Lancashire
POLICE AUTHORITY

Your County, Your Police, Your Say

HUMAN RESOURCES COMMITTEE

MEETING HELD ON WEDNESDAY 4 MARCH 2009 AT 10.00 AM,
AT COUNTY HALL, PRESTON

MINUTES

PART |

PRESENT

Mr | Master — Chair

Mrs F Hendrix, JP

County Councillor A Jones
County Councillor G Roper
County Councillor J Stuart

IN ATTENDANCE

ACC W Walker Lancashire Constabulary

Mr A Judd Head of Human Resources, Lancashire Constabulary

Mr V Robinson Head of Learning and Development, Lancashire Constabulary
Insp J Finney Diversity and Cohesion Unit, Lancashire Constabulary

Mrs C Durber Deputy Chief Executive, Lancashire Police Authority

Miss L Heath Administrative Officer, Lancashire Police Authority

APOLOGIES FOR ABSENCE

Apologies for absence were presented on behalf of Councillor Doherty, Ms McGirr, County
Councillor Penney and Superintendent Eastwood.

The Chair welcomed Mrs Frances Hendrix, JP to the meeting.
MINUTES OF THE MEETING HELD ON 3 DECEMBER 2008

It was noted that in the third paragraph on the Training Centre Update on page 3 of the Minutes it
should read ‘...seconded to the University to ensure the quality of the students...".

41/08 RESOLVED: - That, with the amendment now referred to, the Minutes of the meeting held
on 3 December 2008 be confirmed as a correct record and signed by the Chair.
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MATTERS ARISING

ACC Walker reported that Lancashire Constabulary and Lancashire County Council working with
other partners, had won a national award for Beacon status for their joint work around community
cohesion.

The Business Interest Appeals training had now been completed (Resolution 35/08 (2)). The
Planning Working Group had given further consideration to the Performance Indicator used to
monitor female police officer Progression (Resolution 37/08 (2)).

ANNUAL OCCUPATIONAL HEALTH, SAFETY AND WELFARE ‘HEALTHY POLICE SERVICFE’
PLAN 2009/10

The draft Constabulary Occupational Health, Safety and Welfare ‘Healthy Police Service’ (OHSW)
Plan for 2009/10 was presented for consideration.

Mr Judd provided Members with some background to the Plan. He explained that, whilst the key
objectives had been incorporated within the Costed Human Resources Plan, the Constabulary
had developed a separate detailed OHSW Plan to ensure continuing focus on the issues.

Dr Evans would lead a review of the OHSW Unit looking at improving the business processes. In
response to an enquiry from a Member, Mr Judd explained that Dr Evans was the Force Medical
Adviser (FMA). He provided advice and clarification on medical issues and how they impacted on
staff in the workplace. He thereby supported ACC Walker and Mr Judd in managing police officer
and police staff attendance.

42/08 RESOLVED: - That the Authority be recommended to approve the Occupational Health,
Safety and Welfare ‘Healthy Police Service’ (OHSW) Plan for 2009/10.

COSTED HUMAN RESOURCES PLAN 2009/10

The Constabulary’s draft costed Human Resources Plan 2009/10 was presented to the
Committee.

The recruitment numbers and related costs had not yet been finalised and it was suggested that
the Plan be agreed under the urgent business procedure once the figures were available.

It was reported that 15 ill health retirements had been budgeted for in 2009/10. Whilst this was a
higher figure than 08/09, Mr Judd reassured Members that this was being well managed and that
the Constabulary was looking to achieve value for money.

The Human Resources Organisational Support Review was now in its design and implementation
stage. It was hoped that a reduction in staffing expenses would be seen within the next 3 years.
A member asked how the reduction of one post of Superintendent in the headquarters Human
Resources Department would impact on the team. Mr Judd said that the work would be taken up
mainly by ACC Walker and himself.

With regard to ICT Developments (4.1 on page 8 of the Plan), a member asked what percentage
of officers were recording their duties on the Constabulary’s Duties Management System. He was
concerned about the accuracy of the data recorded to support accurate monitoring and
management of attendance. It was requested that a report be brought to the Committee’s next
meeting on the percentage of officers now using the new system. Mr Judd agreed to include this
information within the Quarterly HR Update to the Committee’s next meeting.
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Under Workforce Modernisation (4.4 on page 9 of the Plan) a Member suggested that the
Constabulary amended the outcome to include productivity. Mr Judd agreed to do this.

43/08 RESOLVED: -

1. That a report be included in the next Human Resources Quarterly Update to the Committee
on the percentage of officers recording their duties on the Constabulary’s Duties
Management System.

2. That subject to the amendment to objective 4.4 referred to above and to the inclusion of the
recruitment numbers and related costs, the Authority be recommended to approve the
Costed Human Resources Plan 2009/10.

LEARNING AND DEVELOPMENT ANNUAL PLAN 2009/10

The Constabulary’s draft Learning and Development Annual Plan 2009/10 was presented to the
Committee.

Over the last 12 months, the Constabulary had undertaken significant implementation activity
arising from the Learning and Development Strategy. The Strategy aimed to create a culture
where learning and continuous development was valued by individuals and the organisation, being
seen as integral to individual and organisational success. A member commended Mr Robinson on
his contribution to the progress that had been made during the last year to improve the training
facilities, courses and business processes in the Department.

One of the key ongoing areas of work was the creation of a new Leadership Development
Framework to ensure a sustainable process. More work was to be undertaken over the next 12
months on imbedding the learning and development culture within the organisation and ensuring
the high quality assurance targets, which the Constabulary had set itself, were met.

A Member asked if the Constabulary evaluated all their training courses. Mr Robinson explained
that every course was fully evaluated both in terms of course delivery and to see if the learning
was subsequently making a difference in the workplace. Mr Robinson received monthly reports to
monitor the responses.

Mrs Hendrix asked what training the Constabulary provided for officers on giving evidence in court,
and interviewing vulnerable witnesses such as young people. Mr Robinson confirmed that all
officers undertook training on giving evidence as part of their initial student training; this was part
of the national Initial Police Learning and Development Programme. Investigating Officers also
attended an intensive 3 week course on interviewing, which covered interviews with vulnerable
people. Mr Robinson offered to meet with Mrs Hendrix separately to discuss this in more detail
and for her to observe some training, and this offer was accepted.

A Member asked what policies the Constabulary had in place for e-learning. It was explained that
currently the force worked to both national and local systems which they were looking to combine.
A full report would be brought to the next meeting.

44/08 RESOLVED: -

1. That the report be noted.

2. That Mr Robinson make contact with Mrs Hendrix to discuss the training the Constabulary
delivers to officers on interviewing vulnerable persons and giving statements in court.
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3. That the next Training Centre update include a report on the Constabulary’s e-learning
policy.

4, That subject to the inclusion of costs, the Authority be recommended to approve the
Learning and Development Plan 2009/10.

POLICE AUTHORITY EQUALITY SCHEME AND OTHER MATTERS

Members were presented with a progress report on the gender and disability equality action plans
2008/09, the Authority’s draft Equality Scheme 2009/12 and draft Action Plan 2009/10, and an
update on other equality and human resources matters relating to the Authority.

(A copy of the report is set out in the Minute Book.)

The draft Authority Equality Scheme brought together, for the first time into one document, details
of how the Authority proposed to meet the general and specific duties relating to disability, gender
(including transgender) and race, and the regulations relating to age, religion and belief and
sexual orientation. The Scheme was in its final stages of preparation and Mrs Durber sought
Members’ views on the draft prior to it being submitted to the full Authority on 25 March.

Mrs Durber placed on record her thanks to Sergeant Dave Sherrington for all his help in
developing the Equality Scheme whilst on secondment with the Authority during the last six
months.

The employment targets for the Constabulary were to be set locally by the Authority for the first
time for 2009/10. Following consultation with the Constabulary, the public, police officers and
police staff, the Authority would be recommended to introduce five additional employment
indicators, covering Black and Minority Ethnic (BME) Police Officer strength, BME Police Officers
of Inspector Rank and above, BME Police Community Support Officer (PCSO) strength, BME
PCSO recruits, Female PCSO strength and Female PCSO recruits. Mrs Durber thanked Mr Judd
and his team at Constabulary for all their support in developing the new indicators.

There was a discussion about the progress made in the last ten years in meeting the
Government’s race employment targets. Members felt that the Constabulary had done extremely
well in the recruitment of BME staff and that, although it would take a long time to get to the 6%
target for the staff establishment, they felt that the Constabulary should continue with current
practices, as they were successful. There was a fine line between positive action and positive
discrimination and Members indicated that they would not support the latter. ACC Walker
reassured Members that the Constabulary would not undertake any positive discrimination.

A Member who had recently visited a number of custody suites expressed some concerns over
access for disabled users. Inspector Finney explained that a survey had been conducted for all
the newer custody suites to assess disabled access. An external working group involving disabled
people had also been set up to discuss access to some of the older custody suites; following this
some changes had been made to improve access for people with visual impairments. The
Constabulary had focused work around public facing facilities and now hoped to build on this work
by looking also at access issues for staff who had disabilities. Mrs Durber said that further
information about this work would be available from the Authority’s Volunteer Scheme Co-
ordinator, Mr Dickinson. The Chair informed Members that the Constabulary’s Head of Estates
would report annually in future to the Resources Committee on equality considerations given to
estates matters, eg new buildings.

A Member asked if the Constabulary had any data on the percentage of employees who had
disabilities. Mr Judd explained that the Constabulary currently collected this information from new
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recruits but did not have this information for all existing staff. Recent changes in the law now
enabled the Constabulary to recruit police officers who had certain disabilities (eg diabetes,
dyslexia); this was real culture shift. When individual officers/staff declared a disability, the
Constabulary did their best to support them by exploring and, wherever possible, making
reasonable adjustments. Members supported this approach. When the new HRS2 system was
fully operational, the Constabulary would be able to record personal information on the six
diversity strands securely.

45/08 RESOLVED: -
1. That the report be noted.

2. That the Authority be recommended to agree that officers explore the development of
arrangements to enable Members (eg Chair and Vice Chair of the Human Resources
Committee and Members with a special interest in Diversity and Consultation and
Communication) to dipsample Constabulary policies and equality impact assessments and
report back to the Authority.

3. That any Members wishing to comment on the Equality Scheme be requested to submit
them to Mrs Durber by Friday 13 March 2009.

4. That the Equality Scheme be submitted for approval by the Authority at its meeting on the
25 March 20089.

DIVERSITY UPDATE
Members received a report on current Constabulary diversity issues.

Members congratulated the Constabulary on a recent ‘Diversity Debate’ which had been held on 2
February 2009 (Other items, page 3 refers). The event had involved briefings on equality, and
diversity and workshops on disability, sexual orientation and eastern European culture. Members
felt that the awareness raising provided by this event had been more useful than some training
previously provided by external trainers. The Constabulary thanked Members for their comments
and reported that similar events would be held through the year. It was suggested that the
Authority might look to provide this as one option for Authority member and staff refresher training.
Mrs Durber undertook to look at this with the Constabulary in 2009/10 as part of the review of
equality and diversity training.

One Member did have some concern over the lack of understanding that some officers had shown
at the Diversity Debate regarding the need for positive action and about the need for staff support
networks such as the Gay Police Association. It was agreed that, whilst things had improved,
there was still work to be done. Members were assured that the Constabulary was aware of the
lack of understanding and was working to improve staff knowledge; internal communications
systems Sherlock and Context were useful vehicles for this.

Members were pleased to see the Constabulary working with all communities. One member
commented on the broad cultural mix in the membership of the Western Division Independent
Advisory Group and the good work members from different communities were doing together. The
Chair said that he had seen a major difference since he had joined the Authority nine years ago,
and was proud of the progress that had been made in Lancashire.

46/08 RESOLVED:- That the report be noted.
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HUMAN RESOURCES UPDATE
The Committee received an update on current Human Resources issues.

Members noted high recruitment figures of BME and female police officers and that the
Constabulary was expecting to exceed the targets for 2009/10. The Constabulary had now
highlighted the UCLAN initiative as a possible risk for future years’ recruitment as candidates on
the course were predominately white males. There was concern that applicants from this course
could potentially restrict opportunities for BME applicants.

It was reported that Ms McGirr had been invited to sit on the Constabulary Risk Management
Group which monitored grievances, staff misconduct cases and employment tribunals. Members
welcomed Ms McGirr’s attendance at this Group, but also requested that an officer from the Legal
Department attend future meetings of the Committee to update Members in more detail on
grievances and employment tribunals (ETs). It was suggested that the Force Solicitor be invited to
the Committee on an annual basis when the Part Il report on completed grievances and ETs was
presented.

Members also thanked the Constabulary for the opportunity to view the Workforce Modernisation
pilot sites. All had found it very worthwhile and interesting, and they encouraged the Constabulary
to run similar events, involving frontline officers where appropriate, in the future. The Blackpool
team in particular seemed to have developed a very good team spirit. The Constabulary
explained that both sites were currently being evaluated; the current indications from feedback
received so far was that Blackpool seemed to be the more attractive option. The evaluation from
the Workforce Modernisation pilot sites would be discussed at the Authority’s seminar in April.

47/08 RESOLVED:-
1. That the report be noted.

2. That the Force Solicitor be invited to the June/July meeting of the Committee in future for
consideration of the Part Il Human Resources Update.

OCCUPATIONAL HEALTH, SAFETY AND WELFARE ‘HEALTHY POLICE SERVICE' PLAN
2008/09

The Committee received a report on progress against the Constabulary’s Occupational Health,
Safety and Welfare ‘Healthy Police Service’ Plan for 2008/09.

It was reported that police officer sickness figures were excellent, with all time lows occurring
month on month. The current position showed 4.47 days per officer being lost and, if current
trends continued, it was predicted that the year end position would reach 6.1 days. This would be
the lowest absence rate ever recorded.

Police staff figures had stabilised, with current position showing 6.65 days per staff member being
lost; it was hoped that the final year position would be 8.7 days. Work would continue to be
undertaken around police staff sickness.

Councillor Roper queried the statistics for the total incidence of accidents and the accident rates in
2004/05 and 2006/07 on page 9 of Appendix E. There seemed to be a discrepancy. Mr Judd
undertook to look into the matter, respond to Councillor Roper and provide the revised data at the
next meeting.
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48/08 RESOLVED:-
1. That the report be noted.

2. That Mr Judd be asked to look into the query raised by Councillor Roper and respond to
him direct.

3. That the revised accident statistics be reported to the next meeting.

QUARTERLY PERFORMANCE BULLETIN

The Committee considered a monitoring report on the progress made against the local and
statutory performance indicators, which related to human resource matters, for the period April to
December 2008.

49/08 RESOLVED:- That the report be noted.

DATE OF NEXT MEETING

50/08 RESOLVED:- That it be noted that the next meeting of the Committee is scheduled to be
held at 10.00am on Wednesday 8 July 2009 at County Hall, Preston.

Miranda Carruthers-Watt
CHIEF EXECUTIVE
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Lancashire
POLICE AUTHORITY

Your County, Your Police, Your Say

ITEM 5

HUMAN RESOURCES COMMITTEE

8 JULY 2009

PART |

LANCASHIRE CONSTABULARY’'S SPECIAL PRIORITY PAYMENT (SPP)
SCHEME

Issue for Consideration

To agree the SPP Scheme for 20009.

Information

The SPP scheme was introduced in April 2003 as part of the Police Reform programme. The
Police Negotiating Board (PNB) guidance states that it is intended that SPP should be used to
provide additional rewards (normally annual one-off payments of between £500 and £3,000) for
those officers who operate in the most difficult and demanding frontline operational roles, and that
posts may qualify for payment where they meet the following national criteria:

e posts which carry a significantly higher responsibility level than the norm for the rank; or
e posts which present special difficulties in recruitment and retention; or
e posts which have specially demanding working conditions and working environments.

In developing local schemes the PNB guidance says that regard and due weight should be given
to the following factors:

e the importance of individual posts to national and local policing priorities;
e the relative importance of continuity in the post; and
e whether the posts meet one or more of the national criteria specified above.

The guidance goes on to state that, in deciding which posts to include, in local schemes
consideration should be given to:

e those frontline posts that normally involve working in particularly demanding areas in direct
contact with the public;

Page 1 of 3



e important and demanding posts in which it is particularly important to retain officers over a
period of time (in order, for example, that they can establish and maintain good working
relationships with local communities, or where a particularly high level of specialist skills is
required for the role);

e particularly demanding detective posts, for example those that routinely require long hours
because of the nature of the work (and where that workload cannot be reduced through
other management action).

In accordance with PNB guidance, the maximum percentage of officers who can receive Special
Priority Payments (SPP) is 40% of force strength. However, the Home Office agreed that we
could increase this threshold to 42% in 2008 on the understanding that we reduced the number of
recipients back down to 40% for 2009. Therefore, it was agreed that the following roles should
attract SPP in 2008:

Accident Investigators — Constables and Sergeants

Armed Response Vehicle Officers — Constables and Sergeants
Community Beat Managers — Constables including Rural Beat Managers
Custody Sergeants

Geographic Response Sergeants

Geographic Response Constables - with 4 or more years' service
Motorway Sergeants (working 24/7 shifts)

Motorway Constables (working 24/7 shifts) - with 4 or more years' service
Negotiators — eligible for 50% of the full rate

Road Policing Unit Sergeants (working 24/7 shifts)

Road Policing Unit Constables (working 24/7 shifts) - with 4 or more years' service

Flat rate payments of £1,834 (pro rata for officers who only qualified for part of the year) were
made in December 2008 for all eligible officers. In total 1,528 officers received payment in 2008
which accounted for 41% of force strength.

The Home Office has confirmed that in 2009 there will be no change to the upper limit of 40% for
SPP schemes. If the Constabulary’s scheme for 2009 remains unchanged it is projected that
1,430 officers would receive SPP in December 2009, representing 38.7% of force strength against
the maximum percentage of 40%.

Based on these projections, it was felt that there was an opportunity to extend the roles that will
attract SPP in 2009 up to a maximum of 40%. Consultation took place with the Divisional
Management Teams on the extension of the scheme and a paper was presented to the Strategic
Tasking and Co-ordinating Group meeting in June 2009, with options for additional roles that could
be included. At the meeting it was decided that the following additional roles should attract SPP in
2009:

Cadre Chief Inspectors

Detective Inspectors - Dedicated Source Units

Detective Inspectors — Public Protection Units

Detective Inspectors — Professional Standards Department
Force Incident Managers (Inspectors).

It is predicted that by including these additional roles, the total number of officers who would
receive SPP in December 2009 would increase to 1459, representing 39.5% of force strength.
The justification for including these roles is that they meet the national criteria to a greater degree
than any others.
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In addition, it was recommended that, in line with previous years, an annual flat rate of SPP is paid
to all eligible officers in 2009, with the exception of Negotiators who should receive 50% of the
annual flat rate.

Financial Implications

Forces have to spend minimum amounts on the scheme which is 2% of their basic paybill, taking
account the national insurance contributions payable on the payment. It is estimated that the total
amount of SPP payments in 2009 will be in the region of £2.6m including national insurance.
Provision is made within the 2009/10 budget to meet this cost which is partly funded by specific
grant of £1.7m (65.4% of the cost). As the pay bill increases over the years the cash limited grant
represents a lower proportion of the costs.

Decision Required
The Committee is asked to agree:

1. that the roles which attracted SPP in 2008 should continue to attract SPP for 2009 (set out
above).

2. that the following additional roles be included in the SPP Scheme for 2009:

Cadre Chief Inspectors

Detective Inspectors - Dedicated Source Units

Detective Inspectors — Public Protection Units

Detective Inspectors — Professional Standards Department
Force Incident Managers (Inspectors)

3. that, as in previous years, an annual flat rate of SPP be paid to all eligible officers in 2009,
with the exception of Negotiators who should receive 50% of the annual flat rate.

N.B. The Scheme is subject to final approval by the Home Office.
Background Papers
None

Report Author

Name: Matthew Dennis
Organisation: Lancashire Constabulary
= (01772) 410337
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Lancashire
POLICE AUTHORITY

Your County, Your Police, Your Say

ITEM 6

HUMAN RESOURCES COMMITTEE
8 JULY 2009

PART |

CONFIDENCE AND EQUALITY MONITORING REPORT 2008/09
(Appendix A refers)

Issue for Consideration

The annual Confidence and Equality Monitoring Report for the Constabulary for 2008/09.

Information

The seventh annual Confidence and Equality Monitoring Report is attached at Appendix A.
The report is a significant piece of work that has allowed the Constabulary and Police
Authority to review the Constabulary’s position in terms of satisfaction and service delivery
to its Minority Ethnic communities when compared to White communities. In addition to this,
it includes employment monitoring information relating to gender and specialist roles for
members of staff within the Constabulary. In the future, as the Constabulary’s systems are
developed, further information will be included to reflect other areas of diversity of the
community, namely age, disability, sexual orientation, religion and belief, where possible.
Monitoring processes will be developed by the Constabulary to enable this additional
information to be included.

Some of this data is provided to the Home Office under section 95 of the Criminal Justice
Act 1991 and the Home Office subsequently publishes this data. Lancashire Constabulary
and Police Authority have however taken a firm lead in this area by commissioning and
producing the Confidence and Equality Monitoring report which is much more wide-ranging
than the statutory reporting requirements. Most important is not the publishing of the data
but what action is taken in using this data to address any areas that are highlighted as
requiring further analysis. The continuous improvement plan contained within the report
seeks to do this by putting in place a process of assessing progress in particular areas of
policing.

The data used for this report is from the 2001 census. The information in relation to ‘per
1000 population’ is thought to have seen significant change to the ethnicity of the
population. This may therefore affect the accuracy of the data, particularly in respect of
apparent disproportionality as it is known.
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In Lancashire BME communities have increased in number since the 2001 census.
Lancashire Constabulary’s detection rates for all recorded crimes in 2008 and 2009 is near
parity across all the ethnic groups which indicates that ethnicity is not a factor in
determining whether or not a crime is detected.

The number of racist incidents recorded fell slightly whilst the percentage of those further
investigated achieved 99.5% that is an increase of 4.5% more incidents further investigated
than the previous year. The number of racially/religiously aggravated crimes recorded also
fell again this year, and the percentage of those detected reached 62.8%. This has
exceeded the Constabulary’s target of 60% and highlights the commitment to deal with
hate crime robustly alongside our partners.

The satisfaction level with the Constabulary’s service delivery remains high. There is a
satisfaction gap of 6.4 per cent between White and All Minority (this includes all BME plus
those stated as Other) groups. There is continued emphasis on the quality of service
delivered and there are measures in place to increase the trust and confidence of Minority
Ethnic communities. With this work in progress it is hoped this gap will continue to move
towards parity. The overall level for all groups who were satisfied with the service delivery
is 82.5 per cent.

The recruitment of Minority Ethnic Police Officers is a priority for Lancashire Constabulary
and the target for 2008/2009 was for at least 6% of police officer recruits to be from ME
groups. This has been achieved for the third successive year with 6.5% (14 officers)
recruited this year from ME groups. The Constabulary will continue with the measures in
place to ensure that the staff employed accurately reflects the diverse makeup of the
communities. As part of this work, the Constabulary is involved in developing BME staff to
assist their progression and retain the numbers recruited by the organisation.

The Constabulary’s recruitment of female police officers in this year's reporting period
stands at 40.9 per cent. The work in progress continues around Flexible and Part Time
Working, maternity leave and progression of female officers into specialist roles such as
Firearms, Dog Handling and Special Branch.

The areas that continue to pose questions are the use of stop and search powers, the issue
of HORT 10s, the conducting of breath tests and the issue of Endorsable Fixed Penalty
notices. There has again been a large increase in the number of breath tests administered
and this is due to the ongoing training and awareness programme for all officers and
operational tasking during key drink drive campaigns. In each of these areas, Minority
Ethnic people appear to be disproportionately represented in the figures. Management
action is being undertaken to ensure there is no unjustified disproportionality.

The Constabulary will continue to monitor interventions and progress by way of its
Confidence and Equality Board and Delivery Group and through its close working
relationships with its independent advisors. Further analysis will take place throughout the
forthcoming year to further our progress in providing an equitable service to the people of
Lancashire.

The Constabulary’s Equality Scheme is complete and incorporates the Race, Gender and
Disability Equality Scheme, and also includes the age, sexual orientation, religion and belief
strands of Diversity. This will ensure the Constabulary meets statutory and legal
requirements as well as providing clear direction both internally and externally regarding
Equality Diversity and Human Rights issues.
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Decision Required

The Committee is asked to note the report.
Background Papers
None

Report Author

Sergeant Marianne Slater, Lancashire Constabulary
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Lancashire
POLICE AUTHORITY

Your County, Your Police, Your Say

ITEM9

HUMAN RESOURCES COMMITTEE

8 JULY 2009

PART |

COSTED HUMAN RESOURCE PLAN 2009/10
(Appendix A refers)

Issue for Consideration

The amended costed Human Resource Plan 2009/10.

Information

The Constabulary’s Corporate Human Resources Department presented the costed Human
Resources Plan for 2009/10 to the Committee in March 2009. At that time, the recruitment
numbers and related costs had not been finalised. On the recommendation of the
Committee, the Plan was approved by the Authority subject to the inclusion of the
recruitment numbers and related costs.

The Plan is now re-presented with recruitment numbers and related costs and the actual
year end figures for 2008/09 included. Of the net reduction of 45 police officer budgeted
posts, 33 were the result of civilianisation — either during the year, at the planning round or
as a result of the workforce modernisation initiative at Western Division. The police staff
budgeted posts figure as at 1 April 2009 has increased by 58 FTE. This increase includes
37 new posts created as a result of the civilianisation of police officer posts.

Decision Required

To consider and approve Section 3 of the Costed Human Resources Plan for 2009/10.
Background Papers
None

Report Author

Name: Ashley Judd
Head of Human Resources
Organisation:Lancashire Constabulary = 410362
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Appendix A

L ancashire
Constabulary

police and communities together

LANCASHIRE CONSTABULARY

Costed Human Resource Plan 2009/10

UPDATED 4 June 2009
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3. Summary of Key Data

To support the Human Resource Plan, a summary of key data has been supplied.

3.1 Force Staffing Numbers/Costs

Police Officers *

Police Staff (excl
PCSOs) **

PCSOs

Special Constables

2007/08 actual

No. £k
3635 159008
1907 49937
397 9350
393 n/a

2008/09 actual
No. £k
3693 168262
1961 53548
433 9576
448 n/a

2009/10 projected
No. £k
3658 169255
2015 57624
417 10148
500 n/a

*Police Officers - excludes officers on external secondment

**Police Staff - excludes volunteers, casual and agency staff

3.2 Recruitment Numbers

Police Officers (excl
transferees)
PCSOs

Specials

2007/08
actual

182

117
112

2008/09
actual

215

133
122

2009/10
projected

139

70
116

3.3 lllI- health retirements

Police Officers

Police Staff

2007/08 actual
No. £k
7 469
4 58

2008/09 actual
No. £k
9 621
3 45

2009/10 projected

No. £k
5 1092
6 90

NB1 — the financial figures above are for illustrative purposes only.
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3.4 Absence

2007/08 actual 2008/09 actual Target for
2009/10
Average Cost Average Cost
days lost (Ek) days lost (£k)
Police Officers 7.98 5901 6 4487 less than 7.5 days
Police Staff 8.98 2231 8.7 2473 less than 8.5 days

3.5 Budgeted Posts in HQ HR

2008/09 budgeted 2009/10 budgeted
Num ber Cost (£k) Number Cost (Ek)
Police Officers
Constable 4 175 2 85
Sergeant 1 5l 1 53
Inspector 1 63 2 130
Chief Inspector 0 0 0 0
Superintendent 1 86 0 0
Police Staff
LC 1-5 25.7 546 27.3 597
LC 6-7 10 274 10 279
LC 8-9 8 279 9 312
LC 10-14 6 266 6 276
LC 15+ 2 181 2 199
58.7 59.16

NB — the 2009/10 figures reflect the first tranche of changes from the first phase of the OSR for HR as at 1 April
09, as well as 3 budgeted posts relating to the HRS2 project. Further changes may evolve through 2009/10 as
the OSR for HR evolves.

3.6 Budgeted Posts for Divisional HR Teams

(incl Training and Health & Safety)

2008/09 budgeted 2009/10 budgeted

Number Cost (£k) Number Cost (£k)
Police Officers
Constable 8 349 9.2 393
Sergeant 5 257 3 158
Inspector 0 0 0 0
Chief Inspector 0 0 0 0
Superintendent 0 0 0 0
Police Staff
LC 1-5 21.4 456 20.4 450
LC 6-7 9 247 11.2 316
LC 8-9 11.1 389 11.3 392
LC 10-14 6 321 6 339
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Lancashire
POLICE AUTHORITY

Your County, Your Police, Your Say

ITEM 10
HUMAN RESOURCES COMMITTEE

8 JULY 2009

PART |

HR QUARTERLY UPDATE
(Appendices A — H refer)

Issue for Consideration

An update of current Human Resources issues and performance information.

Information

1. 2008/09 LOCAL RECRUITMENT
Police Officers

The recruitment profile for the twelve months to 31 March 2009 is set out below:

Male ME 8 3.7%

Female ME 6 2.8% ME 6.5%

Male White 120 55.8%

Female White 81 37.7% Female 40.5%
215

Headlines in respect of recruitment for Police Officers

For the year 2008/09 the Constabulary exceeded its target for the recruitment of Black Minority
Ethnic (BME) and female officers. Details of police officer recruitment can be found in the
Breaking Through document at Appendix A.

In February 2009 the Constabulary opened a recruitment ‘window’. Set out below is a summary of

key statistical data relating to the February 2009 recruitment window. It is clear that the prospects
for BME and female recruitment remain positive.
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February 2009 window - application packs issued

Male ME 229
Female ME 56
Male White 748
Female White _336

1,369

16.7%

4.1%
54.7%
24.5%

ME 20.8%

Female 28.6%

February 2009 window - application packs returned

Male ME 91
Female ME 17
Male White 515
Female White 263

886

February 2009 window — passed paper sift

10.3%

1.9%
58.1%
29.7%

Male ME 22
Female ME 5
Male White 120
Female White _88

235

Transferee Police Officers

9.4%
2.1%
51.1%
37.4%

ME 12.2%
Female 31.6%
ME 11.5%
Female 39.6%

There have been a total of 13 transferee police officers appointed last financial year, as set out

below:
Male ME
Female ME
Male White
Female White

Wi ©O O

|

Police Community Support Officers (PCSOs)

0.0%
0.0%

69.2%

30.8%

ME 0.0%

Female 30.8%

The recruitment profile for the twelve months to 31 March 2009 is set out below :

Male ME 4
Female ME 0
Male White 67
Female White 62

133

3.0%
0.0%
50.4%
46.6%

ME 3.0%

Female 46.6 %

The Constabulary has succeeded in ensuring ‘no vacancies’ and good representation of female
PCSO recruits. However, the level of BME PCSO recruits remains disappointing. In response to
this, the Minorities Recruitment Team has identified initiatives to increase BME representation in
the role of PCSOs. This has involved actively targeting members of the Lancashire BME
community through adverts placed in local BME media and the continued emphasis on developing
and increasing a nurtured list of potential candidates for the role. At various recruitment events
across the Constabulary, the Minorities Recruitment Team have actively promoted the PCSO role
to people who would be interested in joining the Constabulary. In addition to this, the Minorities
Recruitment Team have targeted candidates who have either attempted the recruitment process
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for Police Officers or shown an interest in the role in the past, the combination of these initiatives
has seen a marked increase in interest in the PCSO role from people of a BME background.

The Recruitment Manager is considering the implications of introducing recruitment ‘windows’ for
PCSO recruitment which will allow the Minorities Recruitment Team to collate a nurtured list of
BME applicants. It is hoped that by adopting this initiative the number of BME PCSO recruits will
increase as evident in the Police Constable recruitment process, However, it is unlikely that this
activity will impact on the 2009/10 intakes as there are currently 171 applicants at various stages
of whom only 3 (1.8%) are from a BME background.

Special Constables (including the UCLan initiative)
The recruitment profile for the twelve months to 31 March 2009 is set out below. This includes

those specials who have been appointed as part of the UCLan initiative. The breakdown is as
follows:

Male ME 5 4.1%

Female ME 3 2.4% ME 6.5%

Male White 80 65.6%

Female White 34 27.9% Female 30.3%
122

The Constabulary is likely to appoint up to 11 candidates (all white) from the UCLan 2007/2009
programme. There are currently 41 students on the 2008/10 course who have now been
appointed as Specials Constables with the Constabulary. It is disappointing that just 1 student
(2.4%) is from the BME community and that just 10 students (24.4%) are female.

2. POLICE OFFICER STRENGTH, BUDGETED POSTS & RECRUITMENT
PLAN 2009/10

As at 31 March 2009 police officer strength was 3,693 full time equivalents (FTE). Compared with
the budgeted posts (establishment) figure for 2008/09 of 3,703, this gave an end of year vacancy
figure of 10.

The budgeted posts (establishment) figure as at 1 April 2009 has decreased by 45 to 3,658 FTE.
A breakdown of budgeted posts by division is provided at Appendix B. A summary of the police
officer budgeted posts reconciliation from the position at 1 April 2008 is provided at Appendix C.

Of the net reduction of 45 police officer budgeted posts, 33 were the result of civilianisation —
either during the year, at the planning round or as a result of the workforce modernisation initiative
at Western Division.

The police staff budgeted posts figure as at 1 April 2009 has increased by 58 FTE. This increase
includes 37 new posts created as a result of the civilianisation of police officer posts.

Retirements and other leavers during 2009/10 are currently estimated at 178. However, because
of the reduction in budgeted posts, together with the vacancies carried forward from 2008/09 and
other reconciliations, the estimated total number of new recruits (including transferees) required in
2009/10 is 142. The recruitment plan is attached at Appendix D.

3. ESTABLISHMENT REPORT

The trend of staffing levels for Police Officers, Police Staff, PCSOs and Specials during the last 12
months is set out at Appendix E.
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Police Officers

In the year to 31 March 2009, police officer numbers have increased by 58 full time equivalents
(FTE). Accordingly the strength figure at the 31 March was 3,693 FTE and included the
appointment of 228 new police officers (including transferees) since April 2008.

Police Staff (excluding PCSOs)

In the year to 31 March 2009, police staff numbers have increased by 54 FTE to 1,961 FTE.
PCSOs

In the year to 31 March 2009 133 new PCSOs were appointed taking PCSO numbers to 433
Specials

The Special Constabulary strength at 31 March 2009 was 448.

4. LEAVERS’' DATA AND THE NATIONAL EXIT QUESTIONNAIRE/
INTERVIEW PROCESS

The Constabulary has adopted the National Exit Questionnaire / interview process which involves
sending out exit questionnaires to any police officers, police staff and specials who give notice to
either voluntarily resign or transfer to another police force. In addition to the questionnaire, certain
groups of staff are offered the opportunity to take part in an exit interview. These include all
minority ethnic and female staff.

Completion of the exit questionnaire and participation in an exit interview is voluntary. The process
is designed to help better understand why people leave the Constabulary. From the data obtained
it has been possible to produce a more detailed breakdown of people’s reasons for leaving.
Attached at Appendix F is a summary of leavers’ data for 2008/09.

5. HR CORPORATE SERVICES UPDATE
Business Interests

During 2008/09, 112 business interest applications were received, compared to 55 applications in
the previous financial year. The breakdown was as follows:

97  approved
3  withdrawn
10  declined
__4  atvarious stages of the process
114  applications received

International Secondments
As at 31° March 2009, there were 2 officers on international secondment. One officer is on an

international deployment in Basra, Iraq (who returned to the Constabulary on the 21 April 2009).
There is also one officer currently seconded to the States of Jersey Police.
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Police Staff Redeployments

Three staff remain on the redeployment list as at 31 March 2009. A total of 9 members of staff
were redeployed during 2008/09, 4 staff were removed from the list and 2 staff were made
redundant.

Grievances

In total, 24 grievances were lodged in the year from 1 April 2008 to 31 March 2009 and of these 8
remain outstanding. In addition, 3 grievances remain unresolved from the previous year.

A statistical report on grievances is summarised at Appendix G.
Police Staff Misconduct

30 police staff were reported for possible misconduct action in the year 2008/09, as opposed to 28
in 2007/08. The outcomes were:

Outcome Misconduct cases | Misconduct cases
2007/08 2008/09
Dismissed 7 10
Final warning 8 4
Warning and transfer
Warning 9 6
Verbal warning 3 2
Allegations not upheld 1
Counselling (not a disciplinary sanction)
Resigned before completion of process 1 7
TOTAL 28 30

6. EMPLOYMENT LAW UNIT (Ongoing Employment Tribunals - as at
31 March 2009)

A summary of the ongoing Employment Tribunals cases is outlined below:

Cases Police Officer Police Staff
Race discrimination 2

Race and Disability discrimination

Unfair dismissal 2
Disability discrimination 2 1
Disability discrimination and unfair dismissal

Sex discrimination 1

Other

Total Ongoing Cases 5 3
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1. WORKFORCE MODERNISATION UPDATE

Pennine and Western workforce mix pilots

A robust evaluation of the two initiatives is being considered within the Constabulary before being
presented to Strategic Tasking and Co-coordinating Group (STCG) in July, following which an
update will be presented to the Police Authority.

Shift Review

The Shift Review was deferred last year since it was felt that, due to reviews within
Communications and Custody (which might recommend changes in respect of shift patterns), it
would be more beneficial to await the outcomes of those reviews for work commenced on a force
wide review of shifts. The new Resourcing Advisor (Insp Darrin Butterworth) is currently consulting
with key stakeholders from the Communications, Custody and Neighbourhood Policing arenas in
order to produce a project brief for ACC Walker.

8. ORGANISATIONAL SUPPORT REVIEW (OSR)
Review of Human Resources

The design and implementation arrangements for the OSR for HR are well ahead of schedule.
The transactional and administrative reconfiguring of HR for G, H and Headquarters is complete.
From September 2009, the administrative aspects of local HR will be brought into the centre along
with a reduced number of police staff. There is also a review of health and safety delivery taking
place which will result in a reduction in the number of health and safety professionals throughout
the county.

9. DUTY MANAGEMENT SYSTEM

The Crown Duty Management System (DMS) went live across the Constabulary in May 2006.
The system is used to plan duties in accordance with minimum staffing levels, record hours
actually worked, book leave and sickness absence, and automatically pass police officer overtime
details to the payroll system for payment. DMS also passes information to the Communications
Room system (Storm) so staff have information on available resources for incident management
purposes.

Initially, only those staff who used the previous system (Duty States) were set up in DMS. This
included all police officers plus those police staff who worked shifts. However, in the last 12
months the system has been rolled out to some of the Constabulary’s other police staff who work
on the flexi-time scheme. This is an ongoing process and will continue during the 2009/10 until all
staff are using the system.
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The following table provides estimated numbers of police staff who are currently on DMS.

Police staff
Division | Number | Percentage

A 170 58%
B 203 77%
C 198 68%
D 219 100%
E 359 100%

F 242 84%
G 110 44%

H 2 4%
HQ 239 44%
Total 1,742 68%

Accordingly, with the 100% of police officers and 68% of police staff, this means that nearly 90%
of all staff are on DMS.

The implementation of DMS has significantly improved the consistency of working practices
across the force. The accuracy of data is also much improved and has allowed managers to
access a range of data relating to their staff, something that was not possible with Duty States.

A new version of DMS was implemented in December 2008 which brought improvements for end
users in terms of functionality and usability.

10. UPDATE IN RESPECT OF THE IMPROVEMENT OBJECTIVES CONTAINED WITHIN

THE COSTED HR PLAN FOR 2008/09
Attached at Appendix H is an extract from the Costed HR Plan for 2008/09 highlighting the

progress made against the improvement objectives. In summary, excellent progress has been
made.

Decision Required

Not applicable

Background Papers

None

Report Author

Name: Ashley Judd
Rank: Head of Human Resources
Organisation:Lancashire Constabulary = 01772 410362
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Lancashire Constabulary Appendix A
Breaking Through 01/01/2009 - 31/03/2009
Recruitment - Quarter Summary by Gender & Ethnicity
Quarter 01/01/2009 - 31/03/2009
Outcome Stage Gender - Ethnicity Total
Male Female | White/NS BME
REC1 Registration Calls 1036 M2 1160 288 1448
71.55% 28.45% 80.11% 19.89% 100.00%
REC2 Forms Despatched o 392 1084 285 1369
71.37% 28.63% 79.18% 20.82% 100.00%
REC3 Forms Submitted 606 280 78 108 886
68.40% 31.60% 87.81% 12.19% 100.00%
REC3 Return Rate 62.03% 71.43% 71.77% 37.89% 64.72%
REC4 Failed Eligibility Criteria 125 47 146 26 172
REC4 Passed Papersift 142 93 208 27 235
REC4 Failed Papersift 339 140 424 55 479
REC4 % Paper Sift pass rate 29.52% 39.91% 32.91% 32.93% 32.91%
REC5 Attended Assessment Centre* 85 37 114 8 122
REC5 Passed Assefsment 56 97 79 4 83
Centre
REC5 % NAC Pass Rate* 65.88% 72.97% 69.30% 50.00% 68.03%
REC5 Passed Final Interview* 81 44 116 9 125
REC5 Passed Physical* 83 45 115 13 128
REC5 Passed Medical* 34 24 54 4 58
REC5 Vettings Completed* 20 15 31 4 35
REC5 Passed Vettings Stage* 16 15 29 2 31
REC5 % Vettings Pass Rate* 80.00% 100.00% 93.55% 50.00% 88.57%
RET1 Offers made* 19 21 36 4 40
RET1 Number appointed* 19 21 36 4 40
Notes

All data refers to applicants progressing through the relevant stage during the quarter, irrespective of
when they applied. Therefore those stages marked with a * will include candidates who applied and
progressed through initial stages during previous reporting periods.

REC4 (Failed Eligibility Criteria) relates to applicants who have not progressed to paper-sift, having failed
due to a range of issues including attendance and having declared criminal convictions.

Recruitment by Ethnicity




Lancashire Constabulary Appendix A
Breaking Through 01/01/2009 - 31/03/2009

Recruitment - Yearly Cumulative Summary

Total number of White applicants (including Not Stated) Total Number of Minority Ethnic Applicants
Outcome Application Stage Feb 2009 window | Aug 2008 window Feb 2008 window Pt 2007 April 2007 Feb2009 ) 2008 window Feb 2008 window  cPt2007 - April 2007
window window window window window
RECA Registration Calls 1448 1269 1331 1349 1384 288 216 260 185 154
51.13% 85.45% 87.80% 87.94% 89.99% 16.59% 14.55% 16.34% 12.06% 10.01%
— Forms Despatched 1369 1269 1231 1322 1350 285 216 247 181 149
50.35% 85.45% 87.18% 87.96% 90.06% 17.23% 14.55% 16.71% 12.04% 9.94%
- Forms Submitted 886 818 724 759 692 108 92 91 64 59
56.15% 89.89% 91.88% 92.22% 92.14% 10.87% 10.11% 11.17% 7.78% 7.86%
REC3 Return Rate 64.72% 64.46% 58.81% 57.41% 51.26% 37.89% 42.59% 36.84% 35.36% 39.60%
REC4 Failed Eligibility Criteria 172 123 106 113 74 26 24 21 18 10
REC4 Passed Papersift 235 228 188 246 184 27 22 18 21 15
REC4 % Paper Sift pass rate 32.91% 34.39% 30.82% 38.44% 29.92% 32.93% 34.92% 26.87% 42.00% 30.00%
REC4 Failed Papersift 479 435 422 394 431 55 41 49 29 35
REC5 Attended Assessment Centre 0 218 180 235 184 0 21 17 21 12
REC5 Passed Assessment Centre 0 145 119 166 113 0 10 11 8 7
REC5 % NAC Pass Rate 0.00% 66.51% 66.11% 70.64% 61.41% 0.00% 47.62% 64.71% 38.10% 58.33%
REC5 Passed Final Interview* 0 101 87 118 91 0 9 9 8 6
REC5 Passed Physical* 0 46 83 112 86 0 5 7 7 5
REC5 Passed Medical* 0 29 79 105 83 0 3 7 7 5
REC5 Vettings Completed 0 0 67 105 82 0 0 6 6 5
REC5 Passed Vettings Stage* 0 0 64 104 80 0 0 4 6 4
REC5 Failed Vetting/Background checks 0 0 3 1 2 0 0 2 0 1
REC5 % Vettings Pass Rate 0.00% 0.00% 95.52% 99.05% 97.56% 0.00% 0.00% 66.67% 100.00% [ 80.00%
RET1 Offers made 0 0 56 104 79 0 0 3 6 3
RET1 Number appointed 0 0 56 102 78 0 0 3 6 3
RET1 % of Returns appointed 0.00% 0.00% 7.73% 13.44% 11.27% 0.00% 0.00% 3.30% 9.38% 5.08%

This table which shows all applicants progressing through the stages in the quarter, this table is intended to show the progress of applicants by the year in which they
initially applied.

An additional line at REC4 'Failed Eligibility Criteria' has been added to account for the difference between 'Forms Submitted' and those which have been sifted (the total

of the passes and fails). These primarily relate to applicants who have not progressed to paper-sift, having failed due to a range of issues including attendance and
having declared criminal convictions.

Recruitment - cumulative



Lancashire Constabulary Appendix A
Breaking Through 01/01/2009 - 31/03/2009

Retention - Quarterly Summary by Gender and Ethnicity

Outcome Issue Male Female | White/NS| BME Total
Officers that have resigned during stages 1-5 0 0 0 0 0
RET2 . . L
of their Foundation Training 0.00% | 0.00% | 000% | 0.00% | 0.00%
Officers resigning voluntarily between stage 2 1 3 0 3
RET3.1 . . . .
six and the end of their probationary period | 66.67% | 33.33% | 100.00% | 0.00% | 100.00%
Officers required to resign between stage six 1 0 1 0 1
RET3.2 . . .
and the end of their probationary period | 100.00% | 0.00% | 100.00% | 0.00% | 100.00%
1 1 1
RET4 Officers leaving between 2-5 years 0 0
100.00% [ 0.00% | 100.00% [ 0.00% | 100.00%
. . 2 0 1 1 2
RET4 Officers leaving between 5-10 years
100.00% | 0.00% 50.00% | 50.00% | 100.00%

Retention - all



Lancashire Constabulary Appendix A
Breaking Through 01/01/2009 - 31/03/2009

Retention - Yearly Comparaison by Gender and Ethnicity

Total number of Male officers Total Number of Female officers

Outcome
Issue 2008/09 2007/08 2006/07 2008/09 2007/08 2006/07 | VALIDATION

Officers that have resigned
RET2 during stages 1-5 of their 0 0 1 0 0 0 OK
Foundation Training

Officers resigning voluntarily
RET3.1 | between stage six and the end 10 8 4 3 6 7 OK
of their probationary period

Officers required to resign
RET3.2 | between stage six and the end 1 1 0 0 0 0 OK
of their probationary period

Officers leaving between 2-5

RET4 3 11 9 7 3 5 OK
years

RET4 Officers leaving between 5-10 13 9 7 1" 1 3 oK
years

Total number of WhiteINS officers Total Number of Minority Ethnic
Out
wicome Issue 2008009 2007108 200607 | 200809  2007/08  2006/07
Officers that have resigned
RET2 during stages 1-5 of their 0 0 1 0 0 0

Foundation Training

Officers resigning voluntarily
RET3.1 | between stage six and the end 13 1 1 0 3 0
of their probationary period

Officers required to resign
RET3.2 | between stage six and the end 1 0 0 0 1 0
of their probationary period

Officers leaving between 2-5

RET4 10 13 13 0 1 1
years

RET4 Officers leaving between 5-10 2 9 10 1 1 0
years

Retention - cumulative



Lancashire Constabulary Appendix A
Breaking Through 01/01/2009 - 31/03/2009

Progression - Quarterly Summary by Gender and Ethnicity

PROGRESSION OUTCOME 1.
Total No incl. Male Female Total ME Male ME Female ME
S ME No. % No. % No. % No. % No. %
PC 2842 1987 169.92% | 855 |30.08%) 97 |[341%]| 75 |[264%| 22 |0.77%
SGT 609 503 |[8259% | 106 |17.41%] 13 |213%| 10 [ 1.64% 3 0.49%
INSP 195 155 [79.49% | 40 [2051%] 6 3.08% 6 3.08% 0.00%
CH INSP 51 43 | 84.31% 8 [15.69%] 1 1.96% 1 1.96% 0.00%
SUPT 21 19 |90.48% 2 9.52% 0 0.00% 0.00%
CH SUPT 11 9 81.82% 2 [18.18%] O 0.00% 0.00%
ACC 3 2 66.67% 1 33.33%| O 0.00% 0.00%
DCC 1 1 100.00%| 0 0.00% 0 0.00% 0.00%
CcC 1 1 100.00%| 0 0.00% 0 0.00% 0.00%
ALL RANKS 3739 2720 | 72.84% | 1014 [27.16%| 117 | 313% | 92 | 246%| 25 | 0.67%
COMPARISON WITH
PREVIOUS QUARTER'S Male Female Total ME Male ME Female ME
FIGURES Overall change
incl ME
change change change change change
PC 10 -21 11 -3 3
SGT 8 3 5 2 2
INSP 3 -4 1
CH INSP 1 2 1
SUPT 1 1
CH SUPT
ACC
DCC
CcC
ALL RANKS -5 -20 15 2 -1 3

Excludes seconded officers
Officers who are temporarily promoted are included in their temporary rank

Progression - 1



PROGRESSION OUTCOME 2

AIM — Forces should maximise the potential for development of visible minority ethnic officers

Lancashire Constabulary
Breaking Through 01/01/2009 - 31/03/2009

OUTCOME - More visible minority ethnic officers in a range of specialist roles, secondments and undertaking special

projects.
#REF! Total No incl. Male Female Total ME Male ME Female ME
ME No. % No. % No. % No. % No. %
Detectives Total (DC) 510 356 | 69.80% | 154 [30.20%] 16 3.14% 15 2.94% 1 0.20%
 Intelligence 199 156 | 78.39% 43 |21.61% 7 3.52% 6 3.02% 1 0.50%
* SOCU 45 34 | 75.56% 11 |2444%| 0 0.00% 0.00%
* PPU 77 32 41.56% 45 |58.44% 2 2.60% 2 2.60% 0.00%
;t:;:;‘:::““a' 0 0 | 0oo% | o |ooo%| o |o000% 0.00%
o Pro-Active 26 23 | 88.46% 3 |1154%] 4 [1538%| 4 |15.38% 0.00%
* Reactive 163 111 | 68.10% 52 [31.90%] 3 1.84% 3 1.84% 0.00%
Detectives Total (Sgt) 122 99 81.15% 23 | 18.85% 3 2.46% 2 1.64% 1 0.82%
«_Intelligence 38 33 | 86.84% 5 13.16%] 1 2.63% 1 2.63%
* SOCU 10 8 80.00% 2 [20.00%] 1 [10.00%| 1 |10.00% 0.00%
« PPU 17 12 70.59% 5 [2941% 0 0.00% 0.00%
'St:;g;‘::z”"a' 10 8 |8000% | 2 |2000%| o |000% 0.00%
» Pro-Active 4 4 1100.00% 0 0.00% 0 0.00% 0.00%
 Reactive 43 34 | 79.07% 9  [2093%] 1 2.33% 1 2.33% 0.00%
C;':iife'};;';f’"se 69 67 | 97.10% | 2 |290% | 1 |t14s% | 1 | 145% 0.00%
Road Policing (Sgt)* 20 19 | 95.00% 1 5.00% 0 0.00% 0.00%
Road Policing (PC)* 158 147 | 93.04% 11 6.96% 2 1.27% 2 1.27% 0.00%
Dog Handlers (PC) 16 12| 75.00% 4 [25.00%] 1 6.25% 1 6.25% 0.00%
Support Unit (Sgt) 18 17 [ 9444% | 1 [556%| 0 [000% 0.00%
Support Unit (PC) 93 80 [86.02% [ 13 [13.98%] 0 [0.00% 0.00%
TOTALS 1006 797 | 79.22% | 209 [20.78%| 23 | 2.29% | 21 [ 2.09% 2 0.20%
ngxgﬁglggxgg:s Oveir:tl;l|‘|:v'|l|§nge Male Female Total ME Male ME Female ME
Aaihlzs change change change change change
Detectives Total (DC) -6 -8 2 2 2
« Intelligence -5 -6 1
* SOCU 3 2 1
* PPU 3 3 1 1
* Professional
Standards
* Pro-Active -1 -1
» Reactive -6 -7 1 1 1
Detectives Total (Sgt) 7 8 -1
*_Intelligence 2 -2
* SOCU 1 1
* PPU
* Professional
Standards
* Pro-Active -1 -1
» Reactive 7 6 1
Armed Response 4 4
Vehicle (PC)*
Road Policing (Sgt)*
Road Policing (PC)* 3 4 -1
Dog Handlers (PC)
Support Unit (Sgt) -1 -1
Support Unit (PC) -5 -3 -2 -1 -1
TOTALS 2 4 -2 1 1

*ARV - excludes Reserve ARV officers
* Road Policing - includes Accident Investigation & Motorway

Progression - 2

Appendix A



APPENDIX B

POLICE OFFICER BUDGETED POSTS 2009/10

Division Budgeted Posts (FTE)
Western 528.2
Northern 428
Southern 483.9
Central 378.5
Eastern 581
Pennine 553
G Division 360.9
H Division 222
Headquarters 122.5
TOTAL 3658







APPENDIX C

Budgeted posts reconciliation

Budgeted posts 1.4.08 3703

Divisional & HQ planning
changes:

Corporate budget setting 2009/10 +7
(growth)

Civilianisation of back office posts -22
Workforce Modernisation -8
Adjustments to posts by Divisions -22
in planning process and during

year

Net changes -45

Budgeted posts 1.4.09 3658

Notes

Of the net reduction of 45 police officer budgeted posts, 33 were the result of
civilianisation — either during the year, at the planning round or as a result of
the workforce modernisation initiative at Western Division.

The police staff budgeted posts figure as at 1 April 2009 has increased by 58
FTE. This increase includes 37 new posts created as a result of the
civilianisation of police officer posts.






APPENDIX D

POLICE OFFICER FORCE RECRUITMENT PROFILE 2009/10 KEY
ACTUAL

PROJECTED
PROJECTED LOSSES APR MAY JUN JUL AUG SEP OCT NOV DEC JAN FEB MAR TOTAL
Vacancies carried forward 10 -35 -20 -36 -21 -6 -8 8 23 38 -2 14
Original changes to budgeted posts -45 -45
Changes to budgeted posts during year 0
Leavers 13 15 15 15 15 15 15 15 15 15 15 15 178
Reconciliation -1 -1

June 22 &

PDU INTAKES Apr 1l May 1 Jul 13 Aug Sep 14 Oct Nov Dec Jan 4 & 11 Feb Mar 29 TOTAL
HUTTON 10 20 36 66
RAWTENSTALL 18 18
SKELMERSDALE 16 28 44
UCLAN INTAKE 11 11
TOTAL 10 0 31 0 0 16 0 0 0 54 0 28 139
TRANSFEREE INTAKES APR MAY JUN JUL AUG SEP OCT NOV DEC JAN FEB MAR TOTAL
TRANSFEREE INTAKE (HQ) 2 1 3
|VACANCIES TO FILL -35 -20 -36 -21 -6 -8 8 23 38 -2 14 0

NOTES

1) Leavers includes normal retirements, ill-health retirements, resignations, dismissals, career breaks, transfers, etc
2) Reconciliation is to take account of changes in hours, commencement or return from external secondment, return from career break, or to correct any historical errors in HRS







APPENDIX E

ESTABLISHMENT REPORT

TOTAL EMPLOYEES (FTE)

6650
6600
6550
6500
6450
6400
6350
6300
6250

EMPLOYEES (FTE)

31-Mar-08 30-Apr-08 31-May-08 30-Jun-08 31-Jul-08 31-Aug-08 30-Sep-08 31-Oct-08 30-Nov-08 31-Dec-08 31-Jan-09 28-Feb-09 31-Mar-09
DATE

*FTE - Full Time Equivalent
**H/C - Headcount






Appendix F

Breakdown of reasons for leaving - 01/04/2008 - 31/03/2009

Police Officers All ME
Reason for leaving Total Male | Female Total | Male Female
Death - Other 1 0.58% 1

Discharge Under Regulation 13

Dismissal - Misconduct 1 0.58% 1

Dismissal - Other

Dismissal - UPP

Efficiency of service

Redundancy - Compulsory

Redundancy - Voluntary

Required to resign 4 2.33% 4

Resig - Organisational culture

Resig - Reason not specified 3 1.74% 3

Resig - Whilst on Career Break 2 1.16% 2

Resignation - Discrimination

Resignation - Domestic reasons 6 3.49% 5 1

Resignation - Fairness at work 1 0.58% 1

Resignation - From 30+ Scheme 17 9.88% 15 2

Resignation - Got another job 2 1.16% 1 1

Resignation - Management issue

Resignation - On promotion

Resignation - Other 15 8.72% 10 5 1 1
Resignation - Pay & conditions

Resignation - Reg. 13 Pending

Resignation - Role / workload

Resignation - Training reasons 2 1.16% 2

Resignation -Due to Colleagues

Retirement - Age Limit

Retirement - Ill Health 9 5.23% 6 3 1 1
Retirement - Ordinary Pension 70 40.70% 61 9

Transfer to other Police Force 13 7.56% 7 6

Career Break 26 15.12% 16 10 2 2
Grand Total 172 134 77.91% 38 22.09% 4 4 2.33%




Appendix F Breakdown of reasons for leaving - 01/04/2008 - 31/03/2009

Police Staff All ME

Reason for leaving Total Male | Female Total | Male | Female
Death - Other 6 2.46% 4 2 1 1

Dismissal - Misconduct 10 4.10% 5 5 1 1
Dismissal - Other 2 0.82% 2

Dismissal - Unsatisfactory Performance

Efficiency of service 2 0.82% 2

End of Temp/Casual Employment 8 3.28% 3 5

Redundancy - Compulsory 3 1.23% 3

Redundancy - Voluntary

Required to resign 1 0.41% 1

Resig - Organisational culture
Resig - Reason not specified 4 1.64% 1 3
Resig - Whilst on Career Break 1 0.41% 1
Resignation - Discrimination 1 0.41% 1
Resignation - Domestic reasons 23 9.43% 8 15 2 1 1
Resignation - Fairness at work

Resignation - Got another job 27 11.07% 12 15 1 1
Resignation - Joined Regulars 79 32.38% 46 33

Resignation - Management issue

Resignation - On promotion 2 0.82% 2

Resignation - Other 45 18.44% 13 32 3 1 2

Resignation - Pay & conditions

Resignation - Role / workload 2 0.82% 2
Resignation - Training reasons 2 0.82% 1 1
Resignation -Due to Colleagues 1 0.41% 1

Retirement - Age Limit 2 0.82% 2

Retirement - Early Rel. 85 Yr

Retirement - Ill Health 4 1.64% 2 2
Retirement - Ordinary Pension 11 4.51% 4 7
Transfer to other Police Force 1 0.41% 1

Career Break 7 2.87% 2 5

Grand Total 244 109 44.67% 135 55.33% 8 3 1.23% 5 2.05%




Appendix F Breakdown of reasons for leaving - 01/04/2008 - 31/03/2009

Specials All ME
Reason for leaving Total Male | Female Total | Male | Female
Change in main work commitment 3 5% 1 2

Death - Other
Dismissal - Misconduct
Dismissal - Other 1 2% 1
Efficiency of service
Required to resign

Resig - Reason not specified 3 5% 2 1 1 1

Resignation - Discrimination

Resignation - Domestic reasons 7 11% 2 5 1 1

Resignation - Fairness at work

Resignation - Got another job 1 2% 1

Resignation - Joined Regulars 31 47% 22 9 2 1 1
Resignation - On promotion

Resignation - Other 18 27% 13 5 3 3

Resignation - Role / workload 1 2% 1 1 1

Resignation - Training reasons
Resignation -Due to Colleagues
Retirement - Age Limit

Transfer to other Police Force 1 2% 1

Grand Total 66 42 63.64% 24 36.36% 8 7 10.61% 1 1.52%







STATISTICAL REPORT ON GRIEVANCES

Appendix G

2006/07 2007/08 2008/09
Total Total Q1 Q2 Q3 Q4 Total
| Total number of grievances registered 40 25 7 8 6 3 24
By Division:
A - Western 3 2 4 1 5
B - Northern 5 3 2 1 3
C - Southern 3 4 1 1 1 3
D - Central 10 0 2 1 1 4
E - Eastern 6 5 2 2
F - Pennine 4 1 1 3 1 5
G/F/HQ — Crime/Operations/HQ 9 10 2 2
TOTAL 40 25 7 8 6 3 24
By staff type
Officers 25 11 3 4 3 2 12
Police Staff 14 14 3 4 3 1 11
PCSOs 1 1
Specials 1
Volunteers
Students/Secondees
TOTAL 40 25 7 8 6 3 24
By ethnicity
White complainants 36 22 5 6 4 3 18
Minority ethnic complainants 4 3 2 1 2 5
Ethnicity not stated 1 1
TOTAL 40 25 7 8 6 3 24
[ By gender
Male complainants 23 14 5 6 3 1 15
Female complainants 17 11 2 2 3 2 9
TOTAL 40 25 7 8 6 3 24
Type of grievance: Allegations of discrimination, bullying, harassment or victimisation relating to:-
Selection 4 1
Posting 4 1
Bullying/inappropriate behaviour 19 8 3 3 6
Harrassment
Conditions of service
Training and Development
Management decision 8 10 2 2 4 2 10
Sex discrimination 1 1
Race discrimination 1
Disability 1
Sexual orientation
Other 3 5 2 3 1 1 7
TOTAL 40 25 7 8 6 3 24
Cases resolved/concluded:
- by mediation/informal resolution 9 1 1
- at Stage 1 (Line Manager) 12 16 2 6 2 1 11
- at Stage 2 (Division/Dept) 15 4
- at Stage 3 (Chief Officer) 4 2 2 2
- recorded as unresolved 1 1
- recorded as lapsed
recorded as being withdrawn 1 1
not dealt with as grievance
-viaET
TOTAL 40 22 5 8 2 1 16
Timescales for completion
Under 1 month 9 4 1 3 1 1 6
1 -3 months 6 9 1 3 1 5
3 -6 months 7 5 1 1 2
Over 6 months 15 4 2 1 3
withdrawn 3
TOTAL 40 22 8 2 1 16







Full year update in respect of the Improvement Objectives as set out in

the Costed HR Plan for 2008/09

Please note that the numbers refer to the relevant sections within the full Costed HR Plan

for 2008/09.

6.0 Management Data

6.1

Activity

A | 'mplement essential
developments to
replace the existing
human resources
computer database
(new system to be
known as HRS2)

B Implement user-
friendly
developments to
update the existing
PDR system

ICT Developments

Owner

Force Resourcing
Manager

HR Manager, HR
Corporate Services

Timescale

December 2008

June 2008

Performance
Measure

Delivery of
milestones identified
within the project
UPDATE
Milestones
achieved. HRS2
went live in 2008

Implementation of the
improvements
UPDATE
PDR improvements
introduced for April
2008 providing a
simplified PDR/ ICT
experience

APPENDIX H

Outcome

More accurate and
up to date Human
Resources
information available
to the wider
Constabulary

Improved user
satisfaction with the
system

6.2

Activity

A Implement the 2008
SPP Scheme, and
agree the new
scheme for 2009

Owner

Force Resourcing
Manager

Special Priority Payments

Timescale

March 2009

Performance
Measure

Agreement of the
scheme by Business
Group, Police
Authority and Home
Office

UPDATE
Business Group
and Police
Authority have
approved the 2008
scheme. A review
of the requirements
for the 2009 scheme
is nearing
completion

Outcome

Correct SPP
payments to officers
in qualifying posts
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6.3

Diversity

Activity

Provide qualitative
feedback on progress
against diversity
targets

Owner

Force Resourcing
Manager

Timescale

Ongoing

Performance
Measure

Assessment of
performance against
identified
performance
indicators

UPDATE
Information is
scrutinised by the
Police Authority

Reports to
Confidence and
Equality Board
UPDATE
Information and
updates are
provided to each
Confidence and
Equality Board and
Delivery Group

Outcome

Comprehensive
monitoring of equality
legislation.

Improved staff mix
which better reflects
the communities in
Lancashire

6.4

Resource Management Capability

Activity

Continue to develop
and improve the
Constabulary’s Duty
Management System

Owner

Force Resourcing
Manager

Timescale

Ongoing

Performance
Measure

Implementation of
essential
improvements

UPDATE
Investment in
training has
continued along
with further system
updates
implemented during
2008/09

Outcome

Improved user
satisfaction with the
system
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7.0 Resourcing

7.1 Workforce Modernisation

Activity

A Support the
development and
implementation of
the Workforce
Modernisation pilots
at Western and
Pennine Divisions

B Oversee the review
and possible
implementation of
revised shift
patterns

Lead

Force Resourcing
Manager

Force Resourcing
Manager

Timescale

Ongoing

March 2009

Performance
Measure

To be determined
once initiatives are
identified

UPDATE
Both pilots are well
established. An
evaluation has
been prepared for
consideration as to
the future for the
initiatives and its
impact county-
wide

Delivery of
recommendations
with an action plan
for implementation

UPDATE
Activity deferred
due to other
reviews within
Communications
and Custody

Outcome

Increased capacity
and capability

Improved resource
usage, capacity
and capability

7.2

Activity

A Identify, and
implement,
opportunities to
deliver, and exceed,
minority ethnic and
female recruitment
targets

B | To recruit and
appoint PC’s, DC's
and police staff in
order to achieve
Blueprint
requirements

C Neighbourhood
Policing
Recruitment
Initiative

Recruitment

Owner

HR Manager, HQ
Ops

HR Manager, HQ
Ops

HR Manager, HQ
Ops, and Divisional
Commanders

Timescale

March 2009

March 2009

March 2009

Performance
Measure

Meet targets
UPDATE
BME (6.5%) and
Female (40.5%)
recruitment
targets exceeded

Appointment of
PC’'s and DC'’s
UPDATE
Recruitment and
Selection
achieved

Numbers of
candidates and
recruits

UPDATE
Initiative failed to
have the impact
hoped for. Efforts
diverted to
enhancing the
nurtured list for
recruitment
‘windows’

Outcome

Improved
representation of
minorities

Closing of the gap

Improved
representation of
minorities
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D Secure
improvements to
recruitment
processes

E | Continued
monitoring of
employment data
as set out in the
Constabulary’s
Equality Schemes

HR Manager, HQ
Ops

Force Resourcing
Manager

March 2009

Ongoing

Implementation of
changes
UPDATE
Greater use of
electronic
capability has
been adopted for
the August
recruitment
‘window’. Also a
challenge
workshop has
identified further
possibilities

Active monitoring of
data at Strategic
Resourcing
Meetings

UPDATE
Ongoing

Improved
recruitment
processes

Fair and equitable
practices in relation
to recruitment and
selection processes

7.3 Promotion

Activity

A | Ensure that
programme of
promotion
processes meets
Force succession
planning
requirements and
forms part of overall
workforce planning

Lead

Force Resourcing
Manager

Timescale

Ongoing

Performance
Measure

Sufficient boarded
officers to meet
current and
projected
requirements
UPDATE
Promotion
processes have
successfully
achieved
succession
planning

Outcome

No substantive
vacancies at
Sergeant rank and
above
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8.0 Corporate Services

8.1 Policy Development

Activity

Ongoing review
and improvement of
all policies and
procedures either
owned by HR, or on
the horizon

Owner

HR Manager,
Corporate Services

Timescale

Ongoing

Performance
Measure

Prioritised policies
and procedures
revised and a
schedule for further
development
agreed

UPDATE
This remains an
ongoing process
whereby policies
have been
prioritised and
implemented

Outcome

Compliance with
legislation and
good practice

8.2 Secondments

Activity

Continue to develop
and support national
and international
secondments

Owner

HR Manager,
Corporate
Services

Timescale

Ongoing

Performance
Measure

Management
information on levels
and distribution of
secondments
UPDATE
Information is
made available to
the Police
Authority

Outcome

Meet obligations to
provide
opportunities and
support for our
staff

8.3 Performance, Development and Review

Activity

Maximise the
timeliness and
quality of PDR
following the
implementation of
user-friendly
improvements to
the PDR system

Owner

HR Manager,
Corporate Services

Timescale

Ongoing

Performance
Measure

Completion rate
and quality of
PDR'’s

UPDATE
System changes
have been
implemented.
Timeliness and
quality of PDR
remains subject to
scrutiny

Outcome

Improved
performance
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8.4 Diversity

Activity

Implement the HR
related aspects of
the Action Plan
arising from the
Disability and
Gender Equality
Schemes

Owner

HR Manager,
Corporate Services

Timescale

Ongoing

Performance
Measure

Delivery of activities
outlined within the
DES and GES
Action Plans
UPDATE
Action plans
remain within the
timescales

Outcome

Compliance with
scheme obligations

Maximise the
potential and
opportunities for all
staff

8.5 Learning and Development

Activity

Support the
implementation of
the Learning and
Development
Strategy

Owner

HR Manager,
Corporate Services

Timescale

March 2009

Performance
Measure

Implementation of
the of the HR
elements of the
agreed action plan
UPDATE
The HR function
continues to
support Learning
and Development
under the
collective
governance of the
People Portfolio

Outcome

Improved learning
development to
support the delivery
of organisation
objectives
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9.0 Occupational Health, Safety and Welfare (OHSW)

9.1 Attendance —the management of health

Objective/target

Ensure managerial
compliance with the
Attendance Policy in
order to deliver
sickness targets and
make best possible
use of resources
available to us

Review activities
within Attendance
Palicy in order to
address apparent
seasonal increases in
police staff sickness

Sustaining low levels
of ill-health retirement
in order to make best
possible use of
resources available to
us

Owner

o Chief Officer
(People)

e Head of HR

e OHSW staff

e Divisional
Commanders

e Heads of
Departments

e HR Managers

e Chief Officer
(People)

e Head of HR

o OHSW staff

e Divisional
Commanders

e Heads of
Departments

e HR Managers

e Chief Officer
(People)

e Head of HR

o OHSW staff

e HR Managers

Timescale

Ongoing

Ongoing

Ongoing

Performance
Measure

Fewer than 8.5 lost
working days per
year for both police
officers and police
staff

UPDATE
Police: Annual
equivalent of 6.0
days

Police Staff:
Annual equivalent
of 8.7 days

Fewer than 8.5 lost
working days per
year for both police
officers and police
staff

UPDATE
New Attendance
Policy introduced
and additional
measures put in
place

10 or less ill-health
retirements for police
officers

UPDATE
Police: 9ill-health
retirements

6 or less ill-health
retirements for police
staff

UPDATE
Police staff: 3ill-
health retirements

Outcome

Sustain/ reduce level
of sickness absence

Assisting earlier
return to work

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

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

Improve the
availability and access
to health and safety
information

Work in partnership
with the HSE to agree
recommendations for
implementation
following a ‘stress’
inspection

Owner

e Chief Officer
(People)

e Head of HR

e ForceH&S
Adviser

e H & S Officers

e HR Managers

Force H & S Adviser

e Chief Officer

(People)
e Head of HR
e ForceH&S
Adviser

e H & S Officers
e HR Managers

Timescale

Ongoing

Ongoing

Ongoing

Performance
Measure

Feedback from the
Health and Safety
Executive
UPDATE
Positive feedback
from the HSE
following the
Display Screen
Equipment (DSE)
inspection of
Southern Division
and the control of
contractors
‘inspection’ at HQ

Stable accident rate
UPDATE
Remaining stable

Feedback from the
Health and Safety
Executive
UPDATE
Although the
feedback from the
HSE has been
positive, it is
recognised that
further
improvements can
be achieved, e.g.
feedback following
DSE inspection

Feedback from the
Health and Safety
Executive

UPDATE
Positive feedback
from the HSE
regarding progress
following the
inspection

Outcome

Compliance with
legislation

Stable accident rate

Improved safe
systems of work

Compliance with
legislation

Sustain/ reduce level
of sickness absence
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Lancashire
POLICE AUTHORITY

Your County, Your Police, Your Say

ITEM 11

HUMAN RESOURCES COMMITTEE

8 JULY 2009

PART |

HEALTH SERVICES ‘HEALTHY POLICE SERVICE’ PLAN FOR 2008/09
(Appendices A — F refer)

Issue for Consideration

An update of the Health Services ‘Healthy Police Service’ Plan for 2008/09.
Information

Progress against the action plan is as outlined below:

1. Attendance: sickness targets

Deliver sickness targets and make best possible use of resources available.
The sickness information is summarised in graphs at Appendices A, B, C and D.

Police officers

Total for the year to date: 6.0 lost working days per officer
Target for the year: fewer than 8.5 days

Police staff
Total for the year to date: 8.7 lost working days per staff member
Target for the year: fewer than 8.5 days

Further analysis of sickness

Police Officer sickness performance for 2008/09 was exceptional. The impact of such low levels
of sickness is significant. When compared to 2003, when sickness levels were approximately 11
days per officer, improvements equate to the equivalent of approaching 100 additional officers
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available every day. Previous HR Committee updates have considered the reasons for these
improvements, but much can be attributed to a highly motivated workforce and team ethic
supported by an interventionist approach to the management of attendance. Most notable is the
intervention by the ACC People, and Head of HR who between them, chaired more than 150 case
conferences with individuals, supported by their Trade Union, or Police Federation representative.

Although it is disappointing to be above the 8.5 day target for police staff, performance does
equate to the second lowest recorded annual figure, with the annual trend steadily downwards
from the highs of nearly 14 days in 2002/03.

In summary, police officer sickness performance is excellent with police staff sickness, appearing
to be disappointing by comparison. That said, when placed into the context of recent years, and in
comparison to other public sector bodies, including other police services, police staff sickness is
more favourable. The Constabulary will continue to strive for improvements and will look for every
opportunity to achieve this year's, and future years’ targets.

2. lll-health retirements
Sustain low levels of ill-health retirement in order to make best possible use of resources available
2.1 Police

The Constabulary ill-health retired 9 police officers during 2008/09, which was within its budgeted
provision of 10. Although this is an increase on 2007/08 (7 ill-health retirements), relatively
speaking, the rate of ill health retirement remains low and remains a legitimate early release option
when managed appropriately by the Constabulary.

2.2 Police staff

The Constabulary ill-health retired 3 members of police staff during 2008/09, which was within its
budgeted provision of 6. This is decrease on 2007/08 (4 ill-health retirements) and, as with police
officers, the rate of ill health retirement remains low and is well managed.

2.3 Use of Police Authority Decision Making Delegated to the Constabulary

In October 2007, on the recommendation of the Resources Committee, the Police Authority
delegated authority to the Chief Constable, to deal with a range of matters under the Police
Pension Regulations, and Police Injury Benefit Regulations. In approving the delegations, the
Authority agreed that an Annual Report should be presented to the Authority setting out details on
the use of the delegated powers, and the financial implications of the decisions. For the year
2008/09, the update is as follows:

Police Pension Regulations 1987

e Regulation A20 - Compulsory retirement on the ground of disablement (decision made by
Chief Constable).

Nine officers were retired. For the purposes of the Costed HR Plan, the budgeted cost is
approximately £621,000.

e Regulation H1 - Reference of medical questions e.g. is an officer disabled/ permanently
disabled? (decisions made by Chief Officer responsible for HR portfolio).
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Sixteen decisions made to refer under H1. Six of these referrals resulted in Regulation
A20 decisions, see above. (NB. The remaining 3 of the 9 Regulation A20 decisions, were
as a result of Regulation H1 referrals being made in the period 2007/08). Of the other ten
Regulation H1 referrals, two of them resulted in a retirement in 09/10, four were declined,
one was referred (with A20 pending), one was referred (result is pending) and two were
approved for entittlement to deferred benefits.

Police Pension Regulations 2006

e Regulation 8 - Eligibility for pension awards payable on the ground of permanent
disablement (decisions made by Chief Officer responsible for HR portfolio).

Delegation used on four occasions. This Regulation relates to new recruits accessing the
New Police Pension Scheme. All have been successful.

Police (Injury Benefit) Requlations 2006

e Regulation 30 - Reference of medical questions e.g. is a retired officer eligible for an injury
award? (decisions made by Chief Officer responsible for HR portfolio).

Delegation used on four occasions. This Regulation relates to injury applications. One
application was successful.

e Regulation 32 - Further reference to medical authority (decisions made by Chief Officer
responsible for HR portfolio).

Delegation used on two occasions. This Regulation relates to occasions when there is
additional information to permit a supplementary injury application.

Summary

The Constabulary remain confident with regard to its management of ill-health — not just ill-health
retirements but attendance management.

The Joint Constabulary/Police Authority Protocol for the Effective Management of Ill-health
appears to be working well — and each case has been undertaken in a fair, consistent and timely
fashion with the required level of independence in the decision taking.

The Constabulary has worked closely with the Staff Associations, and the Police Authority where

appropriate, to ensure that regulations, guidance and procedures do not create unnecessary
delays to the decision-making processes.

3. Health and Safety: continuous improvement of health and safety
management

Continue to develop and improve health and safety management throughout the Constabulary in
line with the principles agreed with the Health and Safety Executive.
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Key developments since last update
Accident statistics
Attached to this report is information on accident statistics as well as an update / analysis of the

statistics (Appendices E and F). The analysis includes a breakdown of accidents leading to more
than three days’ sickness absence, as well as any major (schedule 1) accidents.

Health and Safety Executive (HSE)

Control of contractors ‘inspection’

The Constabulary’s Health and Safety Executive Inspector visited the Constabulary on 30 March
2009 and met with the Head of HR, and the Head of Facilities Management. The purpose of the
visit was to support the HSE Construction Inspectors’ initiative relating to the control and
management of contractors undertaking relatively small refurbishments.

The Inspector wanted to be satisfied that the Constabulary had suitable controls in place for the
management of contractors, and worked through the practicalities associated with a recent
refurbishment within the Ellis Building at Police Headquarters. During a critical interview the
Constabulary was able to demonstrate evidence of appropriate policy, organisation, planning and
implementation, monitoring, audit, and review. However, it is recognised that as with all other
activities associated with the management of health and safety it is essential to seek opportunities
for improvements. Accordingly, it was agreed to:

Develop a formal control of contractors policy

Brief the Executive Health and Safety Committee

Ensure that there is a shared understanding of roles and responsibilities

Prepare for any future, local inspection, by the HSE to test the application of the policy.

Decision Required

To note the report.

Background Papers

None

Report Author

Name: Ashley Judd
Rank: Head of Human Resources
Organisation:Lancashire Constabulary 2 01772 410362
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APPENDIX A

FORCE TOTAL - AVERAGE DAYS LOST PER MONTH

Jun Jul \ Aug  Sep

Average 07/08 0.61 0.60 0.62 0.66 0.71 0.69 0.72 0.67 0.72 0.76 0.66 0.60 8.03
Average 08/09 0.58 0.52 0.48 0.45 0.42 0.45 0.47 0.48 0.64 0.53 0.50 0.50 6.0
Current Target 0.71 0.71 0.71 0.71 0.71 0.71 0.71 0.71 0.71 0.71 0.71 0.71 8.50
Police Dfficers
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FORCE TOTAL - AVERAGE DAYS LOST PER MONTH

APPENDIX B

Page 2 of 14

Nov
Average 07/08 0.65 0.69 0.70 0.79 0.76 0.64 0.78 0.85 0.87 0.91 0.64 0.65 8.93
Average 08/09 067 | 074 | 067 | 075 | 072 | 073 | 080 | 0.74 | 0.82 | 0.77 | 0.67 | 0.69 8.7
Current Target 0.71 0.71 0.71 0.71 0.71 0.71 0.71 0.71 0.71 0.71 0.71 0.71 8.50
Police Staff
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APPENDIX C

AVERAGE DAYS LOST PER MONTH - DIVISIONS
Jul- Aug- Sep- Oct- Nov- Dec-

Division 08 08 08 08 08 08
A 0.71 0.45 0.28 0.38 0.34 0.46 0.40 0.45 0.44 0.36 0.33 0.36 4,96
B 0.61 0.48 0.53 0.53 0.53 0.57 0.57 0.38 0.72 0.44 0.44 0.56 6.37
2 C 0.77 0.83 0.70 0.54 0.48 0.53 0.57 0.50 0.84 0.58 0.59 0.74 7.65
'("j D 0.53 0.47 0.83 0.68 0.74 0.52 0.64 0.59 0.82 0.77 0.84 0.73 8.15
g E 0.50 0.61 0.47 0.50 0.49 0.51 0.54 0.67 0.68 0.54 0.53 0.45 6.49
8 F 0.51 0.55 0.44 0.28 0.29 0.24 0.26 0.30 0.41 0.53 0.53 0.40 4,73
8 G 0.49 0.35 0.24 0.25 0.13 0.14 0.27 0.30 0.69 0.54 0.40 0.27 4.06
a H 0.44 0.12 0.26 0.34 0.34 0.50 0.53 0.73 0.78 0.74 0.46 0.74 5.99
HQ 0.34 0.50 0.38 0.56 0.46 0.67 0.48 0.47 0.32 0.39 0.26 0.16 4,98
FORCE 0.58 0.52 0.48 0.45 0.42 0.45 0.47 0.48 0.64 0.53 0.50 0.50 6.0
Police Dfficers
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APPENDIX D

AVERAGE DAYS LOST PER MONTH - DIVISIONS

Jun- Jul- Aug- Sep- | Oct- Nov-
Division 08 08 08 08 08 08
A 0.79 0.92 1.04 1.06 0.92 0.70 111 0.96 111 1.15 1.05 0.88 11.68
B 0.60 1.01 0.87 0.82 0.65 0.62 0.80 0.51 0.43 0.52 0.51 0.35 7.70
o C 0.98 0.93 0.56 0.90 112 1.07 1.08 1.07 1.10 0.98 0.84 0.81 11.44
E D 0.92 0.77 0.75 0.83 1.00 1.01 1.23 1.09 1.16 0.78 0.67 0.76 10.97
@ E 0.60 0.72 0.61 0.68 0.57 0.67 0.62 0.73 0.84 0.76 0.61 0.79 8.20
= F 0.61 0.58 0.52 0.60 0.36 0.53 0.57 0.70 0.61 0.50 0.63 0.80 7.00
O G 0.85 091 0.66 0.60 0.84 0.69 0.58 0.56 0.61 0.75 0.52 0.64 8.21
H 0.28 0.09 0.05 0.05 0.00 0.07 0.13 0.00 0.36 0.31 0.07 0.38 1.78
HQ 0.41 0.51 0.56 0.70 0.63 0.74 0.71 0.60 0.81 0.79 0.65 0.59 7.70
FORCE 0.67 0.74 0.67 0.75 0.72 0.73 0.80 0.74 0.82 0.77 0.67 0.69 8.7
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Appendix E

ACCIDENT STATISTICAL ANALYSIS
Period - Jan 2009 to end March 2009

Performance Indicators

o To reduce the number of over 3 day on-duty accidents.

o0 The figure for 2007/08 was 101
o The figure for 2008/09 was 80

o To reduce the total number of on-duty Accidents

o The figure for 2007/08 was 1,115
0 The figure for 2008/09 was 1,212

o To reduce the total accident rate*

o For 2007/08 the accident rate was 15,510 per 100,000 employees
o For 2008/09 the accident rate was 16,569 per 100,000 employees

Definition of Terms

* A formula which uses the total accidents recorded, divided by the establishment”
figure of the force and multiplied by a factor of 100,000.

* the establishment (police, police staff, specials and volunteers) is based on a figure
produced in accordance with Home Office Guidelines.

Reportable accidents include deaths, major injuries at work, accidents requiring
treatment at hospital and absence resulting from an accident over 3 days.

1. TOTAL Accidents Comparison of last quarter of 2007/08 and 2008/09

Category Jan to Mar 2008 Jan to Mar 2009
Minor Injuries 223 291
Major (Schedule 1) 3 1
Accidents
Over 3-Day Accidents 17 13
Total Accidents (On Duty) 243 305

Total Accidents 298 348




. Analysis of Accidents leading to a period of absence — 2008/09 — Otr 4

Points of interest

3 people were absent due to “Handling lifting or carrying” accidents

1 person was absent after being “Hit by a moving vehicle”

3 people were absent after being “Hit by a moving, flying or falling object”
2 people were absent after they “Hit something fixed or stationary”

1 person was absent after being “Injured by an animal”

5 people were absent due to a “Physical assault by a person”

3 people were absent after a “ Slip, trip or fall” accident.

2 people were absent due to “Other Accidents”

. Major (Schedule 1) Accidents — 2008/09 — Otr 4

Division Days Absent Description

Western 47 PCSO tripped and fell whilst in a police station

. Over 3-day Accidents — 2008/09 — Otr 4

Division A[l?)?é?\ t Description
Western 11 Officer injured shoulder during training exercise
‘ 17 Officer trapped hand in door causing injury
‘ 5 Officer injured when ceiling collapsed in fire damaged building
‘ 66 Officer injured knee whilst attempting to arrest an offender
‘ 9 Officer hit on head by flower vase whilst arresting an offender
‘ 97 foicer ltripped Iwhilst carrying public order kitbag down stairs
in a police station.
Northern 13 Officer injured back and neck whilst escorting an offender
‘ 18 Officer sustained stress injury to wrist
‘ 7 Officer injured back during a struggle with an offender
Southern 15 Officer was kicked whilst arresting an offender.
Eastern 8 Officer sustained injury to hand whilst arresting an offender
‘ 6 Officer has injured hamstring during support unit training
G - Crime 91 to date | Officer injured during public order training session




5. Physical Assault Data — 2008/09 — Otr 4

Division A[t))?é?]t Description
Western 66 Officer injured knee whilst attempting to arrest an offender
‘ Officer hit on head by flower vase whilst arresting an offender
Northern 7 Officer injured back during a struggle with an offender
Southern 15 Officer was kicked whilst arresting an offender.
Eastern 8 Officer sustained injury to hand whilst arresting an offender
6. PCSO Data —2008/09 — Qtr 4
Division DETE Description
Absent
Western 47 PCSO tripped and fell whilst in a police station
Eastern 2 PCSO injured eye whilst training for search duties

7. Officer Safety/Public Order Training Data — 2008/09 — Otr 4

Of the 4 officer safety/public order training accidents that resulted in absence:
e 1 officer was injured whilst taking part in search training;
e 3 officers were injured whilst taking part in defensive techniques;

Division Days Absent Description
Western 11 Officer injured shoulder during training exercise
Eastern 6 Officer injured hamstring during support unit training
‘ 2 PCSO injured eye whilst training for search duties
G - Crime 91 to date |Officer injured during public order training session




Accident Totals Year 2008 to 2009

Appendix F

On Duty — by Division

Type Of Accident Western Northern Southern Central Eastern Pennine Crime Operations HQ foral
Contact with Moving Machinery 1 1
Hit by Moving/Falling Object 9 5 13 7 8 9 3 6 7 67
Hit by Moving Vehicle 5 1 3 1 1 3 2 3 3 22
Hit Something Fixed/Stationary 8 7 13 5 6 12 3 3 4 61
Handling, Lifting & Carrying 27 22 18 11 9 11 6 6 13 123
Slips, Trips & Falls on level 24 20 21 25 35 26 10 8 15 184
Fall from Height 7 2 6 3 1 1 20
Trapped by Collapse 0
Drowned or Asphyxiated 0
Contact with Harmful Substance 1 1 3 8 2 1 3 19
Exposed to Fire 1 1
Exposed to Explosion 0
Contact with Electricity 2 2
Injured by an Animal 4 10 6 4 10 6 7 47
Physical Assault by a person 80 45 111 69 38 48 7 1 399
Other Accident 40 18 19 9 24 13 3 2 5 133
Airwave 1 4 28 100 133
ON BUTY ACCIDENT SUB-TOTAL 207 135 235 139 233 137 31 46 49 1212
Fatal Accidents 0
Major (Schedule 1) Accidents 1 1 3 1 2 1 9
Over 3 Day Accidents 28 9 8 8 10 7 4 2 4 80
Minor Accidents 176 124 223 130 221 129 27 44 45 1119
Reportable Disease 1 1 1 3
Total Accidents (On Duty) 206 135 235 139 233 137 31 46 49 i
Total Accidents (Off Duty) 53 20 32 22 31 18 12 7 14 209
259 155 267 161 264 155 43 53 63 1421

TOTAL ACCIDENTS




Accident Totals Year 2008 to 2009

On Duty - by Month 2008 2009 S
Type Of Accident APR MAY JUNE JULY AUG SEPT OCT NOV DEC JAN FEB MAR

Contact with Moving Machinery 1 1
Hit by Moving/Falling Object 8 8 10 4 7 5 7 1 6 67
Hit by Moving Vehicle 3 2 1 2 1 2 2 1 22
Hit Something Fixed/Stationary 7 6 2 5 6 7 8 6 61
Handling, Lifting & Carrying 9 16 15 16 8 11 11 7 7 8 7 8 123
Slips, Trips & Falls on level 9 24 19 10 12 9 15 14 22 18 12 20 184
Fall from Height 2 2 1 3 2 2 5 1 1 20
Trapped by Collapse 0
Drowned or Asphyxiated 0
Contact with Harmful Substance 1 2 2 3 1 2 2 6 19
Exposed to Fire 1 1
Exposed to Explosion
Contact with Electricity 1 1 2
Injured by an Animal 3 4 2 8 6 4 2 1 3 6 3 5 47
Physical Assault by a person 27 37 25 33 41 38 29 33 36 32 37 31 399
Other Accident 3 10 7 10 20 16 16 9 7 15 8 12 133
Airwave 1 13 10 15 58 6 11 1 1 10 7 133
ON DUTY ACCIDENT SUB-TOTAL 73 114 95 114 153 97 99 80 92 103 89 103 1212
Fatal Accidents 0
Major (Schedule 1) Accidents 2 2 2 2 1 9
Over 3 Day Accidents 8 7 4 7 6 12 5 9 9 3 4 6 80
Minor Accidents 64 104 91 107 145 84 93 69 81 99 85 97 1119
Reportable Disease 1 1 1 3
Total Accidents (On Duty) 73 114 95 114 153 97 99 80 92 103 89 103 1212
Total Accidents (Off Duty) 13 15 18 32 15 20 16 14 23 19 11 13 209
TOTAL ACCIDENTS 86 129 113 146 168 117 115 94 115 122 100 116 1421




Accident Totals Year 2007 to 2008

On Duty 2007 2008 Total
Type Of Accident APR MAY JUNE JULY AUG SEPT OCT NOV DEC JAN FEB MAR

Contact with Moving Machinery 1 1 3
Hit by Moving/Falling Object 5 3 10 3 3 8 7 3 6 5 71
Hit by Moving Vehicle 3 4 3 3 3 2 2 2 4 3 37
Hit Something Fixed/Stationary 7 4 10 2 8 7 10 8 7 7 6 82
Handling, Lifting & Carrying 8 8 10 7 7 10 14 15 8 6 5 8 106
Slips, Trips & Falls on level 19 10 15 10 14 12 12 13 15 9 11 13 153
Fall from Height 6 3 1 1 1 1 1 1 2 1 18
Trapped by Collapse 0
Drowned or Asphyxiated
Contact with Harmful Substance 2 1 3 1 2 1 1 1 2 3 17
Exposed to Fire
Exposed to Explosion
Contact with Electricity 3
Injured by an Animal 7 2 6 3 6 3 1 2 2 2 42
Physical Assault by a person 40 35 36 41 43 35 32 42 34 26 28 31 423
Other Accident 12 12 11 16 8 6 16 12 16 12 136
Airwave 3 1 2 4 18 34
?gTIiLETY . 110 82 99 94 92 90 90 124 88 71 84 102 1126
Fatal Accidents 0
Major (Schedule 1) Accidents 1 2 1 3 5 23
Over 3 Day Accidents 14 12 13 14 8 107
Minor Accidents 94 70 87 84 e 83 76 106 e 65 78 91 988
Reportable Disease 1 2 1 1 3 8
Total Accidents (On Duty) 110 82 99 94 92 90 90 124 88 71 84 102 1126
Total Accidents (Off Duty) 17 23 24 26 28 26 22 20 24 21 23 25 279
TOTAL ACCIDENTS 127 105 123 120 120 116 112 144 112 92 107 127 1405




Lancashire
POLICE AUTHORITY

Your County, Your Police, Your Say

ITEM 14
HUMAN RESOURCES COMMITTEE

8 JULY 2009

PART |

QUARTERLY PERFORMANCE BULLETIN

Issue for Consideration

Monitoring of the Quarterly Performance Indicators.

Information

The Committee has responsibility for monitoring performance information in relation to human
resources matters including statutory and local performance indicators.

The Performance Bulletin covering the period April 2008 to March 2009 has been forwarded
to Members under separate cover and Members are asked to bring their copy of the bulletin
with them to the meeting.

The relevant Indicators for this Committee with quarterly monitoring data are:

SPI 13.1 on page 9 of the snapshot.

SPI 13.2 on page 9 of the snapshot and page of 27 of the quarterly performance report.

SPI 3.1 on page 9 of the snapshot.

SPI 3.2 on page 9 of the snapshot.

Local Indicator 22 on page 10 of the snapshot.

Local Indicator 25 on page 10 of the snapshot.

Local Indicator 48 (a) on page 10 of the snapshot and page 28 of the performance report.

Local Indicator 48 (b) on page 10 of the snapshot and page 28 of the performance report.

Local Indicator 40 on page 10 of the snapshot.

Local Indicator 41 on page 10 of the snapshot.
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Decision Required

The Committee is asked to consider the performance in respect of the relevant indicators allocated

to the Committee.
Background Papers
None

Report Author

Name: Lizzie Heath
Organisation: Lancashire Police Authority
2 (01772) 533589
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