
Page 1 of 2 
 
H:\Police\Committee Folders\2006-2007\Human Resources\7th March 2007 \AGENDA.doc 

LANCASHIRE POLICE AUTHORITY 
HUMAN RESOURCES COMMITTEE 

 
WEDNESDAY 7TH MARCH 2007, 

IN CABINET ROOM ‘C’, COUNTY HALL, PRESTON  
AT 10.00AM 

 
N.B. If you have any queries regarding the Agenda papers or require any further 

information please initially contact Lizzie Heath on 01772 533589, who will be pleased 
to assist. 

 
 

AGENDA 
 
 
 
PART I 
 

 
1. MINUTES OF THE MEETING HELD ON THE 6TH DECEMBER 2006 

 
Copy enclosed for confirmation at item 1. 

 
A: ITEMS FOR DECISION 

 
2.  COSTED HUMAN RESOURCES PLAN 2007/08 
 

The draft Costed Human Resources Plan for 2007/08 is presented at item 2. 
  
3. OCCUPATIONAL HEALTH, SAFETY AND WELFARE ‘HEALTHY POLICE 

SERVICE’ PLAN 2007/08 
 

The Occupational Health, Safety and Welfare ‘Healthy Police Service’ Plan for 
2007/08 is presented at item 3. 

 
 
4. LANCASHIRE POLICE AUTHORITY’S MEMBER TRAINING PLAN 2007/08 

 
A report on Lancashire Police Authority’s Member Training Plan for 2007/08 is 
presented at item 4. 

 
5.  LANCASHIRE POLICE AUTHORITY EQUALITIES UPDATE 

 
An update on Police Authority equality-related matters is presented at item 5. 
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B: ITEMS FOR INFORMATION 

 
6. POLICE PAY REVIEW 
 

A report on the first part of the national Review of Police Officer Pay is presented at 
item 6. 

 
7.  LANCASHIRE CONSTABULARY DIVERSITY STRATEGY UPDATE 
 

A report on progress made against the Constabulary’s Diversity Strategy is 
presented at item 7. 

 
8.  TRAINING CENTRE UPDATE 
  

An update on current training matters including the draft Costed Training Plan 
2007/08 is presented at item 8. 
 

9. HUMAN RESOURCES UPDATE 
 

A report detailing Human Resources issues and performance information is 
presented at item 9. 

 
10. OCCUPATIONAL HEALTH SAFETY AND WELFARE ‘HEALTHY POLICE 

SERVICE’ PLAN 
 
A report on progress against the Occupational Health, Safety and Welfare ‘Healthy 
Police Service’ Plan for 2006/07 is presented at item 10. 
 

11.  QUARTERLY SPI BULLETIN 
 

The Quarterly Performance Bulletin for April to December 2006 is presented at item 
11.  (Please bring your copy of the Bulletin with you to the meeting.)  

 
12. URGENT BUSINESS 
 

An item of urgent business may only be considered under this heading where, by 
reason of special circumstances to be recorded in the Minutes, the Chairman of the 
meeting is of the opinion that the item should be considered at the meeting as a 
matter of urgency.  Wherever possible, the Chief Executive should be given advance 
warning of any Member’s intention to raise a matter under this heading . 
 

13. DATE OF NEXT MEETING 
 
The next meeting of the Committee is scheduled to be held at 10.00am on 
Wednesday 11th July 2007 at County Hall, Preston.   

  
   

 
 

BRIAN ALDRED  
CHIEF EXECUTIVE 
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LANCASHIRE POLICE AUTHORITY      ITEM 1 
HUMAN RESOURCES COMMITTEE 
 
MEETING HELD ON WEDNESDAY 6TH DECEMBER 2006, AT COUNTY HALL, AT 
10.00AM 
 
MINUTES 
 
PART I 
 
PRESENT: - 
 

Mr I Master – Chair 
 

Miss S Afzal 
Councillor B Cresswell 

County Councillor N D Penney 
County Councillor G W Roper 

Mrs G S Stanley, JP 
County Councillor J Stuart 

 
 

IN ATTENDANCE: - 
 
Mr A Judd Acting Head of Human Resources, Lancashire 

Constabulary  
Superintendent K Hives Head of Resourcing, Lancashire Constabulary 
Superintendent A Pratt Head of Diversity Unit, Lancashire Constabulary 
A / Chief Inspector M Holleran  Deputy Head of Training Centre, Lancashire 

Constabulary 
Mrs C Durber Representing the Chief Executive 
Miss L Heath Administrative Assistant, Chief Executive’s Office 
 
APOLOGIES FOR ABSENCE  
 
Apologies for absence were presented on behalf of Councillor Doherty, Ms Flynn, County 
Councillor Gore, County Councillor Jones, Ms McGirr, Mr Brindle, Mrs Harrison, Mr Villers 
and A/ACC Weigh.  
 
MINUTES OF THE MEETING HELD ON THE 12TH JULY, 2006 
 
22/06 RESOLVED: - That the Minutes of the meeting held on the 20th September 2006, be 
confirmed and signed by the Chair. 
 
PRESENTATION ON AGE RELATED WORK UNDER THE CONSTABULARY’S 
DIVERSITY STRATEGY 
 
Superintendent Pratt made a short presentation on age-related work under the Diversity 
Strategy.   
 
He reported that a Younger Persons’ Strategy was being developed.  The Strategy was 
mainly outward facing, looking at young people as citizens, victims and offenders, but 



 

Page 2 of 9 

inward elements such as recruitment were also covered.  It was hoped that the full Strategy 
would be available for consultation by the Committee’s next meeting. 
 
Members hoped that the Strategy would help develop consistency throughout Divisions in 
the way youths were dealt with and they requested that thought be given to the 
Constabulary’s public image when agreeing initiatives to be used.   
 
Members felt that partnership working would be essential in making the Strategy work.  It 
was felt the police were working very hard but they needed to ensure that all partners 
played their full role too. 
 
23/06 RESOLVED: - That the presentation be noted. 
 
LANCASHIRE POLICE AUTHORITY’S DISABILITY EQUALITY SCHEME 
 
The Committee were presented with the Authority’s draft Disability Equality Scheme 2006-
2009. 
 
(A copy of the draft Scheme is set out at Annex A.) 
 
The Committee noted that under the Disability Discrimination Act 2005, all public 
authorities, including the Police Authority had a duty to regard the needs of disabled people 
when carrying out their duties.  From the 5th December 2005, regulations came into effect 
requiring police forces and authorities to prepare and publish a Disability Scheme by the 4 th 
December 2006. 
 
The draft Scheme had been circulated for comments and had been published on the 
Authority’s website on the 4 th December 2006.  The Scheme would be submitted for final 
approval by the Police Authority on the 20th December 2006. 
   
Members recognised that when considering disability, regard needed to be given to the full 
range of impairments, not just severe disabilities.  With regard to section 1.2.1 (Definition of 
Disability), it was queried what procedures/policies were in place for people who were not 
registered as disabled, but who had impairments.  It was reported that whilst the Scheme 
made no specific mention of this, it was the Authority’s practice to make any necessary 
adjustments.  Members requested that the scheme make reference to this. 
 
 
Under section 1.2.4 (Publication of the Scheme), Members recommended using yellow 
paper with black writing for hard copies; it was also suggested that the font and the colour 
of screen on the website were important.  Members felt that the provision of audio CDs was 
extremely useful due to the high percentage of the population who had difficulties reading 
and writing. 
 
In connection with section 2.5.1 (Engagement of Disabled People) Members felt that 
Community Engagement should mean involvement with disabled people and not just 
consultation.  The Authority was currently taking first steps in this area in the development 
of the Scheme and this was an area for further consideration as the Action Plan was 
implemented. 
 
The Committee thanked the officers for their work in preparing the Scheme.
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24/06 RESOLVED: -  
 

1. That the report be noted. 
 
2. That Members’ comments on the Scheme be noted. 
 
3. That the Committee recommend the full Authority to approve the Scheme, with 

further minor amendments as appropriate in the light of feedback from the current 
consultation process. 

 
4. That a further report detailing the progress made against the Scheme be 

presented to the Committee for review in 12 months’ time. 
 
LANCASHIRE POLICE AUTHORITY’S EQUALITY ACTION PLANS 
 
The Committee were presented with the Authority’s revised Race Equality Action Plan for 
2006/07 and a draft Age Equality Action Plan for 2006/07. 
 
(Copies of the Action Plans are set out at Annex B.) 
 
It was reported that when the Race Equality Action Plan for 2006/07 had originally been 
agreed in May 2006, it had been limited due to the proposed merger with Cumbria.  As a 
result of the merger not going ahead, the Authority’s Race Equality Action Plan had been 
reviewed and functions which had not previously been included had been added. 
 
The Committee noted that due to current and expected work commitments in the New Year, 
it might be necessary for some of the proposed actions to be deferred until 2007/08.   
 
With regard to the Age Equality Action Plan for 2006/07, the main area of work would be 
around the review of human resources policies.  The Committee noted that some of the 
policies, for example conditions of service, were closely aligned with those of the 
Constabulary and it would be, therefore, advisable to await the outcome of the 
Constabulary’s considerations before proceeding. 
 
Mrs Durber suggested that the timescale on action 3 of the Age Equality Action Plan (to 
amend equality screening/impact assessment templates to include age) be put back from 
April 2007 to July 2007 to bring it in line with the equivalent action on the Disability Equality 
Action Plan.  The Committee agreed to this and also asked that the officers’ job titles be 
included. 
 
25/06 RESOLVED: -  
 

1. That the report be noted. 
 
2. That the Police Authority be recommended to approve the revised Race Equality 

Action Plan for 2006/07, as now presented. 
 

3. That a further report be brought to the Committee’s meeting in July 2007, 
detailing progress made against the Race Equality Action Plan 2006/07. 
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4. That, with the amendments now suggested, the Police Authority be 

recommended to approve the draft Age Equality Action Plan 2006/07. 
 

5. That a further report detailing the progress made against the Age Equality Action 
Plan 2006/07 be presented to the Committee for review in 12 months’ time. 

 
LANCASHIRE CONSTABULARY’S DISABILITY EQUALITY SCHEME 
 
A report was presented to the Committee on Lancashire Constabulary’s Disability Equality 
Scheme. 
 
(A copy of the report is set out in the Minute Book.) 
 
The Scheme was currently available for perusal on the Internet and an official launch at 
Beaumont College, Lancaster, was planned for the 16th January 2007.  Members and 
officers of the Police Authority were invited to attend the launch and were asked to contact 
the Diversity Unit for further details if they wished to attend. 
 
The report detailed some of the initiatives Lancashire Cons tabulary was already 
undertaking to make the Force ‘a disability confident organisation’.  Including the Disability 
Support Group, the Independent Advisory Groups, Disability Specific Police Community 
Support Officers (PCSOs), Disability Police and Communities Together (PACT) meetings, 
Mental Health Joint Training and Deaf Awareness Training.   It also set out what the Force 
hoped to do and by when, to continue improving in the area.  Discussions were being 
undertaken to assess the possibility of setting up  audio/signing commentary on screen for 
documents available on the internet.   
 
Members asked for clarity on procurement contracts and if companies were not complying 
with the regulations, whether they were breaking the law and if so what action the police 
needed to take.  It was felt that some companies might not be able to comply if it was 
unreasonable for them to do so.  In this respect they would not be breaking the law.  
However, the Constabulary would still be unable to engage them if they were not able to 
meet the general equality duties. The Committee requested that a detailed report on the 
Constabulary’s policy in such circumstances be brought to the next meeting. 
 
26/06 RESOLVED: -  
 

1. That the report be noted. 
 
2. That a report on the Constabulary’s policy and practice on the equality aspects of 

procurement contracts be brought to the Committee’s next meeting. 
 
LANCASHIRE CONSTABULARY’S OLDER PERSONS’ STRATEGY 
 
The Committee received a report on Lancashire Constabulary’s development of an Older 
Persons’ Strategy.   
 
The Committee was reminded of the work the Constabulary were currently doing to address 
the needs of older people in Lancashire in the areas of partnership arrangements with local 
authorities and with Victim Support.  However, the Constabulary recognised that there was 
now a need to consolidate and set the Constabulary’s strategic direction in respect of a 
group of the population which was increasing.   
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The Constabulary was, therefore, committing to producing an Older Persons’ Strategy 
which would cover both members of the workforce and service delivery and would be 
informed by and seek to reflect national and local strategies where appropriate.   It was 
intended that the Strategy would be written by October 2007. 
 
Members felt that, as with the Younger Persons Strategy, partnership working with local 
authorities and other agencies would be essential for the Strategy to work.   
 
27/06 RESOLVED: -  
 

1. That the report be noted. 
 
2. That the Strategy be brought to the Committee in due course. 

 
PROGRESS AGAINST COSTED HUMAN RESOURCES PLAN 2006/07 
 
The Committee were presented with a report detailing the progress against the Costed 
Human Resources Plan for 2006/07. 
 
28/06 RESOLVED: - That the report be noted. 
 
TRAINING CENTRE UPDATE 
 
The Committee considered a report regarding national and local training developments, 
including progress against the costed Training Plan 2006/07. 
 
(A copy of the report is set out in the Minute Book.) 
 
In relation to the Assessment against National Occupational Standards under the Police 
Race and Diversity Learning and Development Programme (page 5), A/CI Holleran advised 
the Committee that following consideration of the substantial resource implications for the 
implementation of this aspect of the PRDLDP the Forces Strategic Tasking Group had 
agreed not to progress implementation at this time and had referred its concerns to the 
ACPO National Lead for PRLDP, Chief Constable Peter Fahy of Cheshire who had agreed 
to consider Lancashire’s concerns and refer them to the National Board.  The Committee 
will be advised of future developments with regard to this aspect of the PRDLDP.   
. 
 
In presenting the report, A/Chief Inspector Holleran undertook to bring updates to the next 
meeting on some of the performance measures in Appendix A: attendance at Community 
and Race Relations Module 3, first aid and officer safety training courses, and the 
performance development review completion rates for the Training Department. 
 
Mrs Stanley requested that a report regarding the continuation training of divisional dogs 
and handlers be brought to the next meeting, including the number of officers receiving 
training. 
 
County Councillor Roper expressed concern at the difference between the number of 
training places in the Training Plan planned to be offered by 30.09.06 (6143) and the 
number actually offered (5810; 95% of planned places) and the number of places actually 
taken up (4156; 72% of offered places / 67% of planned places).  He requested that a 
report be brought to the next meeting giving a detailed breakdown of the courses not taken 
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up, how the savings arising through non-attendance (some £300,000) would be used and 
how the financing of training would be reorganised to prevent such discrepancies in the 
future. 
 
County Councillor Penney requested details on what training officers, especially those 
working in custody suites, were given about illnesses such as diabetes.  Diabetes could 
sometimes cause an individual to have symptoms which mirrored those of someone who 
had been drinking alcohol.  It could also cause an incorrect result from breathalyser tests 
due to the high acidosis levels in the body.  Members felt that custody and road policing 
staff should be trained to offer other forms of tests, such as a blood test, to ensure accurate 
readings, where appropriate.  Officers acknowledged the Members’ concern and agreed to 
communicate the same to those charged with the delivery of relevant training, if it was felt 
necessary that specific inputs should be provided, this matter would be considered by the 
Head of Training in consultation with TDAG.  
 
Members noted that defibrillators were now available in all main divisional custody suites 
and suggested that the Constabulary enquire whether training on their use could be 
provided free of charge to custody staff. 
 
29/06 RESOLVED: -  
 

1. That the report be noted. 
 
2. That the Training Centre Update to the Committee’s next meeting include the 

updated position on the take up of all training courses, the reasons for non-
attendance, how savings arising from non-attendance would be used, how the 
financing of training would be reorganised to prevent such discrepancies in 
future, details of the training provided to dog handlers and the number of dog 
handlers trained and the Performance Development Review completion rates for 
the Training Department. 

 
QUARTERLY PERFORMANCE BULLETIN 
 
The Committee considered a monitoring report on the progress made against local and 
statutory performance indicators, which related to human resources matters for the period 
April to September 2006.   
 
Performance against all of the indicators reported to the meeting was shown as on target. 
 
30/06 RESOLVED: - That the report be noted. 
 
HOME OFFICE STATISTICAL BULLETIN ON POLICE SERVICE STRENGTH IN 
ENGLAND AND WALES AT 31ST MARCH 2006 
 
The Committee received a report on the Home Office’s Statistical Bulletin on Police Officer 
Strength as at the 31st March 2006. 
 
The Committee noted that for Lancashire the figures reported for female officers by rank 
(page 3) were so small, one individual could make a large difference to the percentages.  
This led to a discussion around the opportunities for women to progress through the ranks.  
Whilst recognising that there were opportunities for female officers to progress to the ACPO 
ranks in Lancashire, Members felt that barriers to progression remained and it was 
important to continue working to provide equal opportunities for all.  
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31/06 RESOLVED: - That the report be noted. 
 
HUMAN RESOURCES QUARTERLY UPDATE 
 
The Committee was presented with an update of current human resources issues and 
performance information. 
 
(A copy of the report is set out in the Minute Book.) 
 
It was reported that the Constabulary was hoping to achieve the 6% target for Minority 
Ethnic (ME) recruitment for the year.  There were currently 7 ME recruits in the recruitment 
process, with 2 more applicants expected to be appointed soon. The Constabulary were 
confident that they would reach the target of 10 ME recruits by the 31st March 2007.  It was 
believed that the very short application window had helped the Force achieve this number, 
as a large proportion of people from ME backgrounds had applied. 
 
Historically, some individuals had been in the recruitment process for long periods of time 
(eg up to 2 years), but now the time was generally between 6 and 7 months.  This 
timeframe included vetting procedures and medical clearance. 
 
The Constabulary were also hopeful that they would reach the target for the recruitment of 
PCSOs.  This was an excellent result. 
 
The Committee requested in forthcoming Breaking Through reports, when there was more 
than one recruitment window in a financial year, that each window was shown in separate 
tables to enable each cohort of applicants to be tracked through the recruitment process. 
 
32/06 RESOLVED: - 
 

1. That the report be noted. 
 
2. That in future Breaking Through reports, each recruitment window be shown 

separately to enable each cohort of applicants to be tracked through the 
recruitment process. 

 
BME RESEARCH PROJECT 
 
Members received a report on research into BME recruitment. 
 
The Committee noted that the Authority and Constabulary were working together on a joint 
project looking at recruitment, retention and progression of black and minority ethnic officers 
and police staff in Lancashire Constabulary.  Mr Master was a Member of the Project Team. 
 
It was hoped that by the Committee’s next meeting, the work would have been completed 
and a full report on the findings would be presented. 
 
33/06 RESOLVED: - That the report be noted. 
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PROGRESS AGAINST THE OCCUPATIONAL HEALTH, SAFETY AND WELFARE 
‘HEALTHY POLICE SERVICE’ PLAN 
 
The Committee considered a report detailing the progress against the Occupational Health, 
Safety and Welfare ‘Healthy Police Service’ Plan for 2006/07. 
 
(A copy of the report is set out in the Minute Book.) 
 
With regard to Health & Safety, the Constabulary still had a very good relationship with the 
Health and Safety Executive (HSE) and a joint project was to be undertaken to look at 
stress in the workplace.  It was felt that this would be a difficult area to research due to 
stress often being caused by personal rather than work related issues, but it was hoped that 
the research would be interesting and useful. 
 
Reference was made to the tragic stabbing of a PCSO in Manchester; Members sought 
reassurance about what procedures Lancashire had in place to prevent this happening 
within the Force.  It was reported that all PCSOs in Lancashire were issued with full body 
armour as mandatory and risk assessment procedures were in place.  A/CI Holleran 
mentioned that deployment guidelines for PCSOs were also under development.  
 
Mrs Stanley enquired about the comparatively high levels of accidents occurring in 
Southern Division.  Mr Judd explained that assaults were a particular feature and these 
were scrutinised during the Divisional Quarterly Performance Review meetings.  
 
34/06 RESOLVED: - That the report be noted. 
 
UPDATE ON VOLUNTEER PROGRAMME 
 
The Committee received a report on the Constabulary’s Community Volunteer Scheme. 
 
The Committee requested that similar reports be provided on an annual basis and that if 
possible, future reports include statistical equality monitoring information on volunteers. 
 
35/06 RESOLVED: - 
 

1. That the report be noted. 
 
2. That a progress report on the Volunteer Scheme be presented to the Committee 

annually at the Committee’s meeting in June/July. 
 

3. That, if possible, future reports include statistical equality monitoring information 
on the volunteers. 

 
REVIEW OF POLICE PAY 
 
Members of the Committee received details on a forthcoming national review of police pay, 
which would look at options to change the arrangements for determining changes to police 
officer pay for 2007, and would review the effectiveness of the negotiating machinery of the 
police service and make recommendations on how police pay and other conditions of 
service should be determined.   
 
Further reports would be brought to keep the Committee informed of developments. 
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36/06 RESOLVED: - That the report be noted. 
 
DATE OF NEXT MEETING 
 
37/06 RESOLVED: - That the next meeting of the Committee be held at 10.00am on 
Wednesday 7th March 2007, at County Hall, Preston. 
 
 
 
 

BRIAN ALDRED 
CHIEF EXECUTIVE 



LANCASHIRE POLICE AUTHORITY      ITEM 2 
HUMAN RESOURCES COMMITTEE 
7TH MARCH 2007 

 
 
PART I 
 
COSTED HUMAN RESOURCES PLAN 2007/08 
(Appendix A refers) 

 
Issue for Consideration  
 
Costed HR Plan 2007/ 08  
 
Information 
 
The Constabulary Human Resource Department has produced a draft Costed Human 
Resources Plan for the next policing year.  The plan sets out what the priorities will be 
during 2007/ 08.  A copy of the Plan is attached at Appendix A. 
 
Decision Required  
 
The Committee is asked to  consider and recommend the Police Authority to approve 
the draft Costed Human Resources Plan for 2007/ 08. 
 
Background Papers 
 
None 
 
Report Originator  
 
Mr A Judd, Acting Head of Human Resources, Lancashire Constabulary 
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1.0 Introduction 
 
The Police Reform Act 2002 places a statutory requirement on Chief 
Constables to produce a Three Year Strategy (Policing Lancashire 
2003/2005) for presentation to their Police Authority.  Additionally, all police 
forces are now required to produce annual costed human resources plans, 
agreed with their Police Authority (Home Office Circular 18/2002 refers).  
What follows is designed to meet this remit and to indicate the organisation’s 
approach to the prioritisation of human resources. 
 
The Human Resources Plan sets out our people priorities in respect of service 
delivery and our commitment to continuous improvement.  It is clearly linked 
to supporting the force long-term priorities.  This plan should be read in 
conjunction with the costed Training Plan of Lancashire Constabulary. 
 
Whilst the day to day responsibility for people management issues rests with 
line managers, the function both centrally and at a local level can, and should, 
help set the agenda for improved performance and efficiency. 
 
The success of this annual costed Human Resource Plan will require 
collaboration between Lancashire Police Authority, Chief Officers, the Human 
Resources Department, Divisional/ Departmental Command teams and line 
managers. 
 
Outcomes against targets will be shared throughout the year. 
 
 
 
NB – Human Resource is denoted as HR throughout the document 
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5. 0 Performance Management 
 
Progress will be monitored through: 
 
• Self-monitoring at Senior Management Team, Divisional Management 

Team, HR Conference and HR Managers meetings. 
 
• Local Joint Committee and Joint Negotiating & Consultative 

Committee. 
 
• Quarterly Performance Reviews with the Director of Resources. 
 
• Progress Reports to each meeting of the Human Resources Committee 

of the Police Authority. 
 
• HMIC Thematic/ BCU. 
 
• Strategic Tasking and Co-ordinating Group.  
 
• Tactical Tasking & Co-ordinating Group. 
 
• Pro-active HR Risk Management to support any staff exposed to critical 

incidents. 
 
• Confidence and Equality Board. 
 
• Executive Health & Safety Committee. 
 
• Health and Safety Continuous Improvement Meeting. 
 
• Force Strategic Resourcing Meeting. 
 
• Any audits and inspections conducted throughout the year, for example 

by the Health and Safety Executive. 
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6. 0 Management Data 
 
Managing Data Unit Objectives:   
• The provision and analysis of timely and accurate HR management information in order to 

meet statutory and legislative requirements, inform strategic decision-making and monitor 
performance. 

• The management and development of HR IT systems, including HRS, DMS, and PDR. 
• The provision of training for HR IT systems. 
• To manage the administration of key HR processes, including police promotions, 30+ 

scheme applications, and SPP payments.   
 
 
 

6.1      ICT Developments 
 
  

Activity 
 

Owner 
 

Timescale  
 

Performance 
Measure 

 
Outcome 

A Replacement for 
HRS 

 

Force Resourcing 
Manager 

 

March 2008 
 

Delivery of 
milestones identified 

within the project 

More accurate and 
up to date Human 

Resources 
information available 

to the wider 
Constabulary 

 
B Continue to develop 

and implement 
essential ICT 

improvements to the 
PDR system 

Force Resourcing 
Manager 

March 2008 Implementation of 
essential 

improvements 

Improved user 
satisfaction with the 

system 

 
 
 

6.2  Special Priority Payments 
 
  

Activity 
 

Owner 
 

Timescale  
 

Performance 
Measure 

 
Outcome 

A Implement the 2007 
SPP Scheme, and 

agree the new 
scheme for 2008 

Force Resourcing 
Manager 

 

March 2008 
 

Agreement of  the 
scheme by Business 

Group, Police 
Authority and Home 

Office 

Correct SPP 
payments to officers 
in qualifying posts 

 

 
 
 

6.3  Diversity 
 
  

Activity 
 

Owner 
 

Timescale  
 

Performance 
Measure 

 
Outcome 

A Provide qualitative 
feedback on progress 

against diversity 
targets 

 

Force Resourcing 
Manager 

Ongoing Assessment of 
performance against 

identified 
performance 

indicators 
 

Reports to 
Confidence and 
Equality Board  

 

Comprehensive 
monitoring of equality 

legislation. 
 

Improved staff mix 
which better reflects 
the communities in 

Lancashire 
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6.4      Resource Management Capability 
 
  

Activity 
 

Owner 
 

Timescale  
 

Performance 
Measure 

 
Outcome 

A Continue to develop 
and improve the 
Constabulary’s 

Duties Management 
System 

 

Force Resourcing 
Manager 

 

Ongoing 
 

Implementation of 
essential 

improvements.  
Provision of required 

training. 

Improved user 
satisfaction with the 

system 
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7. 0 Resourcing 
 
Resourcing Objectives: 
• To maximise opportunities to deliver minority ethnic and female recruitment targets. 
• To recruit and sustain the resourcing levels for Police Officers, and Police Community 

Support Officers (PCSOs). 
• To support the development and implementation of any Workforce Modernisation 

initiatives.  
• To assist Divisions in optimising the use of their resources in delivering their corporate 

objectives. 
 
 

7.1 Recruitment 
 
  

Activity 
 

 
Owner 

 
Timescale  

 
Performance 

Measure 
 

 
Outcome 

A 
 
 
 
 
 
 
 
B 

Identify and 
implement 

opportunities to 
deliver, and exceed, 
minority ethnic and 
female recruitment 

targets 
 

Complete the 
innovative 
recruitment 

programme for 
PCSOs and sustain 

that level 
 

Force Resourcing 
Manager 

 
 
 
 
 
 

Force Resourcing 
Manager 

March 2008 
 
 
 
 
 
 
 

March 2008 

Meet targets 
 
 
 
 
 
 
 

Number of PCSOs 
employed 

Improved 
representation of 

minorities 
 
 
 
 
 

‘No vacancies’ for 
PCSOs at the end 

of the year 
 

C Continued 
monitoring of 

employment data 
as set out in the 
Constabulary’s 

Equality Schemes 
 

Force Resourcing 
Manager 

March 2008 Active monitoring of 
data at Strategic 

Resourcing 
Meetings 

Fair and equitable 
practices in relation 
to recruitment and 

selection processes 

 
 

 
7.2 Promotion 
 
  

Activity 
 

 
Lead 

 
Timescale  

 
Performance 

Measure 

 
Outcome 

A Ensure that 
programme of 

promotion 
processes meets 
Force succession 

planning 
requirements and 

forms part of overall 
workforce planning 

 

Force Resourcing 
Manager 

Ongoing Sufficient boarded 
officers to meet 

current and 
projected 

requirements 
 
 

No substantive 
vacancies at 

Sergeant rank and 
above 
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7.3 Workforce Modernisation 
 
  

Activity 
 

 
Lead 

 
Timescale  

 
Performance 

Measure 

 
Outcome 

A Oversee the review 
and possible 

implementation of 
revised shift 

patterns 
 

Force Resourcing 
Manager 

March 2008 Delivery of 
recommendations 
with an action plan 
for implementation 

 

Improved resource 
usage, capacity 
and capability 

 

B Support the 
development and 
implementation of 

any other Workforce 
Modernisation 

initiatives 
 

Force Resourcing 
Manager 

Ongoing To be determined 
once initiatives are 

identified 

Increased capacity 
and capability 

 
 
 

7.4 Protective Services 
 
  

Activity 
 

 
Owner 

 
Timescale  

 
Performance 

Measure 

 
Outcome 

A Support the 
implementation of 

the divisional 
structures review  

 

Force Resourcing 
Manager 

September 2007 Successful 
implementation of 
the new structures  

Revised structure 
successfully 
implemented 

B Support the 
resourcing and 

implementation of 
any developments 

which support 
protective services  

 

Force Resourcing 
Manager 

Ongoing Growth posts filled Identified protected 
services c apability 

fully resourced  
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8.0 Corporate Services 
 
Corporate Services Objectives: 
• Policy Development 

o To commence the review of existing and new policies and update in line with 
employment legislation and organisational need. 

• Employee Relations 
o Provision of HR advice and guidance to HR teams and senior managers 
o To proactively manage: 

q Grievance Resolution Procedure 
q Misconduct Procedure 
q Job Evaluation process 

• Diversity 
o To implement the HR element of the statutory policy schemes for race, 

disability and gender. 
  
 

8.1 Policy Development 
 
  

Activity 
 

 
Owner 

 
Timescale  

 
Performance 

Measure 
 

 
Outcome 

A Review all policies 
and procedures 
either owned by 

HR, or on the 
horizon: 

• Identify policies 
and 
procedures  

• Prioritise and 
conduct impact 
assessments 

• Revise as 
appropriate 

 

HR Manager, 
Corporate Services  

Ongoing Prioritised policies 
and procedures 
revised and a 

schedule for further 
development 

agreed 
 

Compliance with 
legislation and 
good practice 

 
 
 

8.2 Secondments 
 
  

Activity 
 

Owner 
 

Timescale  
 

Performance 
Measure 

 
Outcome 

A Continue to develop 
and support national 

and international 
secondments 

HR Manager, 
Corporate 
Services  

Ongoing Management 
information on levels 

and distribution of 
secondments 

Meet obligations to 
provide 

opportunities and 
support for our 

staff 
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8.3 Performance, Development and Review 
 
  

Activity 
 

 
Owner 

 
Timescale  

 
Performance 

Measure 
 

 
Outcome 

A 
 
 
 
B 
 

Maximise the 
timeliness and 
quality of PDR 

 
 

Conduct a review of 
the PDR process 
and its operation, 
implementing any 

agreed 
improvements  

 

HR Manager, 
Corporate Services  

 
 
 

HR Manager, 
Corporate Services  

Ongoing 
 
 
 
 

Ongoing 

Measure 
completion rate and 

quality of PDR’s 
 
 

Delivery of 
recommendations 
with an action plan 
for implementation 

Improved 
performance 

 
 
 

Improved usage of 
the PDR system 
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8.4 Diversity 
 
  

Activity 
 

 
Owner 

 
Timescale  

 
Performance 

Measure 
 

 
Outcome 

A 
 

Implement the HR 
related aspects of 

the Action Plan 
arising from the 

Disability Equality 
Scheme 

 
 

HR Manager, 
Corporate Services  

March 2008 Delivery of activities 
outlined within the 
DES Action Plan 

 

B Implement the HR 
related aspects of 

the Action Plan 
arising from the 
Gender Equality 

Scheme 
 

HR Manager, 
Corporate Services  

March 2008 Delivery of activities 
outlined within the 
GES Action Plan 
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9.0 Occupational Health, Safety and Welfare (OHSW) 
 
OHSW Objectives: 
• Attendance – the management of health: 

o Reduce the levels of sickness absence 
o Assist people to return to work and to their role, ultimately with no limitations/ 

restrictions 
o Appropriately managed health problems within the work place 
o Improve the physical and psychological health of the Constabulary’s staff 

• Health and safety: 
o Sustain/ reduce the number of reportable accidents 
o Continuously improve the management of health and safety 

 
 
 

9.1 Attendance – the management of health 
 
  

Objective/target 
 

 
Owner 

 

 
Timescale  

 
Performance 

Measure 
 

 
Outcome 

A Delivery of sickness 
and ill health 

retirement targets in 
order to make best 

possible use of 
resources available  

 

Head of HR / HR 
Managers / OHSW 

Staff/ Divisional 
Commanders/ 

Departmental Heads 

Ongoing Meet targets Sustain/ reduce level 
of sickness absence 

 
Assisting earlier 
return to work 

 
Sustain low level of ill 

health retirements 
 

B Pro-active and re-
active interventions to 

ensure compliance 
with the Attendance 

Policy 
 
 

Head of HR / HR 
Managers / OHSW 

Staff/ Divisional 
Commanders/ 

Departmental Heads 

Ongoing Meet targets Sustain/ reduce level 
of sickness absence 

 
Assisting earlier 
return to work 

 
Sustain low level of ill 

health retirements 
 

C Funded medical 
interventions 

 
(C1) Continually 

improve the approach 
to funded medical 

interventions 
 

(C2)  Evaluate the 
overall cost / benefits 
of the interventions  

 

 
 
 

Head of HR/ OHSW 
Staff 

 
 
 

Head of HR/ OHSW 
staff 

 
 

 
 
 

Ongoing 
 
 
 
 

Ongoing 
 
 

 
 
 

Evaluation 
 
 
 
 

Evaluation 
 
 

 
 
 

Sustain/ reduce level 
of sickness absence 

 
Assisting earlier 
return to work 

 
Sustain low level of ill 

health retirements 
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9.2 Health and safety 
 
  

Objective/target 
 

 
Owner 

 
Timescale  

 
Performance 

Measure 
 

 
Outcome 

A Continue to develop 
and improve health 

and safety 
management 

throughout the 
Constabulary in line 
with the principles 

agreed with the Health 
and Safety Executive 

 

H&S Officers/ HR 
Managers 

Ongoing Feedback from the 
HSE 

Compliance with 
legislation 

 
Reduction in 
accidents  

 
Sustain/ reduce level 
of s ickness absence 

 
Sustain low levels of 
ill health retirements 

 
B Continual 

improvement of each 
Division’s Health and 

Safety Action / 
Development Plan 

H&S Officers/ HR 
Managers 

Ongoing Review of plans  Compliance with 
legislation 

 
Reduction in 
accidents  

 
Sustain/ reduce level 
of sickness absence 

 
Sustain low levels of 
ill health retirements 

 
C Continual 

improvement of the 
management of 

accidents, including 
risk assessment and 

systems of work 
 

Force H&S Advise/ 
H&S Officers 

Ongoing Quality of analysis 
and interventions  

Compliance with 
legislation 

 
Reduction in 
accidents  

 

D Review the Health and 
Safety Policy, to be 
supported by a user-

friendly tool-kit 

Head of HR/ Force 
 H&S Adviser 

March 2008 Delivery of a revised 
Health and Safety 

Policy  

Compliance with 
legislation. 

 
 
 

E Work in partnership 
with the HSE to 

progress a ‘stress’ 
audit 

 

Head of HR/ Force 
H&S Adviser 

March 2008 Implementation of an 
audit 

Compliance  
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LANCASHIRE POLICE AUTHORITY       ITEM 3 
HUMAN RESOURCES COMMITTEE 
7TH MARCH 2007 
 
PART I 
 
OCCUPATIONAL HEALTH, SAFETY AND WELFARE ‘HEALTHY POLICE 
SERVICE’ PLAN 2007/08  
(Appendix A refers) 
 
Issue for Consideration 
 
Occupational Health, Safety and Welfare ‘Healthy Police Service’ Plan 2007/08 
 
Informaton 
 
Lancashire Constabulary created its first Occupational Health, Safety and 
Welfare ‘Healthy Police Service’ Plan for 2004/05 and revised it for 2005/06 and 
2006/07.  As with the earlier Plans, the 2007/08 Plan details the key objectives 
with an Action Plan to ensure the Constabulary continues to meet the National 
Strategy for a ‘Healthy Police Service’.   
 
Decisions Required  
   
The Committee is asked to; 
 
1. note the report, 
 
2. recommend the Authority to approve the Constabulary’s Occupational 

Health, Safety and Welfare ‘Healthy Police Service Plan’ for 200708 
 
Background Papers 
 
None 
 
Report Originator  
 
Mr A Judd,  
Occupational Health, Safety and Welfare Unit, 
Lancashire Constabulary 
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APPENDIX A 
 

Lancashire Constabulary 
 

Occupational Health, Safety and Welfare 
 

“Healthy Police Service” Plan 
 
INTRODUCTION 
 
The National Strategy for a Healthy Police Service was launched on 31 October 
2002. The strategy covers occupational health, welfare, attendance management 
and health and safety.  The aims of the strategy are to: 
 

• maintain good health 
 
• reduce injuries and ill health 
 
• help staff who have become ill to return to work and full performance 
 
• help reduce the number of medical retirements  

 
The strategy states that its implementation should be an integral part of every 
force’s human resources plan.   The key objectives and action plan have been 
incorporated into the Human Resources Costed Plan for 2007/08, which is 
set out at item X on the agenda.  This report provides more detailed 
information for the Committee about the Constabulary’s Healthy Police 
Service Plan for 2007/08 and forms the basis upon which quarterly 
monitoring reports will be brought back to the Committee during the year. 
 
 
THE PRIORITIES FOR OCCUPATIONAL HEALTH, SAFETY AND WELFARE 
(OHSW) 
 
The priorities for OHSW remain focused on: 
 
1. Attendance – the management of health 

• Reduce the levels of sickness absence. 
• Assist people to return to work to their role, ultimately with no limitations/ 

restrictions. 
• Appropriately manage health problems within the workplace. 
• Improve the physical and psychological health of the Constabulary’s staff. 

 
2.  Health and safety 

• Sustain/reduce the number of reportable accidents. 
• Continuously improve the management of health and safety. 
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RESOURCING FOR OHSW 
 
Force Medical Adviser     1  
Occupational Health Nurses   2 
Welfare Advisers    2 
Health and Safety Adviser   1 
Support      4.4 
      10.4 
 
In addition to these resources, the OHSW team has access to consultants and 
services, including psychologists, psychiatrists, physiotherapists and counsellors.   
 
The OHSW Manager has been Acting Head of Human Resources throughout 
2006.  However, during this period he has maintained direct control of the team.  
Interim management arrangements have been in place throughout the period in 
order to ensure the effective running of the function.  The level of resources and 
structure will be reviewed in due course to ensure that efforts remain focused on 
the priorities. 
 
ACTION PLAN 
 
Priority/ 
Objective 
 

Activities Time-
scale 

By whom Outcome 

Attendance: 
Delivery of 
sickness and 
ill-health 
retirement 
targets in 
order to 
make best 
possible use 
of resources 
available to 
us. 

Proactive and 
reactive 
interventions to 
ensure compliance 
with the Attendance 
Policy. 
 

Ongoing 
 
 
 
 
 
 
 

Head of HR/ 
OHSW staff/ 
Divisional 
Commander
s/ Heads of 
Departments 

Sustain/ 
reduce level 
of sickness 
absence. 
 
Sustain low 
level of ill-
health 
retirements. 
 
Assisting 
earlier return 
to work. 
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Attendance: 
Funded 
medical 
interventions. 

Continually improve 
the approach to 
funded medical 
interventions. 
 
Evaluate the overall 
cost/ benefits of the 
interventions. 

Ongoing 
 
 
 
 
Ongoing 
 

Head of HR/ 
OHSW staff/ 
Divisional 
Commander
s/ Heads of 
Departments 

Assisting 
earlier return 
to work. 
 
Sustain/ 
reduce level 
of sickness 
absence. 

Health and 
Safety: 
Continue to 
develop and 
improve 
health and 
safety 
management 
throughout 
the 
Constabulary 
in line with 
the principles 
agreed with 
the Health 
and Safety 
Executive. 

Continual 
improvement of 
each Division’s 
Health and Safety 
Action/ 
Development Plan. 
 
 
 
Continual 
improvement of the 
management of 
accidents, including 
risk assessment and 
systems of work. 
 
 
 
Review the Health 
and Safety Policy, to 
be supported by a 
user-friendly tool-kit. 
 
 
Work in partnership 
with the HSE to 
progress a ‘stress’ 
audit. 

Ongoing 
 
 
 
 
 
 
 
Ongoing 
 
 
 
 
 
 
 
 
March 
2008 
 
 
 
 
 
March 
2008 
 
 
 
 

Force H & S 
Adviser/  
H & S 
Officers/ HR 
Managers 
 
 
 
Force H & S 
Adviser/ 
H & S 
Officers 
 
 
 
 
 
Force H & S 
Adviser 
 
 
 
 
Head of HR/ 
Force H & S 
Advisor 

Compliance 
with 
legislation. 
 
 
Stable 
accident rate. 
 
Sustain/ 
reduce level 
of sickness 
absence. 
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MONITORING 
 
The Occupational Health, Safety and Welfare “Healthy Police Service” Plan may 
be reviewed by any of the following: 
 
• Executive Health and Safety Committee 
• Director of Resources Quarterly Performance Review 
• Periodic updates to the Human Resources Committee 
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ITEM 4 
LANCASHIRE POLICE AUTHORITY 
HUMAN RESOURCES COMMITTEE 
7TH MARCH 2007 
 
 
PART I 
 
LANCASHIRE POLICE AUTHORITY’S MEMBER TRAINING PLAN 2007/08 
(Appendix ‘A’ refers) 
 
Issue for Consideration 
 
Consideration of a Member Training Plan for 2007/08. 
 
Information 
 
Member Training Plan 
 
In October 2004, the Authority adopted a Member Training Strategy.  The Strategy uses a 
“core and cluster” approach, that is, it: 
 
• identifies a “core curriculum” of training which applies to all Members, and  

 
• supplements this with a menu of other desirable training which is clustered into a 

small number of broad themes. 
 
The training provided includes not only formal training courses, but also “on-the-job” 
experience or one-off conferences, which can be just as valuable sources of learning. 
These are considered in the annual discussion with the Chair, Vice-Chair, Chief Executive 
and individual Members, where changes in role and status and training needs for the 
forthcoming year are discussed. 
 
During 2006/07, core training has been provided on Member induction, effective audit 
committees, chairing meetings, chief officer appointments, community and race relations 
(CRR)/diversity, performance management and speed reading.  Members have also 
attended various conferences and seminars on a range of subjects.   
 
The Training Programme agreed last year has been reviewed and updated.  A copy of the 
resulting draft Training Plan for 2007/08 is attached at Appendix A, together with suggested 
providers and indicative costs. If any further requirements were identified, during the 
forthcoming Member development meetings, to be addressed in 2007/08, then these would 
be added to the Plan.  
 
During 2006/07 a programme of induction and refresher CRR/Diversity training for Member 
(and staff) has been organised.  It has been necessary to postpone one of the Member 
refresher training courses (involving five Members: Mr Edmundson and County Councillors 
Jones, Penney, Roper and Whipp) and it has not been possible to rearrange this training 
before the 31st March.  Dates are being sought for this training to take place early in the 
new financial year.  Once the last training day has been held there will be a review of the 
CRR/Diversity training overall which will then feed into the development of the next two-
year refresher in 2008. 
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There are currently four members trained in hearing business interest appeals (Councillor 
Doherty, Mr Master, County Councillor Roper and Mrs Stanley, JP). Whilst appeals are 
normally held only occasionally, a panel of three Members is required to consider appeals, 
usually brought together at short notice, and it is considered necessary to have a wider pool 
of trained Members.  Accordingly, it is proposed to hold a training course in 2007/08 for 
Members who wish to participate. 
 
Financial Implications 
 
Provision of £8,160 has been made in the Authority’s budget for Member Training next 
year.  This should enable the agreed standard of 3 days training of this nature for each 
Member per year to be provided.  
 
Decision Required 
 
The Committee is asked  
 
1. to note the report; 
 
2. to recommend the Authority to consider and agree the Member Training Plan for 

2007/08, subject to any further needs identified during the Member Development 
meetings. 

 
Background Papers 
 
Item 5 Human Resources Committee agenda 7 th March 2006 – Member Training Plan 
2006/07 
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APPENDIX A 

 
LANCASHRE POLICE AUTHORITY 

DRAFT MEMBER TRAINING PLAN 2007/08 
 

CORE/CLUSTER COURSE PROVIDER COST FREQUENCY 
 

Core Induction  Authority/Constabulary/Preston 
City Council 

No formal charge On appointment 

Core Senior officer appointments Lancashire County Council £74 Refreshed every two years 

Core 
APA Performance 

management (Introduction 
and Advanced) 

Malcolm Hibberd  £150 Available to Members  as 
required  

Core Diversity and community 
race relations  IODA 

Induction £155  
Refresher £73 

(both based on 10 
participants) 

On appointment and 
refreshed every two years 

Core 

Oversight of police 
complaints handling for 
Professional Standards 
Committee Members 

Constabulary  No formal charge  

On appointment to 
Professional Standards 

Committee and refreshed 
every two years 

 

Cluster 1: Committees  Briefings on the work of 
Committees  

Authority/Constabulary as 
appropriate 

No formal charge 
Available to Members as 
required, eg  when newly 
appointed to Committees 

Cluster 2: ICT  Microsoft Office Lancashire County Council No formal charge Available to Members as 
required 

Cluster 3: Public Relations Dealing with the media Better Times £1,000 per person Available to Members as 
required 

Cluster 4: Resource 
Management and Scrutiny 

Revenue and capital 
finance (including Activity 

Based Costing) 
Authority/Constabulary No formal charge Available to Members as 

required 

Cluster 5: Appeals 
Hearings  

Hearing business interest 
appeals 

Preston City 
Council/Constabulary No formal charge Available to Members as 

required 
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Cluster 6: Committees  Chairing and facilitating 
meetings 

Bradley Associates £81 Available to Members as 
required 

Cluster 7: Reading Skills Speed Reading  Lancashire County Council £63 Available to Members as 
required 

Note: This Plan may be added to during the year, if further training needs are identified, eg through the annual Member Development meetings. 
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LANCASHIRE POLICE AUTHORITY     ITEM 5 
HUMAN RESOURCES COMMITTEE 
7TH MARCH 2007 
 
PART I 
 
LANCASHIRE POLICE AUTHORITY EQUALITIES UPDATE 
 
Issue for Consideration 
 
An update on Police Authority equality related matters. 
 
Information 
 
1. Publication of Strategic Authority Documents in Alternative Formats 

(Appendix A refers) 
 
The Authority currently publishes its strategic documents (eg. Policing Plan, 
Annual Report, Local Policing Summary, Equality Schemes) in English and 
meets reasonable requests to make copies available in alternative formats such 
as large print, audio CD, Braille and minority languages.   
 
In making documents accessible, the Authority needs to take a proportionate 
approach because it has finite resources.  Preparation of all documents in large 
print can be done easily in-house at minimal cost, but specialist help needs to be 
bought in for other formats and languages.  Whilst requests are generally small in 
number, the costs of preparing the documents can sometimes be 
disproportionately high.    
 
Last autumn, the Authority received 11 requests for the Local Policing Summary 
to be made available in large print.  This was done in-house at minimal cost.  The 
Authority also received a request for the Policing Summary to be translated into 
Urdu;  the  request mentioned that the translated document would be made 
available to a number of people in the community.  The document was translated 
at a cost of £1,000.   
 
Staff in the Chief Executive’s Office are currently seeking to make the Disability 
Equality Scheme (DES) in Easy Read format.  Essentially, the Easy Read 
version is a short summary of the full Scheme and Action Plan, set out in very 
simple statements which are accompanied by pictures that relate to the wording.  
A copy of the current draft Easy Read version (words only) is attached at 
Appendix A.  Most of the work to prepare the Easy Read version is being done 
in-house, with specialist support in adding the pictures being bought in at £100.  
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Estimates for preparing the  full DES in other formats have been received for 
Audio CD at £110 and for translation into British Sign language at over £8,000 
and for a 4 page summary at £750.   
 
When the Authority’s lead officers on equalities met recently, it was noted that, 
during the consultation on the Disability Equality Scheme, there had been 
requests for plain English summary versions of all the key Police Authority 
publications to be made available on the Authority’s website.  This has been 
included as an action in the Disability Equality Action Plan for 2007.  In the light 
of information now available about translation and transcription costs, which in 
some cases could be disproportionately high, it was suggested at the team 
meeting that the Authority might look to use the summary rather than the full 
versions of its key strategic documents as the basis for making the documents 
available in alternative formats and other languages, when such requests were 
received.  On the basis of information received to date, this should be less costly 
than translating/transcribing the full versions of the documents.  However, this 
would not preclude the Authority from considering reasonable requests for copies 
of the full publications to be made available in alternative formats and languages 
other than English.  The Committee’s views are sought on this suggestion.   
 
2. Gender Equality Scheme 
 
The Authority’s Administration Manager is drafting the Authority’s Gender 
Equality Scheme (GES).   A scheme template was published by the Association 
of Chief Police Officers, the Association of Police Authorities and the Home 
Office in mid-February for use by police authorities and constabularies in 
preparing their schemes.  
 
The Scheme has to be published by the 30th April 2007.  There is a considerable 
amount of work to be done in the next few weeks.  It is, therefore, proposed to 
submit a draft version of the Scheme to the Authority’s meeting on the 21st March 
to enable Members to comment and then to seek approval to the final Scheme 
under the Urgent Business procedure in consultation with the Chair and Vice-
Chair of the Authority.  The same approach is being taken with the 
Constabulary’s GES. 
 
Decisions Required 
 
The Committee is asked to recommend the Authority to 
 
1. note the report; 
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2. consider the suggestion above concerning  the publication of the 

Authority’s key strategic documents in alternative formats and languages 
other than English. 

 
Background Papers 
 
None 
 
Report Originator 
Mrs C Durber, Chief Executive’s Office 
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Disability Equality Scheme 
2006-2009 

 
 
 

Easy Read Summary 
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 Who we are: 
 
Lancashire Police Authority is a group of 17 people.   
We make sure the Police in Lancashire do a good job. 
 
Our main jobs are to: 
 
• Check how the money is spent on policing 
 
• Ask people what they think about policing 
 
• Agree what jobs are most important for the Police to 

do 
 
• Publish documents about policing 
 
• Check how well the Police do their job 
 
• Decide who will be Chief Constable 
 
• Monitor complaints made against the Police 
 

  
This document is called a Disability Equality Scheme 
 
Disability Equality Duties 
 
The Authority wants to treat all people fairly. 
 
The Disability Discrimination Act 2005 tells us what we 
have to do to make sure that we treat people with 
disabilities fairly so that they can access the information 
we provide about policing and get involved when we 
consult people about policing. 
 
The Act also tells us what we must do to  treat our 
disabled staff fairly. 
 
This Scheme tells you what we have done already and 
what we plan to do between 2006 and 2009. 
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What we do as an employer: 
 
The Authority is made up of 17 Members.  One of our 
Members, Howard Gore, is Diversity Champion.  He takes 
a special interest in making sure the Authority treats all 
people fairly.  The Authority’s Human Resources 
Committee checks that the Authority and Constabulary 
are improving the way they work on disability equality. 
 
We also have more than 70 volunteers who help us by 
checking if people held in police custody cells are looked 
after properly by the Police.  They also check if the Police 
look after the dogs and horses that help them do their 
work. 
 
A team of 12 Officers work for the Authority.  A group of 6 
of these Officers, called the Equalities Team, has 
responsibility for doing the work we put in our Action Plan. 
 
We have made reasonable adjustments for Members and 
Staff who need help by: 
 
• Changing the hours they work 
 
• Providing special equipment  
 
• Allowing time in the working day for them to visit the 

doctor/hospital 
 
• Ensuring they have food and drink at regular times 
 
• Ensuring they travel safely 
 

 What we do now in the services we provide: 
 
We provide, every year, information to the public about: 
 
 
• the annual budget for policing 
 
• the main policing priorities 
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• how well the Police do their job 
 
We meet with the public and ask them what they think 
about local policing, anti-social behaviour and how we can 
prevent crime. 
 
We work with 14 Crime & Disorder Reduction 
Partnerships in Lancashire to help reduce crime and 
disorder.   
 
Some organisations help us to carry out our work. 
 
As we do this work we must try to provide services that 
people with disabilities can access.  We do this already, if 
you ask us to, by making documents available in: 
 
• Large Print 
 
• Braille 
 
• On audio CD.   
 
We have a Citizens Panel called Opinion.  This panel is 
made up of more than 4000 people.  We write to these 
people  every 3 months to ask them what they think about 
the police service in Lancashire.  Over 500 panel 
members have disabilities so we can see what disabled 
people think. 
 
We also have 14 Police Authority Community 
Meetings in Lancashire.  Three times a year at each 
Police Authority Community Meeting we meet in with the 
local Police and the public to talk about policing in your 
area.  We tell other organisations who work with disabled 
people about our consultation meetings, so disabled 
people can get involved.  We try to meet at places that 
are accessible to people with physical and sensory 
impairments. 
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If you would like more information about these meetings, 
or would like to go to a meeting in your area, please 
contact Danielle Norton on 01772.531209 or email 
Danielle.Norton@lpa.lancscc.gov.uk. 
 

 Our Action Plan 
 
We asked people what they thought needed to be in our 
Action Plan.  We asked for ideas from our disabled 
Opinion Panel members.  We also held a consultation 
meeting in Preston.  We asked disabled people, 
advocates, carers and others who work with disabled 
people what they thought. 
 
The Police also helped us by asking questions when they 
met with local groups to talk about how they can work 
better with people who have disabilities. 
 
The Authority listened to all their ideas and decided that 
the main things that we will concentrate on over the next 3 
years are: 
 

  
1. Impact Assessment 
 
We will check that the way we do our work will not have a 
bad effect on people who have disabilities.  When starting 
new work we will think about how our plans will affect 
disabled people. 
 

 2. Access to Buildings 
 
We will keep information about places where we can meet 
with the public which have access for disabled people. 
 

 3. Monitoring 
 
We will collect and monitor information about our 
Members, Officers and volunteers which will help us to 
ensure that we support them and make reasonable 
adjustments where they are needed. 
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 4. Training 

 
We will provide training to Officers and Members so that 
they are aware of disabilities and know what they need to 
do to help people who have disabilities. 
 
We will also check what training the Constabulary 
provides to Police Officers and staff. 
 

 5. To work with disabled people 
 
We will work more closely with disabled people when we 
consult about policing.  We will also ask them to help us 
check on the progress we are making to improve the way 
we work. 
 

 6. Providing Information 
 
We will send information about the Authority and our 
consultation events to organisations who have an interest 
in supporting people with disabilities. 
 
We will set up a new website which will make it easier for 
people with disabilities to access. 
 
We will include short summaries of our main documents 
on our new website. 
 

 7. Buying 
 
  We get some of our goods and services from other 
organisations.   
 
Goods are things like the computers and paper we use.   
 
Services are making sure our building and equipment is 
looked after. 
 
When we look for new organisations  to provide our goods 
and services we will check that they have an equal 
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opportunities policy that includes disability equality. 
  

Gathering and using information 
 
To make sure our Disability Equality Scheme and action 
plan are working well we will need to check them often.  
 
Each year the Authority will report on: 
 

• The things in our action plan that we have done 
 

• What information we have gathered and what this 
tells us 

 
• What changes we will make as a result of the 

information we have gathered 
 

• What effect the scheme and plan are having on 
equality for people with disabilities 

 
 Monitoring progress 

 
Our Human Resources Committee will check progress 
against the Action Plan in December 2007 and agree a 
new Action Plan for 2008.  It will also check on progress 
the Constabulary is making with its Disability Equality 
Action Plan.  
 
The Authority will review the whole Scheme in 2009. 
 
We will also involve disabled people in monitoring our 
progress. 
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Publication 
 
You can ask for this Scheme on 
 
Audio CD and in  
Braille 
British Sign Language 
Easy Read 
Large Print 
 
You can also see the Scheme on our website:- 
 
www.lancspa.gov.uk  
 
The Authority will try to meet reasonable requests for this 
document to be translated into languages other than 
English.   
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ITEM 6 
LANCASHIRE POLICE AUTHORITY 
HUMAN RESOURCES COMMITTEE 
7TH MARCH 2007 
 
 
PART I 
 
POLICE PAY REVIEW 
(Appendix A refers) 
 
Issue for Consideration 
 
A report on the first part of the national Review of Police Officer Pay.   
 
Information 
 
At the Committee’s last meeting, it was reported that the Minister for Policing, Security and 
Community Safety, Tony McNulty MP, had asked Sir Clive Booth to conduct a review of 
Police pay arrangements.  The Terms of Reference for the Review were as follows:- 
 

“TERMS OF REFERENCE FOR REVIEW OF POLICE OFFICER PAY 
DETERMINATION AND OF POLICE NEGOTIATING MACHINERY 

  
Part 1) To consider the options for replacing the current arrangements for 
determining changes to police officer pay for 2007 and make recommendations on 
this. The conclusions and recommendations in part 1 to be framed so as to inform 
part 2 of the review. 

  
Part 2) To review the effectiveness of the negotiating machinery for the police, 
including the Police Negotiating Board and the Police Staff Council,  and make 
recommendations for how police pay and other conditions of service should be 
determined. The review must consider the option of a pay review body for police pay 
and consider the impact of any proposal for determining police officer pay, on the 
negotiating machinery for police officers 

 

Both parts of the review must take account of the need for arrangements to reflect 
and support the following: 

 
• the future requirements of the service for the effective and efficient delivery of 

policing services, motivation and morale and recruitment and retention rates, and 
overall affordability; 

• Government policy on public sector pay and the broader economic and 
employment context, and consistency with the achievement of the inflation target of 
2 per cent; 

• the need to enable wider police workforce developments including proper reward 
and recognition arrangements; 

• arrangements for pay determination in other parts of the public sector. 

Part 1 should report no later than February 2007, and Part 2 in the autumn of 2007.” 
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Part I of the Pay Review is now complete.  A copy of Sir Clive Booth’s report is attached at 
Appendix A.   The Report sets out 14 recommendations which are helpfully summarised on 
page 6.  These include rolling forward pay indexation arrangements for the 2007 pay award 
(and possibly also for the 2008 award), albeit with a number of specific changes including 
in particular a shift to a new “public-sector facing index”.  
 
Details of the report of Part 2 of the Review will be brought to the Committee in due course. 
 
Decision Required 
 
The Committee is asked to note the report. 
 
Background Papers 
 
Human Resources Committee 6th December 2006 – Item 15 Review of Police Pay. 
 
Report Originator 
 
Mrs C Durber, Chief Executive’s Office. 
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Glossary   
 

ACAS Advisory, Conciliation and Arbitration Service 

ACPO  Association of Chief Police Officers England Wales and Northern Ireland 

ACPOS Association of Chief Police Officers Scotland 

AFPRB Armed Forces’ Pay Review Body 

APA  Association of Police Authorities 

CIPD  Chartered Institute of Personnel and Development 

COSLA  The Convention of the Scottish Local Authorities 

CPI  Consumer Prices Index 

CPOSA  The Chief Police Officers’ Staff Association 

CSR  Comprehensive Spending Review 

DDRB  Review Body on Doctors’ and Dentists’ Remuneration 

GLPC  Greater London Provincial Council 

IRS  Industrial Relations Services 

ISP  Increase for Staff in Post 

LGE  Local Government Employers 

MPA  Metropolitan Police Authority 

NDPB  Non Departmental Public Bodies 

NHS   National Health Service 

NHS AT&C National Health Service Administration, Technical and Clerical staff 

NICs  National Insurance Contributions 

NIPB  The Northern Ireland Policing Board 

NOHPRB Review Body for Nursing and Other Health Professions 

OME  Office of Manpower Economics 

ONS   Office for National Statistics 

PABEW  Police Advisory Board for England and Wales 

PAT  Police Arbitration Tribunal 

PDR  Performance Development Review 

PNB  Police Negotiating Board 

PRB  Pay Review Body 

PSPRB  Prison Service Pay Review Body 

PSC  Police Staff Councils 

RPI  Retail Prices Index 

SPP  Special Priority Payment 

SSRB  Senior Salaries Review Body 

STRB  School Teachers’ Review Body 
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Terms of Reference for the Review of Police Officer Pay 
Determination and of Police Negotiating Machinery 
 
  
Part 1.   To consider the options for replacing the current arrangements for determining 
changes to police officer pay for 2007 and make recommendations on this.  The conclusions 
and recommendations in part 1 to be framed so as to inform part 2 of the review 

  

Part 2.   To review the effectiveness of the negotiating machinery for the police, including the 
Police Negotiating Board and the Police Staff Council, and make recommendations for how 
police pay and other conditions of service should be determined.  The review must consider 
the option of a pay review body for police pay and consider the impact of any proposal for 
determining police officer pay, on the negotiating machinery for police officers 

 

Both parts of the review must take account of the need for arrangements to reflect and 
support the following: 

• the future requirements of the service for the effective and efficient delivery of 
policing services, motivation and morale and recruitment and retention rates, and 
overall affordability;  

• Government policy on public sector pay and the broader economic and employment 
context, and consistency with the achievement of the inflation target of 2%; 

• the need  to enable  wider police workforce developments including  proper reward 
and recognition arrangements; 

• arrangements for pay determination in other parts of the public sector. 

 

Part 1 should report no later than February 2007, and Part 2 in the autumn of 2007 
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Summary of recommendations 
 
1. Government policy needs to be formally communicated to, and understood by, PNB 
from the start. 
 
2. Indexation should be retained for 2007 but using the public sector facing index set out 
in Recommendations 3 to 8.  The flexible application of the new index and the link to resumed 
work on modernisation should be part of the package: see recommendations 11 and 12.  
Subject to Part 2 of this review, and the progress made in the 2007 negotiations, the index 
could be rolled forward one more year, into 2008. 
 
3. The new index should cover the following ten pay groups: armed forces, doctors and 
dentists, nurses and other health professionals, prison service (England and Wales), school 
teachers (England and Wales), all three principal groups covered by the Senior Salaries 
Review Body (i.e. judges, senior military and senior civil servants), civil servants employed in 
the DWP, MoD, Home Office and HM Revenue and Customs. 
 
4.  The new index should use, for each pay group, the percentage increase over one 
year in the basic pay settlement figure as defined in Appendix 2. 
 
5. For groups covered by Review Bodies, the basic pay settlement figure should be 
calculated from the Review Body award, before any staging or other modification.  If staging 
or modification is applied by government to the police officer settlement it should happen at 
the end of the process.  
 
6. The index should be calculated from the unweighted median of the percentage 
annual increase in the basic pay settlement figure for each of the ten pay groups. 
  
7. The relevant settlement figure for each group included in the index should be the 
most recent announced annual settlement as at 31 May 2007. 
  
8. The task of calculating the index, though simple, should be undertaken by an 
independent expert organisation.  
 
9. The negotiations in 2007 should not be limited to discussion of indexation in the 
sense of producing a uniform percentage increase for all ranks.  There should be a more 
flexible approach.  The index should be regarded as producing a “pot” of money that can be 
applied differentially according to the needs of the service, including modernisation.  
 
10.  The three year agreement on ACPO ranks which expired in 2006 should be rolled 
forward for the period covered by recommendation 2, pending part two of this review, and any 
uplift will come from the "pot" specified in recommendation 9.  
 
11.  It should be a matter of routine for both Sides regularly to examine information on 
recruitment and retention and motivation and morale and other relevant factors and to set 
benchmarks against which these can be monitored.  Armed with this information, both Sides 
can discuss what corrective action may be needed to maintain the benchmark positions.  A 
start should be made with gathering this information, assessing it and setting broad 
benchmarks in the 2007 negotiations, but developing a refined system will take more time.  
 
12.  It is important that the two Sides should discuss between now and the end of 2007 
new approaches to wider reward and recognition in the context of wider police work force 
developments.  The Staff Side have expressed a willingness to enter into such discussions on 
a number of occasions.  The parties should agree a timetable for undertaking and concluding 
the discussion, with a commitment on both Sides to meeting key timetable milestones. 
 
13.  The National Policing Improvement Agency, which is led by the police service, offers 
a new source of expertise which must be tapped as soon as possible.  
 
14.  Those who speak for the Official Side must have a fast response time and a clear 
negotiating brief.  
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1.  Introduction 
 
Preface 
 
1.1 Although this is a largely technical report, it has a bearing on a group of people, 
police officers, whose service and dedication to society should never be taken for granted.  
They regularly risk danger and even death to protect the public.  They do not have the right to 
strike, although they are by no means the only groups to be denied the right to strike or to 
regard strike action as unacceptable.  A stable, efficient and highly motivated police service is 
a precious asset.  They deserve a fair, modern and dynamic system to set their pay. 
 
1.2 The terms of reference (see above) divide the review into two closely linked parts, 
both of which have to take account of the same broad contextual factors.  This means that 
this report, on part one, is necessarily broad ranging. 
 
Initiation of the review 
 
1.3 This review was announced by Mr Tony McNulty MP in a ministerial statement on 16 
November 2006 in the following terms: 

"On 6 November the Police Arbitration Tribunal’s recommendation on the police 
officer 2006 pay award was received.  The Home Secretary responded to this 
recommendation, agreeing to implement the 3% pay rise for police officers with effect 
from 1 September 2006.  The Home Secretary also noted the tribunal’s comment that 
we not only had “the right but a duty to consider and put forward different factors and 
approaches which could be applied in determining police pay” and said that he would 
be reviewing the way police pay is determined including indexation and would 
announce the terms of reference of the review shortly. 
  
"Effective pay arrangements for police officers are essential for a modern police 
service which delivers high standards of community safety and security to the public.  
We must move quickly to put police officer pay on a sustainable basis. We cannot 
continue with arrangements which produce pay rises beyond the level which police 
authorities can afford to pay without detriment to service delivery.  For that reason, 
we will establish a review of the way police pay is determined, reporting early in the 
New Year and in good time to inform the 2007 pay round.  Following this I will also be 
asking this review to consider further changes to the police pay negotiating 
machinery.  In particular, I am minded to place responsibility for determining chief 
officer pay within the remit of the Senior Salaries Review Body and the review I have 
announced will look at this as part of its consideration of the options for replacing the 
current police officer pay determination arrangements. 
 
"I have asked Sir Clive Booth to undertake the first part of this review and I am 
pleased to announce that he has accepted.  Sir Clive will report to me in early 2007 
with recommendations on the pay determination mechanism that we should use for 
next year.  This along with any other proposals for pay modernisation from the 
Service or representative organisations will be considered in the 2007 pay round.  
The Home Secretary and I will consider further how the second part of the review 
looking at the police negotiating machinery should be taken forward including 
consideration of John Randall’s report on this issue." 

 
Methodology 
 
1.4 Part one of this review took place in stages: background reading, invitation to 
interested parties to comment, informal meetings with the main parties to enable me to gain a 
better understanding of their perspective and the nature of the problem, receipt in early 
January of written evidence, analysis of the evidence, formal meetings with the main parties, 
and finally preparation of this report.  A list of those who gave evidence has been posted on 
the review website, www.policepayreview.org.  Where permission has been granted, the 
evidence itself is on the website, together with a range of relevant background documents.   
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1.5 The letter inviting evidence (available on the website) explained that for a number of 
years, changes in police officer pay have been determined by reference to a survey of 
movements in the pay of non-manual workers. 
 
1.6 Respondents were invited to structure their responses in their own way, but were 
asked to give their views on a number of questions set out below: 

1. How effective is linkage to the non-manual survey, and what do you see as the 
pros and cons of this method?   

2. Would a more open-ended negotiation be preferable?  If so, please set out the 
pros and cons of your preferred method. 

3. In addition to the foregoing, are there any other potential methods I should 
consider as part of my review?  If so, your views on their relative merits would be 
helpful.   

4. Are there any options you could not accept, and why? 

5. Without prejudice to the substantive issues to be addressed in the second part of 
the review (following on from the Randall Report), are there any points you would 
like to make in anticipation of part two?   

 
History of the negotiating machinery for police officer pay 
 
1.7 The process by which national police pay rates are uprated has had two distinct 
phases, collective bargaining and indexation, which are summarised below.  A full chronology 
of police pay determination mechanisms is at Appendix 1. 
 
Collective bargaining 
1.8 Prior to 1919 each Police Force determined pay for police officers locally. From 1919 
a Whitley Council approach was adopted.  Two statutory Police Councils were established, 
one for England and Wales and the other for Scotland.  In each case, representatives from 
the Official (Employer) Side and Staff Side provided advice on police pay terms and 
conditions to the Secretaries of State who had overall responsibility for determining police 
officer pay.  The Whitley Council approach continued to operate for over 50 years.  During 
this period there were a number of independent reviews including: the Desborough 
Committee (1919); the Oaksey Committee (1949); and the Royal Commission chaired by Sir 
Henry Willink in 1960. 
 
1.9 From the 1950s onwards, the Police Councils began to evolve into the precursors of 
the Boards in place today, with the establishment of a Great Britain-wide negotiating body 
(originally on a non-statutory basis and subsequently extended to cover the whole UK) and 
separate advisory boards for England and Wales and for Scotland.  The Police Advisory 
Boards for England and Wales and for Scotland were created in 1965, and the Police 
Negotiating Board came into being in 1980.   
 
Indexation 
1.10 The Edmund Davies Inquiry in 1978 proposed indexing Police Officers’ pay to 
movements in the Average Earnings Index for the whole economy.  The index was modified 
in 1984 when the underlying index of average earnings was substituted.  A further change 
arose from the 1993 Sheehy Report, which recommended a link to pay settlements rather 
than average earnings and proposed using the OME survey of private sector non-manual 
settlements data, which was widely used at the time to inform negotiations on the pay of civil 
servants.  
 
1.11 From 1994 police base pay adjustments have been linked to the median total pay 
increase in a sample of private sector organisations surveyed by the OME.  However, by 
2005 the police service was the sole user of the index and in that year the OME indicated 
that, in the light of concerns about the technical robustness of the survey and the validity of 
the data produced, it could not recommend continued use of the survey. 
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Current machinery - the PNB 
 
1.12 The Police Negotiating Board (PNB) is at the heart of negotiations over police officer 
pay.  It was established by the Police Negotiating Board Act 1980 to negotiate the hours of 
duty; leave; pay and allowances; the issue, use and return of police clothing, personal 
equipment and accoutrements; and pensions of United Kingdom police officers, and to make 
recommendations on these matters to the Home Secretary, Secretary of State for Northern 
Ireland, and Scottish Ministers.  It is governed by a Constitution.  
 
1.13 The parties to negotiation are the Official Side, comprising representatives of the 
Secretaries of State, police authorities and chief police officers, and the Staff Side comprising 
representatives of the police staff associations.  Each Side appoints a Side Secretary who is 
the principal contact (and principal negotiator) on all matters relating to the PNB. The PNB 
has a full board - comprising 22 members on each Side - which considers matters affecting all 
ranks, and three smaller standing committees dealing with matters which affect specific ranks, 
ie the "federated ranks" (constable to chief inspector, including cadets), superintendent ranks, 
and chief officers.  
 
1.14 The PNB has an Independent Chair and Deputy Chair appointed by the Prime 
Minister, whose role is to supply a neutral, independent voice in the negotiations and to assist 
in bringing the parties to agreement, through support, informal mediation and conciliation.  It 
also has an Independent Secretariat based in the Office of Manpower Economics (OME), 
London, which makes administrative arrangements for meetings and researches and 
assesses data on pay and other matters. Since 2001 the Chair has been required to make an 
Annual Report on the work of the PNB to the Prime Minister.  
 
1.15 PNB meetings are normally held on a quarterly basis - more often if required - at the 
offices of the OME.  If the parties fail to agree on a particular issue, the matter can ultimately 
be referred to arbitration by the Police Arbitration Tribunal, which operates under the auspices 
of the Advisory, Conciliation and Arbitration Service.  
 
1.16 The Official Side of the Police Negotiating Board represents the “employers" of UK 
police officers, and is composed of the following constituent bodies: 

o the Association of Police Authorities representing English and Welsh Police 
Authorities (APA) 

o the Convention of the Scottish Local Authorities (COSLA) 
o the Northern Ireland Policing Board (NIPB) 
o the Home Departments (Home Office, Scottish Executive, and Northern Ireland 

Office) 
o the Association of Chief Police Officers of England, Wales and Northern Ireland 

(ACPO) 
o the Association of Chief Police Officers in Scotland (ACPOS). 
 

1.17 The Official Side is supported by Local Government Employers, which provides the 
Official Side Secretariat and the Official Side Secretary (principal negotiator).   
 
1.18 The Staff Side of the Police Negotiating Board represents all UK police officers, and 
is composed of the following constituent bodies: 

o the Police Federation of England & Wales 
o the Scottish Police Federation 
o the Police Federation for Northern Ireland 
o the Police Superintendents’ Association of England & Wales 
o the Association of Scottish Police Superintendents 
o the Superintendents’ Association of Northern Ireland 
o the Chief Police Officers’ Staff Association 
o the Association of Chief Police Officers in Scotland. 

 

1.19 The Staff Side appoints a Chairman and Secretary to act jointly on their behalf on 
matters affecting all ranks. 
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1.20 Proposals for reform of the negotiating and consultative machinery in the police 
service were published in a report, "Collective Bargaining for a Modernised Workforce", by the 
Independent Chair of PNB, John Randall, in January 2006. 
 
The Police Arbitration Tribunal - PAT 
 
1.21 Police officers in the United Kingdom are prohibited by statute from striking.  Under 
the Constitution of the Police Negotiating Board, therefore, matters on which no agreement 
can be reached, and which cannot be resolved by conciliation, may be referred by either Side 
to arbitration.  Pension matters are, however, not arbitrable.  
 
1.22 Arbitration is carried out by a standing Police Arbitration Tribunal (PAT), which 
operates under the auspices of the Advisory, Conciliation and Arbitration Service (ACAS).  
The PAT consists of three arbitrators appointed by the Prime Minister. Before referral to the 
PAT, the Sides agree the terms of reference of any dispute.  Any decision of the arbitrators is 
treated as though it were an agreement of the Police Negotiating Board.  Recommendations 
of the PNB or of the PAT are subject to the approval of Ministers. 
 
The Police Advisory Board for England and Wales 
 
1.23 The PABEW advises the Home Secretary on general questions affecting the police in 
England and Wales and considers draft regulations which the Home secretary proposes to 
make (except for matters such as pay and negotiable conditions of service which fall within 
the remit of the PNB), and to make such representations as it thinks fit.  It has the same 
Independent Chair, Deputy Chair and Secretariat as the PNB and its quarterly meetings are 
normally held on the same day as the PNB.  Consultations on workforce reform, among other 
matters, take place in the PABEW and arrangements can be made to involve Scotland and 
Northern Ireland which have their own Police Advisory Boards. 
 
Home Secretary's powers of direction 
 
1.24 The Home Secretary has powers to direct both PNB and PABEW to consider and 
seek agreement by a set deadline on such matters of national importance to the police 
service as he or she may specify. 
 
Movements in Police Officer Base Pay, 1995-2006 
 
1.25 Figure 1 below shows an index of police officer awards under their uprating 
mechanism from 1995 to 2006, alongside the Consumer Prices Index (CPI), the all-items 
Retail Prices Index (RPI), and the median of settlements in the public and private sectors 
collected by Industrial Relations Services (IRS), for the same period.  Figure 2 shows the 
average annual growth in these indices over that period. 
 

Figure 1: Index of police awards compared with IRS median settlements and inflation 
measures
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Figure 2: Annualised growth since 1994 in police awards, IRS median settlements 
and inflation measures
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1.26 These two figures show that police officer pay settlements over the last eleven years 
have slightly outpaced pay settlements in the private and public sectors as a whole, and have 
been well above inflation.  But this review is not tasked to say whether police officers are paid 
badly, well, or just right.  It is about the method of pay determination and how it is integrated 
with the reform and modernisation of the work force.  
 
The 2005-6 Police Pay Negotiations 
 
1.27 In October 2005, the Official Side issued a paper proposing significant reforms.  
According to the Independent Chair of the PNB: 
 

"At the meeting of the Police Negotiating Board held on 13 October 2005 the 
Official Side tabled a paper entitled “Rewarding Skills and Performance”.  This 
made a number of proposals for the reform and modernisation of police pay, 
building on the principles previously set out in the Home Office White Paper 
“Building Communities, Beating Crime”.  

 
"The stated intention of the Official Side proposals was that a settlement on pay 
and related matters should be reac hed by May 2006, for implementation from 
September 2006.  Some elements of any agreement would be phased in over a 
number of years, and the Official Side wished all issues covered by the 
agreement to be regarded as having been settled for a period of three years.  
The rates of pay that would operate from September 2006, and the method by 
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which those rates would be adjusted annually over the three year period of the 
settlement were, inevitably, a central consideration. 

 
"The paper proposed that future pay arrangements for police officers should more 
closely reflect the professional nature of the job, provide access to additional pay 
points to reflect skills and, where it is right for the business, annualised hours and 
rostering arrangements which best meet the needs of service delivery, whilst 
allowing officers a healthy work/life balance.  The paper put forward a number of 
broad proposals [detail omitted]: 

§ rewarding skills 
§ rewarding performance and job weight  
§ local pay and local flexibilities  
§ revised pay scales  
§ working time and work life balance  
§ indexation.  

 
"The paper made it clear that the proposals were to be taken forward in the 
context of overall government policy for public sector pay, with a view to reducing 
any inherently inflationary elements in the arrangements.  Funding for new 
elements proposed in the paper, including the reduction in the length of scales, 
was to come from a redistribution of discretionary elements in the present 
system, and from efficiency savings.  

 
"The paper invited the Staff Side to put forward their views on these issues, and 
to work jointly with the Official Side to develop proposals."  
(Supplementary Report of the PNB Chair, January 2007) 

 
1.28 A working party convened under PABEW but with involvement of PNB members from 
Northern Ireland and Scotland, was set up to pursue this wide ranging agenda and some 
useful progress was initially made, as described in the Supplementary Report.  However, 
proposals on indexation from the Official Side, originally expected in January 2006, did not 
materialise and the Staff Side expressed their frustration at the lack of progress at the PNB 
meeting on 20 April 2006.  Working group meetings planned for the period between April and 
July 2006 did not take place because no Official Side proposals were available.   
 
1.29 In early July 2006 the Staff Side tabled claims for pay and allowances to be increased 
by 3% in accordance with the results of the annual survey of non-manual pay in the private 
sector.  In the absence of an Official Side response at the PNB meeting on 20 July 2006, the 
Staff Side registered a failure to agree on their claim.  No agreement was reached at a 
conciliation meeting chaired by the Independent Chair of the PNB on 21 August 2006.  An 
open offer was made by the Official Side of 2.2% on all pay points on 31 August 2006.  The 
Police Arbitration Tribunal sat on 18 October and published its decision on 6 November, 
which was to award an increase of 3%.  The Home Secretary gave his approval on the same 
day. 
 
Comment on the 2005-6 pay negotiations 
 
1.30 The experience of the 2005-6 pay negotiations was frustrating for all the parties, as 
has been made clear in the oral and written evidence given to this review.   
 
1.31 The PAT noted that “In relation to the indexation arrangements the subsequent 
development and detailed crystallisation of those ideas and that intent were not progressed 
sufficiently or on an adequate timescale.  Consequently, the Official Side did not have a set of 
concrete, alternative proposals to the present indexation arrangements, which it could present 
for discussion and negotiation.”  
 
1.32 The Tribunal accepted “the importance of many of the issues referred to by the 
Official Side in explaining its decision to move away from the indexation arrangement” but 
concluded that it was not appropriate “to set aside such a long standing mechanism … in the 
absence of full negotiations over possible alternatives." 
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1.33 However, the Tribunal also said “We accept that the Official Side has the right, and 
indeed a duty, to consider and put forward different factors and approaches which could be 
applied in determining police pay.  It is also the right of the Staff Side to negotiate and seek to 
agree any changes which are introduced.” 
 
1.34 The PNB Chair has made a number of points about the 2006 negotiations which are 
worth noting in preparation for the 2007 round.  First, the Official Side's proposals for 
structural change were not always supported by senior managers in the field.  It is to be 
hoped that the more visible and active engagement of ACPO in 2007 will help to prevent this 
problem recurring.  Second, the use of a PABEW working group could have facilitated broad 
agreement on the detailed implications of structural changes, smoothing the way for 
negotiations in the PNB.  Finally, funds currently being paid in Special Priority Payments were 
being used for a variety of operational purposes and could not therefore readily be released to 
fund other changes. 
 
 
 

2.  The context for this review 
 
2.1 The terms of reference draw attention to four contextual factors:   

• the future requirements of the service for the effective and efficient delivery of 
policing services, motivation and morale and recruitment and retention rates, and 
overall affordability;  

• Government policy on public sector pay and the broader economic and employment 
context, and consistency with the achievement of the inflation target of 2%; 

• the need  to enable  wider police workforce developments including proper reward 
and recognition arrangements; 

• arrangements for pay determination in other parts of the public sector. 
 
2.2 The first three of these are discussed below (though not in the same order), and pay 
determination mechanisms are the subject of Section 4 
 
The future requirements of the service for the effective and efficient delivery of policing 
services 
 
2.3 Policing today is very different, and more taxing, than policing twenty or even ten 
years ago.  The demands on the service will continue to change rapidly and test the ingenuity 
and responsiveness of officers and staff at all levels.  The success of the police service 
depends crucially on the calibre and contribution of people, officers and staff, who work within 
it.  The police service must be attractive to men and women of diverse backgrounds, 
possessing an enormous range of knowledge, skills and competencies.  And the development 
of new approaches to delivering services involves new ways of deploying people.  
 
2.4 The importance of recruiting good people in sufficient numbers and retaining them 
cannot be over-emphasised.  The satisfactions of the job, team spirit, scope for exercising 
professional judgement, opportunities for promotion and development, recognition for 
achievement, and financial rewards are all important factors, to varying degrees, to each 
individual.  Motivation and morale are most likely to be high when all these factors operate 
positively across the work force.  National negotiators must look much more closely at 
measures which are relevant to a successful work force.  Pay is not a "silver bullet" operating 
in isolation.  It must be seen to be fair but it also operates within the context of this wider 
range of factors.   
 
The need to enable wider police workforce developments including proper reward and 
recognition arrangements 
 
2.5 This is a large subject and will be on the agenda of part two of the review.  Police 
forces need more flexibility in how they bring the talent, skills and experience of all their 
employees to bear on fighting crime and reassuring communities.  The recent suspension of 
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the conditions for payment of the Crime Fighting Fund will bring chief constables and police 
authorities one step nearer to having the financial flexibilities for long entrusted to head 
teachers of small primary schools.  The significance of this change cannot be under-
estimated but there is further to go.  Police forces should be judged by outcomes not by the 
mix of staff employed. 
 
2.6 ACPO has done very important work in this area under the leadership of the Chief 
Constable of Surrey.  Pilot projects testing out various aspects of work force reform are due to 
start later this year and ACPO, in oral evidence, pointed out the importance of taking the 
results of the pilots into account.  The Metropolitan Police Commissioner and others have 
shown that there is no shortage of innovative thinking on workforce modernisation.  The 
National Policing Improvement Agency has great potential to contribute. 
 
The Government’s policy on public sector pay 

2.7 Different views on the interpretation of Government’s public sector pay policy emerge 
from the evidence submitted.  One of the important lessons of 2006 is that Government policy 
needs to be formally communicated to, and understood by, PNB from the start. 
(Recommendation 1)  In their submission, the Staff Side claim that there is no public sector 
pay policy at present.  This seems to be based on the view that only direct imposition of pay 
awards by Government, as happened in 1993, constitutes a pay policy. But pay policy is not 
static.  In 1993, wider economic difficulties (a severe economic downturn) led to a public 
sector pay policy which effectively took the form of imposition.  As economic conditions (and 
Governments) change, so too does the approach to public sector pay.  The current public 
sector pay policy is not the same as that of 1993, but it does not follow that pay policy can 
only be considered a coherent one if it takes the form of imposition.  Nevertheless the police 
are entitled to know that the policy, however subtle, is being applied consistently across the 
public sector. 
 
2.8 In a sentence, the Government’s stated policy is to ensure that pay awards strike the 
right balance between recruiting, retaining and motivating a workforce which has the skills 
necessary to deliver the Government’s priorities for public services, and being non-inflationary 
and fiscally sustainable.   
 
2.9 Within this framework, the Government has also stated on several occasions in the 
last year its firm objective that pay awards should be based on the achievement of the CPI 
inflation target of 2%.  This objective has been restated in a number of official publications, 
such as the Budget and Pre-Budget report, as well as a public letter from the Chancellor to 
the chairs of the pay review bodies.  It also forms part of the Treasury’s annual guidance 
document for departments, and was restated in the July update on the forthcoming 
Comprehensive Spending Review published by the Treasury.  In addition, the objective to 
have regard to the Government’s inflation target is expressly written into the terms of 
reference for the pay review bodies. 
 
2.10 The Government’s policy is therefore not to impose the same award on every group, 
but rather to apply the same approach and considerations to every group.  Each workforce 
group needs to be considered independently and pay awards should be based on evidence.  
This involves analysing the recruitment and retention rates, morale and motivation, overall 
pay levels, workforce reform, operational requirements and affordability constraints for each 
group. 
 
2.11 The mechanisms used to determine pay in the public sector vary.  But they have the 
characteristic that they take account of the Government’s macro-economic objectives and 
also of the circumstances of the relevant employer and workforce.  Pay review bodies make 
independent recommendations taking account of the same factors, as required by their formal 
terms of reference, in respect of prison officers, the armed forces, doctors, dentists, nurses 
and other health professionals, school teachers and the judiciary, senior military and senior 
civil service. (For 2007-8, Departmental submissions have proposed 2% awards or below for 
all groups covered by the pay review bodies.) Other parts of the public have different 
mechanisms for setting pay, which interact with central government to a varying degree.  In 
the civil service, where pay guidelines are directly set by the Government, they nonetheless in 
each case reflect the specific circumstances of each department. 
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2.12 The Government’s policy on pay applies to the police as to other public sector 
groups.  In their written evidence, the Home Office set out their criteria for an effective 
machinery to determine pay and conditions consistent with the Government’s current public 
sector pay policy.  The Home Office evidence also notes that effective pay systems should be 
flexible – the ability to reflect a wide range of factors and changing circumstances.  The 
Government view is that the current indexation arrangements do not meet these objectives 
and are essentially contrary to economic policy, which is underpinned by flexible labour 
markets and the exposure of each workforce or organisation to its own set of market 
considerations.  The Government go on to reason that if a large section of the UK workforce 
were to have their pay rises indexed to the pay rises of other workers, this would severely 
undermine macroeconomic flexibility, which has been the cornerstone of the UK’s economic 
success in the last decade.  Finally, the Government argue that indexation delivers an 
automatic award, thereby removing the incentives for workforce reform and efficiency 
improvements.  
 
Affordability in the police context 
 
2.13 Any pay settlement has a significant impact on police funding and the resources 
available for delivering services to the public.  Over 80% of police budgets are spent on pay 
related costs (officers and staff).  The growth of this part of the budget is largely determined 
by the level of pay and by changes in police officer and staff numbers. For the period covered 
by the forthcoming Comprehensive Spending Review (2008-11), Treasury and Home Office 
have agreed that the growth in the Home Office's budget will be flat in real terms, or 2.7% pa 
in cash and that the Home Office will deliver 3% net cashable efficiency savings in each year.  
The impact of this on the growth of police grant will depend on allocations between Home 
Office programmes, which also include prisons, immigration and borders and counter 
terrorism.  This fundamental allocation of resources is currently under consideration.  As in 
the past, police will be expected to deliver cashable efficiency savings.   
  
2.14 There is also an expectation that the Government will continue to restrict growth of 
local taxation and hence limit policing precept increases.  Similar considerations apply in 
Scotland, although the apportioning of any settlement may differ.  The Police Service for 
Northern Ireland is currently funded directly by the Government, without local government 
taxation.   
 
2.15 Any argument about the affordability of a pay settlement for the police service must 
be seen against the background of this very tight financial settlement.  From the point of view 
of police forces, inbuilt year-to-year cost pressures will have to be very carefully managed.  
The outcome of the 2007 pay round will inevitably have a significant effect on the 
sustainability of force staffing levels. 
 
 
 

3.  Views of the parties 
 
3.1 I am grateful to those who submitted evidence against a tight time table.  The website 
www.policepayreview.org carries the responses for which permission to publish has been 
granted.  A summary of the main points made by each respondent is given below, starting 
with the views of the staff groups, the PNB Staff Side and the chief officers' association 
CPOSA. 
  
PNB Staff Side 
3.2 The Staff Side express reservations about the terms of reference.  In particular, they 
do not want part one of the review to pre-empt part two, they are surprised at the mention of 
the government inflation target, and they want pay uprating to be considered along with the 
whole pay and conditions package, not in isolation.  They set out arguments for seeing the 
existing machinery (PNB and PAT) as the most suitable given the very special circumstances 
of the police.  Indexation has in their view provided stability over a long period and affords the 
necessary protection for police officers who do not have the right to take any kind of industrial 
action.  After outlining the history of police pay determination since before 1979, they set out 
in detail the case for indexation, concluding with data that in their view indexation has 
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delivered fair but not generous pay increases.  They disagree that indexation has been a 
barrier to modernisation, pointing to reforms in 2002, 2003 and 2004.  Finally, the Staff Side 
question whether a formal, clearly defined public sector pay policy exists. 
 
CPOSA 

3.3 CPOSA support the continuation of indexation as offering financial protection, 
recognition of the absence of the right to take industrial action and avoiding the need for 
annual pay bargaining.  While willing to examine any option put forward, they are not 
persuaded that open ended negotiation, divorced from indexation, would have any benefits. 
Police officers and chief officers should be treated as a single group.  CPOSA argue that pay 
awards above RPI inflation can be consistent with the Bank of England's target.  A majority of 
chief constables would like to see the current bonus system abolished.  Linkages between 
performance and increments for eligible newly promoted chief officers have not worked as 
intended.  CPOSA seeks broad parity within the public sector. External comparisons indicate 
that the pay range for chief officers is too varied between small and large forces.  Relativities 
across and within forces should be re-examined.  CPOSA welcomes the wholesale review 
envisaged in part two. 
 
PNB Official Side 
3.4 The PNB Official Side states that the Home Office, Scottish Executive Justice 
Department and the Northern Ireland Office have reserved their position.  The Official Side go 
on to point out that the principle of linking police pay to a measure of movements in the 
economy as a whole has been accepted for decades as a basic contract between the police 
and those they protect.  However, they do not wish to continue with the present non-manual 
index because it is inflexible and fails to take account of a wide range of factors relevant to 
the future requirements of the service.  They suggest instead uprating pay using an index 
based on major public sector groups which operate in the same public sector sphere as police 
officers.  In the longer term they feel that it may be possible to maintain a pay index that 
would demonstrate that police officers are paid fairly while promoting recruitment, retention 
and work force modernisation.  They are opposed to wholly local collective pay bargaining. 
 
Home Office  

3.5 The Home Office recognise that the current arrangements have served to create a 
predictable basis for increasing police pay in the past but are no longer in the best interests of 
the police service.  They regard the circumstance of the late 1970s and early 1990s, when 
respectively the Edmund-Davies and Sheehy reports were being prepared, as no longer 
relevant to the present day.  Edmund-Davies made crystal clear the view that either Side 
should be free to propose changes to the updating process in the light of internal or external 
factors.  The Home Office regard indexation as no longer appropriate in the public sector.  
Annual increases should be conditional on modernisation or increased efficiency. 
 
3.6 Effective pay systems are founded on flexibility.  They take account of recruitment 
and retention, appropriate comparison of market pay levels, and macroeconomic factors and 
government policies.  The restriction on strike action should be recognised through the 
existence of mechanisms which deliver demonstrably fair and transparent outcomes.  There 
should be caution about any long term commitment to a system of pay determination which 
relies solely on trends in other occupations.  Indexation reduces incentives to make efficiency 
and productivity improvements. 
 
3.7 The future pay machinery should enable information and evidence to be examined 
on: 

• police business needs, including operational requirements and work force 
developments 

• affordability 
• recruitment and retention 
• attainment of skills 
• delivery of improvements in efficiency and productivity 
• consistency with the CPI inflation target 
• the impact of an award on particular groups in the work force 
• public sector pay policy. 
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3.8 They believe that the current indexation arrangements do not satisfy these criteria. 
 
3.9 For 2007, the Home Office would be willing to consider interim solutions, including for 
example those based on the involvement, within the constitutional framework of the PNB, of 
independent expert consideration of evidence on the appropriate settlement level, or some 
alternative indexation or pay comparison subject to their overriding concerns about 
affordability 
 
ACPO  
3.10 ACPO suggest a number of principles covering: 

• recruitment and retention 
• good industrial relations 
• recognition of the political independence of the police and “no strike” position of police 

officers 
• affordability and government pay policy 
• modernisation, staffing mix and aligning reward structures for police officer and staff 
• simplicity and transparency 
• regular review. 

 
3.11 In addition, ACPO would welcome consideration of a national pay framework 
permitting some local discretion (A small number of forces favour local bargaining). 
Recognition of changes in the roles and deployment of police officers in a modernised service 
could lead to a move away from a single pay structure to one which both recognises 
individual merit and contribution.  Local agreements within a national framework could build 
on the experience of Special Priority Payments (SPPs).  For the longer term local and 
national collective bargaining should be considered. 
 
3.12 A form of indexation based on a clear and published methodology is favoured by 
ACPO as the only viable outcome for 2007 and 2008, perhaps as part of a deal covering 
more than a year.  This would allow the experience of removing the CFF controls and of the 
work force modernisation pilots to be assessed.  As one of the options for a new index, ACPO 
suggest an index relating to other public sector pay settlements.  
 
3.13 There is a healthy interest among about a quarter of ACPO members in a review 
body approach as a means of taking into account the unique aspects of police officer pay and 
other factors. 
 
ACPOS 
3.14 ACPOS submitted similar evidence to ACPO.  They support a UK -wide approach to 
police officer pay, with a Scottish Sub Committee in PNB.  Competitive pay and good 
conditions are critical for the retention of good staff, including new recruits.  ACPOS see no 
need for local bargaining but would like to replace SPPs with a flexible reward system.  In the 
longer term, they suggest a system of basic pay with no annual increments supplemented by 
payments for performance and contribution to force objectives, but this must wait for 
implementation of an effective PDR system.  Multi-year settlements should be also 
considered. 
 
APA 
3.15 Balancing the need to maintain high performing police forces with an affordable pay 
settlement is a key concern of police authorities.  The APA agrees that pay arrangements 
should reflect the four sets of factors set out in bullet point format in the terms of reference of 
the review.  Police authorities should continue to have a key role in determining the pay and 
rewards of the police work force.  Indexation recognises the special position of police officers. 
APA proposes that the current non-manual index should be replaced by a new index based 
on the pay movements of selected groups of public sector workers. It should be applied 
flexibly, for example as a guideline towards determining an envelope which could be applied 
differentially in specific areas.  The indexation method should be regularly reviewed.  Any 
proposal should be capable of negotiation within PNB.  A more open-ended form of 
negotiation is not favoured.  The majority of APA members do not support local collective 
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bargaining.  For part two of the review, the APA suggest bringing the negotiating and advisory 
groups together to facilitate the creation of an employment framework for a modern integrated 
work force 
 
Metropolitan Police Authority 

3.16 The MPA favour indexation similar to that proposed by the Official Side and others, 
relating to public sector settlements, perhaps regionally based.  Police authorities should have 
greater flexibility over chief officer pay.  A pay review body would be second best to the 
present arrangements.  The MPA supports local collective bargaining.  The needs of London 
deserve special consideration.  Pay should be approached as part of a complete rewards 
package for staff.  Basic pay should be sufficient to recruit and retain, with all other forms of 
pay and allowances used to meet London's varying needs.  A number of reforms are 
suggested for part two of the review. 
 
Northern Ireland Policing Board  
3.17 The Northern Ireland Policing Board makes many of the points also made by the 
APA.  The Board favours indexation on a public sector comparison basis.  The index should 
provide a guideline rather than a fixed across the board increase around which negotiations 
take place to reflect variations in circumstances.  The process should also take account of 
changes in allowances and conditions of service.   
 
Themes emerging from the evidence 
 
3.18 Continuation of the PNB is supported by most of those giving evidence, at least in the 
short term, and it is of course the only realistic option for 2007.  There is also a willingness 
among some to consider the review body option in part two.  The Staff Side wish to retain the 
non-manual index.  Among most of the other respondents, a public sector facing index is 
preferred for 2007 and it is recognised as an interim possibility by the Home Office.  The Staff 
Side want to see the index discussed with all other matters as part of a package, not in 
isolation.  Apart from the Staff Side, there is a general recognition that pay should be 
determined in the context of a range of relevant factors which are well encapsulated in the 
bullet point lists in the ACPO and Home Office summaries shown above.  
 
3.19 Several respondents argue that, whether or not indexation is retained temporarily, the 
parties should adopt the modern practice of assembling high quality evidence on recruitment 
and retention and all the other relevant factors to which several parties have drawn attention.  
These provide the essential foundation for an informed negotiation on pay structures, levels 
and uprating as well as related work force developments.   
 
3.20 This is not about the crude bandying of statistics between one side and the other, nor 
about a stop-go approach to pay.  It is about developing sensible benchmarks underpinning 
the requirements of a high quality police service, just as any good employer would do, and 
then seeking, year in, year out, to monitor whether they are being achieved and determine the 
role of pay structures in seeking to achieve them alongside other policies.  Employers should 
also be looking at the medium and long term trends in, for example, retirement patterns or 
demographic changes in the age ranges that the police mainly recruit from.  It will take time to 
develop this approach, although the best forces are already alive to what is needed in their 
local workforce planning.  Doing this is as much in the interests of police officers and staff as 
it is in the interests of employers. 
 
3.21  In 2007 the PNB should consider the evidence needed to bring the police service 
closer to good practice in this context.  I discuss indexation further in the next section. 
 
 

4.  Options for determining Police Officer pay in 2007 
 
Public sector pay determination mechanisms 
 
4.1 I have been asked to consider the options for replacing the current arrangements for 
determining changes to police officer pay for 2007 and make recommendations.  This is to be 
done against the background of arrangements for pay determination in other parts of the 
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public sector.  After considering the range of practice across the public sector, I outline my 
conclusions for 2007. 
 
4.2 Pay determination mechanisms in the public sector fall into three broad groups: 

• pay review bodies 
• collective bargaining arrangements 
• indexation. 
 

(There is also an element of individual determination for senior jobs such as the Chief 
Executives of NHS Trusts and Local Authorities.)   
 
Pay review bodies 
 
Employee group Number of 

employees covered 
Year established Comment 

Armed Forces 195,000 1971 National. Includes 
senior military 
officers covered by 
SSRB 

NHS Doctors & 
Dentists (GB) 

174,700 1971 National. Remit may 
be extended to cover 
Northern Ireland 

NHS Nursing and 
Other Health 
Professions (GB) 

1,002,830 1983/2004 National. Remit 
extended under 
Agenda for Change.  
May be further 
extended to include 
non-review body 
Groups and staff in 
Northern Ireland 

Judiciary 2,100 1971 National 

Prison Service 
(E&W, NI) 

35,000 2002 National 

Senior Civil Servants 4,000 1971/1994 National 

Senior Military 131 1971 National 

School Teachers  

(E&W) 

521,800 1991 National.  Remit may 
be extended to 
Northern Ireland. 

Total  1,935,400   
 
4.3 Independent pay review bodies can be set up as statutory bodies under Act of 
Parliament or as non-statutory bodies.  A full review body for police officers, replacing the 
PNB, would require legislation (if only to abolish the PNB).  Review bodies have published 
terms of reference which emphasise the factors they should take into consideration.  They 
operate by taking written and oral evidence from all interested parties and may conduct their 
own research.  They aim to consider such factors as recruitment, retention, motivation and 
morale and recognition and reward, together with affordability, labour market trends and 
broad economic conditions.  They set out to achieve fair, impartial outcomes for their 
reference groups.   
4.4 They can also be very positive, influential and independent facilitators in work force 
modernisation, as the School Teachers Review Body has been for teachers.  Unlike the PNB, 
review bodies permit evidence and views to be argued by organisations individually, or 
collectively, or both, rather than by a single spokesperson for each "side".  Different groups 
within the official side or staff side could give thus give evidence.  This enables differing 
viewpoints to be aired and accommodated. 
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4.5 The full independent review body option will be included in the consultations in part 
two of this review, together with the option of placing chief officer pay with the Senior Salaries 
Review Body.  However, two other variants of the review body concept deserve to be 
considered here.   
 
4.6 Variant One is an interim shadow independent review body set up by agreement 
among the parties.  This would operate much as the full review body but could be set up more 
quickly if agreement could be reached.  It would operate alongside the existing PNB 
machinery.  One difficulty is whether the sides could agree to respect the shadow review 
body's conclusions.  There would have to be a clear understanding - one way or the other - 
about this from the outset.  Time is too short to implement this variant in 2007 and it could 
easily be seen as pre-empting part two of this review. 
  
4.7 Variant Two is a small panel of perhaps two or three independent experts operating 
alongside the existing PNB machinery.  Again, the terms of their remit would have to be clear, 
not least in relation to the existing independent chair and vice chair of the PNB and in relation 
to the PAT.  But both Variants One and Two could perhaps be of assistance to the PNB in 
reaching settlements. 
 
Collective bargaining 
 
Employee group Number of 

employees covered 
Year established Comment 

BBC 23,000 1948 National 

Civil Service (main 
grades) 

566,700 1996 Delegated to 
Departments/Agencies. 
Subject to HMT 
approval of remits 

Fire Service 53,000 2005 National. Indexation 
agreement expired in 
2006 

Further Education 
Colleges 

56,000 1993 National with some 
local bargaining. 

Local Government 
(E&W 

1,300,000 1997 National with some 
local; completely local 
in 50 or so local 
authorities 

Local Government 
(Scotland) 

168,000 1999 National 

NHS AC&T 275,000 1948 National 

Post Office 140,000 1969 National 

Prison Service 
(Scotland 

3,900 1987 National 

School Teachers 
(Scotland 

51,650 1991 National 

Sixth Form Colleges 14,250 1993 National 

Universities 200,000 1970 National & local 

Total  2,851,500   
 
4.8 National collective bargaining is practised across large parts of the public sector.  It 
could ensure a consistent national approach to police officer pay and enable work to be 
resumed on the pay modernisation agenda.  For success, both sides need to agree the 
negotiating framework and common principles and the evidence to be assembled as a basis 
for negotiation.  Fully national collective bargaining by definition offers limited scope for local 
flexibility (but see below).   
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4.9 Collective bargaining could be conducted through the PNB or a similar body. 
(Abolition of the PNB would require primary legislation).  In a pure model of free collective 
bargaining there would be no role for ministerial direction nor for unilateral recourse to an 
arbitration body like the PAT.  But retention of the PAT process could be seen as one of the 
reassurances to police officers that they are not being exploited.  Equally, the powers of 
ministerial direction give the government the ability to intervene should the need arise. 
 
4.10 Local collective bargaining is favoured by only a few forces, but they represent a not 
insignificant proportion of the work force.  It allows flexibility to tailor pay structures to local 
service needs and to progress modernisation faster (or slower) than others.  But local 
bargaining places heavy demands on forces' human resources departments.  Yet the cost of 
the bargaining process may be heavily outweighed by the benefits to local service delivery.  
Among the perceived risks are the potential problems for mutual aid operations of having staff 
on differing pay structures and "leapfrogging" and "poaching", as neighbouring forces 
compete for people, and people move to the best paying forces.   
 
4.11 A combination of national and local collective bargaining enables a national 
framework to be set, but with significant scope for local flexibility, for example in responding to 
varying recruitment and retention needs.  Since 1997 local government has operated a single 
pay spine allowing each local authority to position posts on ranges or points on the national 
pay spine.  The more limited degree of local bargaining is more manageable locally.  Some of 
the risks mentioned in the previous paragraph could also apply to this option.   
 
Indexation 
 
Employee group Number of 

employees covered 
Year established Comment 

Police 140,000 1979/1994 National.  Based on 
movement in the 
median of pay 
awards for non-
manual employees in 
the private sector. 

Total  140,000   

 
4.12 Indexation for police officer pay was recommended by the Edmund Davies report in 
1978 and the Sheehy report in 1993.  For a time indexation was used for a number of public 
sector pay groups.  However, with the expiry of the fire-fighters' three year agreement in 
2006, the police are the only large public sector group to have a settlement process based on 
an index. 
 
4.13 Indexation for police officer pay using the non-manual private sector pay survey 
represents a continuation of the status quo and is strongly supported by the staff side.  It has 
provided stability over many years.  It is unique in attempting to measure movements in base 
pay and total pay.  But it does not take account of current public sector conditions, nor 
affordability, and is technically seriously flawed.  The technical concerns include: coverage of 
the survey; reliability of survey results; and the difficulty of distinguishing between manual and 
non-manual workers and base and total pay.  Because of the defects the Official Side is no 
longer willing to fund the survey, but it is being funded this year by the Staff Side.  (A fuller 
explanation of the technical defects of the non-manual survey will be found at 
www.policepayreview.org.) 
 
4.14 The report on which the present indexation method is based, the Sheehy Report, was 
written during the recession of the early 90s – with mortgage rates around 15%, high levels of 
home repossessions, unemployment around 1.5 million and inflation around 10%.  Very 
different economic conditions prevail today.  Indexing the pay of one group of workers rigidly 
to another hampers flexibility and competitiveness in a modern economy facing much more 
intense international economic pressures than fifteen years ago.   
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4.15 As an interim measure for 2007 pending part two of this review, indexation using an 
index covering public sector pay movements has been proposed by the Official Side (the 
Home Office and Scottish Executive reserving their position).  Although this has the defects of 
any index, namely that it cannot reflect all the relevant factors that should influence pay 
negotiations, it does at least offer an arguably fair basis of comparison with public sector 
groups most of which have the right to strike.  To the extent that the settlements contained 
within the index have taken account of affordability and government pay policy in a general 
way, this index does so too.  On the other hand, the index is not based on evidence specific 
to the police service (any more than is the non-manual index) and it does not advance the pay 
modernisation agenda unless made conditional on progress with the latter.  It should be seen 
as a short term solution, pending part two of this review. 
 
4.16 A third option, that of adopting another index, perhaps "off the shelf" from one of the 
pay data analysis companies, suffers from the same disadvantages as the other indices and 
would be less appropriate in terms of fairness than the public sector index mentioned in the 
previous paragraph.  
 
4.17 Any form of indexation can be applied in various ways.  The historic method for police 
officer pay has been a straight increase of a fixed percentage applied to all pay and 
allowances equally.  This is a recipe for rigidity.  There are other options such as treating the 
index as a guideline and distributing the total amount generated by the index differentially 
across the work force to address particular needs.  In addition, all or part of the index amount 
could be tied to achieving progress with modernisation. 
 
Government intervention 
 
4.18 Apart from the three mechanisms for pay determination set out above, there are 
times when governments choose to intervene in order to achieve the objectives of 
government economic policies.  Intervention can take the form of imposing either a general 
pay maximum, as in the period 1975-79, or a specific public sector maximum, as in 1993, or 
staging a settlement on affordability grounds, or setting limits through the Home Secretary's 
powers of direction.  There is currently understandable Government interest in public sector 
pay settlements and any of these forms of intervention are, in principle, possibilities.  The 
Staff Side accept that governments may intervene from time to time but argue that police 
officers should be treated in exactly the same way as other groups. 
 
Conclusions 
 
4.19 The police deserve fair pay in recognition of their vital role in society.  Fair pay must 
also take account of the fact that police officers are one of the groups that do not have the 
right to strike or do not strike on principle.  Fairness means doing the right thing, not just for 
the primary group (the police) but also for other interested parties (the public).  Of course the 
police and the public have common interests in the safety of the community, and taxpayers 
also have to be sure that resources are being deployed efficiently.  
 
4.20 Fairness in determining police officer pay means treating the police no better and no 
worse than other workers.  But it also means taking account of the special circumstances of 
the police.  
 
4.21 The system for determining police officer pay must satisfy certain requirements.  It 
must secure the fair pay objective.  It must provide mechanisms for establishing that pay 
levels (and the total pay and conditions package) are appropriately set, as well as 
mechanisms for regular reviews.  It must be sufficiently flexible to enable the pay and 
conditions of police officers to be regularly adapted to ensure that the police service delivers 
modern, high quality, efficient and effective policing.  That means paying close and 
continuous attention to the role of pay levels and pay structures in securing the right levels of 
recruitment and retention of high calibre people and good officer motivation and morale.  
Affordability and the wider economic and labour market context are important as are 
Government policies on public sector pay and controlling inflation.   
 
4.22 Some aspects of the present system for determining the pay and conditions of police 
officers and police staff appear to be too inflexible and disjointed, but a comprehensive 



 

 23 

consideration of the way forward is for the second part of this review.  As far as determining 
police officer pay in 2007 is concerned, negotiations will take place in the Police Negotiating 
Board (PNB) which covers the whole of the United Kingdom.  Because pay uprating has 
relied on indexation for many years, the PNB has not been accustomed to a full annual 
negotiation on pay, except for the occasional years when important structural changes have 
been discussed.  However, the PNB and PABEW have shown themselves capable of 
successfully undertaking significant negotiations and consultations in the past.  The year 2007 
will be a testing one for the PNB, following on from the difficulties encountered in 2006. 
 
4.23 Although the reliance for many years on an index to uprate pay annually has 
produced stability, it has not encouraged the continuous and systematic review of police office 
pay and conditions against the background of fast changing requirements and all the factors 
mentioned above.  The index has also been applied inflexibly in that the uprating has been 
applied uniformly across all ranks and roles without consideration of whether some 
differentiation is needed to deliver high quality, efficient and effective policing.  Finally, the 
index actually used is technically inadequate and no longer appropriate 
 
4.24 Part two of this review will look at the options for determining police officer pay after 
2007.  The practical choices for 2007 are limited by time.  In my view they are: 
 

A.  abandon indexation altogether and undertake national collective bargaining 
through PNB; 
 
B.  retain indexation for 2007 but use the public sector facing index proposed by 
several of the parties, applying it flexibly and in the context of resumed work on 
modernisation.  This would provide a fair basis of comparison with public sector 
groups, most of whom have the right to strike; 
 
C.  in association with either of the above, invite independent expert consideration of 
evidence on the appropriate settlement level, to assist the process and help a fair 
outcome to be achieved. 
 

4.25 In my view Option A, however much it deserves consideration in part two, would be 
high risk in 2007 because of the culture change required, the position of the Staff Side, and 
the work that would have to be done in a very short time.  It could exacerbate the bad feelings 
left over from 2006, although combined with the safeguards contained in Option C it might 
work.  For these reasons I do not recommend Option A.  
 
4.26 Option B is the one I recommend, (without prejudice to the outcome of part two of this 
review).  (It retains for 2007 a simple and transparent form of indexation and as such is 
consistent with the views of the great majority of the parties.)  But the flexible application of 
the new index and the link to resumed work on modernisation should be part of the package.  
Subject to Part 2 of this review, and the progress made in the 2007 negotiations the index 
could be rolled forward one more year, into 2008. (Recommendation 2) 
 
4.27 As explained in more detail in Appendix 2, the new index should cover the following 
ten pay groups: armed forces, doctors and dentists, nurses and other health professionals, 
prison service (England and Wales) school teachers (England and Wales), all three principal 
groups covered by the Senior Salaries Review Body (i.e. judges, senior military and senior 
civil servants), civil servants employed in the DWP, MoD, Home Office and HM Revenue and 
Customs. (Recommendation 3) 
 
4.28 The new index should use, for each pay group, the percentage increase over one 
year in the basic pay settlement figure. (Recommendation 4)  The pay settlement metric is 
defined in Appendix 2, paragraph 11. 
4.29 For groups covered by Review Bodies, the basic pay settlement figure should be 
calculated from the Review Body award, before any staging or other modification.  If staging 
or modification is applied by government to the police officer settlement it should happen at 
the end of the process.  (Recommendation 5) 
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4.30 The index should be calculated from the unweighted median of the percentage 
annual increase in the basic pay settlement figure for each of the ten pay groups.  
(Recommendation 6) 
 
4.31 The relevant settlement figure for each group included in the index should be the 
most recent announced annual settlement as at 31 May 2007.  (Recommendation 7) 
 
4.32 The task of calculating the index, though simple, should be undertaken by an 
independent expert organisation.  (Recommendation 8) 
 
4.33 The negotiations in 2007 should not be limited to discussion of indexation in the 
sense of producing a uniform percentage increase for all ranks.  There should be a more 
flexible approach.  The index should be regarded as producing a “pot” of money that can be 
applied differentially according to the needs of the service, including modernisation.  
(Recommendation 9) 
 
4.34 The three year agreement on ACPO ranks which expired in 2006 should be rolled 
forward for the period covered by recommendation 2, pending part two of this review, and any 
uplift will come from the "pot" specified in Recommendation 9. (Recommendation 10) 
 
4.35 It is not pre-empting the second part of this review to argue that any future method of 
pay determination cannot ignore crucial information about the place of the police in the wider 
labour market.  It should be a matter of routine for both Sides regularly to examine information 
on recruitment and retention and motivation and morale and other relevant factors and to set 
benchmarks against which these can be monitored.  Armed with this information, both Sides 
can discuss what corrective action may be needed to maintain the benchmark positions.  A 
start should be made with gathering this information, assessing it and setting broad 
benchmarks in the 2007 negotiations, but developing a refined system will take more time.  
(Recommendation 11) 
 
4.36 There is a risk that the second part of this review could inadvertently delay progress 
on modernisation while the parties awaited its outcome.  This would be unfortunate.  It is 
important that the two Sides should discuss between now and the end of 2007 new 
approaches to wider reward and recognition in the context of wider police work force 
developments.  The Staff Side have expressed a willingness to enter into such discussions on 
a number of occasions.  The parties should agree a timetable for undertaking and concluding 
the discussion, with a commitment on both Sides to meeting key timetable milestones. 
(Recommendation 12)   
 
4.37 One of the problems in the 2006 round was that the Official Side had difficulty in 
coming forward with detailed proposals for consultation and negotiation.  They must ensure 
that in 2007 these problems are not repeated.  The National Policing Improvement Agency, 
which is led by the police service, offers a new source of expertise which must be tapped as 
soon as possible.  (Recommendation 13) 
 
4.38 The creation of the National Policing Board should facilitate better coordination of the 
tripartite partners.  Those who speak for the Official Side must have a fast response time and 
a clear negotiating brief.  (Recommendation 14) 
 
4.39 The second part of this review will consider the effectiveness of the negotiating 
machinery for the police, including the PNB and PSC, and will consider the option of a pay 
review body.  The extent to which significant progress has been made in PNB (and PABEW 
as appropriate) bet ween February and September 2007 on the agenda outlined above will 
certainly influence the conclusions of part two. 
 
Clive Booth 
12 February 2007 
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Appendix 1   
 

History of Police Officer pay determination   
 
Pre 1919 
 
1. Prior to the Police Act 1919 each police authority was responsible for setting its own 
rates of pay and conditions.  
 
1919 – 1977 Collective Bargaining  
 
2. The Desborough Committee Report (1919) recommended a unified approach to pay 
and conditions and the 1919 Police Act introduced a national pay scale.  Placement on the 
scale was based on length of service.  The Act also gave rise to two statutory Police Councils 
(one for England and Wales and the other for Scotland).  The Councils adopted the Whitley 
Council approach with separate Official and Staff Sides.  The Councils had no written 
constitution but had the task of advising Secretaries of State on police pay and conditions and 
draft Regulations under the Act.  It was the responsibility of the relevant Secretaries of State 
to determine police pay and conditions.  
 
3. The Oaksey review of police conditions of service (1953) recommended a non-
statutory negotiating body for the police in England, Wales and Scotland, and proposed the 
creation of a Police Council for Great Britain.  An independent Chair was appointed and joint 
secretariats established by each side (the Official Side secretary being based in the Local 
Authorities Conditions of Service Advisory Board, and the Staff Side secretary in the Joint 
Central Committee of the Police Federation).  The Council was responsible for making 
recommendations on pay, allowances, expenses, hours and leave.  The Police Council for 
Great Britain had three standing panels to consider issues specific to the different ranks:  
Panel A for officers above the rank of Chief Superintendent; Panel B for Superintending 
ranks; and Panel C for federated ranks.   
 
4. The earlier statutory Police Councils continued to operate as there remained a wide 
range of matters for consultation rather than negotiation, and draft Regulations continued to 
be considered by the Councils.   
 
5. Whilst the non-statutory basis of the Police Council of Great Britain constrained its 
use, the Council continued to operate on a Whitley basis with each side meeting separately to 
determine its stance followed by a joint full meeting of the panel or Council with the aim of 
reaching an agreement by negotiation.  If agreement could not be reached the matter could 
be referred to independent arbitration.  The Home Secretary retained the right to approve the 
agreements of the Councils or the arbitration decisions. 
 
6. In 1959 Sir Henry Willink chaired the Royal Commission set up to review the broad 
principles that governed police pay.  The Commission recommended a pay negotiation 
formula to recognise the fact that police had no right to strike.  This was implemented under 
the Police Act 1964 and the Police Council for Great Britain was given statutory status to 
negotiate conditions of service relating to pay, allowances hours and pensions.  
 
7. In 1965 the Police Council for Great Britain was renamed the Police Council for the 
United Kingdom to reflect the inclusion of Northern Ireland.  The former statutory Police 
Councils were replaced by two Police Advisory Boards for England and Wales and for 
Scotland.  These dealt with matters falling outside negotiation.  Like their predecessor bodies, 
they advised the Secretaries of State on general police conditions of service and considered 
draft regulations on matters including rank structure, complaints procedure and the role of the 
Special Constabulary.  
 
1978 -1993 Indexation  
 
8. Following a dispute over police pay in 1976 – 1977, which led to a break down of the 
traditional machinery, a Review Body on Police Negotiating Machinery, chaired by Lord 
Edmund Davies, was established to review the process for negotiating police pay.  In 1977 
the Review Body was renamed as the Committee of Inquiry on the Police, and the terms of 
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reference were extended to include a study of the basis of police pay. The Edmund Davies 
Inquiry 1 (1978) concluded it was essential that police pay be kept in line with the wider 
economy.  However, the Report acknowledged that the police service could not easily be 
compared with any other group of worker and indicated that police pay should reflect the 
special nature of the police officer’s role including: 

• the restriction on the right to strike; 
• the risk of assault and injury; 
• disruption to family life; 
• manpower and recruitment issues; and  
• increased responsibilities/workloads. 

 
9. The Inquiry introduced the concept of indexation and recommended that pay for 
federated ranks be increased in line with the Average Earnings Index for the whole economy, 
and that the pay for chief police officers be up-rated by a combination of the index and 
“changes elsewhere in the community”2.  
 
10. The Inquiry found no reason to change the collective bargaining structure in favour of 
a pay review body system.  It recommended a new negotiating machinery that retained the 
Official/Staff Side division, but with a modified structure of Independent Chairman, Deputy 
Chairman and Independent Secretariat.  As a result the Police Negotiating Board (PNB) was 
formed in 1980. Edmund Davies recommended that either side of the negotiating body should 
be able to propose variations to the updating process in the light of changes either in the 
police service or in pay movements in the economy as a whole3.  In 1984 both sides agreed 
to modification of the index when it was replaced by the underlying index of average earnings. 
 
1994 to date 
 
11. In 1993 an Inquiry into Police Responsibilities and Rewards 4 was set up under Sir 
Patrick Sheehy to examine the rank structure, remuneration and conditions of police service. 
The Inquiry proposed linking police pay movements to a measure of settlements, rather than 
earnings.  This recommendation ultimately led to agreement to index police pay to an existing 
survey conducted by the Office of Manpower Economics (OME) of movements in settlements 
for non-manual employees in a sample of private sector organisations 5.  The survey was 
widely used at the time to inform negotiations on the pay of civil servants.  The difference 
between the median total and basic settlement figures collected by the survey was intended 
to be used to inform local decisions for additional pay flexibilities, but this particular 
recommendation was not implemented.  Consequently, from 1994 the OME figure for the 
median of total pay settlements has been used to determine the annual police pay uplift.  
 
12. In June 2005 the OME raised serious technical concerns around the continued use of 
the survey including: coverage of the survey; reliability of survey results; and the difficulty of 
distinguishing between manual and non-manual workers and base and total pay.  By this 
stage, the police were the only organisation still using the survey as the basis for setting pay. 
OME indicated that it could not recommend continued use of the survey.  In 2006, the survey 
was commissioned on behalf of the PNB rather than OME.   
 
13. In 2006, the Official Side offered an increase below the figure indicated by the PNB 
survey.  This was rejected by the Staff Side and the matter was referred to the Police 
Arbitration Committee for resolution.  In October 2006 the PAT found in favour of the Staff 
Side claim and recommended a 3 per cent award.  
 

                                                 
1 Committee of Inquiry on the Police, Lord Edmund Davies 1978 available on the Police Pay 

Review website www.policepayreview.org/and via The Stationary Office (Cmnd. 7283) 
2 Committee of Inquiry on the Police Report (1978) recommendation 44 para 264 
3 Committee of Inquiry on the Police Report (1978) recommendation 45 para 265 
4 Inquiry into Police Responsibilities and Rewards Report Volume 1 available on the Police 

Pay Review website www.policepayreview.org/ and via The Stationary Office (Cmnd. 
2280.I) 

5 Inquiry into Police Responsibilities and Rewards Report Volume 1 recommendations 69 
paragraph 8.15 
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Appendix 2 
 

The new temporary index for 2007 
 
1. The terms of reference of part one of the review ask me “to consider the options for 
replacing the current arrangements for determining changes to police officer pay for 2007 and 
make recommendations on this”.  One of the options is to devise a strictly temporary form of 
indexation that is fair to all parties, and, in particular, that ensures that the police are treated in 
line with the generality of public sector workers.  In the short term a link to public sector 
settlements meets these objectives by: 

• taking account of the Government’s pay policy for the public sector (to the extent 
that other public sector awards reflect this policy); 

• reflecting in a general way the public sector affordability constraint;  
• maintaining police pay relativities with the rest of the public sector; 
• clearly being of only temporary duration until a new process for determining police 

pay is determined after part two of this review. 
 

2. It might be useful to enunciate some principles that underpin the proposed approach: 
any uprating mechanism should be simple, objective, transparent, based on timely 
information, and follow rather than lead the market.  
 
3. Following that, there are then a number of questions that need to be considered 
around the design of an index.  These are reviewed below, with a clear recommendation in 
each case.  
 
What is a ‘settlement’?  How can it be ‘priced’? 
 
4. Defining a settlement is not as easy as it sounds for three main reasons: first, base 
pay awards may be different for different groups of staff; second, other items may be changed 
which carry an employment ‘cost’ e.g. increased holidays, reduced hours, changes to 
unsocial hours premiums; and third, the pay settlement can take the form of a merit pay ‘pot’ 
designed to reward individual performance.  Some settlements may also be implemented in 
stages across the year, which reduces the value of awards in-year, although pay rates at the 
end of the year are at recommended levels.   
 
5. A very simple approach is suggested, based purely on the basic pay settlement 
figure, namely, the basic revalorisation that applies to the pay scale of the majority of staff or 
the largest group.  A technical note explaining the different types of so-called pay metrics 
appears at the end of this Appendix (see first heading under paragraph 12 for explanation of 
the pay settlement metric).  
 
6. Where review body or other awards are staged or modified in some other way as a 
result of Government decision there are two options (1) to take the review body 
recommendation or (2) to take the staged or modified award, working out the annualised 
increase in the former case.  If the annualised figure rather than the review body award were 
applied, the effect would be that at the end of the year police pay rates would have increased 
by a lesser amount than the comparators.  This would be unfair.  If the Government could not 
accept the outcome produced by the index for police officers, the Government would of 
course be able to stage or otherwise modify the award.  It would be more transparent for the 
Government to take this decision at the end of the process rather than have earlier decisions 
of this nature reflected in the index itself.  Option (1) is therefore recommended.  
 
Groups to be covered by the index 
 
7. Police officers are a large group of 140,000.  The pay rates set by the PNB vary from 
around £7,000 per annum (for a cadet) to £234,000 per annum (for the Commissioner).  It is 
recommended that the coverage of the index should be the pay review body groups and four 
large Civil Service departments, because (i) they reflect public sector-wide Government policy 
and (ii) they are determined on the basis of clear set of evidence criteria, which the Home 
Office emphasised in their written submission. Local Government on the other hand is more 
devolved in nature and its pay is determined in ways (open negotiation and devolved local 
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decision-making), which are not at present favoured by the majority of those giving evidence 
to this review.  So far as the Civil Service is concerned, it is recommended that the four large 
groups should be DWP, MOD, HO and HMRC. The index would thus cover the 2.1 million 
workers shown in the table: 
 
Armed Forces 195,000 
Doctors and Dentists 174,700 
Nurses and Allied Health Professionals 855,500 
Prison service (E&W) 34,000 
School Teachers (E&W) 522,000 
Senior Salaries (SSRB) 6000 
DWP 129,000 
MoD 50,000 
Home Office 17,000 
HMRC 105,000 
(These are the numbers covered by key settlements in the relevant areas.  Numbers are 
approximate headcount.) 
 
8. Together, the review body, NHS and Civil Service groups cover a diversity of public 
sector workers.  It must be remembered that the purpose of the index is not to find groups 
that are similar to the police but to offer a basis for fair comparison across the public sector, 
the vast majority of whom have the right to strike.  The inclusion of Senior Salaries group is 
consistent with the fact that police officers include some of the most highly paid public sector 
workers.  In addition, the up-rating of pay, not the level of pay, is the key consideration.  
 
Weighted or unweighted awards? 
 
9. In keeping with the principle of simplicity, the crude mean (that is, the average of all 
the awards added together) rather than a weighted average, might be preferable.  However 
the median is a better measure than the mean because the latter could give undue emphasis 
to one or two ‘outliers’.  Weighting the median introduces a spurious accuracy into the 
calculations, as well as again giving emphasis to a few awards.  For these reasons the 
unweighted median is simpler and transparent and should be used.  This also simplifies data 
collection as it is not necessary to collect employee numbers, which will be collected at 
different times and might be affected by seasonal factors, or decide on the appropriate 
employment figure, i.e. whether full-time equivalent or headcount, assuming both are 
available.   
 
Police and the pay round 
 
10.  The settlement date for the police is September.  If the police settlement is to be 
based on historic data, as it is now, with a decision taken in July, the information on which the 
index it is based on needs to be available by the end of May.  So the relevant settlement 
figure for each group included in the index will be the most recent announced annual 
settlement as at 31 May 2007.  Because of the way in which different settlements are reached 
at different times of the year, this will mean that for some groups the 2007/08 settlement will 
be known but for others it will be the settlement for the previous year that goes into the index. 
 
Collecting and analysing the data  
 
11.   The appropriate means of collecting and analysing the data should be a matter for 
the parties to discuss, although, with such a small number of settlements and using the 
simple approach suggested, this is a relatively straightforward task.  It could be done if 
required by an independent expert organisation. 
 
Technical note: Pay metrics and how they relate to one another 
 
12.  The following descriptions apply only to a system with pay scales, as opposed to 
‘spot rates’, although in the latter case broadly equivalent metrics can also be constructed. 
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Pay settlement 

• This is the percentage uplift that is usually applied to every point on a pay scale.  
• Consequently every member of the workforce will receive it.  
• As such it underpins all of the other pay metrics. 

 
Increase in pay bill per head 

• This is the increase in the average wage related cost of employing a member of staff. 
• ‘Pay bill per head growth’ is often used as a proxy for ‘average earnings growth’.  The 

difference is that the former includes employer NICs and pension contributions whilst 
the latter doesn’t (which under some circumstances may not make a significantly 
different contribution to the growth rates). 

• It includes the basic (pay) settlement and other factors such as abnormal patterns of 
pay progression, changes in skill mix, and composition of jobs across the pay bands.  
These additional factors beyond the pay settlement give rise to pay drift. Statistically 
drift is the difference between ‘average earnings growth’ and ‘pay settlement’ 
(although as a proxy ‘drift’ can be considered the difference between ‘pay bill per 
head growth’ and ‘pay settlement). 

 
Increase in paybill 

• This metric measures the increase in the overall size of the paybill.  
• It includes changes in average earnings, and in the overall size of the workforce (see 

diagram). 
• The calculation of this metric also includes workforce related costs such as employer 

National Insurance and pension contributions. 
 
Increase for Staff in Post (ISP) 

This metric is used only in respect of Civil Service pay.  

• Whereas the above three metrics relate to the whole workforce, this metric tells us 
how workers move within the pay system. 

• This metric measures the change in average salaries of workers who stay from one 
year to the next (and stay within their grade or pay band).  Consequently it will 
exclude anyone who leaves the workforce (usually from high up on the scale), any 
new joiners (who usually join at the bottom of the scale), and anyone who moves 
from one grade or pay band to another. 

• This metric is usually higher than the others.  The diagram below shows why this is 
the case. 
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• In this example new starters join on a salary of £20k.  After a year they move on to 
21k.  After another year they move onto £22k.  After this they leave.  If the pay scale 
were to remain unchanged between 2006 and 2007 then: 

o Basic settlement = 0% 
o Paybill per head = 0% 
o Paybill growth = 0% 

• However, the increase for staff in post only looks at the salaries of those who remain 
from one year to the next.  Consequently it would only compare the salaries of those 
in the shaded boxes (in this case it is also assumed that all movers in the shaded 
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boxes move only within their grade or pay band).  In this example that would lead to 
an increase for staff in post of 5%.  Even though all of the other pay metrics are zero! 
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LANCASHIRE POLICE AUTHORITY      ITEM 7 
HUMAN RESOURCES COMMITTEE 
7TH MARCH 2007 

 
PART I 

 
DIVERSITY STRATEGY - UPDATE 

Issue for Consideration 

The Diversity Strategy was launched on the 27th April 2006. It specified actions for the 
Constabulary across the six recognised strands of Diversity used by the majority of the 
public sector organisations: Age, Gender, Disability, Lesbian, Gay, Bisexual and 
Transgender, Race and Relgion or Belief.  
 
Information  

The depth and complexity of Diversity issues within the Constabulary cannot be 
underestimated. This report seeks to outline and indentify the major achievements in the 
past 9 months and also to inform on the Key Performance Indicators which are included 
within the Police Performance Assessment Framework. 

Major Achievements 

 

Age 
 

• Pennine Division have presented the draft Young Persons’ Strategy to Strategic 
Tasking and Coordinating and should be available for external circulation in the 
near future 

 
• The Constabulary young persons’ website Lima Charlie is now up and running 

and receiving good feedback. 
 

• Older Persons’ Strategy work has now commenced and is linking in with the 
Lancashire County Council (LCC) group – it is anticipated that a draft document 
will be available in March 2007. 

 
Disability 
 

• The Disability Equality Scheme was launched on the 16th January 2007. 
  

• An audit of public entrances to all police stations has now taken place.  
 

• The British Sign Language level 2 course has begun for 12 staff across Divisions 
and Departments. Very police focused. We now have signers in each Division 
and a list on the internet of how to contact them.  

 
• Deaf PACT established in Western as a model for others to follow. The officer 

that established it has just received a Chief Constable’s commendation. 
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• First fully deaf member of staff employed in ICT. Blind member on work 

experience in Eastern HR and a man with Down’s Syndrome employed in 
Pennine. 

 
• Strategy produced in large print, easy read format, Braille, audio and available 

from the Deafway website. 
 
Gender 
 

• Gender Equality Scheme beginning to take shape, it has to be published by 30th 
April 2007. 

  
• Women’s Network – started in 2004 and it goes from strength to strength. 

Number of very successful events to empower women. Over 160 people 
attended the last event in February. 

 
• Maternity provision audit and questionnaire completed and co-ordinated by 

Southern Division. An excellent piece of work. Lots of learning for the Force. 
 

• MATPAT – maternity/paternity support group model established in Eastern – 
model for others to follow. 

 
• Female member of staff identified to represent the interests of the 

Federation/Women’s network and the British Association of Women in Policing. 
 

• Positive Action Leadership Programme – 12 female Inspectors attended the 
course in September, 14 female members of staff on the February course. 

 
• Springboard – 100 women have now attended the 4 day course looking at 

personal development. This has proved to be very successful.  
 
LGB & T 
 

• GAY PACT well established in Western and a model to follow. Other Divisions 
under development. 

 
• Transgender PACT now established in Northern Division. 

 
• Lesbian and Gay Liaison officers in place in all Division except Central. The 

group are co-ordinated by Diversity Unit and receive training and network 
meetings. 

 
• Hate Crime/Incident Policy and Procedures (covers all types of crime/incidents) – 

draft now out for consultation. 
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Race 
 

• Stop and Search Research -The work has now been completed by both 
Lancaster University (A Division) and the University of Central Lancashire (D,E,F 
Divisions). The second piece of work raises questions about our commitment to 
the issue of disproportionality in stop and search and our scrutiny of what our 
officers are actually doing – monitoring being weak.  

 
• BME v White - Satisfaction gap – further work being undertaken by Eastern and 

Dr Malcolm Hibberd. 
 

• Gypsy/Traveller Policy under consultation – going well and well supported by the 
community. 

 
• Pan-Lancashire Hate Crime/Incident Group – established on the 19th October 

2007 – initial remit – Hate Crime but a mapping of Migration into the County will 
also be included. This is led by LCC Policy Unit. 

 
Religion or Belief  
  

• A lot of involvement with Muslim officers around the terrorist work –advising and 
writing operational guidance for staff – good involvement of the Lancashire Black 
Police Association  and other Muslim staff. 

 
• Faith Diversity calendar publish in Context and calendar produced in association 

with the Racial Equality Council. 
 

• Chaplaincy steering group has now been established and training booked for 
June 2007. 

 
• Christian Officers group meets bi-monthly.  

 
• Muslim Eid/ Jewish Passover and Hindu Divali Event all held at HQ this year.  

 
• Remembrance Day event at HQ on the10th November – across all faith groups. 

 
• Carol Service held on 13th December 2006 in Preston. 
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Performance Update 

 
 

Ref. No Indicator 
PPAF or Local  

Current performance 
2006/07 

Performance for 2005/6  

SPI 3a 
PPAF 

% of victims of racist 
incidents satisfied with 
overall service provided 
 

 
69% 

 
 

 
68.1% 

 

SPI 
3b 
PPAF 

Difference between 
satisfaction of white 
users and users from 
ME groups with respect 
to the overall service 
provided 
 
 
 
 

7% 
 
 
 

White 84% 
BME 77% 

 

 

Difference was 10% 
MSF 6.8%  

 
 

White 81% 
BME 70% 

Local Ratio of PACE stop 
searches BME/white 
population 
 
(April – December) 

1.59 1.53 

Local Ratio of PACE stop 
searches Black/White 
population 
 
(April – December) 

3.98 3.39 

SPI 
3c 

% of PACE searches 
which lead to arrest by 
ethnicity of the person 
searched 
 
 
(April – December) 

White 13.3% 
BME 13.8% 

Both 13% 

SPI 
3d 

Comparison of sanction 
detection rates for 
violence against the 
person offences by 
ethnicity of the victim 
 
(April – December) 

White 52.2% 
BME 50.5% 

 

Both 42% 

SPI 
12a 
PPAF 

Number of BME police 
officer recruits. 
(April – December) 

8 6 
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SPI 
12c 
PPAF 

% of female officers 
compared to overall 
force strength 

23.9% 
 

22.97% 

 
 

  

 
Decision Required 

The Committee is asked to note the report. 
 
Background Papers 

None 
 
Report Originator 
 
Supt. A Pratt 
Diversity Unit 
Lancashire Constabulary 




