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Guide Section 1: Introduction 

As law enforcement agencies face continual challenges regarding community expectations, 

funding and other changing environments, the process of crafting the future proves increasingly 

challenging.  A strategic plan providing a reasonable and attainable roadmap for the future 

assists decision makers with prioritizing needs and developing a better understanding of 

legitimate law enforcement goals.   

This guide sheet was prepared to provide law enforcement executives and their staffs with an 

overview of the planning process and a template for a final plan that is designed to balance 

simplicity with functionality.  The Texas Police Chiefs Association understands the diversity of 

law enforcement agencies in both size and complexity.  Consequently, the ability to customize 

the plan format is essential.  There is no universally acceptable format, so this document 

contains limited effort to define a specific format, but instead focuses on recommended 

processes and a generalized template to assist in formulating a plan that meets the needs of 

any law enforcement agency. 

Guide Section 2: Rationale 

Law Enforcement agencies function as a part of the Executive Branch of Government.  As such, 

their work is done under the ultimate oversight of governing bodies such as City Councils, 

County Commissions, State Legislatures or Congress.  While subject to statutory and case law, 

decisions regarding ultimate policies, funding and other strategic processes are made not by 

the Law Enforcement agencies themselves but by elected officials.  These decision makers are 

usually not subject matter experts in the field and therefore may not have a well-developed 

concept of legal mandates regarding the law enforcement function or the legitimate processes 

associated with the function.  The costs associated with a competent and effective law 

enforcement agency are significant and therefore responsible budgeting is difficult to 

accomplish in a single budget period.  Therefore, decision makers are well served to understand 

the path to law enforcement success through a goal driven, multi-year strategy.  Law 

enforcement agencies are also benefited by a long-term view of operations, with an internal 

focus on constant improvement and progress on objectives.  This strategy gives operational 

leaders guidance on what should be prioritized and an understanding of what constitutes 

success.  The strategic planning process provides decision makers with the information they 

require, input and policy guidance for the law enforcement agency and a multi-year application 

of funding strategies.  It also allows the law enforcement agency to focus its efforts in the 

context of the defined mission and policy priorities, creating a culture of ownership and 

accountability. 

Guide Section 3: The Strategic Planning Process 

Although there are various formats utilized in strategic planning, it is generally recommended 

that the following phases be addressed.  The following recommendations are based on the 

values, vision, and mission of the organization.  These should be defined first because the 
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roadmap that will develop from the planning process should orient toward the furtherance of 

these principles.  Once the values, vision and mission of the organization are appropriately 

defined, the goals, objectives and strategies that are adopted should facilitate and further those 

principles.  The actual planning process might follow a pattern such as the following: 

1. Community/Organizational Surveys – A fundamental piece of information that is needed 

to accurately plan is to determine what the community needs and desires.  There are 

several ways to accomplish this from an internally developed survey instrument that is 

distributing by the Department itself up to and including hiring a consultant to develop 

and administer the survey.  The International Association of Chiefs of Police (IACP) has 

several examples of community surveys available on their website for review.  There are 

also means by which an “on-line” survey can be crafted and utilized through resources 

such as SurveyMonkey (www.surveymonkey.com).  Many colleges and universities have 

survey centers that can assist as well.  It may also be prudent to seek information 

internally.  Department personnel will likely share valuable information when asked, 

especially regarding real workload concerns and observations related to operational 

realities.  This information may be gathered more informally than might be from outside 

sources but it is likely just as critical to know the views from job incumbents. 

2. Situational Assessment – To begin the planning process, the organization should 

determine its current situation and status.  This is accomplished through the gathering 

of workload statistics, performance measures and other information indicating what is 

currently being accomplished as well as what shortcomings and areas for improvement 

might be identified.  This also includes the analysis of data to determine what goals for 

improvement and progress might be the result.  This may also include a SWOT 

(Strengths, Weaknesses, Opportunities and Threats) analysis to articulate foundational 

basis for progress and the environmental realities that will affect the development of a 

useable plan.  Examples of each category for the SWOT analysis might be: 

a. Strengths – Quality staff, policies, and practices.  Good community relations and 

support, etc. 

b. Weaknesses – Maintaining staffing levels, insufficient expertise in some 

developing technological areas, inadequate salary structures, etc. 

c. Opportunities – Development of leadership team and culture, improvement or 

additions to organizational programs, utilization of technology advancements to 

aid in efficiency and effectiveness to mission, etc. 

d. Threats – Economic condition, funding challenges, declining applicant pool, etc. 

 

Strengths Weaknesses Opportunities Threats

http://www.surveymonkey.com/
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Example from Salt Lake City PD Strategic Plan 2017 

 

 

 

3. Planning Meetings with Stakeholders – Both internal and external stakeholders can 

provide insight and information that will be helpful in setting priorities, especially once 

information becomes available from surveys and the situational assessment. 

4. Determining Goals/Objectives – Whereas the situational assessment reveals current 

realities, this phase considers future aspirations.  This is in the form of measurable and 

definable goals to move the organization forward over time to develop competencies 

and accomplish needed improvements.  It should be noted that these are attainable 

aspirations and not so extreme as to be considered unreasonable or impossible to 

implement.  Real world limitations may temper these goals, but the emphasis is on 

progress toward improvements and enhancements. 
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5. The Plan:  Strategies for Success – This phase determines the order and magnitude of 

work.  If the Situational Assessment phase defines the “Why” and the Determining Goals 

phase defines the “What”, this phase defines the “How” in the process.  The priority of 

work and methodologies of implementation are included in this phase.  This is the 

action plan. 

Each aspect of the organization could be addressed separately in the plan but in the context of 

the overall organization’s mission.  Patrol Operations may have specific goals that are 

developed different from those of the Criminal Investigations Division, but they should function 

in concert to further the overall mission of the agency. 

Guide Section 4: Writing Goals and Objectives 

Goals and objectives are the way in which progress and process are defined.  To activate a 

strategy, measurable goals and objectives are developed to serve as guideposts to direct 

progress.  For goals and objectives to serve that purpose, they should use understandable 

language that unifies all involved individuals in their efforts.   

To provide a good background and understanding for objective writing, consider how objectives 

are written in other contexts.  Objectives written in the field of formal education differ 

somewhat from planning processes in that educational objectives follow the “ABCD” guideline.  

According to this guideline, they are written to address the following four components: 

 A = Audience. To whom the objective is written, normally a student or attendee. 

 B = Behavior. What is to be expected of the student, an action verb. 

 C = Condition. The environment in which the student be expected to complete the 

defined action. 

 D = Degree. The level to which the student will perform the defined action. 

An example of an educational objective might be: 

 “At the conclusion of this lesson, the STUDENT (Audience) will LIST (Behavior) in 

WRITING (Condition) FOUR OF FIVE (Degree) key characteristics of effective leadership 

as defined by the instructor”. 

Objectives written for personnel management purposes also follow a similar pattern.  An 

example of an objective found in an Employee Development Plan might be: 

“The EMPLOYEE (Audience) will ATTEND (Behavior) an approved professional TRAINING 

PROGRAM (Condition) designed to equip the employee with information useful in developing 

the prescribed skill, COMPLETING and GRADUATING (Degree) from that program with passing 

qualification scores”. 
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An objective written for a planning purpose essentially contains essentially the same 

components, but some are inferred.  The “Audience” is the organization itself, through the 

relevant personnel who might be handling the specific topical area.  The “Behavior” is the work 

that is to be done.  The “Condition” is essentially the manner in which the work will be 

accomplished, and the “Degree” may be a specific number of things to be accomplished in the 

prescribed timeline or a more general emphasis on improvement or enhancement. 

In a planning context, a “goal” is normally considered to be a broad statement that identifies 

general areas to be addressed while an “objective” is more specific and includes stated 

expectations and/or outcomes.  A “goal” tends to be more strategic while an “objective” 

contains specific actions to be accomplished.  Some agencies use different terminologies, but 

the principle is usually present.  For example, goals state broad expectations such as: 

1. Improve Community Trust. 

2. Maximize Patrol Efficiency. 

3. Enhance Employee Wellness and Job Satisfaction. 

 

Examples of Goals from the Bell County Communications Center: 

 

“Objectives” enable the accomplishment of stated goals.  Therefore, they articulate specific 

means to accomplish goals.  For example, as relating to the goal, “improve community trust”, 

the following objectives might enable the accomplishment of that goal: 

1. Expand existing City Police Academy offerings to include at least one special session for 

younger attendees per year. 

2. Organize at least two community or neighborhood meetings to introduce staff, address 

concerns and identify strategies relevant to specific community concerns. 

3. Analyze current victim assistance programs and relevant policies to improve interactions 

with crime victims from the earliest possible opportunities, including initial contacts by 

Patrol and sustained interactions with CID. 

1.  Staffing – Acquire and maintain the right sized, competent, and adequately trained staff to provide quality 

services. 

2. Technology – Maintain the correct balance in the improvement of technological systems between the 

progression of system capabilities and the limiting of unnecessary change to maximize user competence and 

confidence in those systems. 

3. Procedures – Achieve and maintain the most efficient possible procedures to handle the transfer of 

communications and dispatch events in the timeliest possible way. 

4. Facilities – Provide for facility resources that enhance the operations of the Center. 
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For objectives to be effective, they should be clear, measurable, achievable, and relevant.  

Ultimately, the subsequent action plan should provide for a defined timeline and accountability 

measures.   

1. Clear.  Wordage should be unambiguous and easy to understand.  Confusion will create 

failure because those responsible for accomplishing the tasks will have difficulty 

understanding the path to successful completion of the objective. 

2. Measurable.  One must know how much is enough.  Those charged with implementing 

the action plan must be able to understand the finish line.  Performance may be 

measured in several ways, but the objective should clarify what constitutes success.  The 

measurement may be related to quality, quantity, effectiveness, efficiency, or 

community satisfaction but a performance metric should be related to the successful 

completion of the objective.  Sometimes the focus is on improvement.  Even if a general 

improvement is desired, some process to measure that improvement should be present.   

 

a. Appropriate – “…a 10 percent decrease in assaults in the city”. 

b. Inappropriate – “…a lessening in the citizens’ concerns about assaults in the 

city”. 

Citizens’ “concerns” are relevant and important, but they are subjective and difficult to 

quantify.  Crime rates are easily quantifiable.  Crime rates and citizens’ fears are two 

different and distinct issues.  Both deserve attention but are measured differently. 

3. Achievable.  Set outcomes to be reasonable considering the work to be done and the 

time allotted for completion.  Avoid perfection as a standard because to do so would 

ignore progress short of perfection.  Be cautious about setting parameters that are 

outside the organization’s control.   

4. Relevant.  Objectives should be directly tied to the overall goals of the organization and 

should not require performance outside the agency’s control.  Objectives should be 

related to the agency’s mission and should not attempt to require performance outside 

the organization by those not bound by the plan.   

 

Notice that goals and objectives should interrelate and align with the values and mission of the 

organization.  It is also important to note that the information gathered could reveal a need for 

modification and update to mission statements and established divisional goals.  The following 

examples of objectives show specific actions associated with the broad goals that develop. 
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Examples of Objectives from the Bell County Communications Center: 

 

 
 

 

 

Guide Section 5: Progress on Plan 

 

A plan should have an action component.  Benchmarks or milestones along with an order of 

work will allow the organization to move toward success.  There are many ways to accomplish 

this, including timelines of work aligned with desired benchmarks or milestones.  These are 

essentially performance metrics that identify measurable progress toward the fulfilment of 

stated goals.  A specific time for evaluation of objectives should be identified in the plan. 

 

Responsibility for the accomplishment of certain aspects of the plan should be assigned to 

competent parts of the organization.  If it is everyone’s responsibility, it is essentially no one’s 

responsibility.  The objectives that are primarily relevant to a certain part of the organization 

should be assigned to that part for completion.   
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Example from the 2021-23 Phoenix Police Department Strategic Plan: 

 

 
 

 

Example from the Los Angeles Police Department Strategic Plan 2021-2023: 
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Guide Section 6: Performance Metrics 

 

Performance can be measured several ways and the agency can define acceptable levels 

according to its own priorities.  External stakeholders may have input regarding desired 

accomplishments and those should be prioritized. 

 

Example from the Ashland, Oregon Police Department: 
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In policing, an accurate assessment of performance is not so easily calculated.  This is in part 

due to the complexity of the environment and varying perspectives on what makes a law 

enforcement agency effective.  The number of things done by a law enforcement agency is 

important but also is whether those things are done effectively and efficiently.  It is also 

important consider the community’s level of satisfaction with the Department.  Consequently, 

it is beneficial to measure and assess not only what is done, but how well it is done.  Some 

agencies have determined more than one metric is necessary to adequately evaluate 

organizational performance.  The Carrollton, Texas Police Department has utilized four metrics 

when assessing the Department’s performance. 

Example from the Carrollton, Texas Police Department 2006: 

 



Strategic/Master Plan Guide – Texas Police Chiefs Association 

12 
 

Guide Section 7: Plan Template 

A plan may be relatively brief or more detailed depending on preference.  It can be strictly 

narrative or more graphical to facilitate ease of reading.  Visual enhancements such as pictures 

and graphs should be employed to clearly communicate the content of the plan and not merely 

to look attractive.  The most readable and therefore actionable plans are usually balanced 

between narrative and graphical or pictorial content.   Care should be taken to keep the plan as 

succinct as possible while still providing the intended information. 
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The content is more important than the visuals.  Although there is no standard format for a 

strategic plan, it should make sense, be readable, and accurately describe the direction of the 

organization.  The plan is intended to serve as a roadmap for progress and therefore should be 

understandable to the community served, government decision makers, agency command staff 

and the personnel of the organization.  Notice examples in each section of this guide for 

clarification.  The following is only a recommended template for formatting a plan. 

A. Introduction 

This may include a greeting, explanation of how the plan was developed, list of 

stakeholders, message from the Chief Executive or other message deemed appropriate.  

It need not be long but should set the tone for the content of the plan. 

Example from the Phoenix Police Department 
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B. Executive Summary 

The section provides a quick overview of the plan’s contents summarizing the main 

points that are detailed later.  It should be no longer than one page if possible. 

Example from the Houston Police Department 
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C. Organizational Overview/History 

This is certainly optional, but many times readers are interested in the organization’s 

structure, workload, history, command staff, or other relevant topics. 

Examples from Ashland, Oregon Police Department 
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D. Values, Mission and Goals 

Here the underlying principles for the plan are articulated.  This defines the overall 

context of the plan and the developed overarching goals are identified. 

Examples from Castle Rock, Colorado Police Department 
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E. Objectives, Timelines, Priorities, Assignments, Measurements, etc. 

The specific objectives are listed here, along with any workflow expectations included in 

the plan.  Many agencies find that a matrix is best used here.  Usually arranged by each 

goal or operational Division, the objective is listed with specific strategies, milestones, 

priorities, and assignment of responsibilities.  There also may be reference to fiscal 

impacts if desired. 

Example from the San Marcos, Texas Police Department 
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Example from the Los Angeles, California Police Department 
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Example from the Sequim, Washington Police Department 
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Example from the Burbank, California Police Department 

 

 

Example from Castle Rock, Colorado Police Department 
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F. Conclusions, Acknowledgements 

This section can be used however the organization determines.  Those who are involved in 

the writing of the plan or the stakeholders who participated can be recognized here.  

 

 

Guide Section 8: Conclusion 

It is important to reaffirm that a strategic plan can be customized however the agency prefers.  

However, to be a true plan, it must include goals, objectives, and mechanisms to achieve those 

goals.  The plan can and should serve as a baseline for determining not only the performance of 

the organization but also for the performance of individual members of the organization.  

Individual performance evaluations should reflect the efforts of employees to further the 

organizational goals. 

A strategic plan should serve as a “living” document that is to be reviewed and updated 

annually.  This review should occur shortly after the adoption of the Agency budget and before 

the preliminary steps in budget development for the upcoming year. 

This guide was developed to provide a resource to law enforcement agencies in their efforts to 

create useful strategic plans.  Please feel free to communicate with the Texas Police Chiefs 

Association, or the author of this guide if either can be of assistance. 

 

Michael R. (Mike) Gentry 

Chief of Police (ret.) 

Director of Training, Texas Police Chiefs Association 

 

Texas Police Chiefs Association 

108 Cedar Hills Drive 

Elgin, Texas  78621 

Phone:   512/281-4500 

www.texaspolicechiefs.org 

 

http://www.texaspolicechiefs.org/

