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Purpose
This Guide builds on the Australia New Zealand Police Integrity Principles, 
which articulate organisational commitments to promoting professional 
practice that is respectful, honest, ethical, fair, and transparent. The following 
key principles seek to inform jurisdictional values-based integrity frameworks 
and standards of practice:
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Accountability & 
Transparency
Police organisations 
should be individually and 
collectively responsible 
for their decisions, actions 
and behaviours.

Culture & Respect
Police organisations 
should foster a safe and 
respectful environment 
for all their employees and 
the community they serve.

Leadership & Learning
Police organisations and 
their employees should 
model ethical leadership 
practices that foster trust 
and professionalism.

Building on these key principles, this Guide 
provides practical guidance for police 
employees in their individual capacity, 
demonstrating the role of personal conduct 
in supporting organisational integrity and 
sustaining public confidence.

For the purposes of this Guide, the term ‘police 
employee/s’ refers to anyone who is employed 
or engaged by an Australian or New Zealand 
policing agency regardless of the position or 
rank held. 

This encompasses both sworn and civilian staff 
(i.e. police officers, protective service officers, 
or liaison officers).

This Guide is not intended to supersede 
jurisdictional requirements such as legislation, 
codes of conduct, or organisational policies 
and procedures. Rather, it is designed to 
be complementary by outlining shared 
expectations and responsibilities that support 
a consistent and professional policing identity 
across Australia and New Zealand.

https://www.anzpaa.org.au/products/products/australia-new-zealand-police-integrity-principles
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Expectations of Police Employees

Policing operates at the intersection of law, society, and individual liberty, 
as police are entrusted with legal powers and authority to maintain order, 
enforce the law, and prevent crime. This responsibility carries the potential for 
decisions to have real and lasting impacts on individuals and communities.

Ethical judgment is therefore central to professional practice, as every 
decision a police employee makes shapes how policing is perceived and 
experienced by the public. Accordingly, the conduct of police employees 
– both on and off duty – can either strengthen or undermine public trust, 
legitimacy, and confidence in the institution as a whole. 

Ethical conduct is also closely linked to strong operational outcomes, in that 
perceptions of legitimacy increase compliance and cooperation – contributing 
to more effective and sustainable policing outcomes.

Individual integrity reinforces the social licence that enables policing to 
function effectively, reflecting the enduring relevance of the Peelian Principle:

To recognise always that the power of the police to fulfil their 
functions and duties is dependent on public approval of their 
existence, actions and behaviour.

By demonstrating ethical and professional conduct, police employees uphold 
policing by consent and sustain the trust, cooperation and respect of the 
communities they serve.



Australia and New Zealand Guide for the 
Ethical and Professional Conduct of Police3  |

A Shared Professional Identity
Policing is more than the application of laws and procedures alone; it is a 
profession grounded in shared values that guide behaviours, decisions and 
communication.
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	→ This Guide conceptualises Ethical as the why – the shared values that guide employees 
to do what is right, not simply because it is required, but because it aligns with the public’s 
expectations of policing.

	→ Professional subsequently reflects the how – the tangible conduct expectations through which 
these ethical intentions are applied/embodied in everyday practice.

Together, ethical and professional conduct form the basis for consistent sound judgement and 
conduct that supports organisational integrity and reinforces public trust.
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Shared Values

Integrity Compassion

ServiceResponsibility

Respect

Courage

While this Guide cannot cover every situation 
or moral dilemma a police employee may 
encounter, it outlines minimum behavioural 
expectations defining principled policing in an 
Australian and New Zealand context. When 
considered alongside jurisdictional codes of 
conduct, policies, and procedures, it enables 
employees to exercise professional judgement 
while considering the broader reputational 
impact of their decisions.

It is expected, above all, that police employees 
comply with the law. In situations involving 
ethical ambiguity, this obligation should 
be the primary consideration guiding and 
informing their professional judgment. In such 
circumstances, a structured decision-making 
approach may assist in guiding the reasonable 
exercise of discretion.
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Translating Values to Professional 
Practice
This Guide recognises that the following values are interconnected and should 
be considered collectively, rather than in isolation, to guide conduct and 
decision-making.
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Integrity involves doing the right thing – even when it’s difficult or unseen. 

This means acting honestly, following the law, and aligning with organisational values both 
on and off duty. It is demonstrated through actions, decisions, and communication that 
are transparent, accountable, and consistent with community expectations and act reliably 
under varied operational conditions. Awareness of one’s own capabilities and limitations is 
essential to ensure the safety of themselves, their colleagues, and the community. 

Integrity

Example

Whilst travelling overseas, a police 
employee is made aware that certain 
substances, including cannabis, are 
legally available in the country visited.

Despite this, the employee chooses not 
to use cannabis, respecting local laws 
while upholding the professional and legal 
expectations of their home jurisdiction. 
This decision also ensures they remain fit 
for duty upon returning to work.

By refraining from use, they assist in 
reinforcing public trust by demonstrating 
that those entrusted with enforcing the law 
continue to uphold and respect it across a 
range of contexts. Their decision reflects 
an understanding that conduct, even 
outside operational duties, can impact the 
credibility and reputation of their policing 
agency.

Demonstrating integrity means police 
employees are expected to:

	→ Comply with the law at all times, both on 
and off duty – recognising that unlawful 
or criminal conduct is incompatible with 
professional responsibilities and may 
damage the reputation of a policing 
agency.

	→ Promptly report or disclose to an 
appropriate person where an individual is, 
or may become, unfit or impaired for duty, 
utilising a safety-first mindset to guide all 
such decisions.

	— This includes considering the impact of 
prescribed substances1 and discussing 
with an appropriate superior as required.

	→ Maintain impartiality, by ensuring decisions 
and application of the law are fair and 
consistent. Personal opinions, relationships, 
or external pressures should not influence 
outcomes. This includes:

	— ensuring complete political neutrality in 
the course of duties.

Conflicts of Interest
	→ Identify, declare, and appropriately manage 

actual, potential, or perceived conflicts of 
interest. This involves: 

	— considering conflicts that may arise 
from personal and/or business 
associations or advocacy

1. Prescribed substances may include, but are not limited to, stimulant or amphetamine-based medications (e.g. Ritalin or Adderall), psychoactive medications (e.g. 
medicinal cannabis), and sedatives and anxiolytics (e.g. benzodiazepines).



Australia and New Zealand Guide for the 
Ethical and Professional Conduct of Police7  |

Example

A police employee is offered a gift by a 
contractor following the completion of a 
service engagement. 

The employee recognises that accepting 
the gift could create a perceived conflict 
of interest (i.e. create actual or perceived 
bias, and potentially compromise 
impartial decision-making regarding 
future engagements). The employee 
declines the offer and proceeds to 
formally record the incident through the 
organisation’s gifts and benefits register 
– in accordance with jurisdictional policy.

Guided by integrity, the police employee 
has acted in a way that maintains 
transparency and sustained public 
confidence in the impartiality and 
professionalism of the police service.

	— seeking approval for any secondary 
employment declaring matters including 
family, friends or other associates.

	— declaring matters including family, 
friends or other associates. 

	→ Seek guidance when unsure about conflicts 
of interest and cooperate with management 
to create and document a risk mitigation 
plan.

	→ Do not solicit or accept gifts, gratuities, 
or hospitality that could compromise 
impartiality, in line with jurisdictional/
organisational policies.

Authority
	→ Recognise the inherent power imbalance 

between police and members of the public. 
This means:

	— employees should only act within the 
authority given to them, in legislation 
(statutory authority) and by their agency 
through their position accountabilities 
and organisational policies, to achieve 
desired operational policing objectives.

	— employees should not use one’s 
position to pursue a sexual or 
emotional relationship with individuals 
encountered in the course of their 
duties, beyond what a reasonable 
person would consider appropriate.

	→ Support vulnerable people appropriately, 
whilst maintaining professional boundaries.

Honesty
	→ Only use police identification and 

equipment for authorised policing 
purposes.

	→ Be honest, open, and transparent in 
dealings with the public and colleagues, 
while ensuring any disclosures comply/
account for legislation regarding privacy, 
data protection, and national security.

	— To meet legitimate policing objectives, 
the use of covert methods may at times 
be required. Such methods should 
be appropriately authorised, and any 
deployment should be proportionate, 
necessary and accountable.

	→ Honour commitments by following through 
on obligations and communicating clearly 
where circumstances change or impede 
delivery.

	→ Acknowledge the importance of 
accountability mechanisms (i.e. 
investigations, inquiries, and formal 
proceedings). This involves:

	— cooperating fully with investigations and 
inquiries, where required.
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Respect involves recognising the inherent dignity and rights of every person 
and valuing the diversity of perspectives and experiences they bring. 

It is demonstrated through actions, decisions, and communication that are inclusive, 
impartial and promote equitable treatment - ensuring colleagues and community members 
alike are treated with courtesy, fairness, and understanding.

Respect

Example

A staff member is assisting a young woman at a police station in relation to suspected 
family violence. She is accompanied by her grandmother who speaks first about 
ongoing concerns. The woman appears tentative, avoids eye contact, and does not 
initially respond when directly addressed.

Rather than misinterpreting hesitation as a lack of cooperation or coercion, the staff member 
considers that it may reflect cultural communication norms. They also recognise that 
the grandmother’s presence reflects important kinship roles (i.e. providing guidance and 
speaking for family matters).

The staff member allows the grandmother to provide initial context, recognising her role in 
helping establish trust. However, when the grandmother continues to answer on the young 
woman’s behalf, the staff member gently redirects the conversation back to her and ensures 
she is given space to respond. When appropriate, the staff member also offers a brief private 
discussion and provides choice about how she wishes to proceed.

By adjusting their communication style, the staff member made reasonable adjustments to 
support inclusion and balance cultural safety with legal obligations, thereby supporting the 
young woman to provide a statement directly.

Demonstrating respect means police 
employees are expected to:

	→ Understand the legal frameworks governing 
human rights and actively consider these 
rights when making decisions.

	→ Act equitably and justly, which involves 
applying laws and policies without bias.

	→ Consider personal biases (i.e. views, values 
or beliefs) when exercising discretion and 
actively mitigate their influence on decisions 
and interactions. 

Respectful Engagement
	→ Engage with the public and colleagues 

(including digital interactions) respectfully, 
ensuring interactions are free from 
discrimination, harassment, or bullying. This 
involves:

	— using appropriate language and 
behaviour in our dealings with the public 
and our colleagues.

2. Refer to the ANZPAA Religious and Spiritual Diversity Guide for Operational Police | ANZPAA Website

https://www.anzpaa.org.au/resources/publications/religious-and-spiritual-diversity-guide-for-operational-police
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Cultural Safety3

	→ Recognise the histories and ongoing 
contributions of Aboriginal and Torres Strait 
Islander peoples and Māori across Australia 
and New Zealand, and be able to effectively 
demonstrate responsiveness and respect in 
interactions with these communities.

	→ Acknowledge the cultural diversity of 
Australian and New Zealand communities 
and reflecting this understanding in any 
engagement with others / demonstrate 
cultural awareness in our professional 
interactions.

	→ Identify and report when systems, policies, 
or processes may lead to unfair or 
inequitable outcomes.

3. Refer to the Australia New Zealand Police Anti-Racism and Cultural Diversity Principles | ANZPAA Website.

https://www.anzpaa.org.au/ArticleDocuments/291/Australia%20New%20Zealand%20Police%20Anti-racism%20and%20Cultural%20Diversity%20Principles%20-%202025%20-%20Final.pdf.aspx
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Compassion involves responding to people with understanding – balancing 
enforcement with care and proportionality. 

Building on respect (the standard of treatment owed to all individuals), compassion involves 
recognising people’s needs, experiences, and vulnerabilities and responding appropriately 
and considerately. It is reflected through actions, decisions, and communications that 
engage colleagues and community members with sensitivity, supporting wellbeing and 
positive working relationships.

Compassion

Demonstrating compassion means police 
employees are expected to:

	→ Understand that every interaction with the 
public can shape the trust and confidence in 
policing at both an individual and community 
level, with potential impacts extending 
locally and across jurisdictions.

	→ Build and maintain positive relationships 
with the community and our colleagues, 
which enhance trust, cooperation and 
collaboration.

	→ Consider the circumstances and 
demonstrated needs of all people within the 
community and throughout the organisation, 
exercising discretion to provide appropriate 
care and adopt flexible approaches where 
possible.

Example

A police officer is required to arrest an individual who has self-identified as transgender. 

The officer acknowledges the individual’s specific needs, the officer made reasonable 
adjustments to ensure they were safe and treated with dignity throughout the process. This 
involved contacting the appropriate liaison officer, arranging processing in a private setting, 
and addressing the individual by their affirmed gender. The officer exercised discretion, 
conducting the process in accordance with jurisdictional policies and procedures, while 
actively safeguarding the rights and wellbeing of the person in their custody– reinforcing that 
all individuals are entitled to courteous, respectful, and inclusive interactions with police.

Safe and Supportive Workplace4

	→ Consider their own health and wellbeing 
(both mental and physical) and that of their 
colleagues.

	→ Contribute to a safe and supportive work 
environment that enables colleagues to 
seek advice or support from peers and/or 
managers regarding welfare concerns.

	→ Identify psychosocial risks and hazards 
across the organisation and report them, in 
accordance with jurisdictional legislation, 
policies and processes.

4. Refer to the Australia New Zealand Principles for Mental Health and Wellbeing in Policing | ANZPAA Website

https://www.anzpaa.org.au/products/products/mental-health-and-wellbeing-principles
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Responsibility involves taking ownership of duties and outcomes, ensuring 
they are performed with competence, care, and sound judgement.

It is demonstrated through action, decisions, and communications that are considered, 
reliable, and compliant with jurisdictional legislation, policies and procedures. It also involves 
a commitment to improving personal performance, supporting the development of peers, and 
contributing to organisational effectiveness and integrity.

Responsibility

Demonstrating responsibility means police 
employees are expected to:

	→ Lead by example and actively model 
the professional and ethical behaviours 
expected in their role.

	→ Act with due care and diligence in the course 
of duties.

	→ Take accountability for their actions.

Fitness for Duty
	→ Ensure fitness for duty is not compromised. 

This includes:

	— not using illicit substances or misusing 
other substances (i.e. ‘legal highs5’)

	— avoiding any actions that could 
compromise the validation of licences 
and authorisations required for your role 
(e.g. firearms or driving licences).

	→ Promptly report or disclose, to the 
appropriate person, if they believe they are 
(or circumstances may render them) unfit or 
impaired for duty6.

	→ Recognise that the use of illicit drugs not 
only compromises individual fitness for 
duty, but also may expose the organisation 
to insider threat risks, such as impaired 
judgement, coercion, and unauthorised 
disclosure of sensitive information.

Stewardship
	→ Above all, understand that viewing and 

handling police information and public 
resources is a privilege, and any misuse, 
regardless of intent, risks undermining 
community trust and confidence in policing.

Example

Amid an active, high-profile investigation 
receiving significant media coverage, 
a police employee was participating in 
an informal group chat with colleagues. 
Some peers, aware of the employee’s 
involvement, began asking for details of 
the case.

Recognising that sharing operational 
information – particularly through informal 
channels – could undermine confidentiality 
and compromise the investigation, the 
employee declined to provide information 
and avoided engaging in speculation or 
commentary. 

They reminded their colleagues that such 
information should only be discussed 
through authorised channels and 
encouraged them to refer any queries to 
relevant supervisors or official briefings. 

Not only did the officer safeguard 
sensitive police information, but they also 
demonstrated to colleagues and the public 
that they act with integrity and adhere to 
jurisdictional policies and procedures, even 
within informal, peer-peer contexts.

5. A colloquial term used by the U.K. College of Policing to describe substances 
that produce psychoactive effects similar to illicit drugs but are not formally 
classified as illegal.
6. It is acknowledged that employees may be unfit for duty due to legitimate health 
or related reasons. In such circumstances, employers may provide reasonable 
adjustments, where appropriate and consistent with operational requirements.

https://www.college.police.uk/ethics/code-of-ethics/guidance
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	→  Understand that in an increasingly data-
driven environment, police employees are 
accountable for how police information it is 
accessed, recorded, used and shared. This 
involves:

	— accessing information only where 
it is lawful and necessary for the 
performance of duties

	— not accessing information off-duty 
without a legitimate reason

	— only sharing or disclosing information 
when authorised, and only with those 
directly involved in the matter; never with 
friends or family

	— recording all information accurately and 
in line with organisational requirements.

	→ Ensure the accuracy, completeness, and 
quality of data entered into police systems. 
This includes:

	— recording actions and decisions, 
such as use-of-force incidents, in a 
transparent and accountable manner 
to meet organisational and oversight 
requirements.

	→ Use technology lawfully and responsibly, 
in line with jurisdictional / organisational 
policies and in ways that support policing 
objectives. This includes:

	— the use of artificial intelligence (AI)7, 
ensuring its application is guided by 
principles and considerations that 
underpin the responsible and ethical use 
of AI in policing.

	→ Refrain from making statements on behalf 
of the organisation without authorisation or 
statements that could be perceived as such 
on personal social media accounts.

	→ Manage and use publicly owned resources 
appropriately. This includes:

	— using assets safely, effectively and 
efficiently for their authorised purpose

	— ensuring the proper handling, security, 
and management of exhibits and any 
found or seized property encountered in 
the course of duties.

Use of Force
	→ Understand their duty of care obligations 

when exercising force. This includes:

	— only using force that is reasonably 
necessary and proportionate for the safe 
and effective execution of duties8

	— where possible, deploy the use of 
effective communication, conflict 
resolution and de-escalation as an 
alternative to the use of force.

	— accurately reporting and documenting 
any use of force in a timely manner, 
including the circumstances, rationale, 
and amount of force applied, in 
accordance with legal and organisational 
requirements.

Competence
	→ Take ownership for their performance and 

professional development. This involves:

	— maintaining up-to-date knowledge of 
legislation, policies, procedures and 
apply them appropriately

	— recognising the limits of their expertise 
and seeking guidance or referring 
matters as required

	— learning from own actions, responses 
and decisions by not persisting with 
unsafe or ineffective methods

	— engaging with self-reflective practices 
and actively seeking constructive 
feedback.

7. Refer to the Australia New Zealand Responsible and Ethical Artificial Intelligence Framework | ANZPAA Website
8. Refer to the Australia New Zealand Use-of-Force Principles | ANZPAA Website

https://www.anzpaa.org.au/products/products/australia-new-zealand-responsible-and-ethical-artificial-intelligence-framework
https://www.anzpaa.org.au/products/products/australia-new-zealand-use-of-force-principles
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Service reflects a commitment to the wellbeing, safety, and interests of the 
community, placing these considerations at the centre of every decision and 
action.

It is demonstrated through actions, decisions, and communication that prioritise the public 
good and strengthen police-community relationships. It also involves working effectively 
with colleagues, partner agencies, and the wider public service to coordinate efforts and 
deliver outcomes that benefit the community.

Service

Demonstrating service means police 
employees are expected to:

	→ Take pride in providing a quality service to 
the public, recognising that failures in duty 
can have serious and lasting consequences.

	→ Respond promptly to community needs and 
concerns, and treat requests for assistance 
seriously.

	→ Actively collaborate with colleagues, 
agencies, and the broader public service to 
achieve outcomes that support community 
safety.

	→ Prioritise safety and empower individuals 
through clear communication, supporting 
informed choice, and sensitivity to lived 
experience.

Example

A victim-survivor of domestic abuse 
contacted the police to report coercive 
control and potential breaches of 
protection orders, including allegations 
that a perpetrator had installed a tracking 
device on their children’s watch.

The officer acknowledges both the 
seriousness of the situation and the 
strength it often takes for victim-survivors 
to disclose, the attending officer prioritised 
the survivor’s safety and wellbeing – 
providing a supportive environment and 
ensuring concerns were documented. A 
specialist officer was assigned, breaches 
were investigated, and referrals to 
appropriate support services were made, 
with the survivor kept informed throughout.

By ensuring the complainant felt heard and 
supported, the police employee’s actions 
strengthened trust and public confidence 
in police responsiveness and capability 
– encouraging victims and community 
members to engage with police when 
needed.
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Courage involves taking action and making decisions that align with 
professional and organisational values in the face of uncertainty, pressure, or 
challenge.

It is demonstrated through actions, decisions, and communication that shows resolve, the 
willingness to challenge inappropriate conduct, and a commitment to doing what is right for 
the community, colleagues, and the organisation.

Courage

Demonstrating courage means police 
employees are expected to:

	→ Understand their positive obligation 
to challenge or report behaviour that 
is unprofessional, recognising that 
unchallenged misconduct undermines 
the integrity of both the organisation and 
colleagues.

	→ Identify and respond effectively to conduct 
that may compromise professional integrity 
or community trust, including racist and 
discriminatory behaviour. This includes:

	— engaging in honest, open, and timely 
conversations with peers

	— reporting concerns where direct 
questioning or challenge is not 
appropriate or possible.

	→ Demonstrate resilience and decisiveness 
in difficult, complex, and potentially volatile 
situations.This includes:

	— actively identify hazards and take 
appropriate action, not deviating 
from established procedures to avoid 
confrontation or criticism.

	— making informed, deliberate decisions 
through drawing on available information, 
training, policy, and situational 
awareness.

	→ Continuously assess situations to ensure 
actions remain proportionate and lawful.

	→ Willingly innovate, by seeking adaptive and 
effective solutions to complex and evolving 
policing challenges.

Example

A police employee becomes aware of a 
station supervisor engaging in repeated 
inappropriate behaviour towards female 
colleagues. While the behaviour is known 
within the team, it has not been formally 
addressed, and some peers appear 
reluctant to challenge it.

The employee recognises that this 
behaviour breached professional standards 
and organisational values – by undermining 
a safe and supportive work environment – 
the employee formally reported the matter 
through appropriate channels, despite 
potential social and professional risks (i.e. 
backlash from colleagues). As a result, the 
matter was investigated, the inappropriate 
conduct was addressed accordingly and 
affected employees were provided with 
appropriate support.

By taking action, the police employee 
reinforced a culture of accountability and 
respect, supporting leadership to actively 
address conduct that falls short.
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Structured Approach to Decision-
Making
It is important to acknowledge that making decisions in uncertain and 
dynamic environments is a fundamental aspect of policing.
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While the potential for scrutiny – through courts, oversight bodies, or public commentary – is 
ever present, it should not prevent police employees from making timely, lawful, and necessary 
decisions in the public interest.

However, decisions should be informed by professional judgment, experience, training, and 
situational awareness, and supported by a clear rationale. In this context, applying a structured 
approach to decision-making helps ensure consistency, transparency, and accountability in how 
decisions are made.
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Principled 
decision-
making9 

generally 
involves:

9. This approach draws on established ethical 
decision-making frameworks, including the Australian 
Public Service REFLECT model - which outlines the 
following steps: Recognising a potential issue, finding 
relevant information, pausing to consult, evaluating 
options, deciding on a course of action, and reflecting 
on the outcome.

<

<

Identify a Problem

when action is required, 
including situations 
involving risk, uncertainty, 
or competing values.

1

<

Gather & (Re)assess

from available sources 
and considering 
stakeholder 
perspectives.  

Continuously update 
your understanding 
as new information 
emerges.

2

<
Consult & Consider

legal powers and 
responsibilities;  
relevant legislation, 
policies and 
procedures; 
organisational and 
professional values; 
expected standards of 
conduct.

These considerations 
are used to inform 
and identify available 
courses of action 
and contingencies, 
assess risks and 
consequences.

3

<
Decide & Implement

the most appropriate 
response, recording 
actions as required.

4

Review & Reflect

the most appropriate 
response, recording 
actions as required.

4

https://www.apsc.gov.au/working-aps/integrity/integrity-resources/REFLECT
https://www.apsc.gov.au/working-aps/integrity/integrity-resources/REFLECT
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10 ‘SELF Test’ originally produced by the Ethical Standards Command, Queensland Police Service.

Scrutiny
Consider if – and how – a decision and the rationale/justification will 
withstand examination by the community, courts, the media, the agency, 
external oversight bodies.

SELF Test10

S

E

L

F

Ethical
Consider whether a decision aligns with organisational values and 
conduct expectations, and upholds professionalism, integrity, and public 
trust.

Lawful
Ensure the decision complies with legislation, regulations, and 
organisational policies, practices, and procedures. Additionally, ensure 
it upholds human rights, protecting the rights and freedoms of all 
individuals.

Fair
Determine whether the decision appropriately considers the impact on 
all parties involved. Consider whether it is impartial, consistent (applied 
uniformly in similar situations), and supports equitable service delivery 
and just outcomes.

https://www.police.qld.gov.au/sites/default/files/2025-06/Standard-of-Professional-PracticeA.docx
https://www.police.govt.nz/about-us/publication/tenr-operational-threat-assessment-police-manual-chapter
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11 Refer to TENR: Operational threat assessment | New Zealand Police.

TENR Principles11

Threat  
Consider:

	Ì Intent – What is occurring, and how immediate or serious 
is the threat?

	Ì Capability – What ability, resources, or factors exist to 
enable harm or escalation?

	Ì Opportunity – Will the conditions (e.g. means and 
proximity) allow the situation to develop or escalate now?

	Ì Environment – What risks does the setting present (e.g. 
location, people, hazards)?

Assess the 
seriousness of 

the situation and 
the actual or 

potential risk it 
presents.

Exposure  
Consider:

	Ì Safety – What risk of harm exists to police or others, and 
are the resources, skills, and actions sufficient to manage 
it?

	Ì Security – Could an operation be compromised (e.g. 
communications, equipment, containment)?

	Ì Reputation – Could actions or outcomes undermine 
public trust or confidence in police?

Assess exposure 
by considering 
risks to safety, 

operational 
security, 

and public 
confidence, and 

how these can 
be mitigated. 

Necessity  
Consider:

	Ì Timeliness/Urgency – Is immediate action required, or 
can the response be delayed?

	Ì Proportionality – Is the response appropriate to the threat 
and exposure?

	Ì Capability – Are the right skills, authority, and resources 
available to act safely and effectively?

	Ì Alternatives – Are there options to de-escalate or manage 
the situation without immediate intervention?

	Ì Consequences – What are the risks of acting now versus 
delaying or not acting?

Decide whether 
to act now, delay 

action, or not 
act – based on 

the seriousness 
of the situation 

and the risks 
involved.

Response  
Consider:

	Ì Consultation – Where practicable, discussing your 
intended response with a supervisor.

	Ì Adaptability – Continuously reassessing and adjusting 
your response as the situation evolves.

Plan and 
implement 
a response 

that is timely, 
proportionate, 

and appropriate 
to the situation. 

https://www.police.govt.nz/about-us/publication/tenr-operational-threat-assessment-police-manual-chapter
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