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Who wrote the Plan?
The policing learning and development plan was written by The National Police Chief’s Council and Police and Association of Crime Commissioners which engages all police forces in England and Wales in setting out the vision of the future by 2025. The Learning & Development plan has received support from academics, police practioners, the Open University’s Centre for Policing Research and Learning and the Mayor's Office for Policing and Crime, research teams and all police forces throughout England and Wales.
Furthermore, the NPCC also acknowledges the importance of having a representative workforce which includes diversity and equality which can overall provide a stronger service and add further value to the public (Rogers & Pepper, 2022).

What is their vision?
Within the policing industry, the vision they have in place for the future is to enable a “Workforce that is flexible, adaptable and capable of operating effectively within an increasingly complex landscape of demand and expectation.” Policing has the intention to grow as a profession and include a more diverse and open workforce for employees to have opportunities to improve on their skills and be faced with challenges. According to Belur et al (2020) an essential element of the transition of policing to become more professionalised in England and Wales includes the substantial changes to the education and training requirements for police recruits.
The L&D framework is aligned with the policing vision as it seeks to operate activities with new methods of thinking as well as thinking about organisational cultures as a whole. Crockcroft (2020) cited by Chan (1997) characterises police culture as an additional set of unofficial workplace standards and beliefs that operate beneath the ostensibly strict hierarchical structure of police agencies.
The new learning and development procedures will enhance the ability of policing employees to consider new ways around uncertain scenarios. Lentz et al (2021) indicates that public safety personnel such as police officers work in fast paced and unpredictable environments where quick decisions are urgently required to protect both the public and themselves indicating that the framework has a valid and essential purpose.

What appears to be driving the strategy?
The main element of this strategy is the destination map which has been produced to aid police employees to take the next steps into an uncertain future and make it successful. The destination map has been incorporated into the L&D framework to illustrate the future destination of policing and the criteria which assists its existence. The destination map is a model which supports policing organisations to stabilise a vision into the future through advanced ways of planning and thinking.


The key objectives of the strategy
The key objective of the strategy is to focus on implementing new ways of learning and development within the sector so that “By 2025 policing will be a profession with a more representative workforce that will align the right skills, power and experience to meet challenging requirements” (Harding et al, 2019). Blumberg et al (2019) states that new ways of learning can be achieved through a combination of skills such as physical, cognitive, emotional and interpersonal, all these skills will overall conclude to effective policing.
The plan will focus on and is driven by providing learning opportunities for its members, to ensure individuals and the organisations itself can improve on and deliver value to the public. According to Filstad et al (2020) policing tends to follow a transformational leadership style where value is highly established and employees can look into the future, as well as this, it is stated that learning opportunities can be found in taking on challenging job assignments to engage in meeting challenging requirements.
Cunningham (2022) demonstrates that training police personnel is an essential element in policing to ensure the result of injuries are reduced, although it is a time-consuming, difficult and expensive process it is critical to ensure the safety of communities, people and the police officers.


Has the plan considered all employees?
Overall, the plan sets itself out to include all employees within the police sector and the organisation in general. Through learning and development individuals will gain knowledge on the main principles regarding the destination map. Advancement within the individuals will contribute to a wider range of knowledge based on their training and education if desired to conclude onto that route, for example through the university to obtain degrees or through other members of the organisation. An emphasis lies upon the L&D framework as it is encountered that it will be ingrained within the sector from the highest level down to the newest and inexperienced members with great attention on the continued independent learning. 
Bondarenko et al (2020) interprets that introducing tactical and specialised training of simulated situational tasks into the educational process, forming the future police officers' professionally significant skills and competencies to apply coercive measures on the basis of the acquired special theoretical knowledge, and developing professionally significant psychological qualities.
Additionally, the L&D framework will be presented by trained professionals, which allows them to also contribute to consistently improving their own knowledge and delivery of the main attributes of the plan in order for the sector to provide value to the public in an educated and ethical method.
Di Nota & Huhta (2019) explains that the training procedures that police officers follow at all levels of the organisation should alter as the nature of policing changes with society and the growth of science and technology. 
The plan incorporates all policing employees across various organisations and ranks of what individuals and the organisations should be working towards to reach their concrete goals by 2025 and beyond. Alosani et al (2020) identifies that goal setting is essential for an organisation to have an impact on their activities as strengths and weaknesses can be determined to maximise strengths and overcome weaknesses resulting in accomplishing the goals set successfully.

Clear timescales for completion?
The policing L&D framework has been set to be completed by 2025 with enhancement on the learning and development strategy to be built and grown further beyond 2025 with new methods of advancement.  
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