK IN FUTURE?  -

Achieving the Policing Vision by 2025, The Offender Management unit’s aim is to collaboratively:

· Reduction of crime in our communities and reduction in re-offending rates
· Reduction in the risk of harm caused to the public by offending
· Improved public protection support for our victims
· Protecting and reassuring communities 
· Protecting & safeguarding the vulnerable including victims of crime 
· Improved partnership working in offender management
· Increased offender compliance with orders and licences
· Investigating crime efficiently and bringing offenders to justice




APPENDIX C – Kotter’s Model


Kotter’s model demonstrates the process for change in a series of steps:
1. Establish sense of urgency
2. Form a powerful coalition
3. Create a vision
4. Communicate the vision
5. Empower others to act on the vision
6. Create short term wins
7. Consolidate gains and build more change
8. Institutionalise the new approaches. 
(Whittington et al, 2020)
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