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Development
Aides to CID
Procedure

8205A Career
Development
Opportunities for
Police Staff

8074 — Promotion
Policy

8135A & 8135
OSPRE Exams
Procedure

8006 & 8006A
Mentoring Policy &
Procedure

Conduct & Discipline

8187A Disciplinary,
Capability &
warnings
Procedures for
Staff

Louise Frayne

March 09

Dress Code Policy

8157 Wearing
Uniform at Public
Events Extraneous
to Normal Duty

Jaki Whittred

December 09

Employee Relations October 09
Employment of Temporary 8361 Employment of | Emma Vine/Pauline August 2010
& Casual Staff Temporary & Cooper
Casual Staff
Exit Interviews 8295 & 8295A Staff | Louise Frayne June 09
Exit Interviews
Fairness at Work 8199A Staff Louise Frayne January 09
Complaints &
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Grievance

Procedure
Harassment & Bullying - New Louise Frayne March 2010
Improving Attendance - 8114A 1l Health Louise Frayne January 09

Retirement For
Police Officers

- 8244 Il Health
Retirement for
Police Staff

- 8004A Disability
Issues when
Managing
Attendance

- 8030A & 8089A
Managing Long
Term Absence

- 8060 Managing
Attendance Policy

- 8082A Divisional
Attendance
Management
Meetings
Guidelines For
Managers

- 8087A Pay During
Sick Leave

- 8090A Reporting of
Absence and
Return Procedure

- 8303A & 8320 A
Frequent Short
Term Absence
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- 8280A Attendance
Discussion
Guidelines
- 8272A Attendance
Discussion
Procedure

8270A Maintain
Contact Guidelines
for Managers

- 8357 Attendance at

Court During
Periods of
Absence from Duty
due to Il Health

8381 Unacceptable

Attendance
Procedure

Job Evaluation

- 8120A Job Evaluation
Procedure

Simon Bamsey

May 2010

Job Share Policy

- 8364 Job Share
Policy — Police
Staff

Steve Nuworgah

August 2010

Managing Change

- 8362A
Redeployment
Policy and
Procedure
- 8362A Employment
Stability
Agreement

8222 Redeployment
Policy & Procedure

Louise Frayne

February 09

PDR

- 8050A Role Profile

Sam Pearce/Phil Chandler

July 2010
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Policy

8050 Role Profile
Procedure

8053 Performance &
Development

Review
Pay and Benefits 8317 Payment of Mark Cook July 2010
To include paternity, Additional

adoption leave,
dependents leave, (this
overlaps with the work for
Denise Dimmick regarding
work/life/family measures
and general leave policy)

Travelling Costs
upon redeployment
due to
reorganisation etc

8213 Payment for
Staff undertaking
indexing duties on
a voluntary basis —
HOLMES Indexers
Policy

8221 Annual Leave
Policy — Police
Officers

8236 Payment of
Staff undertaking
Casualty Bureau
on a voluntary
basis

8354A Annual leave
Guide — Police
Staff

8355A Annual
Leave Guide —
Police Staff 8
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	Agenda         15 April 2010
	HUMAN RESOURCES COMMITTEE
	Bridgebury House, Woburn Road, Kempston, Bedford MK43 9AX
	Mrs Linda Hockey (Chair), Mr Peter Conniff, Mr Shahzad Choudhry, Ms Alison Graham, Mr Peter Hollick, Mr John Mingay, Mr Lakhbir Singh and Mrs Christina Turner.
	Pat Brown

	Member Support Officer


	2. 1.Minutes HR 090210 approved final
	3. 2. Status Report 150410 draft
	4. HR TOR Review 150410 Final
	Recommendations
	INTRODUCTION
	STATUTORY REQUIREMENTS, ADDITIONAL INFORMATION, TERMS OF REFERENCE AND RESPONSIBILITIES OF THE COMMITTEE / GROUP / INDIVIDUAL CREATING THIS REPORT
	The Terms of Reference for Human Resources Committee are required to be appropriate and up to date.

	FINANCIAL IMPLICATIONS
	OTHER IMPLICATIONS
	Equality, Diversity and Human Rights
	Procurement
	Legal Implications
	Human Resources
	Corporate Governance
	Policy/Strategic Aims
	Welfare of Children and vulnerable adults
	Reducing Carbon footprint/waste

	RISK
	CONCLUSION
	RECOMMENDATIONS

	5. HR Risks to HR Committee 15-4-10
	Recommendation 1
	INTRODUCTION
	Members will be aware that a key driver for the Authority is to improve the governance arrangements in relation to risk management in order that it moves from being a Risk Defined Authority to one that is Risk Enabled.
	The risk management process has been revisited to allow for this change, but remains in a position whereby it will continue to be developed during future years to ensure that it continues to remain fit for purpose and aligned to the strategic planning...

	RISK MANAGEMENT
	As outlined to Members at the Police Authority seminar, the Authority and Force have various roles to play in delivering an effective risk management process. The diagram at Appendix A, highlights the individual roles. The role of this Committee is to...
	The Operational risks link directly into the agreed strategic risks, which are listed below for information, with the strategic risks having a direct link to at least one of the six strategic priorities included within the three-year Strategic Plan.
	This Committee has two specific Operational risks that impact on a number of the strategic risks but in the main are closely linked to Strategic Risks 2.1, 2.2, 3.2 and 4.1. The operational risks for this Committee are defined as follows:
	The extract from the Operational Risk register provides details of the issues associated with these risks and provides some details on what action has been taken or continues to be taken to mitigate the likelihood and impact of the risks. The risks ar...
	As can be seen from the Appendix the key areas for action and therefore assurance by this Committee are as follows:
	Obviously these two risks are very much related, in that whilst the likelihood of the training risk at this stage is not high, the impact of better understanding the skills sets of staff and the impact of workforce modernisation could result in additi...
	The Committee will therefore need to be assured during 2010/11 that the impacts of Programme 2011 and better data associated with skill sets of officers and staff are being effectively and appropriately managed both during the financial year and for f...

	OTHER IMPLICATIONS
	Corporate Governance
	The report provides details of those operational risks this Committee has responsible for in terms of assurance that the risks are being controlled and for which this Committee is receiving appropriate internal and external assurance upon. It also pro...
	Policy/Strategic Aims

	RISK
	The framework for the Authority to become risk enabled places a reliance on individual Committees to receive assurance, or request further action to provide the necessary assurance, for those risks that are related to their respective Terms of Reference.
	The specific Operational risks of the Committee are covered in the main body of this report and the assurance or further actions are also highlighted.
	5. CONCLUSION

	5.1 The Committee is aware of the Operational Risks that are closely aligned to its Terms of Reference and against which Strategic Risks these impact upon.
	5.2 The Committee has received assurance, where appropriate, of the controls and actions in place to mitigate against these risks and has also received some areas of focus for the Committee in delivering against the strategic priorities of the Authori...
	6. RECOMMENDATIONS
	Recommendation 1


	5a. App a H&S
	Revised Risk Management Framework

	5b. New Risk Register April 2010 (2)
	Sheet2

	6. HR Committee Chief Officer Appts progress report
	Recommendation 1
	INTRODUCTION
	It was agreed at the Human Resources Committee, and approved by the Police Authority, in February that the Appointments Panel would review the appointment of the two Chief Officer posts, Chief Constable and Deputy Chief Constable.
	This review has been sought as the two existing post holders fixed term appointments are due to expire, following previously approved extensions, as set out below;

	the appointment of the Chief Constable was extended by approximately six  months to 22 December 2010.
	the appointment of the Deputy Chief Constable was extended by one year to  22 October 2010.
	Fixed term appointments were introduced for Chief Officers in the Police Regulations 1995 and although set for seven years for Chief Constable and Deputy Chief Constable posts, the period of an appointment was reduced to five years in 2003. Although i...
	In line with Regulation 11 (2B) of the Police Regulations 2003 the Police Authority may extend a fixed term appointment, with the agreement of the person appointed, for a further term of a maximum of three years and for subsequent terms, each of a max...
	It is expected that the Police Authority will consider options for change at the  July 2010 Police Authority meeting. As one of the options for consideration is  voluntary merger this creates an additional complexity for the Authority as it reviews th...

	STATUTORY REQUIREMENTS, ADDITIONAL INFORMATION, TERMS OF REFERENCE AND RESPONSIBILITIES OF THE COMMITTEE / GROUP / INDIVIDUAL CREATING THIS REPORT
	The terms of reference for Human Resources Committee include;
	The terms of reference of the Appointments Panel are;

	APPOINTMENTS PANEL
	Following revisions to the composition of the Appointments Panel agreed by  the Human Resources Committee and approved by the Police Authority in  February the Panel now comprises the Chairs of the Authority’s Committees  and Panels.

	OPTIONS FOR APPOINTMENT OF DEPUTY CHIEF CONSTABLE (DCC)
	The existing DCC’s fixed term appointment will expire on 22 October 2010 having been extended by a full year. The options put to the Panel for consideration were;
	The Panel determined that Option 2: Temporary promotion of a senior officer within Bedfordshire Police to the DCC role was preferred.
	The Panel also considered that should a suitable candidate not be selected internally it would progress Option 3: Secondment from another Force as this option would also have the advantages detailed above (with the exception of key chief officer progr...

	OPTIONS FOR APPOINTMENT OF CHIEF CONSTABLE (CC)
	The Panel also considered that should a suitable external candidate not be selected it would want the existing Chief Constable to continue to fulfil the role. This option would only be pursued in exceptional circumstances and for a time limited period...

	FINANCIAL IMPLICATIONS
	Any costs associated with the recruitment of Chief Officer appointments will be  borne by the Police Authority’s budget. The Authority will consider options to  deliver value for money wherever possible.
	6.1 Equality, Diversity and Human Rights
	6.2 Procurement
	6.3 Legal Implications
	6.4 Human Resources
	5.5 Corporate Governance
	The successful review and appointment to the two most significant Chief Officer posts within the organisation can have a positive impact on governance matters.
	5.6 Policy/Strategic Aims
	5.7 Welfare of Children and vulnerable adults
	5.8 Reducing Carbon footprint/waste
	5.9 Confidence

	CONCLUSION
	The Authority has the opportunity to positively influence the future of policing locally and nationally, with the successful review and appointment of the two most influential roles within the Force. However it needs to progress this matter before it ...
	To reduce the risks to a successful review and appointment process, it is proposed that the Panel considers how it can retain sufficient flexibility to demonstrate best use of public money whilst ensuring that the Force does not lose its current momen...

	RECOMMENDATION
	Recommendation 1


	7. Members Training Plan 2010 -11
	Recommendation 1
	Recommendation 2
	That the Committee receives a progress report against the Member Development Plan at its Committee meeting on 7 October 2010.
	INTRODUCTION
	1.1  The Group met on 2nd April and have assessed and prioritised training needs   against the Authority’s business priorities and training requirement flowing from   the PDR process. Attached to this report (Appendix A) is the Members     Development...

	monitor the implementation of that plan.
	MEMBER DEVELOPMENT PLAN FOR 2011/12
	As part of the preparation for the 2011/12 Member Development Plan a skills assessment of all Members will be undertaken by the autumn. This will not only assist in identifying individual training needs but will also determine the skills gap as we app...
	3.  POLICE AUTHORITY INSPECTION
	Flowing from the Police Authority Inspection in July 2010 the Inspectors may make recommendations that impact upon the priorities in the Business plan and this may therefore impact upon the Member Development Plan. Any proposed changes would be brough...

	4. FINANCIAL IMPLICATIONS
	Equality, Diversity and Human Rights
	Procurement
	Legal Implications
	Human Resources
	Corporate Governance
	The Policy should strengthen the Corporate Governance arrangements of the Authority through the development of its members.
	Policy/Strategic Aims
	Welfare of Children and vulnerable adults
	Reducing Carbon footprint/waste
	Confidence

	RISK
	The successful delivery of the Member Development Plan should reduce those risks most significant to the Authority through its prioritisation against the Authority’s business priorities.

	RECOMMENDATIONS
	Recommendation 1
	Recommendation 2


	7a. Member Training 2010-11 draft Appendix A
	PA DELIVERY

	8. People Services Plan Exception Report 15 04 10
	Recommendation 1
	INTRODUCTION
	This report presents the approach proposed for monitoring the People & Leadership Strategy 2009/12 and Development Plan 2009/10 by way of exception reporting.
	This approach is consistent with the reporting mechanism for 2008/09, which proved to be a constructive way forwards to report progress against initiatives and any adverse trends requiring immediate action.
	2.1    The Terms of Reference of the Human Resources Committee include considering and advising the Police Authority on such issues as workforce planning, succession management, developing leadership capacity, etc.

	OPTIONS / BUSINESS CASES / IMPLEMENTATION PLANS
	SERVICE AND FINANCIAL IMPLICATIONS
	All activities will be delivered using the monies available to People Services as part of the annual budget setting process.
	Efforts will continue to source and secure monies available from external funding streams such as Train to Gain. People Services have recently won an award for the monies secured to date.

	OTHER IMPLICATIONS
	Equality and Diversity
	The Force has a duty to equality impact assess initiatives which may have an adverse effect on the workforce.
	The Development Plan pays attention to the confidence agenda and in particular the need to have a workforce reflective of the wider community. Provisional targets have been set, which may require further revision on receipt of the guidance from the APA.

	Procurement
	Legal Implications
	People Services have an obligation to pay due regard to legal implications such as compliance with the Police Regulations and the Employment Rights Act 1996 and the Employment Act 2006.
	The emphasis placed on developing a Framework for Managing People to ensure that managers are equipped to address staffing issues on a fair, consistent and robust basis and consequently mitigate any claims brought by individuals through the Employment...

	Human Resources
	People Services have a responsibility to ensure that the requirements of the Force in terms of recruitment and retention, deployment, workforce planning etc are met.
	The department also has a responsibility to ensure that projections, e.g. recruiting an increased number of female officers, and the issues that may arise, e.g., if there is subsequently an increase in officers on maternity leave which increase reques...

	Corporate Governance
	Human Rights
	People Services has a duty to ensure that the human rights of staff are not infringed. It will discharge this responsibility by equality impact assessing the number of cases for grievances, disciplinary, sickness absence, recruitment and progression.
	People Services also has a responsibility to ensure that the staff of Bedfordshire Police do not infringe the human rights of members of the public. It undertakes to ensure that this is prevented as far as is reasonably practicable by delivering suita...

	Policy and Strategic Aims
	Welfare of Children and Vulnerable Adults

	RISK
	CONCLUSION
	The People & Leadership Strategy 2009/12 and Development Plan 2009/10 articulate an ongoing commitment to recruiting and retaining the best people, with the right skills, in the right place and at the right time.

	RECOMMENDATIONS

	9. Police Authorities  Year End PSPR and HS  final v2
	10. People Services Annual Report 2009-10
	Recommendation 1
	Recommendation 2
	INTRODUCTION
	The HR Committee endorsed the People & Leadership Strategy 2009 – 2012 and the accompanying Development Plan 2009/10 in July 2009.
	Updates against the strategy and plan have been presented to the HR Committee at each subsequent meeting by way of an exception report.
	This report covers activity and progress, since July 2009, against the key priorities identified in the over-arching strategy and supporting development plan for completion during 2009/10.
	The Development Plan 2009/10 has three key themes:
	The priorities, for 2009/10, within each of these key areas were to:
	2.1    The Terms of Reference of the Human Resources Committee include considering and advising the Police Authority on such issues as workforce planning, succession management, developing leadership capacity, etc.
	3.1    The Development Plan at Appendix 2 details the progress made against all of  the priorities outlined at 1.5 using a RAG status together with additional activities identified to enhance the Force’s overall performance.
	3.2    The activities outlined were ambitious and good progress has been made with tangible outcomes available to evidence success.
	3.3 In addition to the evidence submitted at Appendix 2 it is worth noting that the Force also:
	4.1A small number of activities remain outstanding. It is considered that these actions remain important for the Force to improve its performance and effectiveness.
	4.2The activities outlined below will be incorporated into the 2010/11 Development Plan:

	SERVICE AND FINANCIAL IMPLICATIONS
	None

	OTHER IMPLICATIONS
	Equality and Diversity - None
	Procurement - None
	Legal – None
	Human Resources – None
	Corporate Governance – delivery of the Exceptions Report to each HR Committee will support and strengthen the Police Authority’s oversight and scrutiny role.
	Human Rights – None
	Policy and Strategic Aims – the Development Plan is integral to the Force delivering priorities in the Strategic and Annual Policing Plans.
	Welfare of Children and Vulnerable Adults – None

	RISK
	The Force Risk Register identifies five risks related to HR issues namely:
	The progress made against the Development Plan in 2009/10 reduces the likelihood of these risks being realised. The outstanding actions have been considered against these risks and have consequently been carried forwards into the 2010/11 Development P...

	CONCLUSION
	Considerable progress has been made again in 2009/10 with nearly all activities being delivered on time.
	The real and significant progress made supports further ambitious activity for 2010/11 on a sustainable basis.

	RECOMMENDATIONS
	Recommendation 1
	Recommendation 2


	11
	11a. Summary Progress Report March 2010 HS (2)
	11c. HS Leadership checklist (2)
	12. Working time audit report
	Recommendation 1
	Recommendation 2
	INTRODUCTION
	STATUTORY REQUIREMENTS, ADDITIONAL INFORMATION, TERMS OF REFERENCE AND RESPONSIBILITIES OF THE COMMITTEE / GROUP / INDIVIDUAL CREATING THIS REPORT
	The Working Time Regulations 1998 set out certain limits on the hours a worker may work and also make provision for entitlements with regard to rest breaks and rest periods.
	The Force has implemented the requirements of the Working Time Regulations through various policies and procedures. These policies and procedures include outlining how Working Time will be recorded, monitored and audited.

	AUDIT FINDINGS
	During the course of the audit it became clear that there is inconsistency in the way that working time is monitored within the various directorates. There is also inconsistency in the way that Police Officer and Police Staff working time is monitored.
	Most directorates now use a single spreadsheet to record and monitor officers’ working time. The spreadsheet is normally completed by a single person for each directorate. This spreadsheet automatically highlights when an individual works in excess of...
	The recording and monitoring of working time for police staff is also very inconsistent. Although the majority of police staff do record their working hours, there are still some individuals who do not. The monitoring of working time for police staff ...
	Due to the inconsistency in the way that working time is recorded and monitored it is difficult to identify those individuals who consistently work excessive hours. As such this part of the audit has been delayed until the accuracy and consistency of ...

	OTHER IMPLICATIONS
	Failure to adequately record and monitor working time may result in enforcement action by the Health and Safety Executive.
	Failure to monitor and control individuals’ working time could result in absence due to stress or exhaustion as a result of consistently being allowed to work excessive hours with insufficient rest periods between duties.

	CONCLUSION
	RECOMMENDATIONS

	13. Force Policies and Procedures 15 04 10
	Recommendation 1
	INTRODUCTION
	This report presents the approach proposed for reviewing, revising and rationalising where applicable all HR policies and procedures for Bedfordshire Police.
	2.1    The Terms of Reference of the Human Resources Committee include considering and advising the Police Authority on such issues as workforce planning, succession management, developing leadership capacity, etc.

	OPTIONS / BUSINESS CASES / IMPLEMENTATION PLANS
	3.3 Managers using such policies and procedures places the Force in a position of risk that could escalate, for example, should redress be sought through an Employment Tribunal.
	3.4 With this in mind a Framework for Managing People is being devised and all HR policies and procedures are subject to a fundamental root and branch review. The Framework will be applicable to all staff, including members of the Special Constabulary.

	5. OTHER IMPLICATIONS
	5.1 Equality and Diversity
	5.1.1 The Force has a duty to equality impact assess initiatives which may have an adverse effect on the workforce.

	5.2 Procurement
	5.3 Legal Implications
	5.3.1 People Services have an obligation to pay due regard to legal implications such as compliance with the Police Regulations and the Employment Rights Act 1996 and the Employment Act 2006.
	5.3.2 The emphasis placed on developing a Framework for Managing People to ensure that managers are equipped to address staffing issues on a fair, consistent and robust basis and consequently mitigate any claims brought by individuals through the Empl...

	5.4 Human Resources
	5.5 Corporate Governance
	5.6 Human Rights
	5.7 Policy and Strategic Aims
	5.8 Welfare of Children and Vulnerable Adults

	6. RISK
	7. RECOMMENDATIONS




