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1. Introduction

1.1 The purpose of this report is to propose changes to service delivery that will drive the Personnel Department to achieve their vision and key aims.

1.2 The vision and key aims are a shared commitment between the Service, Force Command and the Police Authority that are seen as fundamental to ensure that the the department will perform to the very highest standards, as demanded by the customers it serves. 
1.3 The Best Value review identified gaps between the existing service and one that was required in order to achieve the vision and key aims. The department is committed to constructing action plans to address these gaps. In this way the changes in service delivery will produce relevant outcomes that ultimately ensure the service achieves its said visions and aims. 
1.4 The review has identified suite of possible measures that can be used to assess the effect of this review upon the service provided.

1.5 Further to the review work the Department has committed itself to a set of principles which will be embedded into all future service delivery. The ‘Personnel Futures’ commitment will ensure that the service has customer focus at the heart of all it does. It also ensures that performance management is a priority in the service which in future, will provide robust quality assurance and allow for evaluation of all future initiatives including those arising from the Best Value review.     

2. Established Information

2.1    What is covered by the review (scope)

2.1.1 Specific services within the scope of the review are:

· The provision of personnel support and advice to area commands and departments

· Resourcing processes within the force, including recruitment, the management of attendance, staff deployment, promotion and pay & pensions

· The retention of staff in the workplace

· The training and development of staff, including training needs identification and succession planning

· Health, safety and welfare, including how we manage risks in the workplace and the provision of health and welfare services by the Occupational Health Unit

2.2    The service vision and key aim(s)

2.2.1 The human resource service directly supports the Force strategic                              
 priority to release the potential of our personnel through its        
 vision: 

· for a police service that is an attractive career option for people from all sections of society;

· that can recruit police officers, police staff and special constables of a high quality; 

· that can develop all staff to their potential to ensure excellence in the delivery of policing services; and
· that provides demanding and rewarding career structures for all police personnel; and ensure the highest quality of leadership and management.

2.2.2
It seeks to achieve its vision through attaining its key aims

highlighted in table 2.2.

	Business Area
	Key Aim

	Personnel Services


	To be a local, regional and national employer of choice by:

· Recruiting a high quality, diverse workforce in sufficient numbers at each grade or rank, able to be deployed flexibly and effectively;

· Retaining a competent, professional and diverse workforce; and

· Ensuring appropriate progression through the organisation.

· Identify and meet customer requirements

	Training and Development


	To train and develop our people so that we have a skilled, dynamic, effective and highly motivated workforce.



	Health, Safety and Welfare


	To be an exemplar for health, safety and welfare, with the lowest injury at work and sickness absence levels in the country.



	Race and Diversity


	To be recognized nationally as a leader in diversity issues.




Table 2.2

2.3
Where the current service provision fail to deliver the vision (gaps)

2.3.1 Table 2.3 highlights the gaps identified between the current  

           service provided and the vision.

	Business Area


	Gap

	Personnel Services - 

Resourcing


	· Requirement to market the organisation as a good career choice, highlighting what the force has to offer both potential and existing employees

· Requirement to market the services of Personnel Department across the force, including raising the awareness of the service provided by Personnel Department

· Examine methods to maximise the effectiveness of recruitment processes within the force e.g. bulk recruitment events

	Personnel Services - 

Retention


	· Review police staff terms and conditions in relation to external markets, specifically the use of career breaks, flexible working, homeworking and salary comparisons with external organisations and companies

· Fixed Term Contracts – examination of the resulting training and management problems often created when police staff on Fixed Term Contracts are successful in their application for permanent posts

· Funded Temporary Contract Posts – Internal processes in dealing with extensions or deletions of funded posts causes some management difficulties, the processes require review

	Personnel Services - 

Progression
	· Examination of career path development, including the use of high potential development schemes

· Integrated Competency framework  - the introduction of the framework in 2005 will assist in the development of well defined career pathways for police officers and police staff

	Training and Development


	· Requirement to ensure that adequate training is provided to permit the consistent application of human resource policies

· The force requires an appropriate, corporate police staff Induction Training package

· Requirement to identify future strategic ‘Skills Gaps’ and develop training programmes to aid improved succession planning and career path development to ensure the force improves its effectiveness

· Review the allocation methodology for education courses and in particular the arrangements for ‘Post Entry Education’ 

· Determine further training requirements in relation to Diversity issues



	Health, Safety & Welfare
	· Determine and solve the cause of the backlog of Health and Safety training

· Further explore occupational health services which may be suitable for possible outsourcing


Table 2.3

3.   Personnel Futures

3.1
  The Force will deliver the findings of the Best Value review 
through its key principles of service delivery set out in its 
commitment to ‘personnel futures’.  

3.2
There is a commitment to the ‘personnel futures’ agenda from the
highest level of the force. It is viewed as an important strategic
driver that will ensure an appropriate Human Resource service for
the future of Northumbria Police Force.

3.3 The Personnel Futures commitment is driven through three areas:

· Customer driven;

· Performance managed quality assurance; and

· Professionalised.

3.4
Each of these areas will ensure the principles for high quality future service delivery.

1. Customer Driven

· Personnel services will be customer driven. Customer requirements are grouped into four key categories:

· Personal requirements – individual members of the organisation/public;

· Role requirements – supervisors/managers;

· Organisational requirements – area commands and departments; and

· Strategic corporate requirements – force command/police authority.

· To be truly effective, Personnel Services will:

· Identify and articulate the requirements from each of its customer categories; then 

· Develop quality standards and delivery criteria around these service requirements.

· This will require: 


· Work to identify customer requirements and delivery expectations; and

· Re-modelling of roles, processes and procedures. 

2. Performance Managed Quality Assurance

· Personnel Services Department will reposition itself to demonstrate that it delivers high quality services to a specified standard.

· The Department will introduce a suite of performance management measures in support of the above.  All staff will be required to become involved in, and be accountable for, the culture of delivering quality services to the rest of the organisation.

3. Professionalised 

· The Department will take the lead within the Force in professionalising its functions and roles, all of which are, in the main, support services.

· All HR roles within the Department will be filled by HR professionals working to Chartered Institute standards, whilst recognising that there will be a transition towards such a model. 

· Administrative roles will also be working within a similar culture of professionalism, development and opportunity.     

4.
Progression to Key Aims in Personnel Services 

4.1
Factors have been identified that contribute to the personnel service key  
aims with a view to ensuring that action plans recommended by the review are targeted effectively.

4.2
An important element to the factors is that they are measurable
and will form part of the performance management
system for the
Force. To this end targets will be set for each of them during the
action planning stage and reported back to the Police Authority in
September. 

4.3 Table 4.1 presents the aims with the specific factors identified
as key to addressing them.

4.4 Table 4.2 highlights the future work planned to the performance measures

	Key Aim
	Factor

	Recruiting a high quality, diverse workforce that meets the needs of Northumbria Police


	· Wastage during probationary periods for police officers and police staff

· Unsatisfactory performance

· Promotions including BME groups

· Numbers applying for, and numbers actually joining the organisation

· As (4) above for extended police family, particularly PCSO’s

· Complaints and Misconduct data

· PDR results

· Examination pass rates

· How many staff are accepted and complete university courses from the HPDS path



	Retaining a competent, professional and diverse workforce


	· Wastage over time 

· Efficiency regulations to measure competency

· Post efficiency compared to required to resign ratios

· Edmond Davies Probationer training measures

· PDR competency levels

· Diversity indicators



	Ensuring appropriate progression through the organisation


	· Diversity data, BMEs and Women

· Numbers promoted and lateral moves

· Numbers completing courses

· Retention rates for staff promoted, completed courses

· Numbers requesting professional development plans

· Numbers requesting access to HPDS (Talent Management)



	Ensuring appropriate progression through the organisation


	· Diversity data, BMEs and Women

· Numbers promoted and lateral moves

· Numbers completing courses

· Retention rates for staff promoted, completed courses

· Numbers requesting professional development plans

· Numbers requesting access to HPDS (Talent Management)



	Identify and meet customer expectations


	· Identify customer needs and requirements

· Produce service standard documents


Table 4.1

	Key Aim
	Future work

	Recruiting a high quality, diverse workforce that meets the needs of Northumbria Police


	Prepare Baseline data for 2004/05, measure indicators from 1st April 2005 for 2005/06 returns

Prepare a specific action plan for PCSOs developing a quality framework for use by extended family groups



	Retaining a competent, professional and diverse workforce


	Prepare Baseline data 2004/05

Review complaints from Professional Standards via training feedback

Compare PDR competence levels 2004/05 linked to training requirements from PDR/ICF from 2006/07

Diversity Action to be effective from 2005



	Ensuring appropriate progression through the organisation


	Prepare Baseline data 2004/05

Review complaints from Professional Standards via training feedback

Compare PDR competence levels 2004/05 linked to training requirements from PDR/ICF from 2006/07

         Diversity Action to be effective     

         from 2005                                  

	Ensuring appropriate progression through the organisation


	Prepare Baseline data 2004/05

Diversity Action Group engaged from 2004

Police Staff Development Group for 2005/06

HPDS 2005/06

	Identify and meet customer expectations


	Research and complete actions for inclusion in Departmental Business Plan 2005/06




Table 4.2

5.
Existing and Developing Action Plans 

5.1 As highlighted within the report this review has identified key aims for each of the business areas along with delivery gaps. However, within each of the business areas a substantial amount of work is already underway which will address the majority of the service gaps highlighted. Where the identified service gaps are not addressed within the ongoing work or action plans further work is requires to develop such plans. This work will be completed by September 2005 and brought back to the Police Authority.

5.2 The following section summarises the current work ongoing and highlights the additional work or action plans required.

5.3
Training and Development – Ongoing Work

5.3.1
Training and development have been subject to a recent national Best Value Review, the review itself was recently inspected by HMIC(T) placing the Force amongst the best in the country.  

5.3.2
The resulting recommendations are monitored by a specific Training Project Board as well as through the existing best value mechanisms. The majority of the resulting local recommendations have been implemented.  In addition, the national Foundations for Change recommendations are being progressed internally and on a regional basis with other Heads of Training Departments.

5.3.3
In addition, the resulting BVR recommendations have been included within a department action plan which details other external recommendations ie from Managing Learning, Training Matters, Investors in People etc which are also being progressed. 

5.3.4
However, the force is not complacent within this area, further service improvements are being driven forward.  For example work is nearing completion to introduce a High Potential Development Scheme for police staff.  In addition, initiated by Senior Management to take a broader, more radical view of future provision in this field, in conjunction with Durham Constabulary and Cleveland Police, scoping work is currently taking place to examine the potential for a regional training college with full income generation facilities, run by training professionals on behalf of contributing forces.  The results of this scoping work will be presented to the Police Authority in the Spring of 2005

5.4
Training and Development Gaps

5.4.1
An action plan is required to address the following areas:-

· adequate training is provided to permit the consistent application of human resource policies

· an appropriate, corporate police staff Induction Training package

· requirement to identify future strategic ‘Skills Gaps’ and develop training programmes to aid improved succession planning and career path development to ensure the force improves its effectiveness

· allocation methodology for education courses and in particular the arrangements for ‘Post Entry Education’ 
· determine further training requirements in relation to Diversity issues
5.5
Health and Safety- Ongoing Work

5.5.1
Occupational Health: Five year plan - Police Authority members previously considered a report on the 16th June 2004, which outlined a five-year plan for the development of the occupational health function within Northumbria Police.  The plan has been further enhanced following a series of senior management meetings, which has resulted in the preparation of a more detailed document that identifies owners of actions and where possible develops timescales for the achievement of the actions.  Members will receive further reports detailing progress towards achieving sickness absence targets.

5.5.2
Health and Safety Management System: (draft action plan) - In 2002 the Home Office published the Strategy for a Healthy Police Service with the aim of achieving and maintaining a healthier police service.  The Strategy states ‘Every force will, in consultation with the Health and Safety Executive and Police Authorities, review its compliance with health and safety legislation and develop action plans to ensure compliance with the legal obligations under that legislation’.  Consequently, a Draft Action Plan aiming to review the Northumbria Police Health and Safety Management System was prepared to ensure compliance following changes to Health and Safety advice provision.   Within the last year, the entire health and safety instructions and procedures have been revised and rewritten in order to make them more meaningful and user-friendly to staff.  This Plan however, will be subject to further development and refinement during 2005.

5.5.3
Health and Safety Strategy group - The structure, agenda and membership of this group has been reviewed and reformed to ensure the Force is proactive and better positioned to deal with the changing environment in which it operates by:

· Environmentally scanning the operational and Health and Safety arena to identify issues which impact upon Northumbria Police

· Monitoring and reviewing relevant statistics to identify trends and areas of risk to the organisation

· Placing an emphasis on performance management of H&S issues

· Ensuring health and safety is mainstreamed into all area commands and departments

5.6
Health, Safety and Welfare - Gaps

5.6.1
An action plan is required to address the following areas:-

· Training Health and Safety backlog - the training backlogs identified in the Vision Report will all be eradicated by mid year 2005 following intervention and collaboration between Performance Development Unit and Training Section.

· Possible further outsourcing - The Force currently out source the Force Medical Adviser and Physiotherapy functions.  At the present time the only OHU service that may be considered for potential outsourcing is Psychology Services.  The review of this function will be included as part of detailed Action Plan that will be presented in September 2005.

5.7
Race & Diversity – Ongoing Work

5.7.1 Diversity Action Plan - Police Authority members previously considered a report on the 16th June 2004 which described the progress the Diversity  Issues Unit had made in addressing Diversity issues and proposed future actions in relation to Resourcing, Retention and Progression.  A more comprehensive and detailed Diversity Action Plan has been drafted which incorporates aspects from the Home Office publications  ‘Breaking Through’, the Police Services’ Interim Race Equality Action Plan, NPAs recruitment, retention and progression action plan, Diversity Database, the Gender Agenda, Diversity Matters report and other Race and Diversity related strategies and reports.

5.7.2 The draft Diversity Action Plan incorporates all Diversity issues in one document and includes: Recruitment, Retention, Progression, Training and Development, Policy Development, Procedure and Practise, Community Engagement and Partnership, Monitoring and Quality Assurance/Performance Management, Leadership and Resources and Communication and Marketing.  The purpose and content of this plan will be described as part of a Diversity presentation to the Police Authority planned for May 2005.

5.7.3
The Diversity Issues Unit and Outcomes - Following the creation of the Unit, over the past year a substantial amount of work has been undertaken including: 
· Revitalisation of the Black Police Association and Gay Police Association, with funding provision

· The creation of a Women’s Forum and a Disability Group, with funding provision

· The creation of a Force Diversity Strategy Group and Diversity Action Group replacing the former Diversity Development Group in order to ensure pro-activity, data monitoring, performance management and robust tasking and co-ordination of all internal and external diversity issues.
5.7.4
ACPO Joint Working Initiatives, Regional Personnel managers Group – An initiative has been set up between the forces represented on the No 2 Region Police Personnel Officers Group as recommended by the ACPO Personnel Joint Working Initiatives Group.  This Initiative aims to reduce duplication of diversity work between the forces by allocating lead responsibility to a force to each of the six diversity work areas.  Updates on allocated areas of responsibility are given on a quarterly basis to group meetings for forces to consider proposals that they may or may not wish to adopt.  The agreed lead areas are as follows:

· Gender


Northumbria Police

· Age


South Yorkshire Police

· Disability


Humberside Police

· Race


West Yorkshire and Durham Police 
· Sexual Orientation
North Yorkshire Police

· Religion And Belief
Cleveland Police

5.8
Personnel Services – Ongoing Work

5.8.1 As a further part of the personnel futures initiative, table 5.1 highlights key ongoing work.  

	Professionalising Personnel Department

	Issues
	Action Plan

	· Establishment review staff should have project evaluation training

· Personnel managers should be CIPD qualified

· Posts should be civilianised

· Head of department should be civilianised and replaced with a Director of Human Resources. Other posts to be civilianised through the ‘Front Line First’ programme.  
	· Establish baseline of qualifications held by staff

· Identify any gaps

· Identify how a full professional department would be structured

· Identify training implications


Table 5.1

