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Executive Summary
This report examines the strategic management theories and the most relevant factors in developing a strategic plan for Dyfed-Powys Police. 
Comparisons are drawn between the prescriptive and emergent approaches, concluding that emergent strategies are more relevant to current policing challenges. Against a backdrop of cultural and societal change and recognising the vast influences upon policing the need for legitimacy and accountability are the key factors identified. 
The report draws upon specific experiences for policing in the Covid 19 Pandemic, the Sarah Everard murder, and the impact these have had on the place of policing in society. 
The report draws upon the PESTLE analysis to understand the broader environment and then considers the structure, culture, and leadership within policing. 
Dyfed-Powys Police has a newly appointed Chief Constable who is undertaking a period of engagement. This report concludes that a transformational leadership style, will bring people on the journey and assist in the implementation of a strategic plan and priorities. 






Introduction 
“Culture eats strategy for breakfast” a quote attributed to Drucker (Oliver, 2019, pp. 1-3) whilst widely referenced and quoted it is not as straightforward a concept as the simplicity of the sentence may suggest. This report outlines the importance of an effective strategic plan for policing and the steps required to develop one. Demonstrating how culture and the environment both internally and externally impact on the model of strategic plan. This is also the case for the degree to which the strategy is understood and embedded in the organisation. 
This report will set out the key factors for consideration in the development of a strategic plan for Dyfed-Powys Police. Through research and comparative consideration of key theories and management tools, the report will demonstrate that culture and legitimacy are increasingly complex and determining factors in strategic planning in policing.  The key concepts of strategy and strategic planning are set out to ensure clarity of terminology used. 
The report highlights the importance of understanding the organisations mission or vision and objectives in the planning phase. It explains the need to analyse and understand the environments both internally and externally. The challenges facing policing in 2021 and beyond will be discussed. Many of those challenges are shared with other partners, specifically demand, financial constraints and the competing prioritisation of resources. 
The political context in which policing operates is explored, with devolution to Welsh Government whilst policing itself is not devolved. This presented specific challenges in the Covid 19 Pandemic when there were different Regulations and cross border considerations. 
This report will consider the current climate, specifically in the context of the Sarah Everard murder, protest activity and the Covid 19 Pandemic to demonstrate why legitimacy and accountability must underpin the strategic plan.
Background and context
Dyfed-Powys Police is the largest police force in England and Wales when considering its geography. The force covers four Local Policing Areas (LPA’s), Carmarthenshire, Ceredigion, Pembrokeshire, and Powys. With a Chief Constable, a Deputy and Assistant making its Chief Officer team, each LPA has a Superintendent with a central Chief Superintendent in Governance and Change, Criminal Investigation and operational policing (Dyfed-Powys Police 2021). There are clear command structures overseeing officers and staff. These will be important to note when considering the culture of the organisation and subcultures that may exist. 
In 2021 Dafydd Llywelyn, Police and Crime Commissioner (PCC) was re-elected to a second term in office and at the end of the year published his Police and Crime Plan. At the end of 2021 Dr Richard Lewis was appointed as the new Chief Constable, having previously served all ranks to DCC within the force. Prior to his appointment the force was led by Deputy Chief Constable Claire Parmenter as Temporary Chief Constable. The organisation in that period remained in a state of flux following the retirement of CC Mark Collins in early 2021. 
Dr Lewis is yet to set the strategic plan and his Chief Constable priorities; he is in a period of engagement and consultation, pledging 100 days of conversations with his staff. This report will evidence the importance of the approach taken by Dr Lewis and why understanding the climate and engagement are important factors in ensuring the strategic plan is understood and mitigates against strategic drift.  
Defining strategy, strategic management, and strategic planning. 
As highlighted by Capon (2008) there are a multitude of definitions seeking to explain what a strategy is. Articulating that the common areas, however, are an understanding of the external environment and an organisations resource to compete in said environment. Johnson, Scholes, and Whittington (2008, p.3) define strategy as quite simply the long-term direction of an organisation.
Lynch (2021, p.3) provides the explanation that strategic management “makes fundamental decisions about the future direction of an organisation: its purpose; its resources and how it interacts with the world in which it operates” 
Strategies operate at different levels in an organisation. Johnson, Scholes and Whittington, (2008, pp.7-8) define this as corporate level, which exists at the top of an organisation. Below that is the business level which operates under the framework determined at corporate level. Then the more ‘shop floor’ aspect of strategy in the operational strategy. In essence delivering on the front end those set by business and corporate levels.  An alternative is the levels of strategy as outlined by Thompson (2001, quoted in Capon, 2008, p.9) as Corporate, Competitive and Functional. These are fundamentally the same concepts. 
Prescriptive and emergent approaches to strategic planning have and continue to divide opinion as to the methodology used. There are similarities in the approaches in the need to understand resources and environments in which organisations operate. A need in both to understand the mission or vision of the organisation, albeit in the prescriptive approach this would set the objectives at the outset. The two concepts then differ significantly in that the prescriptive approach sets out the options to meet the agreed objectives, with a criterion driven selection process. The emergent strategy harnesses creativity and innovation and encourages discourse and there is a cyclic correlation between aspects. Emergent has elements of logical incrementalism and draws upon political processes and organisational structures and systems (Johnson, Scholes and Whittington, 2008)
Ferlie and Ongaro (2015, p. 72) provide detailed observations to the various schools of strategic management and reflect that there are amongst them theories that can be complementary as well as competing. 
Bryson (2018, p.35) summarises strategic planning as a means to prompt the kind of imagination and commitment that can help effectively address the challenges the organisation face. Bryson’s approach would suggest that strategic planning is quite simply as easy as A, B, C with his approach of understanding where you are (A), where you want to be (B) and how to get there (C). This approach is cyclical, and the three aspects are inter-dependent but not linear. This approach is compatible and complementary to the emergent approach. 
Johnson, Scholes and Whittington, 2008 also break the process into three broad areas: The strategic position, strategic choices, and strategy in action. This is more aligned to the prescriptive approach. The Exploring Strategy Framework can still provide a helpful checklist for strategic planning. The context in which it is considered and applied would be different for public and private sector. Public sector would put more emphasis on the service quality and how change is managed, whereas a small business in the private sector may consider in the wider context of competitive advantage and growth. Both would require an understanding of their purpose and mission. 

Mission, vision, and values and defining purpose 
When considering the organisations purpose and strategic direction many organisations utilise a Mission Vision and Values statement. The mission statement sets out internally and externally the overall reason or purpose of the organisation. The vision setting out the “where we are going” of an organisation or their aspirations. There are counter arguments to the value of such statements, some arguing they are too wide and only helpful as a communication tool. (Bartkus, Glassman and McAfee, 2000) A view shared by Sufi and Lyons (2003, p.230) in exploring their use in the hospitality industry.
Police forces utilise the Vision Mission and Values approach with the concept that values, and the Code of Ethics underpin all policing activity and decision making. The values will not change or adapt to the environment or changes in circumstances. They are the ethical principles that then cultivate integrity not only within but beyond the organisation. (Robertson 2007, p.746) The values are the very roots of any organisation. 
The Policing Vision 2025 published by the then Association of Chief Police Officers (ACPO) in 2016 sought to set out the direction for policing to 2025. It was clear that the policing mission would be consistent despite changing priorities. Stating that it was enshrined in the police service statement of Mission and Values. (National Police Chief Council 2022)
Dyfed-Powys police mission is to “safeguard our communities together” it could be argued that the mission is somewhat obvious given the mandated role of policing in society. Bryson in his Strategy Change Cycle suggests that a strategic plan should also define its organisational mandates, those functions that they must do. This is done before the setting of the mission vision and values. Together he argues these combine to demonstrate the public value aspect (Bryon, 2018, pp. 59-63).  
In an emergent strategy the mission and vision are essential because they drive the bottom-up approach and enable the workforce to contribute effectively and with purpose to the future of the organisation in pursuit of the shared vision. 
The primary focus of policing is set out in the Peelian principles and remain relevant. There are several functions that are mandates by means of Legislation and include maintaining law and order, keeping the peace. These are the fundamental expectations the public have on police. But in an increasingly complex environment there are functions and roles that people now expect from the police, that in fact sit better with other agencies, public health as an example. The challenge for policing is to start saying no and pushing back on some of the taken for granted assumptions, and clearly define its mandates. So, a question must be if the mission of Dyfed-Powys is so wide, does this make the challenges of clearly defining our role and boundaries harder? 
The essential task of strategic planning is to see that everybody understands the organisation’s purpose and objectives and the methods to attain them. To ensure an effective effort from the organisation then the people must know what is expected of them. Oyedigo as cited in Mohammed, Yusoff and Al-Dhaafri (2019) sets out that planning, aims to not only identify the mission, vision, and goals of the organisation, but goes on to say that it must then determine the actions and required resources to achieve them. 
If the mission is the purpose and the vision is the where the organisation wants to be, then what benefit do objectives bring to the strategic plan? Objectives provide specific action driven outcomes and are more measurable that the mission and vision. The importance of this is the accountability aspect and legitimacy of policing. Lynch (2021, p.212) states that the purpose should be narrow enough to be actionable and then he argues conversely broad enough to enable scope for development. In emergent strategy the later aspect being particularly relevant. Indeed Lynch (2021 p.69) argues that defining the organisations’ purpose can only come after understanding and analysing the environment in which it operates, internally and externally. 
The Environment 
Lynch (2021, p.69) defines environment in strategic planning as everything and everyone outside the organisation. In developing a mission vision and organisational objectives, there are different tools to understand the organisations current state. Lynch (202, p74) references 9 different tools to do so. 
One simple method to identify strengths, weaknesses or gaps, opportunities and threats is a SWOT analysis. An alternative is a PESTLE analysis which takes a broader approach and an understanding of the organisations position in the wider environment. Both prescriptive and emergent strategy recognise this environmental understanding as a key component. The nature of these assessments will naturally differ in the public and private sector. Particularly in the private sector where the emphasis on competitive advantage is placed.  
Policing in England and Wales Future Operating Environment 2040 is a useful document for forces in conducting a SWOT or PESTLE in the consideration of long-term threats and opportunities and subsequent strategic planning. (College of Policing 2022)
PESTLE considerations for policing are vast. Political; the political perspective and influence upon policing is significant. There has been much discussion and debate in respect of the current 43 forces model, described by the Home Office Select Committee as ‘broken’ (HASC, 2018). The very fact that at a national level there is discussion that could significantly impact policing should a different model of British policing be decided upon, demonstrates the significance of the political influence. 
The Police Reform and Social Responsibility Act 2011 changed from the previous Police Authorities to elected Police and Crime Commissioners (PCC) The appointment of PCC has advanced the political influence. PCC can be more susceptible to public pressure which could inform their objectives, directly influencing policing. 
In Dyfed-Powys Police the PCC has already published his Police and Crime Plan (OPCC Dyfed-Powys 2022) the Chief Constables priorities and strategic plan must naturally now align with these. 
In Wales there is also the impact of devolution, whilst policing is not devolved there are key areas that are which impact directly on policing; education, transport, planning to name only three. Many of the bodies that police cooperate with are devolved in Wales and as such this can cause conflict and confusion, as occurred in the Covid Pandemic. The case for the devolution of policing again starts the debate in respect of a one police force for Wales as is the model in Scotland.  
Economic; policing is struggling to manage the demands upon it, the financial constraints and demands in the current climate cannot be underestimated. The majority of the police budget is committed to its people and associated costs. It is no surprise then when faced with financial pressures that often it is staffing cuts that are made. In addition to central Government funding, the precept set by PCC’s also contributes to the police budget. 
The National Audit Office report in 2015 and 2018 highlighted a lack of understanding by Central Government as to the impact of financial pressures on policing (NAO 2018).
Social; social developments impact upon policing. A changing demographic, ageing population, increasing homelessness, poverty, mental health, rising inequalities all change the demands faced. In recent years the decreasing authority of police and the widespread protests and social unrest are key factors for consideration. Some of the social trends can have a strong and damaging impact on policing, trust, and legitimacy in particular. As was seen by the murder of George Floyd the impact can be felt on a worldwide scale.
Technological; the technological changes and development can have a positive impact upon policing with advances in IT creating new and innovative opportunities. Indeed, the ability to move vast numbers of staff to agile work from home in the Covid pandemic has changed the shape of policing and its estate resources to a point where some staff may never need to return fully to the static office environment. 
That said, whilst the positives are clear the changing crime types and the sophistication of criminality through these advances is a challenge. The College of Policing Future Operating Environment 2040 report also refers to the misinformation available through online sources and the mass manipulation that can be enabled (College of Policing 2022).
Legal trends: during the Covid Pandemic it was clear the impact fast changing Legislation can have on policing. That said policing adapted well to that change and was able to implement and react to the Regulations imposed by devolved and national Governments at pace. Indeed Duckworth (2021) concludes that the Pandemic response has brought the debate surrounding police collaboration further forward and assists in making the case for a national police service in England and Wales. 
In conducting an analysis of the environment, the organisation can clearly identify threats to be mitigated and actioned against and opportunities to be maximised and developed in the strategic plan. Once these are known then the planning can consider the capabilities and resources required to meet these actions. 
Capabilities and resources analysis
In setting a strategic plan for an organisation it is important to understand the capabilities of the organisation Johnson, Scholes and Whittington, (2008) describe strategic capabilities as the “resources and competencies of an organisation needed for it to survive and prosper” 
Resources are to be considered in the broadest of senses, to include people, finances, and technical capabilities. It is about having the right people, in the right places, with the appropriate skills and capabilities doing the right things.  
Capon (2008) breaks these into four distinct areas: human, financial, tangible and intangible. Each of those are to be analysed to understand the strengths which are thereafter to be built upon and the weaknesses to be mitigated against or minimised. This needs to be a holistic evaluation looking at the efficiency and costs associated. 
In considering human resources specific to policing, it is an ever-changing environment, the workforce is notably unstable. This arises through moves, promotions, abstractions, and attritions.  Strategic planning requires a careful consideration of the impact of this instability. There are wider implications as with changes in senior management teams often comes a change of focus or direction and the risk of strategic drift. 
To evaluate the human resources this needs to take account the type of staff, cost, skills, training and development opportunities. The human resource is a vital, and expensive one and this requires careful management to include succession planning. There is a clear conduct and performance framework in policing which is a key component to the human resource aspect in developing a strategic plan. 
Dynamic capabilities as described by Johnson, Scholes and Whittington, (2008) describe the ability of an organisation to recreate and renew its capabilities in response to changes. This was demonstrated in the Covid Pandemic, when police forces responded at pace to the changes in legislation, their own workforce requirements, agile working and changing the operational context. The National Police Coordination Centre (NPoCC) took a pivitol role in the pandemic response, evidencing the national capability to respond swifty to changing environments. 
Lynch (2021) describes the framework of sensing, seizing opportunities and reconfigeration of resources as dynamic capabilities. 
Tangible resources are those that are physical and easily accounted for, finances, estates, vehicles, equipment.  The drive for sustainability has wider future implications upon policing. During the Covid Pandemic people were moved from buildings and enabled to work from home, vast spaces in police buildings suddenly lay vacant. This advanced the agile working and sustainability agenda significantly. 
Intangible resources in policing can be considered as the community engagement, information, reputation, and legitimacy. These must be considered in the local and national context. As shown by the Sarah Everard case, the action of a police officer in one force area of England can have a significant impact on the reputation of policing as a whole entity. 
As Sir Robert Peel said “The people are the police and police are the people” recognising that the effectiveness, acceptance, and legitimacy of policing lay in the support of the people and the culture of policing. 
[bookmark: _Hlk92570555]Stakeholder’s, culture, and change
The culture of policing has changed, moving from reacting to crimes to then ensuring prevention and a problem-solving approach, requiring better connections between the police and their communities, and emphasising a shift in the coproduction of public safety towards a model of community-orientated policing (Thompson, and Payne. (2019).  Stakeholders are those individuals or groups that depend on an organisation to fulfil their own goals and on whom, in turn, the organisation depends. Capon (2008) draws upon the power, interest, legitimacy, and urgency of the stakeholders. This model recognises the varying degrees that stakeholders are influenced by and can influence and organisation. This also identifies the risk of conflicts with stakeholders. Capon (2008) uses this to identify ‘key players’ those with high interest and high power. This is a similar approach applied in the Problem Orientated Policing model with the identification of the ‘super controllers’ those with high interest and influence (College of Policing What Works) Stakeholder mapping is a logical way for an organisation to understand this. 
Policing has a multitude of influencing bodies, PCC, NPCC, HMICFRS, IOPC, College of Policing, National Government, devolved Government in Wales. All of which have their own strategic plans, priorities, and strategies. 
NPCC have recently published the Violence Against Women and Girls (VAWG) strategy at a national Level (NPCC 2022). Following HMICFRS recommendations and recognising the need for action in response to violence against women and girls. (HMICRFS 2019), This national priority must now be adopted by all forces and evidences the impact the external factors can have on a force’s direction strategic plan and indeed resources. 
Whilst no force could dispute the need for focus on violence against women and girls, it has been seen within policing a knee jerk reaction occurs to a particular recommendation or national strategy. HMICFRS in their inspection regime will hold forces to account and publish their findings. This in turn gives force’s recommendations and will see a shift in priority and focus to those areas. With limited resources in a small force such as Dyfed-Powys the risk is that something else then drops down the list of priorities. This is where the leadership style and management are critical. 
[bookmark: _Hlk92570578]Management and strategic leadership
The role of management in the setting and implementation of strategic plans is critical. Strategic leaders have the skills and ability to shape the direction of an organisation and deliver the objectives. They inspire and motivate staff and stakeholders, who then feel that they have been truly engaged with and taken on the journey. The benefits of this are that they will also be able to drive the success of the plan. Defined by Lynch (2021) drawing on the definition offered by Stodgill (1950) as the art or process of influencing people. 
There are numerous styles of leadership and there are attributes of each those good leaders will readily draw upon. Within the operational world of policing with incident management and command it is often the transactional and task driven style that is required and indeed effective. This top-down style of leadership aligns easily with the prescriptive or deliberate strategy in its hierarchical approach. 
But that approach to leadership is not effective in all aspects. A leader who truly empowers and understands their team can bring positive influence and change. A transformational leadership approach embraces autonomy of decision making and can see the wider bigger picture. The transformational leader would be clear with the vision and purpose of the organisation. 
Develop strategy (formulate strategy and plans)
Once these factors have been considered then the strategic plan must be developed. Lindblom however suggested that in the public sector it was impossible to analyse all factors and therefore recommended the “art of muddling through” or as explained by Lynch (2021) a small series of small decisions. 
Lynch concludes that in public sector the incrementalism strategy may be the best approach, due to so many uncertain factors. (2021, p 650) Ferlie and Ongaro (2015) referring to the work of Ansoff suggest strategic planning is a specialism and requires corporate staff. Mintzberg (1994) challenges this as not having any resemblance in reality. 
Structure, culture, and groups – strategic drift
Strategic drift is the failure of strategies to keep pace with the changing environment. In the current climate of change and the pace of that change, without an appropriate strategy that is a real risk. Johnson, Scholes and Whittington (2008), describe the importance of understanding the history and culture of an organisation. This helps to understand what capabilities have been established over time and as such are embedded in the culture. These assist in explaining why strategies then develop incrementally and fail to keep pace (2008, p. 184).
Organisational culture is the basic assumptions and beliefs within an organisation. These are the routines and ways of doing things that have accumulated over time. The four layers of culture described as values, beliefs, behaviours, and the paradigm or taken for granted assumptions (Johnson, Scholes, and Whittington, 2008 p. 194). The values of a police force are aligned with the Code of Ethics and form the mission vision values statement. Whilst individual values and beliefs should, and will align with those of the organisation, in this context they relate to the collective values and beliefs. 
Subcultures as described by Johnson, Scholes and Whittington (2008), are an influencing factor, seen often in policing in the different local policing geographical areas or within criminal investigation and response policing. There is a risk that the strategic vision or plan of an organisation is taken into a different direction within the subculture. This requires careful mitigation and a recognition of those sub-cultures and clear communications and join up.  
Review and adopt strategy 
Once a strategic plan is formulated it must be reviewed against the objectives it seeks to achieve. This is not a onetime process but rather a constant review, learning and change cycle. Setting a strategic plan is one thing, but unless that plan is carefully implemented, assessed, and evaluated there is a risk of strategic drift or absolute failure. By effective stakeholder engagement and a whole organisational buy in it can be ensured that the plan is embedded in the organisation. 
This bottom-up emergent approach sees the drivers for success in the feeling of local ownership and individuals understanding the role they play in the delivery of the objectives. 
Conclusion 
Strategic planning may also be popular because in many circumstances it seems to work “in the sense of helping decision makers figure out what their organisations should be doing, how, and why (Bryson, J. M., B. C. Crosby, and J. K. Bryson. 2009) Despite Lindblom’s concept of the art of muddling through, that has been the case on many occasions in policing, a strategic plan does bring benefits to an organisation. 
This report has drawn upon relevant theory to demonstrate the key considerations in developing a strategic plan for Dyfed Powys police. It concludes that a strategic plan for a police force will require sufficient clarity to enable the staff to know what direction they are heading in and what is required from them. 
Whilst a prescriptive and linear approach may have once suited policing, with its hierarchical structures, the current focus on trust and legitimacy in policing has meant that the emergent approach is more appropriate. Quinn, (1980) argues that the strategies of successful organisations emerge not from rational analysis but from 'logical incrementalism' and this is a balanced view supported by this report. 
The case for the emergent approach is further strengthened when considering the PESTLE assessment and stakeholder analysis. The complexities of policing, political and societal impacts, and the rapidly changing environment, both internal and external require a strategy that can flex and adapt quickly. The stakeholders and influences upon policing as demonstrated are vast and a prescriptive strategy would risk conflict with these. This can result in strategic drift and severely impact the performance of the organisation as detailed in (Johnson, Scholes, and Whittington, 2008, p. 183).
Transformational leadership embraces the enabling of staff and innovation and enhanced thinking. Dyfed-Powys Police has a newly appointed Chief Constable, he has pledged 100 days of consultation with the people in his organisation to hear what they believe the force should be prioritising and the strengths and gaps. 
(Internal correspondence). This is the transformational leadership approach that will ensure trust and buy in from his staff.
It is right that police forces are accountable both internally and externally. More than ever before the public are challenging the legitimacy of police officers and their decision making. Setting a strategic plan will enable the force to be held to account yet providing sufficient flex for the organisation to adapt to constant changing horizons. The emergent approach provides this basis. It is important that in the plan there are clear pathways of accountability. 
Never more so has the legitimacy and accountability of policing been so relevant. With the murder of Sarah Everard and cases that have highlighted the very worst of those that are charged with keeping our communities safe, securing, and maintaining the trust and confidence of the public is essential. 
This report has demonstrated how key theories for management can be utilised to set a strategic plan and how without the broader outlook, organisations risk setting strategies that do not drive the direction of the force. Setting a strategy that is too prescriptive and then fails to deliver the pre-determined objectives without room for change will further undermine the confidence in police. 
Legitimacy is not a new concept and has always been important in policing and the Code of Ethics underpins the very structure of what Police do. But people are now asking the ‘so what’ questions. Hays (2013, p.562) recognises the risks of not establishing legitimacy in the eyes of the public, those subject to their authority. In that they will encounter both passive resistance and open defiance as they seek to enforce the laws. This was evident in the policing response to the Covid pandemic, where police actions were scrutinised, and criticised and protests and public backlash were evident. 
Hays also explains that the abuse of authority by the police has the potential to undermine the public belief in in the legitimacy of the entire government. (Hays, 2013, p.562). The VAWG agenda on a national level seeks to ensure that the behaviour of those entrusted to protect are checked and tested with clear processes to report and deal with wrongdoing and inappropriate behaviour. 
Society is constantly changing and evolving, the accessibility of information, regardless of its accuracy is advanced with social media, live time updates and video and instant imagery available across the world within a second of any incident or event. Policing needs to keep up with the change, to anticipate predict and be in a clear state of preparedness. 
There are in fact elements of both the prescriptive and emergent approaches that can be drawn upon and this combination should deliver a fit for purpose plan for Dyfed-Powys police that is clearly defined in what it seeks to achieve, the vision but in a state of readiness for what may emerge. This can also help facilitate strategic thinking at all levels of the organisation. Described as a planned emergence by (Grant 2003) 

In considering the national resources and capabilities of policing and the changing environment, strategic planning for police forces should consider the dynamic capabilities framework. The Covid pandemic response has accelerated plans and processes and influenced changing policy at a pace not previously seen in policing. This capability should now be truly considered by forces and the dynamic capabilities framework applied in their strategic plans. 
Whilst a strategic plan and sense of direction is required for an organisation, the emphasis needs to be on defining the mandates, mission and objectives and then being in a state of preparedness to adapt. Encouraging staff to be innovative and bold, this approach will ensure that culture will not eat strategy for breakfast, but that they will rather sit round the table together. 











Recommendations for Dyfed-Powys police 
A. Where are we now?
· Develop a clear understanding of the organisation’s mandates – what must the organisation do.
· Identify those things that the organisation does that they should no longer do.
· Define the Mission Vision and Values
· Conduct a SWOT internal analysis 
· Conduct a PESTLE assessment 
· Conduct a stakeholder analysis, considering power, interest, urgency, and legitimacy. 
· Review the resources and capabilities of the organisation – who is doing what, where and why?
· Apply the dynamic capabilities framework.
B. Where are we going?
· Define the organisations priorities using the information / data from (A)
· Identify the leaders and resources required to prepare the strategy
· Identify the key stakeholders that will contribute to delivering those priorities
· Identify and prioritise the resources and capabilities to deliver the priorities. 
 How are we going to get there?
· Engagement – internal and external 
· Be clear on who is accountable and for what 
· Put clear defined structures and governance in place
· Review and reflect and make this a constant action. 
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