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NORTHUMBRIA POLICE AUTHORITY - 16 June 2004

HUMAN RESOURCE (HR) STRATEGY AND COSTED PLAN

Joint Report of the Chief Constable, Clerk and Personnel Adviser

1 PURPOSE OF THE REPORT

The purpose of this report is:

i} To provide members with a further update on the HR Strategy and Costed Plan
2003/05.

i) To seek approval for the publication of the HR Strategy and Costed Plan 2004/07,

2 BACKGROUND

A report was submitted to the Police Authority meeting held on 23 April 2003 advising of
the requirement, under Home Office Circular 18/2002 for forces to have an HR Strategy
and Costed Plan. Members approved the content of the Plan, authorised its publication
and agreed to receive six monthly monitoring reports (minute no 16 - 2003/04).

The first of these monitoring reports was noted at the Police Authority meeting held on 17
December 2003 (minute no 167 - 2003/04).

A further update on the implementation of the HR Strategy and Costed Plan 2003/05 is
attached at Annex A.

The HR Strategy and Costed Plan 2004/07 (Annex B} has been prepared in line with the
Home Office guidance, and in consultation with the Police Authority Personnel Adviser.

The document has heen condensed and highlights key strategic actions, This is in contrast
to the previous document which included detailed supporting actions which are now

included in the Personnel Services Departmental Plan.

As part of the annual risk assessment of the force the HR Strategy and Costed Plan must
be submitted to Her Majesty’s Inspector of Constabulary.

3 EQUAL OPPOR ITIE LICATI

The plans support the Force and Police Authority policies on Diversity and Equal
Opportunities.

4 HUMAN RIGHTS IMPLICATIONS

Although there are no direct human rights implications arising from the report itself,
implementation will take account of the Force’s obligations under the Human Rights Act

1998.
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F. L1

The Treasurer confirms that the proposed expenditure can be accommodated within the
revenue budget.

C NDATI
Members are asked to:

i) Note the contents of this report.

i) Agree to the publication of the HR Strategy and Costed Plan 2004/07.

i) Agree to recetve progress reports every six months.
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Annex A
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FOREWORD

in Northumbria Police we value skills and abilities of our police officers and police
staff and recognise that each has an expectation that thay will be given the
opportunity to develop themselves for personal and organisational benefit. Qur role
is to help facilitate these expectations to such an extent that they ultimately result in

improved services to the public we serve.

This Human Resource (HR) Strategy describes how we will carry out this role,
delivered through an annual costed HR Plan and based on five strategic areas:

Resources

Retention

Training and Development
Health, Safety and Welfare
Diversity

*+ * * & 9

In conjunction with the Force Training Pian, it can be seen that we clearly aim to
continue to improve leadership, management and training and thus enhance not only
our high level of policing performance but also our reputation as an employer of

choice.

The development of this Strategy and associated Plans recognises the crucial role of
HR in the successful implementation of the wide ranging organisational change
arising from the ongoing work of the Public Service and Perfermance Review project.

CRISPIAN STRACHAN, CBE, QPM, DL, MA
CHIEF CONSTABLE

14R



VISION

Our Human Resources vision is:

To deveiop a fully competent, professional, well motivated and diverse
workforce.

In arder to do this we will:

+ Adopt flexible and modern working practices, which will assist in delivering a
policing service, which is recognised as achieving high standards of
professional competence and customer satisfaction.

+ Train our managers and supervisors to provide strong clear leadership.

+ Balance the raquirement for professional HR centred support with the needs
of area commands and departments.

+ Through the Training and Delivery Plans individuals will be provided with
appropriate training to equip them for their roles.

+ Reinforce the importance of teamwork through effective supervision.

The following five key strategic objectivas will drive the delivery of the HR strategy
and help achieve our vision. Each of the key strategic objectives are supported by
clear statements of intent and key strategic actions.

Resourcing
Maintain a high quality and diverse workforce in sufficient numbers at each grade or

rank which is able to be deployed in a fiexible and effective way.

Retention
Retain a competent, professional and diverse workforce, as an employer of choice.

Training and Development
Train and develop owr people so that we have a skitled, dynamic, effective and highly

motivated workforce.

Heaith, Safety and Welfare
Provide a proactive and supportive approach to a safe and healthy working

environment and the well-being of the force.

Diversity
Treat alf of our people with dignity and respect in order to release the full potential of

a diverse workforce.
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The document has five key appendices

Appendix 1

Training Strategy and Costed Training and Delivery Plans.

Appendix 2
Performance and Devetopment Review Plan.

Appendix 3
HR Best Vaiue Performance Indicators and Targets

Appendix 4
Staff Costs by HR Function for 2004/05

Appendix §
HR Key Data
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STRATEGIC OBJECTIVE RESOURCING

This stralegic area comprises;
+ recruitment and remuneration
+ progression

* deployment

Northumbria Police will continue to meet operational needs by attracting and
appointing a competiive and diverse workforce. This is reinforced by our

commitment to the following strategic objective:

To maintain a high quality and diverse warkforce in sufficient numbers at each
grade or rank which is able to be deployed in a flexible and effective way.

What we achieved in 2003/2004

During 2003/2004 we recruited 199 police officers and 156 police staff, which
included 51 community support officers. We successfully introduced the National
Police Officer Recruitment Assessment Centre, with 107 of the 161 candidates
successful at the first exercise of this type. This pass rate of 66%, significantly

exceeded the typical outcome in other regions,

An axercise to recruit clerical and administrative staff has resulted in the creation of a
waiting list of 56 staff who meet our quality standard and could be calied upon to
rapidly fill vacancies across the Force area. Significantly, this exercise produced
large savings in terms of staff time and advertising costs in comparison to our

previous approach.

Funding has been secured for the creation of new posts to assist in the recruitment,
retention and training of additional special constables.

We remain committed to having a truly diverse workforce but recognise we have
more work to do. During the year we recruited twe minority ethnic officers with a
further two being successful but awaiting a start date. Our overall proportion of
minority ethnic police officers is now 1.18% which is a decrease from the same
period last year and unfortunately below our target of 1.4%. We recruited four
minority ethnic police staff. Partnership aclivity has commenced with external
agencies including The Learning Skills Council and Job Centre Plus, to help improve
our ratio of bath minority ethnic police staff and disabled entrants to our service.

In addition, a Diversity Action Group was set up to revisit existing diversity
recruitment, retention and progression practices and draw up an action plan to help
the Force exceed its targets in this area.
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Our selection methodologies are considered to be administered fairly, and several
other Forces have observed our approach to psychometric testing in an effort to
improve their selection procedures.

The transfer of the Establishment Review Team from Perfarmance Review &
Inspectorate to Personnel Services now provides a broader range of resourcing tools
to complement and integrate with existing HR functions, including diversity, retention,
health, safety and welfare, and training and development.

We'have commenced a comprehensive review of all police officer roles in order to
identify those suitable for police staff.

Where do we want to be?

The following is a description of what we want the resourcing function to look fike in
the future:

+ We will maximise the use of online recruitment taking advantage of
developments in e-Policing.

+ We will continue to be an employer of choice.

+ We will operate promotion and selection procedures which are fair, open and
transparent and which eliminate discrimination.

* We will have well defined career pathways for police officers and police staff,
which incorporate the integrated Competency Framework Principles.

What we intend to deliver during 2004/2005

Four key strategic actions will be progressed during the year in support of the longer
term vision:;

+ Achieve a workforce, which better reflects the diverse communities that we
police.

+ Manage the Human Resource aspects of the Public Service and Performance
Review.

* Review mechanisms, which ensure appropriate distribution of resources
throughout the Force, maximising operational uniform resource deployment
and implement changes as appropriate.

+ Continue the review of ali polica officer roles and identify those suitable for
police staff and undertake further work te develop and refine career pathways
for police staff.
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STRATEGIC OBJECTIVE  RETENTION

This strategic area comprises:
* Work/life balance
+ Addressing remedial performance issues
» Monitoring good performances
+ Good employment practices

Northumbria Police aims tc ensure that work/life balance issues are addressed to
meet the demands of the workforce and the organisation. We also promote a
comprehensive range of short and long-term initiatives to minimise the loss of skilled
police officers and police staff. Our staff are valued and it is important that they
remain highly motivated. This intent is reflected in our commitment to the following

strategic objective:

To retain a competent, professionai and diverse workforce as an employer of
choice.

What we achieved in 2003/2004

During 2003/2004 police retention rates have remained impressively high with only
28 officers (0.68%)} lsaving the service voluntarly. A 6.74% tumover rate was
recorded with regards to police staff which is lower than typically experienced within
our local labour market. Significant steps have been taken in the areas of career
breaks, maternity and paternity leave, reduced hours working and adoptive leave to

improve our levels of provision.

A joint review has been undertaken with Stafi Association colleagues to review
conditions of service for police staff. This has led to increased local autonomy with
regards to flexible working schemes.

Despite significant Police Federation opposition nationally, Special Priority and
Competency Related Threshold payments have been introduced, with payments to
individual applicants being made in a timely manner. A policy has been agreed by
the Police Autharity with regards to a Bonus Payment Scheme incorporating both

police officers and police staff.

A review of occupational sick pay and police medical retirements has been carried
out. A combination of progressively closer working links between Personnel
practitioners and the Occupational Health Unit, supported by tighter retirement
criteria, has seen a steady fall in police officer medical retirements. In 1998-1999 27
medical retirements occurred compared fo only 7 through this route during

2003/2004.
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A number of personnel officers have been recruited and trained. They will work
within the new area commands, enabling them to provide direct specialist support on
HR issues.

Where do we want to be?

The following is a description of what we want the retention function to look like in
the future:

*

We will endeavour to progress as a flexible employer, developing and
implementing policies designed to retain our high calibre and committed

workforce.

Workflife balance will remain at the forefront in our approach to retaining and
motivating staff.

Staff Associations and individual members of staff will be effectively
consulted. _ ‘

We will be an employer of choice in an increasingly compstitive labour
market, improving flexible workflife policies that meet the demands of the
organisation, existing staff and prospective employass.

We will acknowledge and reward good performance through monetary and
other means of recognition.

We will identify and address individual and collective performance issues,
through support mechanisms, careful action planning in partnership with
stakeholders and, exceptionally, through managed sxits.

What we intend to deliver during 2004/2005

Three key strategic actions will be progressed during the year in support of the
longer-term vision:

*

Integrate frained and competent HR Advisers into area commands and
headquarters departments, to work in parinership with managers, staff and
staff associations which, will ensure the consistent application of policies
dasigned to ensure the retention of staff.

Continue to manage the Integrated Competency Framework into our key
HR processes which amengst other things, will contribute to the development

of career pathways.

Manage and implement changes to pay and conditions for police officers and
police staff.
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STRATEGIC OBJECTIVE TRAINING AND
DEVELOPMENT

This strategic area comprises:
¢ Induction
+ Assessment

+ Training and development

*

Setting standard

Succession/career planning

*

Northumbria Palice aims to ensure that the organisation has a well trained workforce
that is flexible and responsive to change. We also promote the continuous personal
and professional development of all staff. Our training is designed to increase the
professionalism of staff in delivering all services. This is reinforced by our

commitment to the following objective:

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

What we achieved in 2003/2004

Last year we continued to make significant progress towards achieving our objective.
For example, we develaped phase 1 of a programme of transformational leadership
training, reflecting the recommendations of the Best Value Review of Training and
the National Strategy to Promote Leaming in the Police Service. We are
implementing the recommendations of the National Best Value Review of Training
and it is anticipated that all fraining will be centralised and costed, according to the
National Costing Model, by March 2005. QOur training is now more effective and

efficient.

Ali individual training needs are identified and collated using the training needs
process, which provides relevant information to the Training Priorities Group. Integral
to this is the Performance Deveiopment Review system, which assists managers

and supervisors to identify training needs.



Where do we want to be?

The following is a description of what we want the training and develooment function
to look like in the future:

Supervisors and managers will ensure that new members of staff are
welcomed into the organisation with a comprehensive induction programme

. assisting them to be an effective and well motivated member of the team.

We will ensure that the organisation has a wall trained workforce, which is
flexible and responds positively to change. We want all of our staff o be
trained and develaped in order that they fuffil their full potential.

We will ensure that the organisation is recognised as providing excellent
training for staff within a well developed accreditation and assessment

framewark,

We will be recognised as valuing people in the organisation through {he award
of Investors in People ( liP ) status.

We will have in place a Personal Development Review System, which is
supported by supervisors and managers and effectively identifies
development needs.

What we intend to deliver during 2004/2005

Five key strategic actions will be progressad during the year in support of the lenger
term vision:

*

Implement the Training Strategy and Costed Training and Delivery Pians for
all training

Map our training and |earning provision against the Integrated Competency
Framework for the purpose of ensuring that training and isaming makes a
direct contribution to competence.

Continue to develop a programme of management and leadership training for
gll appropriate staff, reflecting the recommendations of the National Best
Value Review of Training and the National Strategy to Promote Learming in
the Police Service.

Develop an integrated strategy for the career development and training of
police staff, reflecting the recommendations for the Best Value Review of

Training.

Commence the implementation of a new PDR system, which carefully reflects
the Integrated Competency Framework. The ICF will be aligned to the HR
Strategy and the use of computerised programmes will ensure that the
systems operate efficiently and accurately. The start date for the IT
programmse of the new PDR will be April 1st 2005
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STRATEGIC OBJECTIVE HEALTH, SAFETY
AND WELFARE

This strategic area comprises :
+ empioyers responsibility fo staff and their welfare

+ managing risks in the workplace

» issues conceming work related injuries and accidents at work

+ sickness and absence managemernit

Northumbria Police will continue to promote a culture, which incorporates Health,
Safety and Welfare into all aspects of force activity. Managers will retain
responsibility for their staff's health, safety and welfare issues with the appropriate
support and guidance from Personne! Services, Occupational Health Unit and Health
and Safety specialists. We will also ensure that the welfare needs of ali staff are
addressed. This is reinforced by our commitment to the following strategic objective:

To provide both a proactive and supportive approach to a safe and healthy
working environment and the well-being of the force.

What we achieved in 2003/2004

We have continued to reduce police officer absence levels and medical retirements.
Significant issues within the Occupational Health Unit Review have been addressed,
resulting in the appointment of an Occupational Health Manager, an additional
Safety Officer, and the change in roles of Welfare Officers to Occupational Health
Counsellors. The aim of the latter is to proactively improve the health of the
workforce and reduce sickness absence.

The introduction of Safety Officers and the monitoring rote carried out by the Palice
Authority ensures up-to-date Health and Safely advice. We have reviewed the
National Strategy for a Heaithy Police Service to ensure that we comply with the

recommendations.

A programme to risk assess and, if necessary, vaccinate, all new entrants against
Hepatitis B has been implemented.

We have contracted out the physiotherapy service to provide a response within two
working days. The Force Medical Advisers and selected Medical Practitioners have
also been contracted out on a temporary basis and we are finalising permanent
arrangements for this aspect of the service through a competitive tendering process.
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We have developed a programme of actions for the next five years with the
overarching aim of becoming the best performing force in the country with regards to
attendance of Police Officers and Police Staff.

Where do we want to be?

The following is a description of what we want the health, safety and weifare function
to look like in the future:

Supervisors and managers at all levals in the organisation will:
+ Recognise their responsibilities to staff and their weifare needs
+ Assess and minimise risks in the workplace

+ Investigate and respond to work-related injuries

L

Actively seek to promote an attendance culture

»

Implement good practice relating to the health of staff

» Provide appropriate welfare support

We will have in place a clear and effective plan for camrying out Health and Safety
audiits. issues arising from these will be assessed and responded to. There will be a
climate of safety awareness within the organisation.

The Force Health Management Group will monitor absence statistics and develop
strategic interventions to reduce absence levels, Staff not fully fit for operational
duties will return to work in recuperative and restricted roies where possible.

We will have the lowest rates of sicknass absence of any Police Force in the UK for
both police officers and paolice staff.

What we intend to deliver during 2004/2005

Two key strategic actions will be progressed during the year in support of the longer
term vision:

¢ Implement the relevant actions within the five year occupational health
programme, which initially is primarily concernad with ensuring all response
functions and processes are maximised and fit for purpose.

+ Create a climate of safety awareness by ensuring people at all levels receive
appropriate training interventions to fulfil their responsibilities with regards to
Health and Safety in the workplace and respond appropriately to trend
information.
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STRATEGIC OBJECTIVE DIVERSITY

This strategic objective impacts on all activities within the force dealing with diversity
issues in the widest context.

Northumbria Police actively promotes the values of equality of opportunity and

diversity in all aspects of the organisafion. This approach underpins and supports
our Diversity Strategy and Race Equality Scheme. Policies, practices and
procedures are regularly monitored within the working environment to ensure
compliance. We will continue to mest this commitment through the following strategic

objective. :

To treat all our people with dignity and respect in order to release the full
potential of a diverse workforce.

What we achieved in 2003/2004

Our commitment to creating a diverse workforce and equality of opportunity is
reflected in the progress made [ast year. A number of familiarisation events have
been held for prospective recruits from minority ethnic backgrounds and for women.
In addition to this @ mentoring scheme has been implemented for new recruits from
minority ethnic groups. Attendance at recruitment events now includes police staff as
well as police officers. Work is undertaken at the Newcastle Mela and Gay Prids
week {0 encourage applications from all sections of the community for all roles within

the organisation.

We are disappointed that a number of minority ethnic officers have left the
organisation during the previous twelve months. Although two new officers have
joined the organisation and a further two are awaiting stast dates, the losses mean
that we were unable to meet our target. Four minority ethnic police staff have been
recruted.  Research is ongeoing with regards to recruitment, retention and

progression of minority ethnic staff.

Training in diversity has continued with 96% of staff now up to date with relevant
issues and an evaluation of this training is underway.

The Race Equality Scheme has been reviewed and improved to taks into account
specific duties in relation to employment and training.

A range of new and revised diversity policies and guidance have been introduced
including: matemity, paternity and adoption leave, flexible working arrangements,
improvements to the career breaks, sexuai orientation and reduced hours working.

The exit interview procedure has been reviewad so that we can effectively monitor
the reasons why staff leave the organisation and this information is to be used to

make improvements.

A force-wide disability survey was undertaken and work is now ongeing to progress
issues raised.
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Following the adverse publicity generated by the ' Secret Policeman * television
programme, forces have been paired up to conduct reciprocal diversity inspections.
Cleveland Constabulary inspected Northumbria Police and produced a report
together with recommendations in March 2004.

We have created a small Diversity Issues Unit, which is developing a comprehensive
action plan to address identified gaps.

Through the creation of a Diversity Strategy Group we are able to develop and
implement diversity initiatives.

Where do we want to be?

The following is a description of what we want the diversity function to look like in the
future:

« We will increase applications for employment with Northumbria Police from
the diverse population of the region and beyond. This will enhance our
reputation in all communilies as an employer of choice

» Staff will be fully aware of diversity issues and will utilise their knowledge in
delivering people orientated services with tact, sensitivity and fairness.

+ Through our appointments procedure we will ensure that our workforce is
representative of the community we serve, at all levels.

¢ We will ensure that all employment policies and functions are non-
discriminatory and promote equality.

+ Through supportive management we will respond to disability, medical
condition, work/life balance or any other factor that may reguire individual
changes to work patterns or the working environment. We will explore any
reasonable adjustments that can be made.

+ Staff representative bodies will play a significant part in assisting the Force to
deliver its diversity agenda.

What we intend to deliver during 2004/2005
Four key strategic actions will be progressed during the year in support of the longer
term vision:
+ Continue to develop and implement diversity initiatives through the newly
formed Diversity Strategy Group.

¢+ Create an Independent Advisory Group comprising of members from the
community which will provide guidance on the development of policies and
the formulation and evaluation of fraining.
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+ Consider the recommendations contained in the Diversity Inspection Report
produced by Cleveland Constabulary and develop and implement an action

plan.

+ Assist in the [ocal development of the Black Police Association, Gay Police
Association, the Women's Issues Group and the Disability Forum.
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Appendix 1
TRAINING STRATEGY

This strategy supports the Human Resource Strategy and Costad Plan and has been
developed following consultation with the reievant stakeholders. I aiso takes
account of national developments within police {raining,

Statement of Values

Northumbria Police is committed to achieving excellence and to improving
operational performance through the provision of learning and development
opportunities for ail our staff. By 2007 we aim to have a workforce equipped with the
required level of skills and competence to enable us to be flexible and respond
pasitively to change. Working towards the external standards of Investors In People
and Centrex Quality Assurance demonstrates our commitment to achieving this goal.

Strategic Objectives

This strategy aims to deliver national objectives set out by Ministers and local
abjectives agreed by the Police Authority, which are included in the Annual Training

Plan.

Race, Diversity and Equality

Northumbria Police believes that the diversity of the population it serves enricheas the
quality of life of alt those who live in and visit the North East. Northumbria Police will
ensure that appropriate training meets both the needs of the communities and the

learning requirements of staff within the force through an appropriate and inclusive
consultation process. Any such training will be monitored through the
client/contractor relationship and is subject to review on a quarterly basis through

Training Priorities Group.

Training Unit will work with the Community Safety Department to ensure that the
Independent Advisory Group (to be established for the force) are involved in advising
the Training Unit on the development and delivery of all courses and at all stages in

the training cycle.

Training relating to the Race Eguality Scheme is 2 current commitment and will
underpin all future aspects of diversity training.

Race and diversity issues will be a major consideration at all stages of the training
cycle including delivery.
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Management Responsibilities
Chief Constable and Command Team

To ensure all appropriate systems and resources are made available and that all
staff are adequately trained to be effective in their rofe. This is manitored by ACC
{Management Services) on a quarterly basis through the Training Priorities Group.

Chief Superintendent, Personnel Services

To introduce a more effective training needs process which will provide an integrated
and cohesive approach to staff development ensuring that training is prioritised and
provided to individuals, thereby contributing towards the achievement of force
objectives and improved organisational performance. This process will be monitored
through both the local and strategic Training Priarities Groups.

Head of Training

To provide the best guality training and development opportunities, as identified by
the client and subject to approval and prioritisation by the Training Priorities Group,

which maet both force and individual training needs.
Area Commanders and Heads of Department

To introduce an effeclive local Training Priorities Group, which correctly identifies
and prioritises the needs of their staff utilising the training needs process. All
requests will be monitored by the Performance Development Unit as part of the

strategic training needs process.

Line Managers .

To ensure that all training is identified through the PBR process and is either role
related or an appropriate deveiopment need. All requests for training will be
submitted to the Jocal Training Priorities Group for approval.

individuals

To make individuals responsibie for their own continuous professional development
through the PDR process thereby effectively creating a culture of life long learning.

Police Authority

The Padlice Authority wili satisfy itself that there are adequate systems in place to
ensure that all staff are properly equipped and trained to do their job. This will be
monitored through progress updates against the Best Value Review of Training.
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Standards of Performance

The integrated Competency Framework will be used in recruitment and selection,
training and development, PDR, promotion and leadership development, inefficiency

procedures and workforce planning.

Training Unit will map new training provision against role profiles and National
Occupational Standards.

By April 2005 all Northumbria's trainers will be trained and quatified to an appropriate
professional standard. Further opportunities for development will take place through
coaching by a qualified Trainer Development Officer (TDO).

Assessment, Training Needs and Prioritisation

The assessment and prioritisation of training needs will be carried out through a
comprahensive training needs process which identifies ali the formal fraining neads
of both the organisation, team and the individual. It ensures that both internally and
externally delivered training needs are subject to a series of filters, properly
determined, prioritised and that the most appropriate form of delivery is utilised. The
Performance Development Unit has responsibility for monitoring this process through
the quarterly strategic Training Priorities Group.

+ Delivery of Training

The Training Unit is responsible for providing the highest quality training and
development based on identified needs. To ensure efficient and effective working, a
client and contractor relationship exists between Personnel Services and Training
Unit. Training Unit's function as the contractor is to provide training which meets the
force and individual training needs as identified by the client. We will ensure that
there is a system in place to validate training as fit for purpose and evaluate the
provision of such fraining to ensure it meets the identified needs of the organisation,
team and individual and improves organisational performance.

+ Regional Collaboration

A regional tactical and strategic policy has been adopted to provide a cohesive
approach to following a collaborative training cycle on a regional basis.

Evaluation
+ Evaluation of effectiveness of training
All training will be evaluated to levels 1 and 2 using the Kirkpatrick model. Level 3

and 4 evaluations will be conducted as directed and prioritised by the Training
Priorities Group. The force training evaluations will be responsible for this process.
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+ Evaluation of Strategies

The Training Priorities Group will determine how this strategy will be evaluated in
consultation with the client/contractor process to ensure gquality and demand of

training is being achieved
* Review of Strategy

The strategy will be reviewed quarterly at the Training Priorities Group chaired by
Assistant Chief Constabie (Management Services). The reviews will include
progress made in the preceding quarter and a reconsideration of priorities in the light
of emerging and new tramning requirements.

TRAINING PLAN

The Best Vaiue Review of Training identified differences in quality and effectiveness
of training interventions delivered by the force Training Unit and other intemnal

providers.

As a consequence of the Review management controi of all training delivery in the
force is to be centralised. This includes training currently provided within Firearms,
Dog Section, and Marine Section which currently form part of Operational Support
department together with local training currently delivered by Area Training Officers
and Department Training Co-ordinators.

There is a three year implementation plan to address the recommendations of the
Best Value Review including the Foundations for Change.

Introduction to Training Plan

The delivery of timely and effective training and development of staff within
Northumbria Police is fundamental in meeting the goals of its Human Resource
Strategy which in turn is aimed at achieving national and force objectives both now

and in the future.

The Training Plan links directly to the Training Strategy and Human Resource
Strategy. .

The priority areas for training delivery will enable the force to meet operational
objectives. In addition to delivering staff training this plan demonstrates commitment
to responding to the increasingly diverse demands made for training and
development across the force and within the wider community. Applying a best value
approach to everything we do ensures that training resources are used to maximum
effect in supporting visible and effective palicing in Northumbria.

The budgetary requirement to support this Plan is £4.2 million. In addition £0.35
million supports external fraining providers.
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The Training Delivery Plan which will flow from this Plan will be fully costed in
accordance with the National Costing Model.

Standards

We have drawn upon ongoing wark with the key players and the national drivers for
change, led by ACPO/APA Best Value Review and the development of the Police
Skills and Standards Organisation (PSSQ) to ensure that all our working practices
that impact on leamning delivery reflect current good practice and legislative

requirements.

We will implement the national needs analysis, design and evaluation modets.

The Training Unit is working towards the Investors in People Standard, which ties
training needs to the long term aims of the organisation, giving investment in people
a greater purpose. |t is anticipated that the Training Unit will achieve this by 2006.

Annual Training Requirement

During 2004/5 a range of significant training and development initiatives will be
introduced to meet specific needs identified by:

Qperational imperatives

Legislative or procedural change

Key objectives - Policing Plan & local priofities
Role requirement

Identified development needs

Customer consultation

Training Plan Delivery Specification

It is recognised that changes take place during the year that could affect the delivery
of the plan. This is particularly true of operational imperatives, Role requirements
and key objectives are also subject to change throughout the year. Overall the Plan

reflects the foliowing priority needs:
+ New recruits 40% of the training provision.

+ Role requirements and operational effectiveness amount to 40% of the
programmae.

» Legislative, procedural and technological change and operational imperatives are
evidenced in 10% of the Plan.

* Personal performance and develgpment needs highlighted through POU occupy
10%.
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Consultation

Fesdback on the Training Plan will be sought through the existing committees
structure and relevant working groups.

Flexibility

The Training Plan will be subject to ongeing review responding to client needs and
changing circumstances. It will be reviewed on a gquarterly basis by the Training
Priorities Group. Training requirements forecast, but not yet determined for the year
2004/2005 include detention officers, investigating officers, mentoring, leadership

and IT courses.

Measurable Outcomes

Af this time we do hot have any measurable performance indicators. It had been
hoped to develop these during 2003/04 in line with national development. However,
there has been considerable slippage but draft performance indicators are in the final
stages of deveiopment. Once agreed these wili be adopted by the Force.

TRAINING DELIVERY PLAN

Training Unit Aim

» To provide responsive solutions to agreed training and development needs,
and to ensure that the Training Unit has an accountable performance
management framework which informs strategic decisions and contributes to

the attainment of best value.
» To support the strategic objective contained in the Training Strategy.

National Training Strategy Priority Areas

The delivery plan is in accord with the priority areas of the National fraining Strategy
set out in the Police Training and Development Board's Annual Plan 2004/2005.

Delivery Framework

This Delivery Plan details how the Training Unit is going to meet the identified
training and development needs of the force. It schedules only those courses
specifically delivered by the Northumbria Police Training Unit and has been prepared
to address performance issues determined by the client linked to the achievement of
force objectives. Other specialised traming delivery plans will be developed, for
example Firearms, Marine and the Dag Section, as these functions are centralised.

The Delivery Plan is costed in accordance with the current National Costing Modei.
Proposed additional requirements coupled with the introduction of Activity Based
Costing will necessitate a future revision of this model. Gther costings for training
delivery, for example that provided by Area Training Officers, cannot be costed

accurately at this time.
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The Costed Delivery Pian sets out the training projected to be delivered between
April 2004 and March 2005. There is additional capacity in the time table and it is
flexible enough to meet identified needs agreed by the Training Priorities Group.

Each section within the Training Unit compiles training event programmes showing
course duration, time scales and delivery dates. All courses are based on learning
aims and objectives designed to support force objactives.

1R



Public Ovder & First Aid
FIRST &I MODULE 4 ” 12 4 576 39,13314] 2.B9443 21620
FIRST At MODULE 28 132 10 2 14840 164,947.75 1,248,560 124.86
FiRST Al MCOULE 3 REFRESHER &5 10 1 550 4364 11 624.80 62,98
FIRST AID MGDULE 4 REFRESHER 12 12 2 144 15596657 11,2572 108,40
TACTICAL LEVEL 1 30 30 1 900 7333358 z44.45 81.48
TACTICAL LEVEL 2 [-1] 650 1 600 168,081.82 2.BM.53 45.69
MEDIGS INITIAL 2 10 15 300 25852.86] 1282643 129264
EVIDEMCE GATHERERS 1 6 10 60 8141.52] 614152 135882
EVIDENCE GATHERERS REFRESHER K] € 5 =) B41.52| 407078 678 45
SEARCH AWARENESS 14 12 2 336 2075872 212569 177,14
MEDICS REFRESHER 4 10 -] 200 17.235.24] 4.308.81 430,66
Sach Tor 3 178 4% 21366 5758782 42,50%.24 457590
Probationer
STAQE ONE 10 25 10 2800 133,671.31] 13.387.13 3549
BTAGE THREE 10 25 0 2500 95472.965f 954730 38189
O COURSE 10 15 5 750 Oz 33| 585283 256.06
C CQURSE 10 15 5 750 052333 385293 25686
& CLILURSE 10 15 5 750 3852933 385293 25686
STAGE 4 (A COLRSE) 10 15 5 750 49,209.83 4,920,585 28.07
Sub Tora! [~} 116 40 Booa 30414208 3941421 201603
lavastigative Skills
ACHENMNG BEST EVIDENCE 6 12 10 720 6270330 1p4S085 87088
CID FQUNDBATION 5 15 15 125 w780.59| 1895842 1,263.87
INITIAL CRIME INVESTIGATIONS DEVELOPMENT FRO 2] 14 30 2880 258955.45] 4315219  2657.45
SEXUAL DFFENCES LINSON OFFICER 3 12 3 108 5908.34] 33m.78 275.23
FAMILY LIASON OFFICERS 2 12 3 144 11,901.36] 595068 49589
TUTOR DETECTVE COMSTABLES 3 15 3 135 9BBESSL 323566 Fal-Nal
COVERT ORSERVATION 1€ 16 2 512 4r.686.63F 298041 48628
TIGER MIDMAP 2 28 L] 24 26,270.54] 13.135.%7 463,12
SURVEILLANCE LEVEL 3 2 10 7 140 21,750,471 1087973  1,007.97
SURVEILLANCE LEVEL 1 3 10 20 500 137,603.40] 45B67.00 4.535.78
Sub Towl 4% 148 100 G568 Ge1.485.79 15798021 12,133.18
Deiving
ADVANCED AUFOCRIME 5 8 5 200 1651693 33039 412,92
AINVANMGED DRAWNG - REFRESHER .3 2 10 160 5319537 664942 3324711
ADVANCED DRMKG 22 2 20 et 282200.5t| 13281.84 684092
CAMIC 3n & 025 45 521094 17370 28.95
VAN DRIVING / NTNIBLS 33 2 L] 530 143140.30] 270076 1,350.08
STANDARD DRING i 2 20 400 1.075584.83) 1152534 575267
ACVANCED MOTORCYCLE 6 2 15 180 shS0m.ea| 1008488 504240
STANDARD DRMING REFRESHER 20 2 5 0 5818521 290925  1,45453
TACTIGAL PURSUIT & CONTAINMENT B 5} 5 240 85697.28] 1071216 4,785.35
TRAFFIC PATRCL OFFICERS 2 -] 15 240 18,223.25] 361163 1,X1.45
VEHIGLE EXAMINERS 5 8 5 100 16,516,893} 3303 412.82
Sub Tazat 21 48 105.25 3PS 192588142 7425588 274174
Gomms & LT,
PHG ENCUIRY 8 2] a4 288 2554027 300284 a54.76
COMMUNICATIONS INDUGTION 3 12 3 104 8133.7: 271325 22610
COMMUNICATIONS fADIO 2 12 15 350 3.831.71| 1591585 132632
COMMUNICATIONS CALL TAKING 4 12 10 480 44,934.28] 11,233.57 536.13
Sub Total 17 45 2 1238 MEA48.45 3305352 2,043.32
Sgts Leadarship Tearm
DETENTEN OFFICERS 3 12 15 540 110500.61] 36,833.54 3,069.46
" INSPECTORE LEACERSHIP DEVELOPMENT 1 12 1 480 130,109.88] 2252747 271062
CUSTQDY INVESTIGATION OFFICERS k| 12 30 1080 2104643 77,68214 647351
CUSTADY OFFICERS 3 12 as 126 a47910] 3145870 26833
SERGEANTS LEADERSHIP Ll 12 10 480 I3.643.24 4,410.81 700,90
Sub Total 1w B0 a8.5 2708 1577826 13861366 13,217.50
Miscalianious
HEALTH AND SAFETY LEVEL 2 2 15 i 150 10,749.13] 537456 358.30
S Tataf 2 15 3 50 10,749,132 537458 356,28
Grand Total 4216,133.74
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Appendix 2
Performance and Development Review Plan

The ultimate aim of PDR (Performance Development Review) is 10 contribute to the
improvements in the quality of service provided by the force through improving
performance and developing the skilis of individuals, as embodied within the Force
Strategic Plan. It doss this by ensuring that individuals are performing their duties,
with integrity to the highest standards. Furthermaore, it pravides a clear understanding
of what is required of them and how their performance links with local priorities.

Simplicity, Acceptability and Fairness are three of the main principles upon which
PDR has baen built and every member of staff can expect to:

+» be given a clear idea of what is required of them at work
+ have their performance reviewed to identify strengths and weaknesses
+ receive assessment based on actual performance and not opinion

+ be provided with regular feedback from their managers

* be assisted with their development
To achieve this, a simple three part process has been infreduced and consists of:

+« Part 1- The beginning of the process where staff look forwarg to the year
ahead

¢ Part 2- The continuous performance log

e Part 3- Looking back and assessing performance against a series of
competencies. Staff will be graded within each applicable competency area
on a 1 to 4 grading system, A grade 2 or abave in all competencies will be an
acceptable standard to access selection process.

The current annual POR cycle will commence and canclude on the anniversary of an
individual’s:

+ date of appointment to the force, or if appropriate

+ date of their most recent promotion

PDR applies to all personnel, whether employed full-time, reduced hours or in job
share situations and includes Police Officers, Police Staff and members of the
Special Constabulary. Probationary constables will be incorporated into the PDR
scheme once their appointment has been confirmed. Other arrangements apply to

staff who are on temporary contracts.
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YWhere a dispute occurs between an individual and their line manager conceming
PDR issues, which can be resclved informally, a specific disagreement resolution

procedure may be followed.

PDR portfolios are owned by Northumbria Police and must be available at all times
when the individual is on duty and at any time when access is required by a
manager. Whilst PDR is about an individual's performance and development, it is
also subject to data Protection legislation. Individuals have responsibility to maintain
the security and confidentiality of their own portfolio throughout the PDR year. At the
end of each individual's PDR year, all of the completed PDR documents will be
submitted to the Performance Development Unit for storage. One of the fundamental
outcomes of the PDR process will be the ongoing collation and analysis of all training
needs and career development information by the Performance Development Unit, in
erder to ensure that the force releases the potential of its personnel.

The implementation of the Integrated Competency Framework by April 2005 wiil alter
the format and grading criteria for all employees PDRs. The system will be fully
computerised and linked to all other HR systems to provide an efficient, accurate

record of individual career and employment progression.
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Appendix 3

HR BEST VALUE PERFORMANCE INDICATORS AND TARGETS - 2004/07

Indiesl or Adtual | Actyal Paf
fR—— Iraficattor 20T Target 2034 Targat M04TS Target SRS Tangps: TNOAGT
Perpantage of iew apyooiioesds o te polte strEagh
L e s fesmaln 5.2m% 2208 B A% 28 40
Ly2 ::"' 9P pekce offioun (h poarslions wpmol 7.02% 770 7.7 7.70% 770%
tnup [ o1 pcios afivers nngmimicnal mepen 112% 110% 1.90% 140% viw
tid ’:,] Y, of police aiffewn I apeueUensl pois 00.08% 912T% 9L40% [k A%
fF 7 of minerty cénk potce oflocrs ' the 1.20% 1A% 1.50% % 1 768
ey [
[y 245 ]
) % of minorky whinic populaban of workdng spe 2.0% MR WA A A Mk
PEY 13 (BY [a) humber of warkdeg haars lost rsugh sicknees. by
0 512 1] Sa80 51.4 457
by Nurtsar of wi ing Scurs ask threugh siciess by
potos #all "3 ne LN ] e 423
PEV1E  (BY [a) Hurher of medes) robiremenis of puiies olficery per
o 1,000 oficacr b M 253 Z70 27
{5k tumbier of dwrdlcal ctimmbnts of pelioe Al por 264 40 ™ 214 14

1,004 amplymes
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. APPENDIX 4

Staff costs by HR function 2004/2005

Note: Cost based on staffing at 31.03.2004

NORTHUMBRIA POLICE
HR staff FTE Expenses

Centrai | BCU/depts |Combined| £000
HR Policy 1.9 - 1.8 107
HR Management and Admin 24.68 - 24.68 608
Recruitment - police officers 7.05 - 7.05 193
Recruitment - support staff 3.2 - 3.2 57
Employee Relations 0.1 - 0.1 9
QOccupational Health 6.65 - 6.65 141
Health and Safety 2 - 2 55
Welfare 3.96 - 3.96 132
Payroll - - - -
Selection - - - -
Career development 1.3 - 13 87
Equal opportunities 1.3 - 1.3 42
Workforce planning 3.15 - 315 118
Qther 10.45 - 10.45 335
Total 65.74 - 65.74 1,884

Central | BCU/depts
HR Staff Cost £'000 1,884 - 1,884 1,884
Total HR Cost 1,884
Cost per FTE £28,658 - £28,658
Staff Representatives
Police 4.0 0.7 Q.7
Police staff 1.0 0.2 0.3
Total 5.0 0.9 1.0
Size of Force FTE
Police Officers 4,145
Specials 169
Police Staff 1,743
Total 6,057
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. APPENDIX 5

HR KEY DATA
1. STAFFING
2002 / 2003 2003/ 2004 2004 / 2008
Detail FTE £000s FTE £000s FTE £000s
Police Officers |Constables 3,209.95 121,961 322334 130,536| 3,223.34| 133,645
Sergeants 543.03 24,743 551.01 27,383 591.01 28,035
Inspectors 181.80 10,301 174.00 11,028 174.00 11,291
Chief Inspectors 53.00 3,242 53.00 3,597 53.00 3,683
Superintendents 34.00 2,649 33.00 3,167 33.00 3,241
Chief Superintendents
& Chief Officers 11.00 1,346 15.00 1,485 19.00 1,927
Total All Officers 4,032.78 164.242! 4,04935| 177,196| 4,053.35 181,822
Police Staff Operational
Operational Support 1,514.88 32,6596{ 157966 5170 1,772.00 40,243
Organisatienal Support
Total All Police Staff 32,656 35,170 40,243
Special Special Constabies 228.00 0 210.00 0 210.00 ]
Constabiles
2. ADDITIGNAL STAFF COSTS
200203 2003/04 2004105
actual estimated | planned
Detail . £'000 £000 £0
Temporary staff [Employed and agency 688 741 734
Consultants Consultants NIA N/A N/A
3. OVERTIME
2002/03 2003/04 % 2004/05 % 2005/06 %
actual esfimated | reduction | planned | planned | planned | planned
reduction reduction | reduction | reduction | reduction
£'000 E0 Y £000 Yo £'000 %
Police 6,526 -156 333 -322 667 -497 10
Notes

Tabte 2. Definitional problems prevent accurate figures being provided for cansultancy,
Table 3. No information available for Police Staff overtime.

1R/0Q



4. ILL-HEALTH RETIREMENTS

2002/2003 200372004
No £ No £
Police Officers 24 1,435,000 7 424 000
Police Staff 3 N/A 4 NIA
§. ABSENCE
Number of equivalent 200272003 2003:2004
days lost and average cost
Detail No £000 No £000
Police Officers |Constables 31,518 4,386 30,972 4,310
Sergeants 2,865 489 2815 480
Inspectors 1,074 233 1,055 229
Chief Inspectors 200 45 190 44
Superintendents 149 49 158 52
ACPO 10 3 6 2
Total 35,816 5,208 35,196 5117
Police Staff Total 18616 1,680 17,968 1538
Notes

Table 4. Target based on BVPI of 0.7% of totai police officer numbers (4093)
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6. RECRUITMENT - 2003 / 2004

POLICE QOFFICERS RECRUITED

(INCLUDING CFF RECRUITMENT)
Minorlty
Total Male % of Total | Female {% of Total| Ethnle | %of Total
New Recruits 188 135 67.84 (274 31.15 2 1.01
Transfars 22 20 90.91 2 9.08 - 0.00
Re-joins 6 3 50.00 3 50.00 - 0.00
Total Recruitment 227 158 69.50 67 26.52 2 (.88
POLICE STAFF RECRUITED
Minority
Total Mate % of Total | Female |% of Total| Ethnic | %of Total
156 48 30.77 104 66 67 4 2.56
7. LEAVERS - 2003 / 2004
LEAVERS - POLICE OFFICERS
% of Total % of Male % of Female| Minority | % of EM
Total Leavers Male Leavers Female Leavers Ethnic Leavars
Resignation - 28 15 20 13 i 28 2 40
Medical Retirement 7 4 <] 4 1 4 - -
Injury Retirement 2 1 2 1 - - u -
Age Ratiremant 10 5 10 [ - - - -
Sarvice Retlrement 78 43 76 48 2 g 1 20
Early Retiremant - - - - - - - -
1Trarlsfer 20 1 13 B 5 22 2 40
Diamissal - - - - - - .
Death 3 2 3 ) - - - .
Carasr Break 26 14 20 13 ] 28 - -
Requested to Rexign 4 2 4 3 - - - -
Other 3 2 - 0 3 13 -
TOTAL 182 100 164 100 23 100 5 120
LEAVERS - POLICE STAFF
% of Total Male % of Male | Female ]% of Famale] Minority | % of EM
Total Leavers Leavers Leavers E\hnic Leavers
Unsatisfactory Probation - - - - - - - -
Reslgnation 59 53 2 49 36 56 - -
ill-Health Ratitemenat 4 4 2 4 2 3 -
Injury Retirement - . - - - - - .
Hﬂeti rement - Normal 13 12 8 13 7 11 - .
Retirement - Early 6 5 4 g 2 3 - -
Dismissal 4 4 2 4 2 3 - -
|Death 2 2 2 4 - - -
Career Break g B 2 4 7 1" -
Required to Resign - - - - - - -
Joined Force as Oficer 9 B 4 9 5 8 -
Qther 5 5 2 4 3 5 -
TOTAL 1114 100 47 100 64 100 . -
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8. GENDER DATA

GENDER BY RANK AT 315T MARCH 2004

Police Officer by Headcount

Female %
Male Female Total of Rank

Chief Cfficers 5 - 5 0.0
Chief Superintendent 13 1 14 7.1
Superintendent 26 5 31 16.1
Chief Inspector 48 4 52 7.7
inspector 159 14 173 8.1
Sergeant 491 58 549 106
Constable 2589 700 3269 21.4
Total 3311 782 4093 18.1
GENDER BY GRADE AT 31ST MARCH 2004

Palice Staff by Headcount

Female %
Male Female Total of Rank

Grade A-B/A-C 1 4 5 80
Grade A-D 1 - 1 -
Grade A-E - - - -
Grade B -E 61 80 151 5986
Grade C-E 20 8 pis] 23.1
Grade B-F - - - -
Grade C-F - 2 2 100.0
Grade B-G 4 10 14 71.4
Grade F -G 13 15 28 53.6
GradeD-G/D-H 1 1 2 50.0
Grade G -H - 1 1 100.0
Grade A - G 10 9 19 47.4
Grade A 72 32 104 308
Grade B 207 566 773 732
Grade C 56 109 165 66.1
Grade D &1 45 106 42.5
Grade E 22 34 56 60.7
Grada F 31 32 63 508
Grade G 17 11 28 39.3
Grade H 10 13 23 565
Grade | 22 11 33 333
Grade |- J/J 18 14 32 43.8
Grade K 5 1 6 16.7
Band 1 - 1 1 100.0
8and 2 2 - 2 -
Band 3 1 - 1 -
Band 4 1 1 2 50.G
Band 5 1 - 1 -
BMASQOP - - - -
Total 637 1008 1645 61.3
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9. ETHNICITY DATA - 2003/2004

STRENGTH BY ETHNIC GROUP AT 31ST MARCH 2004

Pcolice Officer

Minority Ethnic
strength as % of
Male Female Total total
B1 - Black Caribbean 1 1 2 4.17
B2 - Black African . - - -
B3 - Any Other Black Background 3 - 3 6.25
M1 - White & Black Caribbean 2 - 2 417
M2 - White & Black African 4 - 4 8.33
M3 - White & Asian 6 3 g 18.75
M$ - Any Other Mixed Background 2 3 5 10.42
At - Asian Indian 5 - 5 10.42
A2 - Asian Pakistani 5 - 5 10.42
A3 .- Asian Bangladeshi - - - -
A9 - Any Other Asian Background 1 - 1 208
O1 - Chinese 1 - 1 2.08
0% - Any Other Ethnic Group 10 1 11 22.92
Total 40 8 48 100
Police Staff
Minority Ethnlc
strength as % of
Male Female Total total
B1 - Black Caribbean - - - -
B2 - Black African - - - -
B3 - Any Cther Black Background . 1 1 9.09
M1 - White & Black Caribbean - - - -
M2 - Whits & Black African - 1 1 9.09
M3 - White & Asian - 1 1 9.09
M9 - Any Other Mixed Background - - - -
A1 - Agian Indian - 5 5 4545
A2 - Asian Pakistani ] 1 1 2 1818
A3 - Asian Bangladeshi 1 - 1 9.09
A9 - Any Other Asian Background - - - - -
O1 - Chinese - - - -
03 - Any Other Ethnic Group - - - -
Total 2 9 " 100
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10, ETHNICITY DATA - 2003/2004

MINORITY ETHNIC STRENGTH BY RANK AT 31ST MARCH 2004

Police Officers

Minority Ethnic
strength as % of
Male Female Total rank total
Chief Officers - - 0 -
Chief Superintendent - - 0 .
Superintendent 1 - 1 3.23
Chief Inspector - - 0 -
Inspector - - 1] -
Sergeant ) - 5 0.91
Constable 34 42 1.26
Total 40 8 48 1.18

MINORITY ETHNIC STRENGTH BY GRADE AT 318T MARCH 2004

Police Staff

Male

Minority Ethnic
strength as % of
grade total

Grade A-B/A-C
Grade A-D
Grade A-E
Grade B -E
Grade C-E
Grade B-F
GradeC-F
Grade B-G
Grade F - G
GradeD-G/D-H
Grade G -H
Grade A - G/
Grade A
Grade B
Grade C
Grade D
Grade E
Grade F
Grade G
Grade H
Grade |
Gradel-J7J
Grade K

_ |Band 1

Band 2
Band 3
Bard 4
Band 5
BMAJOP

Total
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11. SPECIAL CONSTABULARY DATA - 2003/2004

STRENGTH AT 31ST MARCH 2004

Gender
% of total Y%of total
Total Male strength Female strength
169 128 75.7 37 219
Minority Ethnic
% of total
Male Female Total strength
4 0 4 238
12. NUMBER OF STAFF IN PERSONNEL SERVICES
2002/2003 200312004 200412005
BCW
GCentral HR' | BCU/ department Central HR BCi) department | Central HR | department HR
departments| HR functions departments HR functions departments . functions

Recruitment

and strategic

resourcing 9.6 - 7.5 - 9.5 -

Establishment

Review - - 7 - 6 -

Heaith Safety

and Welfare 13.2 - 14.2 - 13.2 -

Parsonnel

Teams & PDU 314 - 355 - 37 58

Total 542 - 64.2 - 65.7 5.8

175



	

