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[bookmark: _Toc93037621]Executive summary

Policing in the UK has become increasing complex, with increasing demand from the public, Police employees and Government expectations, these not only cross borders but often require a multi-agency response.
This report explores the theories of strategic management that relate to the development of a strategic plan for Dyfed-Powys Police Force to address those competing demands. 
It reviews the suitability of well-known theories of Michael Porter and examines alternative theoretical models grounded in public services - designed with cost savings and efficiencies in mind rather than profit margins.  The recommended strategic development models will assist the Force to plan their future operating model considering predicted demand and impact factors.
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Dyfed-Powys is a Welsh Police Force consisting of 1200 Officers and 800 Police staff.  It covers predominantly rural farming areas with pockets of urban populus.  The policing area includes two health boards and four local authorities.  The Force collaborates with neighbouring Forces in the areas of firearms and some aspects of the human resources function. The Police and Crime Commissioner (PCC) is supported by Plaid Cymru and the Force area is home to several small diverse communities including Gypsy-Roma, Chinese and Polish.

This report commences with an understanding of the concept of strategy and what a strategic plan is - and is not.
Many theorists credit Sun Tzu’s book titled ‘Art of War’, written over 1500 years ago and based on the military as being some of the first organised groups to consider and agree a set of activities prior to acting. This was opposed to making decisions as the action - or fighting, progressed. The term strategy can be traced back to the ancient Greek word στρατηγός (strategies) and referred to the Army General (De Bruin 2016).  Chaffee (1985 p89-98) summarised that due to the complexities and nuances of individual industries, it is not possible to have one true definition of strategy however most theorists agree that is impossible to separate your strategy from the environment you are operating in.

Many theorists agree the main thrust of any definition of strategy is that the organisation understands and has established its goals, prior to identifying the steps to achieving those objectives. Therefore, a strategic plan will define the desired outcomes, identify the current position and finally the actions required to bridge the gap between the two.  Chaffee (1985) stated that ‘The organisation uses strategy to deal with changing environments’, therefore relating those factors outside of the organisation as elements of the strategic planning process that will be explored via numerous theories later in this report.

Strategy is not the same as operational effectiveness according to Porter (1985).  Efficiencies can be emulated by rivals and therefore being efficient or undertaking a process well does not make it advantageous for the organisation.  Businesses need to bolt on strategy to gain advantages over their competitors.  Clearly, competition is not a driving factor for Policing however increasing innovative ways of working as well as use and management of the organisation estate.

Bryson (2011) as cited by Elbanna and Pollanen (2016) described strategic planning as establishing the organisational direction, as well as the resources needed to meet that direction. 
Good examples being large corporations such as the National Health Service (NHS) being early adopters of the 5-year cyclical strategic planning models in the 1960’s as a tool to guide financial investment and capital build projects (Ferlie and Ongaro 2015).  Benefits to strategic planning were also found such as the positive outcomes in employee motivation and resource allocation as a result of developing mission statements as part of a strategic plan (Bart (1996) and Taghi and Karami (2009)). 

Quoting Bryson et al (2009), Elbanna and Pollanen (2016) also felt strategic plans provided public services the perfect opportunity to document, publish and promote their benefits such as inclusivity and diversity aims with the community and effectiveness and preparedness for Her Majesty’s Inspectorate of Police and Fire and Rescue Service (HMICFRS). 

Therefore, the creation of a strategic plan for a public organisation can be seen to have several benefits. These can include providing employees a unified sense of direction and consequently, a level of consistent delivery across the organisation (Mintzberg, Ahlstrand and Lampel,  2009).  It should also be noted however that they identified disadvantages such as ‘group think’ - a stifling of creative or individual thought.  
Inkpen and Choudhury (1995) reported that for some organisations not developing a plan was an independent strategic decision and might enable flexibility to respond to the environment.

When considering the structure of the strategic plan there are numerous variations however many agree on the following main components to be covered.
1. Establish current position 
2. Develop goals 
2. Environmental analysis
3. Internal analysis
4. Business model 
5. Create measurements 
7. Roll out the strategy
8. Monitor, track, and record.

This report now details how to define the goals of the organisation through the establishment of vision and values, defines the outcomes to be achieved, establishes the organisations existing position through internal and external analysis and finally sets out evaluation and key performance indicators – to identifying whether the plan has been delivered and the goals achieved.
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Developing any strategy starts with considering where in the organisation this strategy is being developed for, there are three agreed tiers according to Johnson, Scholes and Whittingdon (2008) sometimes referred to as the strategy pyramid.
At the top of the pyramid ‘Corporate Strategy’ considers the overarching aims of the business such as which industries to engage in and the customer base being targeted.  This is followed by ‘Business Strategy’ which outlines how the individual divisions under the corporate strategy should conduct their business.  Finally, at the base of the pyramid, ‘Functional Strategy’ which is in fact, less strategic and more operational, considering how the individual business areas such as communication, marketing, resourcing and financial strategies will achieve the desired outcomes of the business or corporate strategy. Johnson et al (2008) clarify that not all organisations will require all three levels of strategy, in fact, corporate strategy is often best suited for multi-national corporations operating across different industries and different countries.  For the purposes of the Dyfed-Powys Police strategy, working on the development of a strategy at ‘business’ level is suitable when considering Chief Officer stakeholder engagements, National Police Chief’s Council (NPCC) and Government directives for example.

Having defined the level of strategy to be implemented, the focus turns to the type of strategy being developed.  
Mintzberg et al (2009) summarised 10 major strategy theories; broadly falling into three categories based on how the strategy is developed i.e. informally, formal planning or based on the strategic content and how the organisation targets itself within it’s market.  Exploring all of these concepts is beyond the scope of this report however the ‘Learning School’ theory – the concept that an organisation will take regular small steps towards its strategy, learning as it progresses due to the complex environment in which it is operating, applies most aptly to Policing.  A political environment which can change and shift rapidly, impacting on funding formulas and agreements, public mood and media headlines all of which can overturn carefully created Police strategy at very short notice.  The learning school has many similarities to some mainstream theories, namely the ‘emergent’ strategies as researched and reported by prominent business strategy researchers Johnson et al (2008) and Porter (1998).  The report will focus on these emergent and ‘intended’ strategies.

Emergent strategies are those that develop organically, driven either by tactical / operational decision makers within the organization or by Senior managers in response to new threats or opportunities that arise. Porter (1998) warned this approach would result in a potentially chaotic approach with a low chance of overall success.

Lindblom (1959) created an earlier alternative ‘branch and root’ approach, which he referred to as ‘rational-comprehensive theory’, arguably this is based on the concept of intended strategy.  He believed industries could map out potential strategic moves ahead of time to decide on their best course of action if and when those circumstances arose, however recognized that nearly all organisations and industries are simply too complex with too many variables to map out all such possibilities. 

Therefore, a more achievable approach is to, in Lindblom’s terms ‘muddle through’, to take an ‘disjointed incremental’ approach, assessing the emerging issues or changes and making strategic decisions based on the factors presented at that time. Lindblom worked with applied theory therefore understood that whilst many published theories appeared comprehensive, they were not always practicable.  His belief was that disjointed incrementalism created a practical applied theory to business strategy that was both constructive and helpful.  He went on to state that whilst small problems can be mapped, analysed and evaluated, trying to build layer upon layer - to project the model into bigger and larger problems - simply resulted in less accurate findings. Johnson et al (2008) cite similar work by James Quinn with his ‘Logical Incrementalism’ model, whereby companies experiment and learn from their decision making.
Intended strategies alternatively (also referred to as prescriptive) are those that result from a formal planning and analysis process, conducted by those at the head of the Organisation with staff from across the organisation, and communicated to others to execute the plan.  
Applying these perspectives to Dyfed-Powys police, the intended or prescriptive strategy is very linear; starting at the top of the organisation with the Chief Officers and being cascaded down through a large organisation via the line management structure. A strategic plan delivered in this format could perform well, given the pre-existing rank structure and predominantly transactional culture within policing. That said, more and more emphasis is being placed on transformational leadership and leadership being shown at all ranks and grades therefore consideration should be given to the policing vision of the future to ensure the strategic plan will be fit for purpose in the way it is intended for the short to medium term.  i.e. will cascading top down decision-making land successfully with staff that the organisation is encouraging staff to manage upwards?
Johnson et al (2008) discuss strategic decisions that have been imposed by outside forces – an external stakeholder being in a strong position to impose a plan on the Organisation.  Johnson et al report this to be an extension of an intended strategy even though it could be a response to an emergent issue.  Policing has witnessed this during the recent Covid-19 pandemic, with new legislation being written by Government and handed to Police Forces to enforce.  In this example, there was little consultation or engagement with stakeholders, little understanding by tactical operators of the end vision, which resulted in very mixed results with the occasional public backlash.  
Finally, as outlined in the introduction, a decision to not set or deliver a strategic plan at all, could be a standalone strategy, whether by intention or a simple failure to plan.  Inkpen and Choudhury (1995) argued this could be aligned with the emergent approach in that an initial absence of strategy gives way to an emergent approach.  Toftoy and Chatterjee (2004) similarly recognised that small entrepreneurial businesses with minimal staff may be too overwhelmed to consider a long-term strategy initially.  However, Bauerschmidt (1996) took an opposing view. He argued that intentionally declining to set a strategic plan and persisting on that route, making decisions as the organisation progresses, is an entirely separate strategy to emergent.  It is possible to see similarities and overlap using these approaches to Lindblom’s concept of incrementalism and Mintzburg’s Learning School. 
Considering the number of staff employed by Dyfed-Powys Police and their division across different policing areas these approaches could be chaotic, disorientating and ultimately result in failures or lack of consistency for all stakeholders.


Having discussed which strategic planning model to develop for Dyfed-Powys Police, the aspects of that plan must be explored. The initial step is to fully understand the Organisation’s current position, a baseline against which progress can be measured.

[bookmark: _Toc93037624]1.Establish current position 

This stage of developing the strategic plan can be considered as a ‘stocktake’ or snapshot of where the organisation is currently.  This gives an opportunity to establish benchmarks and assists in establishing the gaps in culture, resources, and finances to be addressed by the plan. Lynch (2015) advocates undertaking a SWOT analysis at this stage to fully understand the strengths and weakness within the organisation and assessing how these link to the opportunities and threats facing the organisation. From an industry perspective an organisation might consider strengths to be where they are better than competitors however when considering Policing and public services a better application would be to consider public perception of their community policing activities, victim’s views of an investigation and crime outcomes. Current weaknesses may be a response officer cohort that are very young in service, uncertainty of future financial settlements and HMICFRS feedback.
When considering the opportunities and threats it is useful to look externally and to be specific to the organisation, whilst many external factors will be common to many Police Forces, there will be some specific to Dyfed-Powys Police such as having a PCC affiliated to the Plaid Cymru party, Welsh Government funding for PCSOs and the local demographics.  The analysis should be unique to the organisation and should help identify where the organisation is now and the gap to where is aspires to be.
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The next step in the strategic plan is to establish the mission, vision, and values for the organisation. Kraaijenbrink (2021) felt these are often misunderstood aspects of strategic planning; conflating the terminology results in diverting time and resources from better placed activity and overall, creating poor quality statements for little reason other than to meet expectations, or simply because other organisations were doing it. 

Toftoy and Chatterjee, (2004) argued that developing a mission statement was the initial strategic decision required by an organisation. However, is it essential? Toftoy and Chatterjee (2004) found that entrepreneurial businesses were likely to be overwhelmed by simply meeting the operational needs with minimal staffing; making the creation of a mission statement a low priority. Therefore, it is likely that smaller, more organic organisations, or those without the business / corporate knowledge, may push on without completing this initial stage.   
Bart (2001) however found that there were positives to establishing the organisational mission, in higher recorded staff performance where this exercise was undertaken diligently and inclusively.
 Dyfed-Powys Police could utilise senior Officers and planners to create the mission and vision statements and cascade them down through the organisation however this creates risks including a lack of engagement by staff and therefore a failure of those staff to pursue the objectives of the strategy.  Whilst taking more time, it would be wise to include staff views and contribution from across the organisation for a shared sense of purpose and ownership.  
The importance of setting aside time and effort to engage to build a solid base on which to construct the organisational strategy cannot be understated. Macleod (2016) summarised that by doing so, the company is taking the first step towards identifying how to evaluate outcomes further down the line, based on how well those objectives support the initial mission, vision and values statements.

Those points aside, starting with the mission statement, understanding what a government funded, public service, such as Dyfed-Powys Police is trying to achieve appears to be pertinent and would certainly build legitimacy with its own employees and the communities it exists to serve. Policing is a complex business and often veers into demand created by other under-resourced emergency and public services. Being clear about the mission, the reason for Dyfed-Powys’ existence would be helpful to staff in differentiating the ‘must dos’ and ‘nice to dos’ and will benefit interested parties in creating boundaries and evidencing the need for collaboration. However, with such complex demands the temptation to cover all eventualities is high; the mission statement be kept manageable – as suggested by Peter Drucker ‘it should fit on a T-shirt’ (Goldsmith 2017). 
Being clear at this initial stage should support the strategic planning team to focus their minds on the primary purpose of the organisation as they move into the vision statement.
A statement of your vision demonstrates where the organisation is planning to be in the future, which allows staff to set tactical objectives against these planned future successes. These could be easily achievable objectives or more challenging, stretching staff capabilities and beliefs. In the context of policing this could drive innovation, increased collaboration and new ways of working.

Moving on to consider the values statement, they should describe how the business intends to operate, on a day-by day basis. The values should be expressed in terms of behavior and are the guiding principles by which an organisation operates. 
In terms of policing these are important principles, forging the day to day culture and would most likely align with the Peelian principles on which policing is based. They should also reflect how the public expect officers and the organisation to conduct themselves.

Vision paints a picture of what everyone agrees the organisation will look like in the future. It gives shape and direction to the organisation’s future and helps people set goals and prioritise strategies for moving closer to its desired results.

Kraaijenbrink (2021) argues that two of Mintzburg’s ten strategies (‘Ideological’ and ‘entrepreneurial’) are mission and vision (respectively) driven and therefore the other 8 approaches are less driven by mission or vision – therefore suggesting strategic planning can be undertaken without establishing mission, vision and values – bringing this report full circle to the absent strategy concept.  Again, Kraaijenbrink points out that mission and visions are not mandatory - with many only compiling their mission and vision statements because others are do so.  Elbanna & Child (2007) as quoted in Elbanna & Pollanen (2016) warned that there is danger of high level or vague mission and vision statements not being acknowledged or understood by staff and therefore being unlikely to accomplish any strategy that follows.
It is important that these statements differentiate from other organisations operating in the same field.  Therefore, can stakeholders recognize the unique selling points for Dyfed-Powys from North Wales police for example, based on their vision and mission statements? Is the statement honest about what can be achieved as well as what cannot? Kraaijenbrink (2021) goes as far to say the statement should appeal strongly to one group of people and turn off another - that sits very well with the concept of policing – the vision and mission should send a strong message to the criminals of Dyfed and Powys that their behaviour will not be tolerated whilst reassuring the law abiding citizens.
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The ethos of a strategic plan is to assist the organisation in dealing with changing environments therefore a comprehensive understanding of the external environment in which the Organisations is operating is essential. 
There are several models which can be used to conduct an external analysis including Porter’s 5 Forces and the PESTEL framework.
Most theorists agree that Porter's 5 Forces and PESTLE can be used to understand their position within a competitive market. Porter's 5 Forces identifies where the organisation’s strengths – as well as their competitors lie within the industry market.  However, with Porter’s model geared towards the competitive market, is it possible to apply such a model to policing and the public sector, where being profitable and securing large dividends is not the objective, arguably not.
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McKevitt (2000) as cited by Flood at al (2000) adapted the model, making it applicable to the public sector; focusing on the citizen as a ‘consumer’ of the service, Government as a funder, professional standards departments and professional unions become the cultural role models and partner agencies featuring alongside traditional suppliers.
Turning Porter’s concepts on their heads and focusing on saving money and returning outcomes rather than dividends for customers does appear to provide an adapted model viable in the public sector.
Applied to Dyfed-Powys Police the model picks up on the tensions with stakeholders such as Her Majesty’s Inspectorate of Police and Fire and Rescue Service (HMICFRS), the public and commissioned services such as ‘Goleudy’ the victim care service.  It would also identify the increasing cost of supplying utilities to the organisational estate contrasted against the decreasing financial budget agreed by Government.
Alternatively, the PESTEL framework reviews various environmental factors and allows for a wide-ranging analysis of the issues impacting the organisation.
PESTEL can be applied directly to Dyfed-Powys police and a number of considerations could be made as a result of using the model:

Political: The introduction of the Police & Crime Commissioner (PCC) role and the inevitable political persuasion of their supporting party can impact Force funding through the setting of the policing precept, commissioning of services, media and public relations which reflect on the Force not solely the PCC.
Economic: The impact of ongoing austerity measures not only for Forces but also the longer term impact and consequences on society which result in higher demands on policing, Government set funding formula for forces and the cost of providing degrees and diplomas for new officers. 
Social: The UK has an under-resourced healthcare system resulting in higher demand on local policing, this includes a lack of mental health care provision. An aging population, local pockets of deprivation, the growing gender divide in school achievement, generational difference; for example, millennials attitudes towards longevity in the workplace and demanding better working conditions.
Technological: The increase in internet and technology enabled crime, the quantity, capacity, and processing of increasing number of electronic devices used in those crimes. The police use of technology for staff i.e. body-worn cameras, mobile data devices and facial recognition technology. 
Environmental: The impact of climate change i.e. regular severe flooding and associated disasters requiring police assistance, tactical coordination groups and local resilience forum. Reducing the organisational footprint i.e. moving to paperless working and an electric vehicle fleet.
Legal: Increased focus on police management of protests, adjusting organisational policies to be inclusive of transgender, reviewing use of force and stop / search on black people and those of ethnic minorities, use of controversial police tactics such as facial recognition technology.
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The capabilities within an organisation can be thought of as organisational competencies, whilst the term competences usually suggests this a skill or resource already well honed, for this type of analysis it can apply to those with potential for competence as well. All organisations harbour different resources such as staff, equipment and technology, with benefits and advantages being derived from how each organisation utilises these combinations. It is this combining and utilisation rather than the simple resource itself that results in a capability.  Therefore 1200 police officers would not be a capability, however 1200 officers, briefed inline with the Force mission and vision statements and tasked with aspects of the strategic plan would be and consequently become the competitive advantage to the organisation.
Whilst not competitive, there is opportunity for careful use of resources to promulgate financial savings that result in funding for new ways of working in other parts of the Force.

Porter created the Value Chain analysis tool to help review internal resources, activities, and capability to identify where profit margins could be created.  This model is more flexible that the 5 Forces when considering different industries therefore does not require much adaptation for a Government funded public service where the intention is to create value and reduce costs of the service provided.  That said, Bouckaert & Van de Walle (2003) researched the value found in public services and found that whilst tough to measure, customer satisfaction and increased trust and confidence in the service were indicators of good governance and good performance.  Heintzman and Marson (2003) took this research and adapted Porters 5 Forces model to a public sector service value chain. Rather than considering Porter’s inbound and outbound logistics or Marketing and Sales, within Dyfed-Powys Police the internal analysis would consider the level of employee satisfaction driven by pay and conditions, personal development opportunities and level of trust in the senior management team.  The communities and end users of the service provided by Dyfed-Powys could be surveyed to assess their satisfaction with the timeliness of investigations and contact, how fair they perceived the investigation and outcomes. 
[image: ]
It is still pertinent however to incorporate the ‘Support Activities’ as outlined in Porter’s value chain analysis as to include the back-office functions at Dyfed-Powys police including human resources, payroll and estates.

Understanding where the organisation is adding value is clearly important but equally recognising where value is not added, or adversely losing value due to poor processes, systems or behaviour is critical to developing a strategic plan that is both realistic and achievable.
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To progress the strategic plan for Dyfed-Powys Police, a business model needs to be agreed, which identifies the priority areas and tactics required to achieve the mission and vision statements outlined at the start of this process. Nutt (1999) identified that this crucial step of the planning seldom happened as business managers, skipped stages straight to the end section to implement their strategy, reducing the options available to them and removing all chance of its successful delivery.
 The business model should cover the sources of financial income for the organisation, the ‘customer base’, in this case the particular members of the public and / or communities to be focused on and any particular processes or systems for doing so.  For Dyfed-Powys Police the priority areas could be reducing the occurrences and impact of domestic abuse, reducing anti-social behaviour and improving accessibility to the communication centre. The financial model would need to be agreed with the PCC who controls the overall budget and sets the policing precept.  Policing in Wales has an additional layer of complexity due to operating within the jurisdiction of the Welsh Government without being a devolved service.  This gives rise to the necessity to successfully negotiate financial settlements with both political bases. 
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The KPIs, as highlighted under the earlier section are easier to identify when the mission and vision have been clearly articulated at the beginning of the process McCloed (2016).  Within Public Service, and especially Policing, these indicators can be difficult to quantify and measure when trying, for example, to establish victim satisfaction or a reduction in fear of crime.  It is also problematic to separate public perceptions of Policing nationally from the performance of the local Police force; an example being attitudes and distrust of policemen within Dyfed-Powys following the murder of Sarah Everard by Metropolitan Police Officer Wayne Couzens.  Historically, Governments and HMICFRS have prescribed quantitative KPIs which led to broadly manipulated results and a lack of focus on qualitative information such as use of preventative measures or problem solving. 
Given the priorities of reducing domestic abuse and anti-social behaviour, Dyfed-Powys Police can set both qualitative and quantitative KPIs.  Once benchmarks are established, the number, severity and impact of the incidents can be recorded and monitored.
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Having consulted and created the strategic plan, the final stage is to communicate the mission, vision and values, along with the strategic plan across the organisation.  Elbanna & Child (2007) as quoted in Elbanna & Pollanen (2016) found that it was at this stage that many strategies failed.  Credit could not be awarded to senior managers for their decision making unless they had effectively shared their strategy, enabling it to be carried out in full. Mintzburg et al (2009) went further to state that very few intended strategies were in fact carried out, instead staff created their own alternative emergent strategies from the ground up instead – with the inherent risk of poor and ineffective practice becoming commonplace.  
There are several factors which could impact on this stage of developing the plan, the first being trust in senior managers – where this is absent staff are unlikely to engage with the strategy or believe that it is the correct course of action.
Secondly, if the strategic plan is miscommunicated or misunderstood, staff may simply proceed with behaviour and activity that they believe is correct.
Hrebiniak (2006) noted a disconnect between those setting the strategic plan and those delivering it; “some top-level managers believe strategy implementation is below them”.  Hrebiniak found that the more interaction there was between the strategic planners and the operational staff carrying out the plan the better the outcomes and probability of success.
Therefore for Dyfed-Powys Police a series of planning workshops engaging staff and stakeholders across all departments and ranks should be followed by implementation sessions with heads of departments and stakeholders to ensure the mission and vision along with the plan are absolutely clear and understood. Regular follow ups can be commissioned to identify barriers to staff implementing the plan and ensure the strategy is being followed and achieved.
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There are many theories on the development and implementation of strategic plans and picking the correct approach and combination of tools for the organisation and business area in which it operates is crucial.  Policing is a challenging environment to plan for due to the external funding being agreed on a short-term annual basis, the changing political landscape and sweeping public mood, fuelled by social media, which can take all Forces by surprise.
Nutt (1999) and Elbanna and Pollanen (2016) citing Hrebiniak (2006), found that the planning process was easier to achieve than the successful delivery and implementation of strategic plans. Therefore, even with heavy investment in researching and creating a plan numerous, challenges remain to their successfully delivery, these must be considered and included from the commencement. In short, strategic planning is easier to get wrong than it is to get right!
With the correct processes and resources in place, it is entirely possible for Dyfed-Powys to create and communicate a successful plan, that is understood by all stakeholders and not only achieves its objectives but also enriches the perception, legitimacy and trust in the Force held by the community.
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The recommendation for Dyfed-Powys police is to commission and resource an intended strategic plan. This should include regular planning sessions with key stakeholders across the organisation and incorporate the voice of all staff - encouraging engagement with the planning process.
This approach works to the strengths of a ranked organisational structure whilst accommodating the imposed forces from major stakeholders such as the Government. Consistent delivery to communities across a large geographical area and multiple stakeholders is important to promote the trust and transparency, again making intended strategic planning more appropriate than emergent.
When considering the internal and external analysis, a combination of models best establishes the impacts on Dyfed-Powys as a public Service. Utilising the PESTEL model alongside Heintzman and Marson’s adaptation of Porters value chain analysis would provide a comprehensive evaluation of all factors impacting the organisation.
Having agreed the Force priorities, the performance measures can be established with an agreed structure for measuring that information. 
Bringing the plan to life requires communication - in appropriate detail - with those that will be implementing it – ensuring they fully understand the desired outcomes and how their progress will be measured.
Finally, regularly monitoring of this progress assists in maintaining progress towards achieving the goals but also in adjusting account for external / internal impacts during the planning period.
Created and delivering a successful strategic plan, would benefit the organisation in communicating the ambition and achievements with their communities and stakeholders to build trust and legitimacy in their actions.
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