




FOREWORD: COMMISSIONER OF POLICE 

I am pleased to present New Zealand Police’s Four Year Plan. This plan outlines our strategy, identifying our key 
demand issues and challenges along with our plans to address them.  

The Safest Country: Policing 2021 is the next phase of our transformation programme. It will support the 
organisation to deliver on key outcomes and to build a sustainable policing model. It is an ambitious programme and 
it will provide better outcomes to New Zealanders and improve policing services delivered to the public.  

Although we have made significant progress, there are challenges ahead. Overall demand is increasing and the 
nature of crime is changing. In recent years Police has made significant productivity gains, which have enabled us to 
cope with the increased demand experienced over the past five years. These efficiencies have now been fully 
reinvested in response to increasing demand for Police services, and continuing to service a growing population.  

To address growing demand in traditional areas of policing, as well as increasing demand from new and emerging 
areas, we will increase Police numbers by a further 880 sworn officers and 245 non-sworn employees over the next 
four years. Implementation will be phased with extra staff recruited to ensure Constabulary numbers will grow by 
around 60 people each quarter from the start of 2017/18.  Increasing the number of Police staff over the next four 
years is a sound social investment which will bring more resources to support communities through traditional 
policing activities, and target resources for new and emerging demands.  I am delighted that the Government has 
agreed to make this large and important investment in New Zealand Police. 

As well as enhancing traditional policing activity, the additional investment in staff will enable Police to more 
effectively deal with volume crime, target organised criminals and gangs and improve services particularly in Rural 
New Zealand by expanding our 24/7 presence and expanding staff numbers so that 95% of New Zealanders will live 
within 25 kilometres of a 24/7 police base.  Targeting and catching offenders, preventing crime and victimisation and 
delivering a more responsive police service will enable Police to improve the lives of all New Zealanders. 

Working in partnership is underpinned by our refreshed Prevention First operating model and the Police 
commitment to social investment.  Across the country Police work closely with Iwi business partners, and the social; 
justice; transport; and security sectors. We look forward to further deepening and expanding these relationships, 
increasingly using data and an evidence based approach, to inform decision making. 

As part of our transformation programme, we will continue to implement our Police High Performance Framework 
to help us deliver ‘Our Business’ and achieve the mission and vision outlined in this plan. This framework will help 
leaders and staff embed the culture and mind-set needed for the future. This is the single biggest commitment 
Police has ever made in developing our people. 

In return for this new investment Police has been set a range of new and challenging targets.  These include better 
burglary response, reducing serious crime and contributing to a significant reduction (by 2025) in Māori reoffending. 
I welcome this clarity in public expectations, and confirm Police are committed to delivering better results for all.  

New Zealand Police has built and maintained high levels of public trust and confidence and staff engagement levels 
that are consistently above the state sector benchmark. New Zealand Police rightly has a reputation as one of the 
best Police services in the world, and our vision is to have the trust and confidence of all New Zealanders.  

In order to continue to keep our communities safe, confident and resilient we also need to keep our own people 
safe and well. One of my key priorities is to ensure that Police have a health and safety management system that 
supports all parts of the organisation, in order to develop a great safety and wellness culture.  

As Commissioner, my priority is that everyone is safe and feels safe. New Zealand Police remains absolutely 
committed to deliver on this intent. 

I am confident that Police is well placed to deliver on the opportunities and challenges it faces to realise the benefits 
of The Safest Country: Policing 2021 Transformation Programme, and to help provide the type of policing services 
that the New Zealand public wants and deserves.   

Mike Bush MNZM  
Commissioner of Police 
May 2017 
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Performance and Sector Targets 
 
The Safer Communities investment package represents a significant investment in Police and the wider justice 
sector. While the Government is willing to invest to deliver better public services and to improve people’s lives, it is 
important that there is accountability for the expenditure of public money and that clear targets are set and 
achieved. The additional police services will support Better Public Services (BPS) targets. In addition, the following 
performance targets (blue) and sector targets (orange) have been set for achievement by June 2021 unless 
otherwise stated: 
 

 
 

These targets will be achieved by focusing on providing better policing services to all New Zealanders. Specifically, 
this includes:  

- 880 extra officers including frontline organised crime and other priority functions 
- Putting more police into regional and rural communities 
- Prioritising home burglaries 
- Establishing a new 24/7 non-emergency crime phone number  
- Launching web-based crime reporting 
- Dedicating 20 new police officers specifically to work with ethnic communities 
- Supporting people with mental health conditions and working with DHBs to make sure they get the help 

they need  
- Upgrading 20 regional stations from ‘business hours’ to 24/7 Police response bases 
- Implementing a social investment approach and support for new legislative changes to prevent family 

violence alongside other agencies and partners  
 

Police will be accountable for delivering these targets for New Zealanders. We will report regularly on performance 
against these targets including an update in our NZ Police Annual Report. 
  

Target 1: 
At least 98% Police attendance 
at home burglaries within 48 

hours

Target 2:
95% of New Zealanders live 

within 25km of a 24/7 Police 
response capability

Target 3: 
$400 million of cash and assets 

seized from gangs and 
organised crime over the next 

four years

Target 4: 
One minute faster median 

response times in urban and 
rural areas

Target 5: 
More than 90% of 111 

emergency calls answered 
within 10 seconds 

(by June 2018)

Target 6 
Police contribute to 10% fewer 

deaths from family violence

Target 7:
Police contribute to a 25% 
reduction in reoffending by 

Māori (by June 2025)

Target 8:
Social Investment: Police 

contribute to reducing assaults 
on children (currently BPS 

target 4)

Target 9:
Social Investment: Police will 
partner with the Ministry of 

Education to identify and refer 
1000 young people each year
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Be Safe Feel Safe is Police’s purpose 
statement which captures our 
responsibility to make people feel 
safe and keep people safe. Our 
Mission to be the safest country 
means that Police need to identify 
and plan for challenges and 
opportunities in our operating 
environment. This will support Police 
to ensure that areas in which we 
already excel remain world class. 

To help fulfil Our Purpose and achieve 
Our Mission and align with the Safest 
Country: Policing 2021, Police will 
target and catch offenders, prevent 
crime and victimisation, and deliver a 
more responsive Police service.  To 
achieve these goals, this plan shows 
how we will work collaboratively with 
a wide range of sector partners,  iwi, 
and others. 

Critical to fulfilling Our Purpose is to 
ensure that we have the trust and 
confidence of all, with a target of 
seeing 90% of New Zealanders having 
high or very high trust and confidence 
in Police by 2021.  The Police motto is 
Safer Communities Together. This 
embodies the collaborative approach 
we take in working in partnership 
with members of the community, iwi, 
community groups, government 
agencies, business partners and other 
non-government organisations to 
achieve our objectives. 

 

To deliver outstanding results to our customers, we will need to become a world leading Police service, which means 
we must be highly effective in delivering services that address immediate need whilst preventing future harm and 
reducing long term demand. 

The functions of the Police as set out in the Policing Act 2008 include— 

(a) keeping the peace 
(b) maintaining public safety 
(c) law enforcement 
(d) crime prevention 
(e) community support and reassurance 
(f) national security 
(g) participation in policing activities outside New Zealand 
(h) emergency management 
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New & Emerging Demand 

The table below identifies key new or emerging demand areas. 

New Demand Area Description 
Child Sex Offender 
Register (CSOR) 

The Child Sex Offender Register (CSOR) was established as a result of the of the Child Protection 
(Child Sex Offender Government Agency Register) Act 2016. 

Police are required to maintain an up-to-date register of persons convicted of qualifying sexual 
offences against children, and to monitor individuals on the register (from 8 years to life, 
depending on the offence committed and the sentence). 

Maintenance of the register requires both Registry staff and field officers (District Registry Case 
Managers). The number of field staff will need to increase over time as the number of offenders 
on the Register increases. 

Proceeds of Crime Under the Criminal Proceeds (Recovery) Act 2009 Police established Asset Recovery Units (ARUs) 
to identify and seize assets that resulted from criminal activity. 

To date, ARUs have restrained over $386m in assets and more than $91m in assets have been 
forfeited. 

For every $1 that the ARU spends, it returns $4 in forfeitures, resulting in a return to the 
Proceeds of Crime Fund of $2.14 with the remaining $1.86 going to third parties and other 
government funds. 

International estimates indicate that less than 1% of illicit money flows are disrupted. There is 
clearly huge unmet demand and scope for disruption of criminal networks on a large scale. 

Family Violence 
Legislation Change 

Changes to Family Violence legislation relating to Protection Orders, Police Safety Orders and 
new offences will have significant workload impacts on Police. 

Police is increasingly committing resources and effort (including policy) into contributing to the 
social sector space.  This includes high levels of engagement with the Ministerial Group on 
Family Violence and Sexual Violence and the family violence legislation, as well as the Investing 
in Children programme establishing the new Ministry for Vulnerable Children Oranga Tamariki. 

Counter-Terrorism 
& National Security 

The changing terrorist threat and evolving All of Government efforts to reduce the risk of 
terrorism and improve resilience has placed increased resource pressure on Police.  This stems 
from: 

• the resource intensive demands of specific operations, which can be of particularly 
long duration and involve specialist (and limited) surveillance, investigation, tactical 
and supporting resources 

• delivering increased preventative and other supporting efforts, which require Police to 
extend existing activities or introduce new activities such as support to a fixated threat 
assessment unit 

• The need to increase leadership and management capacity, to organise and implement 
increased Police activity and to enable Police to fulfil its obligations to interagency 
activities.   

Airport Policing Expansion of international services and operating hours in major airports in New Zealand mean 
additional Police resource is needed at these airports.  

International aviation security requirements mandate a minimum Police presence at 
international airports. Extended services into three airports require an additional constabulary 
FTE to be provided to these airports to meet ICAO requirements. 
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New Demand Area Description 
Gang Harm New Zealand has a complex gang problem that spans social, economic and justice issues.  Adult 

gangs and transnational crime groups create disproportionate harm in New Zealand. While 
overall crime is trending downwards, serious offending by adult gang members increased by 15 
percent in 2013. Almost half of the serious offences committed by gang members are family 
violence related.  Information from the Gang Intelligence Centre shows that New Zealand adult 
gang members comprise 0.1 percent of the New Zealand population. However, 14 percent of the 
firearms charges laid over a 10 year period from 2005 to 2015 were against a gang member.  

A high proportion of gang members’ children experience multiple incidents of abuse or neglect. 
There is a strong connection between New Zealand adult gangs, the manufacture, supply, 
distribution and consumption of illicit drugs (in particular methamphetamine) and illegal 
firearms possession and use. There is growing evidence of organised crime group involvement in 
the New Zealand drug market. A recent report stated that the proportion of frequent drug users 
who purchased methamphetamine from a gang member increased from 36% in 2013 to 50% in 
2014.  

Offenders removed 
from Australia 

This has required substantial cross-agency and trans-Tasman collaboration to ensure the risk of 
returning offenders is managed. Australia has indicated that more than 1200 offenders in 
Australia are liable to be removed to New Zealand in the future. There are also ongoing risks 
from persons being removed to Pacific Island nations who then travel to New Zealand or conduct 
organised criminal activity in the Pacific region. 

Illicit Drug Use Methamphetamine is currently the illicit drug causing most concern in New Zealand, in terms of 
its effects on users, the impact of heavy users’ behaviour on their families, the property crime 
users commit to support a habit and the demand for treatment, and for Police to focus more on 
addressing demand-side issues.  That said, the enforcement side of dealing with 
methamphetamine will continue to require significant resources, because it is inherently tied up 
with, and facilitated by gang activity in New Zealand, and links to other organised crime groups 
both here and overseas.  Building Police capacity and capability for overseas intelligence is likely 
to be needed, and with a growing number of countries (for example we already have intelligence 
links with China, but South America is also increasingly looking like becoming an increasing 
supplier for meth to New Zealand). 

Alcohol Use Alcohol is likely to continue to be an area requiring considerable Police resource. Police 
operational resources will continue to be heavily called upon to enforce the laws around alcohol 
and also to respond to the community harm it causes, particularly in the area of family violence.  

Anti-Money 
Laundering 

The Panama Papers triggered a renewed interest in tightening tax and Anti-Money Laundering 
(AML) laws around the globe. In New Zealand an independent expert was appointed to make 
recommendations on actions that New Zealand might take.  As a result, Inland Revenue is 
changing tax law to require registration of foreign trusts and increased disclosure of information.  
Justice is also looking to change AML law to include lawyers, accountants, real estate agents and 
high value commodity dealers (involved in cash transactions).  

Vetting The Police Vetting Service is facing significant growth which is forecast to continue, particularly 
now that workforce safety checks under the Vulnerable Children Act 2014 are being phased in 
(beginning 1 July 2015). The growth from 2015/16 to 2016/17 has been forecast at 8.9 percent, 
which would increase the vetting volume to 603,1713. 

With demand for vetting services increasing there is a need for additional resourcing for the 
Police Vetting Service.  The Policing (Cost Recovery) Amendment Bill amends the Policing Act 
2008 to enable regulations to be made that enable Police to recover costs for certain policing 
services that fall within the definition of a “demand service”.  Section 79B (3) of the Bill lists the 
provision of vetting services by Police as an example of a demand service.   

 

 

3 This figure includes an additional 5,000 vetting checks for second-hand dealers (these vetting checks were not included in 
vetting volumes for previous years). 
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SAFEST COUNTRY: POLICING 2021 – GOALS, INITIATIVES AND RESULTS  
Police has developed a series of high impact initiatives which will take into account future changes in population and 
demographics, Police’s service delivery, and ongoing increase in demand for service.  Implemented together, these 
initiatives will form a comprehensive approach that will further transform policing in New Zealand and improve the 
policing services provided to all New Zealanders.    

 

These initiatives are built around three key goals:   

Goal 1: Targeting and catching offenders - with additional resources to respond and resolve  
Police's mission statement is to make New Zealand the world’s safest country. Crimes such as burglary, robbery and 
violence, whether at home or in public, can have both immediate and long-lasting consequences for victims. This 
plan includes additional emergency response staff and more investigators to ensure prolific and serious offenders 
are caught and dealt with more effectively. In particular there will be more resources in areas that impact on the 
most vulnerable - children, victims of violence including adult sexual assault, and those that suffer at the hands of 
gangs and drug dealers. Police is committed to driving down rates of serious crime, improving clearance rates for 
home burglary and responding urgently and effectively when those in danger need assistance. 
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INITIATIVE  DESCRIPTION RESULTS 

Emergency 
Response, 
Tactical Crime 
Teams, and 
Youth Aid  

An additional 500 sworn officers will 
improve the speed and capacity of Police 
to attend urgent and emergency events. 
Faster response times can minimise 
victimisation by interrupting crimes in 
progress, and reduce potential harm from 
mental health incidents and family 
violence call-outs. A more visible police 
presence can also deter offending. 
 
New Tactical Crime Teams will also be 
established to lift attendance, catch more 
offenders, and ultimately reduce offending 
in our communities. They will be focused 
on crimes such as burglary, robbery, theft, 
scams, violence and intimidation – the 
types of offending that can seriously affect 
community resilience.  

This extra resourcing will provide 
additional capacity for Police to continue 
working closely with other agencies to 
ensure New Zealanders with mental health 
needs are given the support, care and 
attention they need. 
 
By improving the likelihood that serious 
and prolific community offenders will be 
apprehended, it means they can be dealt 
with appropriately. These offenders are 
often youth, and these teams will also be 
supported by additional Youth Aid officers 
and will help at-risk youth turn their lives 
around.  

 

• improved citizen satisfaction, individuals 
are more likely to report a crime to police 
and thus improve the likelihood of early 
resolution. 
 

• faster response times can minimise 
victimisation by interrupting crimes in 
progress, and reduce potential harm from 
mental health incidents and family violence 
call-outs. A more visible police presence 
can also deter offending. 

 
• additional frontline responders will enable 

Police to attend more incidents, sooner, 
and provide confidence to the public that 
Police will be there when they need them. 
Police will work to reduce average 
response times by more than 1 minute. 

 
• increased support callers and increase 

service levels to answer 90% of 111 
emergency calls within 10 seconds. 
 

• continue working closely with other 
agencies to ensure New Zealanders with 
mental health needs are given the support, 
care and attention they need. 

 
 

Child Protection, 
Adult Sexual 
Assault and 
Other Serious 
Crime 

Additional investigators to resolve complex 
cases against those who offend against the 
youngest and most vulnerable members of 
our communities. 

Funding for an additional 74 investigators 
will target offences against children, sexual 
assault offences, and other serious crimes 
suffered by the most vulnerable members 
of our communities.  
 

 

 

 

 

• increased resources in this area will allow 
Police to better manage all serious 
offending caseloads and improve the 
preparation and standard of prosecution 
case files to increase the efficiency of the 
court processes.  
 

• over time, additional staff resources will 
enable Police to undertake additional 
prevention activity to combat serious 
offending – particularly crimes against 
children – and to spend more time 
monitoring and working with those on the 
new Child Sex Offender Register to identify 
and mitigate risks and work to prevent 
reoffending. 
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INITIATIVE  DESCRIPTION RESULTS 

Organised Crime 
Taskforces 

An extra 80 sworn officers will target 
organised crime, gangs and drugs.  

Gang members, drug suppliers and others 
involved in organised crime represent a 
small but prolific group that commit 
disproportionate levels of criminal activity 
and harm. Targeting these groups will 
reduce repeat offending, drug supply, 
inter-generational transmission of criminal 
behaviour, and other societal harm. Police 
will also increasingly work with 
international partners to tackle 
transnational crime. 

 
Police will step up the seizure of drugs and 
other harmful commodities that damage 
lives, and will target seizure of at least 
$400m worth of criminal assets over the 
next 4 years.  Returns to the fund are 
redistributed by the Prime Minister to 
investigate, deter and prevent future 
offending and provide investment for 
agencies such as Ministry of Health. 

 
Almost half of known serious offences by 
gang members are family violence related 
and, from a 2013 sample of 50 high risk 
gang members, 74 per cent of gang 
children have been abused or neglected 
on multiple occasions.  

• increased resourcing will help support the 
Police-led, whole-of government Gang 
Action Plan to reduce the harm caused to 
families and communities, and the recently 
established Gang Intelligence Centre. 
 

• enforcement activity will be complemented 
with preventative efforts to help break the 
cycle of gang life and offending where 
possible. This means working with the 
young person and the family, and bringing 
in other health, child protection and 
community service providers as 
appropriate. 
 

• reduce social harm from drugs such as 
methamphetamine and support the 
Methamphetamine Action Plan and 
Ministerial Gangs Action Plan. 
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Goal 2: Preventing crime and victimisation – by implementing the social investment approach to 
address the drivers of crime 
Police will increase the number of prevention-focused Police to reduce family and community harm– including 
through multi-agency efforts. ‘Protecting families’ joint sector programmes (such as the Integrated Safety Response 
Initiative) will see Police working in partnership with Iwi, government agencies and NGOs to reduce family harm 
(particularly among Māori). 

INITIATIVE  DESCRIPTION RESULTS 

Supporting a 
social 
investment 
approach to 
reduce family 
violence 

To support the social sector to deliver 
on the outcomes of the Ministerial 
Group for Family Violence and Sexual 
Violence Work Programme, and 
consistent with the Integrated Safety 
Response (ISR) trial that Police is 
leading, 66 extra Police staff will be 
available to bring a social investment 
approach to reduce harm to whanau. 
 
 
 

 
 

• preventative approach to reduce family 
violence, child abuse and neglect. 
 

• continue to develop evidence-based 
interventions with other agencies and 
partners. 
 

• support a social investment approach to 
addressing complex social issues. 
 

• provide high risk families with targeted 
support. 
 

• break the cycle of intergenerational family 
dysfunction. 

Supporting 
Ethnic 
Communities 

Up to 20 ethnic liaison officers will support 
Chinese, Indian and other ethnic 
communities to go about their lives and 
business activities safely and with 
confidence. They will follow the model of 
existing Māori Liaison Officers that have 
been successful working with both urban 
Māori and iwi. 
 
These staff are particularly important to 
prevent family violence in cultures where 
such behaviour may be normalised, and 
also in working alongside communities 
with a national security focus. 

 

 

• these extra officers will build relationships 
with local community leaders and 
members, and invest the time and effort to 
connect those with dysfunction in hard-to-
access communities to social services. They 
will also visit small business owners, help 
facilitate community meetings, provide 
advice and reassurance, and ensure the 
issues facing ethnic communities are well 
understood at all levels of Police. 
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Goal 3: Delivering a more responsive police service - by ensuring all New Zealanders can more 
easily access police services when they need it 
Regional communities have different pressures and concerns to our urban centres. People can feel the geographic 
challenges and isolation from support services more keenly. Residents are less transient than urban areas, and 
specific issues can affect the resilience of entire communities.  

 
Feelings of safety are often directly related to the availability of police resources to deal quickly with urgent matters, 
and also to be available to understand local public concerns, problem-solve in partnership, and support thriving and 
safer communities together.  

INITIATIVE  DESCRIPTION RESULTS 

Investing in 
policing for rural 
and regional 
New Zealanders 

Extending ‘business hours’ of regional 
stations to 24/7 policing bases with 140 
extra staff. 

New investment will see 140 sworn 
officers bolstering high demand regional 
police stations to move 15-20 existing 
‘business hours’ stations to a 24/7 
response capability (meaning staff are 
patrolling/on duty). Under this initiative, 
Police will have a 24/7 Police capability 
within 25km of at least 95% of the New 
Zealand population. 

 

Establish a Rural Duties Officer Network 
supported by a rural intelligence capability.  

Up to 40 of the 140 extra officers for 
regional and rural areas will form a Rural 
Duties Officer Network. Working in a 
similar way to other liaison officers, this 
network would also focus on supporting 
more isolated rural communities not 
located within 25 kilometres of a 24/7 
Police response capability.  

 

 

 

 

 

 

 

 
• this investment will provide superior 

service, and the confidence and sense of 
safety for regional populations that comes 
from knowing an officer is on duty, nearby, 
and available around the clock. 

 
• additionally, regional policing will be 

further supported by 12 new mobile police 
stations (RV-type vehicles), a number of 
which will provide mobile policing services 
to people living in smaller towns and more 
isolated rural areas throughout the 
country.  

 
 
 

• this resource will be focused on rural 
issues, building strong local networks and 
supporting confident rural communities. 
 

• through the Rural Duties Officer Network, 
Police will build stronger relationships with 
community leaders and members, and 
ensure there is dedicated Police resource 
focused on addressing the unique issues 
that face rural communities. 
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INITIATIVE  DESCRIPTION RESULTS 

Single non-
emergency 24/7 
number 

The current Police service delivery model 
does not meet the expectations of a 
modern, public-facing organisation. There 
are more than 300 different local station 
numbers, and it can be difficult to get 
correct information about opening hours. 

More than 1.8 million calls are made to 
local stations each year, and satisfaction 
levels are much lower than for emergency 
calls. As a result, people often dial 111 for 
non-emergency situations, putting 
pressure on the emergency 
Communications Centre. 

With new investment the centralised 
telephony model could be operational in 
2017/18, followed by the introduction of a 
national single non-emergency number 
(this will likely be a 3-digit number, or 
0800 Police). 

Police is planning to recruit a further 50 
communications centre call-takers that 
will not only answer and deal with non-
emergency calls, but address demand and 
free up time for the emergency 
communications centre. 

 

 

 

• this investment is expected to significantly 
improve service delivery, reduce demand 
on Police station front-counters (freeing up 
resource for higher value work) and 
improve the availability of intelligence and 
other information to address crime and 
other problems. 
 

• it is anticipated that this initiative will lead 
to a modest increase in lower-level crime 
reporting. It will need to be developed with 
appropriate support to ensure that public 
calls for service receive an excellent 
response from both call takers and 
frontline responders. 

 
 
 
 
 
 
 
 
 
 
 

24/7 Air Support 
for Auckland  

The ‘Eagle’ Police helicopter plays a 
significant role in combatting serious 
crime, through allowing better real time 
information to be passed to ground units 
and in many cases from the deterrence 
factor of its actual presence. It also 
reduces the risk of serious injury by its 
involvement in vehicular pursuits from 
11% to 2%.  

The 1500 hours increase in ‘Eagle’ flying 
hours will see Police’s premiere airborne 
asset available within a 10-15 minute 
response time, for deployment 24/7, 365 
days a year. It is currently only available at 
pre-scheduled times, with around 1800 
budgeted flying hours annually. The asset 
is airborne for an average of 3 hours of 
every 8 hour shift. 

• having Eagle available 24/7 will reduce the 
3am spike in criminal offending in 
Auckland.  
 

• demand for Eagle is increasing throughout 
the North Island. It is especially valuable for 
search and rescue missions, being 
equipped with the best infra-red camera in 
the country. More flying hours will help 
combat crime and offending around the 
Auckland region, and also potentially save 
more lives through its search and rescue 
capability. 
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THE JUSTICE PIPELINE - IMPACTS AND OPPORTUNITIES 
Volumes across the justice sector pipeline (demand on Justice Sector 
services e.g. courts and prisons) are driven by a complex mix of different 
factors. The crime rate is the most significant driver of volume at the 
front end of the pipeline and policy settings are the most significant 
driver of volume at the back end.  
 

Background 
From its peak in 2009, total reported crime has decreased by over 20%. 
Between 2009 and 2014, Police introduced alternative resolutions for 
adult offenders which, alongside a reduction in crime, reduced the 
numbers entering the justice sector pipeline by approximately 39%. 
Whilst crime and Court proceedings decreased over that period, the 
prisoner population increased by around 12%. The prison population is 
more a reflection of how the system has chosen to deal with crime 
rather than the amount of crime it has dealt with. 
 

Counties Manukau Example 

The most relevant recent example of justice sector pipeline 
impacts from additional Police numbers is the experience in 
Counties Manukau. That district gained 300 extra Police officers 
between December 2008 and December 2010. Over this time, 
there was no significant increase in prosecutions for total or 
serious crime.   

The extra staff were deployed according to the Prevention First 
model strategy which focuses on addressing the drivers and 
causes of crime, and minimising impacts on the justice pipeline.  
 

Reducing pipeline pressures  
The Safest Country: Policing 2021 investment contains a mix of initiatives that are likely to reduce sector pipeline 
impacts in some areas, and increase them in others – particularly around gangs, organised crime and drug supply. 
With the prison muster already projected to rise further, it is timely and necessary for Justice Sector agencies to 
work together closely and urgently to provide options to better manage pipeline pressures.  

Justice Sector agencies acknowledge that opportunities exist to manage and reduce impacts across the justice sector 
in a way that will keep New Zealanders safe, while delivering better long term social outcomes. Agencies have a 
range of work underway looking at operational, policy and legislative options to reduce pressures in the justice 
sector pipeline. The goal is to remove unnecessary volume and cost from the pipeline, and pursue more effective 
interventions alongside other partners to reduce reoffending and deliver better long term outcomes for New 
Zealand.  

Over the next four years we will continue to work with our Justice Sector colleagues in the following areas of existing 
or potential further work: 

•  Extending the use of system discretion  
•  Expanding the use of formal non-court pathways (i.e. Iwi/Community Panels)  
•  Cross-agency coordination to improve efficiencies across the justice system 
•  Other options to help reduce pressure on prisoner numbers 
•  Delivery across sector BPS and Policing 2021 targets 

Monitoring the justice sector pipeline 
Given the recruitment track will take four full years to complete, the full impacts on the pipeline will not be felt until 
after the end of year four, and in fact will likely be deferred out further as more complex cases take some time to 
reach sentencing conclusion. Predicting the impact of additional Police staff ahead of time is a considerable 
challenge, and disentangling the subsequent impact on the system from the myriad of other factors that impact on 
crime and sector pressures would be no less challenging. 
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 Our Prevention First Model is 
based on delivering services across 
four areas:  

• Prevention 

• Response 

• Investigation 

• Resolution 

Wrapped around each of these 
services is Police’s key operating 
model - Prevention First. It enables 
Police to focus activities on 
reducing offending and 
victimisation. 

The Turning of the Tide strategy 
and Safer Journeys builds on the 
Prevention First focus and Police’s 
collaborative approach. The Turning 
of the Tide strategy enables Police 
to work closely with iwi.  

Safer Journeys sets out what Police 
can do in collaboration with 
transport sector partners to ensure 
a safe road system. 

Wellness and safety and looking 
after our people is a central focus 
of what we do. 
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PREVENTION FIRST – NATIONAL OPERATING MODEL 
 

The Prevention First National Operating Model implemented in 2011 supports 
a way of thinking that applies to everyone in New Zealand Police. Prevention 
First is designed to support and enhance the delivery of our key outcomes: 
reducing victimisation, social harm, and crime and road trauma; and 
increasing trust and confidence. Police services worldwide undertake core 
policing activities including prevention, response, investigation and resolution. 
At the centre of New Zealand Police’s approach is a shift in mind set, 
processes and policies that direct more resources to activities that prevent 
further harm, are explicitly victim focused, and are aligned with our purpose of 
‘Be safe, Feel safe’, irrespective of which of the core services is being 
delivered.  

Where we’ve come from 
In 2011 and as part of Policing Excellence, we set out to reduce crime, focus on 
victims and change the mindset of our people – to put the prevention of harm 
at the front of our business. To make a significant change, we needed to do things significantly differently and the 
concept of ‘Prevention First’ was developed to meet this challenge. Prevention First is a balanced approach that 
recognises the importance of resolving crime, while emphasising the immediate and longer-term benefits of putting 
a prevention mind-set at the front, and victims at the centre, of how we police. It enables Police to respond 
appropriately to criminal offending, while recognising the need to change the long-term crime patterns across New 
Zealand. It expects Police to be smarter, technology-savvy, and to target resources on the most significant crime 
problems.   

Finally, to support our shift to Prevention First, we brought the victim to the centre of policing. Rather than placing 
the emphasis primarily on locking up the offender, we ask all staff to provide a greater level of service and support 
to victims, including prevention of re-offending and therefore re-victimisation.  

These original components of our Prevention First approach remain entirely ‘fit for purpose’ today. 

 

Why is Prevention First still important? 
We remain committed to the Prevention First way of policing. Crime in New Zealand still affects too many people, 
the road toll is high compared to the best international standards, and while trust and confidence in Police is high, 
we want to do better – particularly with youth, Māori, and other ethnic communities that are overrepresented as 
victims or offenders. To make New Zealand ‘the safest country’, we must continue to embed Prevention First as our 
operating model and continue to work closely with other agencies to deliver the best service to keep people safe. 

To assess our success in embedding the Prevention First mindset, we will continue to evaluate the effectiveness of 
our initiatives and against our targets as detailed in ‘Our Business’. 

 

Prevention First 2017– 2020: Taking Every Opportunity to Prevent Harm 

Prevention First now places greater emphasis on directing our resources to tasks that are shown to make a positive 
difference, supporting our aspiration to be a truly evidence-enabled police service. It re-emphasises that directing 
our resources to act swiftly against repeat and priority offenders, provide support and assistance to those repeatedly 
victimised and deploy to locations that repeatedly suffer disproportionate levels of crime resolving crime, are all 
critical to preventing future harm. We must build and leverage off strong, effective partnerships to support the 
people that we interact with every day. We must provide a consistent and excellent level of service to all those we 
interact with, ensuring that people who have experienced harm are able to begin the healing process as quickly as 
possible.  

This refreshed approach to Prevention First is critical to ‘Our Business’. It is aligned with the Police High Performance 
Framework that will equip our people with the mindset and tools they need to ensure everyone understands their 
purpose in the organisation and the part they play in ensuring that New Zealanders can ‘Be Safe, Feel Safe’. 
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Achieving the goals identified in this 
plan hinges on successfully 
implementing our transformation 
programme, The Safest Country 
Policing 2021 and on our ability to 
make strategic choices. To guide our 
strategic choices, this plan identifies 
five principles for an effective police 
service. 

Our People are critical to delivering 
high performance policing services. 
Our People are supported by many 
elements within our workforce 
capability strategies. These strategies 
are outlined in this plan and provide 
insight into how Police will:  

• continue to embed a strong
victim focus across our
organisation.

• ensure that our staff are
equipped and enabled to
operate effectively, safely and 
efficiently.

• further develop a culture of
excellence in keeping our
employees safe.

• become a performance-focused 
organisation.

In addition to investing in our people, 
our on-going investment in technology 
innovation is critical to delivery. We 
have a wide range of technology 
initiatives and activities that will lead 
to innovations in how we police and 
ensure that our frontline staff have 
the tools to operate effectively.  
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Business Insights Platform 
A business insights platform has been established, which is progressively being utilised to provide an up to date, 
cross-system, graphical, rich data reporting capability not previously available to Police managers, strategists and 
operational staff.  These tools will be built on, through the Information Platform, Spatial Data Management Platform 
and Evidence-Based Policing programs, to help ensure Police resources are focused where they can do the most 
good and to support the continuous improvement process. 

How Police is innovating through ICT 
We operate strategic partnerships with commercial providers, including Vodafone, Tait and Hexagon. For example, 
the co-development of the OnDuty application with Hexagon has produced financial benefits to Police as well as 
providing a solid cooperative relationship on which to continue to improve the software and service. 

We leverage the ICT Strategic Partnerships, the Service Design Centre, and the Mobility Innovation Lab and 
Experience Centre to develop people-centred solutions for complex process and problems, using technology as an 
enabler rather than a solution in itself. 

The Agile Development Centre is used to ensure software development is done with a tight feed-back connection 
with the people and processes that the software supports, ensuring a better overall fit with the business and a 
better user experience, in turn resulting in better outcomes for Police. 

The increased use of shared and cloud services will create opportunities for easier collaboration with other agencies, 
less capital investment on ICT infrastructure and more ability to adopt quickly to demand and environmental 
changes. 

More citizen interaction will be enabled via digital services, for instance online management of Police vetting, 
management of firearms licenses and online crime reporting.  Use of social media, such as Facebook, has also 
increased significantly and is expected to become an even more significant channel for Police to interact with 
citizens. 
 

ICT challenges 
We have a number of ICT challenges that are summarised below: 

Delivery 
models 

Influences such as the proliferation of as-a-service solutions, the GCIO’s cloud strategy, 
development of cross-agency integrated services and the changing skillset and capabilities needed 
to deliver and operate ICT services indicate the need to keep evolving our ICT service delivery 
models.  The models already used by Police range from strategic partnerships, outsourcing, cloud 
services, use of COTS applications on Police platforms, to fully in-house developed and operated 
solutions. We expect we will continue to use a mixture of models to utilise the advantages of each 
with respect to both short term and long term objectives, but the delivery processes and criteria 
for choosing ICT solutions may need to be adapted as the drivers for and against each model 
evolve. 

Digital 
Content 

The quantity and channels for collection of digital content are likely to increase significantly in the 
coming years.  Increases are likely in operational and corporate records, digital evidence collected 
on the frontline and submitted by the public, shared sector resources, big data and content from 
other external sources.  The systems and processes to utilise, store, manage and discard or archive 
this content will need to be established and kept aligned with the business needs if we are to 
achieve the desired benefits and manage the costs and risks. 

Demand ICT services increasingly need to be agile to changing business needs and expectations.  The 
changing demand may be short-term, such additional devices for a major investigation, or long-
term and transformational, such as in response to a change in legislation or strategy.  Ideally, the 
ICT systems and information frameworks will evolve with – or in anticipation of – changes to 
business needs. The challenge is to maintain this flexibility without the wastage associated with 
holding resources in reserve. This also includes managing the risks and opportunities around 
‘shadow IT’, to support business freedom with adequate enterprise control. 

Operational 
costs 

The drive to digital services is providing significant gains in effectiveness and service offerings but 
often increases ICT costs. Additionally, the factors above mean that it is increasingly difficult to 
forecast the operational ICT costs for Police across all staff and services. The ICT asset quantities, 
operational volumes and transformation expectations can change significantly within a financial 
year. The challenge is to forecast and constrain cost increases while supporting increased use and 
dependence on digital services and ICT activities year on year. 
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Inter-Agency Innovation Projects 

Increasingly, Police has been embarking on inter-agency projects towards wider government outcomes.  The inter-
agency relationships, connections and processes are exponentially increasing the information and capabilities 
available to Police as well as enabling other stakeholders to help Police outcomes.  They are also likely to 
progressively open up new opportunities to further improve Police and sector outcomes. Examples of innovative 
inter-agency projects are:  

Examples 
The following table illustrates some examples of inter-agency innovation projects: 

Integrated Safety 
Response for Family 
Violence (ISRFV)  

ISRFV is a system being developed by the Police to support a project initiated by the 
Ministerial Group on Family Violence and Sexual Violence (MGFVSV). The system will 
enable a new operating model for an integrated response to family violence, 
supporting increased collaboration between all agencies and NGOs delivering Family 
Violence services. 

Child Sex Offender 
Register 

The Child Sex Offender Register (CSOR) project (described in an earlier section). 

 

Victim of Crime Life 
Event (VoCLE) 

 

A business case for the Victim of Crime Life Event (VoCLE) is being developed. The 
objective of the project is to deliver a customer-centric integrated digital service for 
victims of crime that will significantly improve services to meet their needs by 
simplifying and streamlining their interactions with the various agencies and other 
organisations’ processes. This project will provide integrated digital services to 
complement and support other services to victims, such as face-to-face, rather than 
replacing them.  

This is a collaboration of multiple agencies and directly supports the government’s 
digital transformation ambitions. 

The Whole of 
Government Radio 
Network (WGRN) 
project  

This project is a collaboration of multiple agency initiative to utilise shared 
communications infrastructure to reduce the overall cost to government while 
improving services to the public.  
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The following table highlights Police’s key programmes and projects over the next four years and the benefits we 
expect to realise.  

Project Description Benefits 

Vehicle 
Replacement 
Project 

The ongoing investment of baseline funding in maintaining a 
fit-for-purpose Police vehicle fleet (at the optimum balance 
between affordability and performance). A new contract is 
now in place for the period 2015 to 2020. This project will also 
ensure that Police have access to smaller vehicles and a pool 
vehicle booking system.  

• Invests in a fleet that balances fleet type with use 
requirement, including management of demand. 

• Saves approximately $1.5 million per annum in 
both 2016/17 and 2017/18 financial years 
(estimated based on projected purchasing of these 
vehicles). 

Police Property 
Programme 

 

This Programme aims to set out the principles for property 
investment decisions which support the needs of a modern 
police service. A Property Strategy will be developed to inform 
future investment decisions regarding Police property. This 
programme may include joint ventures with other agencies 
(Department of Corrections and/or Ministry of Justice) but this 
is still to be confirmed. 

• Supports the needs of a modern police service. 

Mobility 
Programme 2015-
2017 

 

This programme aims to continue the investment in Mobility to 
improve, increase and sustain the ‘more street than station’ 
philosophy. For more information on the Mobility Programme 
see the Innovation section of this plan. 

• Increases access to real-time information and 
creates applications which are "smart, fast and 
easy". For more information on Mobility benefits, 
see the Innovation section of this plan. 

Body Armour 
Replacement 
Programme 

Provides guaranteed safety equipment to our staff at a level 
that is commensurate with the evidence based risks of the 
NZPOL current operating environment - protecting frontline 
responders from assaults involving weapons, particularly 
edged weapons and from (potentially lethal) assaults with 
firearms. 

• Ensures our responders are wearing a safe, 
comfortable and functional body armour system. 

• Meets health and safety legislation requirements. 

• Meets the ongoing need for replacement of body 
armour systems, over the whole of life.  

Air Support Unit 
Upgrade 

Police will look to renew and expand the Air Support Unit 
capability in order to meet the needs of the future Auckland 
Metro and National operating environment.  

• Improves delivery and enhances informed decision 
making as a result of a better command platform 
and extended operational capability. 

TESP5: Police 
Operational 
Capability Project 

Currently, Police has a three tier Responder Model with staff 
trained to one of three capability levels. Different approaches 
to assessing and managing risk by different commanders 
have led to variations in the number of staff trained at each 
level in each district and variations in the amount of 
equipment available to them. This project aims to address the 
potential for Police to fail in responsibly managing the level of 
risk faced by frontline staff and the public. 

• Reduces harm to officers, improves staff 
engagement and reduces transition training 
required for staff to assume other roles (due to 
higher trained state). 

• Improves timeliness of response, training and 
equipment, and response provided (leading to 
increased public trust and confidence). 

TESP: Arms Safety 
and Control 
Project 

 

The current management and administration of firearms 
across New Zealand is inefficient and lacks sufficient quality 
management and assurance systems. There is limited use of 
technology, and where it is used it is not used to its complete 
potential, resulting in a flawed service delivery model both 
internally and public facing. The current decentralised 
firearms management structure spread between the Districts 
and PNHQ does not provide consistent and appropriate 
advice to the public in regard to issues pertaining to firearms. 

• Increases customer service and quality of process 
– meeting purchase agreement. 

• Improves quality of information available to 
frontline staff attributed to risk increases. 

• Improves ability to share information as appropriate 
– such as the Ministry of Foreign Affairs & Trade 
and Customs. 

Radio Assurance The investment objective for this project suite is to maintain 
Police's core capability to deliver effective radio 
communications to officers in the field through to 2023.  

• Maintain radio coverage in urban and rural areas.   

• Maintain radio coverage on State highways. 

• Reduced ongoing operating costs for radio sites. 

 

 

5 Tactical Environment Safety Programme 
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APPENDIX 2: OUR PEOPLE 
Police’s people are key to our ability to implement ‘Our Business’.   

Police’s workforce and culture delivers great services to the public across New 
Zealand on a daily basis.  However, Police is keenly focused on continual 
improvement.  This will require Police to ensure all our actions are consistent 
with Police’s values, adapt our service delivery to the challenges of Safest 
Country: Policing 2021 Transformation Programme as well as developing 
technologies and emerging crime patterns.  At the same time New Zealand is 
changing and Police will have to evolve to meet the operational needs of all parts 
of our communities.  

Police has been given an opportunity to improve our service by the Government’s 
investment in increasing Police numbers.  This will allow Police to target key 
issues in our community and help us to achieve Police’s mission of New Zealand 
being the safest country. 

Police will achieve this by attracting the right people and then retaining and 
developing our staff to the relevant levels to ensure we have the best possible workforce both now and in the 
future. 

Police work, by its nature, is somewhat risky. It is important that Police does all it can to deal with these risks.  In 
order to keep our communities safe, we must first keep ourselves safe and well. 

With 12,000 employees located in almost 400 communities across New Zealand, Police is one of the largest 
employers in the country.  As such our People and Culture strategy needs to consider a wide range of issues for 
these staff. 

To focus on the most important components of these challenges Police has developed a four year People and 
Culture plan that fits within Police’s overall Strategic change programme. 

Police has developed a People and Culture plan 2016-2020 that outlines Police’s focus areas for change over this 
period.  This strategy has four main focus areas: 
 

1. Diversify workforce capability and capacity 
2. Redefine how we lead and manage thought the Police  High Performance Framework 
3. Increase Workforce and Individual agility 
4. Reposition key Stakeholder Relationships 

 
At the same time as we undertake an ambitious change programme, it is important that Police manages the day to 
day challenges for an organisation of over 12,000 staff. 

 

Diversify workforce capability and capacity 
A more diverse workforce will have a number of benefits, both to Police and to our communities. Bringing in people 
with different skills and experiences enhances the ability of Police.  This has been summarised in the statement ‘our 
staff should use who you are, not lose who you are.’ 

The New Zealand Police model of policing by consent can only work if the public see Police as part of their 
community.  There are many operational benefits to being seen as partners in community safety. 

The demographic group that Police has predominantly recruited from in the past is expected to shrink, both as a 
proportion of the population, and in absolute numbers in the next decade.  A continuation of recruitment from a 
small part of the community is not sustainable.  A more diverse workforce isn’t just the right approach, it is the only 
long term approach. 
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Workforce capability  

The Police workforce will grow by over 1,100 people during the next four years.  This will allow Police to improve the 
services that they deliver to the public of New Zealand.  This growth is to meet the demand and challenges noted 
earlier in this Four Year Plan. 

This increase includes a significant number of employees who will focus on targeting and catching offenders, 
preventing crime and victimisation, and delivering a more responsive police service.  Police will need to both 
increase overall staff numbers and develop new skills in a number of areas.  This will be achieved by providing 
training to existing employees to develop these skills, and by hiring in specialists with capacity in these areas.  Police 
will need to develop relevant training, management and carrier progression for these new capacities. 

In many cases the new capacity will be broadly in line with existing workgroups already within Police.  In these cases 
Police will need to ensure that relevant supervision and management capability are in place as numbers increase.  
This will ensure that the new employees are in the best place to deliver the desired capacity as soon as they start in 
these roles. 

The Policing workforce has changed considerably over time, and will continue to change in the future.  Police is 
focused on meeting the changing needs of our communities, as well as pro-actively changing what we deliver as 
identified in ‘Our Business’ and the Safest Country: Policing 2021 Transformation Programme. 

To do this we need to develop new capabilities whilst retaining the skills and culture that serve us well.  To achieve 
this we will focus on a new mix of skills.  This will lead to greater focus on: 

• Empathy 

• Interpersonal skills 

• Problem solving 

• Ability to understand causality 

• Creative thinking 

• Open mindedness 

• Cultural adaptability 

• Analytical skills 

 

Improvement of gender and ethnic diversity 

Police understands that as a low attrition organisation it will take time for the workforce to reflect the gender and 
ethnic mix of the New Zealand population.  Even with recruitment levels increasing dramatically to achieve required 
growth Police Constabulary recruitment levels are at 8% of the Workforce each year, there is therefore a limit to 
Police’s ability to change its workforce quickly.  It is important that Police make positive movement towards this 
goal. 

Achieving our recruitment goal at the same time as recruitment is high due to growth is a significant challenge.  It is 
also a significant opportunity to change Police workforce composition for years to come. 

Police has set ambitious goals of matching its recruitment levels to the population.  This includes having 50% of all 
recruits being women.  Achieving this target will dramatically change the makeup of Police, and is a strong indication 
of Police’s commitment to learning the lessons of the past and devilling a better service to all New Zealanders. 

Police is committed to Māori and the Treaty, and is committed to lowing Māori overrepresentation in offender and 
victim statistics though the Turning of the Tide strategy.  Part of this strategy is that Police should accurately reflect 
Māori numbers within its workforce.  Police has therefore set an ambitious goal of the Constabulary workforce 
having the same proportion of Māori as the general population.  To achieve this goal almost 30% of all recruits over 
the next four years will need to be Māori. 

To achieve these goals Police is reviewing its attraction strategy to ensure that Māori and Women are the primary 
focus.   
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Ethnic recruitment goals for ethnic groups other than Māori are based on each group’s representations within the 
community.  Each district will have different priorities to reflect the demographics of their community.  

Group  Recruitment goal 

Pacific 7.4% - 9.3% 

Asian 11.8% - 14.8% 

Other ethnicity8 2.9% - 3.6% 

 

Key to retaining a diverse workforce is building a truly inclusive organisation.  This is an organisation where all 
employees are valued for who they are, and have their contributions valued.   

 
Ethnic Strategy 
Police’s ethnic strategy aims to help Police improve the ways in which we work with New Zealand’s ethnic 
communities and continue to attract and recruit new people with a wide range of knowledge and skills. There are 
three key objectives to ensure ethnic diversity is a consideration across all levels of Police and within everything 
Police does. The key objectives are: 

• Leading Ethnic Responsiveness: Leadership and evidence based decision-making to improve service delivery 
for ethic communities. 

• Building Capability for Ethnic Diversity: Having the right people with the right skills to work with ethnic 
communities. Extra investment in ethnic liaison officers by the Government will allow Police to increase our 
capacity across a range of communities. 

• Working with Ethnic Communities: Strong partnerships to prevent crime and victimisation. 

 
Women’s Advisory Network 
The Women’s Advisory Network is one of the interventions utilised to improve diversity and inclusion. The strategy 
aims to help, develop, support, and empower women within Police so that they are able to participate, contribute 
and thrive. This will be achieved by establishing visible and inclusive networks of guidance and support, by providing 
channels for staff to give feedback and suggestions around women’s professional development, and by influencing 
positive change by challenging perceptions and behaviours.  The Network will also be proactive in identifying and 
eliminating any barriers to the recruitment, retention or development of women across Police. 

 
Managing unconscious bias 
Police has made the identification and management of unconscious bias a priority.  This is the biases that all people 
have that led them to make instinctive judgements based on their own experiences and background.  The first step 
in managing these bias is having all staff identify that they have them.  People can then challenge their biases to 
understand how they influence their decisions and behaviours.  To achieve this Police is incorporating unconscious 
bias in its training for appointments.  This is also a key selection point for promotions within the organisation. 

 

8 Excluding Pakeha and European 
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Recruitment: Attraction, Selection and Training 

 

The Police recruitment process is split into three phases; attraction, selection and training.  Police is currently 
reviewing its capacity in each of these phases to ensure that it will achieve the desired growth over the next four 
years.  To achieve desired growth Police will need to recruit between 600 and 700 Constabulary employees a year. 

Currently between 10% and 15% of applicants make it through selection and become recruits.  This means that 
Police need between 5,000 and 7,000 applicants a year to meet recruitment targets.   

Attraction 
Attraction is fundamental to recruitment success for Police. Accordingly, Police will be executing several approaches 
to reach our target audience. 

In March 2016 Police launched the “Do you care enough to be a cop?” marketing campaign. 

Qualitative and quantitative research was undertaken to better understand the barriers and motivators for our 
target groups, and strongly influenced the development and direction of the campaign.  

The campaign aims to position a police career as one that meets the aspirations of people who care about their 
community, and want to make a positive difference. Response to the campaign has been hugely positive and 
generated a great deal of interest in NZ and overseas. 

Plans are in place to continually monitor the success of this campaign and make refinements as necessary to ensure 
success in attracting our target audience.  

The size and design of this campaign is currently being reviewed to ensure that it is capable of meeting the 
recruitment levels required to grow the Police workforce, with particular focus on ensuring that Police is attracting 
the right people to meet its recruitment diversity targets. 

Selection 
Police is committed to ensuring that selection of applications happens as quickly and efficiently as possible, whilst 
continuing to ensure the high quality of all recruits.  Over the next four years Police will review its recruitment 
criteria to ensure that they remain the best possible criteria for the types of people that Police wants to employ.  
This will be done to ensure that Police selects the right people for the workforce it needs in the future, rather than 
continuing to recruit to older workforce models. 

Police is reviewing the way it runs its selection process to ensure that they don’t create any unnecessary delays or 
disincentives.  As an example Police is currently piloting running part of its selection process on Marae.  This 
approach has several potential benefits.  Firstly it could create an environment that may be encouraging Māori 
applicants, and thus help in achieving the ethnic recruitment goals.  Secondly by observing all applicants observance 
of the Marae tikanga it will allow Police to judge the cultural competency of applicants. 

Training 
Police has systematically reviewed its onboarding and training for new Constabulary recruits.  This is the first time in 
32 years Police has fully reviewed its initial training.  Changes include moving a significant amount of the previous 
residential course to a 12 week part time pre-recruitment course.  This allows the residential course to be focused 
on different skills, including problem solving, evidence based Policing and simulations of realistic Policing 
environments so that recruits have a better idea of how to implement the skills they learn once they graduate.  This 
change allows Police to modernise the skills that recruits are thought to better match the desired workforce 
capabilities. 

Career Foundation Initial Training (CFIT) is a two-year programme that begins before the candidate enters the NZ 
Police College and continues through extensive workplace assessment until the constabulary staff member becomes 
a fully-fledged Police officer. 
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CFIT occurs in four stages and will prepare successful recruit candidates for the modern policing environment and 
frontline processes.  

i. Pre-Police College Distance Learning – pre-course training to provide a common base level of 
knowledge and understanding, developed (with support from RNZPC) and delivered by an external 
Tertiary Education Provider (TEP), funded by student fees (user pays); successful completion will be a 
pre-requisite for entry to the RNZPC. 

ii. Police College– a residential training course, fundamentally re-designed to develop more in-depth 
understanding and application of pre-course learning,  teach staff safety defensive tactics,  and 
‘operationalise’ training; will provide realistic learning contexts and actual experiences to help Recruits 
better integrate theory and practice and develop greater situational awareness prior to being 
deployed to districts. 

iii. Workplace – encompasses a period of a structured, focused and supported field training to support 
and enhance the Probationary Constable’s application of their RNZPC learning to the situational 
realities of policing in their new districts; and a programme of workplace standards and assessments, 
to demonstrate competency in the core policing tasks over a two-year period. 

iv. Qualifying – a final quality assurance that Probationary Constables have developed the core 
knowledge and policing skills to operate at the mastery level for a General Duties Constable; provides 
a key opportunity to re-engage them with the core values and ethics of the Police professional in 
Police; extends their knowledge in key areas of investigation and command and controls and 
introduces career development and specialisation options, prior to graduation as a fully-fledged 
Constable. 

During 2017/18 the first students will enter the qualifying phase of CFIT. 

Police is operating a continuous improvement approach to CFIT reviewing and refining all parts of the programme to 
ensure that it provides the best possible quality of Police. 

 
Gender pay gap 

 
Police is committed to paying all of its employees fairly and ensuring that 
gender, and other similarly irrelevant factors, play no part in remuneration 
levels.  There are currently differences in gender pay levels that are the 
result of differences in length of service between men and women, and the 
gender balance in lower paid jobs.  
 
Specifically, the major factors contributing to the pay gap are: 
 

• Significant increases in the number of female Constabulary employees in recent years meaning the average 
Constabulary years of service for females is lower than for males.  The Police pay structure increases pay 
levels as years of service increase. 

• For employee positions in the lower salary bands, the majority of employees are female. 

Once these band and years of service factors have been taken into account then there is no statistically significant 
gender pay gap for Police.   

Police is committed to 50% of all Constabulary recruits being female in the future.  Success in increasing female 
numbers at the starting pay level may have the counter-intuitive result of increasing the raw gender pay gap in the 
short term.  However, Police is equally committed to ensuring that retention and development opportunities are 
equally taken up by all groups of employees.  This will ensure that service weighted gender pay levels remain 
balanced in the future. 
 

Leadership capability 

Police’s priority for management and leadership development is its 1,900 Constabulary Sergeants and Senior 
Sergeants. This cohort of front line leaders is critically important to achieving Police’s strategy. They have significant 
influence over the 6,600 staff at the rank of constable that work to ensure that every day New Zealanders can feel 
safe and be safe. This group of frontline leaders is also crucial to developing and mentoring the upcoming generation 
of leaders at police. 

Since 2013 Police has been working to improve the process of identifying and selecting future leaders to ensure that 
the best people are in people leadership positions. This line of work is the Career Progression Framework and entails 

Gender pay gap 

Constabulary Employee Total 

8.3% 16.9% 12.2% 
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shifting from a qualification course that tended to reinforce the nature of the leader as technical expert to a 
development programmed focused on building broader management and leadership skills. The capacity of these 
leaders is particularly vital over the next four years as increased numbers will lead to a larger number of 
inexperienced Constables across Police. 

To support the implementation of the Career Progression Framework, Police has evolved its talent management 
system. Each district has a development board focused on identifying and prioritising individuals interested in 
entering the career progression framework. Development boards also play an important part to removing barriers to 
advancement for minorities within police by surfacing opportunities to “act-up” into important development roles. 
Police require that all opportunities to act up that are greater than 4-weeks long go to development boards for 
review. 

The Leadership Success Profile (LSP) has been mapped to Police’s existing competencies. Police plans to introduce 
the LSP at the inspector (or middle management) level. This is the level most likely to work with or contribute to 
inter-agency projects and working groups. Police also incorporate the LSP into Development Boards looking at the 
cohort of individuals looking to transition from Senior Sergeant to Inspector. 

Police is also exploring ways to clarify career pathways and implement management and leadership development for 
its 3,100 police employees. 

Female senior leaders9          
At this time the Constabulary workforce is a closed workforce meaning 
future senior leadership are recruited from within Police.  Police will 
increase the number Constabulary female senior leaders in the long term 
as it continues to increase the number of women recruited into Police, 
and ensure all people within our workforce are developed to reach their 
full potential. 

Female % of senior leaders 

Constabulary Employee Total 

15% 32% 21% 
 

In the last four years the number of female Constabulary senior leaders has increased from one to seven, at the 
same time there has been a two third increase in the number of women at the rank below these senior leaders 
(Inspector), many of whom may flow though to senior leadership over the next four years.  This has been achieved 
by a long term focus on removing barriers to ensure women remain within Police and develop to their full potential.   

In the same period the number of female employees at this level has increased from two to eight.  This is supported 
by continuing to have external hiring practices that ensure Police attract and hire the best talent, regardless of 
gender, and also by developing internal talent who have moved into these roles.   Police has two internal training 
courses that are dedicated to developing future female leaders.  These courses have proven successful in enabling 
participants to move up within the organisation and develop their potential. This approach has been recognised by 
New Zealand Police winning the Supreme award at the 2016 Diversity awards10.  

 

  

9 Police defines senior leaders as those with the rank of Superintendent or above, or their Employee equivalents.  This 
reflects the Police structure but may not exactly represent management reporting levels in the HRC. 
10 https://diversityworksnz.org.nz/new-zealand-police-win-diversity-award/ 
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Increase Workforce and Individual agility 

HR Management Information System (HRMIS) 

Police have replaced their existing HR system (PeopleSoft) with a SAP solution to be recognised by the workforce as 
'MyPolice'. This new HR system was necessary to modernise the payroll processes and procedures, and standardise 
the roster system on a demand based allocation methodology. 

‘MyPolice’ will provide an important tool for Police to build its integrated modern People Management System.  

MyPolice enables our mobile workforce access to core HR functions via mobility devices. It will simplify many HR 
processes and have better information, all designed to ensure that our Constabulary staff have more flexibility and it 
will help make better decisions to get the right people with the right skills in the right places. There are three 
integrated components to this system which was delivered in April 2017.  

1 SAP Human 
Capital 
Management 

SAP Human Capital Management is the core HR system that will replace PeopleSoft. It will 
provide us with our Payroll engine and will be where we complete key HR tasks, such as 
entering exception time and applying for leave. 

2 SAP Success 
Factors 

SAP Success Factors will provide the tools we need to support bringing new people on board, 
training and developing our people. 

3 Kronos Kronos will provide enhanced functionality for our District rostered staff, and will allow us to 
enhance demand based rostering in the future. 

 
 

Reposition key Stakeholder Relationships 

Employment Relations Strategy 

Police’s main Collective Employment Agreements (CEA’s), covering 85% staff including constabulary and other 
employees, will expire on 30 June 2018.  

 
 

 

Workforce Sustainability 

For a number of years Police’s attrition rates have been very low.  Which has led to an ageing workforce.  In the last 
year there has been a small increase in the Police attrition rate caused by an increased number of older employees 
retiring from Police. 

Police expect this increase to continue for a number of years as the large number of employees currently in older 
age groups leave Police. 

Police is aware of the need to increase attraction, selection and training of new recruits to replace this increased 
attrition.  It is also reviewing its capacity in development and specialist training to ensure that it can ensure that all 
workgroups can be sustained over this transition. 

This issue will happen at the same time as the increase in staff numbers over the next four years.  This increase will 
in the short term lead to increased numbers of inexperienced staff.  However, in the medium term this increase will 
lead to more people developing experience at different times then would have been the case if Police had of 
remained at current numbers.   

 

Workforce numbers 

Government is investing in significant increases in Police numbers over the next four years.  These increases will see 
Police numbers grow by over 1,100 FTEs over this period.  Police will use evidence based approaches to ensure that 
the public will get the greatest possible benefits from this investment. 
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These increases have been targeted to dealing with areas of growing demand.   This will include a greater capacity in 
areas such as emergency response and burglary resolutions which will have a significant impact of the wider 
communities experiences of offending. Police is using this investment to further focus on serious crimes Child 
Protection, Adult Sexual Assault and Family violence that cause disproportionate harm to some members of society.  
It will also improve the public’s ability to access Police services with initiatives like a national Single Non-Emergency 
Number and increased number of locations operating 24/7. 

 

 FY16/17 FY17/18 FY18/19 FY19/20 FY20/21 

Constabulary and 
Authorised Officers 8,907 9,083 9,318 9,552 9,787 

Other employees 3,026 3,206 3,271 3,271 3,271 

Total 11,933 12,289 12,589 12,823 13,058 
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APPENDIX 3: OPERATING AND CAPITAL EXPENDITURE 
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