














Force. 
 
Workforce Planning Audit 
A Workforce Planning Audit had been commissioned jointly with 
Bedfordshire, Derbyshire, Leicestershire, Northamptonshire and 
Nottinghamshire. As part of this arrangement a thematic review had 
been completed with the objectives to a) evaluate the Force workforce 
planning, management and reporting mechanism and b) collate data 
from all five forces to provide a comparative report. 
 
Bedfordshire Police received positive assurance, with four 
recommendations, one significant (to extend workforce planning to 
three years in line with the strategic and financial planning cycles) and 
the remaining three meriting attention. 
 
The findings of this report had been considered by the Audit and 
Business Assurance Committee on 10 November 2009. 
 
Collaboration of Learning and Development, Occupational Health and 
Recruitment 
Members were informed that scoping work on collaboration of 
Learning and Development, Occupational Health and Recruitment had 
been put on hold until the work on Protective Services was completed. 
There was however, work ongoing regarding collaboration with 
engagement of agency staff.  An update report was to be brought to 
the next meeting of the Human Resources Committee. 
 
Chair, Mrs Linda Hockey, expressed concern about how collaborative 
working would be developed within Public Protection given that this 
area works differently with each local authority. 
  
Workforce Inspection 2010 Consultation Event 13 October 2009 
This consultation event had been held to consider how the major 
HMIC inspection of the workforce would be conducted in 2010 based 
on three key themes of leading, organising and developing to 
demonstrate how productive the service was in working for the public. 
For the purposes of the inspection productivity was defined as:- 
 
The workforce is led, organised and developed in the most 
economical, efficient and effective manner to achieve outcomes for the 
public. 
 
For the purposes of value for money sophisticated approaches to 
productivity analysis were required including benchmarking data and 
comparative profiling of functions against priorities and resources. 
Following consultation at this event the Force was awaiting finalised 
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descriptors to take forward to a challenge day to be led by the Deputy 
Chief Constable in January 2010 to conduct a self assessment and 
identify gaps for redress.  
Two cross cutting themes which were interlinked and embedded 
throughout the descriptors were customer service and equality and 
diversity. 
Members were to be updated at the February 2010 meeting of the 
Human Resources Committee. 
The inspection was to also look at Police Authority functions. 
Committee Chair, Mrs Linda Hockey, advised that she was keen that 
the Police Authority should be involved in the challenge day to be 
arranged for January 2010. 
Workforce inspections were expected to begin in July/August 2010. 
 
Apprenticeships 
The initial pilot of apprenticeships undertaken by the Force had been 
so successful that it was being extended. £26,000 had been secured 
by People Services from the ‘Big Job Fund’ to part fund a further five 
apprenticeships, three of which were possibly going to be placed with 
Safer Neighbourhood Teams. 
 
Resolved 
 

1. That the report be noted. 
 

2. That an update report be brought to the next meeting on 
Collaboration of Learning and Development, Occupational 
Health and Recruitment 
 

3. That an update report be brought to the next meeting on 
Workforce Inspections. 

 
09/h/38 2009 – 2010 PEOPLE SERVICES AND HEALTH AND SAFETY 

MONITORING REPORT  
 
The People Services and Health and Safety Performance Report 
October 2009 was presented to Members by Assistant Director 
(People Services) Louise Frayne and Health and Safety Advisor Mr. 
Marcus Kirschbaum. Areas highlighted in the report were: 
 

• Establishment and Strength 
• Transferees/Rejoiners 
• Attendance 
• Health and Safety 

 
 

Page 9



Establishment vs Strength 
The Force currently had 1247.8 full time equivalent Police Officers 
against an establishment of 1274. There were currently 26 vacant 
officer posts. 
4 transferees were joining Bedfordshire Force and an intake of 16 
officers was planned for November. An intake of 5 PCSOs was 
planned for late October. 
Current strength of Special Constables was 183 with a target of 235 
for year 2009-2010. 
The strength of Police Staff was 957.8 against an establishment of 
979.8. 
 
Transferees/Rejoiners 
2 Police Officers had joined in September with a further 6 currently 
being processed, plus 2 in the Inspector pool. 
 
Attendance 
Sickness levels for Police Officers for September 2009 were 4.2% 
against a target of 4.2%. 
Police Staff sickness levels for September 2009 were 6.4% against a 
target of 4.2%. 
At 30th

Members discussed the high level of sickness of Police Staff. Director 
of Corporate Services, Mr Vince Hislop emphasised that the effect of 
long term sickness was significant in the report, particularly in K 
Division, and members were reassured that all long term sickness was 
being monitored and managed in accordance with the Improving 
Attendance Policy.  

 September 2009 10 Police Officers and Staff were off work with 
Swine Flu symptoms 

 
Health and Safety 
Reported incidents remained stable at an average of 400 per year. 
Police Officers were most injured with an average of 81% reported 
incidents.  
The most common incidents reported were assault by a person 
followed by injury whilst arresting a person. 
 
Members requested that targets should be included in all future 
reports to enable better understanding of the current Force position. 
 
Mr Marcus Kirschbaum advised that a reduction of reported incidents 
by 10% as set as a target against 2003 levels was expected to be 
achieved. 
 
Members were advised that 170 working days had been lost from April 
to September 2009 through reported incidents at work and were 
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reassured that the Force was addressing this through improved health 
and safety and refresher training and working with the Estates 
Department to reduce workplace incidents. The Force was addressing 
the health and safety of Display Screen Equipment (DSE) use for Staff 
and Officers. Members were assured that work place risk 
assessments were carried out for staff. 
The Committee Chair emphasised the importance of senior officers 
attending the Force Health and Safety Board meeting. 
An update on the recent Health and Safety Executive Lessons Learnt 
report had been requested to provide members with assurance that 
actions had been identified and implemented. 
A Health and Safety thematic Internal Audit had recently taken place 
and the report was to be brought to the next Human Resources 
Committee meeting. 
 
Mrs Frayne also informed members that the Learning and 
Development Programme had received a national award for 
Professionalising the Investigation Process 
 
Committee Chair, Mrs Linda Hockey requested that discussion be had 
outside of this meeting regarding what information was to be submitted 
in future performance monitoring reports, in order to focus attention on 
the most critical areas of business. 
 
Resolved 
 

1. That members note the content of the report. 
 

2. That the Health and Safety Internal Audit report be brought to 
the next Human Resources Committee meeting in February 
2010. 

 
09/h/39 INVESTORS IN PEOPLE STANDARD  

 
Assistant director (People Services) Mrs Louise Frayne submitted a 
report to inform members of the outcome of the recent Investors in 
People review. 
The Force had been placed on the Retaining Recognition programme 
in August 2007 and in August 2008 had been found to have made 
significant progress but unable to fully evidence meeting the standard. 
A further review in July 2009 had resulted in Bedfordshire Police Force  
being awarded the Investors in People Standard for three years. 
The Development Plan was to realise continuous improvement over 
the next twelve months using the Investors in People Standard as a 
business improvement tool. 
The Force had opted to adopt a rolling review programme to 
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continually assess improvement and development against the 
standard. 
Members acknowledged the achievement of the Force being awarded 
the Investors in People Standard and the commitment for continuous 
business improvement to be assessed through the rolling review 
programme. 
 
Resolved 

1. That the report be noted. 
2. That members acknowledge the achievement of the Force 

being awarded the Investor in People Standard. 
 

09/h/40 PEOPLE AND LEADERSHIP STRATEGY 2009 – 2012 AND 
PEOPLE SERVICES DEVELOPMENT PLAN 2009 -2010 
 
Assistant Director (People services) Mrs Louise Frayne submitted a 
report to members for endorsement on the People and Leadership 
Strategy 2009-2012 and the People Services Development Plan 2009-
2010. 
The People and Leadership Strategy had been presented to the 
Human Resources Committee on 1 July 2009 and had been revised 
following comments by members. 
It was advised that the provisional targets that had been set may be 
subject to review on receipt of Association of Police Authorities (APA) 
guidance that had not yet been received as expected.  
Members considered the report and appended strategy and plan. It 
was agreed that councils be included in ‘Partners’ – paragraph 3.1. 
Members also requested that timescales be incorporated within the 
Development Plan. 
 
Members discussed the sections of the report template particularly 
with regard to implications. Mrs Stephanie McMenamy advised 
members that the report template was due to be reviewed. 
 
Resolved 
 

1. That members endorse the People and Leadership Strategy 
2009 -2012 and the People Services Development Plan 2009-
2010. 

 
2. That members agree that subsequent reports of the People and 

Leadership Strategy 2009 -2012 and the People Services 
Development Plan 2009-2010 be submitted on an exceptions 
basis. 
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09/h/41 DIVERSITY RECRUITMENT CAMPAIGN 
 
Mrs Emily Alleyne of Recruitment gave a presentation to members of 
the Committee on the recent Diversity Recruitment Campaign that had 
been run in line with the Force’s Positive Action Strategy. 
The campaign had been aimed at attracting, recruiting and retaining 
more applicants from all diverse backgrounds. 
The focus of the campaign had been to concentrate on the diversity of 
options and opportunities available rather than the diversity of the 
applicants. 
Members welcomed this recruitment campaign and were reassured 
that this initiative was addressing equality and diversity issues within 
the Force.  
Members advised that they wanted to be involved in open evenings, 
such as were used to promote this campaign, and other events, 
particularly as they were in many cases representatives of their local 
communities outside of their work for Police Authority. 
Assistant Director (People Services) Mrs Louise Frayne informed 
members that the results of the Diversity Recruitment Campaign would 
be brought to the next meeting. 
 
Resolved 
 

1. That the presentation be noted. 
 

2. That the results of the Diversity Recruitment Campaign be 
brought to the next meeting of the Human Resources 
Committee in February 2010. 

 
09/h/42 DIVERSITY SUPPORT GROUP 

 
Sergeant Mohinder Chand, Chair of the Diversity Support Group gave 
a presentation to members on the work of the Force Diversity Support 
Group. This group has recently changed its name from the Black and 
Asian Staff Support Group (BASSG) to offer a broader scope and 
more integration. Aims and objectives of the Group were to promote 
equality and diversity, to provide education, support, influence policy 
and share knowledge. 
The Diversity Support Group had a representative in each division to 
deal with localised issues. Community matters would be discussed by 
the Group and major concerns brought forward to be addressed. 
The Diversity Support Group advised the Force on diversity and 
inclusion matters and was involved in community projects. 
Members were impressed by the work of the Diversity Support Group 
and agreed that a report on developments made would be brought to 
the next meeting in February. 
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Resolved 
 

1. That the presentation be noted 
 

2. That an update report on the Diversity Support Group be 
brought to the next meeting of the Human resources committee 
in February 2010. 

 
  
 
 
 
 
 

Page 14



 

4.1 
 

Bedfordshire Police Authority              
 

COMMITTEE AND 
MEETING DATE 

HUMAN RESOURCES COMMITTEE 

09/02/2010 

AGENDA ITEM No: 4 

TITLE: REVIEW OF CHIEF OFFICER APPOINTMENTS 

DATE OF REPORT: 27/01/2010 

REPORT OF: BEDFORDSHIRE POLICE AUTHORITY 

AUTHOR: STEPHANIE MCMENAMY 

 
EXECUTIVE SUMMARY: 
To review the Chief Officer fixed term appointments and agree the next steps, to 
include the review of the composition of the Appointments Panel. 
 
RECOMMENDATIONS: 
 
Recommendation 1 
That the Committee delegates the review and appointment of the two Chief Officer 
posts, Chief Constable and Deputy Chief Constable, to a working group consisting of 
members of the Appointments Panel. 
 
Recommendation 2 
That the Committee recommends to the Authority that the composition of the 
Appointments Panel is amended with immediate effect to consist of Chairs of 
Committees and Panels as set out at section 3.3. 
 
Recommendation 3 
That a progress report is brought to each meeting of the Human Resources 
Committee until the matter is concluded. 
 
 
 
Originators: Stephanie McMenamy 
Date: 27/01/2010 
Telephone No: 01234 842066  
E-mail:  stephanie.mcmenamy@bedfordshire.pnn.police.uk 
BACKGROUND PAPERS: 
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4.2 
 

 
 
ADDITIONAL PAPERS: 
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Appendix 1 
 

Pay comparison – white and BME 
 
White and BME - Basic Pay only 
 
 Ethnicity     

 Count  
Average 
Salary   

Employees BME White BME White 
% 
Difference 

Officers      
CONST 62 889  £ 30 688               £  31 420  -2% 
SERGT 11 169  £ 39 240   £  38 799  1% 
INSPC 3 62  £ 47 341   £  48 158  -2% 
CINSP  21   £  51 534   
SUPRT  11   £  65 536   
CSUPT  5   £  75 023   
PPZAC  2   £101 745   
PPZDC  1   £107 052   
PPZCC  1   £129 759   

Staff      
APPR2 1 1  £ 9 500   £    8 500  12% 
APPR3  1   £    9 500   
PSSC1  3   £  13 810   
PSC12  1   £  14 538   
PSSC2  12   £  15 820   
PSC23 1 9  £ 15 759   £  16 843  -6% 
PSSC3 15 124  £ 17 211   £  17 191  0% 
PSC34 1 93  £ 18 006   £  18 081  0% 
PSSC4 25 260  £ 19 434   £  19 310  1% 
PSC45 1 21  £ 22 467   £  21 679  4% 
PSSC5 3 107  £ 22 045   £  21 868  1% 
PSC46  1   £  24 810   
PSC56 3 40  £ 22 615   £  23 746  -5% 
PSSC6 10 44  £ 24 241   £  24 459  -1% 
PC501 1   £ 28 218     
PC601 3 18  £ 27 626   £  26 766  3% 
PSS01 2 98  £ 27 399   £  28 626  -4% 
PC602  1   £  31 416   
PSS02 1 39  £ 31 416   £  31 038  1% 
PLP01 1 28  £ 32 202   £  32 147  0% 
PLP02 2 12  £ 34 659   £  34 960  -1% 
PLP03 2 21  £ 41 217   £  40 954  1% 
PLP04  7   £  44 381   
PLP05  7   £  46 874   
PBSM1  3   £  52 546   
PBSM2  3   £  57 882   
PBSM3  2   £  67 662   
PBSM4 1 3  £ 72 747   £  73 643  -1% 
PPZAR  1   £  81 748   
PPCET  1   £  88 236   
PPZHR  1   £106 101   

Grand 
Total 149 2125 

 £                
27 627   £  29 444   
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White and BME - Total Pay 
 
 Ethnicity     
 Count  Average Total Pay  

Employees BME White BME White 
% 
Difference 

Officers     
CONST 62 889  £33 423   £  35 256  -5% 
SERGT 11 169  £43 199   £  44 376  -3% 
INSPC 3 62  £50 668   £  50 336  1% 
CINSP 21   £  53 992   
SUPRT 11   £  67 572   
CSUPT 5   £  76 194   
PPZAC 2   £101 745   
PPZDC 1   £110 082   
PPZCC 1   £133 666   

Staff      
APPR2 1 1  £ 9 663   £    8 500  14% 
APPR3 1   £    9 500   
PSSC1 3   £  16 032   
PSC12 1   £  14 974   
PSSC2 12   £  16 064   
PSC23 1 9 £16 916   £  16 975  0% 
PSSC3 15 124 £17 443   £  17 694  -1% 
PSC34 1 93 £22 882   £  21 852  5% 
PSSC4 25 260 £22 410   £  22 031  2% 
PSC45 1 21 £22 467   £  23 720  -5% 
PSSC5 3 107 £23 632   £  24 868  -5% 
PSC46 1   £  30 114   
PSC56 3 40 £26 029   £  27 409  -5% 
PSSC6 10 44 £24 590   £  25 925  -5% 
PC501 1  £28 218     
PC601 3 18 £28 143   £  27 457  2% 
PSS01 2 98 £27 399   £  30 522  -10% 
PC602 1   £  42 122   
PSS02 1 39 £39 406   £  32 574  21% 
PLP01 1 28 £32 260   £  32 891  -2% 
PLP02 2 12 £38 034   £  36 589  4% 
PLP03 2 21 £41 217   £  41 952  -2% 
SPOT2 2   £  34 328   
PLP04 7   £  45 842   
PLP05 7   £  47 910   
PBSM1 3   £  53 923   
PBSM2 3   £  58 992   
PBSM3 2   £  69 611   
PBSM4 1 3 £72 747   £  75 713  -4% 
PPZAR 1   £  81 748   
PPCET 1   £  88 236   
PPZHR 1   £106 101   

Grand 
Total 149 2125  £29 923   £  32 574   
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Appendix 2 

Pay comparison - disability 
 
Disabled and non-disabled - Basic Pay only 
 
 Disability     
 Count  Average Salary   

Employee Y N Y N 
% 
Difference 

Officers      
CONST 33 544  £  32 425   £  30 931  5% 
SERGT 8 117  £  39 222   £  39 343  0% 
INSPC 1 60  £  49 488   £  48 135  3% 
CINSP 1 20  £  51 516   £  51 535  0% 
SUPRT  11   £  65 536   
CSUPT  4   £  74 609   
PPZAC  2   £101 745   
PPZDC  1   £107 052   

Staff      
APPR2 1 3  £   7 500   £    8 500  -12% 
APPR3  1   £    9 500   
PSSC1  1   £  13 236   
PSC12  1   £  14 538   
PSSC2 1 8  £ 16 134   £  15 662  3% 
PSC23  6   £  16 260   
PSSC3 5 108  £  17 261   £  17 027  1% 
PSC34 4 73  £  18 376   £  17 642  4% 
PSSC4 15 196  £  19 736   £  19 113  3% 
PSC45 1 14  £  21 828   £  21 602  1% 
PSSC5 4 69  £  22 307   £  21 732  3% 
PSC46 1   £  24 810     
PSC56 2 19  £  23 639   £  23 239  2% 
PSSC6 1 28  £  24 810   £  24 231  2% 
PC501  1   £  28 218   
PC601  15   £  26 919   
PSS01 7 48  £ 28 567   £  28 489  0% 
PC602  1   £  31 416   
PSS02 3 15  £ 31 416   £  31 054  1% 
PLP01 1 17  £ 30 645   £  32 255  -5% 
PLP02 1 7  £ 35 124   £  34 842  1% 
PLP03 3 14  £ 41 215   £  40 757  1% 
PLP04  3   £  44 293   
PLP05 1 4  £ 47 661   £  45 596  5% 
PBSM1  1   £  54 765   
PBSM2 1   £ 60 609     
PBSM3  2   £  67 662   
PBSM4  2   £  74 091   
PPCET  1   £  88 236   
PPZHR 1   £ 106 101     

Grand 
Total 96 1419 

 £                29 
898   £  29 054   
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Disabled and non-disabled - Total Pay 
 
 Disability     

 Count  
Average Total 

Pay   

Employee Y N Y N 
% 
Difference 

Officers      
CONST 33 544  £  34 883   £  34 445  1% 
SERGT 8 117  £  43 135   £  45 052  -4% 
INSPC 1 60  £  49 488   £  50 470  -2% 
CINSP 1 20  £  51 567   £  53 989  -4% 
SUPRT  11   £  67 572   
CSUPT  4   £  75 710   
PPZAC  2   £101 745   
PPZDC  1   £110 082   

Staff      
APPR2 1 3  £    7 500   £    8 554  -12% 
APPR3  1   £    9 500   
PSSC1  1   £  14 736   
PSC12  1   £  14 974   
PSSC2 1 8  £  16 134   £  15 748  2% 
PSC23  6   £  16 650   
PSSC3 5 108  £  17 392   £  17 539  -1% 
PSC34 4 73  £  21 069   £  21 373  -1% 
PSSC4 15 196  £  22 113   £  22 022  0% 
PSC45 1 14  £  21 828   £  24 911  -12% 
PSSC5 4 69  £  27 024   £  24 824  9% 
PSC46 1   £  30 114     
PSC56 2 19  £  30 102   £  25 246  19% 
PSSC6 1 28  £  24 810   £  25 253  -2% 
PC501  1   £  28 218   
PC601  15   £  27 356   
PSS01 7 48  £  32 348   £  29 475  10% 
PC602  1   £  42 122   
PSS02 3 15  £  32 745   £  33 031  -1% 
PLP01 1 17  £  31 425   £  33 072  -5% 
PLP02 1 7  £  36 086   £  37 713  -4% 
PLP03 3 14  £  41 215   £  42 136  -2% 
PLP04  3   £  44 293   
PLP05 1 4  £  47 661   £  47 360  1% 
PBSM1  1   £  54 765   
PBSM2 1   £  60 609     
PBSM3  2   £  69 611   
PBSM4  2   £  74 091   
PPCET  1   £  88 236   
PPZHR 1   £ 106 101     

Grand 
Total 96 1419  £  32 282   £  32 005   
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Appendix 3 
Pay comparison – age 

 
Age comparison – Basic Pay only 
 
 Age         

 Count   
Average 
Salary      

Employe
es 

25 or 
less 

50 or 
less 

Over 
50 25 or less 50 or less Over 50 

% 
Differ
ence 

% 
Differen
ce 

% 
Differen
ce 

Officers       

25 or 
less/ 
50 or 
less 

50 or 
less/ 
Over 50 

25 or 
less/ 
Over 50 

CONS
T 116 807 45  £ 26 357                £  31 914   £  35 166  -17% -9% -25% 

SERG
T 1 165 17 

                      
£ 35 610  £  38 770   £  39 765  -8% -3% -10% 

INSPC  61 4   £  48 052   £  49 166   -2%  
CINSP  20 2   £  51 586   £  51 540   0%  
SUPR

T  10 1   £  65 764   £  63 255   4%  
CSUP

T  6    £  75 300      
PPZA

C  2    £101 745      
PPZD

C  1    £107 052      
PPZC

C   1    £129 759     
Staff          

APPR
2 4     £ 8 250      

APPR
3 1    £ 9 500       

PSSC
1  1 2   £  14 958   £  13 236   13%  

PSC12  1    £  14 538      
PSSC

2 4 5 3  £ 15 473   £  16 134   £  15 757  -4% 2% -2% 
PSC23 2 6 2  £ 17 448   £  16 823   £  15 759  4% 7% 11% 
PSSC

3 20 91 39  £ 16 697   £  17 199   £  17 318  -3% -1% -4% 
PSC34 23 56 18  £ 17 090   £  18 123   £  19 016  -6% -5% -10% 
PSSC

4 54 196 39  £ 18 909   £  19 320   £  19 795  -2% -2% -4% 
PSC45 1 13 9  £ 19 272   £  21 489   £  22 396  -10% -4% -14% 
PSSC

5 4 84 24  £  21 513   £  21 855   £  22 045  -2% -1% -2% 
PSC46  1    £  24 810      
PSC56 1 31 11  £ 21 201   £  23 469   £  24 448  -10% -4% -13% 
PSSC

6 1 39 14  £ 23 199   £  24 435   £  24 460  -5% 0% -5% 
PC501  1    £  28 218      
PC601 1 16 4  £ 23 199   £  26 583   £  29 034  -13% -8% -20% 
PSS01 1 68 32  £ 27 399   £  28 481   £  28 855  -4% -1% -5% 
PC602  1    £  31 416      
PSS02  25 15   £  30 888   £  31 312   -1%  
PLP01  22 8   £  32 294   £  31 874   1%  
PLP02  8 6   £  35 124   £  34 640   1%  
PLP03  21 3   £  40 910   £  41 525   -1%  
PLP04  6 1   £  44 293   £  44 907   -1%  
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PLP05  8    £  46 628      
PBSM

1  1 2   £  50 163   £  53 738   -7%  
PBSM

2  2 1   £  57 687   £  58 272   -1%  
PBSM

3  1 1   £  67 662   £  67 662   0%  
PBSM

4  2 2   £  74 091   £  72 747   2%  
PPZA

R  1    £  81 748      
PPCE

T  1    £  88 236      
PPZH

R  1    £106 101      
Grand 
Total 235 1782 306  £ 22 166   £  30 479   £  27 806     

 
 
Age comparison – Total pay 
 
 Age         
 Count   Average Total Pay     

Employees 
25 or 
less 

50 or 
less 

Over 
50 25 or less 50 or less Over 50 

% 
Difference 

% 
Difference  Difference 

Officers       
25 or less/ 
50 or less 

50 or less/ 
Over 50 

 or less/ 
ver 50 

CONST 116 807 45  £ 28 431   £  35 926   £  38 610  -21% -7% -26% 
SERGT 1 165 17  £ 40 790   £  44 048   £  47 062  -7% -6% -13% 
INSPC  61 4   £  50 198   £  52 681   -5%  
CINSP  20 2   £  53 833   £  54 873   -2%  
SUPRT  10 1   £  67 776   £  65 523   3%  
CSUPT  6    £  76 530      
PPZAC  2    £101 745      
PPZDC  1    £110 082      
PPZCC   1    £133 666     

Staff          
APPR2 4    £   8 291       
APPR3 1    £   9 500       
PSSC1  1 2   £  20 125   £  13 986   44%  
PSC12  1    £  14 974      
PSSC2 4 5 3  £ 15 476   £  16 639   £  15 889  -7% 5% -3% 
PSC23 2 6 2  £ 17 448   £  17 020   £  16 337  3% 4% 7% 
PSSC3 20 91 39  £ 17 115   £  17 667   £  17 787  -3% -1% -4% 
PSC34 23 56 18  £ 21 011   £  21 831   £  22 637  -4% -4% -7% 
PSSC4 54 196 39  £ 22 357   £  22 064   £  21 366  1% 3% 5% 
PSC45 1 13 9  £ 19 856   £  23 674   £  24 736  -16% -4% -20% 
PSSC5 4 84 24  £ 29 253   £  24 968   £  23 945  17% 4% 22% 
PSC46  1    £  30 114      
PSC56 1 31 11  £ 27 136   £  27 680   £  26 294  -2% 5% 3% 
PSSC6 1 39 14  £ 25 000   £  25 644   £  25 821  -3% -1% -3% 
PC501  1    £  28 218      
PC601 1 16 4  £ 23 199   £  27 427   £  29 152  -15% -6% -20% 
PSS01 1 68 32  £ 27 399   £  30 602   £  30 159  -10% 1% -9% 
PC602  1    £  42 122      
PSS02  25 15   £  32 693   £  32 831   0%  
PLP01  22 8   £  33 206   £  31 977   4%  
PLP02  8 6   £  38 320   £  34 762   10%  
PLP03  21 3   £  42 099   £  41 525   1%  
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PLP04  6 1   £  45 997   £  44 907   2%  
PLP05  8    £  47 534      
PBSM1  1 2   £  54 295   £  53 738   1%  
PBSM2  2 1   £  57 687   £  61 602   -6%  
PBSM3  1 1   £  71 559   £  67 662   6%  
PBSM4  2 2   £  74 091   £  75 852   -2%  
PPZAR  1    £  81 748      
PPCET  1    £  88 236      
PPZHR  1    £106 101      

Grand 
Total 235 1782 306  £ 24 593   £  33 787   £  29 884     
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1.  RECRUIT & RETAIN THE BEST 

ESTABLISHMENT VS STRENGTH 

This section looks at the people currently in the organisation. The establishment data shown here are for the 

2009/10 year as at 14
th

 January 2010. This diagram shows officers on maternity leave and those on Restricted 

or Recuperative duties (shown as “Rest/Recup”). The column at the side of each table shows the vacancies in 

that rank. Acting and temporary ranks are shown as the substantive rank where the officer is acting; but the 

higher rank where the promotion is temporary.  

OFFICERS STRENGTH BY DIVISION/DIRECTORATE AS AT 14TH JANUARY 2010 

Effective 
Strength 1125.6

Recup 32

Restricted 45

Maternity 6

Sickness 44.3

Vacancy 21.1

Strength 1,252.9

21
Estab. 1274

Total

Effective 
Strength 6.0

Recup 0

Restricted 0

Maternity 0

Sickness 0.0

Vacancy 1.0

Strength 6.0
1

Estab. 7

A Division

Effective 
Strength 35.1

Recup 0

Restricted 5

Maternity 0

Sickness 1.3

Vacancy -3.4

Strength 41.4

-3

Estab. 38

Corporate Serv.

Effective 
Strength 400.2

Recup 19

Restricted 15

Maternity 0

Sickness 18.2

Vacancy 3.6

Strength 452.4
4

Estab. 456

County

Effective 
Strength 20.5

Recup 0

Restricted 5

Maternity 0

Sickness 0.0

Vacancy 12.5

Strength 25.5

12
Estab. 38

K Division

Effective 
Strength 328.3

Recup 4

Restricted 6

Maternity 2

Sickness 13.4

Vacancy 0.4

Strength 353.6
0

Estab. 354

Luton

Effective 
Strength 317.6

Recup 9

Restricted 14

Maternity 4

Sickness 11.4

Vacancy 25.0

Strength 356.0

25
Estab. 381

Protective Serv.

Effective 
Strength 18.0

Recup 0

Restricted 0

Maternity 0

Sickness 0.0

Vacancy -18.0

Strength 18.0 -18

Estab. 0

Career Break/
Seconded

 

The vacancies in Protective Services are as follows (also include externally funded posts): 
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 Counter Terrorism & Special Branch – 1 Detective Constable post on hold. 

Domestic Abuse – 4 constable vacancies currently with a proposal to utilise three as Investigating Officers. 1 DS 

vacancy is currently being advertised and is due to close on 01.02.10.   

BHMCU has one Sergeant vacancy – 2 suitable candidates. – D Sharpe to be sought to be released ASAP. D 

Fitzharris will be appointed to Unit when next vacancy arises. 

BHMCU has advertised for a DC/PC on a career attachment. This closed on the 6/11 with 1 applicant. PC 5757 

Hayley Williams to be appointed 01.02.10.   

Economic Crime unit has 1 DS vacancy. 

Firearms Support - 1 Police Constable and one Sergeant vacancy. Assessment centre begins 11/1/2010 for 8 

weeks. 

Dog Section – Although no vacancies existing, candidates are being sought for succession planning purpose. 9 

applications received, 3 shortlisted to attend assessment day. 

Public Order planning – 1 Sgts vacancy closed 17/11. 3 Applicants. Sgt P Lowe to be appointed 01.02.10. 
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OFFICERS STRENGTH BY RANK AS AT 14TH JANUARY 2010 

Effective 
Strength 1118.375

Recup 34

Restricted 44

Maternity 12

Vacancy 26.2

Strength 1,247.8

26
Estab. 1274

Total

Effective 
Strength 18

Recup 0

Restricted 0

Maternity 0

Vacancy -2.0

Strength 18.0

-2

Estab. 16

C/Insp

Effective 
Strength 5

Recup 0

Restricted 0

Maternity 0

Vacancy -1.0

Strength 5.0

-1

Estab. 4

C/Supt

Effective 
Strength 4

Recup 0

Restricted 0

Maternity 0

Vacancy 0.0

Strength 4.0

0

Estab. 4

Chief Officers

Effective 
Strength 841.2

Recup 26

Restricted 35

Maternity 12

Vacancy 28.4

Strength 953.7

28
Estab. 982

Constable

Effective 
Strength 68

Recup 1

Restricted 1

Maternity 0

Vacancy -7.0

Strength 70.0

-7

Estab. 63

Inspector

Effective 
Strength 171.175

Recup 7

Restricted 8

Maternity 0

Vacancy 8.8

Strength 186.2

9Estab. 195

Sergeant

Effective 
Strength 11

Recup 0

Restricted 0

Maternity 0

Vacancy -1.0

Strength 11.0

-1

Estab. 10

Supt

An A3 version of this diagram showing vacancies for all ranks by directorate and divisions is attached. 
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STAFF STRENGTH BY DIVISION/DIRECTORATE AS AT 14TH JANUARY 2010 

Effective 
Strength 895.9

Recup 18

Restricted 3

Maternity 2

Sickness 69.5

Vacancy -9

Strength 988.3

-9

Estab 979.8

Total

Effective 
Strength 8.4

Recup 0

Restricted 0

Maternity 0

Sickness 0.1

Vacancy -2

Strength 8.4

-2

Estab 6

A Division

Effective 
Strength 219.2

Recup 0

Restricted 0

Maternity 0

Sickness 8.2

Vacancy -3

Strength 227.4

-3

Estab 224.7

Corporate Serv.

Effective 
Strength 138.3

Recup 12

Restricted 2

Maternity 0

Sickness 18.3

Vacancy 2

Strength 170.6 2

Estab 172.7

County

Effective 
Strength 181.9

Recup 0

Restricted 0

Maternity 0

Sickness 20.0

Vacancy 8

Strength 201.9

8Estab 210.1

K Division

Effective 
Strength 119.5

Recup 0

Restricted 0

Maternity 2

Sickness 7.5

Vacancy 5

Strength 129.0 5

Estab 133.6

Luton

Effective 
Strength 223.9

Recup 6

Restricted 1

Maternity 0

Sickness 15.5

Vacancy -14

Strength 246.4

-14

Estab 232.7

Protective Serv.

Effective 
Strength 4.8

Recup 0

Restricted 0

Maternity 0

Sickness 0.0

Vacancy -5

Strength 4.8 -5

Estab 0

Career Break/
Seconded

 

Since May 2009 the Recruitment Team have dealt with: 

 92 vacancies have been dealt with or currently dealing with 

 72 vacancies have been filled and the remainder are in the interview/selection process 

 Recruitment have dealt with 1343 applications since May this year 

As with officers police staff on either restricted or recuperative duties will be reviewed in accordance with the 

applicable management procedures 
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FORECASTING OFFICER NUMBERS  

Officer numbers are now within a certain tolerance of force establishment and recruiting will plan intakes 

accordingly. For financial reasons there is no “over recruiting” so officer strength will always be below 

establishment with vacancies between intakes ranging from 10 to 18 dependent on leavers. Future intake 

plans are considered and amended as appropriate after each monthly performance report with a view to each 

planned intake bringing numbers as close as possible to 1274. 

Work will continue in this regard particularly in light of workforce modernisation.  

PROJECTED NET CHANGES IN STRENGTH 

 

The chart above is a model for projecting the change in the strength of the organisation. The green columns 

show the actual and projected transferees. The blue columns show the projected regular recruiting intakes. 

The red columns are the actual or projected leavers. Continuing emphasis will be placed on recruiting 

transferees as the Force moves to a demand and risk deployment model. 
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RECRUITING 

Police Officer recruitment is now on hold until further notice. The Force is not currently recruiting for PCSOs, 

or detention officers. 

POLICE OFFICER INTAKES 

This includes the predicted intakes up to October 2010. The number of BME intake candidates from April 1
st

 

and the predicted intakes up to 15
th

 February 2010 is currently at 6.7%. Since the force is now close to full 

strength the recruitment of officers in February 2010 has been reduced, from 14 to 9. This inevitably has 

affected the number of BME candidates, and the overall percentage of BME recruits. 

2009-10 Male Female White Ethnic Minority 

27th April 09 11 6 16 1 

6th July 09  9 9 18 0 

23rd November 09 11 5 14 2 

15th Feb 2010 5 4 8 1 

10th May 2010 8 6 14 0 

2nd August 2010 11 3 13 1 

25th October 2010 9 5 13 1 

Total 64 38 96 6 

NB: The September 09 intake was deferred until November 2009. 

SPECIAL CONSTABULARY (SPC) 

From April 1, 2009 to November 2009, 16.5% were from BME communities which exceeds the target of 10% 

with 35.4% of the intake also being female this again shows a positive trend as it exceeds the Force target of 

30%. A review of Special Constables joining the Regulars is to be conducted to determine the conversion rate 

and identify any trends.  

2009-10 Male Female White Ethnic Minority 

March 8 8 15 1 

June 14 4 13 5 

Sept 15 10 20 5 

Nov 14 6 18 2 

Jan TBC 15 4 18 1 

Total 66 32 84 14 
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SPC CURRENT STRENGTH 

Listed below is the current strength of active Specials as at 9
th

 December 09.   

The current break down is:- 

 K Division - 8 

 Protective Services – 6 

 County – 118 

 Luton – 30 

 Training – Currently 19 

 Total – 181 
 

This is active officers only and does not include any officers on leave of absence. 

We also had a further intake of 21 student officers on 26
th

 January 2010. This would then take our current 

strength of active Specials to 202. (2009/10 target for specials is 235.) 

TRANSFEREES / REJOINERS   

Four officers joined on the 2
nd

 November 2009. (There also have 2 waiting in the inspector’s pool). 

First Name Last Name Transferee/Rejoiner/ 
Return to Beds  

Rank start date division 

Gaynor Johnson-
Couling 

Rejoiner PC 2
nd

 Nov 09 J 

Gary Kidd MET Sgt 2
nd

 Nov 09 J 

Paul Pollard MET PC 2
nd

 Nov 09 J 

Richard Forster MET PC 2
nd

 Nov 09 J 

POLICE STAFF VACANCIES 

Since 26
th

 May 2009:- 

 92 vacancies have been dealt with or are currently being dealt with 

 72 vacancies have been filled and the remainder are in the interview/selection stage 

 Recruitment have dealt with 1343 applications since May this year 
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2. DEVELOPING OUR PEOPLE 

DIVERSITY DATA 

We have compiled data on the ethnicity of people receiving training during 1
st

 April 09 – 31st December 09. 

Much training is obligatory, and so the number of people receiving training far outweighs the number of those 

applying. 

EMPLOYEES RECEIVING TRAINING 

A1    87 

A2    53 

A3    6 

A9    4 

B1    30 

B2    35 

B9    7 

M1    3 

M3    18 

M9    45 

NS    79 

O1    2 

W1    3725 

W2    22 

W9    153 

Grand Total 4269 
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3. IMPROVING ATTENDANCE 

HEADLINE PERFORMANCE FIGURES  

The targets for both staff and officers have been set at 4.2% for this year. The Force sickness level for officers 

for the year since April 1, 2009 is 3.9%; staff sickness is 5.1%. The charts below show the monthly variations, 

the annual target and the latest year to date figures. 

There has been a reduction in Officer Sickness this month to 4.6% compared to last month’s sickness figure of 

4.9% Weekly reporting of absences relating to suspected flu/swine flu symptoms has now been put on hold.  

 

Staff sickness from May 09 – 09 – November 09 has been consistently higher compared to May – November 

08. The December 09 staff sickness figure of 7.0% is slightly lower than the December 08 staff sickness figure 

of 8.3%.   

YTD staff sickness figure shows 5.1%, still slightly higher than the annual target set at 4.2%. 

January 10 – March 10 is a crucial time for staff sickness if the Force is to meet the annual target set for 

2009/10 of 4.2%. This area needs to be closely managed by first line supervisors supported by the HR Business 

Partners and HR Advisers on division. 

Apr May Jun Jul Aug Sep Oct Nov Dec Jan Feb Mar YtD

2009/10 3.9% 3.6% 3.7% 4.4% 4.7% 4.2% 5.1% 4.9% 4.6% 3.9%

2008/09 5.1% 5.3% 5.3% 4.6% 4.3% 3.8% 3.9% 4.4% 6.2% 3.8% 3.3% 3.1% 3.9%

Target (2009/10) 4.2% 4.2% 4.2% 4.2% 4.2% 4.2% 4.2% 4.2% 4.2% 4.2% 4.2% 4.2% 4.2% 4.2%
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Staff sickness is slightly higher this month (7.0%) compared to last month’s figure of 6.9%. Staff sickness is still 

2.8% above the annual target set at 4.2%. 

SICKNESS BY DIVISION/DIRECTORATE 

 

Apr May Jun Jul Aug Sep Oct Nov Dec Jan Feb Mar YtD

2009/10 4.3% 4.5% 4.9% 6.2% 5.5% 6.4% 6.6% 6.9% 7.0% 5.1%

2008/09 5.1% 3.8% 3.8% 4.5% 4.7% 5.5% 4.9% 5.3% 8.3% 6.3% 5.8% 4.5% 4.8%

Target (2009/10) 4.2% 4.2% 4.2% 4.2% 4.2% 4.2% 4.2% 4.2% 4.2% 4.2% 4.2% 4.2% 4.2% 4.2%
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A Division K Division
Corporate 
Services

County 
Division

Luton 
Division

Protective 
Services

Force

Staff % 1.0% 6.8% 2.9% 6.3% 7.1% 4.1% 5.1%

Officer % 2.0% 2.5% 3.4% 4.5% 4.2% 3.1% 3.9%
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Whilst Officer’s sickness at Luton, County and K Div has seen a reduction this month, there has been an 

increase in both Protective Services and Corporate Services. Protective Services reported 3.8% in November 09 

and 4.0% for December 09. Corporate Services reported 1.1% officer sickness last month compared to 5.0% 

this month. 

Overall the Force is showing officer sickness at 4.6% for December which is above the annual target set at 

4.2%.  

The Force staff sickness is still above the annual target of 4.2%, at 7.0% this month. K Division this month has 

seen a slight reduction in staff sickness from 10.1% reported last month to 9.9% this month. Much of the 

sickness is still within the Call Management Centre. The “less than 8 days” category reporting 118 days lost this 

month compared to 78 day lost last month. The “More than 28 days” category has also seen an increase from 

270 days lost last month to 310 this month. 

Luton who reported a relatively high staff sickness figure last month of 7.8%, has seen a reduction in staff 

sickness to 5.8% in December 09. 

County and Protective Services have once again this month been affected by an increase in staff sickness. 

County reported 8.2% last month and 10.7% this month. Protective Services last month reported staff sickness 

at 5.2% compared to 6.3% this month. 

On closer investigation County’s sub category “More than 28 days” has seen the biggest increase. Last month 

90 lost days were reported within this category compared to 184 lost days this month. Protective Services has 

also seen an increase in their sub category “More than 28 days”. 150 lost days were reported last month 

compared to 217 lost days in December 09. 

Extracts from Empower are cross referenced with the local HR Business Partners to ensure the quality of data 

presented. Any changes subsequently made to these data will be reflected in future reports. 

A Division K Division
Corporate 
Services

County 
Division

Luton 
Division

Protective 
Services

Force

Staff % 0.6% 9.9% 3.6% 10.7% 5.8% 6.3% 7.0%

Officer % 2.7% 0.7% 5.0% 5.2% 4.8% 4.0% 4.6%
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COMPARISON TO MOST SIMILAR FORCES 

NOTE ON DATA 

THE DATA USED IN THIS SECTION ARE FROM IQUANTA, AND ARE THE DATA AS RECORDED BY THE HOME 

OFFICE. ONLY FULL DAY SICKNESS IS THEREFORE INCLUDED. 

THESE DATA COVERS THE LATEST AVAILABLE ON OUR MSF – THEY ARE THEREFORE FOR THE PERIOD OF 1
ST

 

OCTOBER 2008 – 30
TH

 SEPTEMBER 2009. COMPARATIVE DATA USED FOR BEDFORDSHIRE ALSO COVER THIS 

PERIOD 

For example, a person works an 8 hour day. They are sick for the last 4 hours of a day and then the next three 

days. Internally this would be counted as 28 hours of sickness (3 times 8, plus the four hours). The Home Office 

counting rules would exclude the part day element, and would count 24 hours sickness (3 times 8 hours). 

Similarly if a person is sick for less than a full day, this sickness is excluded. This has the effect of reducing the 

total level of recorded sickness. 

OFFICER SICKNESS 

Bedfordshire sickness for officers is slightly above the MSF average of 3.56%, but in line with the National 

Average of 3.6%. 
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STAFF SICKNESS 

Bedfordshire’s staff sickness is slightly above the National Average and MSF Average at 4.9% 
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4. SUPPORTING PERFORMANCE 

GRIEVANCES & DISCIPLINARY PROCEDURES 

EMPLOYEES INVOLVED IN EMPLOYMENT TRIBUNALS 1ST APRIL -31ST DECEMBER 2009  

 
Year Ethnicity Gender   Reason 

 White Black Asian Other Male Female SDA DDA RDA UD Struck 
Out 

Withdrawn 

2008/09 1 0 0 1 2 0 0 1 1 0 1 1 

SDA – Sex Discrimination, DDA – Disability Discrimination, RDA – Race Discrimination, UD – Unfair Dismissal 

EMPLOYEES INVOLVED IN GRIEVANCE PROCEDURES, 1ST APRIL – 31ST DECEMBER 2009 

 
Year Ethnicity Gender Stages 

 White Black Asian Other Male Female Stage 
1 

Stage 
2 

Stage 
3 

Withdrawn 

2009 9 0 0  3 6 3**    

** in addition the following comments for HR:- 1 x Mediation being considered, 4 x Stage of procedure not 
given and 1 x Investigation. 

EMPLOYEES SUBJECT OF DISCIPLINARY PROCEDURES, 1ST APRIL – 31ST DECEMBER 2009 

 
Employees Officers A1 A2 B1 W1 W9 M9 

Officers 10 2  38  1 

Staff   1 40 1  

Specials    1   

PCSO    1   
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WORKING TIME DIRECTIVE 

The current situation is that all staff and officers should complete time records of the hours they have worked. 

Monitoring of these varies. In one division they are collated by the duty planning officer and any that breach 

the working time directive is flagged up to HR. In another division, the duty planners flag such concerns to the 

line manager. Elsewhere the situation is unclear, and it appears that in some areas monitoring is sporadic. 

Duty planning functions will be centralised as part of the 2010/11 Budget, which may assist in achieving a 

consistent approach going forward. 

 “EXCEEDERS” 

The Working Time Regulations set limits for the number hours to be worked in a given period. Within C 

Division where data are readily available approximately 2% of officers exceeded the working time limits in the 

first three quarters of 2009/10. This was a total of 12 officers, of whom 2, both in the inspecting ranks 

exceeded it in two successive quarters
*
. 

WORKING TIME PROJECT 

Marcus Kirschbaum has been tasked to undertake a major project on monitoring working time, and by 

implication overtime. He will, amongst other things, be looking to see whether excessive hours result from a 

need for a particular individual to do additional work; or whether it is the same employee consistently 

volunteering in order wishing to earn additional money. 
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5. HEALTH & SAFETY 

REPORTED INCIDENTS 

The number of incidents reported to the Health & Safety Department remains relatively stable at an average of 

400 incidents each year. 

N.B. 2009/10 data include 1
st

 April 09 – 31
st

 December 2009. 

 

Figure 1 

On average these reported incidents are mainly minor injuries at 90%, with 8% being ‘3-day injuries’ and 2% of 

more serious and fatal injuries. There is no evidence of any significant trend in these data.  

EMPLOYEE CATEGORY 

Police officers are the most likely to be injured at work, they have account for 80% of reported incidents in 

2009. Nonetheless, other staff and special constabulary are also receiving injuries. The ‘Contractors’ in the 

chart refer to accidents to people working on police premises though not directly employed by the police. 

However, since the incident occurred on police premises we are required to record it.  

N.B. Data for 2009 only includes 1st April 09 – 31
st

 December 2009. 
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N.B. Frontline Staff refer to PCSO’s and Detention Officers 

MOST COMMON HEALTH & SAFETY RELATED INCIDENTS  

 
Physical assault by a person is perhaps unsurprisingly the most common incident reported; followed by injuries 

received whilst arresting a person. There are no significant trends in these data. 

N.B. A greater emphasis has been put on refresher training in self defence, with officers receiving training on a 

more regular basis.  

2005 2006 2007 2008 2009

Police officers 305 354 342 291 206

Frontline staff 13 32 33 26 22

Police staff 46 45 33 24 25

Special Constabulary 14 11 11 8 6

Contractor 3 1 0 1 0
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DAYS LOST DUE TO WORK RELATED INJURIES 

DATA RELATED TO 1 ST APRIL 2009 – 31ST DECEMBER 2009. 

The chart highlights the large number of work days lost due to a relatively small number of incidents occurring 

within the workplace, whilst on duty or as a result of an assault. The chart does not include all injuries, only the 

ones which resulted in working days lost. 

 

Targets were set by ACPO, to reduce the number of working days lost from work related injuries 30% by 2010,  

and reduce the incidence rate of Fatalities and Major Injuries by 10% against 2002/3 data. 

Based on the above figures, a projected 2009/10 yearend figures were used for comparison:- 

Type of 
Incident 

No. of 
Incident 
2002/03 

No. of 
Incident 
2009/10 

Days Lost 
2002/03 

Days Lost 
2009/10 

Difference in 
Days Lost  

% Change 

In Workplace 57 27 950 248 -702 73.89 %  Reduction 

Injury on Duty 3 5 41 30 -11 26.8%  Reduction 

Assault 13 8 113 61 -52 46%  Reduction 

 

Injury 2002/03  Projected 2009/10 Difference % Change 

Fatal Injury 0 0 0 0% 

Major Injury 6 6 0 0% 

 

 

 

In Workplace Injury on Duty Assault

No. of Incident 20 4 6

Days Lost 186 22 46
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COST OF REPORTED CLAIMS 

There have been seven claims from employees that have been settled during this financial year.  In five cases 

there was sufficient evidence to repudiate the allegation of negligence.  Of the remaining two claims, one 

claim, where the employee slipped was settled at £6396 plus his legal costs of £7500. The second claim was for 

a back injury from her workstation, for which she received £1000 plus legal costs of £14242. 

HSE INSPECTION OF POLICE FORCES 2007/8 

The Summary report of findings and key recommendations following the Health and Safety Executives 

inspection of Police Forces in 2007/8 is now available. As Bedfordshire Police was one of the Forces inspected 

during this period the force has already implemented, or is in the process of implementing, many of the 

recommendations within the summary report. Those recommendations within the summary report which 

were not included in the Forces inspection report will form part of the 2010/11 H & S action plan. 

RSM BENTLEY JENNISON INTERNAL AUDIT REPORT. 

The draft report following the internal audit on Health & Safety Governance has been made available. The 

purpose of this review was not to focus on the arrangements in place within the Force, but to review the 

governance and oversight of health and safety by the Police Authority. 

A number of areas for further improvement have been highlighted in this review and by implementing these 

promptly it is considered that the Authority will increase assurances that health and safety matters are 

adequately controlled and monitored in future. 

Once the final report has been received the relevant recommendations will be included in the 2010/11 H & S 

action plan. The report itself will be circulated to members of this committee after being reported to the Audit 

and Business Assurance Committee in March." 
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7.1 
 

Bedfordshire Police Authority              
 

COMMITTEE AND 
MEETING DATE 

HUMAN RESOURCES COMMITTEE 

09/02/2010 

AGENDA ITEM No: 7 

TITLE: POLICE AUTHORITY MEMBER AND OFFICER TRAINING 
POLICY AND PROCEDURE 

DATE OF REPORT: 27/01/2010 

REPORT OF: BEDFORDSHIRE POLICE AUTHORITY 

AUTHOR: STEPHANIE MCMENAMY 

 
EXECUTIVE SUMMARY: 
To review the Authority’s training policy and procedure to ensure it remains fit for 
purpose. 
 
RECOMMENDATIONS: 
 
Recommendation 1 
That the Committee approves the revised Training Policy and Procedure. 
 
 
Originators: Stephanie McMenamy 
Date: 27/01/2010 
Telephone No: 01234 842066  
E-mail:  stephanie.mcmenamy@bedfordshire.pnn.police.uk 
 
BACKGROUND PAPERS: 
 
 
ADDITIONAL PAPERS: 
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7.2 
 

 
1 INTRODUCTION 
 
1.1 Members will be aware that a training policy and procedure was developed and 

approved by the full Police Authority in October 2007. 
 
1.2 As part of the review of the Authority’s business plan to develop the priorities 

for 2010/2011 one of the areas of focus next year is to move towards the 
introduction of a Member Development Strategy, which would include external 
accreditation. The training policy and procedure attached in the appendices will 
support the delivery of this. 

 
1.3 The training policy, together with the Performance Development Review (PDR) 

scheme and Lead Member Scheme completes a package of measures 
designed to enhance the performance of the Authority. 

 
2 STATUTORY REQUIREMENTS, ADDITIONAL INFORMATION, TERMS OF 

REFERENCE AND RESPONSIBILITIES OF THE COMMITTEE / GROUP / 
INDIVIDUAL CREATING THIS REPORT 

 
2.1 The terms of reference for Human Resources Committee  
 

 To advise the Authority on the development of its Training Plan and 
monitor the implementation of that plan. 

 
 
3 POLICY CHARACTERISTICS 
 
3.1 A range of skills and knowledge are required to fulfil the role of a member 

effectively and this policy looks to complement the experience that members 
already possess to enable them to carry out the various Police Authority roles 
they may hold effectively, and to provide resilience and succession planning 
opportunities too. 

 
3.2 The overall objective of the Training Policy (Appendix 1) is to develop the skills 

of members and staff which in turn will result in the ongoing improvement of the 
Authority’s service to the communities of Bedfordshire. 

  
3.3 The Training Policy sets out the principles on which it is based; 

 
 To provide an opportunity for the Police Authority to further promote 

efficiency and effectiveness. 
 

 To provide a relationship framework between recognised key priorities. 
 

 To work in conjunction with the PDR scheme to offer an opportunity for 
the Police Authority to support its members and staff. 

 
 To allow the Authority to address training and development needs for an 

individual in an open, honest and robust way. 
 

 Training is a limited resource, not a ‘fix all’ solution. 
 

 The Training Policy should be fair. 
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7.3 
 

 
 Training is an ongoing requirement. 

 
 Training should receive a clear allocation of resources. 

 
 The Training Policy should be regularly reviewed and updated. 

 
3.4  The Training Policy is applicable to all Police Authority members and staff, 

including lay members and volunteers, and aims to identify both individual 
member and staff needs but also group training needs against the delivery of 
the Training Programme, as set out in Appendix A. 

  
3.5 The Chief Executive will assess and prioritise training needs against the 

Authority’s business priorities in the first instance. Training needs that fall within 
these priorities will be timetabled and assessed in terms of affordability. 

 
3.6 Consideration should always be given to value for investment and alternative 

financing options. An evaluation of individual training sessions should be 
conducted. 

 
3.7 The Training Policy will reviewed biennially to ensure the aims and needs of 

the Authority, its members and staff are being met. The resulting training plan 
will be reviewed annually. 

 
4 PROCEDURE 
 
4.1 The procedure, attached in Appendix 2, sets out the process to be adopted in 
 managing and monitoring the Training Policy. 
 
 
5 GOVERNANCE 
 
5.1 Following the PDR meetings the Chief Executive and Member Support 

Manager (lead officer on Member Development) will meet with the Chair, Vice-
Chair and Chair of Audit and Business Assurance to develop the Training Plan 
for the coming year. 

 
5.2 This Plan will be approved by the Human Resources Committee at its first 

 meeting of the financial year.  
 
6 FINANCIAL IMPLICATIONS 
 
6.1 The Training Plan, resulting from the proposed Training Policy and Procedure,  
 will be linked to the Authority’s budget. 
           

  
7 OTHER IMPLICATIONS  
 
7.1 Equality, Diversity and Human Rights 
 

The Training Policy will serve to promote the principles of equality, diversity 
and human rights within all areas of Authority business. The Policy will be 
equally applicable to all Authority members and staff. 
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7.4 
 

7.2 Procurement 
 

There are no direct implications within the report. 
 

7.3 Legal Implications 
 
 These are no direct implications within the report. 
 
7.4 Human Resources 
 

 There are no direct implications within the report. 
 
7.5 Corporate Governance 
 

The Policy should strengthen the Corporate Governance arrangements of the 
Authority through the development of its members. 

   
7.6 Policy/Strategic Aims 
 

The delivery of the strategic priorities and the Authority’s business plan should 
be positively impacted upon by the implementation of the Training Policy and 
Procedures through the resulting Training Plan. 

 
7.7 Welfare of Children and vulnerable adults 
 

There are no direct implications within the report. 
 

7.8 Reducing Carbon footprint/waste 
 

There are no direct implications within the report. 
 

7.9 Confidence 
 

The successful implementation of the Training Policy and associated 
procedures, schemes and plans will have positive implications on public 
confidence in the Authority and through Members’ performance, on the Force. 
It will also support the Authority’s vision to be an organisation that holds the 
publics’ trust. 

 
8 RISK 
 
8.1 The successful delivery of the Training Plan should reduce those risks most 

significant to the Authority through its prioritisation against the Authority’s 
business priorities. 

 
9 CONCLUSION 
 
9.1 The Policy will promote effective management and utilisation of the Authority’s 

financial resources, by standardising the process with which developmental 
needs are met and taking into account limited resources, available alternatives 
and individual member and staff needs. 

  
9.2 The Training Policy will support members and staff, including lay members and 

volunteers, to enable them to fulfil their roles effectively and thereby improve 
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7.5 
 

the service the Police Authority provides to the local communities in 
Bedfordshire. 

 
 
10 RECOMMENDATIONS 
 

Recommendation 1 
That the Committee approves the revised Training Policy and Procedure. 
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7.6 
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BEDFORDSHIRE POLICE AUTHORITY  
TRAINING POLICY 

 
 
REFERENCE NUMBER  : BPA04 
RELATES TO PROCEDURE NO : BPA04a 
 
NEW or REVISED POLICY  : REVISED 

Revises Policy Titled  :  
Revision History  :  2007 

 
POLICY AUTHOR (Job Title)  : CHIEF EXECUTIVE OFFICER/ TREASURER 
 
IMPLEMENTATION DATE  : FEBRUARY 2010 
REVIEW DATE    : FEBRUARY 2012 
  
 
 
 
 
INTRODUCTION 
 
Bedfordshire Police Authority is an independent organisation comprising 17 members of which nine are locally 
elected Councillors and eight are Independent Members of the Public, one of whom must be a Magistrate.  
 
Officers support members and all work of the Police Authority. 
 
As part of their role members of the Police Authority must; 
 
 Ensure that there is an effective and efficient police service for the Bedfordshire Police area. 
 
 Ensure that local communities receive best value in local policing services. 
 
 Set the strategic direction for the force and exercise effective oversight of force performance. 
 
 Represent the interests of all those who live in, work in, or visit the Bedfordshire Police Authority area and 

to ensure that the views of local people are reflected in the nature and style of local policing. 
 
 Ensure that policing services are provided fairly and in a way which does not discriminate against any 

group or individual. 
 
 Participate constructively in the good governance of both the police authority and force. 

 
A range of skills and knowledge are required to fulfil the role effectively and this policy looks to compliment the 
experience that members already possess to enable them to carry out the various Police Authority roles they 
may hold effectively, and provide resilience and succession planning opportunities too. 
 
 
POLICY OBJECTIVE  
 
The overall objective of the Bedfordshire Police Authority’s training policy is to give its members and staff the 
skills, through a variety of learning and development mediums, needed to carry out the role(s) they hold on the 
Authority effectively. Key to achieving this overall objective are;  
 
 Developing members’ knowledge and understanding of the Police Force and Authority’s business. 
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 Raising the awareness of key national, regional and local developments impacting policing and the 
Authority’s business. 

 
 Ensuring members are functioning effectively as quickly as possible. 
 
 Developing members’ skills and talents to enable them to reach their full potential within the various roles 

that are undertaken on behalf of the Authority. 
 

 Creating a culture whereby experienced members support others in their development (mentoring). 
 
Opportunities for training will be based on an assessment of the individual’s development needs against that 
of the organisation, irrespective of their sex, age, marital status, disability, race, colour, ethnic or national 
origin, sexual orientation or any other reason. 
 
  
 
POLICY PRINCIPLES 
 
 The Training Policy provides an opportunity for the Police Authority to further promote efficiency 

and effectiveness. 
 

The Authority should use the training process to demonstrate its commitment to performance 
management, and value for money. 

 
 The Training Policy provides a relationship framework between recognised key priorities. 
 

Whenever a training plan is created and implemented, the working relationships between the Authority’s 
Business Plan and its key priorities will be demonstrable 
 
Training content should always acknowledge that the development of knowledge and skills in one priority 
area might subsequently have a positive effect on another.  Similarly, a shortage of knowledge in skills in 
one priority area may adversely affect service delivery to the other. 
  

 The Training Policy works in conjunction with the Performance Development Review (PDR) 
strategy to offer an opportunity for the Police Authority to provide support to its Members and 
Staff. 

 
A requirement for both the Training and PDR policies is to ensure that necessary development and 
support is present and accessible to all Members and Staff.  Although both policies should adequately 
stand alone when required, they should also be consistent with each other at all times. 
 

 The Training Policy should allow the Authority to address training and development needs for the 
individual in an open, honest and robust way. 

 
Members and Staff should approach any self-assessment elements in an open and constructive way. 
Similarly, the Authority should communicate any development needs in a style that leads toward mutually 
beneficial solutions.  Training needs should be discussed openly and honestly, and dealt with in a 
constructive and positive format.  The Policy should support self-improvement rather than highlight 
shortfalls. 

 
 Training is a limited resource and not a “fix all” solution. 
 

In the first instance, identified needs should be measured against business priorities for the coming year.  
Once satisfied that the need falls inside the priority framework, it should then be measured against 
resource availability.  Furthermore, the approach towards training should be a balanced one, allowing 
space for the consideration and/or application of non-training solutions. 

 
 The Training Policy should be fair 
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Observations about performance by Members and Staff must be objectively based on examples of their 
activities and behaviour.  Judgements must be made on performance and not on personality.  All 
Members and Staff, irrespective of gender, race or ethnicity, age, disability, sexual orientation or religious 
belief, must be treated fairly. 
 

 Training is an ongoing requirement 
 

The Police Authority will actively encourage performance improvement and support the personal 
development of all Members and Staff throughout the period during which the business relationship exists. 
Each Member and Staff Member should aspire to achieve the standards and objectives set for their role.  
Each Member and Staff Members should keep in mind that these standards and objectives are likely to 
change from time to time, to suit the ongoing/evolving needs of the Authority, the Force, and the 
Communities each of them serve.  

 
 Training should receive a clear allocation of Resources 
 

The Police Authority should plan and budget for ongoing training implementation.  It should identify and 
aim to protect an ongoing availability of methods, styles, finances and manpower to ensure training needs 
are met as required, in both the short and long-term life of the Authority. 

 
 The Training Policy should be regularly reviewed and updated 
 

To ensure it continues to be robust and effective, this policy should be reviewed biennially. 
 
 
 
POLICY APPLICATION 
 
 This Policy applies to all Police Authority Members and Staff. 
 
 The format for the development of Training needs is as follows: 

 
 

 In addition to training needs identified for individual members and staff, group training needs are 
identified through delivery of the Training Programme, as set out in Appendix A, which will be kept 
under review to reflect changes in legislation.  

 
 In accordance with the Member PDR Policy, Member’s training need will be assessed against annual 

self-assessment, 360 Feedback (Chair and Vice Chair only), and one-to-one interview with the Chair 
or Vice Chair.   

 
 In accordance with the Staff PDR Policy, staff member’s training needs will be assessed against 

annual self-assessment and one-to-one interview with respective line manager. 
 
 

 The Chief Executive will regularly consult with the Head of Policy and Strategic Development on 
changes in relative legislative requirements. 

 
 The Chief Executive will assess and prioritise training needs against the Authority’s business priorities 

in the first instance.  Training needs that fall within these priorities will be timetabled and assessed in 
terms of affordability. 

 
 Before committing financial investment the Authority will always seek to join any related Force-led 

training. 
 

 Identified training requirements will be linked to the Authority’s strategic priorities and risks and will 
coincide with the Authority’s business plan for the forthcoming year. 

 
 The Authority will retain a personal development file for all members and staff members. 
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 Personal information will be covered by the Data Protection Act 1998. 

 
 The format for delivery of Training is as follows: 
 

 Training will be designed to match, where possible, the Authority’s available resources to the general 
preferences of the member and staff member group.  In order to do so, training may be delivered via a 
number of methods, including: 

 
 Courses 
 Seminars 
 Conferences 
 Group Briefings 
 Open learning packages – paper or computer based 
 Coaching or individual advice and consultation 
 Self-application of training materials 
 Piloting and implementation of policy 
 Direct interaction and involvement 
 Site visits 

 
 Consideration should always be given to Value for Investment, and alternative financing options.  Before 

investing financial resources into a new training programme, the Authority should determine whether it is 
feasible to utilise training opportunities already being offered by the Force.  Only once it has been 
determined that the Force is unable to offer suitable training within a reasonable timeframe should the 
Authority seek to carry the burden of financial investment. The Authority will also look to collaborate with 
other police authorities, local authorities and other partners with also provides members with an 
opportunity to network with peers. 

 
 To ensure value for investment in training is received; that the Authority, its members and staff benefit 

from training and development opportunities; and to ensure consistency, evaluation of individual training 
sessions should be conducted.  It is foreseen that two distinct levels of evaluation are possible:  

 
 Reactive evaluation. Recipients of training should be given an opportunity to complete a 

Training/Conference Evaluation Sheet immediately following the completion of any training module or 
attendance of conference. Evaluation Sheets should be designed to capture recipient’s overall 
satisfaction with training content, venue, process, and the presentation style of the facilitator and how 
the trainee/attendee will use the skills/knowledge gained to add value for the Authority . 

 
 Observational evaluation.  Evidence of learning should be sought by means of discreet observation, 

ongoing support and PDR processing to measure knowledge acquired, changes in attitude, and skills 
gained. 

 
 This Policy will be reviewed biennially to ensure aims and needs of the Authority, its members and staff, 

are being met. The resulting training plan will be reviewed annually before its commencement on 1st April. 
 
 
Following the Member’s Personal Development Review meetings the Chief Executive, Member Support 
Officer (lead officer on Member Development) will meet with the Chair, Vice-Chair and Chair of Audit and 
Business Assurance to consider; 
 

 members' training and development needs 
 members' evaluation from the previous year's training and 
 priorities to meet the Authority's business needs, 

 
and develop the Annual Member Development Plan for the coming year. The Group will ensure that priority 
development needs will be met to enable Members to carry out their duties effectively. This Plan will be 
approved by the Human Resources Committee at its first meeting of the financial year.  
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ASSOCIATED DOCUMENTATION/LEGISLATION 
 
Staff PDR Policy document 
Member PDR Policy document 
 
 
 
FREEDOM OF INFORMATION ACT ASSESSMENT 
 
This policy is suitable for access by the General Public 
 
Freedom of Information Officer Signature : 

Page 73



Training Policy Appendix 1 

BPA 04 
February 2010 

Training Policy 
6 

 

Page 74



1 

 

Bedfordshire Police Authority 

Member and Staff Training Requirements 
 

Induction Training 

 

 Organisational duties and responsibilities 

 Constitution (Standing Orders etc) 

 Committee Structure 

 Engagement and diversity strategy 

 Every Child Matters 

 Performance landscape and process (iQuanta) 

 Partnerships 

 Budget / precept, funding sources, treasury management 

 Corporate Governance, Audit, Risk Management 

 Code of Conduct / Ethical Governance 

 Personal Development Reviews  

 Role of Chair, Councillors, Independent members 

 Allowances etc 

 Force organisation and strategic plans 

 Officer Roles 

 

Standard Training 

 

Governance 

 Value For Money 

 Risk Management 

 Setting strategies / priorities 

 Strategic Planning – developing 3 year and annual plans 

 Strategic Planning – developing Police Authority corporate / business plans 

 Understanding scrutiny – challenging effectively and strategic questioning 

 Human Rights 

 Code of Conduct / Ethical Governance 

 

 

Police Authority Improvement 

 Understanding Inspection Framework 

 Training / mentoring expertise 

 Peer assessment 

Training Policy BPA 04 

Appendix A 
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 Monitoring police Authority performance 

 

 

Finance 

 Financial Statements 

 Efficiency / productivity 

 Oversight of large programmes / projects 

 Public Finance Initiative / Public Private Partnerships (PFI/PPP) 

 

Force Improvement 

 Neighbourhood Policing /Management 

 Protective Services 

 Special operations 

 Volume crime 

 Counter‐terrorism and allied matters 

 Role of Her Majesty’s Inspector of Constabulary (HMIC) 

 Information systems in policing 

 Business process re‐engineering (QUEST) 

 

Managing Chief Officers 

 Appointing ACPO and non‐ACPO senior staff 

 Chief Officer Personal Development Review (PDR) 

 

Force Human Resources (HR) 

 Oversight of force HR planning, training, grievance procedures 

 Development of future police leaders 

 Understanding and monitoring good management practice 

 Health and Safety 

 Police Appeal tribunals (PATs) 

 

Equality and Diversity 

 Equality, Diversity and Human Rights Training 

 Monitoring of Force provision 

 

Complaints and Conduct 

 Handling complaints against Police authority members and staff 

 Monitoring Force complaints procedure 

 Handling complaints against ACPO rank officers 
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Consultation / Community Engagement 

 Links to setting strategies / budgets 

 Developing consultation planning strategies 

 Basic research methodology 

 Understanding community profiles 

 Understanding confidence 

 Engaging hard to hear groups 

 

Communications 

 Creating and developing communication strategies/ plans 

 Working with the media 

 

Partners 

 Working with Crime and Disorder Reduction Partnerships (CDRPs) 

 Working with other partners – Local Authorities, Local Strategic Partnerships, 

voluntary sector, Audit Commission 

 Local Criminal Justice Boards (LCJBs) and other Criminal Justice partners 

 Scrutinising collaborative working 

 

Custody visiting 

 Police Authority responsibilities and role of ICVA 

 

 

Advanced Training 

 

 Committee Chair 

 Overview and scrutiny – questioning and recommendations 

 Public speaking / media handling 

 Audit Committee training 

 Environmental issues 

 Leadership 

 Managing members 

 CAA Overview and link to PURE 

 

 

 

 

 

November 2009 
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 BEDFORDSHIRE POLICE AUTHORITY  
TRAINING PROCEDURE 

 
 
PROCEDURE NUMBER   : BPA04 
RELATES TO POLICY NUMBER  : 04 
 
NEW or REVISED PROCEDURE  : REVISED 

Revises Procedure Titled  :  
Revision History   : 2007 

 
PROCEDURE AUTHOR (Job Title)  : CHIEF EXECUTIVE OFFICER/TREASURER 
 
DATE OF IMPLEMENTATION   : February 2010  
REVIEW DATE     : February 2012 
 
 
 
 
PROCEDURE OBJECTIVE 
 
This procedure describes the process to be adopted in managing and monitoring Member and/or Staff Member 
Training Schemes. 
 
 
 
PROCEDURE 
 
 
1. Introduction 
 
1.1 This procedure document must be read in conjunction with the Training Policy.  (Policy No: 04). 
 
 
2. Identifying and Confirming Training Needs 
 
2.1 In the first instance, a gap or need in knowledge, skill, or pertinent experience will be identified as part of 

the Member or Staff Member PDR process1.  This gap or need may relate to new topics and issues, 
updates in legislative or organisational requirements, or may form part of an individual’s need or desire to 
develop in an area of knowledge, skill or experience.  The gap or need will not automatically qualify as an 
identified need for training, however, until it has satisfactorily been assessed as such. 

 
2.2 In the second instance, the gap or need as identified above shall be assessed against the Authority’s 

business priorities, which are set out in the Annual Business Plan and pertain to Community 
Engagement, Performance, and Race and Diversity.  Once the gap or need has resulted in a recognition 
that it sits within the Authority’s business priorities, it will be seen to have satisfied this criteria. 
Assessment at this stage must be signed off by the CEO/Treasurer only. 

 
2.3 In the third instance, the gap or need shall be assessed against any training that may be delivered in the 

short term by the Force.  Wherever possible the Authority shall join Force-led training programmes rather 
than investing additional financial resources of its own. 

 

                                                           
1 See PDR policy and procedure documents (BPA01) 
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2.4 In the fourth instance, the gap or need shall be assessed, by the Chief Executive against the Authority’s 
available resources.  Once the gap or need has been identified as affordable for its purpose, it will be 
seen to have satisfied this criteria.  Sign off at this stage must be undertaken by the Chief Executive only. 

 
2.5 In order to format training programmes consistently, maintain value for investment, and to allow all staff 

and members a fair opportunity to access training, consideration will be given by the Chief Executive as 
to whether the training programme should be made available to the group.  To assist in establishing 
need, the Chief Executive will consult with the Head of Policy and Strategic Development and the Chair of 
the Authority.  

 
 
3. Alternative Methods of Addressing Need 
 
3.1 Wherever possible, consideration should be given as to whether the identified gap or need can/should be 

satisfied via a non-training alternative.  For example: 
 
3.1.1 Increased line management guidance or support may assist in bridging a gap in sector knowledge. 
 
3.1.2 Developing policies and procedures relating to a specific subject area may increase procedural 

knowledge in that area. 
 
3.1.3 A gap in performance or skill may result from factors that can not be addressed by training. 
 
3.2 In the event an alternative method of addressing need has been identified, it should be initially preferred 

until shown to be unsuccessful or inadequate. 
 
 
4. Training Format 
 
4.1 When choosing the training format, consideration should be given to best value for investment, training 

group size, convenience, preference, and availability of resources.  Training can be delivered in a variety 
of different formats.2 

 
4.2 Any training format chosen should clearly communicate purpose of training, content, desired outcomes, 

and should include a means by which to measure its effectiveness. 
 
 
5. Personnel Development 
 
5.1 The Authority will retain a personal development file for each of its Members and Staff.  Any training 

modules undertaken by a Member or Staff Member will be recorded in their personal development file.  
The file record will record: 

 
 Module undertaken 
 Successful completion confirmation (if applicable) 
 Unsuccessful completion confirmation (if applicable) 
 Relevant link to identified PDR requirement. 

 
 
6. Evaluation and Monitoring 
 
6.1 All training recipients should be given an opportunity to complete a Training Evaluation Sheet 

immediately following the completion of any training module.  The Authority should utilise a standardised 
Training Evaluation Sheet wherever possible in order to maintain a consistent evaluation approach. 

                                                           
2 See Policy for list of training formats. 
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6.2 The appropriate individual3 shall seek to observe or support the training process for the purpose of 

evaluating its effectiveness in the long term.  Training that is set to repeat periodically shall require 
ongoing monitoring to prove its long term viability and effectiveness. 

 
 
 
ASSOCIATED DOCUMENTATION/LEGISLATION 
 
Member PDR Procedure (Procedure No. 01) 
Staff (Bedfordshire Police Force) PDR Procedure 
 
 
 
 
 
 
FREEDOM OF INFORMATION ACT ASSESSMENT 
 
This policy is suitable for access by the General Public 
 
Freedom of Information Officer Signature : 
 

                                                           
3 As set out in the Training Policy 
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8.1 
 

Bedfordshire Police Authority              
 

COMMITTEE AND 
MEETING DATE 

HUMAN RESOURCES COMMITTEE 

09/02/2010 

AGENDA ITEM No: 8 

TITLE: REVIEW OF INTERNAL CONTROLS, RISK 
MANAGEMENT, COMMITTEE EFFECTIVENESS AND 
TERMS OF REFERENCE 

DATE OF REPORT: 29/01/2010 

REPORT OF: BEDFORDSHIRE POLICE AUTHORITY 

AUTHOR: STEPHANIE MCMENAMY 

 
EXECUTIVE SUMMARY: 
To review the internal controls of the Committee and be responsible for the risks 
attributed to the Committee. Also undertaking a self-assessment of the Committee’s 
effectiveness and reviewing the terms of reference in light of these findings. 
 
RECOMMENDATIONS: 
 
Recommendation 1 
That the Committee confirms it has undertaken a self assessment of its own 
performance and, where appropriate, suggested areas for improvement, 
 
Recommendation 2 
That the Committee assesses whether any changes are required to the Committee’s 
terms of reference and that any such revisions are reported to the Annual General 
Meeting. 
 
Recommendation 3 
That the Committee incorporates into its work plan the scrutiny of those risks and 
associated controls for 2010/2011 as approved by the Audit and Business Assurance 
Committee. 
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8.2 
 

Originators: Stephanie McMenamy 
Date: 29/01/2010 
Telephone No: 01234 842066  
E-mail:  stephanie.mcmenamy@bedfordshire.pnn.police.uk 
 
BACKGROUND PAPERS: 
 
 
ADDITIONAL PAPERS: 
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8.3 
 

 
1 INTRODUCTION 
 
1.1 Members will be aware that as part of the Accounts and Audit Regulations 

2003 and 2006 the Authority is required to produce an Annual Governance 
Statement. This is similar to the previous Statement of Internal Control and still 
requires both the Authority and Force to consider its overall internal control 
framework and governance procedures. 

 
1.2 As part of the review of the Authority’s governance arrangements and internal 

controls a review of each Committee will continue to be undertaken annually 
focussing on risks and the effectiveness of the Committee itself. 

 
1.3  It has also been agreed by the Police Authority that each Committee review its 

terms of reference and its specific role with regard to value for money to ensure 
they remain fit for purpose. 

 
2 STATUTORY REQUIREMENTS, ADDITIONAL INFORMATION, TERMS OF 

REFERENCE AND RESPONSIBILITIES OF THE COMMITTEE / GROUP / 
INDIVIDUAL CREATING THIS REPORT 

 
2.1 The current terms of reference for this Committee are attached in Appendix A. 

In addition it is incumbent on every Committee and Panel to embed risk 
management, equality, diversity and human rights and value for money within 
their decision making processes. 

 
3 COMMITTEE EFFECTIVENESS 
 
3.1 To assess the effectiveness of this Committee for the financial year 2009/2010 

two specific areas will be considered, as follows: 
 

 Delivery against Bedfordshire Police Authority’s 2009/2010 Business 
Plan 

 
 Delivery against the joint Authority and Force Strategic Priorities 

 
3.2 Business Plan 
 
 The Authority’s 2009/2010 Business Plan included the following areas of  
 responsibility for the Human Resources Committee in delivering the Authority’s 
 objectives: 
 

 The Authority secures an efficient and effective Police Force, holding the 
 Chief Constable to account for the exercise of his/her functions and those 
 of persons under his/her control. To be achieved through monitoring of 
 workforce modernisation programme specifically and, with all 
 Committees, through scrutiny of strategic priorities and risks.  

 
 The Authority ensures it complies with all other statutory functions. To be 
 achieved for this Committee through Health and Safety reporting. 

 
 The Authority can demonstrate that it plans and makes appropriate 
 allocation and use of funding to deliver its own role and functions. To be 
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8.4 
 

 achieved by this Committee through the development of Member and 
 Staff Training. 

 
 More general responsibilities, with other Police Authority Committees, in 
 delivering the Authority’s objectives are: 
 

 Raise Police Authority profile within all communities 
 

 Monitor and scrutinise the Policing Pledge 
 
3.3 Strategic Priorities 
 

 The Committee did have specific monitoring arrangements for the 
 strategic priorities as set out in the Annual Policing Plan monitoring framework 

 
 To ensure we have in place the right workforce make-up and the right 

combination of skills, technology, equipment, people and flexibility to tackle 
our responsibilities as a police service. 

   
3.4 Assessment 
 

 The Committee has undertaken the following activities thereby contributing to 
 the Authority’s Business Plan and the Strategic Priorities set out in paragraphs 
 3.2 and 3.3 above: 

 
 Monitored the strategic risks associated with strategic priorities for which 

the Committee was responsible, seeking assurances that appropriate 
controls and actions occurred and used this understanding of risks when 
decision-making and scrutinising Force performance, particularly in relation 
to the risk around the failure to recruit to specialist posts in Protective 
Services. Supported by Authority Lead member. 

 
 Having requested a report in the previous year on the return on investment 

with regard to training the Committee endorsed the associated action plan 
and monitored progress against its completion. 

 
 Endorsed the Positive Action Strategy having supported its development 

and identified further areas for consideration to enable further 
improvements to be made. Sought assurances that consistent approaches 
were taken across collaborated units. Supported by Authority Lead 
member. 

 
 Improved benchmarking of key performance indicators and use of iQuanta 

to support scrutiny of Force performance in key areas such as sickness 
rates as well as the use of trends. 

 
 Received regular reports on Health and Safety issues, including progress 

against targets, receiving reassurance that measures were implemented to 
reduce reported incidents, for example training, risk assessments, and 
promoted H&S matters through regular Authority representation at Force 
H&S Board meetings. 
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8.5 
 

 Scrutiny through Committee and Board of overtime issues with regard to 
conditions and health and safety matters. 

 
 Sought opportunities for members to improve recruitment campaigns 

through the strong links with communities, particularly those from BME 
backgrounds. Received assurance through relevant equality reports e.g. 
equal pay and supported group representation at committee. 

 
 Received staff survey findings, ensuring good practice identified was used 

to make improvements across the Force. 
 

 Supported the People and Leadership Strategy and Development Plan, 
monitored progress of People Services Plan, including all areas set out in 
2.2 of the Committee terms of reference, in supporting the performance of 
Force and monitored progress against business improvements resulting in 
Force achieving Investor in People Standard. 

 
 Raised the profile of PCSOs, Specials and volunteers, monitoring VFM and 

supporting union representation. Supported by Authority Lead member. 
 

 Considered strategic priorities, relevant to the Committee and sought 
additional information with regard to demographics to supplement 
environmental scanning information. 

 
 Reviewed the Chief Officer fixed term appointments. 

 
 The Committee met its statutory obligations, as set out in the terms of 

reference, through its activities during the course of the year. 
 

3.5 The Committee needs to continue to exercise its value for money and scrutiny 
role and ensure that in line with the Authority’s Business Plan the Committee’s 
work plan continues to be appropriate to deliver the Authority’s priorities. 

 
3.6 The Committee will want to continue to promote an efficient and effective 

service with the overall aim of enhancing public confidence. The Committee 
has been committed to monitoring the action plans that have arisen out of 
various assessments, internal audits and commissioned work however it can 
improve its monitoring by undertaking evaluations once actions are complete to 
determine effectiveness and encourage learning. The Committee will need to 
review the monitoring framework to enable it to scrutinise performance in key 
areas, such as deployment and workforce mix. The Committee should look to 
continue to utilise its lead members in 2010/11, following the lead member 
review.  

 
3.7 The Committee may also incorporate specific actions into the coming year’s 

work plan to ensure that it further improves environmental scanning to support 
the strategic planning process and that it ensures that both the Force and 
Police Authority undertake impact assessments on key activities, such as 
training and development, recruitment and retention to provide and promote an 
equitable policing service, available to all communities within Bedfordshire, 
including Luton. It can drive specific value for money (VFM) initiatives arising 
from Operation QUEST, many of which will be relevant to this Committee, and 
use of the newly introduced VFM profiles. 
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4 RISK MANAGEMENT 
 
4.1 The combined risk register for both the Authority and Force has contained a 

number of strategic and operational risks that have been assigned to the 
Human Resources Committee for review during the year. None of these are 
currently above the deminimis. In reviewing the risks during the year the 
Committee has considered the ratings, likelihood and impact and the actions 
undertaken to minimise the likelihood of the risk being realised. 

 
          As the result of assurances provided to the Human Resources Committee 
 during the year there are risks that have fallen during the year, such as ‘Lack of 
 adequate succession planning in Protective Services’ and ‘Failure to retain 
 I.I.P. status’, providing evidence of effective risk management. 
 
4.2 In all cases items relating to the risks have been directly or indirectly discussed 

as part of the agenda at meetings and decisions made have been informed by 
the strategic and high operational risks of the Authority and Force. 

 
4.3 As members are aware the risk management process and register have both 
 been reviewed in order to indentify and introduce improvements. The revised 
 register and processes, including governance arrangements, will be taken to 
 the next Audit and Business Assurance Committee in March and following 
 approval will be incorporated into each Committee’s work plan for 2010/2011. 
 There will be appropriate training undertaken with all members to ensure that 
 the Authority is able to use the improvements made to the risk management 
 process to best effect.  

  
5 OTHER IMPLICATIONS  
 
5.1 Equality, Diversity and Human Rights 
 

Although the Committee has undertaken Equality and Diversity monitoring 
through numerous reports in the year it will benefit from the implementation of 
the Authority’s Single Equality Scheme and the resulting action plan (impact 
assessments). 
 

5.2 Procurement 
 

There are no direct implications within the report. 
 

5.3 Legal Implications 
 
 These are no direct implications within the report. 
 
5.4 Human Resources 
 

 There are no direct implications not covered in the main body of the report. 
 
5.5 Corporate Governance 
 

The report provides assurance that the elements feeding into the overall review 
of the Annual Governance Statement have been thoroughly examined. 

   
5.6 Policy/Strategic Aims 
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The delivery of the strategic priorities, as identified in the main body of the 
report, can be positively impacted upon by an effective Human Resources 
Committee. The Committee plays a key role in these areas. 

 
5.7 Welfare of Children and vulnerable adults 
 

There are no direct implications within the report. 
 

5.8 Reducing Carbon footprint/waste 
 

There are no direct implications within the report. 
 

5.9 Confidence 
 

The work of the Human Resources Committee does have implications on 
public confidence through improving workforce confidence and areas have 
been identified where the Committee may wish to develop its work in the 
coming year to improve public confidence. 

 
6 RISK 
 
6.1 The specific risks of the Committee are covered in the main body of the report. 

 
6.2 If the Committee is not effective then this could have a detrimental impact on 
 the perception that the public and partners have of the Authority and Force, 
 compromising the vision and impacting on the ability to deliver against strategic 
 priorities. 
 
7 CONCLUSION 
 
7.1 The Committee has made progress in delivering positive outcomes against the 

strategic priorities and its own Business Plan in 2009/2010 but has identified 
areas to incorporate into future work. 

  
7.2 The Committee has had responsibilities for a number of strategic/operational 

risks identified that could impact on the strategic priorities of the Force and 
Authority and has sought assurances that these risks are being appropriately 
managed through regular Committee reports during the year. 

 
7.3 The Committee will also need to determine how it wants to reincorporate the 

findings of the White Paper into its work plan for 2010/2011 and whether the 
terms of reference will need to reflect any changes to the Committee’s 
workings that are taken forward.   
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8 RECOMMENDATIONS 
 

Recommendation 1 
That the Committee confirms it has undertaken a self assessment of its own 
performance and, where appropriate, suggested areas for improvement, 

 
Recommendation 2 
That the Committee assesses whether any changes are required to the 
Committee’s terms of reference and that any such revisions are reported to the 
Annual General Meeting. 

 
Recommendation 3 
That the Committee incorporates into its work plan the scrutiny of those risks 
and associated controls for 2010/2011 as approved by the Audit and Business 
Assurance Committee. 
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8.App A. 1 
 

Appendix A 
 
 
It is incumbent on all Committees and Panels to embed risk management, equality 
and diversity, value for money and human rights within their decision making 
processes. 

 
 

Human Resources Committee 
Terms of Reference 

 
 

1. To keep under review the workforce mix of Bedfordshire Police to ensure that there is 
the right combination of skills, posts and numbers of personnel with sufficient 
flexibility to meet the demands of policing for the foreseeable future. 

 
2. To consider and advise the Police Authority (PA) in respect of its responsibilities for 

the strategic management of the Force’s personnel, including those involved in 
collaboration initiatives, on such issues as: 

 
 

a. Recruitment and retention 
b. Training and development 
c. Progression and career development 
d. Leadership and management 
e. Equality and diversity and 
f. Conditions of service 

 
3. To ensure that both the Force and the Authority have an appropriate Health and 

Safety strategy, policy and procedures in place and to actively monitor the 
effectiveness of those arrangements. 

 
4. To keep up-to-date with developments in policing policy and practice in the light of 

managing and developing a balanced, representative workforce that delivers value 
for money services to the local community. 

 
5. To exercise the functions of the PA in relation to the terms and conditions of service 

of the Force’s chief police officers. 
 

6. To ensure adequate links are maintained with appropriate Force Strategy groups and 
other PA committees in order to provide a coherent HR response. 

 
 
 
 

May 2009 
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