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[bookmark: _Hlk120905223]Cleveland Joint Audit Committee – OPEN SESSION

Date:	 Tuesday 12 December 2023 

Time:	10:00 – 12:30

Venue:	Cleveland Rooms 1 and 2, CPHQ, Cliffland Way, Hemlington, TS8 9GL and 
MS Teams 

Agenda 

	No
	Agenda Item
	Presented By
	Document

	1. 
	Apologies for absence

	
	

	2. 
	Declarations of interests

	
	

	3. 
	Open Minutes of the previous meeting held on Thursday 28 September 2023. 

	
Stuart Green

	


	4. 
	Internal Audit Reports and Plan Progress Update: 
a) Progress Report 

b) HR Training Audit Report 

c) Vetting Audit Report 

d) Police and Crime Panel Report 

	Philip Church RSM
	








	5. 
	Cleveland Police: Internal Audit Action Plan 

	Gill Currie 
	


	6. 
	External Audit Update:

a) Audit Progress Report 
	
Gavin Barker 
Campbell Dearden
	


	7. 
	Contract Standing Orders – Exemptions

	Nick Eyley  
	


	8. 
	OPCC Internal Audit Recommendations Update

	Rachelle Kipling 
	



	9. 
	OPCC Annual Equality & Diversity Monitoring Report

	Rachelle Kipling
	


	10. [bookmark: _Hlk144726452]
	Cleveland Police Annual Equality Monitoring Report 
	Sara Lightfoot 
	


	11. 
	Gender Pay Gap Report 
	Karen Lindberg 
	


	12. 
	Civil Claims Exception Report 
	Sam Rumins 
	


	13. 
	Annual Ethics Report 
	Sgt. Neal Gilson 
	


	14. 
	HMICFRS Progress Report 
	Louise Solomon 
	




Date of next meeting: Thursday 28 March 2024, 10:00 – 12:30 

(Pre-meet) – 09:00 – 10:00

Venue: PCC Meeting Room, CPHQ and MS Teams 
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Cleveland Joint Audit Committee Meeting Record — OPEN SESSION

Meeting: Cleveland Joint Audit Committee
Date: Thursday 28 September 2023
Time 10:00 — 12:30

Venue: PCC Office, CPHQ and MS Teams

Meeting Attendance:

Committee Members
Joanne Gleeson (JG)
Gill Rollings (GR)
Andrew Prest (AP)

Liz Hall (LH)

Office of the Police and Crime Commissioner

Lisa Oldroyd (LO) Chief Executive and Monitoring Officer
Michael Porter (MP) Chief Finance Officer - OPCC

Emma Keay Executive Assistant

Cleveland Police

Victoria Fuller (DCC) Deputy Chief Constable

Gillian Currie (GC) HMIC Liaison Officer

Ged Gallagher Head of Financial & Payroll Services

Phil Brooke (PB) Information Security Manager

Internal Auditors — RSM UK Risk Assurance Services

Philip Church (PC) \ Senior Manager

External Auditors — Mazars:

Gavin Barker (GB) Director - Public and Social Sector

Campbell Dearden Manager — Public and Social Sector
Apologies:

Stuart Green — Chair (SG)
lan Wright (IW) Director of Finance and Assets — Executive






Agend.a Discussion / Action: Actlon'
Iltem: Owner:
1 Apologies for absence: Jo Gleeson (Chair)
The Chair acknowledged apologies from lan Wright and Stuart
Green. Jo Gleeson, chaired the meeting in Stuart Green’s absence.
2, Declarations of interests:
AP flagged his seat on Cleveland Police’s Internal Ethics Committee.
No further declarations of interest were made.
3. Open Minutes of the previous meeting held on Thursday 29 June
2023: Jo Gleeson
The minutes of the previous meeting were deemed an accurate
record.
4. Internal Audit Reports and Plan Progress Update: Philip Church

Progress Paper:

As a standard agenda item, this report updates members and
management on the progression against the internal audit plan for
2023/24, that was approved by the Committee in March 2023.

The final report for 2022/23 is Criminal Disclosure, this will be
discussed in the closed session.

From the 2023/24 plan, Overtime, Sickness Absence and the first
Follow-up Visit have been completed. A summary of these internal
audits is included in the report, alongside opinions and the number of
recommendations raised.

Since the report RSM have had their 6 monthly meeting with the
OPCC CFO and Cleveland Police DoFA to look at the Internal Plan
priorities. Here it was agreed the HMICFRS Recommendation
Tracker would be deferred and reported to the Committee in
December 2023.

The only changes to the Internal Audit Plan, is the timing of the
Seized Property Review.

There are currently no negative assurances.
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Agenda
Item:

Discussion / Action:

Action
Owner:

Overtime:

The objective of the review was to ensure that overtime was
undertaken to maintain a specific level of service, or to compete a
specific task, and that overtime had been undertaken in accordance
with the police regulations.

When overtime was reviewed in 2021, it resulted on a partial
assurance opinion. RSM can see there has been good progress in
increasing this opinion rating.

Whilst ultimately this is governed by the police regulations, the Force
has an Overtime Policy in place, and this is approved by executive
management.

The conclusion is a reasonable assurance opinion, and this is based
on one medium and six low priority management actions. The
controls are in place and are working effectively.

JG, this progress is good to see and a reflection of the work taking
place.

DCC, the Force has seen a reduction in overtime and strategic
governance is in place via the Impact Board. When a department
reaches establishment, and vacancies reduce the Chief Officer team
expect to see a parallel reduction in overtime.

Sickness Absence:

The objective of the review was to consider the application of the
Force's sickness absence policy and communication with payroll to
ensure pay is calculated accordingly in line with the length of
absence.

The Force utilises the Oracle system to manage its sickness absence
record, operating in line with the Police Federation Guidance for
officers and the Police Staff Council Handbook for staff.

Police officers receive full pay for the first six months and half pay for
the following six months. For police staff, sickness absence pay is
governed by the Staff Handbook, and is based on length of service
which will determine full, or half pay. Any variations to pay decisions
require approval from the Deputy Chief Constable.

The conclusion is a reasonable assurance, this is based on two
medium and one low priority management actions. The controls are
in place, well designed and operate effectively. The People and
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Agenda
Item:

Discussion / Action:

Action
Owner:

Development team have embedded clear absence management
procedures across the Force which are largely being complied with.

One medium action relates to training, the completion of training was
at 43% at the time of the audit, this needs to be improved. The second
medium action relates to auditing, including the tracking of return to
work and fit notes.

JG, training again appears to be key, the Committee would hope to
see the 43% significantly increase in the 6-month review.

Follow-up:

This is the first of two follow-ups by RSM, they are completed to
provide assurance to the committee and management, the closed
actions are supported by the appropriate evidence.

Across 11 previous audited areas, RSM followed up 34 management
actions closed off as complete, these comprised of 6 high, 12 medium
and 16 low. Overall, RSM were provided with satisfactory evidence
for 28 of the actions, resulting in reasonable progress.

In terms of action implementation 4 were considered as ongoing, and
in all, RSM recognises the work underway by the organisation. This
has resulted in a reprioritisation from either a high to a medium or
medium to a low.

EH, agree this is positive progress, sustainability and longevity is
required.

PC, agree with EH a few cycles ago the report identified poor
implementation progress. It is excellent to now see for those actions
not yet implemented there is a significant amount of work being done
to reduce from a medium to a low.

It was agreed by all, this is a positive report.
Emergency Services News Briefing:

The Emergency Services servicing briefing are prepared for each
meeting, to document key sector developments and publications
since the last meeting. It includes information on the state of the
policing report published by the HMIC, CFRS, UH some information
on non-hate crime incidents and highlights UK police data.

ACTION: Members agreed these are a useful resource, JG
requested as soon as completed these briefings be shared with the
Force and the PCC, even if prior to the meeting.

Philip
Church
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Agenda
Item:

Discussion / Action:

Action
Owner:

Annual Report:

This report was presented at the last meeting, at the time one report
had not been finalised, this report is now available and will be
reviewed in today’s closed session. PC confirmed no other material
changes to documents or the opinions of the Commissioner and the
Chief Constable have been made.

Proposal to JAC to approve the Force closing ‘Low Priority’
Actions from RSM Audit: Gill Currie

JG, confirmed members had discussed the report submitted by GC.
Members recognise the tremendous job GC does and extended their
thanks.

EH, expressed concern the systems GC has implemented have not
been in place long enough for EH to have assurance over a sustained
period.

JG confirmed the Committees decision is to continue with the existing
process, for at least six months, to enable a full year of good progress.

ACTION: To be re-considered at the end of the financial year.

Members

External Audit Update: Gavin Baker

JG confirmed it was discussed and agreed at the pre-meet, members
are happy to attend an additional Committee to close any outstanding
issues.

GB extended Mazars thanks to MP and IW and their respective teams
for their cooperation, their good work has enabled progress.

2020/21 Audit Certificates:

These are now fully complete; the pre-read provides rationale for the
delays.

2021/22 Audit - Follow Up Letter to the Audit Completion Report:

The 2021/ 22 audit has been delayed for a number of technical
reasons, these are set out in detail in the follow-up letter to the Audit
Completion report.

GB assured members none of the delays are caused by the Chief
Constable or the Police and Crime Commissioner.

GB identified the tri-annual re-evaluation as the cause for the delay,
Mazars are engaged with Middlesbrough Council and Teesside
Pension Fund to follow-up on discrepancies identified by the Pension
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Agenda
Item:

Discussion / Action:

Action
Owner:

Fund Auditor. GB is confident, these will not be real discrepancies,
but caused by the lack of follow-up by the Pension Fund Auditor. This
work will be completed as quickly as possible.

2021/22 Draft Auditor’s Annual Report:

Mazars are unable to issue this Final Auditors report, until Mazars
provide their opinion on 2021/22, and this is delayed for reasons
explained in the previous item. GB hoped it would be helpful to share
a draught for consideration.

The 2021/22 Audit Certificate is subject to clearance from the
National Audit Office (NAO), Mazars are aware the NAO is working
towards completion of their whole of Government accounts by the
end of March 2024.

ACTION: EK to circulate the Updated VFM Significant Weakness
from the 2021/22 Draft Auditor's Annual Report.

JG, recognises the work by GB and his team and members
appreciate their frustrations.

The Audit Strategy Memorandum: Campbell Dearden

There are no changes to the overall audit responsibilities from the
previous year, and no changes to the significant risks from the
previous year, these include management override of controls and IS
19 local government pension valuations and property, plant, and
equipment valuation. There are also no changes from the previous
year, for the value for money including, the reporting criteria, financial
sustainability, governance and improving economy efficiency and
effectiveness.

2022/23 Audit Completion Report: Campbell Dearden

Mazars anticipate the issuing of an unqualified opinion on the
financial statements, and a significant weakness and
recommendations for value for money. Mazars are unable to
commence work in respect of Whole of Government Accounts until
they receive group instructions from the NAO.

MP, does not anticipate any of the outstanding items will
fundamentally impact the finances of the organisation or the
outcome.

JG, gave thanks to all involved and requested it be noted this
standard of sound financial statements has become expected from
Cleveland Police, and it is pleasing to see.
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Agenda
Item:

Discussion / Action:

Action
Owner:

On behalf of members JG gave thanks to CD for his good standard
of work.

Final Accounts: Ged Gallagher / Michael Porter

e Audited Statement of Accounts Covering Report
e 2022-23 Statement of Accounts Cleveland Police

o 2022-23 Amended Statement of Accounts - Group PCC

MP, the Committee were presented with the draft accounts at the last
meeting, MP confirmed they have since been subject to external
audit. The misstatements in the previous report have been corrected
and are reflected in the appendices.

The several outstanding issues are highlighted in the Annual
Completion report, and MP is confident these issues will not impact
the outturn of the organisation and provided assurance in terms of
the stability of the organisation from this perspective. Albeit it is
challenging to have this number of accounts open, MP gave
assurance in relation to timeframes and timelines. A notice will be
added to the OPCC website to reflect the delay in terms of statutory
timelines.

JG gave recognition to the strong financial leadership it is reassuring
to see there are no significant issues.

AP, asked if the organisation has fully realised the value from the sale
of Ladgate Lane. MP, confirmed yes, the last payment was received
in November 2022.

2022-23 Report on Financial Management Code Assessment
Final: Ged Gallagher

Since the last report 12 months ago, GG gave assurance some good
progress has been made on the carbon strategy and the development
of the leadership programmes is working very well.

JG agreed this is a good visual report and the Committee agree is a
useful information resource.

Annual Governance Statement: Ged Gallagher / Michael Porter

e Force Annual Governance Statement - Final

e PCC Annual Governance Statement

The statements were agreed as good piece of evidence.
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Agend.a Discussion / Action: Actlon.
Item: Owner:
9 Audit Committee Annual Report: — Michael Porter
Members gave thanks to MP for preparing the report. Members
were content it highlights all the relevant areas.
ACTION: MP asked members to expedite any changes or issues for Members
remedy, prior to the Joint Strategic Board scheduled for Friday 08
December 2023, to enable MP to discuss with the PCC and Chief
Constable.
10. Annual Cyber Security and Information Risk Guidance for Audit
Committees: Phil Brooke
PB gave assurance no significant structural changes have occurred
in the government processes since the previous year. lan Wright has
been appointed Deputy Senior Information Risk Owner (SIRO),
providing additional resilience.
AP, requested assurance control measure are in place for external
suppliers.
VF, this is linked the IT Health Check the Force can remediate and
keep track, including Ransomware, to a certain extent. But it cannot
provide complete protection, VF and PS are working with the
Operational Planning Unit, to ensure exercises are completed for
cyber security issues, similar to that for major incidents. lan Wright is
also establishing a Digital Data and Change Board to align with
national strategy.
ACTION: MP asked members to review the ToR and reflect on the
level of information provided at this meeting in this area, and | Members
determine if it is providing sufficient assurance, or is a review
required.
ACTION: JG, requested PB return in six months, to discuss the PB
strategy and the policies, in a format that is easily processed.
1. Monitoring Officer Annual Report: Lisa Oldroyd
Members gave thanks, the report was accepted.
AP, was given assurance of the transparent, accessible mechanism
to raise whistleblowing concerns.
12. OPCC Risk Register: Michael Porter
MP gave assurance, no significant changes have been made since
the last report. A number of actions are in progress and are expected
to be delivered towards end of 2023.
8






Agenda
Item:

Discussion / Action:

Action
Owner:

MP expects, when this item returns in March 2024 significant
transactions will be finalised.

Date of next meeting: Thursday 14 December 2023, 10:00 — 12:30

(Pre-meet) — 09:00 — 10:00

Venue: PCC Meeting Room, CPHQ and MS Teams

Edit: 21.09.2023
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THE CHIEF CONSTABLE FOR CLEVELAND
HR: Training
Internal audit report 2.23/24

Final

29 September 2023

This report is solely for the use of the persons to whom it is addressed.
To the fullest extent permitted by law, RSM UK Risk Assurance Services LLP will accept no responsibility or liability in respect of this report to any other

party.

THE POWER OF BEING UNDERSTOOD RSBA
AUDIT | TAX | CONSULTING





1. EXECUTIVE SUMMARY

With the use of secure portals for the transfer of information, and through electronic communication means, a proportion of our audit has been conducted
remotely. Remote working has meant that we have been able to complete our audit and provide you with the assurances you require. Based on the
information provided by you, we have been able to sample test, or undertake full population testing using data analytics tools, to complete the work in line
with the agreed scope.

Why we completed this audit

This review has focused on whether the Force has adequate systems in place to ensure mandatory training requirements are managed, recorded and
refreshed within the required timeframe, and we have focused on officer training.

The Force has been subject to a national and external evaluation in relation to its training arrangements, which has resulted in numerous findings which have
been consolidated into a transformation project. The Force is currently in the first year of its transformation project. The Force has established a Compliance
and Course Attendance Group, which is chaired by the Chief Inspector Learning and Development and attended by the stakeholders from the HR Team,
Resource Management Unit (RMU) and the Learning and Development Team to raise any issues or non-attendance at in-person training.

The Force has developed a Developing You, Learning and Development Policy and the Learning and Development Procedure, which were undergoing
consultation at the time of our audit and due for Executive Management Board sign off on 12 September 2023.

The Force uses the Oracle system to record and manage in-person mandatory training. In-person training that is mandated for officers include first aid
training (refreshed annually), personal safety training (refreshed annually) and driver training (initial basic driver assessment, standard driver and/or advanced
driver training). Supervisors are required to inform the Training Administration (TA) Team of officers requiring initial first aid, personal safety, and driver
training. This is then booked onto the Duty Management System (DMS) by the RMU. Once training is completed, the expiry date is recorded on Oracle which
informs the RMU Planning Officer to book any refreshers. Supervisors are required to inform the TA Team of officers requiring refreshed driving training,
which is completed every five years.

Mandatory e-learning training is completed and recorded on College Learn which is the national police digital learning system. College Learn contains
learning products created by the College of Policing and bespoke packages created in-house by the Digital Learning Team.

Conclusion

Our review identified weaknesses in the design of the controls in place to ensure training requirements are managed, recorded, and refreshed within the
required timeframe. Our testing of 10 new starters (officers and specials) and 10 existing officers and specials identified non-compliance with the completion
of e-learning training and initial and refresher personal safety, first aid and driver training. Our review also identified that supervisors are responsible for
monitoring the completion of mandatory training which officers and specials are required to complete; however, the Force does not report on the compliance
of mandatory in-person training through the Force’s governance structure.

Our testing has identified a number of non-compliance with controls and as a result we have agreed one high, four medium, and 10 low priority actions and

one advisory action with management. The one high priority management action relates to the compliance rates for mandatory e-learning training.
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Internal audit opinion:

Taking account of the issues identified, the Chief Constable of Cleveland
can take partial assurance that the controls upon which the organisation
relies to manage this area are suitably designed, consistently applied or
effective.

)
‘ Partial
assurance

[

Action is needed to strengthen the control framework to manage the
identified area.

Key findings

We have identified the following one high priority issue for which an appropriate action has been agreed with management. Details on the four
medium and 10 low priority actions are provided in section two of this report.

courses. Our results evidenced low compliance rates, which has been supported by the data analysis carried out as part of this review (see
Appendix A). For one course in the sample, only two individuals from our sample had completed this course (10%). Compliace rates from our
sampling for another six courses ranged from 26% to 55%, and the final three course compliance rates were over 60%.

@ We selected a sample of 10 new starters and 10 officers to determine whether e-learning had been completed for 10 selected mandatory

Given that these courses are mandatory e-learning packages, where officers have not carried out the required e-learning, there is a risk that
they are not adequately trained to carry out their duties effectively. (High)

We identified the following areas of good control design which, based on our testing, were being complied with in practice:

Superintendents within each business area which covers internal and external requirements. Items on the TNA have been prioritised using a
red, amber, or green (RAG) rating and costed with the Chief Finance Officer. The TNA informs the annual Training Plan 2023/24 which has
been developed and maintained by the Learning and Development Team. The TNA and Training Plan were approved by the Chief Officer
Team on 30 May 2023.

Q The Force has developed a costed Training Needs Analysis (TNA) 2023/24 with the Heads of Department, Chief Inspectors and Chief

Review of the agenda for the Learning and Development Governance Group meeting held on 17 January 2023, 17 May 2023 and 26 June
2023 confirmed that ‘Governance TNA delivery’ is a standing agenda item. We confirmed this agenda item includes review of the TNA
2023/24 and the associated Training Plan to ensure these remain up to date of external and internal training requirements.






2. DETAILED FINDINGS AND ACTIONS

This report has been prepared by exception. Therefore, we have included in this section, only those areas of weakness in control or examples of lapses in
control identified from our testing and not the outcome of all internal audit testing undertaken.

Area: Policies and procedures

Control

Partially missing control Assessment:

The Force has drafted a Developing You, Learning and Development Policy and a Learning and Design x
Development Procedure.

The Developing You, Learning and Development Policy is currently under review and will be approved by

the Executive Management Board in September 2023. Compliance i

Findings /
Implications

Discussions with the Head of Learning and Development confirmed that the Force has drafted a Developing You, Learning and
Development Policy and a Learning and Development Procedure, both of which are currently under review. The Force is planning to
report the Developing You, Learning and Development Policy and the Learning and Development Procedure to the People and Wellbeing
Assurance Board on 22 August 2023 and then the Executive Management Board on 12 September 2023 for final approval. The
supporting procedure is due to be reported to the Learning and Development Governance Group on 26 June 2023.

The draft policy included regulations which underpin the policy, key processes such as the TNA, scheduling and planning training, and
also attendance at training. However, the policy does not highlight what training is considered mandatory or how the Force determines
what is considered mandatory.

Without an approved policy which outlines mandatory training requirements, there is a risk that requirements for mandatory training may
not be understood across the Force.

We further noted through review of the procedure and discussions with key staff, that the process for requesting mandatory in-person
training, booking this and managing refresher training was not clearly outlined within the procedure or fully understood across the Force.
As the managing of in-person training requires involvement from multiple departments, it would be beneficial to ensure that the procedure
clearly records this process, to mitigate any risk of confusion which could lead to non-compliance with mandatory training requirements.

Management
Action 1

The Developing You, Learning and Development Policy or the Responsible Owner: Date: Priority:
Learning and Development Procedure will be updated to record
the training that is mandatory for officers to complete and
outline roles and responsibilities for managing in-person training
between departments.

Head of Learning and Development 31 January Low
2024

Once the policy and procedure is approved, the documents will
be made available and communicated to all officers.






Area: Mandating training requirements

Control The requirement for officers to complete and refresh first aid, personal safety and driver training is a Assessment:
national requirement.
Mandatory e-learning training, including training refresher requirements, is requested by a sponsor from Design v
within the Force and is approved by the Learning and Development Governance Group.
Compliance X
Findings / In-person training
Implications  Three in-person training courses are considered mandated for all officers: first aid training; personal safety training; and driver training.
These courses are a national requirement and are therefore included in the Force’s Training Plan 2023/24.
Forces are required to consider the proportion of officers who are required to complete and refresh driver training to meet the demand of
the Force. The Chief Superintendent Local Policing identified this as 60% of neighbourhood response drivers and 80% of incident
response drivers at the Force. It was decided by the Chief Superintendent Local Policing at the IMPACT meeting (to note, this meeting is
not minuted) that all officers are required to undertake a level of driver training, ranging from initial basic to advanced. Initial driver training
allows an officer to drive a police vehicle, but an officer would not be permitted to respond to an incident using blue lights.
There is no evidence available to ratify the decision in respect of initial basic driver training. It would be recommended that the Force
ensure actions and decisions are clearly documented, to provide adequate audit trail of key decisions.
E-learning training
Chief Inspectors and above can request the Digital Learning and Design Team to produce e-learning packages, and request that these be
mandated using a digital learning commissioning form. The requestor is contacted to discuss the request, including who should complete
training and whether refreshers are required.
The Learning and Development Governance Group was asked to review e-learning training with sponsors to confirm which packages
continue to be mandated. The Chief Inspector Learning and Development reported to the Group which packages are mandated on June
2023, although there are no meeting minutes to evidence this. Going forward, all e-learning package requests will be reported to the
Group for approval, which includes decisions around mandating and refresher training.
Management The Force will ensure the decision and approval to mandate Responsible Owner: Date: Priority:
Action 2 training will be recorded for example within the relevant action Head of Learning and Development 31 October Low
and decision log. This will be included an agenda item at the 2023

Learning and Development Governance Meeting.






Area: Mandatory e-learning set up

Control The mandatory e-learning training including the requirement to refresh training is recorded on the College = Assessment:
of Policing’s College Learn national e-learning platform. The mandatory e-learning training required to be
completed by officers is communicated during the induction process. Design v
Communications are sent to officers by the sponsors of the e-learning package to remind officers to
complete refresher mandatory e-learning training. Compliance X
Findings / Accuracy of e-learning course set up
Implications  The requirements for officers to complete mandatory e-learning training is documented on the College of Policing’s College Learn platform

in a course catalogue, outlining the requirements for police constables (including specials) and police staff (including police community
support officers (PCSOs)), and these have been defined in the back office function of the system. 15 packages are mandated for officers,
14 of which also include specials, and 13 of which are mandated for PCSOs. Five of the 15 courses require refreshers.

e We reviewed the College Learn platform to determine whether courses were accurately set up, and noted:The Emergency Procedures
training was released in May 2023 as a nationally mandated requirement and should be completed every three years. However, the
College Learn system does not have this recorded as requiring a refresher.

e The Emergency Procedures and the Initial and Specialist Operational Response (IOR / SOR) Chemical Biological Radiological and
Nuclear (CBRN) e-learning is mandatory for teams, such as, the Incident Response Team. However, the College Learn system is set
up for all officers, PCSOs and specials to complete the training.

Where mandatory training and refresher requirements are not accurately allocated, there is a risk officers may not undertake the required
e-learning and may not be trained on key aspects of their role.

Informing officers of e-learning requirements

All officers are informed of mandatory e-learning requirements at induction, and once a new starter is set up on the Oracle system, a
notification is sent to the Digital Learning and Design Team for them to be added to College Learn. Once this account has been set up, the
Digital Learning and Design Team will send the officer an email (template email) introducing them to the College Learn platform. The
welcome email states that for mandatory training, officers should be guided by their course tutors on which courses to complete, and does
not outline specific mandatory training requirements. It is also the responsibility of training sponsors for e-learning packages to send
communications to officers outlining the requirements to complete the mandatory training course. We obtained an example
communication on behalf of the Head of DSE to remind officers to complete the Managing Information e-learning.

However, our review identified that the welcome email itself does not clearly inform officers that they can access the course catalogue to
identify what e-learning packages are mandatory for their role. Where this is not clearly signposted on the welcome email, there is a risk
that officers are not aware of the course catalogue available on College Learn and consequently, training may be missed, which could
lead to officers being uninformed of key responsibilities.






Area: Mandatory e-learning set up

Management The Force will review College Learn to ensure the Responsible Owner: Date: Priority:
Action 3 requirements to complete refresher e-learning are accurately Learning and Development Manager 31 October Low

set and assigned to the correct groups. 2023
Management The welcome email sent to officers once a College Learn Responsible Owner: Date: Priority:
Action 4 account is created, will be updated to clearly signpost officers Learning and Development Manager 31 October Low

to the course catalogue on College Learn, which details the e- 2023

learning training that is mandated to officers and any
requirements to refresh mandatory e-learning training.






Area: In-person training set up

Control The requirement for officers to complete and refresh mandatory in-person training has been defined on Assessment:
the PowerBI dashboard. Supervisors are responsible for communicating the requirement for officers to
complete and refresh mandatory in-person training. Design v
Compliance X
Findings / Supervisors are responsible for informing officers of what in-person training is mandatory and any refresher requirements in place as part

Implications of the induction process. The Digital Learning Designer outlined that the PowerBl dashboard held on the intranet is accessible to all
officers, and officers can enter their collar number to identify what training is mandatory to them, which includes first aid and personal
safety training.

However, the dashboard does not include driver training. In 2020, driver training refresher requirements changed from every three years
to every five, therefore the Oracle system currently flags training completed in 2019 as expired, for example, when under new refresher
requirements, it would not expire until 2024. This would mean that if the data was currently published in the dashboard, it would not
appear accurate. The Head of Learning and Development explained driver training requires a more sophisticated system than the
dashboard, and the Force is reviewing its current system, Mercury, with a plan to use this system to record driving training instead and
report on compliance.

As the dashboard does not currently included driver training, supervisors and officers may be unaware of required expiry dates to ensure
that driver training is refreshed, as required. In addition, where the dashboard is not used for driver training, there is no efficient monitoring
tool for driver training compliance. Our sample testing below under ‘in-person training completion’ has identified four cases where officers
had not completed a refresher of advanced training, and this finding has been incorporated within the below medium priority management
action. The roles for the four exceptions were Dog Handler Constable, Special Constable, Complaints and Discipline Constable and HIU
Constable. Further discussions with the Head of Learning and Development explained that only the Dog Handler Constable requires in
date advanced driver training, as the other individuals have moved roles within Force, therefore no longer require the advanced training.
Without appropriate mechanisms in place to monitor completion of driver training, there is a risk that officers could drive a police vehicle
with blue tights and unknowingly have expired training.

Management The Force will introduce a mechanism to monitor driver Responsible Owner: Date: Priority:
Action 5 training compliance for officers so that officers and supervisors | garning and Development 30 April 2024

have access to accurate training expiry information so driving

training refresher requirements are known.

The Force will review the controls in place to prevent officers
without an appropriate level of driver training being able to
drive certain police vehicles, e.g. a vehicle with blue lights.
(See findings 'in-person training completion' below).






Area: New starter training compliance (in-person)

Control Officers are required to complete three mandatory in-person training courses: first aid, personal safety and Assessment:
driver training.
Supervisors are responsible for informing the TA Team of officers requiring in-person training courses. Design v
The TA Team inform the RMU who is responsible for allocating and scheduling officers to the training
courses and record this on the DMS. Compliance x
For initial basic driver assessment training, this is booked by the Driver Training Team (part of the
Learning and Development Team) following a request from an officer’s supervisor.

Findings / First aid training

Implications  For a sample of 10 new starters (five officers and five specials), the records on the Oracle system confirmed nine officers had completed

first aid training. The final case related to the Assistant Chief Constable (ACC) who had transferred to the Force in March 2023. First aid
training had not been completed by the ACC, and the Force was yet to receive the training record history from the previous force. In cases
where an officer transfers from another force, the Recruitment Team requests the learning history and provides this to the TA Team. The
information is recorded on Oracle with dates assigned. The Head of Learning and Development however informed us that obtaining
training records from another force for transferees is a reoccurring challenge. Although we did note that in the case of the ACC, they may
choose to not undertake all training as they are not operational.

However, where mandatory training records are not on file, there is risk that officers are not well equipped to safely and effectively carry
out their duties.
Personal safety training

For seven of the 10 new starters, personal safety training had been completed and recorded on Oracle. In two further cases (both
specials), the training had not yet been completed, although one special had not been deployed and resigned in April 2023. In the second
case, the Assistant Chief Officer Special Constabulary informed us the special had not yet been deployed and was still completing initial
training.

The final case related to the ACC (as above), whose records had not yet been received from the previous force.

Driver training

In four cases, the initial basic driver training was completed. In another case, relating to the special who resigned in April 2023 (as above),
training had not been completed. There was also no record to confirm the ACC had completed driver training, for the reasons mentioned
above. In the final four cases (all relating to specials), no driver training was completed. We understand that specials are not prioritised for
driver training as the Force prioritises neighbourhood response and incident response drivers.






Area: New starter training compliance (in-person)

Management The Force will ensure learning records for officers transferring  Responsible Owner: Date: Priority:
Action 6 from another force are obtained within a reasonable timeframe  Recruitment Manager and supervisors. 31 October Low
and recorded on Oracle. 2023

Where learning records are not obtained from the previous
Force within an agreed timeframe, the officer will undertake
mandatory training as required by the Force.
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Area: Scheduling of in-person training

Control The date officers are booked to attend in-person training (initial training courses and refresher training Assessment:
courses) is recorded on the Oracle system. This then triggers an automated mail flow which informs
officers via email when the training is first booked. The Oracle system will also automatically send officers  Design v
an email to remind them of upcoming training six weeks and seven days prior to the scheduled training
date. Compliance X
Initial basic driver assessment training is booked by the Driver Training Team. The Driver Training Team
informs the officer that they have been booked on the initial basic driver assessment.
Findings / The Training Coordinator showed us an example of training booked and recorded on Oracle, and how this triggers a reminder email to the
Implications individual providing detail of the training. Oracle automatically issues reminders six weeks and seven days prior to the scheduled training
date. The RMU books officers on initial training courses for first aid and personal safety, and this is reflected on the DMS (duty
management system) which supervisors have access to and officers can view in rotas.
Since 19 June 2023, the Training Administration (TA) Team has started sending weekly emails to the Chief Inspectors and
Superintendents to flag any officer non-attendance at booked training courses. Officers are then booked on the following week.
However, driver training is booked by the Driver Training Team and bookings are not recorded on Oracle or the DMS. Once booked onto
training, the officer is informed via email and this process is manually completed.
Where the process is not automated and driver training is not reflected on the Oracle or DMS, there is a risk that the Force may not be
effectively managing driver training bookings to maximise attendance rates.
Management The Driver Training Team will ensure that the Training Responsible Owner: Date: Priority:
Action 7 Administration (TA) Team is informed of officers booked to Learning and Development Co- 31 December Low
attend the initial basic driver assessment training. ordination Manager 2023
The date the officer is booked to attend the training will be RMU

recorded on the Oracle system by the TA Team to ensure
officers receive automated emails to inform and remind them
of upcoming training.
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Area: In-person training completion

Control Once in-person training is completed, the TA Team receives an attendance report and records attendance Assessment:

on the Oracle system, with an expiry date allocated based on agreed refresher dates.

The RMU books officers requiring refreshers for first aid and personal safety training using the expiry Design v

dates on Oracle. Supervisors are required to inform the TA Team of officers requiring driver training

refreshers. Compliance x
Findings / The RMU is responsible for booking officers onto first aid and personal safety refresher training; however, the RMU does not currently
Implications have direct access to Oracle to run reports to facilitate this process. The RMU therefore relies on the TA Team providing reports on

training expiry, although we were informed these are not always issued in a timely manner. The Duty Planners within RMU therefore have
collated manual records to support with training expiry using their own spreadsheets, meaning the Force may not be efficiently using
system-generated reporting to support refresher training. Using the spreadsheets, Duty Planners book officers onto the two courses and
inform the TA Team so Oracle is updated.

We selected five officers and five specials and noted the following from training records:

First aid training

Seven of the 10 cases, first aid training was refreshed in the last 12 months. In three cases relating to an officer, first aid training had been
completed over 12 months and therefore expired. The dates of last training attendance were May 2006, March 2014 (booked to attend in

April 2016, but no attendance) and May 2021 (booked to attend in January 2023, but no attendance). We noted that the one officer where
training was last completed in 2014 has been on restrictive duties since 2020.

Personal safety training

In seven cases, personal safety training was completed in the last 12 months. In the remaining three cases relating to officers, training had
been completed over 12 months ago and therefore expired. The dates of last training attendance were January 2015 (booked to attend in
January 2021, but no attendance), March 2022 (awaiting training place to become available), and September 2019 (officer on restricted
duties).

Where mandatory training has not been completed in accordance with refresher requirements, there is a risk that officers are not
adequately trained to carry out duties, which could risk their own safety or the safety of the public.

Driver training

In six cases, driver training had been completed and was in date. In the remaining four cases, the standard or advanced driver training
had expired. To note, initial basic driver training does not require refresher and the three officers and one special had completed initial
training, meaning the officers and special can drive a police vehicle without blue lights. The Driver Training Manager informed us the role
of the three officers and one special would not require standard or advanced driver training. However, the standard or advanced training
for these four had expired in February 2012, September 2016, February 2020 and May 2023. The role of the officers were Dog Handler
Constable, Special Constable, Complaints and Discipline Constable and HIU Constable. We asked the Force what controls are in place to
prevent an officer without the required training driving a vehicle with blue lights, and we were informed that it is the responsibility of the line
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Area: In-person training completion

manager and individual to ensure that they do not drive with blue lights. However, as raised under management action five, the Force
does not currently publish driver training compliance figures on the PowerBI dashboard, which risks line managers and officers being
unaware of training expiry, which could lead to unauthorised individuals driving vehicles with blue lights and could therefore risk the safety
of the officer or the public.

We used data analysis to support our findings, and analysed compliance reports for mandatory training on the Oracle system to provide
compliance results on the complete population within Oracle; the results of which are documented under Appendix A of this report and
strengthen our conclusions. In addition, the report information from Oracle only shows those who have ever completed the training
however, and it should therefore be noted that the training compliance may indeed be lower than the documented percentages outlined
under Appendix A.

Management See management action five.
Action
Management The RMU will utilise the PowerBI dashboard to export data Responsible Owner: Date: Priority:
Action 8 which details the expiry dates for first aid and personal safety  |hgpector RMU Implemented —
training to identify officers requiring refresher training and book process in place
officers onto refresher training courses. since audit.
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Area: Monitoring attendance

Control Once the training is completed, the TA Team receives an attendance report. The TA Team records Assessment:
attendance and non-attendance on the Oracle system. Where the training was not attended by an officer
and this is recorded on the Oracle system, this triggers an automated mail flow which informs the officers =~ Design v
and their supervisor of non-attendance. The officer is required to respond to the email stating the reason
for non attendance. Compliance %
Non-attendance to in-person training is reported to the Chief Inspectors and Superintendents on a weekly
basis.
Findings / The Training Coordinator provided an example in which they booked themselves onto training through Oracle and recorded non-
Implications attendance at the training. The Training Coordinator then received an automated email to notify them of non-attendance. The officer must
provide the reason for non-attendance in response to the email. However, this does not trigger an email to be sent to the officer’s
supervisor informing them of the non-attendance and the Force is reviewing the system to understand the cause of this. Where
supervisors are not informed of non-attendance, there is a risk this may go unaddressed and corrective action may not be taken for repeat
occurrences.
Chief Inspectors and Superintendents now receive a weekly email from the TA Team to inform them of any officer non-attendance
recorded on Oracle, and we obtained examples from June and July 2023. This process was implemented recently as the Force has
identified non-attendance at mandatory training as a reoccurring issue.
The draft Learning and Development Procedure does outline an escalation process in relation to non-attendance. It states that non-
attendance will be reported to the relevant line manager who will meet with the individual and the Chief Inspector will update the TA Team
on the reason for non-attendance. This procedure is in draft and yet to be implemented.
Management The Force will review the Oracle system to ensure non- Responsible Owner: Date: Priority:
Action 9 attendance at training triggers an automated email to the Head of Business Support 30 April 2024 Low

relevant officer’s supervisor to inform them of non-attendance.
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Area: E-learning completion

Control Officers are responsible for ensuring mandatory e-learning training is completed and refreshed where Assessment:
required.
. Design v
Mandatory e-learning courses are completed and recorded on the College Learn platform.
Compliance X
Findings / From the 15 mandated e-learning packages, we selected a sample of 10 packages to confirm these had been completed and refreshed
Implications (where required) by our sample of 10 new starters and 10 officers. Below we have outlined how many of the sample were required to

complete each training, and from that total how many had completed the training, including the percentage:

Training course Total required Total completed (%
Emergency Procedures 11 4 (36%)
Unconscious Bias 20 2 (10%)
Operation Plato 20 8 (40%)
Abuse of Position for Sexual Purpose 20 16 (80%)
Victims’ Code 20 12 (60%)
Act Your Vital Role 20 9 (45%)
(l\;?élg:j:]gr;glr:cc;f Journalist (NUJ) Public Press 20 8 (40%)
Public Order Core Themes 20 8 (40%)
Managing Information (Operational) 20 11 (55%)
Introduction to Government Security Classification 20 13 (65%)

Our testing demonstrates non-compliance with undertaking mandatory e-learning training. The Digital Learning Designer stated that the
Force does not have a learning management system, and whilst the College Learn platform is used for mandatory e-learning, it does not
include a bespoke profile for each individual on what e-learning should be completed. This would require a heavily manual process
whereby each individual profile is reviewed and allocated specific learning packages, which the Force does not have resource to
complete. The platform does not issue email notifications to remind officers to complete the training as this is not assigned to direct
accounts. For this reason, the Force relies on officers taking responsibility to complete mandatory e-learning and supervisors ensuring
oversight through performance review meetings, or similar.






Area: E-learning completion

The Force uses the PowerBl dashboard to support training compliance, which is accessible to all officers and can be drilled down at an
individual level. The 15 mandated e-learning packages are included on the dashboard.

We have used data analysis as part of our review to analyse complete training compliance rates, the results of which are documented
under Appendix A and support these findings.

The Head of Learning and Development further outlined that courses assigned as mandatory e-learning are selected by the Force and
work will be undertaken to determine what courses should be mandated. However, given that current compliance rates are particularly
low, evidenced through our sample testing and data analysis, a high priority action has been agreed.

Management The Force will issue a communication outlining the mandatory e- Responsible Owner: Date: Priority:
Action 10 learning packages to all officers, and outline the requirements for | earning and Development Manager ~ 31 October Low
completing the packages. The responsibility for ensuring officers 2023
complete the training will be communicated to supervisors.
Management The Force will review the e-learning training compliance reports Responsible Owner: Date: Priority:
Action 11 from College Learn to identify officers who have not completed Chief Inspector Learning and 31 January High
mandatory e-learning training, including refresher e-learning Development 2024

training. This information will be cascaded to the relevant teams

. - All Force Chief Inspectors
and supervisors for actioning.

The Force will assign responsibility to the relevant group or team
to provide central oversight of the above to ensure actions are
taken to address mandatory e-learning training.
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Area: Quality of training

Control

Personal safety and driver training is delivered internally by the Force. The quality of personal safety and Assessment:
driver training is assessed via evaluation forms completed by attendees of the training session.

First aid is delivered by an external training provider and the Force undertakes observation of delivery to
ensure the quality of training. Attendees of first aid training are requested by the training provider to
provide feedback by completing a candidate feedback form. Compliance -
Partially missing control

The Force does not currently have a process in place to monitor the quality of mandatory e-learning
training and report on officer satisfaction with e-learning training to address areas for improvement.

Design x

Findings /
Implications

Driver training and personal safety training

Discussions with the Learning and Development Manager and the Training Co-ordinator confirmed after the completion of training,
individuals are emailed an evaluation form to be completed. The evaluation forms are created and completed using Microsoft Forms. We
reviewed examples of the evaluation forms sent to officers which record whether the trainer regularly checked understanding, whether
aims and the objectives of the course were explained, a trainer satisfaction score and a course satisfaction score. If the score is seven or
below, or a respondent has provided a negative response, this triggers an email to the trainer and business area manager.

Internal observations are undertaken for both training courses. The Driver Training Manager provided an example of the plan in place to
undertake observations. Observation outcomes are recorded on an internal quality assurance form, which records the outcomes of
assessment and any actions needed.

The Learning and Development Manager who manages the delivery of personal safety training confirmed that they are yet to establish
and implement a schedule for the Force's personal safety trainers to undertake peer observations. Where peer observations are not
undertaken for personal safety training, there is a risk that the Force does not effectively monitor the quality of its training to ensure it is
adequate and meets the objectives the training intends to achieve.

First aid training

First aid training is delivered by an external training provider. The Learning and Development Co-ordination Manager last undertook an
observation of first aid training on 8 December 2021 and review of the report produced confirmed they were happy with the level of tuition.
However, the training delivery has not been reviewed since, meaning the Force risks any quality issues not being identified and addressed
with the training provider. Although, we note that candidate feedback forms are completed by officers attending first aid and where
improvements are identified, these are discussed with the external training provider.

E-learning

The Force does not currently have a process in place to monitor the quality of e-learning training through obtaining feedback and
evaluations from officers. This is an area that the Force is planning to develop to ensure feedback and evaluation is provided by officers.
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Area: Quality of training

Although, we note that the Digital Learning and Design Team do request all sponsors or subject matter experts to review e-learning

packages on an annual basis, and evidence dated September 2022 demonstrated this.

Where officers are not asked to review e-learning completed, there is a risk that feedback on e-learning training may not be received or

findings addressed.

Management The Force will ensure a plan for undertaking peer reviews for Responsible Owner: Date: Priority:

Action 12 personal safety training is produced and that observations are Learning and Development Manager ~ 31 December ~ Low
undertaken in line with the plan. 2023

Management The Force will ensure observations are undertaken of first aid Responsible Owner: Date: Priority:

Action 13 training provided to officers on a cyclical basis to ensure quality of | earning and Development Co- 31 December  Low
training is monitored and areas for improvement are addressed. ordination Manager 2023

Management The Force will consider its approach to obtaining feedback and Responsible Owner: Date: Priority:

Action 14 evaluating the effectiveness of courses through the e-learning

Learning and Development Manager
system, noting that the Force cannot affect changes to College

Learn packages.

31 December
2023
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Area: Reporting

Control

Partially missing control Assessment:

The Force reports on the compliance of mandatory e-learning training to the People and Wellbeing .
Assurance Board every two months. Design x

The Force does not yet report on the compliance of mandatory in-person training to the People and
Wellbeing Assurance Board on a regular basis. Compliance -

Findings /
Implications

The People and Wellbeing Assurance Board meetings are not minuted. Instead, the Force maintains an action and decision log for the
People and Wellbeing Assurance Board meeting. The Head of Learning and Development informed us that meetings are held on a
monthly basis, although these alternate between the People and Wellbeing Assurance Board performance meetings and general
meetings. Compliance with e-learning training is considered as part of the performance meetings using PowerBIl dashboard data. We
confirmed these updates through review of previous agendas and received evidence of a presentation delivered in January 2023.
However, the People and Wellbeing Assurance Board has not received an update on mandatory e-learning since January 2023 as the
Force is in the process of reviewing its governance arrangements. An annual learning and development performance update was
presented by the Inspector Learning and Development in March 2023. The presentation detailed the number of requests for driver, first aid
and personal safety training on the TNA, places offered, taken and the remaining places available. However, the presentation did not
cover mandatory training compliance, for either in-person sessions or e-learning. We were informed in-person training compliance rates
are not currently reported.

Where compliance with mandatory in-person and e-learning training is not reported through the Force's governance structure on an
agreed frequency, there is a risk that there is no central oversight to ensure actions in relation to mandatory training are driven within the
Force to improve compliance rates.

Management
Action 15

The Force will ensure compliance of mandatory e-learning and Responsible Owner: Date: Priority:
in-person training is reported on a routine basis through the Learning and Development Co- 31 January

relevant governance arrangements, and ensure any instances ordination Manager 2024

of non-compliance are addressed and monitored.
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APPENDIX A: DATA ANALYTICS

The following is a summary of findings from our analytical work which we have discussed with management.

Mandatory in-person training

We obtained a report from Oracle which detailed the number of officers including specials with expired first aid, personal safety, and driver training. The report
also identified where this training was in date. The results of our testing have been summarised in the table below.

Percentage of Number of officers Number of officers
. . Number of officers on officers recorded on . . . with out of date
Training course Refresher requirements ) . with valid training .
Oracle report Oracle with valid training recorded on
. recorded on Oracle

training completed Oracle
First Aid Training Annually 1480 70.61% 1045 435
Personal Safety Training Annually 1370 65.91% 903 467

Initial basic driver
assessment does not require

. . refresher trainig. ,
Driver Training 958 65.55% 628 330

Standard and Advanced
driver training is refreshed on
a five yearly basis.

It was noted that the reports from Oracle only list officers who have undertaken training and not officers who have never undertaken first aid, personal safety,
or driver training. This has been a limitation in our analysis, and therefore the number of officers with valid training could indeed be lower than reported above.

Mandatory e-learning training

We focused our review of the e-learning training that is mandatory to PCSOs, officers and specials. The Force mandates 15 e-learning packages to officers,
14 of which are also mandated to specials and 13 of which are mandated to PCSOs. Six of the 15 e-learning packages require refresher training. It was noted
that one of the 15 e-learning packages named ‘Pre-Course Personal Safety Training’ encompasses six separate e-learning training courses. We undertook
full population testing using a e-learning report generated from College Learn to confirm the percentage of roles complying with mandatory e-learning training
including refresher requirements. We also compared the compliance rates identified through our analysis to the compliance rates reported on the PowerBI
dashboard for PCSOs, officers and specials. It was noted that the PowerBI excludes roles on suspension, long term sickness absence and on long term
leave. The results of our testing have been summarised in the table below.
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Percentage of .
Mandatory officers recorded on Percentage of Variance between

E-learning training for Police Mandatory officers recorded on the compliance

for anegton) G O LI College Learn with  recorded on College
‘ for PCSOs? requirements dashboard with : o
Specials? valid training Learn and the

Ve e completed PowerBIl Dashboard
completed

package Constables
?

Introduction to
Government Security v v v Two yearly 81% 80% 2%
Classification

Unconscious Bias

v v v 0 0, _10,
(TSAB) N/A 38% 37% 1%

Initial and Specialist
Operational Response
(IOR/ SOR) Chemical v v v N/A 32% 27% -5%
Biological Radiological
and Nuclear (CBRN)

Emergency Procedures v v v Three yearly 54% 48% -6%
Mental H:;Iig;and The v v v N/A 85% 84% 1%
Operation PLATO video v v v N/A 73% 71% -2%
Abuse of Position for v v v N/A 93% 93% 1%
Sexual Purpose
NCRS National Crime
v v v 0 0, _10,
Recording Standard NIA 82% 81% 1%
Victims' Code v v v N/A 94% 94% -1%
Kidnap and Extortion v x v N/A 85% 85% 0%
ACT - Your Vital role v v v N/A 90% 89% 0%
NUJ P:%CF% r”cleer Press v v x Three yearly 76% 74% -2%
Public Order Core v v x Three yearly 67% 65% -2%

Themes
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Percentage of

Percentage of Variance between

LEIE R Mandato (RS HEEOE L] G officers recorded on the compliance
E-learning training for Police y Mandatory Refresher the PowerBI - P
for : ; College Learn with  recorded on College
package Constables ‘ for PCSOs? requirements dashboard with : e
Specials? . " valid training Learn and the
? valid training
completed PowerBIl Dashboard
completed
Managing Informatlon - v v v Two yearly 58% 64% 6%
Operational
Pre-Course Personal
Safety Training y , p . . .
eLearning: Annually 49% 48% -1%
Medical Survey
Acid and Corrosive v v v Annually 69% 7% -62%
Spit and Bite Guards v v v Annually 20% 22% 2%
Water Safety v v v Annually 23% 22% -1%
Stop and Search v v v Annually 24% 24% 0%
National decision model v v v Annually 14% 16% 29,

Knowledge Check

Our review found the following exceptions where the variance between our analysis and PowerBl was greater than 2%:

e Acid and Corrosive e-learning is video content completed on an annual basis as part of the Pre Personal Safety Training e-learning. The Digital Learning
Designer highlighted that the College Learn report does not track re-completion of watching e-learning content delivered over video. As a result, the 7%
compliance rate is the number of individuals who have first watched the video in the last 12 months. The e-learning report does not identify users who
have re-watched the video and only record their initial completion date. The Digital Learning Designer confirmed that the College of Policing are aware of
this and are currently working to correct this system error. In the meantime, the Force uses the first date the training was completed to inform the
compliance rate recorded on the PowerBI dashboard. As a result, the PowerBl dashboard reports a compliance rate of 69%.

¢ In the remaining three cases (Managing Information — Operational, Initial and Specialist Operational Response (IOR/ SOR) Chemical Biological
Radiological and Nuclear (CBRN) and Emergency Procedures), the Senior Performance Analyst confirmed the variance is due to the PowerBl dashboard
excluding individuals on suspension, long term leave and sickness absence.

Excluding the compliance rate reported for the Acid and Corrosive e-learning for reason noted above, we noted an average compliance rate of 59% across
mandated e-learning training. As identified by our review, compliance of mandatory training both in-person and e-learning is not formally and frequently
reported across the Force to ensure issues are resolved and actions are taken.
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APPENDIX B: CATEGORISATION OF FINDINGS

Categorisation of internal audit findings

Priority Definition

Low There is scope for enhancing control or improving efficiency and quality.

Medium Timely management attention is necessary. This is an internal control risk management issue that could lead to: Financial losses which
could affect the effective function of a department, loss of controls or process being audited or possible reputational damage, negative
publicity in local or regional media.

High Immediate management attention is necessary. This is a serious internal control or risk management issue that may lead to:
Substantial losses, violation of corporate strategies, policies or values, reputational damage, negative publicity in national or
international media or adverse regulatory impact, such as loss of operating licences or material fines.

The following table highlights the number and categories of management actions made as a result of this audit.

Control design Non Compliance Agreed actions

not effective® with controls* Medium

HR: Training 3 (17) 8** (17) 10 4 1

Total 4

* Shows the number of controls not adequately designed or not complied with. The number in brackets represents the total number of controls reviewed in this area.

** More than one action raised against one control.
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Debrief held

Draft report issued
Revised draft reports
issued

Responses received
Final report issued

11 July 2023

2 August 2023

12 September 2023
13 September 2023

29 September 2023
29 September 2023

Internal audit Contacts

Client sponsor

Distribution

Dan Harris, Head of Internal Audit
Philip Church, Senior Manager
Hollie Adams, Assistant Manager
Rajan Takhar, Senior Auditor

Director People and Development
Head of Learning and Development
DCI, Learning and Development

Director People and Development
Head of Learning and Development
DCI, Learning and Development

We are committed to delivering an excellent client experience every time we work with you. Please take a moment to let us know how we did by taking our
brief survey. Your feedback will help us improve the quality of service we deliver to you and all of our clients. If you have are you using an older version of
Internet Explorer you may need to copy the URL into either Google Chrome or Firefox.

RSM post-engagement survey

We thank you again for working with us.
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rsmuk.com

The matters raised in this report are only those which came to our attention during the course of our review and are not necessarily a comprehensive statement of all the
weaknesses that exist or all improvements that might be made. Actions for improvements should be assessed by you for their full impact. This report, or our work, should
not be taken as a substitute for management’s responsibilities for the application of sound commercial practices. We emphasise that the responsibility for a sound system
of internal controls rests with management and our work should not be relied upon to identify all strengths and weaknesses that may exist. Neither should our work be
relied upon to identify all circumstances of fraud and irregularity should there be any.

Our report is prepared solely for the confidential use of The Chief Constable for Cleveland, and solely for the purposes set out herein. This report should not therefore be
regarded as suitable to be used or relied on by any other party wishing to acquire any rights from RSM UK Risk Assurance Services LLP for any purpose or in any
context. Any third party which obtains access to this report or a copy and chooses to rely on it (or any part of it) will do so at its own risk. To the fullest extent permitted by
law, RSM UK Risk Assurance Services LLP will accept no responsibility or liability in respect of this report to any other party and shall not be liable for any loss, damage
or expense of whatsoever nature which is caused by any person’s reliance on representations in this report.

This report is released to you on the basis that it shall not be copied, referred to or disclosed, in whole or in part (save as otherwise permitted by agreed written terms),
without our prior written consent.

We have no responsibility to update this report for events and circumstances occurring after the date of this report.

RSM UK Risk Assurance Services LLP is a limited liability partnership registered in England and Wales no. OC389499 at 6th floor, 25 Farringdon Street, London EC4A
4AB.
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1. EXECUTIVE SUMMARY

Why we completed this audit

As part of the 2023/24 internal audit plan, we have reviewed the Force's vetting regime in line with the requirements of the authorised professional practices
(APP) Vetting Guidance (2021) published by the College of Policing and the Code of Practice for Vetting (2023).

Since the previous audit RSM carried out in 2022/23, which resulted in a partial assurance opinion, the Force has assigned a new Vetting Manager who has
reviewed the vetting arrangements in place to identify any inefficiencies in processes to improve the effective use of resources within Cleveland Police. The
Vetting Manager has set out a clear structure and direction for the Vetting Team. The Vetting Manager has focused on providing an on-site presence within
the Vetting Team to ensure significant oversight of the demand, and backlog affecting the current work environment. Additionally, the Vetting Manager has
considered the current pressures on Force vetting, such as demand and resource within the Vetting Team, and has identified these as key issues. As a
result, the Vetting Manager has raised a business case to employ a further five employees to the current team, consisting of three Vetting Researchers, one
Administration Apprentice, and one full time Administrator to directly support renewals.

Since the appointment of the Vetting Manager there has been significant reductions in the backlog of expired vetting clearances. In September 2022, it was
reported to the Chief Officer Team (COT) that there were 2,558 expired vetting clearances outstanding, which has been reduced significantly to the current
position of 433 as of 12 September 2023. The breakdown of the 433 expired clearances is as follows:

e  Four UKSV (United Kingdom Security Vetting);

e 20 MV (Management Vetting);

e 64 RV (Recruitment Vetting);

e  Six NPPV (Non-Police Personnel Vetting) Level 3 vetting;
e 256 NPPV Level 2 vetting; and

e 83 NPPV Level 1 vetting.

The Force operates in line with the College of Policing APP Vetting and Code of Practice for Vetting and all testing has been carried out to assess compliance
with these requirements. As part of our sample testing, we have considered Non-Police Personnel Vetting (NPPV) Levels 1, 2 and 3, Recruitment Vetting
(RV) and Management Vetting (MV).

Conclusion

Since the previous RSM audit, the new Vetting Manager and the Vetting Supervisor have spent the last nine months reviewing and implementing the actions
agreed by RSM and the HMICFRS recommendations raised as part of the inspection into the effectiveness of vetting and counter-corruption arrangements in
Cleveland Police, in which the Force was rated as ‘adequate’.






Management has significantly reduced the level of expired and outstanding vetting applications, and has implemented a robust control framework to ensure
all necessary checks are completed as required and evidence retained on file. Due to the high risk nature of vetting, the Vetting Manager reports on a
fortnightly basis to the COT with a rolling report on vetting performance.

We identified three areas of weakness as a result of our review. Firstly, we noted for one of the 20 samples assessed for NPPV clearances that evidence of
identification checks carried out was not retained on the CoreVet system, which risks checks not being carried out in line with requirements. Secondly, we
identified that the previous Vetting Manager carried out six monthly checks on access to the CoreVet system to ensure access is appropriately restricted;
however, we were unable to obtain evidence to support these checks as these were carried out by the previous manager. From our sampling, we identified
two instances where read only access was granted for two individuals, whose roles do not require access to the CoreVet system. Lastly, we noted that for
three volunteers from a sample of 10 that identification documents were not stored on the CoreVet system, as the initial vetting clearance was granted prior to
the CoreVet system being introduced.

As a result of our review we have agreed three medium priority management actions.

Internal audit opinion:

Taking account of the issues identified, the Police and Crime Commissioner for Cleveland
and the Chief Constable of Cleveland can take reasonable assurance that the controls

upon which the organisation relies to manage this risk are suitably designed, consistently Minimal PN partal Reasonable [ substantal
apphed and effectlve assurance assurance assurance assurance

However, we have identified issues that need to be addressed in order to ensure that the -
control framework is effective in managing the identified risk.

Key findings

We identified the following exceptions resulting in three medium priority actions being agreed:

NPPV - all levels
We tested a sample of 20 NPPV cleared individuals in the last 12 months in line with the stipulated checks in the APP Vetting Guidance and
identified the following discrepancy:

e In one case there was no evidence retained on file to confirm identity and proof of address in line with the nationality and residency
checks.

Without appropriate supporting evidence retained on file for nationality and residency checks, we cannot confirm whether the individual
identified has had identity checks carried out in the APP Vetting Guidance. There is therefore a risk of clearance being granted inappropriately
and non-compliance with the APP Vetting Guidance and Vetting Code of Practice. (Medium)
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Volunteers

For a sample of 10 current volunteers, we reviewed the CoreVet system to confirm that volunteers were vetted in line with the NPPV Level 2
full clearance requirements. For three of the samples, we noted that evidence to support identification checks was not retained on the
CoreVet system, although there was clear rationale on the system to confirm vetting status. This is due to identification checks being carried
out in 2018, prior to the introduction of the CoreVet system. For renewals, the Vetting Team would necessarily request additional copies of
identification documents.

The Force Vetting Manager reviewed each case and noted two instances where the volunteers have not volunteered since 2022, and vetting
clearance should be withdrawn. The Force Vetting Manager has requested an audit be completed of the vetting status for all volunteers. In
the final case, it has been requested that the identification documentations be added to the CoreVet file.

Without adequate audit trail to support full checks for volunteers, there is a risk that checks have not been carried out in line with APP Vetting
Guidance. There is a further risk if volunteer records are not regularly reviewed that vetting status may be in place for individuals who do not
require clearance. (Medium)

Access to CoreVet

We sample tested 10 users who currently have access to the CoreVet system to confirm the correct permissions were granted based on their
role and the Vetting Supervisor has agreed their access.

For the sample of 10, we confirmed eight of the users had appropriate access relevant to their role and this was agreed by the Vetting
Supervisor. In the remaining two cases the individuals had read only access to CoreVet; however, the Vetting Supervisor confirmed neither
needed access to the system for the roles they are currently undertaking. The Vetting Supervisor confirmed these access concerns would
have been picked up as part of the six monthly checks, scheduled for October 2023.

The Force risks users having access to data and information, which is highly classified on the CoreVet system that is not / no longer required
for their current role. (Medium)

Our audit review identified that the following controls are suitably designed, consistently applied, and are operating effectively:

New starters

We tested a sample of 10 new starters (three requiring MV clearance and seven requiring RV clearance) and confirmed a clear decision
outcome was recorded on the CoreVet system. We confirmed for six of the samples a clear rationale was recorded on the system, in the
remaining four cases the applications were submitted before the HMICFRS requirement for rationale to be documented (required from
November 2022). History checks have been undertaken for all 10 samples, using Police National Computer (PNC) and Police National
Database (PND) and the results are recorded within the CoreVet system. We found supporting documentation for all 10 samples, including
identity and proof of address. Evidence was available for all 10 samples to confirm the level of clearance required for the role was correct. For
all 10 samples we confirmed a full and clear audit trail was available and up to date, and complied with the requirements of the APP Vetting
Guidance.






National Decision Model

In the testing completed for NPPV all levels, RV and MV clearances, we noted that rationale documentation was on file, where required based
on the changes to the APP Vetting Guidance from November 2022, and the rationale outlined the key considerations to support decisions
made. Considerations include how the information has been gathered and what tools have been used, such as, the PNC, PND and Experian
checks. A risk assessment is completed based on the results of the checks undertaken and whether any traces have been found, and
mitigating controls are considered and documented, where applicable. Consideration is also given to the potential legal impact on the Force if
the individual has a prior record. The APP Vetting Guidance also stipulates that all vetting should be reviewed periodically, and requirements
for review are clearly recorded in the CoreVet system in line with the level of clearance granted.

We confirmed for all samples under these controls were completed in line with the National Decision Model and evidence of the results can
be found within the individual CoreVet record.
Appeals

We tested five appeals within the last 12 months against the appeals policy requirements and confirmed:

e in all five cases, the refusal letter was available and on file;

o for all five appeals, we confirmed the appeal request was raised within the 21-day requirement;

e all five appeals were reviewed and considered by the Superintendent, Directorate of Standards and Ethics (DSE); and

e in four cases we noted that the Superintendent , DSE, decision was made within 28 days. In the remaining case, the Superintendent,
DSE, made their decision on 24 December 2022; however, further testing was required to be completed by the Counter Corruption Unit
(CCU) and subject to mitigating controls being implemented, provisional clearance was granted.

None of the samples considered included protected characteristics and therefore there was no requirement for the appeal to be considered by
the Scrutiny Panel.
Transferees and re-joiners

We confirmed all transferees and re-joiners are required to undertake a full re-vet to ensure their details are current and up to date. We tested
the only two re-joiners and only four transferees which were recorded in the last 12 months:

e All six samples had a decision rationale recorded and retained on the CoreVet file. For all six samples all necessary vetting checks were
undertaken such as; nationality, residency, Check 7, PNC, PND, Niche, Experian, Pentip and Special Branch. For all six samples we
confirmed an email was available on the CoreVet record to outline any prior disciplinary action taken by other Forces.

Vetting reviews

As part of the previous testing completed in earlier controls we have considered vetting reviews are undertaken for NPPV 3 and MV clearance
individuals. For the testing completed on NPPV 3 only three individuals have been granted this clearance level in the last 12 months. We






confirmed for all three samples, the first and second reviews were scheduled and recorded on the CoreVet system. For a sample of 10 new
starters, three individuals were granted MV clearance. We confirmed for all three individuals had the first and second reviews scheduled and
recorded on the CoreVet system.

Communication of change of circumstances

In discussions with the Vetting Researcher, we confirmed for a change of circumstances, officers and staff are required to complete the
change of circumstances form which is available via the SharePoint Intranet to declare their personal changes in circumstance. It is the
responsibility of officers and staff to declare any changes. In order to ensure all officers and staff are consistently made aware of the
requirements to inform the Vetting Team of their personal changes, a quarterly bulletin is issued via the internal news dashboard on the
SharePoint Intranet. We noted that the Force is working to strengthen this process further based on the HMICFRS recommendations raised
following the inspection (see key finding below).

We discussed with the Vetting Supervisor how the Vetting Team is notified of misconduct or misogyny hearings and the decision outcome,
and they confirmed that the Counter Corruption Unit (CCU) has notification flags within the system to identify any current employees that have
a disciplinary ongoing. If any indicators are raised, the CCU will inform the Vetting Team via the disclosure.vetting@cleveland.police.uk inbox.
From this point the Vetting Team with further investigate alongside intel from the CCU, and we reviewed an example with the Vetting Team to
confirm this.

Annual security appraisals

Annual appraisals will only be conducted for Security Check (SC) cleared individuals as per the APP Vetting Guidance. Previously MV
cleared individuals were required to undertake the annual security appraisal; however, the Chief Constable made the decision to stop the
annual check for MV cleared individuals as this is not a requirement by the College of Policing, and therefore annual reviews have not been
added to CoreVet for MV clearance since November 2022. Although, the Vetting Team did state that if an annual review was already
scheduled for a date since November 2022 the check will be completed. We have tested a sample of five MV and five SC cleared individuals
to confirm if an annual security review has been completed:

e for the five MV cleared individuals we confirmed each had been granted vetting clearance in the last 12 months and two of the individuals
were historical renewals where an annual security review was completed, available on file and within the required timeframe. In the
remaining three cases we noted no annual security review was required, alternatively we confirmed the first and second life time reviews
were scheduled and recorded on CoreVet; and

e for the five SC cleared individuals we confirmed each had been granted vetting clearance in the last 12 months and one of the individual’s
annual security review’s had been completed and evidence was available and retained on CoreVet.

In the remaining four cases we noted, the individuals had not been vetted for at least 12 months therefore the annual security appraisal
was not completed yet, but we confirmed they were scheduled in the system at the appropriate time.






Performance Measures

We obtained the latest vetting performance report presented to the COT on 12 September 2023 and confirmed the report is a rolling
dashboard, which is completed on a fortnightly basis to show the bi-weekly current position to allow oversight of the reductions and increases
in demand. In addition to the dashboard, the Vetting Manager also includes specific updates on: resourcing and current vacancies,
performance, renewals, dip sampling, and the Acro project.

HMICFRS inspection

We obtained the latest update provided to the National Police Chief Council (NPCC) in August 2023 by the Inspector of the Assurance Team
and noted of the 33 recommendations raised, 27 have been implemented (green), two recommendations are likely to be implemented by
deadline (amber), four recommendations will not be implemented by deadline (red).

Of the two amber recommendations we noted:

o #23998: For MV posts, an assessment with HR and vetting will be undertaken to determine vulnerability and to determine whether MV is
the correct level of clearance required as per job description.

e #24086: The Force will now consider the PND and PNC as part of the routine checks for vetting clearance.
Of the four red recommendations we noted:

e #8: The Equality, Diversity and Inclusion Team will compile weekly reports on vetting data such as age, gender, ethnicity and other
characteristics to the Chief Constable.

o #24043: All officers and staff are made aware of the requirements to report any changes of personal circumstances to allow the Vetting
Team to determine the impact on the individual’s vetting status.

e #24881: Robust process in place to complete annual health checks for officers and staff.
e #24967: Linking Force vetting system and HR IT system to allow data to be transferable.

For the outstanding actions, the Force is awaiting a further update to the APP Vetting Guidance, which is expected later in 2023 and to
confirm the requirements with HMICFRS. These actions are all ongoing.

New requirements by the College of Policing
As part of the recommendations made within the HMICFRS report, the Force reported they had carried out the following:

e The Vetting Manager has raised a business case for five new members for the Vetting Team to support the demand and backlog to allow
the team to have capacity and capability to complete vetting requirements to the agreed timeframe; and






e Transferees and re-joiners go through a full re-vet to ensure the checks and traces are current and up to date. For any transferees, an
additional check is completed, and they will email the previous Force to identify if there is any previous or current misconduct or misogyny
hearings for the individual.

Although the Force is currently working through their own recommendations from HMICFRS, they cannot implement the recommendations or
improvements in the HMICFRS report for inspection of vetting, misconduct, and misogyny in the police service until the College of Policing
publish the updated APP Vetting Guidance as they are governed by this protocol.

Acro project

The Force has a service level agreement with Acro to complete vetting checks on behalf of the Force. This is being used as a national pilot
and the Acro project progress and performance is being reported to the COT. To date, there has been 87 submissions to Acro for vetting
checks to support applications, of which 26 have been returned to the Force and the applications are in the process of being reviewed. Three
individuals have received their full clearance and we tested all three samples, and noted the following:

o for all three applicants, the vetting request form was submitted and returned within the agreed 14 working day timescales;
e for all three applicants, we confirmed the results recorded on the vetting request form were accurately updated in the CoreVet system;
e in all three cases, the vetting request form was uploaded and retained on each individual record in CoreVet.

The project went live in July 2023 and we note that the Force is reviewing the progress and performance of the project on an ongoing basis.
As part of the fortnightly reporting to COT, the Vetting Manager provides progress updates on how the Acro project is currently working within
the team and any lessons learnt from applications completed. The service level agreement expiry is dated August 2024, and a decision will be
made nationally following the feedback from the Force on whether the project has worked effectively to support national vetting resources.

When completing our audit, we encountered the following limitation:

Data analysis — expiry / renewals

We completed a walkthrough of the CoreVet system to confirm how renewals are identified. In discussion with the Vetting Supervisor, we

confirmed that although the team actively reports on the numbers of renewals and expiry dates, they do not have the current functionality

within the CoreVet system to review renewals before their expiry date on an individual basis due to system limitations. We were therefore

unable to obtain a report which shows all vetting clearances per individual, with the relevant expiry or required renewal dates, meaning we
were unable to complete the intended analysis.

However, as of September 2023, there are currently 433 expired clearances in comparison 2,558 outstanding in September 2022.

The Vetting Supervisor advised that reporting functionality will be available within CoreVet 5, which is due to be rolled out within the Force as
of October 2023.






2. DETAILED FINDINGS AND ACTIONS

This report has been prepared by exception Therefore, we have included in this section, only those areas of weakness in control or examples of lapses in
control identified from our testing and not the outcome of all internal audit testing undertaken.

Risk: Vetting (Risk Reference 1724)

Control

For all non-police personnel vetting (NPPV) (regardless of level), residency checks, PNC and PND  Assessment:

checks, credit checks and background checks are completed. .
Design v

All NPPV 3 requires an annual vetting review.

All NPPV vetting requires approval from an authentication sponsor.

. . - . ) Compliance x
A clear rationale is recorded on CoreVet in line with HMICFRS requirements (from November

2022).

Supporting evidence should be retained on file for the individual.

Findings /
Implications

As part of the sample testing, we have considered all NPPV levels to confirm the individuals in the sample have the following documented
on CoreVet in line with the policy:

e the decision outcome and rationale recorded within the CoreVet record;

e nationality checks and all checkable history has been completed and documented, and results recorded in the system;
e supporting evidence (such as passport, driving licence, proof of address) is on file;

e level of clearance is correct with position and role;

e evidence of sponsor is in place, where applicable;

e an audit trail can be seen on file and is up to date; and

e for NPPV 3, an annual vetting review is undertaken or scheduled.

We tested a sample of 20 applications within the last 12 months for NPPV clearance, which were categorised as; five NPPV 1, one NPPV
2 abbreviated refused, one NPPV 2 full refused, five NPPV 2 abbreviated cleared, five NPPV 2 full cleared, and three NPPV 3.

We identified the following:

e for all 20 samples we confirmed a clear decision outcome was recorded and available on CoreVet, and in two cases (as referred to in
sample selection above) the vetting applications were refused. In nine cases, we confirmed a rationale was available to support the
decision outcome and this was recorded and available on the system. In 11 cases, we noted the individuals’ applications were
submitted before the HMICFRS rationale requirement was introduced in November 2022.

e we confirmed for 19 of the samples, appropriate evidence was on file to confirm nationality and residency checks. In the remaining
case, there was no evidence on the CoreVet record to confirm these checks had been completed to support the application for NPPV 2
full clearance;






Risk: Vetting (Risk Reference 1724)

e in all 20 cases, we confirmed address history checks were completed and evidence was available and retained on file;

e for 19 cases, we confirmed supporting evidence was retained to confirm identity and proof of address in line with the nationality and
residency checks. In the remaining case, no evidence was available on file and the individual was granted NPPV 2 clearance;

e in all 20 cases, the Vetting Supervisor confirmed the vetting level and clearance was appropriate for the position;

e within the evidence file on CoreVet, we confirmed all 20 samples had confirmation of authorisation from their sponsor to commence the
vetting checks;

e inall 20 cases, we confirmed the audit trail was available and up to date and excluding the sample missing the ID checks, all evidence
was on file of checks completed in line with vetting guidance; and

o for the three NPPV 3 cleared individuals in the sample, we confirmed the annual vetting review is scheduled on CoreVet.

We noted from the accumulation of days between the application being submitted and completed that the timeframes to complete some
applications were significantly large, and some individuals waited over 12 months before a vetting decision has been made. We discussed
this with the Vetting Researcher and confirmed the team had a backlog from 2022 to complete, which was raised on last year's RSM
Vetting report. In addition, the Vetting Team had outstanding priority vetting requested for internal applicants from the HR Team, which
has added to resource requirements. As highlighted previously within the report, the Vetting Team has significantly reduced the backlog
and therefore we have not raised a further management action.

Without appropriate supporting evidence retained on file for nationality and residency checks, we cannot confirm that the individual
identified has undertaken the sufficient checks outlined in the APP Vetting Guidance, which risks the individual being granted clearance
when they have not conducted or retained the necessary information outlined in the APP. This could potentially risk non-compliance with
the College of Policing APP vetting requirements.

Management
Action 1

The Force will undertake a dip sampling exercise on cleared Responsible Owner: Date: Priority:
applicants to identify if there are consistent issues where ) .
supporting evidence has not been uploaded or retained on Vetting Manager 31 March 2024 Medium
CoreVet as per the APP guidance.
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Risk: Vetting (Risk Reference 1724)

Control All volunteers are vetted to NPPV 2 full level vetting. Assessment:
Residency checks, PNC and PND checks, credit checks and background checks are completed for  Design v
all volunteers.
Compliance x
A clear rationale is recorded on CoreVet in line with HMICFRS requirements.
Findings / As outlined in the APP Vetting guidance, those who are volunteering to support the Force are required to hold clearance at NPPV level 2.
Implications  The guidance states the following checks should be considered for volunteers as a minimum requirement. We have tested the following in

line with the policy:

vetting has been completed to an appropriate level,

a clear outcome and rationale had been recorded;

nationality/residency checks have been completed;

checkable history has been documented; and

supporting evidence is on file and an audit trail is available.
We tested a sample of 10 volunteers and identified the following:
o for all 10 samples, the Vetting Manager and Sponsor agreed the level of clearance was appropriate for the post;

e in 10 cases, we confirmed a clear decision outcome was recorded on the CoreVet system. For five samples, we confirmed an
appropriate rationale had been recorded to support the outcome and in the remaining five cases, the applications were submitted
before the HMICFRS requirements to document the rationale was introduced; and

e for seven of the samples, we confirmed nationality and residency checks were completed and evidence to support these were on file.
In the remaining three cases, the vetting checks were completed pre-CoreVet system on paper-based documents and we were unable
to access support for these checks. The audit trail on these cases was also not as complete as those managed solely through the
CoreVet system.

We queried these cases with the Force Vetting Manager who informed us that two of the individuals have not volunteered at the Force
since 2022, and therefore both records should be marked as withdrawn. The last vetting clearance reviews for these individuals were
completed in 2018 and 2019. In the third case, the clearance for this individual was last reviewed in March 2019, and the Force Vetting
Manager has requested that evidence of identification be attached to the CoreVet system as the individual is still a current volunteer.
Where reviews are completed, the Force does not typically request ID to be re-submitted, unless required, and the supporting evidence of
these checks is not always uploaded onto the CoreVet system.

The Force Vetting Manager explained that they intend to link with the Citizens in Policing Coordinator moving forward and request an audit
of volunteer activity to identify any volunteers who have been inactive for over 12 months. Following the principles of ‘re-joiners’ set out
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Risk: Vetting (Risk Reference 1724)

within the Code of Practice on Vetting (2023), it would be expected that an integrity health check would be completed, or vetting withdrawn
altogether, dependent on the information available to confirm whether the individual is a current volunteer.

Where evidence to support historic volunteer records is not fully retained on the CoreVet system or volunteers are inactive, there is a risk
that vetting status could be granted to individuals who do not require clearance and a full audit trail may not be available to support
decisions made.

Management
Action 2

The Force Vetting Manager will instruct a volunteer vetting audit Responsible Owner: Date: Priority:
to be conducted in conjunction with the Citizens in Policing
Coordinator to confirm that volunteers remain active and vetting
clearance is still required. This audit will be kept under review Citizens in Policing Coordinator
and conducted at least annually to ensure regular review.

Force Vetting Manager 30 November 2023 Medium

Decisions in respect of vetting status will be made in line with
the ‘re-joiners’ section within the Code of Practice on Vetting.

For any current volunteers, it is recommended that the Force
attach evidence of identification to the CoreVet system to
ensure adequate audit trail is retained.
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Risk: Vetting (Risk Reference 1724)

Control

Only officers and staff who require access to the CoreVet system as part of their job role have Assessment:
access to the system. The Vetting Team undertakes six monthly reviews on user access to Desi v
determine whether individual access is appropriate. esign

Compliance x

Findings /
Implications

We confirmed that the Vetting Supervisor reviews CoreVet access every six months and undertakes a rationale review to confirm whether
it is still appropriate for the user to have access. However, the previous Vetting Supervisor completed these audits, and no evidence has
been retained due to their departure from the Force. However, the new Vetting Supervisor has taken over the six monthly checks and will
be completing the first review in October 2023.

In discussions with the Vetting Manager, we considered the access process and whether anyone on the list provided did not need access
to CoreVet and they advised there are likely individuals who have changed roles which require their access to be revoked. We noted there
are only two system access options; read only and admin. We confirmed the process previously completed was for the Vetting Supervisor
to email all current users (aside from the Vetting Team) to confirm the rationale for their access to the CoreVet system. If they deemed the
rationale to be in accordance with the individual's role, then access will remain intact, if not then the user’s access will be revoked.

We obtained the current user list which included 64 individuals and sample tested 10 users who currently have access to the CoreVet
system to confirm the correct permissions per their role and that the Vetting Supervisor agrees with their access.

For the sample of 10, we confirmed eight of the users had appropriate access relevant to their role and this was agreed by the Vetting
Supervisor, in the remaining two cases the individuals had read only access to CoreVet; however, the Vetting Supervisor confirmed
neither needed access to the system for the roles they are currently undertaking. The Vetting Supervisor confirmed these access
concerns would be picked up in the next audit, which is scheduled for October 2023.

Without appropriate evidence of rationale on file, the Force risks any current users having unnecessary access to data and information
which is highly classified and could potentially be used inappropriately if access is given without justification. Without audit evidence on file

the Force cannot confirm they have periodically reviewed user access to CoreVet to ensure it is appropriate.

Management
Action 3

The Force will ensure audit evidence such as rationale is Responsible Owner: Date: Priority:
retained to confirm they have appropriately reviewed the access

to the CoreVet system and confirmed the users are appropriate. Y etting Supervisor 30 November 2023

Upon completion of the audits, evidence retained will be stored
centrally.
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APPENDIX A: CATEGORISATION OF FINDINGS

Categorisation of internal audit findings

Priority Definition

Low There is scope for enhancing control or improving efficiency and quality.

Medium Timely management attention is necessary. This is an internal control risk management issue that could lead to: Financial losses which
could affect the effective function of a department, loss of controls or process being audited or possible reputational damage, negative
publicity in local or regional media.

High Immediate management attention is necessary. This is a serious internal control or risk management issue that may lead to:
Substantial losses, violation of corporate strategies, policies or values, reputational damage, negative publicity in national or
international media or adverse regulatory impact, such as loss of operating licences or material fines.

The following table highlights the number and categories of management actions made as a result of this audit.

Control Non Agreed actions

design not Compliance
effective* with controls*

Vetting (Risk Reference 1724) 0 (14) 3(14) 0 3 0

Medium High

Total

* Shows the number of controls not adequately designed or not complied with. The number in brackets represents the total number of controls reviewed in this area.
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Debrief held 19 September 2023 Internal audit Contacts Dan Harris, Head of Internal Audit

Draft report issued 11 October 2023 Phil Church, Senior Manager

Responses received 26 October 2023 Hollie Adams, Assistant Manager

Naomi Longstaff, Internal Auditor

Final report issued 26 October 2023 Client sponsor Superintendent, Directorate of Standard and Ethics
Temporary Inspector, Directorate of Standard and Ethics
Superintendent, Head of DSE
Deputy Chief Constable

Distribution Superintendent, Directorate of Standard and Ethics

Temporary Inspector, Directorate of Standard and Ethics
Superintendent, Head of DSE
Deputy Chief Constable

We are committed to delivering an excellent client experience every time we work with you. Please take a moment to let us know how we did by taking our
brief survey. Your feedback will help us improve the quality of service we deliver to you and all of our clients. If you have are you using an older version of
Internet Explorer you may need to copy the URL into either Google Chrome or Firefox.

RSM post-engagement survey

We thank you again for working with us.
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rsmuk.com

The matters raised in this report are only those which came to our attention during the course of our review and are not necessarily a comprehensive statement of all the
weaknesses that exist or all improvements that might be made. Actions for improvements should be assessed by you for their full impact. This report, or our work, should
not be taken as a substitute for management’s responsibilities for the application of sound commercial practices. We emphasise that the responsibility for a sound system
of internal controls rests with management and our work should not be relied upon to identify all strengths and weaknesses that may exist. Neither should our work be
relied upon to identify all circumstances of fraud and irregularity should there be any.

Our report is prepared solely for the confidential use of The Police and Crime Commissioner for Cleveland and the Chief Constable of Cleveland, and solely for the
purposes set out herein. This report should not therefore be regarded as suitable to be used or relied on by any other party wishing to acquire any rights from RSM UK
Risk Assurance Services LLP for any purpose or in any context. Any third party which obtains access to this report or a copy and chooses to rely on it (or any part of it)
will do so at its own risk. To the fullest extent permitted by law, RSM UK Risk Assurance Services LLP will accept no responsibility or liability in respect of this report to
any other party and shall not be liable for any loss, damage or expense of whatsoever nature which is caused by any person’s reliance on representations in this report.

This report is released to you on the basis that it shall not be copied, referred to or disclosed, in whole or in part (save as otherwise permitted by agreed written terms),
without our prior written consent.

We have no responsibility to update this report for events and circumstances occurring after the date of this report.

RSM UK Risk Assurance Services LLP is a limited liability partnership registered in England and Wales no. OC389499 at 6th floor, 25 Farringdon Street, London EC4A
4AB.
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1. EXECUTIVE SUMMARY

Why we completed this audit

We have undertaken a review of the Office of the Police and Crime Commissioner's (OPCC) processes to review and monitor progress against the Police and
Crime Plan. This audit has been undertaken to provide assurance to the Police and Crime Commissioner (PCC) that the controls in place to develop, monitor
and review the Police and Crime Plan are working effectively and as intended. As part of this review, we have considered the Police and Crime Plan,
supporting documents such as the Annual Report and delivery plan and the governance structures in place to discuss and challenge progress. During the
audit, we met with four members of the OPCC to discuss their role and support our findings on the effectiveness of processes to monitor progress of the
Police and Crime Plan. These inidividuals were:

e the Head of Policy, Parternships and Delivery;

o the Head of Standards, Scrutiny and Accountability;
e the Head of Communications and Engagement; and
e the Policy, Partnerships and Delvery Officer.

The PCC was appointed to the role in May 2021 and following this a Police and Crime Plan was produced setting out their objectives and goals for their
period in office covering the period of 2021 to 2024. The Police and Crime Plan has been developed with four key strategic outcomes in mind and is
supported by a 10-point plan setting our more in-depth goals for their tenure to support the achievement of the four strategic outcomes. The PCC is supported
by the OPCC in developing, monitoring and reviewing the Police and Crime Plan with the Office led by the Chief Executive. The operational monitoring of the
Police and Crime Plan is the responsibility of the Head of Policy, Partnerships and Delivery who works with staff within the OPCC to ensure progress is on
track and any issues can be appropriately addressed. To support the completion of the Police and Crime Plan, a delivery plan has been established and is
aligned to each of the points on the 10-point plan and the four key strategic outcomes and includes specific deliverables to be completed.

The OPCC works closely with Cleveland Police (the Force) to ensure the Police and Crime Plan can be completed and any updates or obstacles can be
appropriately identified and challenged. The PCC is also responsible for scrutinising the work and performance of the Force and this is undertaken through
monthly scrutiny meetings which are chaired by the PCC and attended by the Chief Constable and any other relevant officers.

The PCC is scrutinised by the Police and Crime Panel, which meets four times per year and consists of local councillors and representatives. Their role is to
review and challenge the work completed by the PCC and OPCC and to ensure that appropriate scrutiny of the Force is in place by the PCC. The Police and
Crime Panel is also responsible for approving the Annual Report produced by the PCC which sets out the work completed over the year and progress against
each key strategic outcome.

Conclusion

We confirmed that a clear governance structure has now been established and consists of a scrutiny and accountability meeting, Delivery Group, Joint
Strategic Board and an OPCC Senior Management Team (SMT) group. For the first three groups we confirmed terms of reference are in place but noted
these are not yet in place for the SMT group as they have recently undergone a review. We verified that the delivery plan has clear owners and deadlines and
aligns to the Police and Crime Plan. However, we did identify that many of the deliverables are not written in a measurable way that allows clear identification
of whether they have been completed.






A performance framework was created for the 2022/23 financial year and sets out KPIs that align to each of the four key strategic outcomes; however, we
noted that the 2023/24 framework is currently in draft and was not yet in place. Whilst KPIs are included in the performance framework, these are not aligned
to the deliverables in the delivery plan despite many of the KPIs being relevant to the deliverables.

As a result of our review, we have agreed three medium and three low priority management actions. Further details of these actions can be found under
section two of this report.

Internal audit opinion:

Taking account of the issues identified, the Police and Crime Commissioner for Cleveland

can take reasonable assurance that the controls upon which the organisation relies to - EE Ny Substantial
. . . . . . . assurance assurance assurance assurance
manage this risk are suitably designed, consistently applied and effective.
« =+ >

However, we have identified issues that need to be addressed in order to ensure that the
control framework is effective in managing the identified risk.

Key findings

We identified the following areas of improvement resulting in three medium priority management actions:

Measurable deliverables

@ Deliverables are recorded on the delivery plan and are aligned to one of the 10 points on the 10-point plan put in place to achieve the four
strategic outcomes. However, we noted that not all deliverables are written in an easily measurable way and they are often ambiguous or
open with no clear way of measuring the point at which the action would be considered as complete. Whilst the Head of Policy, Partnerships
and Delivery noted that an approach had been taken to keep deliverables as straightforward as possible, consideration should be given
during the development of the delivery plan for the 2024/25 financial year as to whether deliverables should be more clearly worded with a
clear end goal or objective in place to allow for easier monitoring and ensure the completion of actions can be clearly evidenced.

There is a risk that if measures are not added, actions could be closed prematurely or left open for longer than needed, or the objectives of
the Police and Crime Plan ultimately not achieved. (Medium)

Performance of deliverables

@ In line with the above action relating to measurability of deliverables, we noted that most deliverables do not have any way to measure the
performance such as a suite of KPIs. Whilst it was noted that for many deliverables, it may not be possible to measure them given their
wording (such as those where the OPCC should support or monitor a process), having a set of KPIs for those deliverables where it is possible
allows for easier monitoring and identification of underperformance. The OPCC is currently in the process of developing the performance
framework for 2023/24, which contains a suite of KPIs that link to deliverables. Having a clear reference between the two would allow for
performance monitoring and allow for the creation of realistic targets to message progress.






®

If there are no performance metrics in place for items on the delivery plan, there is a risk that the OPCC may not be able to adequately
monitor performance of the action and underperformance could go unnoticed. (Medium)

Deliverable target dates

We noted that the end dates for actions within the delivery plan are altered should delays occur in the completion of the actions. Whilst notes
are available to track progress, the dates against each action do not clearly outline any slippage which has occurred as the original end date
is overwritten with a revised date. To ensure progress is clearly tracked, it is recommended that the original target completion dates are not
overwritten, but instead a revised completion date column be added which is updated to reflect any amended target dates.

Where slippage is not clearly identifiable, there is a risk actions may not be achieved in a timely manner, which could impact on the delivery of
the overarching Police and Crime Plan. (Medium)

For details of the low priority management actions, please see section two of this report.

Our audit review identified the following controls are suitably designed, consistently applied, and are operating effectively:

We confirmed a delivery plan is in place setting out how the OPCC will achieve the Police and Crime Plan. Deliverables are assigned one of
the 10 points from the Police and Crime Plan with each point aligning to one of the four key strategic outcomes. All deliverables have been
assigned an owner, timeframe and an update section is in place to allow for progress to be monitored. We verified the delivery plan has been
communicated to the Force and approved verbally by the PCC. Whilst we have recommended that this approval be documented, this
proposal was not accepted by the OPCC. We therefore received email evidence that the delivery plan was issued to the PCC following the
meeting in which it was approved.

A clear governance structure is in place to monitor the Police and Crime Plan and is comprised of:
e Delivery Group;

e Scrutiny Group;

e Senior Management Team (SMT) meetings; and

e Joint Strategic Board.

We confirmed the Delivery Group is attended by members of the OPCC to track progress against the delivery plan. We observed a Delivery
Group meeting as part of this review and confirmed progress against the delivery plan forms the basis of the meeting. The scrutiny meeting is
chaired by the PCC and attended by the Chief Constable and other relevant officers. The scrutiny meeting involves the PCC covering
separate areas each month and challenging the Force's progress and performance. The SMT meeting is attended by senior staff at the
OPCC and focuses on management of the OPCC. The Joint Strategic Board is chaired by the PCC and is a discussion between the OPCC
and the Force regarding the effectiveness of policing and any joint decisions.






The Police and Crime Panel is held quarterly and is attended by the PCC to be scrutinised by local councillors on performance of the Police
and Crime Plan, the PCC's scrutiny of the Force and the local public's confidence in policing. We confirmed minutes are in place and
available on the Redcar and Cleveland Council website. The OPCC provides performance reports each meeting that summarises the work
completed as well as progress against the Police and Crime Plan.

Actions are identified and tracked at both the scrutiny meetings and delivery meetings with both groups reviewing these at each meeting.
For actions raised during the delivery meetings, we confirmed an action tracker is in place with a deadline and action owner and, of the 61
actions raised, 48 are complete with the remaining 13 either still in progress or with a due date in the future.

For actions raised during the scrutiny meetings, we confirmed a scrutiny tracker is in place and contains all actions required to be completed.
As chair of the Scrutiny Group, the PCC is responsible for determining whether the action is closed.

An Annual Report is produced by the OPCC with a summary of performance against the Police and Crime Plan. We confirmed the 2022/23
report has been completed and available on the OPCC website. The report is required to be approved by the Police and Crime Panel which
we confirmed through review of minutes and letters sent by the PCC and chair of the panel. We verified that the report contains all
requirements identified in the Association of Police and Crime Commissioners guidance, namely that the report covers progress against the
Police and Crime Plan, is approved by the Police and Crime Panel and has reference to the Strategic Policing Requirement 2023 and
whether the PCC has achieved this.

The Head of Policy, Partnerships and Delivery confirmed that the OPCC is monitoring the Strategic Policing Requirement (SPR) and whether
the PCC and the OPCC are adhering to its requirements. We confirmed both the Annual Report and the Police and Crime Plan contain
reference to the SPR and whether the PCC is adhering to this.

The Head of Standards, Scrutiny and Accountability (within the OPCC) sits on a national working group that monitors and discusses the SPR
and any changes and updates are provided at each Delivery Group meeting.






2. DETAILED FINDINGS AND ACTIONS

This report has been prepared by exception, therefore, we have included in this section, only those areas of weakness in control or examples of lapses in
control identified from our testing and not the outcome of all internal audit testing undertaken.

Risk: Police and Crime Plan (Risk Reference 1485)

Control Partially missing control Assessment:
The OPCC has a performance framework spreadsheet which is used to track progress against the Police .
. . Design x
and Crime Plan and the delivery plan.
Compliance -
However, no roles and responsibilities have been assigned to each area.
Findings / We received a copy of the performance framework for 2022/23 and noted that it has been separated out into four separate sections. We
Implications  confirmed the four sections match the four outcomes contained in the Police and Crime Plan and is used to monitor performance against

each of the four outcomes.

Within each of the four sections we confirmed that the framework contains specific performance areas, many of which can be linked
directly to points in the 10-point plan within the Police and Crime Plan to achieve the four outcomes. For example, one area within the first
section relates to policing resources in Cleveland and has KPIs relating to the number of Police Officers, Police Community Support
Officers and Special Constabulary Officers. This links directly with the sixth point in the 10-point plan which is ‘more police on our streets’.
Similarly, one area within the third section of the performance framework relates to bringing offenders to justice which links directly with
the first point in the 10-point plan which is also called ‘bringing offenders to justice’.

Whilst the performance framework allows the OPCC to monitor performance, we did not note an assigned individual or group that are
responsible for managing performance for different areas. Assigning an individual that is responsible for managing performance will allow
for greater monitoring and oversight from the OPCC and ensure there is an accountable individual that can highlight underperformance to
the PCC. If an assigned individual is not recorded, there is a risk that the data may not be up to date or appropriately scrutinised and
underperformance may not be adequately addressed.

The framework for 2023/24 is currently in development and is due for completion later in September 2023. The Head of Policy,
Partnerships and Delivery noted that a different approach has been taken whereby the framework will be separated into 10 different areas
with each corresponding to one of the points from the 10-point plan. This will ensure consistency with the delivery plan which uses the
same 10-point plan.

We received a copy of the draft framework for 2023/24 and confirmed work has been undertaken on this though there are still some of the
10 points that require information to be added. We confirmed that there are now some areas that relate to the work that the OPCC
undertakes or third parties, such as, the Cleveland Divert project and the Appropriate Adults project. We also noted that some KPlIs in the
performance framework relate to the deliverables contained in the delivery plan.






Risk: Police and Crime Plan (Risk Reference 1485)

We identified when reviewing the KPIs within the performance framework for 2022/23 that most, if not all, KPIs relate to areas that the
Chief Constable of Cleveland is directly responsible for, rather than the staff within the OPCC. The Head of Policy, Partnership and
Delivery highlighted that the framework for 2023/24 will include more KPIs that the OPCC has influence over, such as, performance of
commissioned services and work undertaken by the OPCC. This will also ensure that there are some performance indicators that align
with deliverables on the delivery plan allowing for greater monitoring of the plan itself, and it is recommended that KPIs are agreed for
actions delivered by the Chief Constable. Once complete, the performance framework is to be presented to the Police and Crime Panel at
their meetings to allow for additional scrutiny.

From discussions with the Head of Standards, Scrutiny and Accountability, it was also explained that the performance framework is used
to identify areas for concern that can be discussed during the scrutiny meetings with the PCC and the Chief Constable. In particular, the
framework is used to identify the performance theme that the PCC will challenge the Chief Constable on during the quarterly performance
section of the scrutiny meetings (the scrutiny meetings are split with three scrutiny topics for three months and then a performance topic
for the fourth month). This theme is agreed by the PCC and the Head of Standards, Scrutiny and Accountability and we have verified that
potential theme areas have been recorded and reviewed as part of this discussion.

It was noted that the OPCC has begun the process to recruit an Analyst to manage and update the framework to ensure up-to-date
information is available each quarter and the data included can be verified for accuracy. Whilst this process has begun, the Head of
Policy, Partnerships and Delivery does not anticipate that they will be in post until at least October 2023. As the recruitment process has
commenced and the Analyst will be allocated the task of carrying out further in depth analysis of the data included within the performance
framework, we have not raised a management action.

Management
Action 1

The performance framework for 2023/23 will be completed and Responsible Owner: Date: Priority:
made available to staff within the OPCC and relevant individuals Head of Policy, Partnerships and 31 December  Low
within the Force. Delivery 2023

This will include a list of individuals that are responsible for
managing performance for each area or the source of the
information and data.






Risk: Police and Crime Plan (Risk Reference 1485)

Control The delivery plan is updated on a monthly basis and outlines current progress and whether the area is Assessment:
complete. The delivery plan is discussed during the Delivery Group meetings to ensure appropriate
monitoring and identify areas that are behind schedule. Design v
Deliverables are written in a format which allows progress to be measured and allows the OPCC to
determine whether the deliverable is fully completed. Updates are provided against each deliverable to Compliance X
ensure ongoing monitoring.
Findings / The delivery plan is discussed and updated on a monthly basis during the Delivery Group meetings. We observed a Delivery Group
Implications meeting and confirmed the delivery plan forms the majority of the two-hour meeting. A new process has been implemented by the Head of

Policy, Partnership and Delivery whereby the delivery plan (made up of 10 sections) is split into three - four points discussed during month
one, three points during month two and three points during month three. Prior to this, all 10 points were discussed during one two-hour
meeting which did not allow for in-depth discussion and challenge.

We verified the delivery plan is discussed during the meeting with each owner discussing their deliverable. All owners are members of the
OPCC. This meeting allows for discussion and challenge from other attendees to ensure the deliverable has received appropriate scrutiny
and monitoring. Where a deliverable has passed its deadline, discussions are held to understand why and what measures can be
implemented to reduce further delay and ensure work can be put back on track. Through review of updates included on the delivery plan,
we noted numerous instances of delays alongside the work that has or will be undertaken to rectify these issues. As some deliverables
rely on third parties, the OPCC is sometimes limited in the work they can do and some delays are outside of the OPCC'’s control. We also
reviewed the delivery meeting action tracker and confirmed that those actions that have been identified during the meeting are recorded,
an owner and deadline assigned, an update column added to track progress and a status.

We noted that since June 2022, 61 actions have been raised with all having an allocated owner and deadline. We identified that 48
actions have been completed, with the remaining 13 ongoing. For six of the ongoing actions, we confirmed an update has been provided
outlining progress on the action. For the remaining seven, we noted all had been raised at the delivery meeting in July 2023 and were to
be covered during the next discussion on outstanding actions at the October delivery meeting.

We reviewed the delivery plan itself to determine whether deliverables are written in an easily measurable way, though noted that many of
the actions are written in an open or ambiguous way with no clear way of measuring whether the action has been completed or not. For
instance, two of the actions on the first section of the delivery plan are "monitor Cleveland Police use of civil remedies such as Domestic
Violence Protection Orders / Sexual Offences Prevention Orders etc. to support the management of risk" and "support the introduction of
the Problem Solving Court in Teesside Crown Court". As can be seen with both examples, the action is to monitor or support the work of a
third party and does not set a clear outcome or objective to be achieved. As such, it can be more difficult to determine when the action is
complete and could cause disagreement by those responsible for scrutinising completion of the plan, which risks objectives not being fully
achieved.






Risk: Police and Crime Plan (Risk Reference 1485)

During discussions with the Head of Policy, Partnership and Delivery, It was noted that given the volume of actions, limited resources and
fluid nature of some of the actions, it would be difficult to set out measures and objectives on how the action will be completed and this
could impact the actual delivery of the action. Furthermore, the Head of Policy, Partnership and Delivery noted that an approach was
taken to keep delivery plan actions as straightforward as possible, particularly as they may be subject to change throughout the year. As
such, setting objectives or measures to evaluate actions could impact the OPCC's ability to respond to changes to actions and deliver
them to the standard required. As well as this, it was also noted that many actions are dependent on third parties (such as national
policies) outside of the OPCC. Given this, it is not unusual for actions to be delayed or completion set back due to factors outside of the
OPCC's control. The delivery plan is required to be approved by the PCC and they therefore have final say on the items and deliverables
included. If the PCC would prefer not to have a KPI or measure of completion associated with deliverables, it is ultimately their decision.

Whilst it may be impractical to add these for the current delivery plan, consideration should be given for the delivery plan that is to be
developed in 2024 on whether defining a number of distinct measures could allow for easier monitoring and identifying whether an action
has been completed. The development of the delivery plan in 2024 aligns with the upcoming election for the PCC and the formation of a
new Police and Crime Plan. There is a risk that if measures are not added, actions could be closed prematurely or left open for longer
than needed, or the objectives of the Police and Crime Plan ultimately not achieved.

The Head of Policy, Partnership and Delivery noted that the delivery plan is discussed with the PCC on a quarterly basis including any
deliverables that are overdue or have been marked complete. The PCC has final say on whether an action has been completed and they
have to be satisfied with the work completed before a deliverable can be closed. However, we have not been able to test these meetings
as no minutes or action log is retained. There is a risk that if no record of these discussions is retained, the OPCC may not be able to
evidence the closing of deliverables.

Management As part of the planning process for the next delivery plan and Responsible Owner: Date: Priority:
Action 2 Police and Crime Plan, the OPCC should consider outlining Head of Policy, Partnerships and 31 July 2024
measures and objectives for each deliverable to outline how the  pgjivery
action will be achieved.
Management An action log or set of minutes should be retained for the Responsible Owner: Date: Priority:
Action 3 meeting between the Head of Policy, Partnership and Delivery Head of Policy, Partnerships and 31 October Low
and the PCC. Delivery 2023






Risk: Police and Crime Plan (Risk Reference 1485)

Control Evidence and performance information for delivery plans is provided to the delivery meeting and Assessment:

discussed to determine whether deliverables are complete.

Evidence is held by the Head of Policy, Partnerships and Delivery and reviewed to determine whether Design v

deliverables are complete. Compliance X
Findings / The Head of Policy, Partnerships and Delivery confirmed evidence for each action is saved on a central Teams folder. This is accessible
Implications to staff within the OPCC to allow them to add documents. It was noted that as part of the validation process, completed actions are

discussed during the monthly delivery meetings, with the Head of Policy, Partnerships and Delivery and finally signed off by the OPCC.
We selected a sample of 10 completed actions from the delivery plan and requested evidence to determine whether they had been
completed. All 10 had been selected from the 2022/23 delivery plan as the delivery plan for 2023/24 does not have any completed actions
as it has only been recently approved. We confirmed sufficient evidence was on file for all 10 actions to confirm they had been
appropriately completed. In all instances, we confirmed the evidence supplied was relevant to the action and was in line with the updates
included on the delivery plan.

As part of the scope of the review, it is noted that we will review a sample of performance metrics and trace these back to source
documentation. Whilst performance metrics are included on the performance framework, it should be noted that many of these KPIs relate
to work conducted by the Force and not the OPCC. The OPCC is moving towards the performance framework containing these KPIs
though this is still underway as part of the development of the performance framework 2023/24 which is still in draft. Whilst it may not be
possible to measure some deliverables given their wording (such as those actions that involve supporting, considering or monitoring a
process), it is the plan that there will be some linked KPIs to help monitor performance. Currently, the data input from the performance
framework is taken straight from a presentation made by the Force and, other than confirming the data on the framework has been
accurately input from the source documentation, we have not reviewed this data any further.

For future delivery plans, the OPCC should consider including a reference number that links the deliverable to a corresponding KPI on the
performance framework. This will allow for further oversight and monitoring of progress, allow the OPCC to clearly identify whether there
has been an improvement from previous periods and set realistic targets to ensure progress has been made. If there are no performance
metrics in place for items on the delivery plan, there is a risk that the OPCC may not be able to adequately monitor performance of the
action and underperformance could go unnoticed. However, it was noted during discussions with members of the OPCC including the
Head of Policy, Partnerships and Delivery that many of the actions do not allow for clear or relevant KPIs and it could be difficult to
develop KPIs that allow for effective monitoring of all actions. In such instances, the PCC should clearly identify these and ensure that
updates are continued to be included on the delivery plan.

We further noted that the end dates for actions within the delivery plan are altered should delays occur in the completion of the actions.
Whilst notes are available to track progress, the dates against each action do not clearly outline any slippage which has occurred as the
original end date is overwritten with a revised date. To ensure progress is clearly tracked, it is recommended that the original target
completion dates are not overwritten, but instead a revised completion date column be added which is updated to reflect any amended
target dates.
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Risk: Police and Crime Plan (Risk Reference 1485)

Where slippage is not clearly identifiable, there is a risk actions may not be achieved in a timely manner, which could impact on the

delivery of the overarching Police and Crime Plan.

Management As part of the planning process for the next delivery plan and Responsible Owner: Date: Priority:
Action 4 Police and Crime Plan, the OPCC will ensure a reference Head of Policy, Partnerships and 31 July 2024 Medium

number is added to deliverables in the delivery plan that Delivery

corresponds to a performance metric in the performance

framework.

Where it is not possible to monitor a deliverable, this should be

clearly documented and the OPCC should continue to include

updates to the action.
Management Each action will be given a ‘target completion date’, which Responsible Owner: Date: Priority:
Action 5 should not be altered to reflect progress. Instead, the OPCC Head of Policy, Partnerships and 31 July 2024 Medium

should document a separate column of ‘revised end date’ to
ensure that any slippage is clearly recorded and evidenced.

Delivery
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Risk: Police and Crime Plan (Risk Reference 1485)

Control

Terms of reference for the Scrutiny Group are in place and located in the scrutiny handbook. Assessment:

Terms of reference for the Delivery Group are in place and available to staff within the OPCC. Desi L,
esign

Compliance x

Findings /
Implications

We verified that the terms of reference for the Scrutiny Group are available in the scrutiny handbook that is located on the OPCC website.
We confirmed the handbook was approved by the PCC in 2021 with the terms of reference for the Scrutiny Group located in appendix one
of the document. We confirmed that terms of reference set out that the Scrutiny Group must meet monthly, should be chaired by the PCC
and attended by the Chief Constable, and should be used to scrutinise the performance of the Chief Constable and the Force. This is in
line with the agenda and scrutiny tracker received for the scrutiny meetings on 16 May, 13 June and 13 July 2023.

We confirmed that terms of reference for the Delivery Group are in place and were last updated in July 2023. This update was
subsequently approved in the August 2023 meeting though the changes were minor and focused on a change of job title. The terms of
reference are available on the intranet and available to all staff within the OPCC. From review of the terms of reference, we confirmed this
was in line with the meeting agendas provided and from the auditor observation of the meeting on 8 August 2023. In particular, we
confirmed all set agenda items within the terms of reference are included as part of the meeting content and agenda.

We confirmed a set of terms of reference are in place for the Joint Strategic Board and were approved by the Joint Strategic Board on 27
February 2023. These terms of reference are available internally on the OPCC's intranet.

As part of the development of the governance structure, the OPCC has recently expanded the Senior Management Team (SMT) meeting
group to include additional members of staff (such as Heads of functions). Due to the recent changes, the Head of Policy, Partnerships
and Delivery confirmed that a set of terms of reference are not yet in place.

If the SMT meeting does not have a corresponding set of terms of reference, there is a risk that it may not cover the required topics or be
attended by the correct individuals to ensure that the purpose is of the meetings is achieved.

Management
Action 6

Terms of reference will be created and approved for the Responsible Owner: Date: Priority:

expanded SMT meetings. Chief Executive (OPCC) 30 September  Low
2023
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APPENDIX A: CATEGORISATION OF FINDINGS

Categorisation of internal audit findings

Priority Definition

Low There is scope for enhancing control or improving efficiency and quality.

Medium Timely management attention is necessary. This is an internal control risk management issue that could lead to: Financial losses which
could affect the effective function of a department, loss of controls or process being audited or possible reputational damage, negative
publicity in local or regional media.

High Immediate management attention is necessary. This is a serious internal control or risk management issue that may lead to:
Substantial losses, violation of corporate strategies, policies or values, reputational damage, negative publicity in national or
international media or adverse regulatory impact, such as loss of operating licences or material fines.

The following table highlights the number and categories of management actions made as a result of this audit.

Control design  Non Compliance Agreed actions

not effective* with controls* Medium
Police and Crime Plan (Risk Reference 1485) 1(12) 3** (12) 3 3 0
Total 3 3 0

* Shows the number of controls not adequately designed or not complied with. The number in brackets represents the total number of controls reviewed in this area.

** More than one action raised against one control.






Debrief held 24 August 2023 Internal audit Contacts Dan Harris, Head of Internal Audit

Additional evidence 29 August 2023 Phil Church, Senior Manager

received Hollie Adams, Assistant Manager

Draft report issued 12 September 2023 Oliver Gascoigne, Senior Auditor
Responses received 2 October 2023
Final report issued 2 October 2023 Client sponsor Police and Crime Commissioner
Head of Policy, Partnerships and Delivery
Chief Finance Officer for the OPCC
Distribution Police and Crime Commissioner
Head of Policy, Partnerships and Delivery
Chief Finance Officer for the OPCC

We are committed to delivering an excellent client experience every time we work with you. Please take a moment to let us know how we did by taking our
brief survey. Your feedback will help us improve the quality of service we deliver to you and all of our clients. If you have are you using an older version of
Internet Explorer you may need to copy the URL into either Google Chrome or Firefox.

RSM post-engagement survey

We thank you again for working with us.
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rsmuk.com

The matters raised in this report are only those which came to our attention during the course of our review and are not necessarily a comprehensive statement of all the
weaknesses that exist or all improvements that might be made. Actions for improvements should be assessed by you for their full impact. This report, or our work, should
not be taken as a substitute for management’s responsibilities for the application of sound commercial practices. We emphasise that the responsibility for a sound system
of internal controls rests with management and our work should not be relied upon to identify all strengths and weaknesses that may exist. Neither should our work be
relied upon to identify all circumstances of fraud and irregularity should there be any.

Our report is prepared solely for the confidential use of The Police and Crime Commissioner for Cleveland, and solely for the purposes set out herein. This report
should not therefore be regarded as suitable to be used or relied on by any other party wishing to acquire any rights from RSM UK Risk Assurance Services LLP for any
purpose or in any context. Any third party which obtains access to this report or a copy and chooses to rely on it (or any part of it) will do so at its own risk. To the fullest
extent permitted by law, RSM UK Risk Assurance Services LLP will accept no responsibility or liability in respect of this report to any other party and shall not be liable for
any loss, damage or expense of whatsoever nature which is caused by any person’s reliance on representations in this report.

This report is released to you on the basis that it shall not be copied, referred to or disclosed, in whole or in part (save as otherwise permitted by agreed written terms),
without our prior written consent.

We have no responsibility to update this report for events and circumstances occurring after the date of this report.

RSM UK Risk Assurance Services LLP is a limited liability partnership registered in England and Wales no. OC389499 at 6th floor, 25 Farringdon Street, London EC4A
4AB.
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		Internal Audit Update Report for the Audit Committee December 2023





This document has been prepared for the Audit Committee to provide a status update in relation to the Force’s actions arising from Internal Audit Inspections.


The current Force register includes 26.5 recommendations, with the oldest having been published in August 2022. The table below provides a ‘quick’ summary of the live actions:

		Report

		High Priority

		Medium Priority

		Low Priority

		Comment



		Cyber Security             

		

		1 (1)

		

		Action identified as complete – awaiting review for closure by RSM. 



		IOM                               

		

		

		1 

		One remaining action, partially closed in the follow-up and issued a revised action, linked to a 3rd party document – chased, awaiting receipt, within delivery date.



		GDPR                        

		0.5 (0.5)

		

		1 (1)

		All remaining actions identified as complete – awaiting review for closure by RSM.



		Overtime

		

		

		2 (2)

		2 Low actions remaining, identified for closure – awaiting review for closure by RSM.



		Sickness Absence 2023

		

		2

		1 (1)

		Actions progressing, 1 action identified as complete. Remainder on target.



		Training

		1 (1)

		4 (4)

		10 (6)

		New Actions, 11 identified as complete, remainder ongoing and within delivery dates.



		Vetting

		

		3

		

		New actions, anticipated to be ready for closure by the January revisit.



		Total

		1.5 (1.5)

		10 (5)

		15 (10)

		





(*) numbers in brackets represent actions identified as complete by the Force, awaiting RSM Follow-up review.

Of the 26.5 recommendations 16.5 have been identified, so far, as complete by the Force; as these have to be signed off by the auditors, they will remain on the action plan as “Closed locally awaiting sign off” until this is fulfilled. 

The remaining live actions continue to be monitored, with regular updates provided by their owners.

The action plan below provides further details of the ‘live’ actions with status updates from the action owners.


It should be noted that the RAG (Red, Amber and Green) rating descriptors have been amended to reflect the completion status of the recommendation. The colour key and other details can be found at the end of the report.


Gill Currie


HMIC Liaison Officer


Cleveland Police


		[Type the abstract of the document here. The abstract is typically a short summary of the contents of the document. Type the abstract of the document here. The abstract is typically a short summary of the contents of the document.]





		No.

		Report

		Action Owner

		Management Action

		Implementation Date

		Action Progress

		Delivery Group

		Status



		

		

		

		

		Original

		Revised

		

		

		



		498

		Cyber Security Review 2022


Sponsor:


Head of ICT

		Information Security Manager

		Revised action issued February 2023: Management will logically enforce stronger password requirements for privilege accounts. (Medium)

Original action:


Management will reconfigure existing logical password configurations to meet current best practice guidance and increase robustness. It is recommended that reputable external guidance (such as that issued by the NCSC) is used as a baseline for this. In addition, management will logically enforce stronger password requirements for privileged accounts. (High)

A privileged account is a login credential to a server, firewall, or another administrative account. 

		31 August 2023

		31 December 2023

		Report Published August 2022 Presented to Audit Committee September 2022


Update September 2022


1. Passwords Security Operating Procedure, Cleveland Police, Version: 1.1 (15 August 2022, Phil Brooke, Information Security Manager)


2. Passwords Security Operating Procedure – Rationale, Cleveland Police Version: 1.0 (16 September 2020, Phil Brooke, Information Security Manager).


The AD enforced domain password policy; screen shot attached, matches the requirements of 1 above.


External guidance used to form policy is documented in 2 above.


The domain administrators are required to follow the guidance and use password tools with regards to strong privileged accounts documented in 1 above, screen shot attached. Next test of compliance due w/c 21st Nov ITHC.


ITHC (IT Health Check) Pen Test recommendation (BR3-06) lock-out count reduction from 5 to 3. Agreed 4 due to recent lengthening of the password and concerns over unnecessary lockouts. Next review due w/c 21st Nov ITHC.


Procedures and screenshots provided as evidence Action Complete

February 2023 – this action was reviewed as part of the Follow-up review in January 2023. The action has been considered as partly implemented. A revised action and implementation date has been issued – detailed in the appropriate columns. 


Update April 2023


A major review of password controls is being presented to the Information Assurance Board (IAB) meeting on 26 April.  This includes the recommendation to “logically enforce stronger password requirements for privilege accounts”.  The stronger requirements are part of that review.  ICT are reviewing technical enforcement options. 


Update June 2023


The specification for standard users is complete, described in the passwords SyOps v2 [1] and additional requirements for ICT [2]. (SyOps2 provided as evidence – this is an interactive document held on SharePoint). This is now being logically enforced w.e.f. 7 June. 


The Head of ICT is looking at a solution in relation to the privilege accounts. This is item 5 of Unresolved matters and future work from paper 5a of the IAB of 26 April 2023: “Differentiated password policies for admin users (expiry and minimum length).”  This requires planning and testing by ICT as the usual approach to Windows enforcement isn’t differentiated.  “Fine-grained password policies” may be a way forward.

Update July 2023


The specification for standard users is complete, now being logically enforced.

Update October 2023 


The requirement when the action was raised was to have a more complex password for privileged access, since then this has changed across the board, we can also now segregate out privileged accounts with a separate policy. 

 What we require from a privileged user is to use a longer password for which a written policy was issued with a password generator. The action was to come up with a better way to enforce it. Since then the current user password policy has been extended to 17 characters for all including privileged users and is enforced by the domain.


Action Complete

		Digital Services Group

		



		502

		Integrated Offender Management 2022 


Sponsor: Chief Superintendent and Head of Crime and Criminal Justice


IOM Change Lead

		CID Superintendent

		Revised action issued August 2023:


The IOM working Group Terms of Reference will be updated on a regular basis in line with requirements. (Low)

Original Action


The IOM Working Group Terms of Reference will be reviewed and updated and approved, ensuring that its purpose, responsibilities, and reporting lines are consistent with the requirements of the


project and are approved. (Medium)

		31 December 2023

		

		Report Published September 2022 Presented to Audit Committee 15/12/2022

Update March 2023


The Terms of Reference and Structure, Key Priorities and Group Membership have been updated and provided as evidence. Action Complete.

Reviewed by RSM in the August 2023 Follow up – they found the action to be partly though not yet fully implemented. A revised action, priority and delivery date has been issued.

Update November 2023


Probation service chased for the updated report. Action to be proposed as complete once received.




		Policing Operations Delivery and Assurance Group

		



		516

		General Data Protection Regulations 2022

		Data Protection Officer

		Upon appointment of the Information Governance Manager, there should be sufficient priority placed on the outstanding requirements outlined within the ICO Self-Assessment toolkit. (Low)

		31 October 2023

		Complete

		Report Published November 2022 Presented to Audit Committee 15/12/2022

Update February 2023


The post of Information Governance Manager is currently out to advert. An update will be provided once the successful candidate is in place.


Update April 2023


No further update to report, this action is reliant upon the Information Governance Manager who will perform and support a lot of this work. A Manager has been appointed, however is still in the pre-recruitment checks stage, so we await to confirm a start date.


Update July 2023


The Information Governance Manager is now in post and will be progressing this action. Implementation date noted.


Update September 2023


Evidence is provided to support the work that has been carried out and continues in relation to the outstanding requirements within the ICO Self-assessment toolkit. Evidence provided includes:

· ICO toolkit work plan. 

· Example emails to evidence tasking. 


· Extracts from IAB performance indicators that show improvement towards completion of the ICO toolkit controls, along with the most up to date position, which documents the monitoring and progress

Action complete




		Information Assurance Board

		



		518b

		General Data Protection Regulations 2022

		Data Protection Officer

		b). Upon the appointment of the Information Governance Manager, a full review of each asset owner area will be conducted to identify areas where consent is required. Following the area review, a development plan will be created to prioritise areas which require consent. (High)

		31 October 2023




		Complete

		Report Published November 2022 Presented to Audit Committee 15/12/2022


Update February 2023


The post of Information Governance Manager is currently out to advert. An update will be provided once the successful candidate is in place.


Update April 2023


b). No further update to report, this action is reliant upon the Information Governance Manager who will perform and support a lot of this work. A Manager has been appointed, however is still in the pre-recruitment checks stage, so we await to confirm a start date.


Update July 2023


The Information Governance Manager is now in post and will be progressing this action. Implementation date noted.

Update September 2023


Work is progressing and should be complete by the delivery date.

Update November 2023


The review into consent has been completed and provided as evidence. The spreadsheet shows the entire RoPA entries (74), the items that initially had consent recorded against them can be filtered using column L. Following review, some entries have been ruled out of requiring consent, these can be filtered using column M. For those entries that do still rely on consent (18) a development plan is captured by RAG rating them in column P and documenting any remaining work in columns K and N, prioritised by RAG rating.


Action complete.



		Information Assurance Board

		



		543

		Overtime

		System Administrator

		The Oracle System Administrator Team will ensure multiple recalls to duty are processed manually on the payroll system. (Low)




		31 August 2023

		Complete

		Report Published July 2023 Presented to Audit Committee 28th September 2023

Update September 2023


The outstanding recalls, identified during the audit, were actioned immediately.

Email provided as evidence this has been completed.

Action complete



		IMPACT Board / Strategic Workforce Planning Group

		



		546

		Overtime

		Senior HR Business Partner

		Once police officers have been assigned to the correct command on Oracle, as per the restructure, the Force will ensure police officers who have worked over 32 hours over a four-week period are reported at each monthly Management Team meeting across the commands. (Low)




		31 December 2023

		Complete

		Report Published July 2023 Presented to Audit Committee 28th September 2023

Update September 2023


New Structure live as of 1 September 2023. Relevant overtime information for Officers who have worked over 32 hours over a four-week period will be reported via SLT packs from October 2023 onwards.  

Update October 2023


Packs are being created for October following the structure changes.  Further updates to follow in November with example of packs with any overtime information completed.

Update November 2023 


Monthly Management packs include reporting of overtime over 30 hours, example of slide from pack (Names and collar number removed and taken relevant slide from the pack due to information contained in the pack). Dip sampling of packs October 23 onwards can be seen to provide further evidence. 


Action Complete



		IMPACT Board / Strategic Workforce Planning Group

		



		548

		Sickness Absence 2023

		Senior HR Business Partner 




		Management will review the current completion KPI for the attendance management training in August 2023, and a new KPI will be determined to capture as many people as possible and a new timescale will be agreed. (Medium)




		31 January 2024

		

		Report Published August 2023 Presented to Audit Committee 28th September 2023

Update September 2023 


End August 2023 achieved completion rate of 51%. As at 13 Sep now 54% completion. 


New KPI Target 100% Line Managers to have cascade session completed before end Jan 2024 and work is underway to meet this target by end Jan 2024. 

Update October 2023

Completion rate as at 11 October 2023 61.3% work continues to work towards target for Jan 2024


Update November 2023


Completion rate 62.5% at end of October. 


Looking at digital means to complete rest of sessions and meet required levels of attendance. 



		People and Wellbeing Board

		



		549

		Sickness Absence 2023

		Senior HR Business Partner 




		The People and Development Team will undertake quarterly dip sampling on all live sickness absence records to confirm they have retained all required documentation for the sickness period and to ensure management are appropriately updating Oracle in line with the agreed timescales documented in the procedural guidance. 


Results and trends from the dip sampling will be fed through the HR Business Partners to their associated Head of Service to allow them to take the appropriate action within their teams and departments. This will also be included in the data pack presented to the Head of Service on a quarterly basis so they can monitor staff discrepancies on the attendance management process. (Medium)



		31 January 2024

		

		Report Published August 2023 Presented to Audit Committee 28th September 2023

Update September 2023


Plan currently being created which will focus on activities and actions to help reduce overall sickness %. Plan anticipated to be completed by end October 2023. 

Update November 2023


Plan will be presented to the SWFPB by end of November 2023 with actions. 



		People and Wellbeing Board

		



		550

		Sickness Absence 2023

		Senior HR Business Partner 




		Upon receipt of pay appeals and decisions from the People and Development Team, the Payroll Team will store all communication electronically for additional security and allow easy accessibility for future audits. (Low)



		30 September 2023

		Complete

		Report Published August 2023 Presented to Audit Committee 28th September 2023


Update September 2023 


Process has been adopted and payroll will now keep electronic copies of confirmation from P&D moving forward. 

Dip sampling can be obtained in any future audit as evidence. 

Action complete



		People and Wellbeing Board

		



		551

		HR Training 2023

		Head of Learning and Development

		The Developing You, Learning and Development Policy or the Learning and Development Procedure will be updated to record the training that is mandatory for officers to complete and outline roles and responsibilities for managing in-person training between departments. 

Once the policy and procedure is approved, the documents will be made available and communicated to all officers. (Low)




		31 January 2024

		

		Report Published September 2023 Presented to Audit Committee xxx 2023

Update October 2023


Draft overarching policy being finalised ready to consult, during Nov/Dec 2023 with then request for approval following consultation.  


The policy will include a link to the L&D SharePoint site which records details of training that is mandatory.


Further updates will be provided following consultation. 



		People and Wellbeing Board

		



		552

		HR Training 2023

		Head of Learning and Development

		The Force will ensure the decision and approval to mandate training will be recorded for example within the relevant action and decision log. This will be included as an agenda item at the Learning and Development Governance Meeting.  (Low) 



		31 October 2023

		31 December 2023

		Report Published September 2023 Presented to Audit Committee xxx 2023


Update October 2023


There have been no recent requests to mandate training since the June/July review, There has been a verbal request for mandated training which will be submitted to an L&D governance board.  Once this has been reviewed copies of the agenda and the action and decision log will be provided.  

Update November 2023


No meeting held in November. 


The December meeting will consider any requests for mandatory learning and a copy of the decision and action log will be provided with the outcome. 



		People and Wellbeing Board

		



		553

		HR Training 2023

		Learning and Development Manager

		The Force will review College Learn to ensure the requirements to complete refresher e-learning are accurately set and assigned to the correct groups. (Low)

		31 October 2023

		Complete

		Report Published September 2023 Presented to Audit Committee xxx 2023


Update October 2023 


Review completed and college of learn is now structured as below: 

· +

 HYPERLINK "https://www.learn.college.pnn.police.uk/CL/Browse/CatalogueDetails/7459" \t "_blank" Mandatory Learning by Rank/Role 

· +

 HYPERLINK "https://www.learn.college.pnn.police.uk/CL/Browse/CatalogueDetails/7468" \t "_blank" Annual Mandatory Learning 

· +

 HYPERLINK "https://www.learn.college.pnn.police.uk/CL/Browse/CatalogueDetails/7471" \t "_blank" Bi-Annual Mandatory Learning 

· +

 HYPERLINK "https://www.learn.college.pnn.police.uk/CL/Browse/CatalogueDetails/7491" \t "_blank" Tri-Annual Mandatory Learning 

The user can see which e-learning is aligned to their role. The POWER BI dashboard reflects this with direct access to college learn.

Screen shot of college of learn showing how this is viewed on college of learn provided as evidence. 


Action complete



		People and Wellbeing Board

		



		554

		HR Training 2023

		Learning and Development Manager

		The welcome email sent to officers once a College Learn account is created, will be updated to clearly signpost officers to the course catalogue on College Learn, which details the e-learning training that is mandated to officers and any requirements to refresh mandatory e-learning training. (Low)



		31 October 2023

		Complete

		Update October 2023


The welcome email provides a link to the College Learn – eLearning Guide which tells new starters how to login into College Learn and also how to locate mandatory training.  The information is also included as an attachment should the individual not be able to access the link.  


Evidence – A scanned copy of an email (names redacted) that has been sent to a new starter on 9 October 2023 is included which confirms the wording of the email.

Evidence – A copy of the eLearning Guide that is attached to the email is also provided. 

Action Complete




		People and Wellbeing Board

		



		555

		HR Training 2023

		Learning and Development Manager

		The Force will introduce a mechanism to monitor driver training compliance for officers so that officers and supervisors have access to accurate training expiry information so driving training refresher requirements are known.    

The Force will review the controls in place to prevent officers without an appropriate level of driver training being able to drive certain police vehicles, e.g. a vehicle with blue lights. (Medium)



		30 April 2024

		Complete

		Report Published September 2023 Presented to Audit Committee xxx 2023

Update November 2023


Driver Training Manager will email to Line Managers to advise upcoming expiry of driver training. Managers will review their areas and individuals will book themselves onto the course. This activity is in addition to managers and individuals being able to see driver training expiry on the Oracle system. 


Evidence provided of email sent to Managers. 


Line Managers will be aware of their teams’ abilities and restrictions and when booked onto training. 


If driver training expires individuals will still be able to drive Police vehicles with their basic training and normal drivers’ licence but are unable to carry out blue light activity (go at excess speeds, chase suspects, drive through red lights etc.), they can only do this if they are within their relevant driver training. 


The activity that they will be able to do still allows them access to drive Police vehicles. 


Action Complete




		People and Wellbeing Board

		



		556

		HR Training 2023

		Recruitment Manager and supervisors

		The Force will ensure learning records for officers transferring from another force are obtained within a reasonable timeframe and recorded on Oracle.

Where learning records are not obtained from the previous Force within an agreed timeframe, the officer will undertake mandatory training as required by the Force. (Low)



		31 October 2023

		Complete

		Report Published September 2023 Presented to Audit Committee xxx 2023

Update October 2023 


Upon confirmation and acceptance of role, recruitment will request copy of relevant training records from the applicants previous force, with a deadline date (normally three weeks from request).  Evidenced by copy request letter.


Forces will provide information in different formats but if training records not received will send chase email to Force. Copy of email chase provided as evidence (redacted).


Recruitment will send L&D copies of training records or confirmation of not receiving records from the other Force for each transferee at least a week before the start date.  


Copy of a training record (redacted) provided as evidence.


Recruitment and L&D will send training records to training admin to update Officer records.  Evidence copy of email sent to Manager of training admin. These will be updated on the system and reported through the power bi information. 


L&D also provide transferees with an Individual skill learning plan to complete. This has a section for refresher training to be completed.  Evidence blank copy of form provided.


If individuals’ records are not received or the timescales for refresher differ to Cleveland requirements, then the individuals will be expected to complete the relevant training. Where necessary they will be booked onto relevant courses or will complete via e learning. 


 

		People and Wellbeing Board

		



		557

		HR Training 2023

		Learning and Development Co-ordination Manager / RMU

		The Driver Training Team will ensure that the Training Administration (TA) Team is informed of officers booked to attend the initial basic driver assessment training. 

The date the officer is booked to attend the training will be recorded on the Oracle system by the TA Team to ensure officers receive automated emails to inform and remind them of upcoming training. (Low)



		31 December 2023

		Complete

		Report Published September 2023 Presented to Audit Committee xxx 2023

Update November 2023 


The process is:


· The Driver Training Unit arrange a suitable date with the Initial learning team to visit LDC and conduct driving assessments, this is normally a couple of weeks prior to the end of the initial learning period. 

· The student officers are advised by their trainer of the date as part of the initial learning period (as they are with the trainer at the time no email required as forms part of their initial learning period)


· The driver training team complete the training at the LDC on the agreed date.


· A record is made (see evidence), confirming who has attended the training and if they have passed or not passed the assessment. 


· The record is uploaded the internal learning and development SharePoint site.


· The training admin team, access the document on the L&D site and will then update the individual’s training records on the Oracle system appropriately showing the attendance and if passed or not. 


Evidence 


Copy of basic driver training record which will be uploaded to the L&D SharePoint site for training admin to update the individual’s training records. 


Action Complete




		People and Wellbeing Board

		



		558

		HR Training 2023

		Inspector RMU

		The RMU will utilise the PowerBI dashboard to export data which details the expiry dates for first aid and personal safety training to identify officers requiring refresher training and book officers onto refresher training courses. (Medium)



		Implemented – process in place since audit.

		Complete

		Report Published September 2023 Presented to Audit Committee xxx 2023

Update November 2023 


Power BI will show an expiry date of individual and teams which can be accessed by Line Managers and the individuals themselves. 


The process followed is with training admin and RMU to review and book training as below: 

· Training Admin will send monthly reports to the RMU team to show expiry dates for PST and Frist aid for every officer (taking off individuals who are abstracted for various reasons e.g., LTS sick or maternity leave)

· Also send a report that shows who is booked on a course in the future which will then show who needs to be booked on a course. 


· RMU will then look to allocate a date for anyone who is approaching expiry or expired who are not already booked on a course. 


· RMU will then send a spreadsheet daily to training admin and ask them to book the  relevant individuals onto the allocated training date. 


Evidence provided – NOTE Names and Collar numbers have been removed.


A copy of the tracker sent from RMU to training admin confirming date allocated for individual for training admin to book on a course.


A copy of the reports that goes to RMU. One showing First aid expiry list which has if not expired, expired, or approaching expiry. One showing First aid who is booked on a course, which lists each different type of first aid course and if refresher or full course. 

Action Complete




		People and Wellbeing Board

		



		559

		HR Training 2023

		Head of Business Support

		The Force will review the Oracle system to ensure non-attendance at training triggers an automated email to the relevant officer’s supervisor to inform them of non-attendance. (Low) 



		30 April 2024

		

		Report Published September 2023 Presented to Audit Committee xxx 2023


Update November 2023


Work being undertaken to review the Oracle system further updates will be provided once this has been concluded.



		People and Wellbeing Board

		



		560

		HR Training 2023

		Learning and Development Manager

		The Force will issue a communication outlining the mandatory e-learning packages to all officers, and outline the requirements for completing the packages. The responsibility for ensuring officers complete the training will be communicated to supervisors. (Low)



		31 October 2023

		Complete

		Report Published September 2023 Presented to Audit Committee xxx 2023

Update October 2023 


Updates have been cascaded through internal news recently to confirm mandatory training requirements examples are below:


Message Board - Mandatory Health and Safety in the Workplace...

Message Board - Mandatory e- Learning Sexual Harassment in...

Message Board - E-Learning PowerBi Dashboard

Action Complete



		People and Wellbeing Board

		



		561

		HR Training 2023

		Chief Inspector Learning and Development 

All Force Chief Inspectors




		The Force will review the e-learning training compliance reports from College Learn to identify officers who have not completed mandatory e-learning training, including refresher e-learning training. This information will be cascaded to the relevant teams and supervisors for actioning.

The Force will assign responsibility to the relevant group or team to provide central oversight of the above to ensure actions are taken to address mandatory e-learning training. (High).



		31 January 2024

		Complete

		Report Published September 2023 Presented to Audit Committee xxx 2023

Update November 2023. 


Power BI confirms all completed and outstanding eLearning, and all Line Managers and Individuals can access their own e learning. College of Learn breaks down packages required for each Individuals roles which is available for them to view., Power Bi toll can be seen by auditors when on site. 

Messages to All have been sent to confirm E learning needs to be completed. 


Overall reporting is currently completed in Strategic Workforce Planning Board on a monthly basis.


Evidence of reporting to SWFPB please see action 563.

Action Complete




		People and Wellbeing Board

		



		562

		HR Training 2023

		Learning and Development Manager

		The Force will ensure a plan for undertaking peer reviews for personal safety training is produced and that observations are undertaken in line with the plan.  (Low)



		31 December 2023

		

		Report Published September 2023 Presented to Audit Committee xxx 2023

Update October 2023


Peer reviews are conducted by Public and Public Safety Training team members.  The process is underway and will be reviewed in November 2023 to ensure it is fit for purpose.  


Further updates and evidence will be provided following review.  




		People and Wellbeing Board

		



		563

		HR Training 2023

		Learning and Development Co-ordination Manager

		The Force will ensure observations are undertaken of first aid training provided to officers on a cyclical basis to ensure quality of training is monitored and areas for improvement are addressed. (Low)



		31 December 2023

		Complete

		Report Published September 2023 Presented to Audit Committee xxx 2023

Update November 2023 


Observation carried out 24 Aug 2023 on First Aid Training. Evidence provided of notes from the observation, confirmed list of areas that were observed and noted on observation notes. No further action was required from this observation. 


These kinds of reviews are carried out regularly (Next one due in December 2023)


Evidence provided

Copy of notes from observation of First Aid course Aug 2023. 


Action Complete




		People and Wellbeing Board

		



		564

		HR Training 2023

		Learning and Development Manager

		The Force will consider its approach to obtaining feedback and evaluating the effectiveness of courses through the e-learning system, noting that the Force cannot affect changes to College Learn packages. (Medium)



		31 December 2023

		Complete

		Report Published September 2023 Presented to Audit Committee xxx 2023

Update November 2023


Course surveys are automated on the College of Learn e learning system and will also include knowledge testing on appropriate e learning. 


Any feedback provided on the surveys will be considered by college learn team and any relevant changes made.


Evidence provided – learning screen shots


Action complete



		People and Wellbeing Board

		



		565

		HR Training 2023

		Learning and Development Co-ordination Manager

		The Force will ensure compliance of mandatory e-learning and in-person training is reported on a routine basis through the relevant governance arrangements, and ensure any instances of non-compliance are addressed and monitored. (Medium)



		31 January 2024

		Complete

		Report Published September 2023 Presented to Audit Committee xxx 2023

Update November 2023 

Power BI information is available for individuals and Line Managers at any time to review mandatory e learning. This was reported to the Strategic Workforce Planning Board meeting in October 2023, which confirmed (following a review) the require mandatory e learning requirements for the Force. 


The evidence slide shows the Force completion rates for each mandatory e learning as of 11 October 2023. 


Related to action 561. See also action 555 where driver training is highlighted to Line Managers with training expired/due to expire. 


Evidence provided

Copy of SWFPB Slide showing Mandatory E Learning. 


Action Complete



		People and Wellbeing Board

		



		566

		Vetting 2023

		Vetting Manager 




		The Force will undertake a dip sampling exercise on cleared applicants to identify if there are consistent issues where supporting evidence has not been uploaded or retained on CoreVet as per the APP guidance. (Medium)



		31 March 2024 




		

		Report Published October 2023 Presented to Audit Committee xxx 2023

Update October 2023


Plan of action agreed, first dip sample results expected in 3 months.

		

		



		567

		Vetting 2023

		Force Vetting Manager 


Citizens in Policing Coordinator 

		The Force Vetting Manager will instruct a volunteer vetting audit to be conducted in conjunction with the Citizens in Policing Coordinator to confirm that volunteers remain active and vetting clearance is still required. This audit will be kept under review and conducted at least annually to ensure regular review. 


Decisions in respect of vetting status will be made in line with the ‘re-joiners’ section within the Code of Practice on Vetting. 


For any current volunteers, it is recommended that the Force attach evidence of identification to the CoreVet system to ensure adequate audit trail is retained.  (Medium)

		30 November 2023 




		

		Report Published October 2023 Presented to Audit Committee xxx 2023

Update October 2023


Work in progress

		

		



		568

		Vetting 2023

		Vetting Supervisor

		The Force will ensure audit evidence such as rationale is retained to confirm they have appropriately reviewed the access to the CoreVet system and confirmed the users are appropriate. 


Upon completion of the audits, evidence retained will be stored centrally. (Medium)

		30 November 2023 




		

		Report Published October 2023 Presented to Audit Committee xxx 2023

Update October 2023


Work in progress

		

		



		

		

		

		

		

		

		

		

		





Reference key to Audit Reports:


		Colour Code for actions – final column



		

		Complete; awaiting sign off by the auditors



		

		Recommendation being progressed



		

		New Action – first update not yet requested/received



		

		Action against the recommendation to commence





		Report Title

		Grading

		Published

		Presented to Audit Committee



		Cyber Security 

		Reasonable Assurance

		August 2021

		29/9/2022



		GDPR

		Not graded

		November 2022

		15/12/2022



		HR Training

		Partial Assurance

		September 2023

		



		Integrated Offender Management

		Reasonable Assurance

		September 2022

		15/12/2022



		Overtime

		Reasonable Assurance

		July 2023

		28/9/2023



		Sickness Absence 2023

		Reasonable Assurance

		August 2023

		28/9/2023



		Vetting

		Reasonable Assurance

		October 2023
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Report of the Chief Constable to the Chair and Members of the Audit Committee
12th December 2023

Executive & Presenting Officer: Mr Nick Eyley, Commissioning & Procurement
Manager

Status: For Information

Contract Standing Order 10 - Exceptional Situations and
Procurement Performance Report

1. Purpose

1.1  Contract standing orders were revised on 22" November 2012 following the
introduction of the Police & Crime Commissioner. Members will recall that an update
of the Contract Standing Orders was agreed at the March 2021 meeting of the Audit
Committee. Contract Standing Orders state that “Utilisation of Contract Standing
Order 10 or failure to follow contract standing orders shall be reported by the CFO of
the CC to the Audit Committee”.

1.2 The purpose of this report is to advise the Audit Committee on the use of Contract
Standing Order 10 during the period February 2023 to November 2023 and the
Procurement Activity and Performance during the period February 2023 to November
2023.

2. Recommendations

2.1 Itis recommended that the Audit Committee note the exceptional situations detailed
in Appendix 1.

2.2 It is recommended that the Audit Committee note the Procurement Activity and
Performance of the Procurement function detailed in Appendix 2.

3. Background

3.1 Contract Standing Orders reflect both the policies of the Office of the Police & Crime
Commissioner for Cleveland and the requirements of current legislation. Their
purposeis to provide help and guidance to all members of staff who are involved in
supplier negotiations for the provision of goods and services. They are mandatory
and as such must be complied with at all times.

3.2 Contract Standing Orders regulate the arrangements and procedures for acquiring
goods and services. There is an underlying requirement that where such an





3.3

3.4

3.5

3.6

4.1

acquisition is amenable to competitive tender that this mechanism should be
employed. This requirement is modified in practice when competitive tendering is not
considered either efficient or practical.

Furthermore there are classes of goods and services which are not amenable to
competitive tendering, examples of these would be property rental, water supply and
contributions to national bodies supplying services to police forces either individually
or as a “community of interest”.

Contract Standing Order 10 states that “Exceptional situations are those created by
external actions and events over which the Force has no control but has an obligation
to respond.”

In compliance with Contract Standing Orders it is the practice to report every
exceptional circumstance where it appears that the normal requirement to tender has
not been followed. Changes to the reporting schedule have taken place to coincide
with changes to the accounting reporting timetable. The details of exceptional
circumstances for this reporting period are listed in Appendix 1.

To provide members of the Audit Committee with a full picture of the Procurement
activity in the Force and putting the exception report into context a Procurement
Performance report has been provided in Appendix 2.

Implications

Finance
All commitments are within existing budgets.

It should be noted that a number of other external factors have increased the volume
and value of Exemptions throughout this reporting period. Namely these are:

e Higher levels of inflation, increasing supplier and supply chain costs

e Cost of Living crisis affecting all market areas and increasing supplier and supply
chain costs

e Wage increases contributing to additional financial pressures.

The Commissioning & Procurement Manager role was filled in October 2023 and will
ensure robust oversight is maintained on the exemption process. Whilst it is a core
approach of Procurement to minimise the number of exemptions used during
Cleveland Police operations and to procure goods and services compliantly in line
with regulations, it should be noted that financial pressures are expected to continue
to increase.





4.2

Legal
Any requests to utilise Contract Standing Order 10 which involve new supplier terms

and conditions are discussed and agreed with Legal Services. There are no legal
implications arising from the content of this report.

4.3 Diversity & Equal Opportunities
There are no diversity or equal opportunities implications arising from the content of
this report.

4.4 Human Rights Act
There are no Human Rights Act implications arising from the content of this report.

4.5 Sustainability
There are no sustainability implications arising from the content of this report.

4.6 Risk
There are no risk implications arising from the content of this report.

5. Conclusions

5.1 The details of the exceptional situations listed in Appendix 1 and the Procurement
Performance in Appendix 2 not only comply with the process detailed in Contract
Standing Orders but represent the Force’s ongoing commitment to greater efficiency
and effectiveness.

Nick Eyley

Commissioning & Procurement Manager

December 2023





Appendix 1: Exceptional Situations

Exceptional Situation — Proprietary Product

1. Annual Maintenance and Support of CycComms Application software at a cost
of £23,921 from Geoff Goldsmith Associates (GSA).

1.1

1.2

1.3

The CycComms application is a force wide workflow for the acquisition of
Communications data, administered by the Covert Standards department in
Cleveland Police.

The application is a bespoke piece of software developed by Geoff Smith
Associates (GSA). The support and maintenance of the software can not be
procured from another I.T. supplier as they would not have access to the
underlying code base due to Intellilectual Property Rights (IPR). Nor would they
have sufficient knowledge of the application architecture to be able to sucessfully
carry out support.

This exemption was approved in February 2023.

2. RSS Licences for Camera Safety Team / CDSOU at a cost of £11,250 from
Road Safety Support (RSS)

2.1

2.2

2.3

The force requires the RSS license, to access the services of Road Safety Support
Organisation, This is a not for profit Orgainsation it is a one of the kind service in
the UK, it offers: (Strategy / Road Collision & Casualty Data Analysis / Road Safety
Media & Marketing / Speed Camera Enforcement Strategies / Safer Roads
Operational Reviews / Road Safety Media Skills Training / Justice / Expert
Witnesses & Expert Reports / Road Traffic Enforcement Legal Assistance / Speed
Camera Laser Jammers / Forensic Video Analysis / Enforcement / Speed and Red
Light Camera Support/ Speed Camera Operator Accredited Awards / Road Signs
& Traffic Regulations / Speed Camera Testing / Speed Camera and Technology
Testing / Home Office Type Approval / Police Vehicle Speedometer Calibration /
Speed Camera Verification Services / In-vehicle telematics calibration / What is
ISO 17025 Accreditation / CEU Staff use the services of the RSS on a near daily
basis / CDSOU & Collision Unit Officers use RSS for advice in relation to Fatal/
Seracc RTC investigations.)

Every UK force uses the services of the RSS Organisation and Cleveland Police
could not get this service, Data or Information from any other Company or
Organisation.

This exemption was approved in March 2023.





3. FIS Centurion — Annual Renewal at a cost of £24,984.86 ex VAT from FIS

Centurion

3.1 This system is a system used by all forces nationally to record their complaints
from the public.

3.2 The system has all aspects of recording to allow us perform our day to day duties.
This is the only approved system, and the only one of its kind available to us. The
system holds all our current live complaints which cannot be lost, we use this for
our day to day business.

3.3 It is vital that this contract is renewed to ensure continuity of service for my
department. This is the only sytem available and the Force is committed to
continued use.

3.4 This exemption was approved in March 2023.

4. Renewal of Forensic Grading Software at a cost of £21,195 from Griffeye

4.1

4.2

4.3

4.4

Griffeye have been a supplier of forensic software to cleveland police for over 6
years. They provide proprietary software for the grading of illegal images and
media analysis, this cant be obtained from another provider. This software is used
by almost all police forces in the UK. Staff have undergone bespoke training
causes, both internal and external, to be able to use the software at a cost to the
force.

The use of the software has been incorporated into documented procedures which
are currently accredited, changing this software woud mean re accrediting
procedures which would cause further costs.

Failure to renew the software would cause a inability to conduct POLIT
investigations.

This exemption was approved in March 2023.

5. Seven (7) Modular Ballistic Shields at a cost of £25,402 ex VAT from United
Shield International Ltd.

5.1

5.2

Ballistic shields are mandatorily carried on each of the Force's operational Armed
Response Vehicles, with a number of spare pairs held in reserve. Ballistic shields
have a limited shelf life of five years, the examples currently in service were
bought in 2018 and expire in May 2023.

Cleveland Police's Armed Response Vehicles are configured to carry a two-part
modular shield system fitting into a specific location in the boot space of the
vehicle. There is no existing national framework option for a supplier of such
shields. Firearms Support unit cannot find an alternative supplier of a similar
product in the UK.





5.3

5.4

Replacement shields must be ordered in February 2023 in order to be received
before the end of April 2023 - this is operationally imperative due to the imminent
end-of-life for the current shields.

This exemption was approved in March 2023

. XRY Logical and Physical Licence Renewal at a cost of £10,875 from MSAB

6.1

6.2

6.3

6.4

The product is a proprietary piece of forensic software which is currently used
within the Digital Forensic unit and we are seeking to extend the contract for
another year. The software is used for forensic extraction and analysis of mobile
phone devices by almost all Police Forces within the UK. It has the ability to
access information on devices which other software in our tool kit can't obtain
which overall provides a better quality product for the victim and accesses
evidence which we would not be able to obtain without the software.

It is already validated according to ISO 17025 requirements, incorporated into
Technical SOPs and staff are fully trained to use the software. External training
courses have been procured at a cost to the force for staff. The process is
currently undergoing ISO accreditation.

Failure to renew these licences would result in a disruption to the service provided
by the DFU in respect to mobile phone examinations and pose a significant risk
to the force. Evidential data could be lost potentially resulting in a poor service
for victims of crime and miscarrieages of justice

This exemption was approved in March 2023

. Provision of a Platform Lift at a cost of £40,286 from Stannah Lifts

7.1

7.2

7.3

With parts for the lift at CPC HQ on long lead times and no other means of access
to 1st and 2nd floor. We need to install a platform lift as a back up for access.

There's been a few times recently where the lift has been out of service for a long
period of time resulting in staff not been able to carry out there job roles.
Therefore this has been raised as a major concern and risk going forward and the
urgency to have this platform lift installed ASAP in the event of the lift been out
of service in the near future, and posing a Health & Safety issue. The install will
be via the UPS system and so in the event of an exacuation or power cut it will
always be in use.

This exemption was approved in April 2023.

. Product license subscription, Maintenance and Support at a cost of
£27,667.07 from Altia

8.1

Altia Informant Management & Surveillance applications used by the Covert
Standards are bespoke pieces of software developed, maintained, supported and
licensed only by the service provider Altia.





8.2

8.3

No other provider has access to the underlying code base due to Intellilectual
Property Rights (IPR), nor would they have sufficient knowledge of the application
architecture to be able to sucessfully carry out support.

This exemption was approved in April 2023.

9. Textburst System, at a cost of £25,000 from Commify/Textanywhere

9.1

9.2

9.3

The contract with Commify provides the Force's textburst service which is
predominantly used within FCR and RMU to contact large numbers of officers
quickly to meet urgent and large scale resourcing issues.

Costs have increased over recent years as the system has been utilised more in
order to free up officers time - previously resourcing staff/Managers would have
been ringing round to try to obtain additional resources which was not an effective
use of time. This increased use has resulted in costs increasing and meaning that
this contract needs to go our to tender. This has been with ICT for a while to be
considered and scoped with a view to progressing this. However, in the
meantime, the Force requires continuity of this service and therefore it is
requested that an order be placed to ensure this continuity until the service does
goes out to tender.

This exemption was approved in April 2023.

10. Get Connected Service at a cost of £40,000 from Get Connected

10.1

10.2

10.3

CURYV funding has been agreed within the financial year parameters (April 2022 -
March 2023). Current funding was agreed in early July 2022 by the Home Office.
This has left a 6 month timeline for commissioning and delivery of services which
are also subject to enhanced monitoring and evaluation by the Home Office.

Standard procurement process and timelines would not be suitable within these
timeframes for a service to be developed, delivered and evaluated. The service
identified is recognised as a specialist in this particular work after independent
evaluation partners scrutiny of the application delivery of services which are also
subject to enhanced monitoring and evaluation by the Home Office.

The service identified is recognised as a specialist in this particular work having
carried out work for other VRU's nationally and currently is delivering services for
Cleveland police/Project ADDER in Middlesbrough. A key risk would be non
delivery and return of grant monies to the HomeOffice With a short timeline to
deliver this increased evaluation service.

10.4 This exemption was approved in May 2023.





11. Forensic Software Licence Renewal at a cost of £36,135 from Grayshift

11.1

11.2

11.3

11.4

11.5

11.6

Grayshift have been the supplier of forensic software to Cleveland Police for a
number of years. They provide proprietary software for the extraction and
password cracking of mobile phone (Specifically - A technique used for Apple
devices) which can't be obtained from another provider. The software is used by
other forces and those that don't end up outsourcing to those that do at significant
financial costs.

Staff have undergone internal training courses, to be able to use the software
correctly.

The use of the software has been incorporated into documented procedures which
is currently undergoing ISO accreditation.

The use of the requested software will allow DFU staff to gain access to a larger
selection of pinlocked devices and at a faster rate. The addition will also mean
that the outsourcing of single devices to other forces who possess the software
will become unecessary as the service will be just conducted in house creating
financial savings.

Failure to add the additional software would have an impact on mobile phone
examinations and information passed on onto officers and add to further delays
which would be a considerable risk to victims of crime.

This exemption was approved in June 2023.

12. Idea Drop platform two-year extension, at a cost of £16,000 from Wazoku

12.1

12.2

12.3

A two year extension to the contract for the Idea Drop platform which has been
in use within the Force for 4 years. Idea Drop has been bought out by the
company Wazoku and included in the extension is transfer to the Wazoku
platform. The extension is sought to provide sufficient time for an in house
platform to be developed to leverage benefits from the use of Microsoft 365
functionality that is currently being restricted by user coverage and internal
capacity to deliver.

There is a long term aim to develop an in house solution for idea generation and
delivery, but capacity and M365 roll out is currently limiting our ability to deliver
this. The option to operate without a solution was not accepted by the Change
and Investment Board, and it was accepted that two years would be sufficient
time for this to happen. In the meantme the most cost and labour effective
solution is to exend the current contract including transfer to the new Wazoku
platform to allow time for in house development

This exemption was approved in June 2023.





13. Annual Maintenance and Support of Mapinfo software at a cost of £11,340
from Contract Data Research Group

13.1

13.2

Mapinfo software is used by the Intelligence Analyst to plot incident/crime
locations on maps to enable staff to carry out their analysis. This is a continuation
of an existing support contract so will enable continued support for the application
and any upgrades in the next 12 months.

This exemption was approved in August 2023.

14. Forensic Software Training, at a cost of £21,480 from Cellebrite

14.1

14.2

14.3

14.4

14.5

14.6

Cellebrite have been the supplier of forensic software to Cleveland Police for over
10 years. They provide proprietary software for the examination of mobile phone
and apple macintosh computers which can't be obtained from another provider.
The software is used by almost all Police forces in the UK.

Staff require bespoke training, both internal and external, to be able to use the
software competently and to the required standard.

The use of the software has been incorporated into documented procedures which
is currently undergoing ISO accreditation.

The addition of newer Cellebrite Software Services has allowed DFU staff to gain
access to a larger selection of pinlocked devices and has meant that more avenues
of investigation have been opened and different data sets have become available
to analyse. These new data sets require further training to be able to locate and
report on.

Failure to acquire the training for the staff would have an impact on mobile phone
examinations and information passed on onto officers and add to further delays
which would be a considerable risk to victims of crime.

This exemption was approved in August 2023.

15. Student Placement Officers for CSI and DFU at a cost of £48,000 from
Teesside University

15.1

15.2

15.3

The Student Placement Officers will be based within the Scientific Support Unit
(SSU). 3 of the placements will be CSI (crime Scene Investigator) and 1 will be
based within the DFU (Digital Forensics Unit).

As both roles require specialist knowledge within their respective areas of
business, a role has been designed within the SSU which is suitable for the
student’s skills and knowledge.

As the SSU is an accredited unit under the scope of 17025 (lab based activities)
and working toward accreditation for scene activities (17020), any staff member
(placement or police staff/officer), must be deemed competent to carry out any
activities that fall under the scope.





15.4 Together with the specialist knowledge the students already posess from their
degree courses, training is provided in-house that ensures competence of each
individual to carry out certain activities. The degree courses such as the BSc Hons
in Crime Scene Science and Digital Forensics which supportthe placement year,
have such content delivered within years 1 and 2 that ensure the students have
the necessary technical knowledge prior to starting their placement year.

15.5 A full formal interview process takes place, delivered under the Competency
Values Framework ensuring a detailed and fair process of selection.

15.6 This exemption was approved in August 2023.

16. Two-Yearly PAT Testing of all Police Equipment, at a cost of £2000 from
Hawkesworth Appliance Testing

16.1 This exemption was not approved — September 2023. (Below threshold).

17 Annual Servicing of moveable walls, at a cost of £760 from Gibson
Architectural Ltd

17.1 This exemption was not approved — September 2023. (Below threshold).
18 Contract Resource, at a cost of £600 per day from Senovo IT

18.1 Support contract required for a period of 6 months commencing the 1st Oct 2023
until 30th March 2024 to enable the purchase of support days as required to assist
with the delivery of the Data Centre Comms Refresh. This is specialist knowledge and
expertise not available within the team.

18.2 This exemption was approved in September 2023.

19 Stolen Vehicle Examinors Qualifications at a cost of £20,700 from Al
Training

19.1 Ai Training came highly reded by other forces who have employed their services for
similar courses. They prvide a national recognised qualification which is required for
credibility in the UK court. Using this supplier provides continuity to police forces.

19.2 Stolen Vehicle course - This course is required to train and qualify 12 RPU officers in
the examination of suspected stolen vehicles. This is required as it is a force necessity
to correctly identify the true provenance of such vehicles, therefore securing a
criminal conviction for related offences and removing such vehicles from our roads
which may be used in crime.

19.3 PG9 - This course is for vehicle examination prohibition authorisations and
procedures.This course also provides police officers with a recognised national
qualification required for credibility in UK court.

19.4 This exemption was approved in September 2023.





20

20.1

20.2

21

21.1

21.2

22

22.1

22.2

22.3
23

23.1

Non Attributble ISP internet provision at a cost of £10,360.26 ex VAT from
Bedroq TM Ltd.

There is a requirement for Cleveland Police specialist units and NEROCU to have a
nonattributable internet capability. The current 3rd party has offered this capability
to Cleveland Police and NEROCU. This has now exceeded the 10K limit.

This exemption was approved in September 2023.

Crime prevention equipment for target hardening, at a cost of £11,950.40
from Solon Security

SOLON Security are the established provider of target hardening crime prevention
equipment to Cleveland Police and have been used on all previous Safer Streets bids.
The tight timescales of the funding granted by the Home Office for Safer Streets
neccessitate a direct award for funding

This exemption was approved in October 2023.

Subscription to the PDR system, at a cost of £11,000 from Head-Light

The E-PDR system has been used successfully across force for a period of 4 years
with significant data relating to talent development, performance management and
pay progression awards embedding into it. I believe that the procurement team are
understaffed and cannot facilitate, at this time, a procurement process to change
providers. The system is user friendly and relations that have been built up with
suppliers ensures that we can adapt the system, aty no extra charge, to take into
account forcewide change, for example the next iteration of the performance
excellence approach which is creating talent development pools for promotion board
processes in particular.

There has been significant joint work with the providers over the years to
adapt/design the system to make it user friendly and adapt it to changing forcewide
themes. Im aware that to bring in another system it would cost £65k (Teams goals)
so the PDR system by Headlight is good value and a consistent tool that is recognised
and trusted by users at all levels across force. The years of data embedded into the
system is now being used to award pay increments and evidence collated by users is
sometimes used for career development opportunities.

This exemption was approved in October 2023.

Contract Resource for IT to continue expertise in CP Systems, at a cost of
£32,000 from Greenwich Contracts Ltd.

Required to deliver specialist knowledge and expertise to assist in the delivery of the
ICT CapEx projects for this financial year, namely NEP mail migrations. Funding has
been provided by the OPCC to facilitate the recruit of contractors when it is identified





23.2
24

24.1

24.2

24.3

24.4

24.5

24.6
25

25.1

that in-house resource cannot deliver. This has been exascerbated by the failure to
recruit into the Infrastructure Engineer roles.

This exemption was approved in October 2023.

Degree Holder Entry Programme initial intake, at a cost of £TBC from
Teesside University

Following notification from Bluelight Commercial that the National Framework for
Police Education Qualification Framework (PEQF) initial police entry programmes will
not be going out to suppliers to bid for until 01/11/2023. The same applies to the
Yorkshire Purchasing Organisation (YPO) Framework - both of which are compliant
routes to market frameworks. This will mean that Cleveland Police cannot utilise these
frameworks until later in 2024. Due to the delays in the release of the frameworks it
will now have a catastrophic impact on our ability to deliver our new entry route
Degree Holder Entry Programme (DHEP) in January 2024, if we were to wait until
the availability of the frameworks. The impact would be as follows: we would miss
our start date of January 2024, resulting in a severe impact on funding arrangements,
stratic partnership working, recruitment of new officers, learning and development
opportunities, bolstering the operational frontline officer numbers therefore reducing
our ability to deliver a policing service to the communities in Cleveland.

Cleveland Police has overshoot funding allocated from the Home Office at £45,000
per officer for 35 officers and £24,000 per officer for a further 19 officers at this
stage, these officers need to be in post and warranted by the 31st March 2024 for
the funding to be drawn down, these funds are crucial to underpin our long term
recruitment plans. Delivery plans for recruitment in the current financial year include
24 DHEP students and so failure to deliver on the DHEP element in a timely manner
would place at risk our overshoot funding with material financial implications.

Teesside University already provide PCDA (Police Constable Degree Apprenticeship)
training for Cleveland Police and therefore, already a proven supplier to meet the
criteria delivery of the DHEP. The curriculum meets the standard requirements set
out by College of Policing — this has been confirmed by Teesside University.

The contract will increase the professionalism, public confidence and strategic
partnership arrangements of Cleveland Police. The pricing will be costed per learner
therefore enabling a greater control on recruited numbers and commitment to the
contract.

Due to these delays with the rationale as detailed above our only optionis to use an
exemption.

This exemption was approved in October 2023.

2-years extension to the RLDatix employee relations case tracker system,
at a cost of £29,286.80 from RLDatix.

This system holds thousands of live and archived employee records which inform all
employee relations and employment tribunal records. There is no other viable way





25.2
26

26.1

26.2

26.3

of holding, managing and accessing the data at this time. We have explored the
possibility of using Oracle EAP in the future however the current system is not capable
of carrying out the required function.

This exemption was approved in October 2023.

Vehicle Data Recorders purchase and maintenance, at a cost of £89,710.88
from Standby RSG

We are out of contract since 2021 but operational requirements mean the service has
continued to be needed. Existing informal agreement covers service provision until
May 2024. Compliant route to market is known and underway as Force decision is to
retender but retrospective exemption is needed to cover contract period from 2021
until end of scheduled maintenance period. Actual remaining financial cost is circa
£19,760.88 ongoing procurement of a compliant contractor will tie into this date.

This is a one-time exemption for the continuation of the contract.

This exemption was approved in October 2023.

27 Penetration Testing Services at a cost of £15,000 from MTi Technology Ltd.

27.1

27.2

27.3

28

28.1

28.2

28.3

Contract CPC-0001846 IT Health Check (01/03/202 - 28/02/23) + 1 year extension
was cancelled prior to commencing a tender exercise to find a new supplier. The
tender process failed, exceeding budget.

A scope of work and quote has been obtained from MTi to continue and utilise the
1-year extension that was available. This will meet the requirement for this year
ahead of planning for a further tender offering early in 2024.

This exemption was approved in November 2023.

Coaching and Leadership Development Programme, at a cost of £40,250
from Aspire & Cath Brown

Original Contract carried out via a Tender Process was for a 5 year term which
consisted of a number of Lots providing multiple Executive & General Leadership
Coaching. As part of the new Leadership Development Programme there is still a
requirement to continue to provide workshops and training in Coaching & Leadership
skills.

A great deal of work has already been undertaken during the term of the contract
with Aspire & Cath Brown which is required to continue for a further period of time.
This training is a continuation of the initial programmes set out by both providers.

This exemption was approved in November 2023.





Exceptional Situation — Operational Emergency

29 Force Medical Advisor resource at a cost of £27,000 from Drs Direct Ltd.

29.1

29.2

29.3

29.4

The need for Force Medical Advisor resource outstrips the resource available from
our existing supplier, HealthWorks. HealthWorks supply a face-to-face FMA resource
under contract as part of a multi force framework agreement. In addition, we have
booked all available additional face to face slots in addition to remote clinics provided
by the same supplier. Operation uplift requires a specified number of police officers
to be recruited within fixed timeframes in additional to maintaining staffing levels
thus requiring the like for like replacement numbers of any police officer leavers.
Failure to meet targets will result in the withdrawal of significant levels of funding.

All police officer recruitment medicals require a degree of face-to-face medical
examination which can only be conducted by an FMA. The Wellbeing manager has
identified an additional FMA resource from a different supplier.

This resource will be £250 cheaper than the additional FMA from our current provider
and they will work on site and conducting face to face consultations or support
operation uplift by undertaking recruitment medicals.

This exemption was approved in February 2023.

30 Auditing Software for Police misconduct and corruption identification at a

30.1

30.2

30.3

30.4
31

31.1

31.2

31.3

cost of £42,600 from ATA

ATA is Cleveland Police’'s most sophisticated auditing software, designed to
proactively and reactivity identify Police misconduct and corruption.

The force failed a HMICFRS inspection in 2017 for the lack of such a system, in 2022
it passed the inspection due to it. The force must retain this system to protect the
public.

The exemption is requested to ensure we maintain the service whilst national
procurement is on-going. This will cover the dept and force for a further year in
anticipation forjoining the new national framework when it becomes available to us.

This exemption was approved in March 2023.

Provision of vehicle for ACC Baker at a cost of £42,425 from Mister Tee T/A
Holden Group

A car is required as part of the ACC (Richard Baker) contract and needed to enable
him to travel to and from work and for business purposes across the Cleveland area.

Due to international issues with semi-conductors the new vehicle market is
experiencing delays of over 12 months which is likely to get worse as a result of the
current conflict between Russia and Ukraine.

This exemption was approved in April 2023.





32

32.1

32.2

32.3

33

33.1

33.2

34

34.1

34.2

34.3

Project Adder Vehicle at a cost of £22,602.33 plus VAT from Lookers
Middlesborough

Funding is available to purchase a second hand van for Project Adder (prior to
31/03/2023). The vehicle will be used to respond to incidents and intelligence
involving County Lines activity.

Due to international issues with semi-conductors the new vehicle market is
experiencing delays of over 12 months which is likely to get worse as a result of the
current conflict between Russia and Ukraine.

This exemption was approved in April 2023.

Ballistic Helmets at a cost of £14,450 from UK TACTICAL

Current provider of ballistic helmets are taking in excess of a year to provide essential
PPE. We have found a local provider that meets the same safety standard but can
facilitate the helmets in a shorter lead time (around 12 weeks). This allows us to keep
our intake of firearms officers operational and not delay any training.

This is an operational emergency as existing PPE firearms requirement framework
supplier (Aspen) no longer able to supply due to shortage

Specialist Designed Armoury Property Storage, at a cost of £10,495 from
SJC Interiors

Estates requested three independent quotes, but only received one back.

This work is to improve the efficiency general layout & address H&S & Fire risk
assessment issues raised within the current weapons store. Siezed weapons are
stored at M8, and the current storage solutions are not suitable or acceptable, the
new design has been agreed by, Anthony Harrison (Fire Arms) Chris Whan (Property
Store Manager, Natalie Wing (Scenes of Crime Operations manager)

This exemption was approved in July 2023.





Appendix 2 —Procurement Performance

e The PCChas 326 live contracts as of 01 December 2023

e In the Period January 2023 to December 2023, 54 of these contracts were due to
end or be extended:

o 38 were extended in line with annual renewal contract terms e.g. Software
Licences / Maintenance subscriptions etc.

o 4 were extended in line with the contract term e.g. if a contract was
awarded as a 3 year contract with an option to extend for two further 12
month periods.

o 12 ended or were extended via an exception to contract standing orders and
have been reported to the Audit Committee in the report submitted in March
23 and Appendix 1 of this report

e 32 Tenders or Further Competitions or Direct Awards from Compliant Frameworks
were carried out during the period January 2023 to December 2023.

Chart 1 — Split of Procedure Type

NUMBER OF PROCUREMENTS BY TYPE

Tender/
Quote,5

Quotation, 3

Direct Award,
24

Chart 2 - Split of New Requirement/Re-Procure Existing Contract

REPLACEMENT OR NEW PROCUREMENTS

Replacement, 25

\New,
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Office of the Police and Crime Commissioner — Internal Audit Recommendations

Ref. Report Report title Action Priority Original Revised Responsible Action Update Status
Date delivery delivery Owner:
date date

1 Mar 23 Commissioning | The OPCC will develop a commissioning policy Medium 30 31 Head of Policy, Document is in final stage of draft and will provide a broader structure and policy for
outlining the process from start to finish. September | January | Partnerships and | all OPCC related commissioning activity (including procurement and grant funding).
The policy will be made available to staff in a 2023 2024 Delivery
shared location. This document will be an essential toolkit for OPCC staff to utilise when leading and

supporting any commissioning process. This will include processes for grant funding
and formal procured contractual arrangements including ongoing performance,
delivery, financial and risk management/ monitoring.

As part of the development of this policy 1:1s have taken place with all OPCC staff
involved in the commissioning process to set clear standards and consistency
across team members.

A final draft will be complete December 2023 for Chief Finance Officer and Chief
Executive review and approval.

2 Mar 23 Commissioning | A declarations of interest process will be created to Low 31 Head of Policy, Cleveland Police Head of Procurement is now in post. On

help identify potential conflicts of interest. December Partnerships and track
2023 Delivery Meeting arranged between Head of Policy, Partnership and Delivery and Head of
Procurement early December to ensure declarations of interest process is in place
and utilised consistently across the OPCC / Cleveland Police.

3 Mar 23 Commissioning | Where an organisation receiving funding is not set 30 April Head of Policy, This process is in place and has been embedded across the team.
up correctly and no credit check details can be 2023 Partnerships and
provided, additional due diligence and monitoring Delivery Process for such situations is built into the commissioning document as described
will be undertaken and the decision to continue with at point 1 above.
funding will be formally documented.

Approval for such organisations described at point 3 require approval by the OPCC
Staff will also be reminded that checks should be Chief Finance Officer prior to any arrangements being put in place with appropriate
undertaken before the grant agreement is signed risk mitigation and risk management in place. Communications are saved on file for
and before the funding period begins. audit purposes.

4 Mar 23 Commissioning | Staff will be reminded of the requirement to ensure 30 April Head of Policy, This process is in place and have been embedded across the team for all new
insurance documentation is obtained and this has 2023 Partnerships and | contract/ grants awarded. Like above this requirement will be clearly set out in the
been provided before the grant agreement is signed Delivery document referred to at point 1 above.
and before the funding period begins.

All insurance documents will be obtained in a timely To support the embedding across the team the importance of this recommendation

manner and this requirement will be enforced has been stressed to the team on a number of occasions including at 1:1 meetings,

through the audit activity if a decision is made to during team meetings and quarterly Contract and Grant Management Overview

restart it. meetings which have recently been introduced and discussed further at point 10
below.

5 Mar 23 Commissioning | A decision will be made on whether an audit activity Medium 30 Chief Finance
will be restarted to provide additional oversight that September Officer The Chief Finance Officer has considered the reintroduction of the audit activity as
appropriate documentation is on file (DRF, grant 2023 described. However, given clear policy and procedures will be in place with robust
agreement, due diligence documents) and the quality assurance by the Head of Policy, Partnership and Delivery he is satisfied at
commissioning process has been undertaken in the this time the additional due diligence activity is not required.
correct order.

For example, checking to make sure due diligence
has been undertaken after the DRF is signed but
before the grant agreement has been signed before
the funding period begins.

6 Mar 23 Commissioning | Minutes and / or action logs will be maintained and 30 April Head of Policy, A template has been developed for the team to utilise in support of contract/grant
kept on file for all commissioned services. 2023 Partnerships and | performance meetings. Currently all contracts/grants are managed in the same way.

Delivery

The commissioning document referred to at point 1 will provide some guidance in
relation to proportionality so that the high value contracts can be managed more
robustly.






Office of the Police and Crime Commissioner — Internal Audit Recommendations

Ref. Report Report title Action Priority Original Revised Responsible Action Update Status
Date delivery delivery Owner:
date date
7 Mar 23 Commissioning | Staff will be reminded of the importance of Medium 1st April Head of Policy, Please see updates at point 4 and 6.
performance reporting and ensuring this is reviewed 2023 Partnerships and
and kept on file. If a provider fails to provide Delivery
performance reports, this should be escalated
within the OPCC.
8 Mar 23 Commissioning | Authorisation limits will be added to the authorised Low 30 April Chief Finance This action has been complete.
signatories list. 2023 Officer
9 Mar 23 Commissioning | All grant agreements will be signed after the DRF 31 March Head of Policy, As per updates above.
has been signed by the Monitoring Officer and the 2023 Partnerships and
Commissioner, and always before the funding Delivery
period begins.
10 Mar 23 Commissioning | An internal reporting process will be started Medium 31 March Head of Policy,
highlighting all active partnerships, the total amount 2023 Partnerships and | A quarterly grant / contract management overview and planning meeting has been
due, amount paid out and whether the organisation Delivery introduced with a clear terms of reference outlining the purpose and importance of
is delivering against requirements set out in the the meeting.
grant agreement.
An agreed frequency will be established, and This meeting is Chaired by the Head of Policy, Partnership and Delivery. To support
consistent reporting provided to relevant staff discussion at the meeting on a quarterly basis grant/contract managers are required
members. to risk rate their grants/contracts for discussion in the meeting. A risk rating
structure has been provided to encourage consistency in grading. The grading is
The reporting could also include reference to the based on service delivery, risk and finances. Those contracts identified as very high
Police and Crime Plan to make clear how and high risk are discussed in detail at the meeting with a point of escalation to
commissioned services are delivering against the OPCC Senior Management Team if required.
objectives highlighted within the Plan. This could
also be used to feed into the annual report and
future commissioning decisions.
11 October | Police and The performance framework for 2023/23 will be Low 31 Head of Policy, The performance framework for 2023/24 was completed in September 2023 and
2023 Crime Plan completed and made available to staff within the December Partnerships and | was used to provide a quarter 1 update to the Police and Crime Panel. It is likely
OPCC and relevant individuals within the Force. 2023 Delivery this will continue to expand over time as our recording as an OPCC improves and
the data becomes more reliable for us to report on.
This will include a list of individuals that are
responsible for managing performance for each Quarter 1 performance and delivery report can be found here. This report and
area or the source of the information and data information within it is discussed in the OPCC Police and Crime Plan Delivery and
Performance Meeting to identify any issues, opportunities for development and
where relevant to support scrutiny of the force.
Responsibility for performance management sits with the Police and Crime Plan
priority lead — this will be clearly displayed in the performance framework and
improved upon further following the May elections.
12 October | Police and As part of the planning process for the next delivery Medium 31 July Head of Policy,
2023 Crime Plan plan and Police and Crime Plan, the OPCC should 2024 Partnerships and
consider outlining measures and objectives for each Delivery
deliverable to outline how the action will be
achieved
13 October | Police and An action log or set of minutes should be retained Low 31 October Head of Policy, This has been implemented from quarter 2 period onwards.
2023 Crime Plan for the meeting between the Head of Policy, 2023 Partnerships and
Partnership and Delivery and the PCC. Delivery
14 October | Police and As part of the planning process for the next delivery Medium 31 July Head of Policy,
2023 Crime Plan plan and Police and Crime Plan, the OPCC will 2024 Partnerships and
ensure a reference number is added to deliverables Delivery
in the delivery plan that corresponds to a






Office of the Police and Crime Commissioner — Internal Audit Recommendations

Ref. Report Report title Action Priority Original Revised Responsible Action Update Status
Date delivery delivery Owner:
date date
performance metric in the performance framework.
Where it is not possible to monitor a deliverable,
this should be clearly documented and the OPCC
should continue to include updates to the action.
15 October | Police and Each action will be given a ‘target completion date’, Medium 31 July Head of Policy,
2023 Crime Plan which should not be altered to reflect progress. 2024 Partnerships and
Instead, the OPCC should document a separate Delivery
column of ‘revised end date’ to ensure that any
slippage is clearly recorded and evidenced.
16 October | Police and Terms of reference will be created and approved for Low 31 Chief Executive Draft terms of reference have been produced for discussion at future SMT meeting.
2023 Crime Plan the expanded SMT meetings September
2023

off.

Identified by the OPCC as
closed — awaiting RSM sign

Report Title

Grading

Commissioning 2023

Police and Crime Plan — October 2023

Reasonable Assurance

Colour coding

Status — RSM Definitions

High

Immediate management attention is necessary. This is a serious
internal control or risk management issue that may lead to:
Substantial losses, violation of corporate strategies, policies or
values, reputational damage, negative publicity in national or
international media or adverse regulatory impact, such as loss of
operating licences or material fines.

Medium

Timely management attention is necessary. This is an internal
control risk management issue that could lead to: Financial
losses which could affect the effective function of a department,
loss of controls or process being audited or possible reputational
damage, negative publicity in local or regional media.

Low

There is scope for enhancing control or improving efficiency and
quality.
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Report of the PCC CFO to the Chair and Members of the Joint Audit
Committee
12th December 2023

Presenting Officer: Mr Michael Porter, Chief Finance Officer

Status: For information

Internal Audit Recommendations Update Report — November

2023

1.

1.1

2.1

3.1

3.2

3.3

4.1

Purpose

The purpose of this report is to provide Members of the Cleveland Audit
Committee with a status update in relation to the Office of the Police and Crime
Commissioner (OPCC) recommendations following internal audit reviews.

Recommendations
It is recommended that Members note the content of the report.
Background

During 2023, as part of the internal audit plan the OPCC have been subject to
two internal audits: namely Commissioning and Police and Crime Plan.

Both of these areas feature on the OPCC Strategic Risk Register, as a result
the internal audits go a long way to supporting the management of and
mitigation of risk.

Progress against the audit recommendations are discussed quarterly in
internal governance meetings involving relevant OPCC team members.
Quality assurance and accountability is further provided through the OPCC
Senior Management Team Meetings — again on a quarterly basis.

Progress
The current OPCC internal audit tracker includes 16 recommendations. Of

these recommendations 10 have been identified as complete by the OPCC and
are highlighted as green on the action plan.





4.2

4.3

5.1

5.2

5.3

5.4

5.5

6.1

The remaining live actions continue to be progressed within the original
delivery dates set - with the exception of one (Ref 1) — an update can be
found in relation to this action at appendix 1.

All remaining live actions will continue to be progressed through the
governance described aboe including report to Audit Committee members.

Implications

Finance
There are no financial implications arising from this report.

Diversity and Equal Opportunities
There are no diversity or equal opportunities implications arising from the
content of this report.

Human Rights Act
There are no Human Rights Act implications arising from the content of this
report.

Sustainability
There are no sustainability implications arising from this report.

Risk
Failure to deliver against the recommendations of the internal audits could
significantly impact on the management of risk within the OPCC.

Conclusion

As can be seen at appendix 1, significant effort has been ongoing to fulfill the
recommendations agreed following internal audits. With a culture of continuous
improvement, the continued implementation of all audit actions will go a long
way to support the delivery of the PCCs statutory responsibilities and the
management of any associated strategic risks.
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Introduction

Police and Crime Commissioners (PCCs) and their offices are subject to the Public
Sector Equality Duty (PSED) contained within the Equality Act 2010. PCCs are subject
to the general duty, which means that in the exercise of their functions, they must have
due regard to:

e The need to eliminate unlawful discrimination;

e Advancing equality of opportunity;

e Fostering good relations between people who share a protected characteristic
and those who do not.

PCCs are also subject to the specific duty, which requires them to publish equality
information annually to demonstrate compliance (organisations with fewer than 150
employees are exempt from publishing information about employees), and to publish
one or more specific and measurable equality objective(s) every four years.

Furthermore, the Police Reform and Social Responsibility Act 2011 requires PCCs to
hold the Chief Constable in their area to account for the exercise of duties relating to
equality and diversity.

The report therefore provides transparency on how the Office of the PCC (OPCC) have
progressed these responsibilities covering the period 1 April 2022 to 31 March 2023.

Workforce Monitoring

As of the 31 March 2023, the OPCC had 28 employees. This is an increase of four
compared to the same period last year. The increase is due, in part to the additional
responsibilities presented to PCCs including the Home Office funding for the delivery of
a Violence Reduction Unit — known locally as CURV (Cleveland Unit for the Reduction
of Violence). In addition to this and to ensure the office remains fit for purpose the Chief
Executive conducted a structural review to build resilience and capacity in the delivery
structure of the team.

As the team is made up of less than 150 employees, in order to protect the privacy of
these individuals’, workforce monitoring data does not have to be routinely published.
However, as per the Specified Information Order, the OPCC - with staff consent -
publish some workforce monitoring data including percentage identifying as female,
percentage disclosing a disability and the percentage identifying as Black, Asian or
Minority Ethnic (BAME). This is available on the PCC website via the link below:

The OPCC team - Cleveland Police and Crime Commissioner

It should be noted that not all staff consent to providing and disclosing this data — as a
result it does not present an accurate picture.

Annual reviews of the OPCC equality monitoring data has been added to the OPCC
Senior Management Team forward plan for analysis and discussion — this includes age,
disability, ethnicity, gender, successful returns to work following maternity/paternity and
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adoption leave alongside religions and beliefs observed by the team.

As with previous reporting and as touched on briefly above, a number of team members
have chosen not to declare information. The team have the ability to update their own
equality monitoring information on the management software that is shared with
Cleveland Police. The team will be reminded of this again during the coming year along
with reassurance as to how the data may be used to inform future planning and
development.

2021/22 Equality Goals Update

In the 2021/22 annual equality monitoring report, a number of equality goals were set
for 2022/23 to enable the OPCC to advance equality of opportunity, foster good
relations and consciously eliminate discrimination, harassment and victimisation from
our services and working environment. The below provides an update against these
goals:

e Implement EDI Quality Framework

Developed for PCCs and their offices by the Association of Police and Crime
Commissioners, the EDI equality framework is designed to assist PCCs in
meeting both the duties that apply to them and also their role in holding the Chief
Constable to account, for their duties under the Equality Act. The framework is
based closely on the Equality Framework for Local Government, as developed by
the Local Government Association. The framework aims to enable APCC
members to ‘confidently apply and champion equality and diversity
principals’ locally. During 2022/23 we have utilised the framework to assess our
current performance in terms of meeting our obligations under the Equality Act
and to understand the steps that we can take in order to improve performance
and delivery in this area. The framework covers four key elements:

Understanding and working with your communities
Leadership and Organisational Commitment
Responsive Services

Diverse and Engaged Workforce

o O O O

For each of the above they are three levels as described below:

Developing - The developing level criteria contain the basic building blocks for
each priority. An OPCC at the Developing level has made an organisational
commitment to improving equality. It is putting in place processes to deliver on
equality issues and is working towards meeting and exceeding its statutory
requirements.

Achieving - An OPCC at the Achieving level has policies, processes and

procedures in place and is delivering some good equality outcomes. It is not only
meeting, but can demonstrate exceeding statutory requirements.
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Advancing - An OPCC at the Excellent level has put equality at the heart of its
work and output, and can demonstrate that it is delivering significant
improvements for all the communities that the PCC serves. The OPCC exceeds
statutory requirements, but is an exemplar for other police governance bodies
and the wider public sector.

The four key elements referred to above include 16 theme areas. Of the 16
themes, the OPCC have assessed themselves as Developing in 8 areas,
Achieving in 7 areas and Advancing in 1 area.

As a result of the self-assessment an action plan has been developed identifying
gaps and areas that could be strengthened. This action plan also incorporates
broader OPCC EDI developmental areas for example actions as a result of the
national race disparity action plan.

The action plan is governed through the internal OPCC Police and Crime Plan
Delivery meeting where it is presented on a quarterly basis for progress update.
In addition to this it is also presented to the OPCC SMT twice per year for scrutiny
and accountability purposes.

Data Collection

The importance of high-quality information from our commissioned services is key
to us being able to assure ourselves that our services are meeting the needs of
the communities we serve - and that a diverse range of individuals are accessing
and receiving the support they are entitled to.

During 2021/22 the OPCC transformed the way in which contracted / grant funded
arrangements are managed and monitored. This has further been developed
during 2022/23 where the team have worked closely with partners to ensure
robust demographic data collection to support onward reporting to us as service
commissioners. In addition to this, providers are now required to comment
quarterly on any disparities they see in their data — including but not limited to
gender, ethnicity, sexuality, age etc. If any disparities are identified then these are
discussed during contract meetings to collectively seek to find positive solutions.

The benéefits of this partnership working is starting to show positive signs and as
an OPCC we are beginning to have a greater understanding of the people our
services are working with / supporting to build on and improve access to services
in the future.

Scrutiny and Accountability

During the reporting period the PCC’s scrutiny programme undertook several
areas of equality, diversity and inclusion related scrutiny. Predominately this
involved asking EDI based questions in relation to wider topics that were being
reviewed to ensure this area was factored into the Force’s response. This
included the consideration of stop and search information in relation to the wider
topic of the Force’s approach to drugs and gangs. The PCC again considered the
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proportionate approach to stop and search when considering a scrutiny on
serious violence.

Training Needs Assessment

As a result of the staffing review process described above which has resulted in
the changing and updating of some roles within the OPCC team including at
Senior Management level, the training needs assessment was not fully
progressed during 2022/23. However, the team are always encouraged to
engage in continued professional development and as a result members of the
team have engaged with various training, engagement and development
opportunities during the reporting period including;

= Attendance at the APCC / NPCC EDI Conference
= Attendance at Cleveland Police ‘lunch and learn’ sessions
= Engagement with Race Disparity Toolkit Sessions

The new structure is expected to be in place by June 2023 and as part of the
process of embedding this structure a whole team training needs assessment will
be conducted to understand and plan the training needs and opportunities for the
team during 2023/24.

Other Equality, Diversity and Inclusion Achievements

Equality Impact Assessments

During the reporting period the team conducted 3 Equality Impact Assessments
(EIAs) for new projects and services. This is 8 less than the previous year. This
is due to the previous year seeing a significant amount of commissioning activity
resulting in new services being procured.

In addition to the development of new ElAs the team have reviewed activity on
existing ElAs to ensure the assessments and risk mitigation are being progressed
as required.

Now well embedded within the teams processes EIAs are viewed as an integral
part of the work that we do to ensure we are best supporting our wide ranging
communities and managing and mitigating any necessary risks.

Bridging the Gap
The purpose of Bridging the Gap was to:

o Raise awareness of and identify potential domestic abuse occurring within
ethnically diverse communities

e Support communities, through grass roots projects able to better identify
domestic abuse and understand current responses of ethnically diverse
communities, to better understand and engage with services responding to
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domestic abuse through increased awareness and understanding of their
roles and responsibilities

e Build a bridge between local ethnically diverse communities and
organisations working in response to domestic abuse

« Enable learning to improve the future commissioning of domestic abuse
services ensuring the needs and preferences of ethnically diverse
communities are understood/met

Following an open and transparent process voluntary and community sector
organisation’s (VCOs) across Cleveland, with established reach into ethnically
diverse communities, were invited to bid for small grants from a £30,000 OPCC
grants fund.

Catalyst, a local voluntary sector infrastructure support organisation, were
commissioned to manage the ‘Bridging the Gap’ grants fund and to provide
oversight and support for seven successful VCOs.

The seven organisations delivered during the 2022/23 period. At the end of March
2023 the full evaluation of the project was being completed, however early
indications showed positive outcomes including:

791 women and children reached
Over 100 session delivered

At least 200 disclosures

35 individuals supported

3 child safeguarding referrals.

0O O O O O

It is anticipated there will be significant learning from the project which will be built
into a full evaluation that will be published in due course.

Young People as Victims of Crime

In August 2022 the Ministry of Justice provided additional funding to the OPCC to
support the local Victim Service. Following consultation with representatives from
the Safer Communities, Victim Care and Advice Service (VCAS) it was proposed
that a proportion of the additional funding be utilised to explore the opportunity to
increase the number of referrals to VCAS for young victims of crime and to review
the current service for Young People (YP) and whether there is an opportunity to
enhance the support available for them.

The main purpose of this initiative was to develop and deliver a VCAS Youth
Offer, during a 5-month pilot period from the 1st November 2022 — 31st March
2023, to examine the hypothesis that many young victims of and witnesses to
crime, do not:

I Report the crime to the Police or other authority,

i Seek any form of external support to help them cope and recover, and

iii. Recognise that what they have suffered or witnessed is actually a crime.
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A series of consultations with Young People, Youth Workers, and Youth Service
Providers to assess if this is actually the case and if so, what action can be taken
to improve services for young victims and witnesses to crime.

During the project staff from Safer Communities consulted with 3 Youth Service
Providers, 14 Youth Workers and 72 YP. The consultation helped to gain an
understanding of the levels of crime that YP attending youth services are exposed
to. The results are currently being developed into an evaluation report which will
be used to support the OPCCs future thinking in relation to support for young
victims of crime.

Communications

In September 2022, the OPCC was audited by the Government Digital Service
(GDS), which is part of the Cabinet Office. They have been given the role to
measure the accessibility of public sector websites and how well they meet the
The Public Sector Bodies (Websites and Mobile Applications) (No. 2)
Accessibility Regulations 2018.

Their audit found some accessibility issues with the OPCC website and
provided a report of items for rectification. The OPCC worked with our website
developers to deliver fixes to these issues, ahead of the deadline set by the
GDS.

To further solidify this work, in December 2022 the OPCC commissioned a full
accessibility audit of the organisation’s website — to be conducted by our
contracted website developers. This audit examined several URLs on the OPCC
website against the Web Content Accessibility Guidelines 2.1 - using a range of
tests, including manual testing, screen reader testing and automated testing.

The OPCC website was largely compliant with the WCAG 2.1 and of the issues
highlighted, these were rectified by the developers. The full accessibility report
is published on the OPCC website:https://www.cleveland.pcc.police.uk/wp-
content/uploads/2023/05/Accessibility-Audit-for-Cleveland-Police-and-Crime-
commissioner-17-04-2023.pdf

In February 2023, the GDS provided positive feedback on the OPCC'’s efforts to
make the website accessible to those with additional needs and formally closed
their audit.

Equality Goals 2023/24 - 2024/25

As described above, the OPCC is subject to the public Sector Equality Duty (PSED)
and are therefore required to publish and implement at least one equality objective
every four years which is SMART (Specific, Measurable, Achievable, Realistic, and
Timebound), in order to meet this duty.
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In support of this and different to previous years, it has been decided that a more
strategic approach will be taken to our objectives as an OPCC which will hopefully
encompass many of the goals we have introduced in previous years. As a result, the
OPCCs equality objectives for April 2023 — March 2025 are:

e We will support the PCC to hold the Chief Constable in their area to account for
the exercise of duties relating to equality and diversity — this will be measured
through the number of formal and informal scrutiny meetings held
including assurance rating given by the PCC

¢ We will commission services and monitor the performance of services to ensure
they are accessible and meet the needs of our communities — this will be
measured by the demographic data we collect from our services as well as
needs assessments and EIAs conducted to support informed decision
making and risk taking

e We will seek to continuously engage with Cleveland communities, ensuring their
voices are listened to, heard and acted upon where possible — this will be
measured through the number of engagement sessions we attend, the
number and diversity of the people we engagement with and a ‘you said,
we did’ approach

Please note — the objective timescale cover the period April 2023 — March 2025 to
align with the development and approval of a new Police and Crime Plan following the
May 2024 PCC elections, of which equality objectives may change following
consultation and engagement with communities on the new plan of which equality
objectives should sit within the broader context of.

The delivery of these objectives will be led by the Head of Policy, Partnerships and
Delivery through the internal Police and Crime Plan Delivery Meetings, accountability
will be through the OPCC Senior Management Team Meetings and externally through
the Independent Audit Committee.

Conclusion

This report demonstrates progress made by the OPCC during 2022/23 in relation to
compliance with the PSED. Through taking a more strategic approach to equality goals
/ objectives moving forward ensures a culture that's embeds EDI in everything that we
do as an office.
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POLICE

Annual Equality
Monitoring Report

2022-2023

FOR THE ATTENTION OF THE AUDIT COMMITTEE:

Please note that this is the first draft of the 2022-23 Equality Monitoring report for
review and feedback.

Following further consultation with key stakeholders and the Joint Audit before a
final version will be published available to the workforce and public.
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1. A Message from our Chief Constable

Mark Webster
Chief Constable
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2. Introduction
Cleveland Police and Police and Crime Commissioner collaborate to ensure residents
of Hartlepool, Stockton, Middlesbrough and Redcar & Cleveland receive policing
services that are accessible, responsive and needs led to ensure services meet the
requirements of our communities, and that our workplace is inclusive and supportive.

The Equality Monitoring Report 2022-23 provides transparency on how the Force has
progressed their strategy to meet their respective responsibilities under the Equality
Act 2010 over the course of the financial year.

Under the Equality Act 2010 both the Chief Constable and the Police and Crime
Commissioner have separate responsibility for conducting their activities in a manner
that respects their duties to:

e Eliminate unlawful discrimination, harassment and victimisation and other
conduct prohibited by the Equality Act 2010.

e Advance equality of opportunity between people from different groups, with or
without protected characteristics.

e Foster good relations between people from different groups.

The report presents the statistical data on the following protected characteristics of the
workforce including age, disability, gender, ethnicity, sexual orientation, and religion.
It also summarises the key activities undertaken in the 2022-23 period to create a
positive experience of services, and a working environment of mutual respect and
dignity aligned to our vision.
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3. Cleveland Police Workforce Representation

3.1 Scope

The total number of staff at March 31st, 2023, is 2,583. This is an increase of 105
people on our headcount at the same time in the previous year. This slight increase
has been created by increased recruitment efforts and is aligned with national trends
in the UK’s labour market.

The following workforce representation data is based upon our management
information for employees that worked for Cleveland Police as of March 31st on over
the course of the financial years described. The report breaks each protected
characteristic down into a profile that will include the data as both a chart/infographic
and a table, supported by comparisons to previous years data, any available national
data or local data, and brief contextualisation of the trends identified. Any totals stated
for the whole organisation includes Police Officers, Police Community Support
Officers, Special Constables, Police Staff and Police Staff Volunteers. People who
deliver services employed by outsourced service contract providers, such as Mitie and
Tascor, are not included in this report.

In 2020-21 the Force initiated the Safe to Say campaign, with the aim of improving
oversight of workforce demographics. This appears to have started to make small
improvements in relation to some characteristics; however, for some characteristics
the Force still has high rates of people choosing not to declare their personal
information. These include Disability, Ethnicity and Religion. To address this the Force
will continue to promote the new facility to update equality monitoring data directly on
to electronic HR records. This will continue to be communicated to all staff in the 2023-
24 financial year, alongside reassurance on how the data is used and stored. It is
hoped that this long-term campaign will build trust and confidence, and that the
workforce will feel more empowered to share their protected characteristics.
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2023 Sex Split of Cleveland 2023 Workforce Ethnicity
Police's Workforce Profile
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Figure 1: Age Distribution Across Cleveland Police

2023 Age Distribution
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Most of the workforce are aged between 26 and 55. This is in line with the national
age profile of police officers, according to the most recent Government statistics, as
at 31 March 2023.

Figure 2: Area working age profile based on 2021 Census results

Working age of Population in Cleveland Police Area from 2021

Census
18% 39% 21% 22%
0% 10% 20% 30% 40% 50% 60% 70% 80% 90% 100%

EUnder 26 m26-40 41-55 Over 55

Comparison of Figures 1 and 2 indicates that people between the age of 16 and 26
remain underrepresented in our workforce, while the 41-55 age group is
overrepresented. There is a small number of staff aged 55-66 compared to the
population; however, this can be attributed to the historic retirement age of 55, or
following 30 years service, for a Police Officer. The percentage of the workforce over
the age of 55 has increased by 1.4% since last year, and this may be attributed to
changes to state and police pension ages, combined with increases in life
expectancy, increasing the likelihood of people remaining in the workforce for longer
than previous generations.
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Table 1: Age Profile by Year FOLIEE
Age Profile by Year
Under 26 26-40 41-55 Over 55
Year No % No % No % No % Total
2019 129 7% 789 41% 893 46% 128 7% 1939
2020 197 9% 887 40% 989 44% 171 8% 2244
2021 225 9% 970 39% 1074 43% 247 10% 2516
2022 209 8% 960 39% 1070 43% 239 10% 2478
2023 210 8% 1010 39% 1079 42% 284 11% 2583

Table 1 shows that there has been a slight increase in the size of the overall
workforce against 2022. This can be attributed to the increase in recruitment over the
course of the financial year and the force’s current retention strategy, which was

implemented following the increase in leavers between 2021 and 2022.

The data also highlights that there has been an increase in every age range since
2022. The changes have not had an impact on the percentages, except in the 41-55
age range, where there is a slight drop due to the redistribution of age ranges across
the organisation, and the Over 55 range which has increased. The smallest increase
is in the Under 26 age group, which can potentially be attributed to the reduction in
recruitment of volunteers in this last financial year.

Figure 3: Workforce Age Profile by Employee Type
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Whilst the age range of most employment groups has increased or remained the
same since 2019, the proportion of PCSOs and volunteers has reduced in every age
group against 2022.
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The demographic of the Special Constabulary has seen an increase in every age
group on 2022, apart from the 41-55 group, which has remained unchanged. This
indicates that the work carried out within the last financial year to recruit new officers
to the Special Constabulary has been successful. The number of Officers in the
Under 26 age group remains low when compared to 2019 ND 2020 and work
continues to be done to try and recruit in this age range.

Figure 5: Police Officer Age Profile
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The current main entry route into policing at Cleveland is the Police Constable
Degree Apprenticeship (PCDA), which commenced in Cleveland during 2020. When
the entry route was equality impact assessed, consultation revealed that those in the
18-24 age band viewed the route as offering a good way to earn a fair wage, learn
and achieve a degree. The impact assessment also indicated that this group would
find meeting the eligibility criteria easiest, due to the more recent requirement for
school leavers to have achieved a level 2 in English and Maths. A rise in younger
officers was forecast due to this and this is a trend which can been seen within
Cleveland Police, with a steady increase in officers in the Under 26 age range since
2021.

To ensure that the Force does not disadvantage older candidates due to the
qualification eligibility requirements, mitigating actions have been taken, such as
providing additional links to level 2 qualification providers on our external careers
website, to enable individuals thinking about joining the PCDA scheme to contact
providers and gain the necessary qualifications before applying. Cleveland Police
has seen a balanced increase in every age range since 2022, potentially indicating
that these measures are having a positive impact on recruitment.
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Figure 6: 2023 Workforce Disability Profile

2023 Disability Profile

mNo mYes mNotstated

Table 2: Disability Profile by Year

Disability Profile by Year
Disabled No known Disability Not Stated
Year No. % No. % No. % Total
2019 33 2% 794 42% 1066 56% 1893
2020 36 2% 633 29% 1521 69% 2190
2021 46 2% 889 35% 1581 63% 2516
2022 25 1% 747 30% 1706 69% 2478
2023 29 1% 523 20% 2031 79% 2583

The force has 29 people who have declared a disability as of March 315t 2023; this is
1% of all people, with 20% of the workforce stating they have no disability and 79%
not declaring one way or another whether they have a disability.

There has been a 10% increase in people who have declined to declare whether or
not they have a known disability since last year. Work continues to take place to
improve confidence and organisational trust to declare disabilities and access the
right support/adjustments. Both the Disability Support Network and Autism
Association are sponsored by members of the Executive Team and increased efforts
are being made to promote these and other staff support networks. These networks
will continue to provide peer support, insight to the force on live issues, raise
awareness on priorities and function as a critical friend.

Cleveland Police achieved the Disability Confident Employer Level 2 award in 2021-
22.
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The Home Office 18+1 data set is used as descriptors for race. It aligns directly to
the recognised code schemes utilised by forces and agencies nationally. This is the
recognised standard recommended by ONS, but due to small numbers will, in this
section, focus on aggregating the descriptors and comparing White representation
with Black, Asian and Dual Heritage to enable clear presentation.

Figure 7 and Table 3 show that as of March 31st, 2023, 2% of our overall workforce
are from Black, Asian and Dual Heritage backgrounds. While this remains below to
the national average for police forces, which stands at 8.1% as of 2022 and our local
population estimates of 8%, according to ONS data, every minority ethnic group has
remained consistent or shown a small increase on 2022. This highlights that the
force is successfully retaining its Black, Asian and Dual Heritage workforce and
seeing a positive response to efforts to increase the proportion of Black, Asian and
Dual Heritage applicants through positive action recruitment.

Figure 7: Aggregated Workforce Ethnicity Profile

2023 Workforce Ethnicity Profile

2%

= White

m Black, Asian and
Dual Heritage

Not Stated

Table 3: Disaggregated Ethnicity Profile by Year
2019 2020 2021 2022 2023 |
Ethnicity Number % |Number % [Number % |Number % |Number % |
Asian - Any other Asian background 1 0% 1 0% 1 0% 3 0% 4 0%3
Asian - Bangladeshi 0 0% 1 0% 1 0% 1 0% 1 0%}
Asian - Chinese 3 0% 3 0% 4 0% 3 0% 3 0%}
Asian - Indian 4 0% 7 0% 7 0% 4 0% 7 0%
Asian - Pakistani 14 1% 2 1% 23 1% pL 1% 25 1%
Black - Caribbean 1 0% 0 0% 1 0% 0 0% 0 0%
Mixed - Any other mixed / multiple ethnic background 2 0% 2 0% 3 0% 3 0% 4 0%
Mixed - White and Asian 6 0% s oW 10 0% 9 0% 3 0%
Mixed - White and Black African 2 0% 2 0% 2 0% 1 0% 2 O%i
Mixed - White and Black Caribbean 1 0% 2 0% 4 0% 4 0% 5 0%}
Prefer not to say 61 3% 1 5% 178 Th 153 6% 144 6%:
White - Any other white background 19 1% 47 2% 101 4% 94 4% 80 3%
White - English / Welsh / Scottish / Northern Irish / British 177 94%| 1980 90%| 2173 86%| 2170 88%| 2289 89%
White - Irish 6 0% 6 0% 8 0% 9 0% 10 0%}

Total 1893 100% 2190 100% 2516 100 24758 100% 2583 100%
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Asian/Asian Other, Asian Pakistani, Any other mixed, Mixed white and black POLICE
Caribbean - have all increased year on year but not increased enough to impact the
overall force percentage. Whilst the overall demographic of the force remains largely
White British, with the overall percentage of this characteristic increasing by 1%

since 2022, there has been a decrease in the number of people choosing not to

declare their ethnicity, indicating that the Safe to Say campaign continues to have a
positive impact. However, these changes have been too minimal to impact the

overall percentage, which remains at 6%.

Figure 8: 2023 Workforce Black, Asian and Figure 9: 2019 ONS Estimates Force Area
Dual Heritage Breakdown Black, Asian and Dual Heritage Breakdown
2023 Workforce Black, Asian 2019 ONS Estimates Force Area
& Dual Heritage Breakdown Black, Asian & Dual Heritage

Breakdown

P

0%

m Dual Heritage m Asian Black ® Dual Heritage = Asian Black Other

Whilst the force has built Black, Asian and Dual Heritage positive action into each
bulk recruitment campaign to attract and empower candidates from these
underrepresented backgrounds, impact is limited. Since 2021, the force has made
regular efforts to use community partners to undertake in-person outreach, which
was not previously possible throughout the Covid-19 pandemic. It is hoped that, by
continuing to engage with the public in a face-to-face capacity, the force will better
identify and understand recruitment barriers from minority ethnic backgrounds.

Figure 10: Workforce Ethnicity Profile including White Other
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In 2022 the percentage of female officers was 44%, in 2023 this has increased to
1%, opposed to male officers, which has seen a decreased by -1%.

Figure 11: Sex split of Cleveland Police’s Workforce

2023 Sex Split of Cleveland Police's Workforce

Female
45%

Male 55%

Figure 12: Sex distribution by employee type

2023 Sex Distribution by Employee Type
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The overall average sex distribution for Cleveland Police has become slightly more
balanced against 2022, with a 1% increase in female PCSOs and Police Officers.
There has been a 5% decrease in female Special Constables since 2022, with
increased work being done to attract females to the Special Constabulary.
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Table 4: Sex Profile by Year FOLIEE
Male Female
Year No % No % Total
2019 1185 63% 708 37% 1893
2020 1295 59% 895 41% 2190
2021 1407 56% 1109 44% 2516
2022 1393 56% 1085 44% 2478
2023 1425 55% 1158 45% 2594

Table 4 shows how the force’s sex distribution has changed over the past five years.
Whilst the force continues to move towards a more positive overall balance between
males and females in the workforce, there still an under-representation of women
overall, with a difference of 5%. This is the lowest the gap has been. ONS population
estimates indicate that the sex split of the force area is 49% male and 51% female;
however, this does not provide insight into intersectionality such as age, race, or
participation in the local labour market.

Figure 13: Workforce Distribution for Gender Reassignment

Percentage Distribution Gender Reassignment

No‘

Prefer not to say |

Responses to question "Is your gender
identity the same as your sex at birth?"

0% 10% 20% 30% 40% 50% 60% 70% 80% 90% 100%

Percentage of people

When asked whether their gender identity was the same as their sex at birth, 4
people stated no, 345 stated yes, 12 stated they would prefer not to say and 2,222
did not provide a response. Further work is needed to encourage engagement with
this question and provide more data for analysis purposes.
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Figure 14: 2023 Workforce Religion and Belief Profile

2023 Workforce Religion and Belief Profile
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Cleveland Police religion and belief data reflects that 38% of the workforce identifies
as Christian, 1% as Muslim, 30% declare having no religion and 30% have not
declared a religion.

Table 5: Religion/Belief profile by year

Religion/Belief profile by year

2019 2020 2021 2022 2023
Year No % No % No % No % No %

Any other religion or
belief 1 0% 1 0% 1 0% 2 0% 3 0%
Buddhist 2 0% 2 0% 2 0% 3 0% 2 0%
Christian (All
denominations) 807 43% | 883 40% | 975 39% | 952 38% | 969 38%
Hindu 1 0% 1 0% 1 0% 2 0% 1 0%
Muslim 11 1% 18 1% 22 1% 19 1% 24 1%
No Religion 312 16% | 400 18% | 534 21% | 642 26% | 779 30%
Prefer not to say 5 0% 7 0% 3 0% 15 1% 25 1%
Not stated 754  40% | 878 40% | 978 39% | 843 34% | 780 30%

Total Headcount 1893 100% | 2190 100% | 2516 100% | 2478 100% | 2583 100%

In comparison to 2022, there has been a small increase in Muslim employees. There
has been an increase of 10 people who have selected ‘Prefer not to say’, but a positive
decrease of 4% of those who have not stated a religion. This, along with the 5%
decrease from last year, further supports the improvement in diversity data
declarations from the Safe to Say programme. The force has made additional
improvements in collecting data from new employees during the recruitment and
onboarding process.

The Cleveland branch of the Christian Police Association (CPA) offers spiritual support
and networking opportunities to employees and provides an avenue to work with our
local Christian communities. The Support Association for Minority Ethnic staff (SAME)
provide similar support to members and the force, particularly during religious events
such as Ramadan. These networks help to drive improvements in the way the force
engages with it's communities and workforce through sharing their lived experiences.
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The organisation has put further work into reporting sexual orientation data for our
workforce. Figure 15 reflects that 40% of the workforce have not reported their sexual
orientation. This is a 5% improvement on 2022 and a 10% improvement on 2021,
demonstrating the progress that the organisation is making in encouraging people to
feel confident to make these declarations and the contribution that the self-service
reporting feature is making in this effort. In 2022, the force added “prefer to self-
describe” as an option on the self-service platform and we continue to see positive use
of this within this years reporting data, as demonstrated in Table 6.

Figure 15: 2023 Sexual Orientation Breakdown

2023 Sexual Orientation Breakdown

39 2% 0%

= Not Stated m Heterosexual Gay/Lesbian

Bisexual m Prefer not to say u Prefer to self-describe

Table 6: 2023 Workforce Sexual Orientation by Gender

Workforce Sexual Orientation profile by Gender
Male Female Total
Sexual Orientation No % No % No %
Not Stated 606 42% 438 38% 1044 40%
Heterosexual 738 52% 598 52% 1336 52%
Gay/Lesbian 16 1% 57 5% 73 3%
Bisexual 28 2% 26 2% 54 2%
Prefer not to say 37 3% 37 3% 74 3%
Prefer to self-describe 1 0% 1 0% 2 0%
Total Headcount 1426 100% 1157 100% 2583 100%

2020 ONS predictions for the North East estimate that 3% of the population identify
as LGB, in comparison to a total of 5% of Cleveland Police’s workforce.

The Cleveland Police LGBT+ Network continues to play a key role in supporting
employees. This is a Staff Support Network, set up and led by staff to offer confidential
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support to colleagues on any issue they may be facing, as well as providing a "OY“F

visible presence, offering strategic support on policies, attending meetings and being
a critical friend to help drive improvements regarding LGBT+ issues in policing.

The network also assists at local community events, including Middlesbrough Pride,
to support with positive action recruitment and engage with the community in relation
to the reporting of hate crime. The network issues rainbow epaulettes that can be worn
by any officer who wishes to wear them as part of their uniform. These function as a
symbol to community members who have found it harder to engage with police due to
historic mistrust. Epaulettes and membership are open to the entire workforce
regardless of sexual orientation; anyone is welcome to declare themselves an ally to
their LGBT+ colleagues and communities.

The force has proactively collaborated with Hart Gables, an LGBT+ support service,
for over a decade to reach and serve our LGBT+ communities. The force’s Community

Safety Team won an aware for their commitment to “Continuous commitment to
tackling hate crime” at the Hart Gables 2022 LGBT+ Alliance Awards.

3.9. Maternity, Paternity and Adoption Leave

Table 7: Parental Leave by type and gender

Parental Leave by Gender Split and Type
Leave Type Female Male Total
Adoption Leave 1 1 2
Maternity Leave 54 54
Paternity Leave 36 36
Total 55 37 92

During the 2022-23 financial year, 54 people took maternity leave, 2 people took
adoption leave and 36 people took either paternity or maternal support leave. This is
a slight increase on last year.
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3.10. 2022-2023 Flexible Working Requests
Figure 16: Breakdown of working patterns and approved flexible working requests
Breakdown of Working Patterns, including
approved Flexible Working requests
8%
1%
m Full Time standard Part Time Standard
Flexible pre April 2022* Flexible post April 2022**
Table 8: Working pattern types
Work Pattern Number % * Flexible Working applications
Full Time standard 2085 85% approved before 1% April 2022
Part.Time Stand.a rd 16 1% ** Flexible Working applications
Flexible pre April 2022* 200 8% approved between 15 April 2022 and
Flexible post April 2022** 151 6% 318t March 2023
Total 2452 100%

In the year 2022 — 23, 151 flexible working requests were approved; those requests
included amendments to existing flexible working patterns and flexible retirements
(moving to part time, or a reduction in part time working hours and flexible working
pattern requests). It is not known how many applications, if any, were made and
rejected in the last financial year.

Of these 151, 126 applications came from female/those identifying as female and 25
came from male/those identifying as male. There are no readily available statistics
regarding any other protected characteristics of applicants at this time.

The success rates of flexible working applications can be credited to the flexibility of
line managers, supported by the wider Human Resources and Employee Relations
Teams, who are committed to supporting individuals and managers prior to
submission of formal requests and in applications submitted.

The Employee Relations Team advise on parameters and most suitable options
available to applicants based on the service area they work within. This establishes
clear expectations from the outset and enables both managers and applicants to work
together to establish an application and submit it. The team then progress the
applications to secure a mutually beneficial arrangement for all parties.
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(insert data and narrative)
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5. 2022-23 Equality, Diversity, and Inclusion Achievements

Equality Goals

Cleveland Police is subject to Public Sector Equality Duties (PSED) and must
publish and implement at least one equality SMART (Specific, Measurable,
Achievable, Realistic and Timebound) objective every 4 years to meet these duties.
The Force published new objectives on March 30th, 2022. These updated objectives
have two aims: serving the public and putting our communities at the heart of all we
do.

Cleveland Police’s 2022-26 PSED Obijectives are to:

1. Embed best practice tools to understand and demonstrate due regard. This
will be measured through increasing victim satisfaction, public confidence and
employee engagement aligned to the protected characteristics. We will
measure this through our victim and staff surveys and public confidence
measures.

2. Promote and build an ethical and inclusive culture at all levels across the
organisation and to provide a quality service to our diverse communities by
treating all fairly, appropriately and respectfully. We have clear actions in
place to ensure that all our policies and practices are refreshed and our
activity supports our EDI programme.

To deliver these goals the Force will utilise the EDI team in collaboration with board
members as part of the governance structure, partners including Strategic and Local
Independent Advisory Groups, to examine the effectiveness of the current Force-
wide EDI strategy implementation and training needs assessment alongside drivers
of change and new opportunities.

Achievements

Equality, diversity, Inclusion is a conceptual framework that promotes the fair
treatment and full participation of all people, especially communities that have
historically been underrepresented or subject to discrimination because of their
background, identity, disability, or any other protected characteristic. At Cleveland
Police we truly understand and value the strengths that diversity brings to our
organisation, partnerships, workforce and the communities that we serve.

We also recognise and understand the concept of cohesion, which brings a strong
and positive relationships between people from different backgrounds, with a
common vision and sense of belonging for all creating equal access for
communities to flourish as individuals.

At Cleveland Police the strategic achievements, has been under pinned by the
Force’s Public Sector Equality Duties this has continued to establish the
foundations for the 2022 to 2026 EDI programme, listed below are some of our
recent achievements.
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Equality Impact Assessments

Cleveland Police equality impact assessment (EIA) is an evidence-based
approach designed to support the organisation that their policies, practices, events
and decision-making processes are fair and do not present barriers to participation
or disadvantage any protected groups from participation. Currently, the force has
completed 54 policies, strategies, and business cases within the financial year. We
have 22 currently in the pipeline to completed and we have 55 members of staff
who have attended our brief sessions.

Positive Action

* In the summer of 2022, the impact of the positive programme consisted of.

« 729 applications between July and December 2022, this was a 141%
increase in the volume of applicants when compared to January — June
2022 (303 applicants).

« July 2022 was our highest performing month, attracting 245 candidates.

« Strengthened links with the black community resulted in beginning to
consistently attract a small number of black applicants’ month on month.

« July 2022 to December 2022 period 6.7% of applicants were ethnically
diverse and 33.7% identified as female.

Disability Confident Scheme

Currently the force has achieved the ‘Disability Confident’ level 2 as an employer’.
This accreditation evidences the Force commitment to recruit, retain and progress
disabled people as part of the workforce. The Force recognises the value disabled
people bring to the organisation and are currently working towards level 3 by 2024.

Staff Engagement Survey

The Force has procedure an external organisation to deliver a staff engagement
survey in this financial year. This independent survey has created a base line on
how staff feel about the organisation and will inform how we achieve excellence in
diverse employee attraction, engagement, and retention.

HeForShe

Cleveland police has commitment to the National Police Gender

Equality programme through developing a programme of work and appointing
senior staff and police officer to lead the workstream.

Staff Networks

Cleveland Police recognises the importance of staff networks in helping to foster
an inclusive working environment in which every employee feels valued and
supported. Staff networks allow historically marginalised voices to be heard within
the organisation, helping to improve culture and processes for staff and public
alike. The networks also provide a safe space in which concerns can be raised in
a supportive environment, as well as an opportunity to meet others who may have
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similar experiences. Whilst staff networks are supported to develop and grow FOM¢E

by the EDI team, they are independent and run by their members.

We currently supporting 8 staff networks and the development of a new
neurodiversity staff network coming on board this year 2023.There has also been
plans to develop strategic staff which is chair by the duty chief constable

4 A——
armed ) [ Christian | Disability Support
. LGBT+ Association for
Forces Police Support
g Network Minority Ethnic
Network Association Network Staff
\ J \\ J \\ ta
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Vegan Women'’s Autism ]

Network Network Association
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Celebrations of Events & Activities

The diversity calendar has been developed and rolled out in 2022 this coincided
with awareness briefings internally around the Stephen Lawrence day, Black
history month, Refugee Week, National Inclusion Week, World Alzheimer’s Day,
National South Asian Heritage Month and international day of a disabled person
with a disability.

The diversity calendar is a great tool to use to interact and engage with our
workforce and communities. It is a way to highlight key events and raise awareness
but also to show our diverse communities that we listen and are involved and want
to make an impact within our communities.

The calendar is also used as a tool to develop resources to inform internal staff
development on key subject matters.
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7. Referenced Publications

1. The great resignation- fact or fiction?| CIPD Voice article

2. Population estimates for the UK, England and Wales, Scotland and Ireland:
Mid-2020

3. Taking the long view: Policing into 2040

4. Age range and disabled police officers by region in England and Wales as at
31 March 2014

5. Analysis of national Special Constable statistics for England and Wales

6. Police officer uplift, England and Wales, quarterly update to 30 September
2020: data tables

7. Papworth Trust Fact and Figures 2018 — Disability in the United Kingdom

8. Police workforce, England and Wales: 30 September 2020
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NOVEMBER 2023
EXECUTIVE & PRESENTING OFFICER:
STATUS: FOR INFORMATION

PURPOSE

1.1 This is a report covering the period of 15t March 2023 to 315t August 2023 (6 months) and its
purpose is to advise members of the number and types of civil and employment claims against
the Force received during the period and the amount paid out for those claims finalised during
the period together with reasons for settlement. The report alsoincludes the current legal activity
for Cleveland, Evolve Legal Services and the development of the collaborated Legal Service.

RECOMMENDATIONS

1.2 It is recommended that Members note the content of the report.

SUMMARY OF LEGAL SERVICES COLLABORATION

1.3 Evolve Legal Services is a policing collaboration that delivers legal services on behalf of 6
corporations sole (the Commissioners and Chief Constables of North Yorkshire, Durham and
Cleveland).

1.4 The service provides in-house legal advice and representation across a broad range of legal
matters and has expertise in civil litigation, employment litigation, commercial and operational
law.

1.5 The serviceis a virtual service which has 62 permanent and temporary staff comprising barristers,
solicitors, legal executives and paralegals. 11 posts are currently vacant. The service is delivered
out of three hubs located at Peterlee, Middlesbrough and Northallerton but legal staff are
expected to work across all clients. All staff are equipped to work remotely.

1.6 The service records legal activity using case management systems and monthly activity reports
are maintained to manage trends in demand and skills gaps.

1.7 As at November 2023, the Evolve Legal Services Collaboration has:

1.7.1 The teams are led by a professional head (a Force Solicitor or Deputy Force Solicitor) with a
business and legal portfolio, each reporting to the Director of Legal Services. Each professional
head has responsibility for the quality, costs and efficiency of the service delivery in their
portfolio areas. Risk management is undertaken by each Head of Portfolio with the Director
of Evolve Legal reporting to each executive on high risk cases.

1.7.2 Evolve Legal Services are currently moving to a new leaner management structure which is
due to take effect on a two year pilot basis from 15t January 2024. This is expected to deliver
savings on establishment costs and represents a more efficient management arrangement.





1.7.3

1.7.4

1.7.5

1.7.6

1.7.7

1.7.8
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The changes introduce career pathways for non-legally qualified leaders. The new
management structure will still provide close links to individual clients at a strategic level.

Costs are attributed to each corporation sole as a ‘client’ sothat reporting on costs, forecasts
and performance can be delivered to each client Chief Finance Officer.

Legal Services provides external legal services using the National Legal Services Framework
(NLSF) and CLEP Framework which are nationally agreed fee structures for externallaw firms
and Chambers. The NLSF has been renegotiated and this has been adopted as at 315t May
2021. External legal fees are managed by individual lawyers who use the National Legal
Services Framework and CLEP Framework to achieve the best value for money across a
range of external legal providers. The CLEP framework is currently undergoing national
review. We instruct external law firms and Chambers to act on our behalf to provide the
services in accordance with NLFS and CLEP Framework when required.

Financial, risk and corporate management of legal services is delivered between the Director
and Heads of Portfolio and relevant statutory officers within the relevant Offices of the Police
and Crime Commissioners and police forces. This is managed internally in compliance with
the Evolve legal services governance and performance management arrangements. These
arrangements preserve local, trusted relationships, specifically legal services provided direct
to the Police and Crime Commissioners and Chief Constables.

Previously ELS has had limited staff turnover, this has changed recently with a number of
lawyer changes, typically due to professional opportunity and increased benefits, and
retirement. The service has developed an accurate assessment of skills gaps and succession
planning and has undertaken recent recruitment to build capacity and increase efficiency in
reducing the work referred to external providers. We are now experiencing difficulty
recruiting to niche posts which have attracted small numbers of applicants with generalist
skills. This marks a recent change in our ability to recruit but this does not extend to posts
requiring civil or employment law experience.

Legal work continues to be delivered across force boundaries and there has been a positive
and sustained increase in the services provided to OPCCs.

Single processes have been designed by practitioners and are in place. ELS are now working
to Lexcel accreditation.

EMPLOYMENT TRIBUNAL STATISTICS

1.8 The summary below sets out the number of employment tribunal claims received and finalised
within Cleveland including total spend on cases finalised.

1.8.1

3 Employment Tribunal claims received 01/03/2023 to 31/08/2023 (including ACAS early
reconciliation matters).

This is compared to the last period, with 5 Employment Tribunal claims received (including
ACAS early reconciliation matters).
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1.8.2 2 Employment Tribunal claim finalised 01/03/2023 to 31/08/2023. This is compared to the
last period, with 1 Employment Tribunal claims finalised (including withdrawn claims).

1.9 Total spend on Employment Tribunal claims finalised 01/03/2023 to 31/08/2023 (costs and
damages)—£1,250. This is compared to the last period where total spend on finalised claims was
£10,000.

1.10 Learning from employment matters are shared via a professional legal digest, the Knowledge
Hub and via case outcomes for the specific clients.

Ongoing Employment Tribunals

1.11  Evolve Employment Team are as whole dealing with 12 on-going Employment Tribunal Claims
(claims that have progressed beyond early conciliation period) across the three forces (6
within Cleveland as at 14t November 2023). This is in comparison to the last report of
November 2021, where we were dealing with 11 on-going Employment Tribunal Claims across
the three forces (7 within Cleveland).

CIVIL CLAIM STATISTICS

Number & Types of Claims Received

1.12  There were 48 claims received during the period. This is compared to the previous period, in
which there were 47 claims received.

Claims Recieved 01/03/2023-31/08/2023

35
30 B Employers Liability Claims
25
20 B Public Liability Claims
15
10 — Motor Liability Claims

5

0 B Non Tribunal Employment

1st September 2022 to 28th  1st March 2023 to 31st Matters
February 2023 August 2023

1.13  Employers Liability claims are those made by Force employees and police officers following
injuries sustained at work.

1.14  Public Liability claims include those made by members of the public who are accidentally
injured or whose property is accidentally damaged/ lost as a result of police activities. Theyalso
include those made by arrested persons alleging false imprisonment, assault, malicious
prosecution, misfeasance and trespass to property. (This is not an exhaustive list.)
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1.15 Motor Liability claims are those made by members of the public and police officers following
damage and injuries sustained in road accidents involving a police vehicle.

1.16  Non tribunal employment matters (NTEM) are those claims made by police officers for pay,
overtime and other allowances which they believe should have been paid during their service.

1.17  The time limit for bringing claims involving injury is three years and, for those not involving
injury, it is six years. The Court can sometimes extend the time limit.

1.18 The following Chart notes how many claims have been received during the period and the
incident date for each claim. Please note that where claims for long term injuries such as post-
traumatic stress disorder or noise-induced hearing loss, the date of diagnosis has been recorded
as the incident date.

Incident Dates of Claims Recieved During
Period

20
15 B Employers Liability
10 B Public Liability

> d I B Motor Liability

0 w » o & 1 OV N 0 O O «H o m B NTEM

ISR

Numbers of Claims Finalised & Results

1.19  Of the 45 cases finalised during the period, 35 were successfully defended/withdrawn (78%).

1.20 This is to be compared with the last period where 102 cases were finalised, 59 were
successfully defended/withdrawn (58%).

ClaimsFinalised01/03/2023-31/08/2023

35 —
20 B Employers Liability
25
20 B Public Liability
15
10 Motor Liability
-
0 - B Non Tribunal Employment
Negotiated Claimant Won Chief Won Trial Claim Matters
Settlement Trial Withdrawn
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ClaimsFinalised01/09/2022 - 28/02/2023

60 m Employers Liability

50

0 B Public Liability

30

20 . .ope

10 I Motor Liability

0

Negotiated  Claimant Won Chief Won Trial Claim ® Non Tribunal Employment
Settlement Trial Withdrawn Matters

1.21 Inrelation to the 10 cases which were settled, the reasons for settlement were as follows:

Reasons for settlement !

Personal injury

Assault — Unreasonable Force

False Imprisonment

Breach of Data Protection

Destruction or damage of Property

Motor (property damage and/or personal injury)

NINIRPIW|FR|F-

1.22  Feedback is provided on a case by case basis to ensure assistance is given in managing risks.
At the strategic level the Force takes its ‘risk’ around civil litigation very seriously and works
tirelesslyto ensure that ‘liability’ is reduced wherever possible and that the ‘lessons learnt’ from
finalised cases are integrated into operational and organisational planning and delivery. For
example, lessons learnt from motor claims are takento the Driver Standards Gold Group and any
claims arising from Custody are taken to the Force Custody Gold Group. Lessons learnt is also
given to individual officers/staff; individual Departments or forcewide through Executive leads.

1.23  Evolve Legal Services currently have the below civil matters on-going:

Force Public Liability Employers Liability Motor? Total
Cleveland | 147 16 71 234
Other 289 22 61 372

Lt isimportantto note thatno findings were made by aJudge/Juryin these casesas they were settled before
any trial based upon legal advice on the prospects of a successful defence and commercialbases. Furthermore,
in some cases liability/compensation may have been split with the claimant or a partner agency.
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This is in comparison with the last report in June 2023 where the on-going civil matters stood at

the below:
Force Public Liability Employers Motor? Total
Liability
Cleveland 130 13 24 167
Other 264 16 74 354

2 Motor Claims are not dealt with by Legal Services within Durham Constabulary
Please note that the current stats may be slightly out of date in relation to ‘other’ due to IT issues

with the case management systems following an upgrade. These issues are in the process of being
resolved and we are working to get the system fully up to date as soon as possible.

Sums paid out on Finalised Cases

1.24  The Chart below summarises the payments made on claims finalised during the period.

Sums Paid out on Finalised Cases
Motor Liability.
£20,122 Non Tribunal
Employment
Matters
£0.00
Employers liability
£71,840
Public Liability
£54,520
Trends by Financial Years
1.25 The table below summarises the fluctuations over recent years.
Financial Year Claims received Total sum paid on Percentage of cases
finalised cases successfully
defended
01/04/09 —31/03/10 | 136 £386,797 38%
01/04/10 —31/03/11 | 129 £635,125 47%
01/04/11 —31/03/12 | 134 £471,901 51%
01/04/12 —31/03/13 | 99 £558,123 65%
01/04/13 —31/03/14 | 122 £567,983 58%
01/04/14 —31/03/15 | 105 £562,551 61%
01/04/15 —31/03/16 | 115 £473,966 58%
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01/04/16 —31/03/17 | 90 £468,690 61%
01/04/17 —31/03/18 | 92 £659,684 83%
01/04/18 —31/03/19 | 89 £309,686 76%
01/04/19 —31/03/20 | 71 £281,113 48%
01/04/20 —31/03/21 | 73 £211,179 86%
01/04/21 —31/03/22 | 84 £81,651 57%
01/04/22 —31/03/23 | 103 £432,851 51%
01/04/23 —09/11/23 | 53 £135,983 75%

Exception Reports
1.26  The Chief Constable previously agreed to provide the Police and Crime Commissioner (PCC)

with an exception report following the settlement of a civil claim case which meets either of the
following criteria:

e The case has been defended by the Force but has been lost at trial

e The amount payable in finalising the case is above the insurance ‘excess’ for that claim.

1.26.1 Inaddition, it was agreedthat the exception reports submitted to the PCC would be appended
to the Civil Claims report presented to the Audit Committee for their information. There is 1
exception report attached for a claim that was lost at trial, during this period.

Implications
Finance
1.27 Inrelation to insured risks, none of the claims finalised exceeded the ‘excess’.

1.28  Although the sums paid out for insured risks outweigh the sums recovered, savings (in terms
of potential damages) have been made in those cases successfully defended and savings (interms
of solicitor’s costs) have been made by dealing with claims in-house.

Diversity & Equal Opportunities
1.29 There are no diversity or equal opportunities implications arising from the content of this

report.

Human Rights Act
1.30 There are no Human Rights Act implications arising from the content of this report.

Sustainability
1.33  There are no sustainability implications arising from the content of this report.

Risk

131 There are reputational and financial risk implications arising from this report as clearly
enforcing the law, i.e. exercising statutory powers to arrest, search, detain and prosecute, has
inherit risks that should be mitigated against through effective training, review, risk management,
‘lessons learned’ activities and peer review/inspection.

1.32 The Force has detailed policy and procedures that govern and direct the activities of
individuals in areas ofrisk i.e. police use of motor vehicles, detention in custody, the police use of
force and our operational firearms response. In all these areas the regular review of litigation

7
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cases and other high profile operations takes place within policy forums to improve professional
practice, led by respective chief officers.

1.33  Finally, our responsibility as an employer is also an area of litigation and cost where we seek
to minimise risk and discharge our duties as a lawful, responsible and diligent employer.

Conclusions
1.34  Whilst Legal Services have no control over the number of claims received, feedback is

provided on a case by case basis to ensure assistance is given to Service Units in managing risks.
At the strategic level the Force takes its ‘risk’ around civil litigation very seriously and works
tirelessly to ensure that ‘liability’ is reduced wherever possible and that the ‘lesson learnt’ from
finalised cases are integrated into operational and organisational planning and delivery.

Originator of report
Samantha Rumins
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Exception Reporting of Civil Claims Cases

Background

This report is being presented to the PCC Audit Committee following the settlement of a civil claim
case that meets either of the following criteria:

= the case has been defended by the Force but has been lost;

= the amount payable in finalising the case is above the insurance ‘excess’ of the Force.

The Force has insurance in place to cover payments for public liability claim cases with an ‘excess’
of £125,000. This means that where any claims are settled above this level the Force pays the first
£125,000 of the claim. Any claims settled below this amount are funded from Force budgets.

All exception reports presented to the Audit Committee will be included in the routine civil claim
statistics reports that are presented on a six monthly basis.

Summary of the Case

In March 2022 we received civil proceedings seeking compensation from a member of the public
claiming for the destruction of clothing, time off work and distress and inconvenience, in the sum
of £2161.00.

The claim arose from an incident in August 2020 when the police received a report that the
Claimant had stated they were the victim of a serious criminal offence. The Claimant’s clothing
was retained as evidence but the investigation was closed in October 2020 due to inconsistencies
in the Claimant’s account. Thereafter, the Property store wrote to the Claimant advising the
Claimant to collect the clothing within 28 days or it would be disposed of. The Claimant
telephoned the Property Store and made an appointment to collect the clothing in December
2020. The Claimant failed to attend the appointment and after the expiry of 28 days the clothing
was destroyed. The Claimant claimed he tried to make arrangements to collect on multiple
occasions but this is disputed by the Property Store who keep records of calls and attendances on
Niche.

The claim was defended on the basis the police discharged their obligations by giving notice to the
Claimant pursuant to the Torts (Interference with Goods) Act 1977.

Summary of the Outcome
The matter was listed for a small claims hearing on 3 March 2023.

Unfortunately, the judge formed the view that whilst we could rely upon s.12 we had not proven
having complied with the same. The Judge believed the Claimant had attended the police station

JM/MC/Complaints Panel/21/2





and was turned away. This was a factual dispute between the parties. It was also during COVID
restrictions.

The judge assessed damages, taking into account wear & tear, at £100. Nothing being allowed for
time off work or distress & inconvenience (or PSLA). However, in addition to this, interest and the
court fee being payable, we were ordered to pay the Claimant the total sum of £402.52.

Michelle Phillips
Head of Civil Litigation
Evolve Legal Services

JM/MC/Complaints Panel/21/2
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To: Chair and Members of the Audit Committee
Date: November 202 — November 2023
Status: For information

Executive & Presenting officer: Sergeant Neal Gillson

1.1

1.2

2.1

2.2

2.3

24

Purpose

This report is to update members of the ethics work of Cleveland Police and to
provide a strategic overview of the structures and functions comprising ethics
within the organisation. This report naturally overlaps with the Directorate of
Standards (DSE) report and some items may be referred to in both reports as
a result.

The report covers the period 31 October 2022 to 1 November 2023, this being
the only report since November 2022.

Background and information

As has been documented in previous reports, the HMICFRS police
effectiveness, efficiency and legitimacy (PEEL) assessments of Cleveland
Police in 2018 / 2019 lead to the force being graded as inadequate in all areas,
and placed within the national oversight process, ‘special measures’.

Significant work took place to rectify that and has lead to improved findings and
reports from the Inspectorate.

On the 20t September 2023 HMICFRS removed Cleveland Police from
national oversight arrangements.

The overall Standards and Ethics portfolio is focussed upon delivering and
implementing current, building on historic HMICFRS recommendations, to
increase the legitimacy of how Cleveland police keeps people safe and reduces
crime.





2.5

3.1

As reported previously, there has been extensive work involved in addressing
this. This paper will update on the continuation of that work, plus the new
actions and workstreams.

Ethics portfolio

There are well established functions within the ethics arena which will be briefly
introduced. The various functions support one another and are well connected
as will be highlighted which enhances the collective value provided.

Ethics and Standards Board

3.2

3.3

3.4

3.1

3.2

3.7

3.8

The Ethics and Standards Board is an internal function and provides strategic
oversight and the monitoring and scrutiny of the standards of ethical and
professional behaviour, including the prevention and investigation of complaints
and misconduct matters.

The Ethics and Standards Board has a formal strategy with an overarching aim
of embedding the Code of Ethics and achieving the highest standards of
professional behaviour.

The Ethics and Standards Board retains this strategy and function, although it
has been remodelled since the last report, details as follows. Where previously
chaired by DCC lan Arundale QPM, the Board is now chaired by
Superintendent John Miller, Head of Directorate of Standards and Ethics. The
meeting frequency was formerly bi-monthly and is now quarterly.

The attendees list was also refreshed to ensure the correct stakeholders were
involved to ensure effectiveness and reach. This included gaining
representation from The Federation, Learning and Development, Regional
Organised Crime Unit (ROCU) and Corporate Communications.

This affords the committee to have representation from lay members, the
OPCC, Human Resourcing, Legal, DSE, Business Support, Executive Project
Management, EDI, and more.

The Terms of Reference were amended and are attached as Appendix 1.

In this reporting period, the Ethics and Standards Board has considered the
following ethical dilemmas (further details in appendix 2):

e Dress and appearance policy

Should free train and bus travel be accepted?

Chief Constable or LQC as misconduct Chair?

Collecting loyalty points

Should TRIM referrals be mandatory?

Equipping home offices





EDI and Network involvement

Charging electric vehicles at police premises
Conflict of Interest

Should Freemasonry membership be declared?
THRIVE and RCRP

3.9 This totals 11 dilemma items discussed by the Board, which compares with 11
dilemmas discussed also in 2021 to 2022 period, and 12 in the 2020 to 2021

period.

3.10 The Ethics and Standards Board has also contributed or developed a number
of items, including:

Lessons learned policy and process

AFls and continuous assessment of ethics under the HMIC
Safer drug use in communities’ initiative

Harm reduction in custody initiative

Code of Ethics feedback

Artificial Intelligence in Policing

RCRP

independent Ethics Committee

3.11 Externally,

the Independent Ethics Committee has made significant

contributions to ethical considerations and is chaired independently by Mr Dave
Smith. The Committee is supported by the OPCC.

3.12 The Independent Ethics Committee meets bi-monthly, with the potential to hold
extraordinary meetings as necessary.

3.13 Full meeting minutes are published on the OPCC’s website, alongside lay
member details.

3.14 The committee has considered and provided recommendations on the following
ethical dilemmas:

e Should free train and bus travel be accepted?

Chief Constable or LQC as misconduct Chair?
Collecting loyalty points

Ethics in performance

Working from home and IT issues

Equipping home offices

CBD in policing

Charging electric vehicles at police premises
EDI and Network involvement

Should Freemasonry membership be declared?
THRIVE and RCRP



https://www.cleveland.pcc.police.uk/working-for-you/police/ethics-committee/



3.15

3.16

3.17

3.18

3.19

3.20

This totals 11 dilemmas discussed in this period, compared with 12 in the 2021
to 2022 period, and 14 dilemmas in the 2020 to 2021 period.

The Independent Ethics Committee held one additional meeting in this period.
This was prompted internally by members and discussed the Committee’s
views on Code of Ethics, as part of the collective feedback provided to the
College of Policing.

The committee has also assisted in the following operational developments,
policies and procedures:

e Safer drug use in communities’ initiative
e Harm reduction in custody initiative
e Code of Ethics feedback

Feedback is provided each meeting to the Committee by the Operational
Ethics Lead, documenting what has been done with the views, thoughts and
guidance of the committee. An example can be found in appendix 3.

Recruitment and membership continues to be prioritised by the Committee
which is managed by Chair, Vice Chair and members, and supported by the
OPCC. There are 10 members in the Committee throughout the reporting
period. However, this has been impacted by 2 members leaving, and 2 new
members recruited.

Diversity in terms of age within the group remains an issue with a lack of
younger members. To redress this, the Committee supports the Youth
Commission. This is countered by recruitment of amember aged 18 years, they
are also a member the Youth Commission.

Youth Ethics Commission

3.21

3.22

3.23

The Youth Ethics Committee is a group ran by the OPCC in partnership with a
company called The Junction. Through the reporting period the Committee
have met twice and discussed two ethical dilemmas, namely:

¢ Policing hate crime and hate incidents,

e Policing drugs and controlled substances in communities.

The OPCC continue to work with this provider to develop a pool of young people
who will be members of this committee and the Independent Ethics Committee
have agreed to support this by having a member present at the Youth
Commission meetings where possible.

Along with the OPCC, the Operational Ethics Lead will work with this group,
providing information on what ethical dilemmas are and how they can influence
what police do.





Ethics Advocates

3.24

3.25

3.26

3.27

3.28

3.29

The Ethics Advocates and the development of the group were highlighted in
previous reports. Briefly, the Ethics Advocates are staff and officers of various
ranks and roles who have an interest in ethics and have received training and
inputs. This included an ethics CPD event in December 2022, as well as a
welcome booklet with more information on ethics within Cleveland Police, and
practical experience in discussing ethical matters that impact on policing.

The Ethics Advocates are a point of contact for colleagues to approach regards
any concerns or advice, and also will be a function for centralised messages to
be cascaded. The Ethics Advocates are a visible and publicised group, with
awareness assisted by badges, information on the internal intranet, email
signatures, and posters.

The group continue to mature and grow, with membership standing at 56
individuals. This contrasts with a membership of 11 persons in 2021. The
members currently represent over 25 departments and teams, affording
excellent reach across the organisation.

The group have discussed the following dilemmas:
e Policing and OnlyFans

e Social worker and a Special Constable?

e Chief Constable or LQC as misconduct Chair?
e Working from home and IT issues

e Collecting loyalty points

e Ethics in performance

e Should Freemasonry membership be declared?

This is a total of 7 dilemmas discussed, comparing with a total of 5 discussed
in the 2021 to 2022 period, and 5 in the 2020 to 2021 period.

The group have discussed the following matters:
e Code of Ethics feedback
o Artificial Intelligence in Policing
e RCRP

Regional ethics

3.30

3.31

Cleveland Police is an active member of the Norther Regions Ethics Committee
(NREC) which meets every three months and discussed ethical dilemmas and
similar issues. The NREC is attended by numerous forces with representatives
from the various Professional Standards and Anti-Corruption units.

Cleveland Police is represented here by the Operational Ethics Lead Sergeant
Neal Gillson and Superintendent John Miller.





3.32

3.33

3.34

Cleveland Police has raised ethical dilemmas which have been approved for
discussion at one of the meetings in the reporting period, namely:
e Accessing free travel

The NREC have been advised on the ethics programme employed by
Cleveland Police and has the activities have been complimented upon by other
forces for the proactive and forward-thinking work. Papers which introduced the
Ethics Advocates have been shared and with other forces looking to replicate
a similar programme. Durham Police have also looked to Cleveland Police to
learn from the Ethics and Standards Board and Ethics Advocates initiatives with
a view to adopt similar.

The NREC have provided information which impacted some actions within the
force, namely:

e Listening circles

e Cost of living working group

e Importance of discussing ethical matters

e RCRP

e Use of Atrtificial Intelligence

Prevent Team

3.35

3.36

The Prevent Team has been formalised in the reporting period, with a dedicated
DSE Prevent Officerrecruited in May 2023 to collaborate with the CCU Prevent
Officer who was in post prior to the reporting period. The two officers work with
DSE, CCU and other aspects of the organisation to ensure that lessons learned
are embedded, trends are identified, and can be a proactive function which
raised the overall standards of professional behaviour within the organisation.

The Prevent Team will present to persons and teams (more details below in
section 4) and reports to the Ethics and Standards Board.

Learning and Development

3.37

3.38

Although a separate function which will be covered in another report, it is
important to note the role of the Learning and Development Team (L&D) here.
Ethics is the gold thread of training and is embedded into all facets of training.

L&D deliver training ranging from initial student officer training, specialist
training such as specialist investigations, to ongoing training such as First Aid
and Personal Safety Training. Ethics is a key message built into the curriculum
of all training.

Organisational Development Team

3.39

Also important to recognise is the work of the Organisational Development
Team (OD Team) who work to provide a collection of training and development
opportunities, particularly for those in leadership roles. Although documented
in their own report, the OD programme is underpinned by the Code of Ethics





3.40

and goes a long way to enhancing the ethical behaviours and appreciation of
the force.

An example of the OD Team’s work is the Masterclass Series, referred to in
section 4.10.

Ethics Committee linkage

3.41

4

There is linkage with all the ethics committees which assists in collaboration
and enhances the collective outputs. For example, the Operational Ethics Lead
attends the Ethics and Standards Board, Independent Ethics Committee, Youth
Committee, Ethics Advocates and Regional Ethics Committee. A
representative from the OPCC also attends all of the above functions. Mr Dave
Smith, Chair of the Independent Ethics Committee also attends the Ethics and
Standards Board.

Initiatives and activities

Ethical dilemmas

4.1

4.2

4.3

As highlighted above, there have been numerous ethical dilemmas discussed
within the organisation and is in keeping with the view that discussing ethical
dilemmas allows the best decisions to be made with sound under-pinning. Such
discussion also encourages people to examine the ethical practice in their day-
to-day roles with a view to embed ethics into every aspect of business.

The premise that an ethical dilemma discussion can provide a thorough,
measured assessment of a situation will also prevent a similar decision being
made in an operational environment in the middle of an incident with additional
pressures present. This is appreciated and impressed upon people.

The awareness of ethical dilemmas in the organisation is assisted by corporate
communications and messaging, the work of the above committees and
boards, the Ethics Advocates, an internal intranet page housing the dilemmas,
and awareness in other presentations (see below).

Continual Professional Development event

4.4

4.5

On 5t December 2023 Cleveland Police held an Ethics Continual Professional
Development (CPD) event on Teams in partnership with West Yorkshire Police.
The event was opened by West Yorkshire's ACC Kate Riley, and internal
speaker Superintendent John Miller, as well as guest speakers:

e Prof Simon Robinson from Leeds University

e Thomas O’Connor formerly of PSNI.

The event covered various aspects of ethics and policing and was extremely
well attended with 43 people from Cleveland Police alone on the event live, and
more viewing the recordings thereafter. The audience comprised Ethics





Advocates, IEC members, Ethics and Standards Board members, and others
from across the organisation.

Staff development — Masterclass series

4.6

4.7

After the success of the Organisational Development Team’s Masterclass
Series in 2022, Cleveland Police continued with the Masterclass programme in
2023. The programme was open to all officers and staff and included two
separate Ethical Leadership and Corruption Prevention classes, one in June
2023, one in September 2023. The classes were all online via Teams, and the
inputs were subsequently recorded without an audience and made available for
persons to access on the internal Code of Ethics intranet site.

These were presented by the Operational Ethics Lead and were one of the
better attended classes and received excellent feedback. This initiative
increased knowledge of various aspects of ethics and is in line with the aim of
embedding ethics into all day-to-day activities.

Ethical introduction to meetings

4.8

4.9

An initiative which gained support from the Ethics and Standards Board, and
then Executive approval was for all meetings to have an ethical reminder at the
top of the meeting agenda. This formed part of the Chair’s introduction and
reminded all of the importance of ethics in the meeting discussions that would
follow.

The ethical opening can be found in appendix 4.

Online material

410 The internal Ethics page continues to be developed with various material

4.11

available for all to view. Inputs such as the bespoke Department Specific CPD
inputs and Masterclass series are broken down into segments on the Ethics
Bitesize page and have been well received.

Other material is there, including a segment on Inspirational Stories where a
real-life situation, often external to policing is introduced. The story is
referenced to the Code of Ethics in terms of values displayed and relevance to
policing is then drawn. An example can be found in appendix 5.

Student officer and staff inputs

412 The Operational Ethics Lead and Prevent Team officers attend every new

intake of student officers, as well as intakes of people taking staff roles,
including PCSO, control room staff and more. The inputs outline the
professional requirements of the Code of Ethics, as well as highlighting the
standards expected of those within the organisation. This is a fixed and valued
part of the initial training new entrants experience.





Tutor Constable inputs

413 In the reporting period two cohorts of tutor constables were trained and received
an input from the Operational Ethics Lead on the Code of Ethics, the
requirements of the standards of professional behaviour, as well as role specific
information.

CPD events

4.14 Whilst departments held CPD events specific to their department, the
Operational Ethics Lead and Prevent Team were invited to present to the
respective departments. These inputs were specific to the respective
departments and again emphasised the professional requirements of the Code
of Ethics. The departments seen included Custody, Intelligence, and Business
Support Unit with numerous smaller departments encapsulated.

415 The inputs were well received and again work towards the goal of embedding
the Code of Ethics, and an appreciation of ethics more widely, across the
organisation. All departments requested themselves to have an input, indicating
the organisation’s greater collective understanding of ethics, availability of
subject matter inputs, and the benefits of this work.

Transferees

416 Officers and staff transferring into Cleveland Police receive an input from the
Operational Ethics Lead and Prevent Team as part of their onboarding,
highlighting the standards expected of Cleveland Police, and the role of the
Code of Ethics and ethics more generally plays in the organisation.

5 Implications

Finance
5.1 There are no financial implications arising from this report.

Diversity and Equal Opportunities

5.2 Whilst there are no diversity or equal opportunity implications arising from the
content of this report, it should be noted that some topics considered are intrinsic
to the Equality, Diversity and Inclusion agenda.

Human Rights Act

5.3 There are no Human Rights Act implications arising from the content of this
report, it should be noted however that topics considered can often appear to
have Human Rights implications, which are always considered.

Sustainability





5.4 There are no sustainability implications arising from this report.

Risk

5.5 There are no risk implications arising from this report.

6 Conclusion

6.1  Cleveland Police, the OPCC and partners continue to develop both internal and
external ethical structures to provide strategic oversight, monitoring and
scrutiny of the standards of ethical and professional behaviour.





Appendix 1 — Ethics and Standards Board Terms of Reference

Ethics and Standards Board

Purpose

To provide strategic oversight, monitoring and scrutiny of standards of ethical and professiona
behaviour and the prevention and investigation of complaints and misconduct matters.

Governance Framework

The Ethics and Standards Board is a Strategic Assurance Meeting.
The Ethics and Standards Board reports to the Strategic Workforce Planning Board.

Core activities

= Assistin embedding of the Code of Ethics and associated standards across the organisation
= Promote the highest standards of professional behaviour

» Reduce the demand for investigation into complaints and misconduct matters by raising
ethical standards and professional behaviour

» Ensure the cascade of organisational learning relating to ethics & standards
= Develop and review policy having cognisance to ethics and standards

= Consider certain ethical dilemmas and come to an organisational view, to assist with the
embedding of the Code of Ethics






= Refer appropriate ethical dilemmas and matters to the OPCC led External Ethics Committee
and Internal Committee members (extension of Ethics and Standards board)

= Monitor the embedding of the PEEL recommendations and principles
= Monitor the embedding of recommendations from the South Wales peer review

» Discuss lessons learned and communicate actions and decisions relating to matters coming
within the remit of this group

Membership

Members Superintendent Directorate of Standards and Ethics (Chair)
Chief Executive and Monitoring Officer, OPCC
Independent External Representative

Chair of the Independent Ethics Committee
Director of People and Development

Head of Legal Services

Head of Corporate Communications

Head of Information Management

Equality, Diversity and Inclusion Manager
Chief Inspector Complaints and Discipline
Chief Inspector Counter Corruption

Chief Inspector Learning and Development
Chief Inspector ROCU

Planning and Governance Officer

Policy HR Advisor

Organisational Development Manager

Staff Association representatives

Staff Networks representatives

Federation Chair

Federation Secretary






OPCC Representatives

Service Improvement Team representatives
DSE Prevent Sergeant

DSE Prevent Officer

CCU Prevent Officer

Operational Ethics Lead

Representatives of the Ethics Advocates
Other attendees as determined by the chair

Quarterly

Governance

Agenda compilation | Chair and Operational Ethics Lead

Notes taken by Operational Ethics Lead

Document Control

Version Date Status
0.1 Oct 19 Draft for consideration by Chief Officer Group
0.2 Jan 20 Draft for consideration by the Ethics and Standards Board
Members
0.3 Feb 21 Under review
1.0 Mar 21 Updated terms for Ethics Committees which exist and
attendance list/membership.






1.1 Feb 23 Amendment to membership
1.2 May 23 Updated membership to include Ethics Advocates
1.3 Oct 23

Changes to Chair, Membership, Frequency, Core activities
updated and Governance (where reporting to, agenda
compilation and notetaker)






Appendix 2 — Ethical Dilemmas

Topic

Ethics Committees

Organisational learning

Use of personal phones whilst at work.

A discussion as to whether officers / staff should be
permitted to use personal mobile telephones whilst at
work.

There are some functions that must only be
conducted on work issue ‘phones such as taking
images of RTCs, submitting stop searches etc.
Guidance / policy etc do direct that personal mobiles
should not be used for contact with victims, capturing
crime scenes etc. This dilemma seeks to explore use
outside of that, such as the use of a personal mobile
to send private messages whilst at work.

Ethics and Standards Board.
Ethics Advocates.

E&S —the board explored various aspects. The use of personal
mobile telephones whilst at work did raise opportunity for
misconduct, as per National examples of taking photographs of
deceased persons / crime scenes etc.

Legally, an employer can enforce this and no policy currently covers
this.

The resultant impact on morale was considered and it was
recognised that having access to a personal mobile is part of
modern life, particularly with a younger work force.

Public perception was also considered, an officer in a public setting
scrolling through social media would not be good, and modern
technology could be mistaken for personal devices.

It was widely felt that people are trusted to police, and therefore
should be trusted to have a mobile telephone which they will use
appropriately and professionally, not allowing it to distract them
from their primary duties.

Ethics Advocates — this split opinion. Some saw the matter as a
non-issue — managing the usage of personal mobile telephones
whilst at work was a matter of personal professionalism and local
supervision to monitor. The same persons felt that officers / staff will
use their ‘phone for some tasks such as ordering a food shop to
collect on the way home, or sending a brief personal message, and
if done in the right circumstances and not detracting from work,
there would be no issue.

Others highlighted a wellbeing aspect. People have applications
that assistthem in their day to day lives and removing that option
would be harmful.

Others with different views felt that they have a work issued mobile
which their family know and whilst at work, not accessing their
personal mobile was reasonable. They also say misuse by
colleagues, not to a disciplinary level, but to distracting the
colleague who was scrolling social media whilst not on a break.






A counter argument was that people need to be contactable by
family, schools, dependents etc and would be able to manage this
professionally.

Additionally, some roles do not have work issue devices so

IEC — The committee recognised potential issues but overall felt
that professional use would override any issued, and it was
important for people to not abuse this.

Result — a direction preventing the use of personal mobile
telephones whilst at work would not be the most appropriate
approach. Ensuring that officers and staff use of personal mobiles is
professional and in keeping with the Code of Ethics is appropriate
and should be a function of both the professionalism of individuals,
as well as function of line managers.

Dress and Appearance Policy

A discussion took place as to whether the Dress
Code Policy was inherently discriminatory towards
females.

The policy was recently passed but in implementation
there has been concerns that the policy
disproportionately impact females. This includes the
restriction on make-up, hair colour, and fingernail
polish, whilst visible tattoos which can be equally
colourful are permitted.

Ethics and Standards Board.

E&S —the matter was introduced and the implementation at training
school was described. On that occasion female student officers
were directed to remove fingernail polish and tone-down make-up,
whilst very colourful and noticeable tattoos were permitted.

The policy directs that tattoos must not be inappropriate or offensive
and must not be on the face unless for religious or medical reasons.
Make up must be neutral and professional.

Nails must be neutral.

Jewellery must be limited if operational, and not excessive when
not.

Hair must be clean, neat, tidy... not dyed in conspicuously
unnatural colour.

The argument raised was that the above restrictions are
predominantly going to impact females, whilst tattoos which impact
both male and females, are not restricted to the same extent.
The health and safety aspects of the policy were recognised and
should take priority where appropriate.

A concern was that enforcing the policy may, on purpose or not,
encourage discrimination against females.

The subjective nature of the policy could allow inconsistent
application, and, in worst circumstances, be used as a weapon.
The policy is also inconsistently applied (at times) as males with
beards do not have their ID cards updated to reflect this.






It was agreed that the policy should be reviewed and it may be
necessary for a new EIA to be submitted.

Result — a working group of Neal Gillson, Jenni Salkeld, Eifion
Swinnerton-Gismondi and DCC lan Arundale would progress this.

Should free train and bus travel be accepted?

Various rail and bus providers offer free / discounted
travel to police officers and staff. What is offered can
be varied across the different providers, for example
some providers say this is only for officers and not
staff, some say it is only for on duty travel (including
to and from work), whilst others allow off-duty travel.

Ethics and Standards Board

Independent Ethics
Committee

E&S — this created a variety of opinions.

The most local provider of rail travel offered free travel to officers
only and not PCSOs or staff. This was immediately divisive and the
potential for bad feeling was identified.

It was also recognised the rail travels are a business and offer this
on the proviso that officers will act to prevent crime and disorder,
and assist train staff when required so warranted officers with
power of arrest would be better placed to assist.

It was also noted that a necessity to act exists whether the officer is
travelling for free or otherwise.

The Peelian policing principles were mentioned — policing should be
without financial benefit, and not place officers under obligation to
any person as a result of a benefit. This could be seen as going
against the principles.

Herts Police Federation have a post on their site Concessionary rail
travel (polfed.org) and this supports the use, documenting the
various concessions. However, the site also states rail concessions
are suspended until further notice, no detail provided as to why.
It was presented that this should be developed to provide a real
benefit to employees, particularly with the rising cost of living. This
was countered with the nature of the Cleveland area in comparison
with more metropolitan areas with more extensive rail networks and
busier roads.

Public perception was also mentioned and the potential harm for
obtaining free travel was highlighted. A contrasting opinion was that
the police receiving some reward for the job they do is right and that
the public would be supportive.

It was suggested that the use of trains and buses for officers and
PCSOs in uniform is beneficial for all. A uniform presence in such
public arenas prevents crime and disorder, as well as allowing
opportunity to engage with the community.

IEC —




https://www.polfed.org/herts/concessionary-rail-travel/

https://www.polfed.org/herts/concessionary-rail-travel/



The Committee examined this, establishing what was already in
existence, what other forces were and had previously done, and the
type of guidelines travel providers would provide.

The sentiment that only police officers and staff should receive this
was discussed and agreed as fair — warranted officers are the ones
expected to intervene and have powers and expertise her.

The times when such travel would be permittable was discussed.
The decision was that only commuting, or when already on-duty
should be permitted, not when travelling for other purposes, or not
in a position to intervene, such as when travelling with family.
The carbon footprint of the organisation was mentioned and would
be a benefit from using public transport.

It was discussed that the caveat of the travel — to intervene when
required, is present regardless.

This lead to the highlighting that as officers would act the same if
they travel for free or by payment, they do not provide a greater
service to either, there are no ethical issues from that perspective.
The issue of public perception would be a consideration, with some
of the public who would look on the matter negatively, and others
who would be supportive of police officers travelling for free. An
extension of this would be the media and their views, especially if
misused.

Overall, the committee saw no ethical reason not to support this,
although guidance would be required and the public perception
issues would have to be considered in weighing-up any final
decision.

Result —

There were both benefits and drawbacks of the suggestion, and
greater consultation is required. The Fed’s perspective will be
sought, as well as the other ethics committees.

However, it was suggested that approval was beyond scope of the
board and would require COT approval before any guidance could
be given.






Social worker employed as SC
Conflict of interest

Ethics Advocates

EAs —skills and knowledge can be applied from a variety of other
roles, such as paramedics who have a greater knowledge of first
aid, to the benefit of all.

Both roles would compliment one another and could be beneficial,
but must be managed carefully.

The biggest risk is to the individual — be that in terms of putting
themselves on duty without a radio and PPN, and also being
criticised for how they manage the two roles.

There is greater risk in applying their police powers in the social
worker role than the other way.

Mindful that we don’t just concentrate on the negatives, there are
lots of potential benefits.

What about roles such as being a plumber, they would likely do
something if at an address as a SC and there was a water leak, but
not going to start dismantling a boiler. Therefore, the extra
knowledge will go so far but they need to retain their main role.
Summary — the person will need to apply sound professional
judgement, assisted by guidance.

CC or LQC as misconduct chair?

Ethics Advocates
Ethics and Standards Board

Independent Ethics
Committee

IEC — group explored the intricacies of the matter and felt that the
person who brought the matter forward, should not also be the
decider.

Recognised that an LQC may be bringer better independence but
may slow things down which is no good — balanced with take time if
that means done correctly.

Were reassured of the thoroughness of the final reports and
scrutiny they are subject to.

Faimess, consistency and transparency are crucial, may be
beneficial to increase size of panel and Chair to be a Chief Officer
from another force.

E&S — merits could be seen on both sides and Nationally, work is
ongoing to explore the matter. It was certainly felt that Chief Officers
not being able to determine who they keep or dispense with is
unusual. However, the process of an LQC for fairness and
independence also has recognised benefit.

The board, and even the force, are at the decision of the Home
Office in this, but feel the principles of fairness, consistency and
independence are the ideal, however that is best achieved.






EAs

Felt that that independence is important.

Using a foreign force CO is possible and would remove some
issues, but may not be feasible.

The sentiment that the person (AA) who decides who should goto a
hearing should also be the Chair was a point that could lead to
unfairness, perceived or real.

Point made that it would only be natural that if a person was ‘on the
radar’ then a CO Chair may use that in their decision making, albeit
it was hoped and expected that would not be a factor.

Having a thorough process is important, as is dealing quickly to
reduce the time someone (and all involved) is under that situation.
The quicker the better.

Overall, feel it needs to be fair and independent, so an LQC is
probably best placed to achieve that.

OUTCOME - views retained and work ongoing external to CP.

Tesco points

Ethics Advocates
Ethics and Standards Board

Independent Ethics
Committee

IEC — happy points are collected by Police but recognise that the
expense of petrol is public purse so needs to also go with cheapest
provider, not simply Tesco as they provide points.

If personal cards are used would be unmonitorable so potentially
unethical practices arise. Suitable guidance to accompany this
would make it appropriate.

EA — can see opportunity for unethical practices but that should not
be a blocker. Should not have personal cards used, but should
have a corporate card.

What to spend on? Recognised that it could be used for some
things which would save the public purse, but overwhelming feeling
was that it should be donated to charity.

Which charity would benefit was discussed and could be changed
on a set period of for example a month.

Suggestion that Tesco could be asked to collate the points for us
and give to charity as they see fit, removing a lot of potential issues
whilst ensuring the greatest good is achieved. This could be scaled
up to other blue light services too.

Summary — like the idea of Tesco collating on our behalf.






E&S — as a general premise, collection via personal accounts are
not acceptable, a corporate account are in principle.

The proceeds were to be provided to local charities. Management
of this may make it unfeasible. Should the particular company be
able to do this, all the better.

OUTCOME - Tesco T&Cs prevent corporate accounts but general
stance provided, stakeholders advised and updated.

TRIM

Ethics and Standards Board

E&S supported the proposalfor a referral to TRiM to be mandated,
although the term mandated was to be altered to auto or similar —
CH to discuss with EDI.

To increase coverage to all, an awareness piece would come from
TRiIM and would ensure all dept.s were aware it was available.
Also, it was the younger in service who did not always engage (fear
of being seen as not capable, or culture, bravado?) so some work
at L&D will occur.

Ethics in performance

Ethics Advocates

Independent Ethics
Committee

IEC — the Committee took two lines with this, an organisation wide,
and then a more individual look. On the organisation perspective,
discussion as to what KPIs are measured, where they originate,
and how the PCC Crime plan impacts the force overall strategy and
in turn impacts the individuals.

Points made included:

- KPIs must be effective from the outset and in line with the
strategic aims of the organisation.

- Local demographics and social issues willimpact a force’s
performance, making cross-force comparison not always
worthwhile. However, consistent measuring will allow a
force to compare against itself over time.

- There is a need to obtain qualitative as well as quantifiable
data.

- Public opinion must be a factor, the public have a right to
influence what police focus on. This is balanced with the
need in having an informed public opinion. The ideal level
of influence is debatable.

- The investmentin local policing will be beneficial for this.






- Also, we police by consent, and police are the community
and the community are police, so the public need to have a
say in what police focus on.

From a more individual perspective:

- The organisation must set a direction with KPI's that are
consistent all the way to the front line.

- People’s perception of what is the “right thing” may differ

from person to person. Appropriate KPIs and measures will
be important here.

- Every person and department has a responsibility to ensure
they are concentrating on what will benefit the force overall.

SUMMARY:: the matter is very important and had a good
examination from several angles. Balance is required in ensuring
that PI's measure the right things, the behaviours are appropriate
and don'’t fall foul of hitting the target, but missing the point.

EAs -

PI's are important and can be used to ID non-performance, but
need to be a starting point. Responsibility of a supervisor to dig
deeper, look for quality that may not turn up elsewhere in Pls.
There will always need to be measures, Pls, etc.

Force is better at looking into quality and reviews into things such
as Stop Search, safeguarding us against unethical practices to
chase Pls.

Some competition can be useful and is natural, particularly when
we head back to separate LPAs, but the ability to manage this is
key.

As such, good to have as a forcewide direction.

WFH & IT issues

Should people who generally WFH come in to avoid
IT issues where laptops don’t update?

Ethics Advocates

Independent Ethics
Committee

IEC — collectively, the group felt that the force was well within the
rights to say people need to return periodically.

It was recognised that if a person has an exclusive WFH
agreement, that leverage is not there, but understands no person is
under that agreement.






The group feltthat if a person had a welfare or medical issue, then
arranging things for them would be made, but otherwise a person
should return.

The fact COVID had lead to increased WFH and showed it was
possible, COVID has gone now but does the emphasis on WHF
need to reduce?

This was balanced with the fact WFH can lead people to be more
productive, is good for welfare etc.

Overall, the group support having a policy which confirms
attendance periodically should occur, and any circumstances where
that can’t be achieved dealt with on a case-by-case basis.

EA — The Advocates unanimously agreed that whilst the force must
do what it can to support those who have to work from home, no
person should work exclusively from home unless contracted to do
SO.

To resolve the IT issues, it is perfectly reasonable to ask people to
come to a workplace to resolve any matters, and again allowances
would be made where people are unable to do so.

Other points were raised and included how a manager can really
manage staff they do not see in person, particularly in terms of
assessing and managing welfare.

10

Policing hate

Youth Committee
(previously discussed by IEC
Oct 2021 onwards)

Brief introduction to ethics generally, ethics in policing, ethical
dilemmas, and then hate crime and hate incidents.

The role and responsibilities of police in hate was discussed also,
how there is a balance in protecting the public, and then the impact
on the right to expression and free speech.

How that has changed over time was discussed and how police,
like society generally, are more aware of hate and the harm it
causes.

The impact of hate on victims was discussed, as was the impact of
police intervention when they intervene on someone’s free speech.
Are police the best people to deal with lower levels issues at
schools for example, or is the school who is better placed?
The group did feel that police should intervene when someone
reports hate, be that online or in person. An example used was the
Harry Miller case where a male made tweets that were not overtly
offensive, but had anti-trans undertones. In this case, police visited






Miller, told him to cease and threatened to arrest if he continued. A
court appeal found police to have acted incorrectly in this.

The counter was made, what if Miller complained that a pro-trans
tweet offended him? The group felt this is different to the above and
would not be a case where police should act.

This lead to discussion of fact police act as decision makers in this,
should they? It was agreed that the police should be able to
recognise what is right, what is not and act accordingly. This is a
difficult task and requires training, awareness and ethical decisions.
Should police withdraw and not get involved at all to avoid this was
discussed, the group seeing issues in this.

Overall, the group felt police should intervene but tailor it
accordingly — may be worth a visit, sometimes a call to a person.
However, educationis always key, both for offenders and victims.
The group recognised that low level actions / views can spread into
more dangerous views and activities so police should record this to
recognise red flags and issues and work with people.

The group feel hate crime is under-reported — why:

- Understanding — young people are generally aware racism
is one hate issues, but not others such as disability.

- What will happen is always a concern and possible barrier
— will calling police make things worse?

- Whenissues occurin educatory settings are tricky, will the
school or college take action? Do the schools / college
report issues?

- There was afeeling that generally schools do not deal with
hate issues, including bullying, as well as colleges do.

- Online alternatives (COPA) to reporting in person or over

the telephone would help youths report issues to police.

Overall, a very mature discussion took place with balanced and
thoughtful points made.

Information of this are shared with Hate Crime Co-ordinator and
OPCC who were present.
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Policing drugs

Youth Committee

Partly in keeping with the Drug Diversion Scheme from Adder, the
Group discussed this initiative and fully supported it. The group did
raise concerns from the perspective of would bias be an issue —
would an officer’s discretion of who is eligible or not be impacted by
any bias and lead to discrimination?

How the Scheme would be applied raised slight differences of
opinion, some feeling it would be worthwhile allowing people more
than one chance to participate, others saying not. The balance
being each case would be measured on its own merits.
Ensuring underlying issues and vulnerabilities are addressed was
also important and must be incorporated.

OUTCOME - support a provided to those involved in the scheme.
Also discussed was the issue of drugs in the wider community with
a brief discussion on how society as a whole would tackle drugs,
who should be involved, what would be most effective and more.
The group had mature views on the matter.

12

Home offices

Should equipment be sentto home or work, or both?

Ethics and Standards Board

Independent Ethics
Committee

E&S
The group felt there was difficulty in providing principles that could
be applied for all cases as each will differ. However, some
principles would include:
- Equipment is provided to one location only
- There will be different thresholds in cases where a person
is required or permitted in WFH
- The decision of what is provided where should not be made
solely on the request of the recipient, interested parties
(Wellbeing / Procurement etc) should review this
- This should be where they spend the most time
- Default should be for office first.

Again, it was recognised there will be occasions when this won’'t be
appropriate. Also, the legal provisions must be accounted for and it
is recognised the working world is adapting, with greater reliance on
home working for both employer and employees.

This is part of the work ongoing within HR / policy team to have a
post COVID working guidance.

[EC






The new way in which businesses operate, particularly since post-
COVID was discussed. WFH and hybrid working is now a part of
work, but must be managed properly —would everyone physically fit
in the office if they came to work? Can you effectively manage
someone you physically see once a month?
The Committee saw it fit to say the following:
- 100% WFH is not beneficial to anyone so should have a set
amount on “in-office” time
- The organisation must maintain legal and moral obligations
in providing equipment at home
- The above should be considered though — monitors etc are
fine, but some items will not be appropriate to provide as
default
- When required to WFH, no hesitation in providing all that is
required
- When permitted to WFH, only reasonable items be
provided for home
- Reasonable will be different in different circumstances.

OUTCOME - views and principles shared with stakeholders —
Wellbeing, procurement, policy (post COVID working group).
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CBD in policing

How should police deal with CBD usage in staff, how
impactful into lives should the organisation be

Independent Ethics
Committee

IEC

The Committee discussed various aspects of this issue and
explored different facets. How CBD can result in a failed drug test
was concerning, although provisions should a person declare an
approved usage prior to a test will largely negate that.

There were concerns CBD use could be used to mask other
cannabis use too. Would CBD using officers / staff also be more
lenient in dealing with cannabis in operational settings?

The benefits of CBD on wellbeing was discussed, with the knock-on
benefits to the organisation highlighted. Conversely, there was
discussion that the benefits may not be as effective as advertised —
although this cannot be quantified here without further study and
research.






The necessity for anyone within Cleveland Police to seek approval
before use was agreed, along with the need to declare it on
commencing usage.

The complexity in how the organisation manages this was
recognised, with a final decision that usage when legitimately
approved and sourced is fine, otherwise usage is strongly
discouraged.

OUTCOME — fed back to CCU leads.

14

EDI & Networks

Ethics and Standards Board

Independent Ethics
Committee

E&S

The Board felt too much external influence into the Networks would
not be encouraged, but that each network having a POC in the SLT
/ COT is already in place and is appropriate (in reality there isn’t).
The Board felt that EDI taking a lead role in a Network would be fine
overall. Recognising the COlI, this could be managed and the
benefit to the Network would outweigh any potential negatives —
going in aware and mindful of the COl would help negate any harm.

IEC

The committee were keen to recognise the benefits a Network can
have, both on members but also the organisation collectively.
As for the aspect of having senior leads in a Network, it was felt that
people may have an affinity to a network and should not be
discouraged, but bias will be completely natural so they perhaps
should not be the main representative when representing the
network.

The committee flet that some networks will naturally be stronger in
terms of membership numbers, so will likely attract a greater share
of funding etc However, that shouldn’t mean some networks do not
access funding or lose their voice — a difficult thing to balance and
will need SLT support (see below) and EDI support.

Each network should have a COT / SLT representative that will
allow each network to have a voice their needs etc. However, that
should lower the level of how involved they were in the network —
be the voice but don’t run the network.

As forinvolving EDI members in Networks, the committee felt that
the opportunity for bias will lead to a stance that the EDI members
can partake in a network but not have a lead role.






OUTCOME - findings and views fed to EDI who manage the
Networks.
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Charging EV at work

Ethics Advocates
Ethics and Standards Board

Independent Ethics
Committee

E&S

The Boards discussed this and HQ designer confirmed that the
charge points were originally intended to not be used for personal
use.

There is the push for forces to be carbon neutral by 2030 and only
use electric vehicles which may present re-charging issues in
operational settings — making this more relevant.

Possible that it gets to point where an operational car cannot be
used as not charged as couldn’t for a personal / essential user car
had taken the charge point — public perception from that
understandably bad.

Parking — no responsibility for the Organisation to provide parking.
Previous culture — may have drifted in that it is “normal” to use the
facility(similar to using car cleaning facilities), but more expensive
for force to do so now.

It was felt that if the force burdens the cost of the charging, personal
cars should not be charged. Unless there is a levy applied and a
person can pay to use charge point.

Counter to that, would they be available if operational cars require
it?

Operational Cars take priority, can be sorted outside of policy (as
none exists) with guidance shared to all.

EA’s

Pretty much unanimous agreed, some point raised included:

- Operational vehicles should have priority

- the requirement for EVs to be standard (in line with ban of sale of
petrol/ diesel cars from 2030 ) will mean demand for charging
facilities for Operational Vehicles will be high, emphasising the
above

- Private vehicles should be paid for

- should be responsible to ensure a charged car is moved once
charged (phone apps can advise charge status)






- thought and effort is required to meet future green directives,
supporting staff to switch to EVs, and reducing carbon footprint for
example

- force reputationif an FOl showed tax-payer money was used to
charge private vehicles for private usage

- if atraditional car user did not have sufficient petrol / diesel to
drive to / from work, would they expect free petrol at work?

- no one should rely on a CP charge point to charge their private car
sufficiently. Even a short range battery will allow a car to travel
approx. 175 miles, does anyone have a commute that big
necessitating charge at work to get home?

- if an essential user travels for work purposes, they will likely
already claim for mileage, meaning if they charge at home, they are
recompensed.

A decisive factor is the Benefit in Kind of charging your private
vehicle at work and must be declared to the HMRC. Without this,
private vehicle charging is not permitted.

IEC -

Concurred that force-owned vehicles should have primacy
regardless. They felt private essential users could use them, but as
it was tax-payer money, fuel / charge notused for work should be
re-imbursed. If not possible (which is likely the reality) then they
should not charge.

As for future, ensuring the tech is present to allow this shouldn’t be
the priority over ensuring the fleet's operational resilience can be
maintained.

Outcome — message to all to allow operational vehicle use as
priority. Will liaise with stakeholders in case policy created in future

16

Conflicts of interest

Ethics and Standards Board

E&S

The Board recognised this was an issue that needs to be
addressed. It will potentially fall under numerous workstreams - the
Business Interest policy, Procurement, and possibly necessitate its
own policy.






The absence of a Procurement policy was highlighted and will
becomean action for when that team’s supervision command is
filled (currently vacant).

OUTCOME -

Stakeholders in policy, CCU and OEL are ensuring ongoing work
regards the relevant CCU policies (Business Interest and COI)
encompass this.

There will be aform and awareness piece created that will also be
absorbed into policy which will allow a person to declare a COIl.

17

Officer attending school?

Ethics Advocates

EA’s
There were various points raised, including:
- Great opportunity for engagement and is to be encouraged
- Suggestions on safety — travelling in half blues, others at
the school being aware of their occupation making control
room aware etc
- Thoughts onwhether they should be on duty or not, with
views that this should not be classed as duty time, others
suggesting it should. Consensus being that they would
have the responsibility to act, but do so in their own time
and not incur TOIL
- Some suggested leaving to the School Liaison Officers.
This was outweighed by those believing it to be appropriate
so suggestion of liaising with the SLO was made

Overall, the Advocates were supportive and saw this as a good
opportunity to engage and felt that it should be approved with
advice, although it is right to raise as people should not go out of
their way to do this and not seek approval.

OUTCOME —for this occasion, permission was provided for the
officer to do this with some guidance provided.

This is retained by the DSE team and will be the principle guidance
for similar issues if raised in the future.
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Should officers and staff declare membership to
Freemasonry (similar groups)?

Ethics and Standards Board

Independent Ethics
Committee

Ethics Advocates

E&S — discussed whether there is a need, is there really any
members, is the current generation likely to want to join the FMs?
There is the aspect that FM is applicable — it is not exempt from
religious grounds (it is a values system, not a religion) and the
charitable work would be a Bl.

Additionally, if FM was highlighted, would other groups have to be
also? — yes.

There is positive obligations from the Code of Ethics and other
policies that would require that if there was a conflict / impact on
integrity, then a person would need to withdraw.

Overall, public perception may be a factor, so will seek the views of
the IEC, but cannot see a need to pursue this.

Updated 21.11.23 after the IEC’s views (as below) were known.
The E&S Board felt that generally, an obligation to declare a conflict
of interest was required when / should it arise, not just membership
with no other factor present. It was felt that many other groups and
associations existed, such as sporting clubs etc, and would not
need to be declared.

Views of Staff Associations was to be sought before final
deliberation.

IEC — felt that the main issues are public trust, transparency, and
balancing the rights of individuals.

There is an element of secrecy with Freemasonry, and there are,
historically at least, issues of membership being too influential in
policing.

Addressing concerns over secrecy and achieving transparency
must not be too influenced by negative headlines.

The group did recognise that there are positive obligations from
policies (NA & Bl), as well as Code of Ethics, and if integrity is
impacted by membership, would people remove themselves
already?

Overall, the committee felt transparency was key, but
implementation and what happens next were important too. The
Committee recommended that people must declare any conflict of
interest. Those within the force are to be advised to declare
membership of Freemasonry and similar groups, with consideration
for perceptions if not declared and there were issues, rather than
mandating membership be declared.






EAs —two groups discussed this and held completely opposing
opinions. One group felt entirely comfortable that the force ask
officers and staff to declare membership to Freemasonry and
similar groups. The main reason behind that would be to address
and issues of public perception and in the interest of transparency.
The other group felt there was sufficient positive obligation from
other areas, such as Code of Ethics and policy, that a person would
already declare any conflict of interest or issue.

This group felt the requirement would represent too much of a Big
Brotherimpact on people’s lives and not be proportionate to any
potential issue. The group also queried if Freemasonry was a factor
in policing at all.

19.

Should police THRIVE calls that RCRP would deem
not appropriate for police involvement.

Ethics and Standards Board

Independent Ethics
Committee

IEC — the Committee certainly saw merit in the suggestion of
dispensing with THRIVE when appropriate, even suggesting that a
THRIVE for sake of it may be counter-productive in certain cases.
However, the Committee also felt that they needed to see more of
the RCRP toolkit and THRIVE before they could give further
support. As such, this will be revisited.

E&S the group supported the approach, agreeing that on occasion
where police were not to be involved, not applying THRIVE was the
correct and even ethical approach to take. This will require training,
assurances of correct decision making, and professional judgment,
but support is provided to the initiative and has been fed back to the
RCRP implementation team.
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Independent Ethics Committee feedback 13 June 2023

Following the IEC meeting 13th June 2023, the committee’s views and recommendations on the
matters discussed are documented, along with any feedback from the force resulting from the 1EC’s
guidance.

Full minutes are created and held with the OPCC on their website, some direct points are recorded
here.

IEC feedback to Cleveland Police

Ethical Dilemma - Kitting out home office

Various points were raised, including differentiating required to WFH, and allowed to WFH. A
sentiment was also that if a person requires equipment, the default position would be they are
provided it. Each case will be different, and there will be times when providing equipment for a home
office is appropriate, times when it is not.

The discussion covered matters such as whether there would be capacity if all people did come tothe
office to work, whether some form of WFH is the new norm, and whether WFH contributes towards
aneco-friendly organisation. There are relevant laws regards this, such as the Equality Act, and actions
must be in line with them.

Additionally, having an effective assessment would contribute towards an informed decision, and
appropriately written contracts / policy would help remove any uncertainty.

Summary — As a principle, when a person is required to WFH, there should be no barriers to providing
equipment. When the person is allowed to WFH, only essentialitems should be provided at home —
although what is essential will differ in each case.

Ethical Dilemma — CBD in policing
The committee discussed this matter and raised manner great point, including:
Viewpoints raised —
- If a person took CBD and that triggered a failed drugs test, would that potentially indicate
driving whilst impaired?
- The fact that over-the-counter CBD from reputable sources has still been shown to have an
excessive, and illegal, amount of THC in as much as 50% of cases
- Most GPS cannot prescribe CBD, so a specialist referral would be required
- Would genuine cannabis use be hidden by CBD usage?
- Would an officer using CBD have a bias leading to not dealing with cannabis as robustly as
they should?
- Afeeling that although anything that can be done to assist a person should be accommodated,
CBD is an untested and potentially harmful area.





If a person was to use CBD, pre-declarationis vital. Additionally, should a person declare CBD usage,
a meeting with Wellbeing should occur to explore this, ensure the appropriate steps are followed, and
explore other avenues if appropriate.

The aspect of how much the organisation can intrude not an officer / staff member’s life was touched
upon. The Committee felt that given the power held by officers, a high degree of responsibility and
sacrifice is reasonable — although this will have its limits.

Summary —

Overall, the Committee felt the area of CBD is lacking in terms of research and facts. The current stance
of the force — that the use of CBD is discouraged, is seen as appropriate, although reasons for the
contrary can be seen.

Ethical Dilemma — EDI & Networks

There was a good discussion, with contrasting views at times. The importance of Networks was
discussed, anyinvestment in Networks pays dividends. Networks enhance support and wellbeing, they
allow knowledge to be shared, and they go far beyond their remit.

It was generally agreedthat having representation in some form from senior leadership in a network
is beneficial — this should be to ensure all networks can communicate their needs. If senior leaders
have an affinity to a network naturally, that is best. However, the idea of forcing senior leaders onto
networks is not seen as appropriate — if necessary, a senior leader can act as sponsor.

Regardless of role, a Network should collectively make its own decisions, they know their needs better
than anyone.

As for whether members of the EDI team should play lead roles in a Networkthe Committee felt the
potential for conflict of interest was too high. The fact theyare subject matter experts was voiced, but
the risk of bias and other influences was a risk.

Summary — Networks should have a Senior Leader affiliated in some form; however this should be in
a suitable role and not overly influential. Equality between the networks should not be manufactured
but is important in terms of having an appropriate voice.

Other matters

The committee discussedthe Youth Ethics Panel and were keen to see linkage. It was agreed that all
members should have opportunity to voice their opinion before a decision is made, but that those
present support a member of the IEC to attend future Youth Ethics Panel meetings.

Feedback to the IEC from Cleveland Police

The organisation is extremely grateful for the views, recommendations, and feedback from the IEC.
Regarding the ethical dilemma about the provision for equipment at home and / or work, the thoughts
of the group have been fed into the ongoing work to provide principles and decisions which will be
utilised in the relevant procurement and wellbeing.

Regarding CBD, the thought of the committee has been fed back to the Counter Corruption Unit who
manage drug and alcohol testing, as well informing decisions made around the permission and
management of CBD within the force.

The thoughts of the committee have been fed back to the EDI Team who manage the Networks and
will help guide their ongoing work in support of the Networks.





Appendix 4 — ethical opening to meetings on agenda

“I would take this opportunity, at the start of this meeting to remind everyone that the Code
of Ethics and NDM are at the heart of our actions and key to our decision making. The contents
and influence of the Code of Ethics underpins any actions we take.

This is mentioned now, at the beginning of the meeting, so we can keep ethical considerations
in mind through every stage of the meeting. The Code will allow opportunity to reflect on our

actions and will support our decision making.

This may be particularly pertinent in agenda item ***** where we will discuss XYZ".





Appendix 5 — example of an inspiring story

INSPIRING

Operational Ethics STORIES

Inspiring support when most
needed

Introduction
This is a piece that continues the regular feature of introducing an inspiring story where a
person, team or group display admirable character, bravery or virtues.

The story will be linked to our very own Policing Principles from the Code of Ethics, and
lessons to takeaway will be highlighted.

Glastonbury 2023
During the 2023 Glastonbury Festival, renowned music artist Lewis Capaldi was performing
but began to struggle when his Tourette’s syndrome took hold.

Lewis has publicly discussed his Tourette’s and fans knew it can affect him at any time, so
when he told the crowd he was struggling and asked they sing along, the crowd did not let
him down.

When he reached his final song Someone You Love, with his voice was all but gone,
thousands sang the song in unison and support. Clearly over-whelmed, Lewis bravely
battled on and the crowd helped make a moment that will last long in the memory of those
in attendance or viewing from home.

The clip can be found here
Related Policing Principles
Honesty Integrity Leadership Openness Respect

Lessons to takeaway
A truly magnificent and emotional moment.

Lewis had been honest and open about his mental health and when someone is most in
need of support, the response they get then is what matters most.

The crowd at Glastonbury can be proud of how they helped Lewis that day.

Faith in humanity fully restored



https://www.facebook.com/bbcradio1/videos/we-love-you-lewis-capaldi-glastonbury-2023/158711087213344/
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CLEVELAND

)" POLICE

Report of the Chief Constable to the Chair and
Members of the Audit Committee

12th December 2023
Presenting Officer: Louise Solomon, Head of Corporate Services
Status: For Information

Update report on Areas for Improvement identified by His Majesty’s Inspectorate of
Constabulary and Fire and Rescue Service (HMICFRS)

1. Purpose

1.1 The purpose of this report is to provide an update on the Force’s current position in
relation to outstanding areas for improvement and recommendations made by His
Majesty’s Inspectorate of Constabulary and Fire and Rescue Service (HMICFRS) and
provide assurance that the Force has appropriate governance and scrutiny
arrangements to ensure that the required improvements are made and embedded.

2, Background

2.1 HMICFRS independently assesses and reports on the effectiveness and efficiency of
police forces in the public interest. This is primarily achieved through local PEEL
assessments and national thematic inspections. The PEEL inspection programme
provides an assessment of the effectiveness, efficiency and legitimacy of all police
forces in England and Wales and provides graded judgements across a range of
policing areas. It identifies where forces need to improve and helps the public
understand how well their force is performing.

2.2 If HMICFRS identifies an aspect of a force’s practice, policy or performance that falls
short of the expected standard, it will be reported as one or more area(s) for
improvement (AFI). AFls are not accompanied by a recommendation.

2.3 Identification of a serious or critical shortcoming in a force’s practice, policy or
performance, will be reported as a cause of concern. A cause of concern will always
be accompanied by one or more recommendations.

2.4  HMICFRS continuously monitors the performance of all police forces in England and
Wales and the monitoring process consists of two stages: Scan and Engage. All
police forces are in routine monitoring under the Scan stage by default but may be
escalated to enhanced monitoring under the Engage stage if they are not effectively
addressing the inspectorate’s concerns.

2.5 Cleveland Police was moved into the Engage phase of monitoring in 2019 following
an inadequate grading across all three areas of the force’s Integrated PEEL
assessment and the receipt of six causes of concern. As a result, progress against
the Force’s improvement plan was subject to quarterly monitoring via the Police and



https://hmicfrs.justiceinspectorates.gov.uk/peel-assessments/

https://hmicfrs.justiceinspectorates.gov.uk/peel-assessments/

https://hmicfrs.justiceinspectorates.gov.uk/about-us/what-we-do/our-approach-to-monitoring-services/



3.1

3.2

3.3

3.4

Performance Oversight Group (PPOG). A further three causes of concern were
issued in August 2021 following an inspection of the Force’s custody arrangements.

2021/22 PEEL Inspection

The Force was last inspected in Autumn 2022 under the new intelligence-led
continuous assessment approach to PEEL. This involved a rolling programme of
evidence collection taking into account information from a wide range of sources
including the Force Management Statement (FMS); findings from thematic
inspections; crime data integrity findings; progress against causes of concern and
areas for improvement; and Force Liaison Lead (FLL) knowledge and insight.

The Force’s PEEL inspection report was published in March 2023 with performance
graded across ten areas of policing. Tackling workforce corruption was graded
following a separate inspection. The Force was assessed as ‘good’ in one area,
‘adequate’ in five areas, ‘requires improvement’ in three areas and ‘inadequate’ in two
areas as shown below.

ou{smnding “ Adequate Inadequate
improvement

Engaging with and treating
Recording data about crime the public with faimess and Investigating crime
respect

Preventing crime and
anti-social behaviour

Protecting vulnerable

e Good use of resources

Responding to the public

Managing offenders and Building, supporting and
suspects protecting the workforce

Disrupting serious
organised crime

Tackling workforce
corruption

HMICFRS made a commitment to review as many of the Force’s outstanding AFls
and recommendations as possible (including non-PEEL items) during their inspection
activity in order to provide a comprehensive position statement of where the Force
stood and the work that still needed to be done. His Majesty’s Chief Inspector of
Constabulary recognised that improvements had been made across a range of areas
and a number of outstanding recommendations and areas for improvement were
closed. However, HMICFRS identified that further changes were still required and 13
new AFls were issued. As such, the Force was retained in the enhanced monitoring
process and two causes of concern remained outstanding. These related to
preventing crime and antisocial behavior; and strategic planning, organisational
management and value for money.

Following positive progress reporting via the PPOG process, HMICFRS revisited the
Force on the 23rd and 24th August 2023, to review progress against the remaining
PEEL causes of concern, during which they interviewed officers and staff from across
the force, observed force meetings, and reviewed a range of documents and data. In
summary they found that the Force had made significant improvements in both areas
and were reassured by the plans in place to continue on this trajectory. Noted
improvements included:

e Close alignment of the Force’s medium-term financial plan and workforce plan,
underpinned by a reinvigorated people strategy
» Significant investment in demand analysis and modelling



https://hmicfrs.justiceinspectorates.gov.uk/glossary/anti-social-behaviour/
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4.1

4.2

4.3

4.4

e Critical analysis of local processes and partnership arrangements by senior
leaders to reduce unnecessary demand.

» Strong evidence of chief officers and senior leaders promoting problem-solving
and evidence-based policing

» Capacity and capability to properly evaluate the effectiveness of problem-solving
activity

» Strong examples of problem-solving plans designed to address non-crime
issues.

As a result, both causes of concern and their associated recommendations were
discharged and the Force was removed from the ‘engage’ phase of monitoring.

Governance and scrutiny arrangements

The Force’s corporate meeting framework was reviewed in Spring 2023 to ensure that
strategic priorities drive all significant activity, and that people, policies and systems
are operating effectively and focused on key service risks. The governance and
scrutiny arrangements associated with HMICFRS activity now fall under the
responsibility of the Deputy Chief Constable led Governance of Audit and Inspection
(GAIN) Board which meets monthly. The GAIN Board provides a single governance
forum to manage all inspection and audit related activity, the terms of reference for
which can be found at Appendix A.

The introduction of the GAIN Board marked a significant shift in the Force’s approach
to HMICFRS activity with a move to be more proactive rather than reactive. Whilst the
Board continues to monitor progress against existing recommendations and areas for
improvement, its’ core focus is on working towards achievement of the standards of
good outlined in the HMICFRS PEEL Assessment Framework (PAF). As such, the
Force has conducted a self-assessment against each of the PAF question areas and
improvement/action plans have been developed to address any gaps. These plans
also include activity to address any recommendations of AFls arising from national
thematic inspections. To ensure appropriate drive and oversight, each PAF question
area has a designated executive lead at Chief Officer Team level and a senior
officer/staff equivalent delivery lead. Progress against the improvement plans is
tracked at the GAIN Board via exception reporting with a ‘deep dive’ into one of the
PAF areas each month on a rotational basis.

To further support the Force’s improvement journey, a new internal monitoring portal
has been introduced. StART, the Strategic Actions and Recommendations Tracker,
is hosted on SharePoint and provides forcewide access to the current status of all
HMICFRS recommendations and areas for improvement (AFls). This includes details
on where the AFI originated from, what action is required, who is responsible at Chief
Officer and delivery lead level and the current delivery confidence level. Information
can also be filtered to provide a customised view.

In addition, to aid the Force’s readiness for future inspection activity, the Force has
developed FIVES, the Force Inspections and Visits Evidence Store. Also hosted on
SharePoint, this provides a central repository of positive evidence against each of the
PAF question areas and a reminder to identify items suitable for inclusion on FIVES is
now a standing agenda item at all corporate meetings. Since its launch in May 2023,
over 200 items have been added.
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The Force continues to adopt a robust process to ensure that any recommendations
and AFls resulting from national inspection activity are promptly considered and
allocated for action. The detailed process flow at Appendix C illustrates the ‘end to
end’ process followed from the Force receiving a notice to improve through to an
action being formally closed by HMICFRS, and shows who is responsible at each
stage. Facilitated plenary sessions are held upon receipt of all new inspection reports
and any identified improvement activity is incorporated into the relevant PAF
improvement plan.

HMICFRS reports published since last update

Vetting Misconduct and Misogyny (November 2022)

National thematic inspection with 29 level 3 recommendations and five level 2 AFls
issued to all forces. Locally aligned to PAF 11 with DCC Fuller as executive lead.
Actions are discussed and updated every two weeks with returns submitted to the
National Police Chiefs’ Council (NPCC). To date 23 of the level 3 recommendations
have been submitted for closure and are awaiting sign off and four AFls s have been
closed. Work is progressing on the remaining actions.

An inspection into how well the police and other agencies use digital forensics in their
investigations (December 2022)

National thematic inspection with three level 2 recommendations issued to all forces.
Locally aligned to PAF 5 with ACC Baker as executive lead. One recommendation
has been identified as complete and work on the remaining two are ongoing.

PEEL 2021/22 - An inspection of the north-east regional response to serious and
organised crime (December 2022)

Local inspection across Cleveland, Durham and Northumbria Police, with one level 3
AFl issued to all three forces (regional response received and local approval to submit
for closure is in train) and two level 3 AFls issued to Cleveland Police. Locally aligned
to PAF 8 with ACC Baker as executive lead. Work to address the local AFls is
ongoing.

An inspection of how well the police tackle serious youth violence (March 2023)

National thematic inspection with two level 2 recommendations issued to all forces.
Locally aligned to PAF 3 with ACC baker as executive lead. Work to address the
recommendations is ongoing.

An inspection of how well the police and National Crime Agency tackle the online sexual
abuse and exploitation of children (April 2023)

National thematic inspection with 11 level 2 recommendations issued to all forces.
Locally aligned PAF 6 with ACC Baker as executive lead. To date two
recommendations have been identified as complete and work to address the
remaining actions is ongoing.
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A report into the effectiveness of vetting and counter-corruption arrangements in
Cleveland Police (June 2023)

Force specific inspection with one multi-part AFI issued relating to vetting. Locally
aligned to PAF 11 with DCC Fuller as executive lead. There is significant overlap
between the different elements of the local AFI and the recommendations issued to all
forces following the national vetting, misconduct and misogyny (VMM) inspection,
many of which have been completed and are awaiting closure. Once all of the
corresponding VMM actions have been signed off by HMICFRS this AFI will be
submitted for closure.

PEEL Spotlight - Police performance: Getting a grip (July 2023)

National thematic inspection with three level 3 recommendations issued to all forces.
Locally aligned to PAF 10 with DCC Fuller as executive lead. Work to address the
recommendations is ongoing and areas of ‘promising/innovative’ practice highlighted
within the inspection report together with ‘expectations’ outlined for forces, have also
been explored to identify any additional improvement opportunities for the Force.

An inspection of how effective police forces are in the deployment of firearms (July

2023)

National thematic inspection with eight level 2 recommendations issued to all forces.
Locally aligned to PAF 4 with ACC Felton as executive lead. Five of the
recommendations have been identified as complete and are currently within the local
sign off process. Work to address the remaining actions is ongoing.

Homicide prevention - An inspection of the police contribution to the prevention of
homicide (August 2023)

National thematic inspection with two level 2 recommendations issued to all forces.
Locally aligned to PAF 5 with ACC Baker as executive lead. Work to address the
recommendations is ongoing along with consideration of the ‘expectations’ highlighted
in the report.

Race and policing: An inspection of race disparity in police criminal justice decision-
making (August 2023)

National thematic inspection with four level 2 recommendations issued to all forces.
Locally aligned to PAF 7 with ACC Baker as executive lead. Work to address the
recommendations is ongoing.

Current position

Since the last update to the Joint Audit Committee, HMICFRS has introduced follow
up activity levels for every recommendation and area for improvement (AFI). The
HMICFRS Monitoring Portal has been changed to record these levels and progress
against them. The new activity levels are as follows:

* Level 1- No recorded follow up required and record closed

* Level 2 - Force is able to close the record when the work is completed, with a
5
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letter uploaded signed by the Chief Constable.

* Level 3 - Force self-certifies that the recommendation is complete, including
uploading a letter signed by the Chief Constable with HMICFRS follow-up/
verification via the next relevant planned inspection.

* Level 4 - No force self-certification. HMICFRS follow-up work conducted via
further bespoke fieldwork, with additional support / inspection when appropriate.
In most cases will be for forces moved to Engage.

The table below provides a breakdown of Force’s current position in relation to ‘live’
improvements required against the new activity levels as the end of October 2023. It
should be noted that owing to timing delays in information being added to, removed
from or updated on the HMICFRS portal, the information held locally may not be a
direct match to that held on the portal. This is an acknowledged issue which is
outside of the Force’s control. Furthermore, the portal does not include
SuperComplaints however these are tracked locally to ensure that the Force has
adequately dealt with any findings.

HMICFRS activity level Local National Total
Cause of Concern 3 0 3
Recommendation Level 1 0 0 0
Recommendation Level 2 0 59 59
Recommendation Level 3 3 34 37
Recommendation Level 4 0 0 0
AFl Level 1 0 0 0
AFI Level 2 6 0 6
AFIl Level 3 17 0 17
AFl Level 4 0 0
SuperComplaints - not on the portal 0 14 14
Total ‘live’ activity 26 107 133

As highlighted above, the Force’s position has improved significantly since the last
update provided to the Joint Audit Committee. Despite the receipt of a high number of
national recommendations issued to all forces (as detailed earlier in the report) the
number of ‘live’ actions has reduced by almost 100 over the past 12 months and of
the 133 current live actions, only 26 are specific to Cleveland Police. This
improvement is further illustrated in the chart below.

November 2022 October 2023

180 closed (18 NOP)
93 new actions issued

220 through multiple : =
outstanding thematig inspecF’:ions 92 in progress (14 NOP)
recommendations .
and areas for ~ |18 Level 2 going through| | 133 live
improvement local closure process
23 Level 3 with
HMICFRS for closure | —






6.4  Work continues to address the ‘live actions’ outlined above under the supervision of
the GAIN Board and the Force is making active use of its ability under the new
HMICFRS activity levels to both locally close Level 2 actions and request the closure
of Level 3 actions where there is clear evidence to demonstrate that the required
improvements have been embedded.

7. 2023/25 PEEL inspection programme

7.1 The PEEL inspection programme for 2023/25 is now underway and the proposed key
dates for Cleveland are shown in the table below.

Date Activity
w/c 61" May 2023 Evidence gathering window opens

PEEL Assessment and Resourcing Meeting
rd
wic 23 September 2024 (PARM) to inform final evidence gathering

t th
21= October 1o 16 Final evidence gathering stage (up to 4 weeks)

November 2024
w/c 18t November 2024 | Final PEEL Assessment Meeting (FPAM)
March 2025 Report publication

7.2  As referenced earlier in the report, work is underway to ensure that the Force is well
prepared in readiness for the next PEEL inspection under the coordination of the
Review and Assurance Team. To date inspection reports have been published for
five forces (Kent, Durham, Merseyside, Suffolk and Dyfed Powys) the findings from
which have been reviewed to identify any lessons learned for Cleveland. This work
will continue as further reports are published.

8. Other planned inspection activity

8.1 In addition to the PEEL continuous assessment process, HMICFRS currently intend to
carry out or complete inspections of the following thematic areas during the remainder
of their planned programme which runs until the end of 2024/25:

e police engagement with women and girls

e police leadership and culture

e recruiting and retaining police officers and staff
¢ investigations

e prosecution team case-building

e child protection

e domestic abuse

e counter-terrorism

e science and technology in the criminal justice system
e disclosure

e meeting the needs of victims

e experience of victims of child sexual abuse.

8.2 Itis unknown at this stage whether Cleveland will be directly involved in any of the
above inspections, however the Force will be subject to any national





9.1

recommendations arising from them.
Conclusion

The Force continues to take a robust approach to tackling the required improvement
activity identified by HMICFRS with significant progress being made. New
governance arrangements are working effectively with regular monitoring and scrutiny
in place, and additional resources have been invested to ensure that the Force is well
prepared in advance of future inspections and has a clear understanding of any gaps
against the required standards. The Force is confident that it can continue to build on
the improvements already made in order to provide the best possible service to the
communities of Cleveland.
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»

‘ CLEVELAND
" POLICE

Governance of Audit and Inspection (GAIN) Board

Purpose

To provide a mechanism through which the Chief Officer lead is assured of:

e the Force’s readiness for HMICFRS and other inspection/audit activity and its response to
areas for improvement arising from such activity

o the Force’s ability to meet the defined quality and standards contained within the
HMICFRS inspection framework

¢ the identification of best practice to enhance the service we provide to our communities

Core activities

To monitor Force activity in relation to existing causes of concern, areas for improvement and
recommendations for change arising from extemal inspection, audit or other regulatory bodies
To oversee the development of practice and procedures that will deliver identified areas for
improvement

To oversee the on-going development of the Force in relation to its effectiveness, efficiency
and legitimacy through PEEL, within a culture of continuous improvement

To provide assurance that products coming out of audit and inspection work are embedded
and being used effectively to drive performance in the organisation

To ensure that the Force is able to demonstrate and evidence the outcome and impact of its
improvement activity at both a tactical and strategic level

To lead and oversee the Force’s approach to HMICFRS inspection planning and preparation
To consider any identified areas of risk and commission further intemal inspection and review
work as necessary

To identify recommendations and areas for improvement which are suitable for local. Closure
(where appropriate) or submission to the HMICFRS to request closure

To review the findings of new reports by HMICFRS and other audit/regulatory bodies and
assign an appropriate lead officerto oversee the development of action plans to deliver the
required improvements

Membership

Members Deputy Chief Constable (Chair)

Assistant Chief Constables

Director of Finance and Assets

Director of People and Development

Chief Superintendents

Head of Corporate Services

Review and Assurance Team Inspector

PQR Review Inspector

HMIC Governance Officer

If members are unable to attend, a suitably briefed deputy should be
nominated who is empowered to make decisions on their behalf.






Monthly

Governance

Agenda compilation

Executive Support

Notes taken by

Executive Support

Document Control

Version Date Status
0.1 May 23 Draft for consideration by the group to reflect rebranding and
revision of the previous Audit and Inspection Board.
1.0 June 23 Approved at GAIN Board meeting on 21.06.23.
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PEEL Assessment Framework (PAF) 2023 - 2025

The following core questions, topic areas and characteristics of good will be assessed.

Topic areas Characteristics of good

1. How good is the force's service for victims of crime?
1 | The force manages incoming calls, assesses| 1. The force answers 999 calls to the standards set out in the National Contact Management Strategy. And only a low
risk and prioritises its response well. number of callers hang up before their 101 calls are answered.
2. The call handler correctly records the details of the call and identifies vulnerability, including repeat callers and
others in the household. They use and correctly record a structured initial triage and complete a risk assessment to
inform the prioritisation to give the call and provide the
most appropriate response to the caller.
3. Call handlers act politely, appropriately, and ethically and use clear, unambiguous language. They give ap propriate
advice on safeguarding and evidence preservation.
2 | The force deploys its resources to respond to| 1. The force responds to calls for service within its published time frames, which are consistent with the prioritisation
victims and incidents in an appropriate given to the call. It changes the prioritisation given to the call only if appropriate.
manner. 2. The force provides an appropriate response. It takes into consideration risk and victim vulnerability, including
information obtained after the initial call (such as information from the public, officers or systems checks).
3 | Theforce's crime recording can be trusted. | 1. The force is effective at recording reported crime.
2. The force’s systems and processes support accurate crime recording.
3. The force’s leaders maintain oversight of the force’s processes for crime recording and strive to make sure that
they meet national standards.
4 | The force carries out a proportionate, 1. All investigative opportunities are considered. And those which are proportionate are carried out in a timely
thorough, and timely investigation into manner.
reported crimes. 2.The force enables victims to access their rights under the Code of Practice for Victims of Crime.
3. The force makes sure that its line managers supervise and review investigations appropriately
5 | The force makes sure that it follows national| 1. When making a decision on an outcome, the force's systems and processes make sure that appropriate
guidance/rules for deciding which outcome | consideration is given to the nature of the crime, the offender, and the victim.
code it assigns to each report.
2. How good is the force at treating the public fairly, appropriately, and respectfully?
1 | The workforce interacts with the public fairly| 1. Officers are effective at communicating and interacting with the public without bias. They consider the needs of
and respectfully. their communities.
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2. The force uses body-worn video in all appropriate use of force and stop and search encounters in line with its
policy and national mandates. Interactions between officers and the public are improved as a result.

The force uses stop and search powers fairly
and respectfully.

1. Forces make appropriate use of stop and search as an investigative tactic and can show that its use is fair and
effective.

2. The force acts upon scrutiny and challenge it receives from an external independent forum to improve officers’ use
of stop and search powers.

Officers’ use of force is fair and appropriate.

1. The force understands how, and with what impact, its officers use force and can show that this is fair and
appropriate.

2. The force acts upon scrutiny and challenge received from an external independent forum to improve how officers
use force.

. How good is the force at preventing and deterring crime, anti-social behaviour (ASB) and vulnerability?

At its core function, the force prioritises the
prevention and deterrence of crime, ASB, ham
and vulnerability.

1. The force uses its own and shared data to identify and prioritise vulnerable people, groups, and locations, repeat
ASB, victims and suspects.

2. Working in partnership, the force uses primary, secondary and tertiary prevention initiatives to deter and tackle
crime and ASB. It also uses these initiatives to reduce harm, vulnerability, offending and repeat demand.

3. The force provides a sustainable neighbourhood policing model that can provide positive long-term solutions to
community problems.

The force uses partnership-orientated
evidence-based problem-solving to reduce
and prevent long-term crime, ASB, harm and
vulnerability.

1. The force understands and demonstrates a long-term commitment to problem-solving and evidence-based
policing. It maximises opportunities to prevent public harm and reduce demand through working with partner
organisations.

2. The force has systems and processes in place to consistently evaluate and share problem-solving.

The force actively seeks views and support
from its communities.

1. The force uses two-way community engagement, showing that it understands, listens and responds to what
matters to its communities.

2. The force uses community engagement to gather information and intelligence to address local, force and national
priorities.

3. The force empowers local people to become involved in local policing activity.

. How good is the force at responding to the public?

The force has effective oversight of its
response to public contact and understands
risk effectively at first point of contact.

1. The force has an effective management structure in place that provides appropriate governance and oversight of
the control room. Senior leaders take an active interest in the control room.

2.The force answers 999 calls to the standards set outin the National Contact Management Strategy. And only a low
number of callers hang up before their 101 calls are answered.

3. The public can contact the force through appropriate, accessible and monitored channels to report a crime.
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4. The force understands and promptly identifies vulnerability at first point of contact. This includes repeat callers and
others in the household.

5.The call handler uses and correctly records a structured initial triage and completes a risk assessment to inform the
prioritisation to give to the call and provide the most appropriate response to the caller.

6. Call handlers provide appropriate advice on safeguarding, evidence preservation and crime prevention.

The force provides an appropriate response to
incidents, including those involving vulnerable
people.

1. The force seeks advice from internal and external experts to inform better decision-making and risk assessments.

2. The force attends incidents quickly enough to secure scenes. Responding officers receive appropriate information
and intelligence to understand the risk and vulnerability posed to themselves and others.

3. The force thoroughly assesses a victim's vulnerability at initial response and makes sure it completes appropriate
risk assessments.

4. The force is effective at managing crime scenes and makes the most of early evidence opportunities.

. How good is the force at investigating crim

e?

The force has effective oversight of
investigations and carries out quality
investigations to get the best results for
victims.

1. The force has an effective management structure in place that provides appropriate governance and oversight of
investigations. Leaders make sure that staff and officers have sufficient skills and capabilities to achieve quality
investigations and the right outcome for the victim.

2. The force consistently carries out thorough investigations, which lead to satisfactory results for victims.

3. The force supervises and reviews investigations effectively and appropriately. The quality of investigations are
improved as a result.

The force secures justice for victims.

1. The force consistently achieves appropriate outcomes for victims, which include bringing offenders to justice.

2. The force achieves good results for victims by pursuing evidence-led investigations when appropriate to do so. It
actively pursues prosecution on behalf of the victim.

The force provides a quality service to victims
of crime.

1. The force maintains victim and witness confidence by enabling victims to access their rights through the Code of
Practice for Victims of Crime/Victims’ Bill.

. How good is the force at protecting vulnera

ble people?

The force understands and effectively
addresses the vulnerabilities it identifies.

1. The force has an effective strategy, pefformance framework and governance structure in relation to all College of
Policing vulnerability strands.

2. The force requests feedback from victims on a regular basis and uses it to enhance and improve its services to
protect vulnerable people.
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The force provides good-quality safeguarding
and support for all vulnerable people.

1. The force applies for and monitors preventative orders/schemes in all applicable cases to safeguard vulnerable
people.

2. The force makes sure that the risk of further and/or increased harm to vulnerable victims is reduced via timely and
appropriate safeguarding activity.

3. Staff involved in multi-agency working arrangements understand their role and have the necessary skills to perform
it. They work to develop risk-reducing actions that safeguard vulnerable people and challenge perpetrators.

7. How good is the force at managing offenders and suspects?

1 | The force is effective at apprehending and | 1. Senior leads are held to accountfor apprehending outstanding suspects and wanted persons. The force has
managing suspects and offenders and uses| processes in place to monitor performance.
appropriate safeguarding tools to protect the
pﬂglicpfrom harngq. 9 P 2. Supervisors monitor use of pre-charge bail to make sure its safeguarding benefits are considered and that it is
used in all appropriate cases.
3. The force monitors its use of released under investigation or subject to voluntary attendance to make sure they are
timely and appropriate. Use shows consideration of the impact on victim safeguarding.
2 | The force effectively manages the risk posed| 1. The force uses nationally recognised risk assessment tools and follows best practice guidance for accurate and
to the public by registered sex offenders. | adequate management of registered sex offenders. It has monitoring processes that make sure risk is managed in a
timely manner.
2. The force complies with Authorised Professional Practice (APP) when managing registered sex offenders,
including those reactively managed. If it deviates from APP, it can assure itself that no risk is posed to the public.
3. The force routinely considers preventive or ancillary orders. It monitors any breaches and takes action as a result.
3 | The force effectively manages the risk posed| 1. The force manages images of online child abuse in line with nationally recognised risk assessment timescales. It

by online child abuse offenders.

considers a range of risk factors when taking timely enforcement action.

2. The force uses specialist software to identify, in a proactive and timely way, the sharing of indecent images of
children.

3. The force makes sure that timely and appropriate safeguarding is in place for both potential victims and suspects.

4. The force has effective digital triage capabilities to support timely and quality investigations.

5. The force continually risk assesses any backlogs in referrals and those cases awaiting enforcement action.

8. How good is the force at disrupting serious and organised crime?

1

The force makes good use of all available
intelligence to identify, understand and
prioritise serious and organised crime (SOC)
and inform effective decision making.

1. Strategic analysis directs and prioritises SOC intelligence collection.

2. The force assesses threat, harm, risk and vulnerability to inform an operational response that reduces the effects
of SOC.
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The force has the right systems, processes,
people and skills to tackle SOC and keep the
public safe.

1. Effective strategic management and planning meet SOC demand.

2. The force effectively manages and co-ordinates its response to serious and organised crime threats.

3. The force aims to continually improve and develop how it responds to SOC threats.

Disruptive activity reduces the threat from
SOC (Pursue).

1. The force maximises disruption of serious and organised crime by considering a range of overt and covert tactics;
this includes using the powers of partner agencies to frustrate organised criminals.

The force prevents people from engaging or
re-engaging in organised crime (Prevent).

1. The force has a consistent and structured approach to identifying those people at risk of being drawn into SOC or
whose offending is likely to intensify and become more serious.

2. The force works with public and private sector partners to effectively deliver prevent initiatives and diversionary
schemes.

3. SOC offender management prevents those people in the criminal justice system from continuing to offend.

Communities, organisations and individuals
are resistant and resilient to the impact from
serious and organised crime (Protect and
Prepare).

1. Police and partner agencies reduce risk and vulnerability in local communities.

. How good is the force at building, developi

ng, and looking after its workforce and encouraging an ethical, lawful and inclusive workplace?

The force understands the main factors that
influence its workforce’s well-being, and takes
effective action to address any related
problems.

1. The force clearly understands what factors have positive and negative effects on its workforce’s well-being, as well
as any related stress, in all areas of business. It uses this understanding to inform resourcing decisions, and aims to
strike a balance between operational needs and looking after its people.

2. The force is taking effective action to address any well-being challenges it has identified. It provides a good range
of preventative and supportive measures, including enhanced support to those in high- risk roles or those
experiencing potentially traumatic incidents.

3. The force’s occupational health service provides support and interventions that improve officer and staff well-being.

The force effectively supports its new recruits,
encouraging them to remain.

1. The force understands the specific challenges faced by new recruits. It makes sure that their well-being and
development needs are prioritised and monitored by effective and supportive supervisors and tutors.

2. The force promotes equality, diversity and inclusion. It makes new recruits feel welcome and included and helps
supervisors to foster an ethical and inclusive working environment.

3. The force is making good efforts to retain new recruits, with specific consideration given to understanding and
overcoming the challenges faced by those from diverse backgrounds.

The force is effectively developing its
workforce and first-line leaders.

1. The force effectively equips, develops and supports its first-line leaders to meet leadership standards, exemplify
the behaviours expected of them and effectively support both teams and individuals.

2. The force uses effective individual performance appraisals and continuing professional development processes to

understand, monitor and prioritise the development needs of its workforce.
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3. The force creates opportunities for officers and staff from under- represented groups to develop and progress and
provides support when appropriate.

10. How good is the force at planning and managing its organisation efficiently, making sure it achieves value for money both now and in the future?
1 | The force has an effective strategic planning| 1. The force has effective governance and performance management processes that reflect its communities’ needs
and performance management framework and| and local and national priorities.
makes sure it addresses what is important - - - — ;
both locally and nationally. 2. The force uses relevant analysis and data to make sure it operates effectively and efficiently. The force’s
performance objectives are aligned to its strategy.
3. Force management statements and performance objectives are supported by plans on how the force will achieve
the goals it has set.
2 | The force’s leaders are visible and effective| 1. The force has assessed the capacity and capability of leadership at all levels. It has plans in place to address
identified gaps in leadership.
2. The force understands how senior and general leadership is perceived and understood throughout the workforce
at all levels. It is taking action to improve standards of leadership.
3. Leaders throughout the force have a clear understanding of what is expected of them and are acting on those
expectations.
3 | The force is effective at managing demand| 1. The force’s operating model and workforce helps it to respond to priorities and current and future demand.
and can demonstrate it has the
right resources and partnerships in place to| 2. The force’s has effective systems in place that make sure crimes are allocated to appropriately skilled staff and
meet future needs. units.
4 | The force provides value for money and can| 1. The force makes the most of the productivity of its resources and assets.
demonstrate continuous improvement,
efficiency savings and improved productivity.| 2. The force continuesto improve productivity through digital, data and technology solutions, including mobile
working.
3. The force can clearly demonstrate why it is or isn't collaborating with other bodies, when appropriate. It uses
effective programme management techniques throughout any collaborative activity.
5 | The force makes the best use of the finance it| 1. The force has enough resource to make sure it can follow its priorities.

has available, and its plans are both ambitious

and sustainable.

2. The force's financial plans are affordable and sustainable. They will support it to continue to meet future demands.
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11. Counter-corruption units and vetting

1

Proactive and disruptive action taken by the
force and effective vetting management
reduce the threat and risk posed by police
corruption.

1. The force manages the vetting of its workforce effectively.

2. The force has IT monitoring software that operates across all its IT systems.

3. The force’s counter-corruption units understand and act successfully on the threat and risk posed by police
corruption.
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HMICFRS Process Flow

HMICFRS process

November 2022
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