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Abstract

This study examined the perception held by membietise NSW Police Service as to the
effectiveness of changes made to education, tigagnal development; post the
implementation of changes recommended in the WamRCommission report of

1997.

The study basically adopted an empirical, quamntgatesearch methodology,
supplemented by qualitative statements made bicjpeamts during discussion sessions.
Two separate questionnaires were developed: orrespondents in the broader NSW
Police Service (one city and one rural region), tredother for teaching staff at the NSW
Police Academy. The Service questionnaire adddesadicipant perception of the
effectiveness or otherwise, of changes made ivaaleaspects of individual, team and
organisational learning. The Academy questionradidressed the perceptions held
about the effectiveness or otherwise, of changefenrageneral learning issues,
curriculum development, course delivery and thduaten of training. An analysis of
responses based upon a range of demographic dvastcs was also made.

The findings indicated that respondents perceivedesimprovement in the effectiveness
of education, training and development Post theaRGpmmission. These findings have
possible implications for practice and further egst in the NSW Police Force and other
police jurisdictions.

I ntroduction

This paper gives a brief background to the resequelstions, methodology issues and
findings together with recommendations made follaywihe completion of a PhD
research project at UTS in 2006. The study wadl@ew-up to a previous study (Gillies,
1995) into the NSW Police Service (NSWPS) (now NB®lice Force). This earlier
project involved a major review of the literatume learning organisations and the history
and characteristics of the NSWPS. This contextbake involved interviews with
members of the Executive and other senior officérgvas subsequently suggested that
this study be expanded to include input from a wrdage of members of the Service. In
the meantime, The Royal Commission into corruptiothe NSWPS (Wood, 1997) had a
significant impact on the Service. This curresie@ch examines the perceived influence
of the implementation of the Wood recommendatiamngducation, training and
development (ETD) within the Service.



Literaturereview

Vocational training, as with all training, requiresamination of the context in which it
occurs. Thus this study involved a wide rangingaew of the general and policing
literature on organisational theory, organisatidretlaviour, teaching and learning
theory, with an emphasis on workplace learningaldb involved an examination of
historical developments within the NSWPS relateBT® provision.

Allegations of police corruption and inefficiencgve been a feature of policing in NSW
for some years. In an effort to revitalise polg;idustice Lusher was appointed to report
on and if necessary, make recommendations for ivgonents in police administration.
The resulting Lusher Report (1981) had far reacinmglications for the structure and
administration of policing and the training and ealion of police officers. Lusher was
particularly critical of recruit and managementiriiag and advocated that the education
of police officers be broadened to include involesnof higher education and study of
social issues. The Lusher Report was to leadaéfting up in 1984 of a residential
NSW Police Academy at Goulburn.

The Wood Royal Commission was appointed to invagtigllegations of corruption and
if necessary, make recommendations for its minitiuea The Wood Report (1997:207-
212) provided an overview of the problems facedhayService. These can be
summarised as being:

* Insularity of police education and training

* Inability to implement change

* Inadequate leadership

* Lack of direction

* Lack of openness

* Inadequate focus on staff.

In addressing ETD matters the Report (1997:269-282mined Recruit Training,
Continuing Education and Career Development, tHe®écademy, Management and
Leadership training and Ethics and Integrity. Té@mmendations made included:

* The restructure of Recruit Training with higher edtion, delivered by
skilled civilian educators, being given a more mmthant role. The
civilian educators to also take a more promineld o framing
curriculum and the delivery of courses.

» Eradication of “training decay” caused by the umdeaing of the formal
curriculum by operational and occupational reaiti@ his adversely
affected the development of “reflective and critigaderstanding in which
practice drove theory rather than the reverse.”

* Areview to be made of continuing education an@eadevelopment
courses for content and quality, including useisfashce education and
with more involvement of civilian educators.

* Management and leadership training for commandetsapervisors to
be provided by external providers.



» Ethics and integrity training to be integrated iatery aspect of education
and training in accordance with adult learning gipies.

Thus this study addressed issues related to:

» Police Culture. Culture change as a key elemeetffactive reform.

» Police approach to diversity. Awareness of culiuexial, gender and
other issues affecting minority groups.

* Police management and leadership. Being esséntiainly provided to
selected senior officers. Leadership should be asean education and
development process involving all police.

» Police professionalisation. To develop committed professional
employees, to police in smarter, more effective siayresponse to
constantly changing environments. This involvesdbvelopment of
“more mature and knowledgeable officers”.

From the review of the adult and vocational teagland learning literature it was
determined that the study should involve a gerféeavice Questionnaire examining
relevant issues related to Individual, Team anda@igational learning. A separate
Academy Questionnaire would be required for statha Academy, to address issues
related to the training process i.e. Curriculum &epment, Course Delivery and Course
Evaluation.

Resear ch method

Specifically the research was to gain answerseaddtowing questions:

1. What were the perceptions of the effectivernéshanges made in the
individual, team and organisational learnisgexts of ETD, held by members,
post the implementation of the recommendatfoora the Wood Royal
Commission?

2. What was the perception of the effectivenegt®instructional or training
process at the Academy held by staff involvetthe formal police
teaching-learning environment?

The Service Questionnaire was developed for respanadn the selected regions (three
Local Area Commands (LAC’s) in the City East Regaoml five in the Western Region).
Both the Service and Academy questionnaires redjuegponses as to the perception
held pre and post Royal Commission driven changesenm ETD. The Service
guestionnaire contained 34 questions related to &fTtbe individual, team and
organisational levels. The Academy questionnairesisted of 31 questions and
addressed general issues in policing, as well as specific aspects related to
Curriculum Development, Course Delivery and Evabrat

A good working relationship was established wita Education and Development
Officer (EDO) network (those officers responsilde ¢o-ordinating training in the
LAC’s). Through this network it became clear thegmbers of the Service were
“surveyed out” and that questionnaires were begltyered to the waste bins. It was



therefore arranged for participants in trainingsgass, conference attendees and officers
changing shift to be approached for their volunfaayticipation. These officers were
given an explanation of the aim of the survey.eAftompleting the questionnaire
respondents were invited to comment on issuesttimyght were important. Notes on
these discussions were recorded and have provaladhle data to assist in the
development of the study findings. 224 membergarded to the Service Questionnaire
and 55 to the Academy Questionnaire. Six peomlendi complete the Service
questionnaire and four the Academy Questionnaire.

Questionnaire Pre and Post responses, using pdingé Likert Scale ranging from
Strongly Agree (1), Agree (2), Neutral (3), Disag(éd), Strongly Disagree (5) were
reduced to mean values and mean difference sadifeesénce between Pre and Post
means) to examine the change in perceptions hetbe Post mean value was smaller
than the Pre mean value the response was consibelbed-eflecting an improvement or
being positive. Where a mean difference scorexw@$8 this response was considered to
be of practical significance.

Table 1 MEAN AND DIFFERENCE SCORE RESPONSES TO QUESTIONS: SERVICE
QUESTIONNAIRE

Section 1. Individual Section 2. Team

M eans M eans

a b d a b d
Q1 246 236 +0.10 Q13 3.62 3.19 +0.43*
Q2 3.00 3.04 -0.04 Q14 3.60 3.31 +0.29
Q3 3.11 3.19 -0.08 Q15 3.04 291 +0.13
Q4 3.15 3.08 +0.07 Q16 3,58 3.10 +0.48*
Q5 3.16 3.03 +0.13 Q17 269 257 +0.12
Q6 3.32 3.00 +0.32* Q18 2.87 2.64 +0.23
Q7 290 2.73 +0.17 Q19 323 295 +0.28
Q8 3.42 3.34 +0.08 Q20 348 3.35 +0.13

Q9 332 284 +0.52*
Q10 294 3.82 -0.88*
Q11 3.65 3.30 +0.35*
Q12 356 3.23 +0.33*

Total Individual M ean: Total Team Mean:

340 3.28 +0.12 3.25 3.00 +0.25




Section 3. Organisation

Q21 291 357 -0.66* Q28 3.12 280 +0.32*
Q22 3.06 3.02 +0.04 Q29 340 4.03 -0.63*
Q23 3.08 Q30 3.22 3.04 +0.18
Q24 2.56 Q31 3.49 3.01 +0.48*
Q25 3.67 3.40 +0.37* Q32 2.69
Q26 3.40 3.38 +0.02 Q33 3.22 347 -0.25
Q27 3.19 3.14 +0.05 Q34 3.20 353 -0.33*
Total Organisation M ean: Service Overall M ean:
2.96 3.05 -0.09 3.19 3.11 +0.08

Note: 1. “a” refers to the mean response score PrerRICI& Post RC.
2. “d” indicates the difference score.
3. A neutral position is “3”. The smaller the meha more positive is the response. A “+”
sign indicates perceived improvement. A “-“ sigditates perceived no improvement.
4. Where only a single mean is shown against atipmedt indicates that the question has
relevance to Post RC perceptions only.
5. *indicates “d” being of practical significantg 0.3).

In the Service Questionnaire questions found toflggactical significance were:
Individual

Q10. Relevance of Academy training to an officefficient and effective performance
of operational duties. (-0.88)

Q6. Opportunity and encouragement for reflectiod l@arning from mistakes. (+0.32)
Q12. Encouragement given to participation in prob#olving training. (+0.33)

Q11. Encouragement given to participation in caebflesolution training. (+0.35)

Q9. Effectiveness and acceptance of Ethics andyityedraining. (+0.52)

Team
Q13. Encouragement given to identify problems ésotution by project teams. (+0.43)
Q16. Discussion of Ethics and Integrity issuesamts. (+0.48)

Organisation. (+0.43)

Q21. Effectiveness of the Academy in providing gyataining. (-0.66)

Q29. Use and retention of knowledge and experiehteng serving and retiring
members. (-0.63)

Q34. Effectiveness of the Service in developingare mature and knowledgeable
officer”. (-0.33)

Q28. Encouragement given to propose new ideaspmwe the way duties are
performed. (+0.32)



Q25. Collection, analysis and dissemination of apenal information, or lessons learnt
during duties is communicated speedily throughbetService. (+0.37)

Q31. Service consults with the wider community ssues related to learning and the
improvement of managerial and operational perfoicaat0.48)

Questions requiring a Post response only and hsgjively perceived were:
Q24. The Service has become more open and acceplidgas from members. (2.56)
Q32. General acceptance of the Mandatory continBoigce Education Scheme. (2.69)

Table 2. MEAN RESPONSES TO QUESTIONS BY SECTION:
ACADEMY QUESTIONNAIRE

General | ssues

Quest Pre Post d

1 2.91 2.44 +.47*
2 3.40 2.80 +.60*
3 3.58 3.15 +.43*
4 3.63 3.19 +.44*
5 3.45 3.13 +.32*
6 2.73 1.85 +.88*
7 2.27 2.31 -.04

8 3.11 2.60 +.51*
9 3.40 2.56 +.84*
10 3.35 3.02 +.33*
11 2.82 2.53 +.29
12 3.26

13 3.62 3.30 +.32*

Gen Issues M ean 3.18 2.72 +.46




Curriculum Development

Quest Pre Post
14 2.73 2.55 +.18
15 3.29 2.75 +54
16 3.09 2.38 +71
17 2.05
18 3.35 2.75 +.60
19 2.93 2.42 +51
20 2.53 2.73 0-.2
C Development M ean 2.98 2.59 +.39*
Course Ddivery
Quest Pre Post d
21 2.65 2.65 0
22 3.06 2.70 +.36*
23 3.07 2.89 +.18
24 2.02
25 3.50 3.38 +.12
26 2.93 2.55 +.38*
27 2.91 2.87 +.04
Course Delivery Mean 2.97 2.79 +.18
Cour se Evaluation
Quest Pre Post d
28 3.15 3.19 -.04
29 3.00 2.87 +.13
30 3.36 3.15 +.21
31 3.41 3.54 -.13
Cour se Evaluation M ean 3.20 3.15 +.05




Academy Overall M ean 3.10 2.77 +.33*

Note: 1. ‘Pre’ = Mean score of Pre Royal Commissiompoeses
2. 'Post’ = Mean score of Post Royah@nission responses
3. ‘d’ = mean difference score
4. Questions with only a ‘Post’ measgonse, indicate that they
are relevant to perception of fPBI D effectiveness only
5. *indicates “d” being of practicgbnificance £ 0.3).

The Academy questions found to be of practicaliiggance were:

General Issues

Q6. Ethics and Integrity training is included ihtahining at the Academy. (+0.88)

Q9. Recognition of prior learning, where appromjdior those re-joining the Service or
joining from other Services is granted. (+0.84)

Q2. Supervisors give encouragement and suppodfficers to engage in continuing
professional development activities. (+0.60)

Q8. Training in conflict resolution is encourageédhee Academy. (+0.51)

Q1. Members of the Service attach importance tiw dven workplace learning. (+0.47)
Q4. Officers take the opportunity to discuss leagrissues with other officers outside
their immediate work environments. (+0.44)

Q3. Senior officers and supervisors are effectote models of involvement in learning.
(+0.43)

Q10. There is an appropriate balance between tmbeuof designated sworn and non-
sworn positions at the Academy. (+0.33)

Q5. Members who assist others to learn are valnddewarded for their efforts. (+0.32)
Q13. Senior officers and supervisors provide eifedeadership and involve staff in
educational decision making. (+0.32)

Curriculum Development

Q15. Inter-personal relationship training is in@ddn Academy training. (+0.54)

Q16. Emphasis is placed on monitoring the needudaiculum changes. (+0.71)

Q18. Extensive consultation with external educatind community groups on the need
for changes to curriculum content. (+0.60)

Q19. General acceptance at the Academy of the todadolve field officers in
curriculum changes. (+0.51)

Courseddivery

Q22. Effectiveness in developing a “reflective @ssional practice” mindset by both
staff and students. (+0.36)

Q26. Differences in culture, gender, training argezience which colleagues and
students possess are valued. (+0.38)

Course Evaluation
Nil.



Questions requiring a Post response only and henceived positively were:

Q17. Extensive, planned curriculum changes have beele in Academy courses, post
the royal Commission. (2.05)

Q24. There is now an increased use of distanceafigaced learning methods. (2.02)

Findings and discussion

Overall, the Service Questionnaire respondentsepesd some improvement in the
effectiveness of ETD. This improvement was seemany of the positive mean
difference scores in the Pre-Post responses tdgiguges However, upon examining the
Post mean scores, it was apparent that many eéfpondents’ perceptions remained in
the general vicinity of the neutral point on thé&eiit scale (3). It is significant to note

that the majority of questions that recorded pesitheans, involved issues that were
relevant to the creation of a learning culturer &ample, members now tended to attach
more importance to their own work-based learningj team members assisting each
other in gaining new knowledge and skills.

In contrast, staff at the NSW Police Academy passgson average, a more positive
perception of post Wood Royal Commission changeisarformal training process at the
Academy. This perception was shown by the morédipesnean difference score
responses and means that were generally locatifunto the ‘Agree’ (2) or positive
side of the scale, away from the neutral point (3).

More specific responses to the research questiens. w

1. What were the perceptions of the effectiveness of changes made in the
individual, team and organisational learning aspects of ETD, held by members,
post the implementation of the Royal Commission recommendations?

Individual learning. It was perceived that there had been some ingpnewnt in

individual learning, particularly in the effectivess of ethics and integrity training and
encouragement given to participation in confligal@tion and problem solving training.

It was encouraging to see a response which indidasg opportunity and encouragement
was given to learning from mistakes. From the oesps, there is an indication that more
has to be done to develop reflective, self-mandggehers, who are motivated to initiate
and achieve their own professional developmenspBedents did not perceive learning
at the Academy as being relevant to a member'@paence of operational duties. Thus
problems remain in the interface between the prawvisf formal learning at the

Academy and the “real” learning perceived as beatyired for effective performance of
operational duties in the field.

Team Learning. Respondents were mgpesitive about team involvement in discussing
ethics and integrity issues and the encourageniesn ¢o identify problems to be
resolved by Service-wide project teams. More eragement to participate in such
teams and the use of the positive aspects of diyénsteams was seen to have occurred.
Statements made by respondents during discussssioss supported the view that the
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effectiveness of team learning, information gathgand lessons learnt from experience
was very much influenced by the involvement of suigers, duty and senior officers
and managers. Comments made in discussion sesdsonimdicated that besides the
requirement for leadership commitment to team liegrrthere was also a need for
leadership commitment to the use of information emehmunications technology (ICT)
in capturing, storing and disseminating informatimrelligence and lessons learnt from
experience.

Organisational learning. Responses here were overall more negative. dRdspts

were a little more positive about consultation wifte wider community on issues related
to educational, management and operational perficeyaand encouragement given to
officers to propose new ideas to improve the peréorce of duties. However, discussion
sessions indicated that more improvement wasrstjliired. Negative responses, to the
questions related to the ability of the Academprtavide quality training; the Service’s
retention and use of the knowledge and experiehdeparting and long serving officers,
and the ability of the Service to develop a “mor&ume and knowledgeable officer”,
indicated that more still needs to be done. Disicussessions also indicated that there
was still a need to develop a learning culturepdrticular, the need for leaders at all
levels to involve themselves in learning issuestarestablish and maintain effective
ETD practices. These practices include the selectraining and support of those
engaged in facilitating the training of othershie field. It was apparent that the quality
of leadership was seen as being variable. Leamsded to provide good role models of
learning. It was perceived that leaders had afsignt influence on learning outcomes
and the impact of those outcomes on the effects&epéoperational performance.
Respondents in rural areas expressed the needtfer istance learning facilities to
reduce the requirement to travel long distancestend training and briefing sessions.

2. What was the per ception of the effectiveness of the instructional or training
process at the NSWPS Academy held by staff involved in the formal police
teaching-learning environment?

Staff at the Academy perceived overall improvemeiihe effectiveness of changes
made in the formal training process at the Acadand/in General Issues affecting ETD
provision ‘Post’ the Royal Commission. In examopiesponses as to the effectiveness
of specific aspects of the training process, redpots perceived improvement in
Curriculum Development. The perception of the &ffeeness of changes in Course
Delivery and Course Evaluation were less positive.

General issues. As could be expected, following the results of sevice wide
responses, the Academy staff saw the greatest raprent; post the Wood Royal
Commission, to be in the area of Ethics and Intggraining, followed by Recognition
of Prior Learning (RPL) for experienced re-enliste®esponses to the majority of
questions in this section indicated a perceivedawgment in all aspects related to the
development and maintenance of a learning cultuttérwthe Service and Academy. It
was interesting to note the positive responsesiéstipns related to leaders, i.e.
supervisors encouraging and supporting ContinunefeBsional Development (CPD)
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activities and effective role modelling of involvent in learning. These responses were
not collaborated by statements made during discas®@ssions. Respondents perceived
an improvement in the balance between the numbenitdrmed and civilian staff
engaged in teaching at the Academy.

Again, as reflected in the Service wide respon&eademy respondents were less
enthusiastic about the relevance of what is leaatékde Academy to an officer’s
efficient and effective performance of operatiotiaiies and the positive influence of
university level recruit education on police cuurThe statements made by civilian
teaching staff during discussion sessions, gaveaa mdication that although
improvements have been made more work was requiredy also indicated that there
was a requirement for more improvement in the imlahip between civilian and
uniformed staff.

Curriculum Development. There was an indication that whilst there havenbe
improvements made in curriculum development, mtenton needed to be placed on
this aspect of the training process. A more coltabve approach to curriculum
development, involving both Academy staff and fiefzteratives was required.

Course Delivery. Perceptions by Academy staff about course delieéfigctiveness
showed only slight improvement. Neverthelessviilae placed on the positive aspects
of diversity used in training was seen as beingoofie importance. The use of distance
and self-paced learning was also seen as beingtigée

The Wood Report (1997: 274) placed emphasis odekielopment of “reflective
professional practice”. This was seen as achievapkhe delivery of higher education
using external civilian educators. The overall amas to produce a “...more mature and
knowledgeable officer, who would be better prepdcedeal with the demands of
modern policing.” (p.277). The development of leetive professional practice’ was
seen to involve adult learning principles and appege course delivery methods with
people engaging in “reflecting on experience”. Tégponse to the question addressing
the “development of reflective professional pragtimdicated that staff perceived an
improvement in the Academy’s effectiveness. Ondtier hand, the response to the
question which specifically addressed the developtroka “more mature and
knowledgeable officer”, indicated that no perceivi@grovement had occurred.

As there was overall only a slight positive resgottsthis section, it could be inferred
that more emphasis needs to be placed on courisergelwith the use of a wider range
of more effective experiential learning methods.

To gauge the perception of the influence of edocatileadership on course delivery, the
question was asked concerning the ‘recognitionrangrd for excellence in training
delivery’ by Academy staff. Responses indicateat,thlthough some improvement has
occurred, more needs to be done. This is congldergortant as recognition of
excellence in course delivery is an indicator & pinesence of a learning culture,
supported by the leadership. Collaborative teamiag and problem solving methods,
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such as experiential and action learning, weregaaerally accepted by uniformed
Academy staff who tended to adopt a more behawdbarididactic approach to training.
This deficiency can only be seen as having a negjatfluence on the ability of the
training methods to contribute to the developméritedlective professional practice”
and “more mature and knowledgeable officers” (Wd&87).

Course Evaluation. The Academy Questionnaire asked for a directaesp as to
whether there was effective evaluation of initigdecialist and field training. The ‘Pre’
response was somewhat negative and the ‘Post'mespgas even more negative. The
statement made during a discussion session thla¢rg is a need for more evaluation of
courses and checks to ensure theory is convertecation”, indicated that there are
outstanding issues involved in the transfer offleey and evaluation of training needed
to be further addressed. The statement can agdimtdypreted as further indicating
conflict between academic and policing skills tnagnat the Academy and in the wider
NSWPS.

Conclusions

Implications for practice. The following matters may be worthy of furthensideration
by the NSWPF and indeed by other police jurisdigio

1. Commanders, senior officers, supervisors antagers at all levels of the Service,
may have to take more leadership responsibilityamduntability for ETD in achieving
effective performance outcomes. They may neeg@poegiate the importance of being
effective role models of learning and of their ughce on the development of appropriate
learning cultures.

2. The leadership may have to take further adbcaddress the differences in attitudes
that are apparent in the provision of formal retcinaiining at the College and “on-the-
job” learning in the field (Harris, Simons Card@004; Chan, Devery, Doran, 2003;
Rushbrook, Maxwell, Browne, Booth, Gillies, Cad@®02). There may be a case for
more effective communication between civilian teashacademic staff and sworn
uniformed staff at the College and between thdiaiviteachers, academic staff and
police in the field. Regular and programmed exdediamiliarisation visits could be of
mutual benefit.

3. There could be further emphasis placed ondtezton, training, continuing
professional development (CPD) and recognitionramaard of those who have formal
roles in ETD provision, both Service wide and & @ollege.

4. To develop self-directed or self-managed learfilsong, 1990), consideration should
be given to providing ‘Learning how to learn’ (SmitL982) awareness training for all
police attending training sessions. This couldude recruit training, other College
courses, as well as, training conducted within LACThis awareness training needs to
emphasise the role and characteristics of formédrinal and incidental learning.
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5. Further consideration could be given to theafd€T and flexible, self-paced
distance learning training methods delivering aeniahge of academic and policing
skills.

6. Leadership Development training could be ma@dable to a wider range of officers
down to the rank of Senior Constable. Such trgisimould include responsibilities for
developing and supporting an effective corruptiesistant learning culture. In the longer
term, leadership development training could beothiced early in a police officer’s
career. There may be a need to evaluate the ianlo$ a topic such as ‘Introduction to
leadership/followership’ at some stage in the Cainist Development Program (CDP).
The topic of Followership (Chaleff, 2003) could kaan influence in culture change and
the development of corruption resistance.

7. Education Services could perhaps further itkeaxours to revitalise the training or
instructional process. The curriculum needs beeundnstant review because of the
diverse and rapid changes occurring in societye rElview process could involve
appropriate community members, as well as cividdacators. The review process
needs to involve the LAC’s and their local commiasit ETD practitioners in the field
need CPD opportunities to keep up-to-date witming and learning considerations as
adult learning principles are developed and refin8onilarly, quality control systems
could be improved to ensure that ETD activitiesedfective and contribute to the wide
range of Service performance objectives.

8. Commanders and managers could place more ermgmatheir important role and
responsibility for the assessment of current coempe of all ranks. This will ensure that
they provide regular and timely performance fee#llzaxd use of Personal Learning
Plans to meet the identified training and CPD neddsdividual officers and teams
under their control.

9. More support and encouragement may be reqtordtie development of ‘learning
networks’, ‘learning communities’ or ‘communitiepractice’ (Wenger, 1998) to spread
collaborative learning practices throughout theviger Identified issues and new
developments can be subject of collaborative actgearch. ICT can play an important
role in this networking process. At the individlglel ICT can be of real assistance to
officers serving in remote rural areas.

10. Knowledge management (KM) (McElroy, 2003) hasgnificant place in policing.
The collection, analysis, dissemination, use, gi@i@nd retrieval of information are all
important in contributing to organisational leawgpignd operational effectiveness.
Knowledge management has an important role in cagtthe knowledge and
experiences of members with specific expertise.appropriate ICT system could record
the expertise of members to facilitate access bgretrequiring their assistance.
Knowledge management systems can also capturentveédge and experience of
officers about to leave the Service. This will@msthat the Service does not lose this
important source of previous and perhaps uniquaileg.
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11. Similarly, the development of an ‘After Acti®eview’ (AAR) (Baird & Henderson,
2001) or gaining lessons learnt process could aaayd record the knowledge and
insights gained from training and operational egerithis will help to ensure that the
same lessons do not have to be learnt repeaté#td/important that this process includes
effective analysis, storage and dissemination ghaes and gains the active support of
all officers. ICT resources can play an importate in the AAR process.

12. More emphasis may have to be placed on thigygassurance of all ETD processes
and outcomes. There is now a general expectdigirenterprises place more importance
on achieving quality of service, accountability affictive use of resources. Thus,
besides the evaluation of formal training coursiesre could be quality assurance
processes put in place to ensure that ETD is duriing effectively to Service outcomes.
This process should be supported by continuousawgonent teams who network on
strategic change and the development of proactideeffective solutions. Quality
assurance does not mean more control, but proVéstespportunity forcritical

questioning andbecoming better at learning.” [italics in original] (Field & Ford, 1995:
136).

Implications for further research. Policing based upon “a more intimate relationship
between practitioners and researchers in genedalh&npolice and researchers in
particular” is required to make police organisasiomore efficient and effective in their
crime reduction practices (Laycock, 2001: 1). Agé emphasise the point “[m]ost
published, academically rigorous, police-relateskegch has been about, rather than for,
policing.” (Bradley, 1996: 89). What is requiredthe development of a ‘policing
discipline’ based upon rigorous police leadershimoovative research.

Research can contribute to the development of mawledge which can be applied to
improve the achievement of performance objectivEse need for continuous new
learning to facilitate the ability to anticipatedamanage change has been emphasised in
the Organisation Development, leadership and chhtegature. The literature also
indicates that people need to be consulted andgedga the process of change.
Research should be about creating productive chamgi@ot about resisting change to
maintain the status quo.

This present study indicated some areas wheresfuésearch may be of relevance to the
NSWPF and policing generally. Topics that are @ered as warranting further research
are:

» Professionalisation
* Recruit, CPD and Specialist training
* Leadership/Followership development and distrilrutio
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For further information or to make comments onfthdings, the author can be contacted
at:

University of Technology, Sydney

C/- Faculty of Education

PO Box 123

Broadway NSW 2007 e-mail. drg@ozemail.com.au
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