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Introduction

Introduction

The Pearls in Policing conference is an opportunity for a select group of police executives from around the world to meet in a
professional and intimate setting.

In order to be relevant and adaptive in response to
an increasingly changing environment, police
agencies must focus on the future and identify a
strategy that will move their organizations forward.
As part of that process, it is critical that police
organizations focus on how to transform the police
workforce of the future. Globally there are many

changes that will impact the nature of policing and
there will be a need to match the workforce of the
future with the challenges that lay ahead of police
forces worldwide. The challenges will include the
introduction of new forms of crime, climate change
and polarization related to inequality, poverty and
economic instability - all of which will have an
impact on the safety, security and well-being of our
communities. In addition, police services will see
the exponential development of new, and sometimes disruptive, technologies such as artificial
intelligence and biometrics and the growing
influence of social media on our societies. These
global changes will require a police workforce
enabled by visionary leadership in order to remain
effective and agile and attain police workforces of
the future.
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On the 21st and 22nd of June 2021, the annual
Pearls in Policing Conference, consisting of 24 law

enforcement leaders and academics from 16
different countries and two international organizations, met through a virtual platform. As was the
case in 2020, it was not possible to meet in person
due to the COVID-19 pandemic. Hosted by the
Netherlands Police in cooperation with the Pearls
Curatorium, the 2021 conference focused on the
theme Leading Transformation: Creating the
Police Work Force of the Future.
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Pearls in Policing offers a unique platform for
these top-level executives in the field of law
enforcement to research new ideas, realities, risks,
threats and opportunities together. They can
discuss strategic and personal challenges in their
profession, engage with their peers as they consult
and collaborate with each other on universal issues
and challenges faced by the law enforcement
community. The Pearls in Policing Conference is
therefore more than a strong networking opportunity, it is a unique platform for top-level executives
in the field of law enforcement to explore new
ideas, examine the realities, risks, threats and
opportunities that they face together.

International Action Learning Group - Creating the Police Workforce of the Future

The annual Pearls conference always begins with a presentation by the International Action Learning Group (IALG) – a presentation
that informs and inspires the discussions, interactive activities and peer-to-peer consultations at the Pearls conference.

Each year one of the Pearls delegates takes up the
role of assignment giver to the IALG. This year’s
assignment giver Mr. Grant Stevens, Commissioner of the South Australian Police has been closely
involved in the IALG’s continuous learning and
group work. His insightful and challenging
feedback has been of great importance through
their learning journey. Mr. Stevens gave his

perspective on this year’s challenging theme and
elaborated on the difficult task the IALG were
given.
This IALG was introduced by the two academics
that were assigned to them in order to support their
learning journey. Dr. Gina Antonacci, Senior Vice
President, Academic of the Humber Institute of
Technology & Advanced Learning in Canada and
Dr. Anders McDonald Sookermany, Associate
Professor at the Norwegian Police University
College shared the challenging story of this year’s
IALG learning journey with the Pearls delegates
and elaborated on the group’s creative and thought
provoking presentation.
Normally, IALG participants gather three times a
year in different locations across the world and use
future-oriented, innovative thinking to explore an
emerging complex and wicked strategic issue
relevant to the future of policing. This particular
IALG group started their work in 2019 and
completed two seminars in Sydney and New York
followed by additional action learning and
research. The Pearls in Policing conference and the
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The assignment provides the IALG members with
an opportunity to engage in action learning
through problem solving and critical thinking
while collaborating and building relationships with
each other. The assignment will be presented to the
commissioners who will attend the Pearls conference the following year. This enables the commissioners to learn from the IALG, to provide
feedback on their shared findings and to build on
the themes that they have presented at the Pearls
Conference.

This year’s IALG assignment was ‘Creating the
Police Workforce of the Future’. A timely subject,
given the fact that, in an increasingly changing
environment, law enforcement agencies will
continuously need to transform their organisations
and as part of this process will critically need to
focus on the changes that are required to the police
workforce of the future. The IALG were asked to
answer this complex and wicked question and
describe what the police workforce of the future
will look like if it is to accept the challenge to be
innovative, relevant and responsive to the changing societal landscape. They were challenged to
include their views on issues such as leadership,
recruitment, equity, diversity, inclusion, agility,
adaptivity, technology and health and well-being.
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IALG participants 2019-2020/21

The IALG process facilitates the strategic,
professional and personal development of the
participating selected senior officials of law
enforcement organizations through a year of
continuous action learning. The learning journey
for the IALG group begins at the previous year’s
Pearls conference when the commissioners in
attendance determine what the assignment will be
for the IALG participants. The assignments are
always high level, strategic and future focused
questions that are relevant to law enforcement
agencies from across the globe.

IALG presentation
The IALG started their presentation with an
animated video that summarized the main findings
of their work on ‘Creating the Police Workforce of
the Future’. Their findings provide police organisations with an overview of the most significant

Future Context
In order to determine what police workforces of
the future should look like, the IALG considered
several anticipated global changes that will affect
police organisations. In addition to global transformations in the field of politics, economics, social
shifts and technology, they focused their research
on specific issues that will have major impact on
the future police workforces. They concluded that
the work-life balance of police men and women
and the way police organisations work will change

significantly in the coming years. The traditional
‘job for life’ model is on the decline and may be
replaced by a ‘life of jobs’ model. Employers will
need to adapt to this workforce trend, as wages and
opportunities will increasingly be dictated by
skills, not tenure. A multi-generation workforce
means that the motivators and needs of employees
will change with age and employers can no longer
have a ‘one size fits all’ approach to their staff.
Wellbeing, particularly changing attitudes towards
mental health, will require new approaches.
The workforce will continue to become more
multigenerational, and technology will continue to
advance. These factors and others mean that rigid
policing structures of the past will no longer be
relevant. Departments will need to carefully

develop their leadership, work structures, and
operating practices in order to address the needs of
a future workforce.
With regard to COVID-19, the IALG concluded that
the pandemic changed the environment in which
both law enforcement and illicit actors operate. The
pandemic has led to an increase in digital crime and
cybercrime, and criminals have shifted their
workplace from the physical world to the digital
world, with COVID-19 being a catalyst for the
dramatic increase of digital crime. As a result of
national lockdowns and government advice, almost
every organisation (private and government)
switched to remote working, and some have already
announced that they will not revert to traditional
forms of working. In considering the future police
workforce, police organisations must learn from this
experience by anticipating and preparing for future
macro perils and be ready to adapt. Police organisations should also co-operate with other agencies and
create strong knowledge-sharing networks that will
help to address future threats, both anticipated and
those that will take us by surprise.
Following discussions with a variety of subject
matter experts, research and virtual group work, the
IALG focused their research on five main building
blocks for change:
Leadership
Health and Wellbeing
Diversity and Demographics
Organisational Design (Flexibility and Agility)
Technology

Leadership
For the police workforce of the future to be
innovative, relevant, and responsive to the changing societal landscape, it is imperative not to
overlook the essential role of robust and progressive leadership. This must be seen throughout all
levels of police organisations and not exclusively at
an executive level. Historically police organisations
have found it challenging to grapple with the
concept of leadership beyond a system of rank.
Simply put, leaders of the past were those who
performed well in jobs at their current role and
were thus promoted. The flaw in this process is that
proficiency in a certain operational role does not
necessarily translate to proficiency in an elevated
role, especially one that requires a skilled leader to
navigate. Progressive ideas of leadership are
needed, including demonstrations of core values
such as honesty and integrity, having the ability to
develop shared vision and lateral decision making
and leading a positive work for a climate of all to
thrive in.
Effective leadership in policing is also based on the
ability to adapt to any situation, with a strong
foundation of relationships built on ethics, influence and respect. It is imperative that departments
secure legitimacy and gain the public’s trust and
confidence. Policing and law enforcement leaders
need to develop a police cadre that is diverse both
in skill set and personnel by investing in members
at an early stage and provide for education, training
and mentoring.

IALG recommendations on leadership
Police organisations should:
Adapt processes to identify future leaders based
on existing skills, proven leadership ability and
potential;
Recruit leaders from all levels and all members
of the organisation;
Increase leadership capacity through a
supporting vision and drive for innovation;
Ensure early and continuous development
of leaders.

Health and Well-being
Public interest in workplace well-being, and in
mental wellbeing in particular, has grown significantly in recent years. Well-being is more than just
being healthy, it is about maintaining a balance
between the physical, psychological, social and
environmental factors which affect our lives. In
recent years, we have seen increased emphasis on
employer responsibilities, increased political
attention and legislative changes, and much greater
public awareness of mental health. Employers
have a fundamental duty of care for the physical
and mental health of their workers and should
provide tools and resources for their workforces.
Also, specific measures are needed to assist
members that are affected by work related conditions such as PTSD. To create high-performing and
sustainable workplaces police organisations must
foster a culture that values and supports wellbeing
and promotes satisfaction, motivation and productivity through an engaged workforce. Four
common wellbeing key principles to consider are;
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Creating the Police Workforce of the Future carries
the notion of something new, different or at least
partly reoriented. Working on a task of identifying
this imminent unknown is much more complex
than solving a crime that has already taken place.
Future challenges cannot be decisively answered,
at best they can only, as Gregory Treverton (2017)
a former Chief to the US National Intelligence
Council so neatly put it, ‘be framed by identifying
the critical factors and applying some sense of how
they have interacted in the past and might interact
in the future.’

global and human trends that will shape the future
workforce, highlighting what organisations will
need to consider to ensure that they remain
effective and agile in response to future challenges.
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IALG final seminar in Oslo were cancelled as a
consequence of the global pandemic and the
remaining stages of their work were completed
remotely. They were therefore required to overcome significant barriers to work to stay motivated to
complete their assignment and pivot their content
to the virtual environment – all while addressing
the many challenges that they faced in their home
countries as they adapted to policing during
COVID. They demonstrated a dedication and a
commitment to their own learning and they proved
that they all have a critical competency – the
ability to adapt and to be flexible in the face of
adversity.

effective leadership and shared responsibility,
building organisational capability, active management of risks and hazards and continuous improvement through measurement and monitoring.

Diversity and demographics
Around the world police forces have recently
faced significant civil unrest, with protesters

The workforce of the future will have different
demographics including more women in the
workplace, diverse age groups, and more representation of those with different physical abilities,
sexual orientation, and neurodiversity. Diversity
within a workforce is not just restricted to race and
cultural background but also accounts for differences in age, physical abilities, religion, gender and
sexual orientation. A culture that is inclusive,
diverse and fair creates a workforce that feels

IALG recommendations on Diversity and
demographics
Police organisations should:
Ingrain diversity and inclusion strategically
across all organisational levels and processes;
Represent local/national demographics and
provide professional service to all communities
equally;
Engage key players in educating the existing
workforce to focus on diversity and inclusion;
Ensure all strategies include aspects addressing
member diversity, inclusion and mental
wellbeing.

Organisational design (flexibility and
agility)
The future changes in police workforces will
ultimately translate into organisations modifying
their requirements. A multi-generational workforce, the increasing importance of work-life balance
and technological advances will mean rigid
structures of the past will no longer be relevant.
Instead, workplaces will be less of a physical
location and more an environment which promotes
collaboration and creativity.
The use of digital technologies during the COVID19 pandemic has enabled staff to work independently from non-specific locations, and in many
cases also independently of fixed working hours.
Much of our focus has been on the physical
location but many employees are not able to work
from home because of the nature of their work and
client/customer interaction demands of their role.
In order to create a sustainable culture of flexible
working for all employees there is a need for other
forms of flexibility among workers with flexibility
in hours, schedules, contracts and structures.
Differences in the level of organisational support
for flexibility in all its forms that is made available
to different groups may introduce tensions that can
be divisive. There will be real challenges in some
areas where operational necessity and culture may
be seen as a barrier. Transparency about the
consistent offer on flexibility will be key, as well
as clear and open communication to all employees
about how their needs for different types of
flexibility in different roles will be managed.

Traditionally, the organisational design of police
organisations relies on closely defined processes,
a strict chain of command and skilled specialists
embedded in separate divisions and a culture of
information exchange based on “need-to-know.”
This results in police forces being able to solve
known problems very effectively, but lacking the
agility to deal with evolving threats. Police forces
can benefit from flexible organisational models
that resemble a swarm of birds, where individuals
are interconnected and reach their goals by
cooperating and reacting to challenges dynamically. In order to tackle current and new challenges,
police forces should avoid knowledge silos, use
agile methodologies and cooperate extensively
with partner agencies and experts in fields like
forensics, IT and analysis. Private Public Partnerships can also support polices forces on specific
issues such as cyber crime and innovation. This

will lead to a flexible ecosystem with the capability
to innovate and improve.
IALG recommendations on Organizational design
(flexibility and agility)
Police organisations should:
Encourage collaboration across organisational
boundaries to create a “shared consciousness”
instead of knowledge silos;
Implement a flexible partnership ecosystem for
agile project work, knowledge enrichment and
pooling of expert skills;
Modernize their organisational design to attract
and employ highly specialised individuals;
Foster individual responsibility and
accountability.
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IALG recommendations on Health and well-being
Police organisations should:
Foster an environment and a culture that
champions well-being and health;
Provide tools, resources and guidance to build
individual and organisational resilience;
Adopt progressive and measurable strategies
that value, support and promote well-being to
encompass all stages of the working life;
Develop a risk detection and management
system to ensure operational readiness.

valued and is more efficient and productive. Teams
of mixed gender, age, ethnicity, physical ability, and
sexual orientation benefit from a variety of viewpoints and a range of experience, which improves
decision-making and problem-solving. The benefits
of a diverse workforce will not be realised by mere
numbers or representation though, rather diversity
must be managed to create an inclusive work
environment making the best use of talents inherent
in all those in the organisation. Diversity and
inclusion will determine the flexibility and adaptability of an organisation. It means developing a
workforce that is able to adapt and learn both within
the organisation and as part of a changing society.
This learning ability is the key to future proofing an
organisation.
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Organisations also need a clear and defined
well-being strategy with well-articulated aims and
measurable progress. This progressive strategy for
the future should encompass all stages of the
working life including retirement and must be
championed by organisational leaders to achieve a
culture of acceptance and understanding. To drive
such a culture, organisations must effectively
communicate their strategy to engage the entire
workforce – recognising and encouraging wellness
behaviors, removing blockages or processes that
hinder development, and providing quality data to
support decision making.

denouncing inequality, police violence, political
reform and COVID-19 restrictions. Society
demands a police service that is not only legitimate, but also responsive and accountable for social
change in both an adaptive and an involving way.
Within many police forces the demographics of
their workforce does not yet reflect the communities in which they serve. This can result in a lack of
understanding of the issues each community faces,
their heritage, culture and what’s important to
them. Recruiting people that come with this
knowledge and understanding is one way that
organisations can achieve this link and work well
with communities. Police organisations therefore
need to consider how to make a career in policing
attractive to all members of the community and
ensure that there is no disproportionality in
recruitment and promotion processes. The challenge is not only to bring diverse recruits into the
police service, but to then give them clear role
models, career pathways, encouragement and
support, to ensure they thrive in a healthy and
inclusive workplace.

Technology

IALG recommendations on Technology
Police organisations should:
Focus on hiring and retaining a workforce
with technological and digital skills and
adaptive capacity;
Augment their workforce to ensure pace and
agility in a rapidly evolving environment;
Introduce just-in-time, innovative and targeted
training to ensure an adaptive and digitally
upskilled workforce;
Cultivate a blend of soft and digital skills
meeting ethical, social and business demands.

Pearls in Policing - Leading Transformation: Creating the Police Workforce of the Future
Speed dating session
The 2021 Pearls session focused on the role of
police leaders in transforming their organisations
in order to become future proof. The speed date
sessions gave the Pearls delegates the opportunity
to learn more about each other’s professional and
personal dilemma’s. They shared their biggest
future challenges, best practices and hey considered options for future cooperation.

Conclusions and Way Forward Insights and Shared Perspectives
The perspectives shared during the speed dates
once again emphazised the importance of
strengthening the existing international cooperation between police forces. Police forces face more
or less the same challenges and should therefore
share experiences and best practices in order to be
more successful together.

The most marked themes were:
Exchanging best practices on recruitment,
retaining officers, talent management
Information sharing on healthcare programs
and strategies
Challenges related to digitalization and data
protection
Shifting the policing paradigm from responding
to prevention
Intelligence led policing
Diversity and inclusion
Violence against women and children
Role of policing in systemic issues e.g. mental
health issues, homelessness
Challenges related to disinformation and lack
of trust in institutions
Transnational organized crime
Cyber crime

Pearls in Policing 2022
The 15th Pearls in Policing Conference will be
held in Bern, Switzerland in June 2022. The
Theme of the Conference will be “Change as the
New Normal: Policing Diverse and Complex
Societies’, with a focus on the challenges in
connection to the infiltration of organised crime
like the mafia into legal, economic and social
structures”.
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There are significant challenges to recruiting,
training, and retaining employees with necessary
technical and digital skills. Specialist digital and
data skills will be scarce within the labour market
and therefore law enforcement will need to

Technology also allows police organisations to tap
into a large amount of information. Ethical
practices relating to the collection, management
and use of data are now a critical consideration for
law enforcement organisations. International
privacy policies and legislation will further
develop with increasing debate and challenge

around data anonymity and human rights. It will be
increasingly important for the legitimacy of all
organisations to pay attention to privacy and ethics
as technology continues to enable greater progress.
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Technological drivers are fundamentally changing
the skills required of a modern and progressive law
enforcement workforce. Advanced automation
ensures that traditional forms of work will change
or disappear, and the speed at which this will
happen is exponential. Generalists and specialists
at all levels of police organisations will need the
core skills to operate in an increasingly digital
world. Digital crime is on the rise and the intermingling of new and older crime is increasing,
making it necessary to invest heavily in staff
development and new technology.

consider how to retain those with specialist skills
or the potential to develop them and how to form
collaborative or commercial relationships to buy
skills into their organisation. Traditional training
courses are unlikely to suffice in either quantity or
timeliness. Pace and agility is key to upskilling the
workforce as the landscape evolves. Technological
innovation including artificial intelligence and
virtual reality provides the opportunity to transform learning, enabling far more personalised
experiences and rapid upskilling.

Participants and Contributors Pearls in Policing 2021, The Netherlands
Host of the Conference
Mr. Henk van Essen and Mr. Hans Leijtens,
Pearls Curatorium, the Netherlands.
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Mr. Chang-Yong Kim, Commissioner General,
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Mr Jean-Philippe Lecouffe, Deputy Executive
Director Operations, Europol
Mr. Hans Leijtens, Commander, Royal Netherlands Marechaussee, The Netherlands

Mr. Marc De Mesmaeker, General Commissioner,
Belgian Federal Police, Belgium

Mr. Anders McDonald Sookermany, Associate
Professor, Norwegian Police University College,
Norway

Mr. Paul van Musscher, Chief Constable The
Hague Unit, The Netherlands Police, The Netherlands
Anne–Marie Nainda, Major General, Namibian
Police Force, Namibia
Mr. Felix Namuhoranye, Deputy Inspector
General, Rwanda National Police, Rwanda
Mr. Mitsuhiro O’Hara, Director General for
International Affairs, National Police Agency,
Japan
Mr. Brett Pointing, Deputy Commissioner,
Australian Federal Police, Australia
Mr. James Ramer, Chief of Police, Toronto Police
Service, Canada
Mr. Jerry See, Deputy Commissioner, Singapore
Police Force, Republic of Singapore

Mr. Grant Stevens, Commissioner, South Australian Police, Australia
Mr. Jürgen Stock, Secretary General, Interpol
Mr. Benjamin Tucker, First Deputy Commissioner, New York Police Department, United States of
America
Ms. Nicoletta della Valle, Director, Federal Office
of Police, Switzerland
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Pearls Participants
Ms. Gina Antonacci, Senior Vice-President,
Academic, Humber College, Canada

Ms. Brenda Lucki, Commissioner, Royal Canadian Mounted Police, Canada

APPENDIX A: IALG Assignment 2021-2022

Conference report writers
Ms Els Brands, Adviser, Royal Netherlands
Marechaussee

How to immunise against organised crime: How can society, economy and state institutions be immunised against infiltration by organised crime?

Ms Gina Antonacci, Phd., Senior Vice President,
Academic Humber Institute of Technology &
Advanced Learning, Canada
Conference Coordination
Ms Marcia Varenkamp, Program Coordinator
Pearls in Policing, Netherlands Police
Ms Monique Heijkamp, Logistic Coordinator
Pearls in Policing, Netherlands Police

Ms Els Brands, Adviser, Royal Netherlands
Marechaussee

Far longer than Covid-19, we have known another
virus: organised crime. Without appropriate
countermeasures, it spreads rapidly, sometimes
unnoticeably, it constantly develops new variants
to establish itself in our everyday lives, and it takes
no notice of national boundaries. As with a virus,
when ‘treating’ crime we need to first understand
its root causes. We know there are many factors
ranging from cultural, political to socio-economical which individually and collectively create and
breed crime. Organised crime can only be fought
with prevention, cooperation and repression
measures and here, the police is a key player.
In this assignment, we ask how society, economy
and institutions can better detect, prevent and
prosecute the infiltration of organized crime and its
concomitants – corruption and money laundering
– in domestic and international legal structures and
what role the police should play.
How can organised crime activities be uncovered and the crimes be prosecuted?
The pandemic has shown how agile and flexible
criminal organizations act and influence social and

economic life as well their willingness to exploit
weaknesses identified in any part of the globe.
Combating these practices is a major concern and
challenge for the coming years worldwide. In order
to make the invisible visible we need to raise
public awareness about these activities and work
with all actors in society to build resilience to these
crimes. Central to this is creating the right legal,
social and economic structures to both educate
society and respond effectively to crime while
ensuring the healthy functioning of markets and
competition. Fairness, transparency and efficiency
are key to building trust in public authorities. The
infiltration of legal structures by organised crime
has to be detected and understood to address it
effectively. Intelligence Led Policing also provides
important insights in this field. Gathering analysis,
making use of modern technologies, developing
good practices at national and international level
and monitoring key markers such as the ratio
between reporting and investigation assist this
effort. International cooperation is also key to
supporting national efforts by supplementing
national resources and enhancing expertise
creating a multiplier effect.

The role of the police in strengthening the
resilience of society, the economy and institutions
against the infiltration of organised crime.
Many police organisations have made the fight
against organised crime a priority. In addition to
repression and cooperation, prevention plays a
crucial role – namely strengthening the resilience of
the population, companies and institutions against
issues like corruption and money laundering caused
by the infiltration of criminal organizations.
Organised crime is becoming more digitalised
which creates additional challenges such as encryption and managing data protection. These issues
demand a form of policing that is defined by its
ability to change and be progressive. Police forces
will need to be more flexible and agile as organized
crime to maintain a strong link with their communities. They will also need to foster public-private
partnerships to exchange information and cooperate
effectively. Police forces need to continue to engage
and raise awareness, and perhaps most important,
they must evolve with the society and broadly
involve and sensitise other partners. Increasingly,
these partners will be found overseas as the barriers
to international commerce continue to fall away.
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Ms Sandra Wijkhuijs, Head of the IALG
Programme Management Team, Netherlands
Police

Introduction
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Conference Director
Ms. Lisette Heerze, the Netherlands Police

Traditionally national concepts such as currencies
will continue to be challenged by emerging forms
of payment, and the movement of people, goods
and capital will cross borders with increased
acceleration.

Assignment:

How can the resilience of the population,
companies and institution be strengthen?
What could be possible responses or adaptation
strategies of criminals to such resilience
campaigns?
How are companies and national and international institutions infiltrated by organised
crime?

What are the difficulties in implementing
technological and strategic solutions to prevent
the infiltration of organised crime into legal
economic structures?

How can we foster public-private cooperation,
particularly through the exchange of information and in the area of technology (AI, R&D),
while safeguarding the different aims of the two
actors?

How can the police counter infiltration of
organised crime and corruption within their own
ranks?

Are there limitations in partnering with nonpolice partners (e.g. universities, NGOs)?

To what extent and under which conditions do
we need to collaborate with others in our
national and international ecosystem? Specifically, how can we as police:
• Build and maintain sufficient trust between
police forces, international information
management hubs and cooperation platforms
to avoid safe-havens for organised crime?
• Build relationships with other governmental
and non-governmental partners in our
ecosystems?
• Identify common priorities for effective
collective action?
• Ensure that resources are obtained and
deployed to avoid countries, or regions,
being left behind in the fight, and therefore,
face greater exposure to the threat of
infiltration?
• ensure international police cooperation in a
world where a new balance among regional
entities may trigger tensions and lack of
trust?

How can we develop a “follow the money”
approach to globalised online financial markets,
which offer cryptocurrencies and immaterial
safe havens?
Are laws against organised crime a possibility
to address the infiltration of legal economy (e.g.
anti-mafia law in Italy)? How should such a law
be designed?
What behavioural changes are necessary to
strengthen resilience in the population? Can this
be reached through a communication strategy?
What should such a strategy look like?
How will changes in the make-up and organisational design of policing impact how we assess
risk and build resilience? What new opportunities for organised crime infiltration will arise?
How organised crime exploits and adapts to
cybercrime, which is moving crime to the
digital environment where IT is at least as

relevant as the human factor, and where
encryption or data protection add to traditional
limitations?

Format:
By tradition, the IALG assignment is always a
complex one that tackles a wicked problem. The
exercise is designed to encourage systems and
future-oriented thinking. The IALG outputs should
be grounded in:
Thinking creatively: The IALG is encouraged
to be bold and look for ideas and solutions
outside the everyday. Unconventional, creative,
and future-orientated thinking is an essential
part of this assignment.
Providing practical advice and tangible
strategies or practices: Although this assignment encourages the IALG to ‘think big’, the
ultimate outputs should be clear and tangible.
What deliverables can a police leader take home
and immediately identify within their own
organization?
Finding what works: How are other large
organizations tackling the same problems that
the police will face in the near future?
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In addition to any other area you would like to
include, the following questions will guide you in
your learning journey:

In what ways can we collaborate with others in
our national and international ecosystem?
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Identify and analyse the range of challenges faced
by the police in each of the geographic regions
represented within the membership of your IALG.
Present your solutions in the form of evidencebased recommendations for local, national and
global police leadership. Solutions should consider
the inclusion of cross-sector representation and
collaborative approaches. Recommendations
should address the short-term, medium-term and
long-term and include both emerging and
evidence-based practices.

What technological and innovative approaches
could be of interest for preventing and combating organised crime?
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