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SUMMARY:     
 
 
1. Meetings of the Accountability and Performance Panel will receive update reports on 

the collaboration programme.  It has been agreed that each report will focus on a 
particular department/area of collaboration.  

 
2. This report will focus on the collaboration within Human Resources. 
 
 
 
 

 

RECOMMENDATION:     
 
 
1. The Accountability and Performance Panel is asked to note the content of this report. 
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1. KEY ISSUES FOR CONSIDERATION: 
 

1.1. Meetings of the Accountability and Performance Panel will receive update reports on 
the collaboration programme.  It has been agreed that each report will focus on a 
particular department/ area of collaboration.  

 
1.2. This report will focus on the collaboration within Human Resources, which 

commenced in January 2011. 
 

1.3. Human Resources (HR) encompasses a wide portfolio which includes HR Service 
Delivery, HR Operations, Resource Management Unit and Learning and 
Development and all of these functions are collaborated and report to one joint head 
of department. 
 

1.4. A series of initiatives and projects are being progressed across the portfolios and an 
update on each of these in set out in paragraphs 1.5 through to 1.44. 

 
1.5. Fitness Testing 

 
1.6. Recommendation 33 of Tom Winsor’s part 2 report on Police Officer Remuneration 

and Conditions specified the introduction of a fitness test from September 2013 for all 
police officers required to undertake personal safety training.  Officers who fail the 
test have a period of one year to improve their fitness and pass the test before any 
action is taken to address this. 
 

1.7. Work to implement the recommendation has been progressing, with Learning and 
Development and Occupational Health progressing a number of support mechanisms 
for officers to prepare them for the test and promote overall health and fitness.  
These support measures include drop-in health check sessions, and advice sessions 
on personal fitness plans with the Personal Safety Trainers. 
 

1.8. It is intended to pilot a Bleep Club support group aimed at supporting police officers 
through the Winsor fitness test and providing all officers and staff with an avenue to 
improve their aerobic fitness through jogging/running.  The sessions will be for all 
abilities and are anticipated to commence in January 2014. 
 

1.9. Current data identifies that overall fitness levels for Suffolk officers is to a high 
standard.  The joint force policy entitled ‘Fitness Testing of Serving Officers’ is 
currently out for consultation. 
 

1.10.  Health and Wellbeing Services 
 

1.11. The new joint Occupational Health and Wellbeing service was launched in 
September 2012.  As well as the traditional focus on occupational health support, the 
service promotes a proactive approach to health and wellbeing, and offers a range of 
initiatives to support this.  
 

1.12. Proactive mobile health screening is an ongoing initiative that has been running daily 
from the 14 October 2013 across Suffolk and Norfolk and supported by Police 
Mutual. Police officers and police staff attend pre-booked health screening 
appointments to have health measures such as blood pressure, cholesterol and body 
mass index assessed with appropriate referral for proactive intervention as 
appropriate.  Uptake has been good with 18 daily appointments being filled. 
 

1.13. An in house Sports Therapy service has been launched in Suffolk to support police 
officers and police staff with physical aches and pains.  One of the in house PST 
instructors is providing interventions for all employee groups which have proved very 
popular. 



 
NOT PROTECTIVELY MARKED 

3 
 

 
1.14. Trauma Risk Incident Management (TRiM) is being implemented in Suffolk at 

practitioner level.  TRiM is utilised by the military to intervene with colleagues who 
have been exposed to a significantly traumatic incident where there exists a 
conceivable risk that they could develop long term psychological issues as a result.  
TRiM provides support to normalise reactions to stress and early referral 
interventions to specialists if required.  The Constabulary is in the procurement 
stages of this project having been given the green light to progress. 
 

1.15. The newly launched proactive Wellbeing Zone offered to Suffolk and Norfolk 
employees has reached 877 members. 
 

1.16. Financial wellbeing sessions have been offered in Suffolk, with Police Mutual in 
attendance to provide information on pensions and personal finance. 
 

1.17. Resource Management Unit 
 

1.18. Since April 2013 the Suffolk Resource Management Unit (RMU) has been 
progressing an incremental move to a new model of service delivery, which entails 
moving away from a largely administrative function to a centralised planning function.  
This has effectively freed up time for first line supervisors as they are no longer 
required to spend time planning resources in their areas. 
 

1.19. The RMU operates a forward planning model whereby resources are allocated well in 
advance to ensure visible policing is appropriate and officers and staff are in the right 
place at the right time 
 

1.20. The RMU has also been able to respond effectively to national policing resource 
requirements including high profile events such as the fracking disorder in Surrey and 
the Orange Marches in Northern Ireland. 
 

1.21. Pay Modelling and Job Evaluation 
 

1.22. Role measurement of jobs in Suffolk has been completed, and the focus of the last 
few months has been on pay modelling to produce workable solutions in terms of a 
joint grading structure. 
 

1.23. Initially, six pay models were considered and this has been narrowed down to three 
options, each of eleven grades, all of which meet the requirements of Equal Pay 
Legislation. 
 

1.24. These options were presented to the Joint Chief Officer Team (JCOT) on 28 October 
2013. As a result, some additional financial information has been requested around 
the cost of implementation and in particular costs going forward from 2014 to 2019.  
 

1.25. The HR team continues to work closely with Unison in relation to the Job Evaluation 
generally and Pay Modelling specifically. 
 

1.26. Change Tranches 
 

1.27. Tranche 8 of the programme of collaboration and change commenced on 24 October 
2013 with the Joint Collective Consultation meeting with Unison. 
 

1.28. Those functions/departments in Tranche 8 include Criminal Justice Services, 
Operational Business Support (management only) and Joint Performance and 
Analysis. 
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1.29. In view of the above, it has been necessary to place police staff ‘at risk’ in both 

Suffolk and Norfolk Constabularies at varying locations across the two counties. 
Following careful management of vacancies etc. over the period prior to Tranche 8, it 
is anticipated that actual redundancies, once the reorganisations/restructures are 
complete, will be kept to a minimum. 
 

1.30. Tranche 9 of the Change Programme is currently scheduled to commence during 
April 2014.  
 

1.31. Policy Harmonisation 
 

1.32. The HR policy harmonisation programme is rationalising the policy framework to 
create 39 new joint HR policies, which will be the result of the harmonisation of 76 
separate policies (45 from Suffolk, 31 from Norfolk, as well as three new policies). 
 

1.33. The harmonisation process includes consultation with all relevant stakeholders – 
including UNISON, Police Federation, IAGs and staff network groups and an equality 
impact assessment, prior to approval by Chief Officers at Joint Negotiating 
Consulting Committee (JNCC) and sign off by Legal Services. 
 

1.34. 15 joint policies have been published to date, with the remaining 24 policies at 
various stages of the consultation and drafting process. 
 

1.35. Enterprise Resourcing Project (ERP) 
 

1.36. The existence of two separate IT systems to aid people management across Suffolk 
 and Norfolk has presented additional challenges to the day to day work of the HR 
 Department, as well as to managers running joint units generally.  Over the coming 
 weeks and months HR will be working closely with the ERP project team to engage 
 in data cleansing, and development and implementation of the new ERP system.  
 The advice and expertise of subject matter experts in HR will be fundamental to the 
 success of the system and arrangements are currently being put in place to make 
 sure that appropriate HR staff are able to be released as required. 

 
1.37. Establishment and Recruitment 

 
1.38. Work is ongoing to harmonise recruitment activity between Suffolk and Norfolk. This 

will enable us to plan and run recruitment activity, assessment centres and intake 
tranches simultaneously. 
 

1.39. The Constabulary is currently recruiting for a positive action recruitment advisor to 
dedicate to the recruitment of applicants from minority groups within our community. 
The post is part time and will need to build strong and effective links with the 
community and use the expert knowledge from the Diversity team and community 
groups to encourage and support applications from under-represented groups. 
 

1.40. Management Information 
 

1.41. Work is under way to standardise the way in which important business data is 
presented for both Suffolk and Norfolk to ensure that managers of the officers and 
staff in collaborated units have access to the same information in a clear and 
consistent format. Sickness data is produced daily and managers have access to this 
information to enable timely and appropriate support to be offered and monitoring of 
sickness related absence. 
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1.42. Similarly, data on the number of restricted and recuperative officers has been 
harmonised so that Suffolk can accurately compare performance against Norfolk and 
against other forces within our Most Similar Force (MSF) group. 

 

1.43. Leadership and Professional Development 
 

1.44. Managing collaboration and leading people through change presents a challenge for 
our leaders, and the Learning and Development team are progressing a range of 
initiatives to build leadership capacity and confidence, and to offer improved 
development opportunities in an environment of reduced promotion opportunities.  
These initiatives are gathered into an overarching Leadership and Professional 
Development Strategy which will be presented to Chief Officers in the near future.  
Some examples include: 
 

 A pilot scheme called ‘Developing Potential’, launching in January 2014, which 
offers a tailored self-development Programme for employees from under-
represented groups; 

 

 Development of a Core Leadership Programme for officers and staff who are new 
to supervisory roles; 

 

 Development of an in-house coaching and mentoring resource; 
 

 Workshops for managers on the performance appraisal scheme, and how to 
identify talent in their teams; 

 

 Early development of a talent pipeline of Excelling Performers who will have 
access to enhanced development opportunities. 

 
1.45. Current Performance Issues 

 
1.46. There are currently no significant performance issues. 

 
1.47. Issues as a result of collaboration 

 
1.48. At present the key issues arising out of collaboration for HR relate to the need to 

harmonise systems, policies and working practices (such as recruitment processes).  
These issues have been highlighted earlier in this report and strategies are in place 
to address them.    
 

1.49. Current risks and actions undertaken to mitigate them 
 

1.50.  Peaks in workload associated with the change programme and the intense pace of 
recruitment and training activity around student officers, Specials and PCSOs carries 
a risk that demand may outstrip resources.  The management of change and 
recruitment are both potentially high risk activities in terms of the implications for the 
Force of mis-management of the change process and inability to process recruits.  
Resources are kept under constant review and any shortfalls which are impossible to 
meet in-house are raised with Chief Officers for consideration of additional temporary 
resources. 

  
2. FINANCIAL IMPLICATIONS:  
 

2.1 None. 
 

3. OTHER IMPLICATIONS AND RISKS:  

 
3.1 No changes are needed to the PCC risk register. 
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ORIGINATOR CHECKLIST (MUST BE COMPLETED) PLEASE STATE 

‘YES’ OR ‘NO’ 
 

 
Has legal advice been sought on this submission? 
 

 
No 

 
Has the PCC’s Chief Finance Officer been consulted? 
 

 
No 

 
Have equality, diversity and human rights implications been 
considered including equality analysis, as appropriate? 
 

 
Yes 

 
Have human resource implications been considered? 
 

 
Yes 

 
Is the recommendation consistent with the objectives in the Police 
and Crime Plan? 
 

 
N/A 

 
Has consultation been undertaken with people or agencies likely to 
be affected by the recommendation? 
 

 
N/A 

 
Has communications advice been sought on areas of likely media 
interest and how they might be managed? 
 

 
N/A 

 
In relation to the above, have all relevant issues been highlighted in 
the ‘other implications and risks’ section of the submission? 
 

 
N/A 

 

 
 
 
 

 


