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1 FORCE MANAGEMENT STATEMENT  
 
1.1 The 2019 Force Management Statement (FMS) outlines the key issues, threats and 

gaps in terms of demand and resourcing within the force over the next four years.  
 
1.2 As part of this process, Human Resources (HR), Resourcing, Learning and 

Development were asked to compile sections against the above outline. Workplace 
Health, Safety and Wellbeing also retains a section, but wellbeing is a thread that 
runs throughout the document. 

 
1.3  Within HR and Resourcing, the following areas were identified as being areas where 

the Constabulary may expect demand to rise on current levels 
 

 Policing Education Qualifications Framework (PEQF) – significant and numerous 
work streams ahead of expected introduction in October 2020; 
 

 Detective and Investigator Career Pathways – identification of a shortage of 
detectives which is consistent with the national picture. Work associated with the 
provision of the detective career pathways, and detective direct entry; 
 

 Specialist Skills – increased need for officers to have specialist skills. Whilst this 
impacts upon Learning and Development, there are also implications for the 
Resource Management Unit (RMU), given the number of abstractions from usual 
duties that require managing; 

 

 Mutual Aid – over the past three years there has been an increase in the number 
of mutual aid requests that the constabulary receives. Whilst this has an effect on 
the resourcing of the wider constabulary, this also has an effect in the work of the 
RMU; 
 

 Chief Officer Attraction – forces nationally are looking at ways to increase the 
number of applications for chief officer vacancies. 

 
1.4 The FMS also sets out how the constabulary (both workforce and other assets) will 

deal with the anticipated demand. These are detailed below for HR and Resourcing: 
 

 Investment in new technology – the constabularies (with Norfolk) have invested in 
the t-Police Recruitment System, which provides a platform for the constabularies 
to more effectively manage the recruitment process for police officers, police staff 
and the special constabulary. A go-live date is currently being established in line 
with the work related to the creation of the Shared Services Transactional Centre. 
The constabularies are also investing in an upgrade of the Duties Management 
System which will have enhanced functionality allowing improved working 
practices within the RMU; 
 

 As set out elsewhere in this paper, Equalities, Diversity and Inclusion is an area 
that the constabulary remains focused upon and the department’s Outcome 
Based Budgeting (OBB) submission for 2019/20 includes investment of a team to 
drive work in both forces; 
 

 Work is ongoing to improve processes associated with succession planning and 
the Performance and Development Review (PDR) process. The new process 
seeks to be less bureaucratic and ensure that better decisions are taken with all 
required information to hand. 
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1.5 In terms of gaps in meeting the anticipated demand which are identified in the FMS, it 
is acknowledged that even with the investment in Equalities, Diversity and Inclusion 
the constabularies’ provision is light in comparison with other regional forces. It is 
also the case that the combined effect of uplifted intakes prior to the introduction of 
PEQF will place strain upon the constabulary’s traditional attraction strategies. As 
described elsewhere in this paper, work is being undertaken to make the necessary 
adjustments to these. The effectiveness of these changes will be closely monitored to 
ensure that the number of new police officers appointed is in line with projections  

 
1.6 Within Learning and Development (L&D), the following areas were identified as being 

areas where the constabulary may expect demand to rise on current levels. The new 
Head of Learning and Development carried out a full review of demand and 
resources and a business case is being progressed for increased resources over the 
next three years. 

 

 Increased police officer recruitment activity – 85% of training delivery is centred 
around student constables, and therefore any increase to numbers has a ripple 
effect across the function; 
 

 Driver training – demand for this is increasing, there are new requirements for 
telematics compliance which is linked to the force’s motor insurance policy; 

 

 TASER – nationally there are significant changes to TASER, and as a result 
forces are able to increase the number of front line officers carrying TASER. 
There is also an upgrade which also requires a significant training input. Both of 
these changes will increase demand for TASER training with all existing TASER 
officer requiring a two day upskill package and those new to TASER requiring a 
three day programme; 

 

 Crime investigation standards – demand set to increase following the findings of 
previous inspections which have focused on crime standards of general response 
officers as well as specialists; 
   

 Learning Management System (LMS) – as the force rolls out the LMS, the need 
to develop an “in-house” Digital Design Team will be required. This is realised 
within phase two and three of the L&D business case. 

 
1.7 In terms of how the department will meet this increase in demand, the following was 

put forward within the FMS submission: 
 

 The proposed business plan will increase resources to 115 posts (joint with 
Norfolk) and will enable the force to provide improved capability for digital 
learning and a clear focus on growing capability to deliver digital learning 
packages through the LMS. A project board is in place within L&D, and the 
governance is through the People Board; 
 

 The Seven Force Collaboration have progressed a solution for driver skills data 
and have procured the Chronicle system; this will provide consistency amongst 
the seven forces and ensures compliance to the forces motor insurance policy; 

 

 In terms of TASER, it has been recognised that there are links between the 
delivery of personal safety, TASER training and its association with fast time 
decision making surrounding a subject’s physical and mental health. The future of 
TASER training will see opportunities to deliver programmes virtually and this is 
being scoped on a national basis.  
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1.8 Given the speed of the increase in demand for the department, it is anticipated that 
some gaps will remain in terms of meeting demand. Leadership Development 
capacity has been low over previous years, and whilst there are planned increases in 
resources in this area within the L&D business case, capacity in this area will still be 
limited. The Learning Management System will provide alternative opportunities for 
leaders and managers to develop in these areas.               

 
2. WORKFORCE ESTABLISHMENT AND STRENGTH 

 
2.1 The Suffolk Constabulary workforce position as at the end of April 2019 is shown 

below:- 
 

 As at 30th April 2019 

Police Officer Establishment (FTE) 1102 (up 22 on previous year) 

Police Officer Strength (FTE) 1131 (up 53 on previous year) 

PCSO Establishment (FTE) 46 (down 61 on previous year) 

PCSO Strength (FTE) 40 

Police Staff Establishment (FTE) 899 (down 7 on previous year) 

Police Staff Strength (FTE) 794 (down 6 on previous year) 

Special Constabulary (Headcount) 142 (down 34 on previous year) 

 
2.2 The total strength of all officers as at 30 April 2018 was 1130.6 FTE. This strength 

excludes the FTE of officers on secondments, both to the Eastern Region Specialist 
Operations Unit (ERSOU) (37.8 FTE) and out of force (11.0 FTE) and officers on 
career breaks (14.12 FTE).  

 
2.3 The table below shows the Force Establishment and Strength for police officers, 

broken down by department, including details in relation to substantive, temporary 
and acting strength. 

 
Establishment FTE

Strength FTE

Strrength higher than establishment

Strength lower than establishment

Difference in Total 

Establishment & 

Strength

0 0.00 1 1.00 3 3.00 3 2.00 22 16.80 76 47.33 487.00 503.07 592 573.20 -18.80

1.00 2.00 15.92 18.92 0.12

6.00 14.83 20.83 20.95

0 0.00 1 0.00 2 2.00 2 3.00 7 7.76 20 18.00 142.10 148.65 174.1 179.41 5.31

1.00 2.00 3.00 8.31

1.00 1.00 9.31

0 0.00 1 1.00 2 2.00 5 4.00 20 18.00 34 27.44 202.73 193.53 264.73 245.97 -18.76

1.00 3.00 3.00 7.00 -11.76

1.00 3.85 4.85 -6.91

0 0.00 0 0.00 1 0.00 1 1.00 4 4.00 29 30.00 17 19.47 52 54.47 2.47

0.00 2.47

1.00 1.00 3.47

3 2.00 0 0.00 0 0.00 0 0.00 2 1.00 5 5.90 9 11.00 19 19.90 0.9

1.00 1.00 1.9

0.00 1.9

3 2.0 3 2.0 8 7.0 11 10.0 55 47.6 164 128.7 858 875.7 1102 1073.0 -28.88

1.00 1.00 0.00 2.00 14.00 39.60 0.00 57.60 5.09%

 

Impact on strength if including secondments and career breaks

Total Secondments to ERSOU 37.83

Total Secondments out of Force 11

Total Career Break 14.12

Overall Total incl above 1193.5 91.67

County Policing 

(substantive)

Department Chief Officers Ch/Supt Supt Ch/Insp Insp Sgt Cons Total

Protective Services 

(substantive)

Crime Safeguarding & Incident 

Management 

(substantive)

Acting

Substantive Total

Temporary

Acting

Temporary

Joint Justice & Athena

(substantive)

Temporary

Acting

Temporary

Acting

Temporary

Acting

Others, incl.Exec, HR, PSD

Substantive

Substantive + Temporary + 

Acting Total

Number of Temporary and Acting 

Officers

3.00 3.00 7.00 12.00 1101.83 1130.55 28.7261.56 168.27 875.72
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2.4 In order to maintain the increased establishment of 1134, there will be an expected 
requirement to appoint 77 new recruits during the financial year. The force, however, 
is currently considering a potential uplift in new recruits prior to the implementation of 
PEQF which will then in turn increase this requirement.   

 
2.5 Police staff strength as at 30 April 2019 was 794 FTE against an establishment of 

899 FTE.  
 
2. DETECTIVE CAPABILITY 
 
2.1 The below table shows the number of established detective posts against the current 

strength. 
 

Number of Established Detective 
Posts 

265.32 FTE 

Current Strength in Detective Posts 252.3 FTE (excludes seconded officers) 

 
2.2 The Detective and Investigator Career Pathways Group is chaired by the Detective 

Chief Superintendent for Protective Services and is made up of managers from 
Safeguarding and Investigations, Criminal Justice, Joint Protective Services as well 
as Human Resources, Learning and Development, Police Federation and UNISON.  

 
2.3 The purpose of the group is to set recognised pathways for police officers to become 

accredited detectives and for police staff to become investigators as well as 
establishing progression pathways for existing detectives and investigators. The 
group has been ensuring that there is a consistent approach to training, progression 
and development within both constabularies.  

 
2.5  The group also has been monitoring the national risk around detectives, and looking 

at ways of attracting officers into this specialism within policing. To this end, the 
constabulary is delivering a further intake of fast track detectives in January 2020.  

 
2.4 In establishing clear pathways, the group is focusing upon workforce and succession 

planning in this area, using management information to assess vacancies, leavers 
and progress on pathway from officers and staff.  

  
3.  LIMITED DUTIES 
 
3.1 Recuperative duties are defined as “duties that fall short of full deployment, 

undertaken by police officers and staff following an injury, accident, illness or medical 
incident, during which the individual adapts to and prepares for a return to full duties 
and the full hours for which they are paid.” Adjusted duties are defined as “duties 
falling short of full deployment in respect of which workplace adjustments have been 
made to overcome barriers to working”.  It is therefore to be expected that the 
numbers of officers and staff on recuperative duties fluctuates more than the number 
of officers and staff on adjusted duties. 

 
3.2 As at 30th April 2018, there were 138 police officers carrying out recuperative duties 

and 29 carrying out adjusted duties.  
 
3.3 It should be noted that many individuals on recuperative or adjusted duties will be 

undertaking full police roles and adjustments may be minor. A new policy has been 
launched and work continues to ensure that all those who are on limited duties are 
categorised according to the new classification. Following the paper in March 2019, a 
further update on this process will be presented later in this financial year.     
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4. SICKNESS MANAGEMENT 
 
4.1 For the purpose of this paper, the reasons for sickness absence during 2018/2019 

have been categorised using the Dorset Twelve Sickness Reason classification, 
which establishes twelve categories of sickness absence. The below tables show the 
percentage of all sickness hours categorised by the twelve sickness categories: 

 
  Suffolk Police Officers 
 

Dorset 12 Sickness Categories 
 

 

01 – Headache and Migraine 1.67% 

02 – Ear and Eye 1.15% 

03 – Respiratory 10.16% 

04 – Cardiac or Circulatory or Metabolic 2.58% 

05 – Digestive Disorder 8.42% 

06 – Genito-Urinary or Gynaecological 2.67% 

07 – Musculo-skeletal 16.71% 

08 – Skin 2.83% 

09 – Infectious Diseases 1.47% 

10 – Nervous Systems Disorders 2.26% 

11 – Psychological Disorders 33.03% 

12 – Miscellaneous 17.03% 

 
 Suffolk Police Staff 
 

Dorset 12 Sickness Categories 
 

 

01 – Headache and Migraine 2.83% 

02 – Ear and Eye 0.90% 

03 – Respiratory 15.35% 

04 – Cardiac or Circulatory or Metabolic 1.47% 

05 – Digestive Disorder 10.56% 

06 – Genito-Urinary or Gynaecological 4.04% 

07 – Musculo-skeletal 14.77% 

08 – Skin 1.26% 

09 – Infectious Diseases 0.10% 

10 – Nervous Systems Disorders 0.89% 

11 – Psychological Disorders 26.86% 

12 – Miscellaneous 20.95% 

 
4.2 Amongst police officers, the highest category of sickness absence during 2018/2019 

was that of psychological disorders, with 33% of sickness absence being attributed to 
this category. This represents a slight increase on the previous financial year. Whilst 
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the proportion is lower amongst police staff, 22% of sickness was categorised as 
being related to psychological disorders which is around 4% higher than the previous 
financial year. 

 
4.3 Sickness within the Constabulary is measured by the number of hours which were 

recorded as sickness against the number of available contracted working hours. The 
full year position for Suffolk Police Officers was 3.97%. This was 1.02% lower than 
the previous financial year,  

 
4.4 The full year position for Suffolk Police Staff was 4.33%. This was 0.27% lower than 

the previous financial year. The most recent national Health and Wellbeing at Work 
Survey shows that nationally there has been a reduction in sickness absence in the 
last year, but that the reduction has been “much smaller in the public sector”1.  

 
5.  RECRUITMENT AND ATTRACTION 
 
5.1  To manage the resourcing challenges of Police Officer recruitment the Constabulary 

continually develops attraction plans to ensure we maintain a strong candidate base 
to progress through the recruitment and assessment processes. There are regular 
meetings taking place to focus on the marketing and attraction strategies. Social 
media platforms (Facebook, Twitter, and LinkedIn) are all now used regularly as part 
of recruitment campaigns.  

 
5.2 From May 2018 to March 2019 the recruitment lines for police constables were open 

permanently. Details in relation to application numbers are to be found within the 
diversity section of this report.  

 
5.3 As part of the current recruitment campaign, the Constabulary is working to improve 

its social media reach in relation to the most recent recruitment campaign, including 
the establishing of a LinkedIn page, adopting a more corporate approach to postings 
on the Constabulary’s Facebook and Twitter accounts, ensuring messages are 
relevant and are representative of the image that the Constabulary wishes to portray. 
The external website has also been improved to ensure that messages around 
recruitment campaigns are displayed more prominently, and external advertising in 
the local newspapers is being explored using the improved corporate branding. 

 
5.4 It is hoped that these measures, as well as increasing the Constabulary’s presence 

at from a recruitment perspective at events such as the Suffolk Show, the Suffolk 
Careers Fair, PRIDE and large recruitment events at PHQ will lead to increased local 
community engagement and a greater number of applications from across the 
county, including from underrepresented groups. This work is important in terms of 
developing the Constabulary’s brand and becoming an employer of choice in the 
future. 

 
5.5 The Constabulary’s promotion processes are currently being reviewed and staff 

support associations have been invited to provide feedback on the processes to 
identify what they feel could be barriers to officers applying and progressing. 

  
5.6 Phanuel Mutumburi, Business and Operations Director from Ipswich and Suffolk 

Council for Racial Equality (ISCRE), was an integral part of the selection panel for 
Chief Superintendent and Superintendent processes to add transparency and better 
enable confidence and fairness in the system and  Independent members will 
continue to form part of future promotion processes.  

 

                                                      
1
 https://www.cipd.co.uk/Images/health-and-well-being-at-work-2019_tcm18-55881.pdf  

https://www.cipd.co.uk/Images/health-and-well-being-at-work-2019_tcm18-55881.pdf
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6. LEARNING MANAGEMENT SYSTEM 
 
6.1 The Learning and Development Department have been working on the delivery of the 

new Learning Management System (LMS) which will provide alternative opportunities 
for leadership development and enable a cultural change of learning packages which 
are not classroom based.  

 
6.2 The first areas of training which will be influenced by the introduction of the LMS will 

be Specials Training. In terms of Specials Training, this will allow the training to be 
delivered in a way which is less intrusive to prospective Special Constables. This will 
be delivered during the summer of 2019. 

  
9. WORKPLACE HEALTH AND WELLBEING  
 
9.1 In order to manage demand, the department continues to provide both proactive and 

reactive services. Proactive services aim to reduce the demand on the organisation 
and include the development of wellbeing masterclasses, mental health awareness, 
mental health first aid, TRiM, wellbeing self-assessment and wellbeing champions.  

 
9.2 Reactive services for when people need support include the Employee Assistance 

Programme, specialist trauma service and access to a psychologist.  
 
9.3 The Employee Assistance Programme has received 349 calls during 2018 in relation 

to requests for assistance with counselling, legal, financial and wellbeing advice from 
officers and staff across the constabulary. The utilisation rate of 14% is well above the 
industry average which is 7%. 

 
9.4 Management referrals continue to be an established route for officers and staff to 

access services from the Workplace Health, Safety and Wellbeing department. 
During the last financial year, 464 referrals were made by line managers across 
Suffolk. The majority of these were related to musculo-skeletal injuries or 
psychological disorders.   

 
10. WORKFORCE DIVERSITY 
 
10. WORKFORCE REPRESENTATION  
 
10.1 Over the past 12 months, a temporary HR management resource has been working 

on the development of an action plan which focuses upon the gap between local 
practices and the new National Police Chiefs’ Council (NPCC) Equality, Diversity and 
Inclusion Strategy, College of Policing objectives and best practice within the blue 
light emergency services sector. Following the cessation of this post, the department 
as approval for the creation of a dedicated Equality, Diversity and Inclusion team led 
by the Head of HR to drive the work streams set out in the action plan. 

 
Breakdown of Officer, Staff, PCSO and Specials Race/Disability/Sex/Sexual 
Orientation/Religion or Belief on 31st March 2019 
 
10.4 The constabulary continues to work to improve data held in relation to all aspects of 

equality, diversity and inclusion. The below is provided as a breakdown across 5 of 
the 9 protected characteristics with a comparison over the last 3 years. 
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Race  

 

Number of BME Police 
Officers as a percentage 
of the total workforce as at 
31st of March 2017 

Number of BME Police 
Officers as a percentage 
of the total workforce as at 
31st of March 2018 

Number of BME Police 
Officers as a percentage 
of the total workforce as at 
31st of March 2019 

2.58% 2.91% 3.05% 

 

Number of BME Police 
Staff as a percentage of 
the total workforce as at 
31st of March 2017 

Number of BME Police 
Staff as a percentage of 
the total workforce as at 
31st of March 2018 

Number of BME Police 
Staff as a percentage of 
the total workforce as at 
31st of March 2019 

1.64% 2.01% 2.01% 

 
 

Number of BME members 
of the Special 
Constabulary as a 
percentage of the total 
workforce as at 31st of 
March 2017 

Number of BME members 
of the Special 
Constabulary as a 
percentage of the total 
workforce as at 31st of 
March 2018 

Number of BME members 
of the Special 
Constabulary as a 
percentage of the total 
workforce as at 31st of 
March 2019 

1.86% 2.31% 3.68% 

 
Disability  

 

Number of Police Officers 
who have declared a 
disability as a percentage 
of the total workforce as at 
31st of March 2017 

Number of Police Officers 
who have declared a 
disability as a percentage 
of the total workforce as at 
31st of March 2018 

Number of Police Officers 
who have declared a 
disability as a percentage 
of the total workforce as at 
31st of March 2019 

3.22% 3.00% 2.53% 

 

Number of Police Staff 
who have declared a 
disability as a percentage 
of the total workforce as at 
31st of March 2017 

Number of Police Staff 
who have declared a 
disability as a percentage 
of the total workforce as at 
31st of March 2018 

Number of Police Staff 
who have declared a 
disability as a percentage 
of the total workforce as at 
31st of March 2019 

5.91% 5.81% 5.35% 

 

Number of members of the 
Special Constabulary who 
have declared a disability 
as a percentage of the 
total workforce as at 31st of 
March 2017 

Number of members of 
the Special Constabulary 
who have declared a 
disability as a percentage 
of the total workforce as at 
31st of March 2018 

Number of members of 
the Special Constabulary 
who have declared a 
disability as a percentage 
of the total workforce as at 
31st of March 2019 

5.12% 4.62% 4.41% 

 
Sex 
 

Number of women Police 
Officers as a percentage of 
the total workforce as at 
31st of March 2017 

Number of women Police 
Officers as a percentage 
of the total workforce as at 
31st of March 2018 

Number of women Police 
Officers as a percentage 
of the total workforce as at 
31st of March 2019 

29.07% 30.76% 32.02% 
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Number of women Police 
Staff as a percentage of 
the total workforce as at 
31st of March 2017 

Number of women Police 
Staff as a percentage of 
the total workforce as at 
31st of March 2018 

Number of women Police 
Staff as a percentage of 
the total workforce as at 
31st of March 2019 

62.76% 63.46% 62.54% 

 

Number of women 
members of the Special 
Constabulary as a 
percentage of the total 
workforce as at 31st of 
March 2017 

Number of women 
members of the Special 
Constabulary as a 
percentage of the total 
workforce as at 31st of 
March 2018 

Number of women 
members of the Special 
Constabulary as a 
percentage of the total 
workforce as at 31st of 
March 2019 

33.02% 28.90% 23.53% 

 
 

Sexual Orientation 
 

Number of Police 
Officers who have 
stated that they are 
Gay or Lesbian as a 
percentage of the 
total workforce as at 
31st of March 2018 

Number of Police 
Officers who have 
stated that they are 
Gay or Lesbian as a 
percentage of the 
total workforce as at 
31st of March 2019 

Number of Police 
Officers who 
have stated that 
they are Bisexual 
as a percentage 
of the total 
workforce as at 
31st of March 
2018 

Number of Police 
Officers who 
have stated that 
they are Bisexual 
as a percentage 
of the total 
workforce as at 
31st of March 
2019 

2.91% 2.88% 0.36% 0.44% 

 

Number of Police 
Staff who have stated 
that they are Gay or 
Lesbian as a 
percentage of the 
total workforce as at 
31st of March 2018 

Number of Police 
Staff who have 
stated that they are 
Gay or Lesbian as a 
percentage of the 
total workforce as at 
31st of March 2019 

Number of Police 
Staff who have 
stated that they 
are Bisexual as a 
percentage of 
the total 
workforce as at 
31st of March 
2018 

Number of Police 
Staff who have 
stated that they 
are Bisexual as a 
percentage of 
the total 
workforce as at 
31st of March 
2019 

1.01% 1.00% 0.22% 1.47% 

 
Religion or Belief 

 

 Total number of 
those who have 
stated a  Religion 
or Belief from the 
Economically 
Active Population 
in Suffolk as a 
percentage (taken 
from 2011 Census) 

Total number of 
the workforce 
who have stated 
a Religion or 
Belief as at 31st 
of March 2018  

Total number of 
the workforce 
who have stated 
a Religion or 
Belief as at 31st 
of March 2019 

Christian 57.84% 37.42% 35.51% 

Agnostic/Atheist/None 32.91% 22.01% 24.98% 

Did not state a 
religion 

7.14% 39.19% 37.89% 

Muslim 0.71% 0.09% 0.23% 
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Hindu 0.35% 0.13% 0.14% 

Buddhist 0.34% 0.31% 0.27% 

Sikh 0.09% 0.09% 0.09% 

Jewish 0.09% 0.04% 0.05% 

Other Religion N/A 0.49% 0.63% 

Pagan N/A 0.22% 0.23% 

 
Recruitment of Police Officers (Diversity) 
 
10.5 Of the 361 applications received during this period, 16 were from individuals 

identifying as BME (4.43% of all applications received), and 19 individuals declared 
that they had a disability.  

 
10.6 During the period of 1st April 2018 and 31st March 2019, 105 new student police 

officers were appointed. Of these, 3 identified as BME which equates to 2.85% of all 
intakes. 41 (39%) of the new recruits were female.  

 
10.7 In order to improve representation within the constabulary from under-represented 

groups, a number of measures have been put in place. Work has been completed to 
better understand the demographics of the county to identify areas of under-
represented communities, allowing more targeted recruitment events in specific 
areas. The recruitment team continue to work closely with engagement officers and 
the diverse community coordinators to support each other with engagement events. 

 
10.8 Members of the recruitment team continue to call all new/potential new applicants 

from under-represented groups to provide contact details for recruitment process 
support and to engage with individuals early in the process. The recruitment team 
also continue to contact candidates who are unsuccessful in the process to ensure 
feedback is provided and to follow up when the candidate is eligible to reapply. In 
addition, members from the staff support networks continue to support the interview 
process. 

 
10.9 A member of the recruitment team is looking into becoming a member of the Suffolk 

Ethnic Police Association (SEPA) to be involved in any events/meetings to gain 
information and support in relation to officer recruitment. 

 
10.10 The marketing materials used in the last year have also been updated, to show 

greater diversity and a new leaflet reflecting the colours of Pride is now being 
produced. 

 
11. GENDER PAY GAP  
 
11.1 The Equality Act 2010 (Specific Duties and Public Authorities) Regulations 2017 set 

out the requirement for all public sector bodies with over 250 employees to publish 
and report specific figures about their gender pay gap. Similar legislation was also 
set out for private sector employers to provide information relating to their own 
gender pay gaps.  The gender pay gap is the difference between the average 
earnings of males and females, expressed relative to male earnings.  

 
11.2 Suffolk Constabulary reported its gender pay gap in line with the regulations in March 

2019 for the second time. The results of this showed that the gender pay gap as a 
mean average was 14.8% and as a median average was 20.1%. This was nearly 
unchanged from the previous year. Within policing, Suffolk Constabulary has the 8th 
highest pay gap.  The difference between mean and median is because the mean 
pay data takes greater account of the (relatively) small number of individual high 
earners that pull the mean pay for females towards the mean pay for males. The 
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mean and median bonus gap was in favour of women (-46.7% and -100.0% 
respectively).  

 
11.3 Analysis undertaken shows that the Constabulary’s gender pay gap was largely 

owing to the structural makeup of the total workforce, in that police officers on 
average are paid more than police staff employees, there are more police officers 
than police staff employees and as there are significantly more male police officers 
than female police officers it has the effect of exacerbating the Constabulary’s gender 
pay gap.  

 
11.4 The Constabulary continues to look at ways of addressing the gender pay gap. Over 

the summer the HR team will work closely with the Suffolk Association of Women in 
Policing (SAWP) to better understand any current barriers within the workplace, and 
how these can be addressed to improve the constabulary’s position. 

 
12.  FINANCIAL IMPLICATIONS:  
 
12.1 There are no financial implications in regards to this report. 
 
13.  OTHER IMPLICATIONS AND RISKS 
 
13.1 There are no other implications in regards to this report. 
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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? 
 

 
Yes 

 
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? 
 

 
No 

 
Have all relevant ethical factors been taken into consideration in 
developing this submission? 
 

 
Yes 

 
 
 
 
 

 
 


