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Police & Crime Commissioner for Cleveland 
Cleveland Police Headquarters

Ladgate Lane

Middlesbrough

TS8 9EH

Email: pcc@cleveland.pnn.police.uk 

Website: http://www.cleveland.pcc.police.uk

Police and Crime Commissioner:    
Barry Coppinger
Tel: 01642 301653

Chief Executive & Monitoring Officer:
Simon Dennis BA, Solicitor
Tel: 01642 301653


PCC Scrutiny, Delivery & Performance Meeting

Date:
Tuesday 3 October 2017
Time:
1pm-5pm
Venue:
 PCC Conference Room 
Agenda

	
	
	Presented by

	1. 
	Apologies For Absence
	

	2. 
	Declaration of conflict of interest/disclosable pecuniary interest
	

	3. 
	Human Resources 
Attract, Develop and Retain

Attract – Denise Curtis-Haigh, Paul Young, Kathy Prudom

Develop – Denise Curtis-Haigh, Julie Cowen, Nicky Watson

Retain – Karen Lindberg, Michelle Glenton, Lindsey Wrigglesworth


	Cleveland Police

	4. 
	Any Other Business
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Scrutiny, Delivery & Performance Meeting

3 October 2017

Human Resources

Purpose of the Meeting

1. The focus of this meeting is for the PCC to consider Cleveland Police’s HR Strategies and the progress being made towards delivering them. In order for the PCC to be informed about this, a detailed presentation will be given to establish which plans are in place, along with the key milestones that have been set in order to deliver them. Information will also be presented on the benefits and outcomes which will be derived from such plans and their respective timescales. 

2. The information required from the meeting has been requested to cover the following areas: 
a. Officer and Staff Recruitment/Retention  

b. HR Issues

c. Staff Wellbeing 

3. The meeting will take the format of a presentation by HR representatives, delivered as per the agenda to cover the following areas, attract, develop and retain.  The information requested will be dealt with within those categories. 
Officer/Staff Recruitment 

1. Within the Everyone Matters Strategy, Cleveland Police outline the commitment to building a diverse workforce with the aim of achieving a workforce that reflects the communities served by the Force. Information is therefore required on the following:  

a) Officer/Staff Recruitment 
 CLEVELAND POLICE WILL:

i. What work is being undertaken to promote Cleveland Police as an employer of choice, what publications have been prepared and how is its success being measured?

ii. How are Cleveland Police promoting the role of PCSO as a career option?
iii. What communication is taking place to deliver a consistent message to our communities and prospective candidates about the Force’s commitment to Equality and Diversity and the aim to attract a rich, diverse pool of candidates?
iv. How are Cleveland Police’s recruitment practices developed and evaluated?

v. What work is taking place to examine barriers to recruitment and how they can be overcome?

vi. In order to build a diverse workforce, what work has been undertaken in partnership with staff and communities?

vii. Have community outreach opportunities been developed to build positive relations with potential candidates?

viii. How is the network of recruiting sources such as community colleges, community youth schemes and diversity projects growing? 

ix. Has there been an exploration of candidate support programmes and have they been piloted yet?

x. What plans are in place regarding the use of volunteers? What has been done to grow the volunteer base, have numbers risen over the last two years and if so how are they being utilised? 

xi. How does the Force actively encourage applications from women, BME groups?
xii. Recruitment windows – why does it take so long from the police applicant being successful in getting a place to their start date with the Force? What process is in place to communicate start dates and lengthy waits to successful candidates? 
xiii. Are there any collaborative opportunities that can be undertaken in these areas and if so what are they and how far have they been developed? 
b) Staff Retention 

i.     What are the themes and trends in internal grievances? Are there any patterns in the claims that have arisen and what has or can be learnt from them to ensure future issues don’t arise?  

ii.     Given recent reports about police officer morale, what work is undertaken to capture the number of officers, and staff, who have left and their reasons for leaving.  For example do exit interviews take place? What is then being done within the organisation to address the issues that arise from that information?

HR Issues

4.     The Strategic Workforce Plan 2017-20 outlines how, as a subsection of the Force’s People Strategy, it has been developed in consultation with key stakeholders. The plan is about finding practical solutions to attract, develop and retain the right people to deliver the objectives and achieve the outcomes, whilst ensuring affordability and value for money. There are therefore a number of questions around HR issues that the PCC would like to explore in further detail. 

a) Personal Development Review (PDR) - Cleveland Police regards PDRs as critical to the effective management of performance and to recognise the valuable contribution that the workforce makes to keep communities safe. The PDR process and its documentation have been recently reviewed. 
i. What support is given to staff to help them make the most of their PDRs?

ii. What support are line managers given to help them undertake successful PDRs?
iii. How many PDRs have been completed this year and is the number on target?

iv. Is an assessment undertaken of the quality of PDRs? 
v. Following the completion of PDRs, how are officer/staff training needs collated, provided for and monitored to ensure it links to people’s Continuing Professional Development (CPD)?

vi. Does HR share information with PSD to ensure that they have a whole picture of an officer’s performance and CDP?

b) Workforce Planning – The workforce plan makes reference to talent management processes being the key to feeding the recruitment pipeline.

. 

i. What is taking place in terms of skills assessments/personality profiling, high potential talent, talent pool and a talent management scheme?

ii. Do all commands and service units have a succession plan in place, and if so are they being managed quarterly through the strategic workforce planning meetings? Are any critical skills gaps emerging and if so, what plans are in place to address those?
iii. What creative approaches have been developed as a result of the Apprenticeship Levy?

iv. What plans are in place for the increasing requirement for the development of highly specialised skills such as in the cybercrime arena?

v. What developments have taken place to address the number of operational staff who are working in non-operational roles? 

c) HR Policies Under Review - The flexi time and annual leave schemes are currently under review by the Force. 

i. How is the Force reviewing those schemes to ensure that they fit with agile working policies? 
ii. Have the current policies been assessed to ensure they are enabling managers to get the best from their teams and be used as a tool for managers to discuss improving team productivity.  
iii. Has any benchmarking been undertaken with other public sector organisations to compare staff conditions, flexi time leave, the number of days annual leave, the purchase of extra annual leave etc.? 
Staff Wellbeing 

5. 
Cleveland Police have a Wellbeing Strategy 2017-2020 that includes the detail of how the Force will promote and embed work to address organisational wellbeing amongst its staff: including mental, physical and financial wellbeing. Information is therefore required on the following.
i. There are a number of initiatives that have been put in place to help improve the provision for staff who are absent from work due to sickness and specifically long term absences including: an occupational health review; attendance management workshops with supervisors; and work undertaken by the employee relations team in conjunction with HR to identify key cases of absence. What effect have the measures to combat high levels of sickness had to date?

ii. How is sickness absence data used to manage and monitor absence? It would be useful to have a breakdown of the sickness statistics including types of illness and length of time away from their position. 

iii. What barriers have been experienced by staff and line managers in implementing current absence management policy and how are those being addressed by the Force? 

iv. What initiatives have been introduced to promote wellbeing amongst their staff, what impacts they are expected to make and what progress has been made to date? 

v. Are the force using/or planning to use the online toolkit – Oscar Kilo?

https://oscarkilo.org.uk/ 

vi. What kind of support is offered to staff following major incidents, how do staff access it and is there any feedback on the results of such a service?  
Actions Arising

6. That the PCC receives on going information, at appropriate intervals, regarding the development and implementation of HR strategies and projects. 

Item 3
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