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INTRODUCTION 

1 This Annual Report for the financial year 2016-17 has been provided in the 
format recommended by the Health & Safety Executive (HSE) covering the key 
management areas specified within the revised 2013 publication HSG65 ‘Successful 
Health & Safety Management’ (Appendix A). It is intended to document progress 
made in the continuous improvement of Thames Valley Police (TVP) policies and 
procedures for the effective management of health and safety. 

2 The Joint Independent Audit Committee (JIAC) has within its Terms of 

Reference (ToR) the following entry for which this report provides cover:  

“Health and Safety satisfy itself on behalf of the PCC and the Chief Constable that an 

adequate and effective policy and practice framework is in place to discharge legal 

duties in relation to health and safety. In particular, having regard to the safety, health 

and welfare of police officers and police staff, people in the care and custody of 

Thames Valley Police and all members of the public on police premises or property”. 

3 Further the JIAC also expressed the following in the minutes of their review of 

the 2015-2016 report for which this report provides cover. 

“Members commented that in many of the statistics reported the changes could be 

viewed as within statistical errors especially if the figures were normalized to the 

decreasing staff numbers over the periods reported. It would be informative to 

compare our performance against other forces. They highlighted the Force Health 

Wellbeing and Safety Policy’s commitment that the Chief Constable’s Management 

Team, in partnership with the Police and Crime Commissioner, will promote the 

continual improvement of TVPs health and safety management system. The Head of 

Health and Safety and Environment stated that relative performance data will be 

made available in the future Health and Safety Annual Reports, Thames Valley 

Police contribute Quarterly to the National statistics compiled by Association of Police 

Health and Safety Advisors.” 

“Members expressed their wish to see activities relating to the continual improvement 

commitment in the Force Health Wellbeing and Safety Policy Statement.” 

 

PLAN  

4 The Chief Constable of TVP and the Police & Crime Commissioner (PCC) 

have jointly signed the Policy Statements for Health and Safety. They have jointly 

committed themselves and TVP / Office of the PCC to reasonably practicable 

compliance with the requirements of the Health and Safety at Work Act 1974, Police 

Health and Safety Act 1997, and all relevant statutory provisions. 

5 In TVP, the Chief Officer responsible person for Health and Safety is Dr 

Steven Chase OBE, Director of People. TVP’s Health, Safety & Environment (HS&E) 
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Department forms part of People Services and provides interpretation of new and 

existing legislation, assessment of any impact upon policing and the development of 

policy and procedures to ensure compliance. Four HS&E Coordinators provide local 

advice and practical support on a shared service approach to LPA/OCU and 

Departments. They are line managed by the HS&E Officer who, along with the HS&E 

Auditor, report to Philip Paling, Head of HS&E.  He in turn, reports via Superintendent 

Mark Johns Head of People Services to DR Steven Chase, Director or People. The 

main function of these posts is to act as the competent persons in relation to local 

HS&E issues. 

6 Opportunity is being sought where possible to align reporting, Health and 

Safety meeting structures, policies and procedures with our colleagues in Hampshire 

Constabulary and further work is being undertaken to provide a new Accident 

Management System which will operate jointly with Surrey and Sussex 

Constabularies.  

7 Force Policy 

TVP policies dealing directly with aspects of health and safety management, all of 

which are subject to Equality Impact Assessment (EIA), have been approved. The 

Health and Safety Policy has been extended to a “Health, Wellbeing and Safety” 

Policy (Appendix B) in order to align the Force Health and Safety function with the 

Force Commitment and Force Delivery Plan. Commitment statement “We will 

continue to invest in our people, including their capability, health, safety and 

wellbeing, so that they are able to meet the challenges of policing now and in the 

future.” 

8 Health & Safety Manuals 

The TVP Health and Safety Manual, providing the overall strategy for effective health 

and safety management, is reviewed and updated as required, with approval of 

amendments during the reporting period by the TVP Health Safety & Environment 

Committee (FoHSEC).  Access is available to all via the Staff Portal. 

9 FoHSEC 

During the reporting period TVP safety performance has been monitored by report to 

the FoHSEC of incident statistics, inspection of buildings and other key activities. 

Engagement with Operations Department / JOU Departments, Development / 

amendment of risk assessments and proactive reporting of near miss incidents by 

staff are indicators of a positive safety culture. 

Opportunity has been sought to align the FoHSEC meeting and reporting structure 

with Hampshire Constabulary; an amended structure has been written and put 

forward to Dr Steven Chase for approval at the May 2017 FoHSEC. With minor 

amendments, approval was given which will provide for a new “Health Safety 

Environment and Wellbeing” Board to replace the existing FoHSEC meeting from 

June 2017. The new Board will be given a wider remit with the inclusion of Wellbeing. 
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The TOR for this Board are included in Appendix C. 

10 Health and Safety Strategy 

In order to demonstrate a plan of activities relating to the continual improvement 

commitment a Thames Valley Police Health and Safety Strategy 2017 -2020 has 

been drafted (Appendix D). Endorsement is sought from CCMT via the approval of 

this report. 

11 Fire Risk Assessment and Risk Management 

The HS&E Department and Property Services have ensured all TVP and landlord 

premises have a current Fire Risk Assessment (FRA) and continue to monitor the 

electronic fire management system to ensure both corrective and routine tasks are 

completed. There is a rolling program to complete Fire Risk Assessments – these are 

carried out both by an external consultant (RPS) and internally as a joint exercise by 

the HS&E Coordinators and Property Services staff. 

The estate is reviewed regularly by an external consultant for FRA’s and FRA 

Reviews – the remainder of the estate by TVP HS&E Coordinators Property Services 

Staff. 

The split between external consultant and internal assessment is based on level of 
risk and complexity of the individual sites. This split has been reviewed during the 
period of this report, with the result that an increased number of FRA’s will now be 
completed internally, giving a cost saving to the Force. 

All associated tasks and actions are monitored via an electronic file management 

system (BHI) and regular meetings held with external consultant (RPS), the Facilities 

Support Service Manager and the HS&E Officer to review compliance. 

12 Legionella and Water  

The Water Hygiene Team hold monthly meetings with the Water Hygiene external 

consultant (SMS), these meetings are always attended by the HS&E Officer. All 

meetings are minuted and recorded and the current degree of compliance is 

assessed against Section 23 of the Force Health and Safety Manual, with any 

necessary adjustments actioned.  

Hazards identified are reported to the Property Services via an auto email system 

that is in real-time, and any hazards that are deemed of an immediate risk to TVP are 

actioned to mitigate the risk and these actions are reviewed at the monthly meeting. 

A Water Management Audit has been completed this year at three sites: Loddon 

Valley in Berkshire, Amersham in Buckinghamshire and Banbury in Oxfordshire. On 

the basis of the work carried out, in the auditor’s opinion there is HIGH ASSURANCE 

that the system of internal controls that are in place are adequate and effective, and 

are appropriately monitored within the risk areas reviewed. 

A copy of the Audit is included at Appendix E. 
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Further work will be carried out during the coming year to look at updating Section 23 

of the H&S Manual (Water Management). 

13 Asbestos  

Property Services continue to manage Asbestos Containing Materials (ACMs) that 

are known to be present within our estate.  There is a formal contract in place with 

Life Environmental Services Ltd, since April 2014. 

Life Environmental provide a full consultant service which includes: 

 Annual re-inspections of known ACM’s 

 Refurbishment and demolition surveys prior to any projects proceeding when 

the fabric of the buildings may be disturbed. 

 Air testing/monitoring, plus any other ad hoc services. 

All 2016 re-inspections have been completed and the program for the 2017 re-

inspections has commenced and is monitored via the Quarterly Hazard At data 

meetings actions from the reports are reviewed and asbestos removal activities 

relating to project work on TVP sites is recorded. Any issues arising are discussed 

and resolution proposed i.e. manage & re-inspect/ encapsulate/ remove.  Currently 

there are no HIGH risk actions to resolve. 

All information is shared with GVA (Property Services database), including CAD 

electronic drawings. 

With the introduction of the Property Services Computer Aided Facilities 

Management (CAFM) system potentially in 2017, all data/drawings will be migrated to 

this database, opportunity will be sought at that point to further align the 

documentation from previous inspection contacts with current reports. 

An e-learning package is used to facilitate training of TVP Staff. Specialist training is 

being developed for Officers who may come into contact with ACM’s during their 

work. 

14 Control of Substances Hazardous to Health (COSHH)  

The HS&E Department has developed a database of Force COSHH Assessments to 

assist in the local management of substances. An e-learning package has been 

developed to facilitate training of TVP Staff. 

15 Changes to Legislation and Guidance   

During the reporting period there have been no significant changes that require 

amendment of TVP HS&E Policy.  

Changes in sentencing guidelines for Health and Safety offences, Corporate 

Manslaughter and Hygiene offences have been implemented for approaching 12 

months with fines based on the company’s turnover known as the Annual Revenue 

Budget (‘ARB’). There has been a very significant increase in the level of fines with 
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£1m+ becoming the norm for fatalities and significant increases in the number and 

severity of fines approx £160,000 – £350,000 for incidents that caused little or no 

harm to workers – risk based approach to sentencing.  

The impact of this fines structure is resulting in Health and Safety cases attracting a 

higher level of profile in the media. 

Guidance from the Association of Policing and Crime Chief Executives (APAC²E)  

has been issued. This guidance concerns the measures in the Policing and Crime 

Act 2017 enabling Police and Crime Commissioners (PCCs) to take on governance 

of their local fire and rescue service. It describes the process a PCC is required to 

follow by the Act and the areas a PCC may wish to consider when developing and 

consulting on a business case.  

As both an employer and duty holder the Police and Crime Commissioner takes full 
responsibility for the Health and Safety of the police estate where it is in their 
ownership and the people they directly employee, even if that is only the Chief 
Constable.  There are many strategic Health and Safety issues to consider in 
development of the Business Case Governance Options, including ensuring:  
 

 Implementation of a safety management system and management structure, 
supported by appropriate policies and procedures to ensure the management 
of health and safety. 

 Ensuring as a Duty Holder the appropriate process and procedures including 
details of management responsibilities for compliance with specific Health and 
Safety legislation for example management of risks in relation to Fire, 
Asbestos and Legionella.  

 
Mitigation of Liabilities and Risks 
It will be important to ensure that your current and any new organisational structures 
clearly identify those senior managers who will have delegated day-to-day 
managerial responsibilities for health and safety matters. In addition there should be 
a clear health and safety management system detailing how health and safety will be 
managed within the structure. But more importantly determining who the employer 
will be. 
 
Ensuring that Health and Safety Advisers are embedded into strategic decision 
making boards which will be undertaking the design and implementation of any new 
organisational structures. 
 
Ensuring that consultation with Health and Safety representatives is undertaken, to 
meet the legal requirements. 
 
Ensuring that a robust Health and Safety Committee/board structure is implemented 
to agree and set policies in relation to health and safety. 
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16  Clinical Governance   

The combined Thames Valley Police and Hampshire Constabulary Clinical 
Governance Board is chaired by the ACC Operations and is supported by a 
consulting panel of doctors to manage processes used within the collaborating 
organizations, involving medical training, equipment and its use by staff. The main 
stakeholder departments HS&E, First Aid Training, L&PD, and Criminal Justice 
attend the meetings which are held quarterly. 

Topics reviewed have included for example, review of First Aid training, provision 
provided to Detention Officers in Custody Environment. 

Improvements have also been implemented to the additional supply of Automated 
External Defibrillators (AED’s) in Roads Policing vehicles which will provide additional 
resources for the welfare of both officers and members of the public. 

Discussions have been started as to further extension of the existing Board to include 
Surrey and Sussex Forces, which would require suitable legal agreements and 
potentially a delegation of authority to enable the ACC to make decisions for these 
Forces, an alternative of a parallel meeting structure supported by the same Doctors 
is also being considered. 

DO 

17 Risk Assessment 

Risk assessments are carried out at four distinct levels: 

 Force: The library of Force Generic Risk Assessments (GRAs) is maintained and 

reviewed by FoHSEC.  As Departments of TVP move into the JOU, work is being 

carried out to ensure that risk assessments for these areas align between 

Hampshire and TVP.  Further amendments to risk assessments may be made at 

any time in light of new experience and/or changes in procedures. A formal 

review by the HS&E Department and stakeholders is carried out at least once in 

every 3-year period.  

 Local: LPA/OCU Departments are expected to review force risk assessments 

and develop local risk assessments if there are any conditions and hazards 

distinctive to a particular operation / location and/or working practice that require 

additional, fewer or different controls. A process to audit these local risk 

assessments is proposed. 

 Dynamic: Police officers and front-line staff have responsibility to carry out their 

own dynamic risk assessments of incidents as they develop.  Training in dynamic 

risk assessment is included within the National Decision Model (NDM). 

 Strategic Risk: The Force maintains a register of strategic and business 

continuity risks. Where appropriate, HS&E risks will be assessed by FoHSEC 

and brought forward for review by the Governance Unit for potential inclusion on 

the Force Strategic Risk Register. For the reporting period, no HS&E risks are 

included in the strategic register. 
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Risk assessment will identify circumstances in which health surveillance is required 
by specific health and safety regulations, e.g. the Control of Substances Hazardous 
to Health Regulations 2002 (COSHH). Assessments, as required, are carried out by 
the Occupational Health Unit (OHU). 

Specific responsibilities for health and safety are delegated by the Chief Constable to 

managers and supervisors at all levels.  Individuals are also responsible for their own 

safety and must comply and cooperate with safety information, instructions and 

training and make correct use of all personal protective equipment (PPE) provided. 

Within the Force meetings structure, there is adequate provision made for due 

consideration and resolution of health and safety issues.  The FoHSEC, which will be 

replaced by the Health Safety Environment and Wellbeing Board chaired by the 

Director of People, meets quarterly and local committee meetings also provide the 

opportunity for staff to raise and resolve / escalate any issues.  There is appropriate 

representation by respective Staff Associations at these meetings. 

18 Action Plans  

The Thames Valley Police Delivery Plan 2016-17 has been developed showing clear 

targets for policing. The Health Safety and Environmental Department activities for 

2016 aligned with Action 4 of the Thames Valley Police Delivery Plan to “Develop” 

with focus being on 5.3 Continue to prioritize staff wellbeing and provide appropriate 

support to staff, with the focus being on training, GRA and engagement with the 

operational departments of TVP, Hampshire Police.  

19 Training 

A range of health safety and environment training courses is available and easily 

accessible via the Staff Portal. This includes induction, job specific and management 

training through a variety of media (including e-learning, work-book and classroom 

based training). Work is being undertaken to further reduce training abstractions by 

reduction of course lengths and greater use of e-learning. Specific examples include: 

 E-learning courses are being developed and implemented for Legionella 

Awareness and Working at Height. 

 Engagement with management has been improved by the development of 

training for Search Teams, provided by the Health and Safety Department. 

20 Support to Operations 

Health and safety advice and support have been provided for the planning of 

operations such as Royal Ascot, Reading Festival and various training events. 
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CHECK 

There are active and reactive procedures for the monitoring of performance. 

21 Active Monitoring 

Management of the compliance of TVP with legal and other requirements is a core 

function of the Health Safety and Environment Department.  Examples include: 

 Joint workplace safety tours and more detailed inspections of high-risk areas 

such as custody suites are carried out by local managers, HS&E Coordinators 

and Property Services 

 Fire risk assessments of all buildings are reviewed by HS&E Coordinators and 

Facilities Managers on an annual basis. 

 Legionella and water management risk assessment support activities are 

reviewed by HS&E Officer, Property Services, appointed consultant, HS&E 

Coordinators and Facilities Managers. 

 Asbestos management risk assessment support activities are reviewed by HS&E 

Officer and Force Maintenance Manager, Property Services and an appointed 

consultant. 

 Periodic thematic safety inspections are carried out by the HS&E Department.  

An example of this being the continued update of the safety tour documents by 

the HS&E Coordinators to fit with existing incident reporting trends. 

 Internal audits measuring compliance with policy and procedures carried out by 

the HS&E Auditor, HS&E Officer and HS&E Coordinators. The internal Auditor 

has now started in post and will receive further Auditor specific training during 

2017. 

 An on-line training and assessment package known as DSEasy which is sent to 

all new police officers and police staff including volunteers, monitors compliance 

with the DSE Regulations. 

22 Reactive Monitoring 

The following monitoring mechanisms are in place: 

Self-service electronic reporting, investigation and recording of all safety incidents 

(i.e. accidents, assaults, work-related illness and ‘near misses’ - including health and 

safety issues relating to premises) is an important part of our accident reduction 

program.  This system is also used to report environmental incidents.  

23 External Monitoring 

 

  

 During the period of this report there has been reported one Health and Safety 
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Executive (HSE) Prohibition Order on Scaffolders. During project work a sub-

contractor started work on-site at Bracknell prior to the arrival of the main 

contractor and was found on an HSE spot-check to have a non-qualified 

scaffolder working on scaffold erecting, as well as other breaches.  Property 

Services agreed to prevent work starting until the main contractors are on site 

for future projects. 

  

 

EMPLOYEES 

24            Accident statistics  

The below statistics are in relation to safety incidents involving TVP staff and other 

people who may be affected by police activities. Data has been collected from a 

number of sources to give an overall picture of TVP safety performance. 

It is recognised that there is a disparity between the recorded assaults identified 

below and the number of assaults against officers recorded as crimes. The force is 

looking to develop a solution to narrow this gap and improve recording.  

Total Safety Incidents 

The total number of safety incidents has fallen considerably from last year: 

Total Safety Incidents: 2014 = 1435, 2015 = 1433, 2016 = 1319 

  Apr May Jun Jul Aug Sep Oct Nov Dec Jan Feb Mar Total 

FY2014 130 107 126 141 112 129 144 133 74 103 106 130 1435 

FY2015 137 95 95 105 113 137 120 107 129 152 139 104 1433 

FY 

2016 100 105 101 136 100 121 126 114 101  87 123 105 

1319 
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Accidents 

The total number of accidents has also fallen, and seasional variation is observed, in 

line with safety incidents. 

Total Accidents: 2014 = 555, 2015 = 546, 2016 = 481 

  Apr May Jun Jul Aug Sep Oct Nov Dec Jan Feb Mar Total 

FY2014 60  44  57 46 38 50 45 54 21 48 44 48 555 

FY2015 45  41  35 41 44 59 47 47 41 53 50 43 546 

FY2016 39  50  40 45 32 42 47 36 38 31 42 39 481 

 

Assaults 

The total number of assaults has slightly increased in the last reporting year by 6, but 

1 less than in 2014:  

Total Assaults: 2014=274, 2015=267, 2016 = 273 

  Apr May Jun Jul Aug Sep Oct Nov Dec Jan Feb Mar Total 

FY2014 21 20 22 23 25 25 37 25 15 16 16 29 274 

FY2015 24 19 14 15 22 33 26 14 40 24 21 15 267 

FY2016 24 21 22 35 25 22 17 23 26 13 25 20 273 
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Near Misses 

The total number of near misses continues to follow (with seasonal variation) safety 
incidents and accidents and there has been a reduction in the number of near-misses 
over the last year. 
Total Near Misses:  2014 = 510, 2015 = 481, 2016 = 436 

 

Apr May Jun Jul Aug Sep Oct Nov Dec Jan Feb Mar Total 

FY2014 41 37 40 57 41 43 56 44 33 29 40 49 510 

FY2015 58 29 32 40 37 35 42 33 36 53 52 34 481 

FY2016 45 35 19 46 33 38 45 38 27 37 40 33 436 

 

 

Work Related Illnesses 

Work related illnesses have increased over the last reporting year: 

Total Work Related Illnesses:  2014 = 93, 2015 = 91, 2016 = 107 

 

Apr May Jun Jul Aug Sep Oct Nov Dec Jan Feb Mar Total 

FY2014 8 6 7 14 7 11 6 10 5 10 5 4 93 

FY2015 8 4 11 6 6 7 3 10 6 12 9 9 91 

FY2016 9 7 16 7 8 7 12 13 8 4 10 6 107 
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NON-EMPLOYEES 

Total Non-employee incidents 

The total number of non-employee safety incidents shows a 50% decrease 

compared to the last 2 years, and may be due to lack of reporting  

Total Incidents:  2014=50,  2015=52, 2016 = 25 

  Apr May Jun Jul Aug Sep Oct Nov Dec Jan Feb Mar     Total 

FY2014 7 6 4 3 7 3 4 2 6 5 0 3 50 

FY2015 1 5 4 0 4 7 6 4 8 4 6 3 52 

FY2016 3 3 0 1 3 1 6 2 0 0 3 3 25 

 

 

Non-employee Accidents 

The total number of non-employee accidents has fallen substantially this year to 9.     

Total Accidents: 2014=15, 2015=16, 2016 = 9 

  Apr May Jun Jul Aug Sep Oct Nov Dec Jan Feb Mar Total 

FY2014 0 2 2 0 3 2 1 1 2 2 0 0 15 
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FY2015 0 1 1 0 1 1 1 1 5 3 1 1 16 

FY2016 0 1 0 1 2 1 3 0 0 0 1 0 9 

 

Non-employee Assaults 

The total number of non-employee assaults is low and relates to incidents in Custody 

where individuals have assaulted Custody staff whilst being searched or restrained.   

Total Assaults: 2014 = 8, 2015 = 8, 2016 = 4 

  Apr May Jun Jul Aug Sep Oct Nov Dec Jan Feb Mar Total 

FY2014 2 1 2 0 0 0 2 0 0 0 0 1 8 

FY2015 0 2 1 0 0 2 0 0 0 0 2 1 8 

FY2016 1 0 0 0 1 0 0 1 0 0 0 1 4 

 

Non-employee Near Misses 

The total number of non-employee near misses have also decreased considerably 

and relate predominantly to incidents in Custody. 

Total Near Misses:  2014 = 25, 2015 = 27, 2016 = 12 

  Apr May Jun Jul Aug Sep Oct Nov Dec Jan Feb Mar Total 

FY2014 4 2 0 3 4 1 1 1 4 3 0 2 25 

FY2015 1 2 2 0 3 4 5 3 3 1 1 2 27 

FY2016 2 2 0 1 0 0 3 1 0 0 2 1 12 
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CAUSES OF INJURY 

Top 5 Catogries for Police Officers/Staff during 2016/2017 

 Accident  = 489 

 Near Miss = 424 

 Assault = 286 

 Work Related illness = 104 

 Dangerous Occurrence = 16 

 

 

 

RIDDOR 
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 RIDDOR: Reporting of Injuries, Dieseases and Dangerous Occurencies.The 

number of serious (RIDDOR reportable) incidents is (i.e. resulting in specified 

injuries and/or lost time) is 47, with assault 15, followed by slip, trip and fall 11 

and then training injuries 7, forming the main causes. 

 All external reporting to the Health & Safety Executive (HSE) under the 

requirements of RIDDOR should be carried out by the HS&E Department. 

 RIDDOR has specific exclusion of the majority of road traffic incidents and as 

such these incidents do not result in a RIDDOR, and are instead investigated 

by Roads Policing.  

 Accidents are monitored, through presentation of management information at 

FoHSEC by the HS&E Department and at local level by HS&E Coordinators, 

who are responsible for briefing their respective commanders, monitoring 

trends and identifying potential problem areas. 

 Significant safety incidents are subject to a detailed investigation by a member 

of the department concerned supported by Health and Safety. 

 During the period of this report an investigation has been carried out for 

Exercise Monte relating to the injury of two Officers taking part in a Military 

owned exercise programme: a copy of this report was provided to FoHSEC 

and DCC for review. 

 

ACT  

25 This report provides an annual review to senior leaders of HS&E performance 

in TVP. 

CONCLUSION 

26 Thames Valley Police continue to value the contribution that effective health 

and safety management brings to overall staff wellbeing in support of the Force 

Delivery Plan. Adequate resources are applied to ensure that legal compliance is 

maintained for risk assessment and areas of specific risk management.  Highlights 

include: 

 Total safety incidents continue to fall. 

 Total assaults have risen slightly. 

 Work related illness reporting has increased. 

 Total accidents continue to fall. 

 Total near misses continue to fall. 
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 The numbers of RIDDOR reportable injuries continue to be monitored. 

 Statistics are now included for non employees and data is being used to 

reduce incidents where trends have been identified. 

 One Health and Safety Executive non conformity (Prohibition Notice) was 

identified relating to a contractor working on a TVP site. 

 Operation of a Joint TVP and Hampshire Constabulary Clinical Governance 

group is being potentially extended to incorporate Surrey and Sussex forces. 

 A new Health Safety Environment Wellbeing Board has been established. 

Philip Paling CMIOSH, AIEMA      June 2017 

Head of Health Safety & Environment 
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APPENDIX A -  

HEALTH & SAFETY EXECUTIVE MANAGEMENT CHECKLIST 

 

Plan  

 Determine your policy/plan for implementation. Say what you want to achieve, 
who will be responsible for what, how you will achieve your aims, and how you 
will measure your success. 

 Decide how you will measure performance. 

 Consider fire and other emergencies. 

 Plan for changes and identify any specific legal requirements. 

Do  

 Profile risks/organise for health and safety/implement your plan. 

 Profiling your organisation’s health and safety risks. 

 Organising for Health and Safety. 

Check 

 Measuring performance 

Act  

 Consider the review findings and that a report is issued to senior leaders at 
least annually. 
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APPENDIX B 

 

 
 

 

 

 

POLICY STATEMENT  

Health, Wellbeing and Safety  

It is the policy of the Chief Constable and the Police & Crime Commissioner 

to ensure so far as is reasonably practicable the provision and 

maintenance of: - 

 Safe and healthy work activities, the right working environment 

for all Thames Valley Police staff and for anyone else who may 
be affected by our policing, thereby reducing the potential for 
accidents, incidents, impact on individual Health and Wellbeing. 

 

 Such consultation, support, leadership, resources, information, 
instruction, training and supervision needed to achieve this aim. 

We will comply with the requirements of the Health and Safety at Work Act 

1974, the Police Health and Safety Act 1997 and all relevant statutory 

provisions.  The Chief Constable’s Management Team, in partnership with 

the Police & Crime Commissioner, will promote the continual improvement 

of our health and safety management system. 

The allocation of responsibilities for all health and safety matters is set out 

within Force policy Health & Safety Management. Force standards, 

objectives and arrangements under this policy are set out in the Force 

Health & Safety Manual.  LPA/OCU Commanders and Heads of Department 

are responsible for local implementation of procedures described in the 

Manual which may be accessed via the Staff Portal or by following this link: 

H&S Manual.  

As Chief Constable, I expect all staff, volunteers and others working on 

behalf of the Force, to co-operate in the achievement of our objectives 

                             

FRANCIS HABGOOD                                                            ANTHONY STANSFELD 

Chief Constable Police & Crime 

Commissioner 

 Date 14th May 2016                                                   

http://hqcdms/livelink/livelink.exe/open/42363623
http://hqcdms/livelink/livelink.exe?func=edit.edit&nodeid=60324751&readonly=true
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APPENDIX C  

HEALTH & SAFETY ENVIRONMENT AND WELLBEING BOARD TOR  

THAMES VALLEY POLICE 

Force Health, Safety Environment & Wellbeing Board HSE&W Board Terms of 

Reference 

1.0 Objectives 

1.1 Facilitate the development, implementation and review of Force strategy, 
policy and procedure for effective Health Safety Environment and wellbeing 
management taking into account changes in existing legislation and/or new 
legislative and other requirements. 
 

1.2 Demonstrate senior management commitment towards the promotion of a 
positive Health Safety Environment and Wellbeing culture throughout the 
Force. 
 

1.3 Provide a forum for consultation, cooperation and the sharing of Health, Safety 
Environment and wellbeing information between management and staff. 

 
1.4 Monitor and ensure by audit the effectiveness of Force policy, procedures and 

implementation of effective and targeted training for Health, Safety 
Environment and wellbeing management and the level of compliance, thereby 
minimising potential for any breach in legislation. 

 
1.5 Monitor the Force Risk Assessment schedule, escalating risks that 

significantly affect critical business areas or has a severe impact on large 
groups of officer/staff, to the Governance Unit for potential inclusion on the 
Force Strategic Risk Register. 

1.6 Monitor Force safety incident statistics, identify trends and prioritise any 

remedial action required to reduce potential for injury on duty. 

1.7     Ensure all Safety incidents are investigated at an appropriate level in 

accordance with Section 6 of the Force H&S Manual, monitoring the 

implementation of any recommendations and evaluation of outcomes. 

1.8 Provide direction and communicate information in Health, Safety Environment 

and wellbeing matters to all managers and staff 

1.9 Monitor minutes and actions arising from the periodic meetings of HS&E 

Department. 

1.91 Monitor minutes and actions arising from meetings of the Force Environmental 

Management Group. (EMG) 

1.92 Highlight activities of the force relating to wellbeing. 
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2.0 Membership 

2.1 Membership will include the following representation: - 

o Director of People (chair)  
o Head of People Services (deputy chair)  
o Head of Health Safety & Environment  
o Head of Employment and Wellbeing  
o Head of Corporate Communications  
o Force Health Safety Environmental Officer  
o Force Health Safety Environmental Auditor  
o Representative of Office of PCC   
o Representative LPA Commander  
o Representative of Strategic Development and Governance  
o Representative of L&D  
o Facilities & Support Services Manager - Property Services Department  
o Representative Superintendents Association 
o Police Federation Safety Lead  
o Unison  
o Administrator Health Safety & Environment Department (minutes) 

2.2 Other personnel may be invited to attend, as and when required, in order to 

discuss and progress specific issues. 

3.0 Meeting Arrangements 

3.1 The Committee will meet quarterly 

3.2 The Head of Health Safety & Environment will ensure effective arrangements 

are in place for the coordination of meetings, booking of venue and the 

circulation of agenda, backing papers and minutes. 

3.3 Standing agenda items must include: - 

o Attendance 
o Apologies 
o Minutes of previous meeting 
o Matters arising 
o Standing Items 
o New items 
o Accident/injury statistics  
o Wellbeing initiatives 
o Staff association matters 
o Any other business (AOB) 
o Date, time and location of next meeting 

DR Steven Chase Director of People Services 8th June 2017 
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APPENDIX D  

TVP HEALTH AND SAFETY STRATAGY 2017-2020  

 

Thames Valley Police  (TVP) Health and Safety Strategy 2017/2020 
 
 
1.0  Introduction 
 
1.1 The Corporate Health and Safety Plan establishes strategic targets to support the 

Chief Constables/Police and Crime Commissioners Health and Safety Policy, 
Policing and Wellbeing Plans. The Corporate Health and Safety Plan has been 
developed for 2017-2020 with the aim of ensuring the continuous improvement 
of health and safety management, which can be measured against agreed 
standards set out in procedures and risk assessments. 

 
2.0 Key Aim 
 
2.1 The key aim is to provide and maintain a Health and Safety culture where the 

opportunities for accidents and ill health are minimised helping to reduce costs, 
sickness absence, improving workforce wellbeing and minimising the risk of 
litigation. As well as meet the requirements of the NPCC Bench Marking Paper 
on health and safety, which looks to integrate the management of health and 
safety within the general management of policing. Changing attitudes to Health 
and Safety to ensure good Health and Safety management is embedded within 
force management cultures.  

 
2.2 To achieve this aim the following objectives have been developed: 
 
o To assist managers, staff and officers by providing Health and Safety policies and 

guidance that provide clear support and direction to achieve best practice and 
legal compliance as a minimum standard. Ensuring a cost effectiveness and non-
bureaucratic systems. 

 
o To ensure that all levels of management, Staff and Officers are sufficiently 

competent to discharge their duties in relation to Health and Safety through 
training. 

 
o To facilitate the integration of health and safety considerations into the TVP/Police 

and Crime Commissioners decision making processes. To ensure that resources 
are appropriately and effectively allocated by all levels of management. 

 
o To monitor and evaluate the Health and Safety performance, motivating 

management to take effective measures to reduce health and safety losses and 
improve performance. 

 
o To undertake regular Health and Safety audits of the Force 

 

o For Force risk assessments and safety procedures to be reviewed and updated 
along with auditing departmental and operational risk assessments for 
compliance. 
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o Health and Safety Training courses to reflect changes in the Health and Safety 
Management system and policing.  

 
o For the Health and Safety Department to be embedded in Force Boards including 

change management and working groups. 
 

o To ensure a consistent Health and Safety standards and culture is developed 
within the JOU and Contact Management with our partner Force Hampshire 
Constabulary.  

   

3.0 Definition of Health and Safety 
 
3.1 Health and Safety is organised efforts and procedures for identifying hazards 

within the working environment to reduce accidents, ill health and exposure to 
harmful situations. A hazard being something that has the potential to cause 
harm. Health and safety is intrinsically linked with the wellbeing of officers and 
staff within the organisation and is fundamental to good business performance. 

 
4.0 Benefits of Good Health and Safety Management 
 
4.1 The Forces main resource is its staff, without them it would not be able to 

operate. Therefore when staff are off sick or injured the effectiveness of the 
Force is reduced. It is recognised that good Health and Safety management is 
good for business, in that it reduces accidents, injuries ill health and damage to 
equipment and improves wellbeing. This in turn reduces costs to the 
organisation, reduces days lost due to ill health absence ensuring reduced loss 
of resources.  

 
5.0 Monitoring and Review of the Health and Safety Plan 
 
4.1 The plan will be monitored through the Force Strategic Health Safety 

Environment and Wellbeing Board and reviewed on an annual basis, to ensure it 
is fit for purpose. 

 
6.0   Delivering the Health and Safety Strategy 
 
6.1   Critical to achieving the strategies aims is the engagement of managers  
        at all levels within the Force including those within the JOU 
 
7.0   Promotion Communication and Engagement 
 
7.1   Promotion of health and safety should not been seen as the sole  
        responsibility of the Force Corporate Health and Safety Department, it should 
        be promoted by all managers and safety representatives as the key 
        stakeholders being driven from the top of the organisation downwards 
        and includes the Office of the Police and Crime Commissioner. 
 
7.2   Officers and staff also have a key role to play, ensuring accidents and  
        near misses are reported, damaged or unsafe equipment and building  

faults reported. There should be a clear vision that health and safety is every 
bodies responsibility. 

 
7.3   Each health and safety committee across the Force is responsible for 
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        communicating the health and safety strategy, ensure managers are  
        reporting to the board on their local safety action plan and it 
        progress.    
 
8.0   Measuring Progress and Performance   
    
8.1   The Strategy will be monitored through the Strategic Health Safety and 
         Wellbeing Board on a quarterly basis. 
  
8.2    The accidents will be monitored for trends and whether the strategy is  
          reducing accidents, injuries and ill health. Local Health and Safety  
          Committees will be required to monitor managers to ensure they have  
          Completed their accident investigations. 
 
8.3   This strategy will be reviewed annually to ensure it is relevant. 
  
 
 
 

APPENDIX E  

HEALTH & SAFETY WATER MANAGEMENT AUDIT 

 

Water Management 

Audit Report (V1).pdf
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         AGENDA ITEM 8 
 

EQUALITY, DIVERSITY AND INCLUSION PCC ANNUAL REPORT 2016-17 
 

1. INTRODUCTION 
 

1.1 I am pleased to present this annual report outlining our commitment to equality, 
diversity and inclusion by showcasing the achievements from the past 12 months 
as well as planned activity for the 2017-18. 

 
2. PURPOSE 
 

2.1     The report covers the following key areas:  
 

 Strategic governance 

 Providing a policing service to diverse communities 

 Recruitment and Attraction 

 Retention and Progression 

 Community Recruitment Engagement 

 Wellbeing 

 Other Equality and Diversity activity 

 Future plans 

  
3. STRATEGIC GOVERNANCE 

 
3.1 Our Equality and Diversity Board, chaired by the Chief Constable, takes place 

on a quarterly basis to meet and review current equality and diversity priorities 
as well as look at regional and national issues to ensure we are better sighted 
on and what we, as a force, need to do to, take any action and respond. The draft 
Terms of Reference for the Equality and Diversity Board are at Appendix A. 

 
3.2 Whilst the Chief Constable retains overall responsibility for equality and diversity, 

responsibility for external facing equality and diversity issues rests with the 
Assistant Chief Constable Neighbourhood Policing and Partnerships and 
responsibility for internal facing  equality and diversity issues with the Director of 
People.  

 
3.3 The Chief Constable spoke at the 2017 Senior Leaders’ Forum about increasing 

representation in the force in order to reflect our communities and encouraged 
everyone to consider ideas to promote this.  Ideas collated from the wider force 
are currently being collated and will be included in the ‘6 Point Roadmap’ further 
detail in paragraph 8.1 below. 

 
4. PROVIDING A POLICING SERVICE TO DIVERSE COMMUNITIES  

 
4.1 Improving TVP’s response to Mental Health.  There is now a mental health 

triage partnership in each County within the force area as a result of the success 
of the 2014 pilot.  These teams provide a prompt response to vulnerable people 
at the time of the crisis and assist in improving officer knowledge about managing 
mental health issues.  There are strong partnerships at strategic and operational 
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level with health and social care services engaging with mental health crisis care 
concordat activity.  We have a generic mental health joint working protocol which 
is “signed up to” by all the relevant agencies with police. We continue to see a 
decrease in the use of custody as a place of safety following detention by police 
under the Mental Health Act. We have worked with our partners to ensure their 
understanding of the implications of the forthcoming changes to Mental Health 
legislation following introduction of the Policing and Crime Act 2017.  Within our 
custody suites there is access to liaison and diversion mental health workers who 
support vulnerable detainees.  Internally we have adopted the Blue Light 
Programme which provides training to staff on mental health resilience and sees 
them provide blue light champion support to their colleagues.  The aim of this is 
to try and identify signs of mental ill health in our colleagues at an early stage 
and thus support development of coping strategies and referrals at an early 
stage. 

 
4.2 Appropriate and Effective Use of Stop and Search. Stop and Search 

continues to be monitored by way of quarterly Organisational Review meetings 
chaired by ACC LP and the scrutiny of the Stop and Search Independent 
Advisory Group. The numbers of searches carried out continues to reduce – 
mirroring the national trend this year 23 per day compared to 33 per day 2 
years ago. The outcome rate – the rate of deemed success of the stop and 
search - has steadily increased currently sitting at 26% suggesting that 
although fewer in number the searches are more intelligence led.  Drugs 
continue to account for the majority, 62%, of the searches with the outcome 
rate here being 29%. In April 17 the results of an HMIC inspection of 200 
random paper reports of stop searches resulted in only 6 having written 
grounds which HMIC considered of insufficient standard. This 97% success 
rate is amongst the highest in the country. Much of the issues with the 6 was a 
lack of sufficient recording the grounds rather than the lack of reasonable 
grounds. The introduction in May 2017 of the Stop and Search app on the 
smart phone enables officers to record more data regarding their grounds than 
the very small section on the written form. The app also geo locates the stop 
search and provides safeguarding prompts for searches of those under the age 
of 18 and for searches that require the removal of more than the outer coat 
jacket or gloves.  The HMIC inspection also highlighted that none of the 200 
inspected had ‘smell of cannabis alone’ as grounds for a search. This therefore 
showing 100% compliance with College of Policing guidance over the matter.  

 
4.3 Recognising recording and responding to Hate Crime. Initially after the Brexit 

vote hate crime rose with intolerance of faith and race high.  Since then the 
numbers reduced to pre referendum levels. The General Election has again 
sparked the debate over immigration issues and the 3 terror attacks that the UK 
has suffered in the last 3 months has added to the highly emotive feelings which 
give rise to confidence in displaying and acting upon thoughts of hatred and 
intolerance. Comparing year on year the past 3 weeks from announcement of 
the election to the date of the General Election with the same period last year 
hate crime in TVP has risen by 55% with the greatest increase being in disability 
hate crime. This is seen as a success – not that there is more hate crime being 
committed against the disabled community but that they are more confident to 
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report it and we are more able to recognise it. This remains a challenge with 
quarterly Hate Crime Organisational Review meetings mirroring the process 
taken for management of Stop and Search taking place. Each LPA has their own 
Hate Crime plan covering engagement work with communities and scrutiny of 
hate crime reports. We are an active member of the SE Regional force Hate 
Crime group and were represented at the recent 2 day national NPCC hate crime 
Conference in Manchester.  

 
4.4 Continue to increase engagement with young people and hard to reach 

groups and further embed the cadet programme. The cadet scheme is now 
fully functioning and well embedded within all 12 LPAs. A recent decision to 
include special constables in the leadership of cadets – the hours they work with 
the cadets counting towards their special constabulary contribution hours - will 
widen the pool and create greater resilience going forward. The ethnic makeup of the 
cadets is more reflective of the communities we serve and of those that are 
underrepresented in TVP employment with cadets contributing to our family 
group as regards BME and age profile. This assists not simply with youth 
engagement but in gaining trust and confidence from our hard to reach 
community groups especially within BME communities. Each LPA has an 
Engagement plan covering diverse and hard to reach communities, including 
children and young people, captured within the central Local Policing 
Engagement plan. The first cohort of Mini Police was launched in Reading with 
70 9-11 year olds from three primary schools taking part. They wear uniforms and 
work with neighbourhood teams on local issues and represent the force at local 
events with the teams. The children find it fun and educational, it builds trust 
between police and young people and their families and has proven elsewhere in 
the country to reduce anti-social behaviour. 

 
 
5.     BME REPRESENTATION 
 

5.1 The challenge of increasing BME representation across our workforce remains 
considerable. The data below shows performance against the Force Delivery 
Plan diagnostic indicators for the 4 staff groups: 

 
5.2     Below is the data for 2016/17 with comparisons for 2015/16 

Diagnostic Indicator March 2016 March 2017 

% of police officers from BME background  4.87% 4.81% 

 
On 31st March 2017 there were 202 police officers from a BME background, a 
representation rate of 4.81%.  The rate has decreased from 4.87% on 31st March 
2016 when there were 212 police officers from a BME background. 

Diagnostic Indicator March 2016 March 2017 

% of police community support officers from BME 
background 

6.67% 6.80% 
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On 31st March 2017 there were 30 PCSOs from a BME background, a 
representation rate of 6.80%.  The rate has increased from 6.67% on 31st March 
2016 when there were 32 PCSOs from a BME background. 
 

Diagnostic Indicator March 2016 March 2017 

% of special constables from BME background 7.11% 9.54% 

 
On 31st March 2017 there were 48 special constables from a BME background, a 
representation rate of 9.54%.  The rate has increased from 7.11% on 31st March 
2016 when there were 36 special constables from a BME background. 

Diagnostic Indicator March 2016 March 2017 

% of police staff from BME background 4.64% 4.97% 

 
 

On 31st March 2017 there were 142 members of police staff from a BME 
background, a representation rate of 4.97%.  The rate has increased from 4.64% on 
31st March 2016 when there were 132 members of police staff from a BME 
background. 

 
6. RECRUITMENT AND ATTRACTION 
 

6.1 The Police Now scheme, based on the “Teach First” graduate recruitment model, 
was initiated by the Metropolitan Police Service (MPS). One of the key drivers is 
to address the Diversity challenge facing the Police Service. Police Now aims to 
recruit graduates on a 2 year programme as PCs in a Community 
based/Neighbourhood Policing role, with very specific outcomes focussing on 
Public Confidence.  TVP joined this scheme. 

 
6.2      One of the key drivers for the Police Now programme was to appeal to those  

Graduates that would have not previously considered policing as a career choice 
and to recruit from under-represented groups which supported TVP’s diversity 
strategy. The overall recruitment figures for the programme appear positive in 
this area; this year over 5009 applications have been received for approximately 
250 places. Of this pool of candidates, 49% are female and 17% described 
themselves as BME with another 2% preferring not to answer. Over 720 
candidates selected TVP as one of their, or their only, preference. Of this pool 
over 25% described themselves as BME with another 2% preferring not to 
answer. However, of the 12 provisional offers that are being progressed for TVP, 
there are 5 females and disappointingly no BME candidates. We will work with 
Police Now to understand this more in due course given that the application 
figures are not translating in to provisional offers and the reasons at this stage 
are unknown.   

 
6.3   The Programme is now in its third year, the second for TVP as the first was 

exclusively for the MPS. TVP asked for 10 for the first cohort but only had 9 join 
in July 2016. These were split as follows; Slough 4, Reading 3 and Oxford 2 at a 
cost of £8,000 per recruit. Unfortunately one dropped out after a week at the 
summer training academy and a further 2 recruits have also left earlier this year 
(due to personal circumstances) which has seen each LPA lose 1 recruit. TVP 
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recruits achieved Fit for Independent Patrol at the end of the 6 week academy 
and L & PD then delivered a personalised 2 week transition course prior to them 
joining the LPAs in key neighbourhood roles. 

 
6.4 Feedback from managers has been very positive and they have recently  

delivered their second 100 day impact assessment demonstrating what they 
have delivered to their local communities. They have only been on area since 
October 2016 and therefore it is difficult to fully evaluate the programme. What 
can be reported is that there has been a considerable amount of time invested 
by TVP staff to ensure the success of this programme which includes providing 
an acting Sergeant for the duration of the academy, design and delivery of the 
transition course, providing mentors/tutors on LPAs and numerous internal staff 
working closely with key members of Police Now to ensure smooth delivery but 
also that lessons are learnt and the programme continues to evolve to meet the 
needs of all Forces, particularly in light of 19 forces taking part this year. 

 
6.5 Social media specifically targeting individuals from BME backgrounds have  

been actioned, these include, Asian Star radio, Diversity Jobs and Black History 
on-line. Further work on other media sites is being progressed.  We continue 
promoting TVP careers on social media via Facebook, LinkedIn and Instagram 
and will continue to look at new and emerging social media channels which we 
could use. 

 
6.6 We continue to provide study support sponsorship toward the Certificate of 

Knowledge in Policing for internal staff who wish to become police officers.   
 

6.7 Feedback is being provided to BME candidates in Contact Management who 
have not been successful at the shortlisting stages of recruitment and in future 
the plan is for further support to be provided if required to these candidates to 
encourage them to apply for roles in TVP again. 

 
6.8 We have reviewed the educational criterion requirements for new applicants for 

police officer recruitment.  Following a paper which was submitted to CCMT in 
October 2016 a decision was made to expand the 2 ‘A’ level criteria from A-C to 
A-E (or equivalent).  There are a number of advantages for this request; it shows 
a flexible approach by the force to adapt to the current market.  Even though this 
is a small change this will open up recruitment to at least another 23 UK 
qualifications that we are aware of and probably more, it would offer greater 
flexibility with non-UK qualifications which are Level 3 and pass.  Finally, 
vocational qualifications could be accepted including those taught within Thames 
Valley Police to employees.  This would provide more flexibility and would 
support our recruitment policy and promote more diversity in the workforce.   

 
6.9  The statistics below outline a comparison of the recruitment statistics. It is clear 

that implementing flexibility in the educational criteria has made a significant 
impact on the numbers of applications received. 

 
2014 Recruitment 
Figures  

2014 New Starter Figures 2014 Completion of Probation 
Figures 

Application 
Total 

286 Total New 
Recruits 

225 Total Completed 
Probation 

200 
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BME Total 35 BME Total 18 BME Completed 
Probation 

13 

BME % of 
Total 
Applicants 

12.20% BME % of New 
Recruits 

8% BME % of Total 
Completed 
Probation 

4.90% 

 
 

Please note that the above 2014 recruitment figures do not necessarily have a direct 

comparison to the new starter figures. About half of the candidates that applied in 

2014 would have started in 2014, the rest would be those who applied in 2013. 

However this is the best comparison that can be offered to show the drop out of 

BME candidates from point of applying to completion of probation. 

  

 
        

   Applicants Received   

   
Total 

BME Female   
       

   No. % No. %   

 

IPLDP April 
2016 75 13 19% 22 29%   

 

IPLDP 
November 
2016 130 22 16% 50 38%   

 

IPLDP 
February 2017 169 22 13% 77 44%   

  

 
        

          
Applicants from IPLDP February 2017 Campaign who had Qualifications 

Lower Than 2 A Levels A-C  

TOTAL BME 
Current 
Special Current PCSO Current Staff  

No. % No. % No. % No. %  
56 4 7% 9 16% 5 9% 7 12%  

 
         

          

It is interesting to note that of the 169 applicants received in February 2017, 56 
of them would not have been able to apply if the A Level criteria hadn't been 
amended. That equates to 33% of the applications received which shows how 
much of an impact the A Level criteria made to our numbers.  

 
7. RETENTION AND PROGRESSION 
 
7.1 The NPCC Workforce Representation and Diversity Portfolio is led by Chief  

Constable Ian Hopkins, Greater Manchester Police.  It is suggested that a 
national action plan is launched in relation to how we deliver tangible results for 
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the service around this agenda, the suggestion being to launch this for 
discussion at the APCC/NPCC conference in November 2017. This will be a 
really important milestone and one that will seek to support the police service 
to achieve better representations across the BME landscapes. 

 
7.2 The Positive Action Practitioners Alliance (PAPA) was set up in 2016 and 

consists of key practitioners from each of the forces who are leading on equality 
and diversity activities.  The members meet on a quarterly basis and the 
meeting is hosted by different forces on rotational basis.  The key agenda for 
PAPA is to support each other, share ideas and good practice as well as work 
towards an ultimate goal to increase BME representation in the respective 
forces, what approach to take and how this is developed in each force.  As part 
of the PAPA group it was agreed that there would be six work streams to make 
the work more actioned focussed.  These work streams are: 

 

 Recruitment 

 Progression 

 Exit from Service 

 Leadership and Culture 

 Wellbeing and Fulfilment 

 Retention 
 
7.3 Each PAPA member has asked to volunteer to work on one of the work 

streams to draw up a draft plan about what we can do to make a positive 
change on this area.  Points for consideration are: what appears to work, what 
does not work, what are the blockages and options to address these, what 
opportunities are there to get the most out of the limited resources we 
collectively have and what does success look like in each of the respective 
areas. 

 
7.4 The BME Progression 2018 Programme which was launched nationally by the 

College of Policing has now ended and work carried out by the Positive Action 
Practitioners Alliance (PAPA) will continue to progress with work initially set 
by the College of Policing.  However, the College of Policing will still continue 
to support this work. Representatives from Thames Valley Police and its staff 
networks attend events and conferences arranged by the College of Policing 
including Valuing Difference and Inclusion and CEPN/Staff Association 
Network meetings.   

 
7.5 In relation to the Police Officer Fast Track Scheme we have an officer who 

was selected for the Scheme in 2016 and we have a female officer who has 
recently passed the National Recruitment Assessment Centre and will join the 
cohort in November 2017. 
 

7.6 A TVP BME Development Day called ‘Investing in Your Potential’ in 
conjunction with the Support Association for Minority Ethnic (SAME) took 
place in October 2016.  It was well attended by BME staff and officers from 
across the force.  It was opened by the Chief Constable and various specialist 
departments made presentations regarding working in their department, 
development and progression opportunities.  A World Café session was also 
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held on the day with key speakers at each table discussing various topics of 
interest. 

7.7 We have a number of BME mentors across the force who support new 
applicants through the recruitment and selection process in terms of advice, 
support and mentoring. 

7.8 We have piloted an initiative whereby officers who have been invited for an 
interview as part of the promotion board process (inspector and above) are 
provided with a copy of the interview questions immediately prior to the board. 
This applies to all Officers but may benefit individuals who are on the autistic 
spectrum, have dyslexia or where English may not be their first language.  
The longer term plan is to roll this initiative out to all staff and officer groups.   

7.9 We have reviewed our BME exit questionnaire/interview process and have 
devised a new process in order to gain a better understanding of why BME 
officers and staff leave the organisation and to identify how we can best 
address the underlying issues.  A piece of activity has now completed 
whereby each BME officer/staff who had left the force over the last 12-18 
months was contacted to request whether they would be agreeable to 
undertake an exit interview.  The exit interviews were conducted via the 
telephone or face to face and by a member of staff/officer who was from a 
BME background. A report was submitted to the Equality and Diversity board 
with key findings.  A number of these leavers agreed to support the force as 
community Ambassadors. We continue to carry out face to face exit interviews 
with all BME leavers.   

7.10 The current generic exit interview process is being reviewed and streamlined  
to ensure that we are capturing management data to help form decisions in 
order to help retention. 

 
7.11 A new Disability Staff Network (DSN) has been established which is a staff 

support group who can offer advice, support and guidance on all aspects of 
disability related issues.  We are also part of the Business Disability Forum 
where we can obtain advice and good practice.   We are in the process of 
drafting a Tailored Reasonable Adjustments Agreement for disabled officers 
and staff to support discussions around talking about disability, removing 
barriers and maximising the potential of individuals by allowing them to register 
information (reasonable adjustments) which they believe is affecting or may 
impact them carrying out their role. 

 
7.12 An umbrella group for all staff support associations called Network Connect 

was set up in 2016 and consists of chairs of all the staff support associations, 
chairs of Unison and Federation plus key stakeholders in the organisation 
including the Professional Standards Department, Corporate Communications 
and Finance. Meetings take place on a quarterly basis to support each other 
and work together as a cohesive group.  People Directorate Business Partners 
and Lead Advisors have been aligned to each of the staff support networks to 
play an active role in promotion of equality, diversity and inclusion. 

 
7.13 We are currently running the second cohort of a BME only positive action  
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programme called Professional Action Learning Sets (PALS).   The PALS 
programme consists of an introductory workshop and six action learning sets 
which give candidates the opportunity to improve your self-awareness and self-
confidence, develop their leadership style, understand their personal values 
and network within the organisation. During the programme, candidates create 
an ongoing development plan, are matched with a coach from the Leadership 
Team, undertake psychometric assessments, be matched with a mentor and 
gain skills for application and interview.  Results for delegates are shown in the 
table below:  

 
BME PALS Programme – Cohort 1 
 

Delegate Progress as April 2017 

Delegate 1 Sat sergeant’s exam on 14th March – passed. 

Delegate 2 Sat sergeant’s exam on 14th March – passed. 

Delegate 3 Sat sergeant’s exam on 14th March – unsuccessful 

Delegate 4 Successful lateral move to CT – Started in January 2017 

Delegate 5 Completed VRI Course, working towards VISO role 

Delegate 6 Successful lateral move to Firearms/ARV.  

Delegate 7 Promoted to Sergeant February 2017 

Delegate 8 Passed promotion Board awaiting posting 

Delegate 9 Passed Sergeants exam March 2016. Is looking for lateral 
move to specialist role – Board June 2017 

Delegate 10 Passed Sergeant’s exam 2010, now needs to resit. Has 
applied for Firearms, unsuccessful on this occasion but wants 
to try again. 

 
Summary of progression:- 
 

 10 (100%) of delegates have made some progression or are in the 
process of doing so. 

 6 (60%) of delegates have either passed their sergeant’s exam or have 
taken it and are awaiting the results. 

 3 (30%) of delegates have been successful in applying for a 
lateral/specialist move. 

 2 (20%) of delegates have passed the promotion board (1 awaiting 
posting). 

 1 (10%) of delegates applied for lateral board – board in June 2017. 
 
Feedback from the programme has been extremely positive. Delegates have 
given presentations at the Equality & Diversity Board, the BME Development 
Day and will be presenting at the first workshop of the cohort 2 PALS 
programme. Delegates from both Cohorts 1 and 2 are being invited to play key 
roles in the BME Representation Steering Group. 

 
 
8. SPRINGBOARD 
 
8.1 The Springboard Women’s Development Programme is an award-winning  
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personal and professional development programme designed and developed 
by women for women. It is run under license in over 50% of UK police forces 
and across the public and private sector.  Springboard is one of the positive 
action programmes currently offered by the Force. It has been created 
specifically to enable women to gain greater influence and to achieve their full 
potential both at work and in their personal lives.  Through four workshops 
spread over three months and a personal workbook, Springboard enables 
women to value their skills and build on their strengths while conquering their 
weaknesses. It develops the self-confidence and assertiveness for women to 
make things happen in their lives. 

 
8.2 The Leadership and Development team conducted a survey in 2016 from  

Springboard delegates. I have attached the summary of findings for your 
information (Appendix C). Estimated number of people still in the organisation 
who have completed Springboard was in excess of 300. 214 people 
responded giving a response rate of approximately 70%. The feedback is 
encouraging and includes a few qualitative positive comments. 

 
9. COMMUNITY AND RECRUITMENT ENGAGEMENT 
 
9.1 We have reviewed our list of community ambassadors and re-engaged with  

them to support us in communicating with our diverse communities. To date, 
40 of approx. 250 Ambassadors have confirmed they would like to remain in 
the role. The membership is currently being reviewed by CADOs who can 
advise on and suggest the community groups in their respective areas. This will 
ensure that we maximise our reach into all ethnic communities in the Thames 
Valley. Once the membership is complete, arrangements will be made to fully 
brief the Ambassadors on our work and objectives, and develop a plan through 
which they can support the Positive Action work. 

 
9.2 We continue to work with schools, colleges and universities and at community 

events to raise awareness and promote careers are Thames Valley Police.  
Engagement helps us build relationships to help support wider communication 
and attraction.   

10. WELLBEING 
 

10.1 A Wellbeing strategy has been developed and was launched at the end of 
February 2017.  A new site has been developed on the Know Zone under the 
“Well” banner and will be further developed.  A Blue Light Programme was 
introduced to support anyone who is experiencing mental health problems.  To 
support the work of the Mind Blue Light programme, TVP set up their own Blue 
Light Network to help TVP staff to manage their mental health.  The TVP Blue 
Light Network includes Blue Light Champions, Peer Supporters and other 
support and information provided on a Moodle site as well as the Knowzone 
staff portal. 

 
11. OTHER EQUALITY AND DIVERSITY ACTIVITY 
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11.1 Information on equality and diversity on the Knowzone has been reviewed and 
a new Equality, Diversity and Inclusion webpage on the Knowzone has been 
created.  Information on this page includes will be updated accordingly of work 
that the force is progressing with both regionally and nationally.  The Diversity 
in Employment policy has been reviewed and a new Equality and Diversity 
policy statement is being finalised.  This policy statement will be supported by 
an online ‘Managers Toolkit’ which will provide a wide variety of information on 
as aspects of equality, diversity and inclusion. 

 
11.2 Thames View articles submitted to increase awareness of work on diversity,  

this includes an article called ‘A Year in Diversity’ about Ramadan from a police 
officer’s perspective and bi-monthly updates on the Network Connect section. 
 

11.3 The current equality and diversity monitoring questionnaire is being reviewed  
as part of the new Enterprise Resource Planning (ERP) system.  Plans to re-
issue this to all individuals in the force as part of the ERP roll out to enable 
accurate and up to date data on diversity which will help inform decision making 
on improving equality, diversity and inclusion. 

 
12. FUTURE PLANS 

 
In terms of looking forward, we intend to do the following: 

 
12.1 Develop an Equality and Diversity strategy to re-inforce the message both  

internally and externally the force’s commitment on this agenda.  A review 
which was conducted by Baroness McGregor Smith has been published 
recently in a report called ‘Race in the Workplace’.  The report refers to a six 
point roadmap which include: 

 
1)  Gathering diversity data  
2)  Taking accountability 
3)  Raising awareness 
4)  Examining recruitment 
5)  Changing processes 
6)  Government Support 
 
The report also makes 26 recommendations to help create a more diverse and 
representative workforce.  It has to be highlighted that the force already has a 
number of these recommendations in progress with plans to also create a 
‘Thames Valley Police Roadmap’ to help focus on the immediate requirements 
that will enable us to move positively towards a more diverse workforce. 
 

 Develop an on-line Equality, Diversity and Inclusion ‘Manager’s Toolkit’ 
which complements the Equality and Diversity policy statement and 
assists staff and managers to access information easily. 
 

 Introduce a pilot scheme for reverse mentoring for Officers across 
different ranks and specialisms. 
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 Continue to work with the College of Policing to explore the possibility of 
a review of the NRAC process, whether we can include having a second 
language as an additional criteria for applicants from a BME background.   

 Continue to work with other police forces and public and private sector 
organisation to explore and share good practise and learn from each 
other to enable to have a more representative workforce. 

 Improve communications internally and externally and increase the use 
of social and digital media. 

 Work with the College of Policing to input into the new SEARCH 
exercises which are due to be piloted later in 2017.  This project is 
starting with the MPS but TVP would like to get on board with this for our 
own National Recruitment Assessment Centre later this year  This is 
reliant on ensuring we have the agreement to buy, install and support 
the necessary technical kit. 

 Continue to improve TVP’s response to victims of hate incidents and 
crime through encouraging increased reporting, through greater 
recognition, improved NCRS recording, more effective responding and 
preventative educational work.  

 Continue to increase the effective use of stop and search in line with the 
principles of the Best Use of Stop and Search Scheme (BUSSS). 

 Develop stop and search data collection to ensure Home office data 
requirements are met. 

 Continue to improve engagement with young people linking with the 
ACPO C&YP strategy and extending the cadet programme.  

 Continue to work with agencies and partners to improve the our 
response to mental health 

 
 
Dr Steven Chase       Nikki Ross 
Director of People       ACC 
June 2017 
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EQUALITY AND DIVERSITY BOARD 

TERMS OF REFERENCE (DRAFT 1) 

Introduction and Purpose 

Equality, diversity and inclusion, is the golden thread that runs throughout everything that 

Thames Valley Police does, both internally and externally. 

The role and purpose of the Equality and Diversity Board is to ensure that the Force carries 

out its responsibilities for equality, diversity and inclusion, which includes providing strategic 

direction, demonstrating leadership and providing support for promoting equality, diversity and 

inclusivity across the Force.  

The Equality and Diversity Board’s purpose is to also oversee its processes and monitor 

performance in relation to equality and diversity to create a Force where the service we provide 

and the opportunities available are accessible to all irrespective of their protected 

characteristics.   

Governance 

The Force Equality and Diversity Board is chaired by the Chief Constable. It sets the strategic 

direction for work on equality, diversity and inclusion, reviews progress and identifies what 

additional focus or actions need to be taken. The Attraction, Progression and Inclusion 

Strategy Action Plan encompasses the actions which are being undertaken in relation to this 

work. 

Frequency 

The Force Equality and Diversity Board meets on a quarterly basis. 

Membership 

The Equality and Diversity Board membership is as follows: 

Chief Constable Francis Habgood - Chair 

Members of the Senior Leadership Team 

Chairs of the following staff support networks:  

Disability Support Network (DSN) 

Support Association for Minority Ethnic (SAME) 

Lesbian, Gay, Bisexual, Transgender (LGBT+) 

Gypsy, Roma, Traveller Police Association (GRTPA) 

Women’s Network 

Christian Police Association 

Muslim Police Association 

Police Federation 

Unison 

Force Chaplain 
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Key representatives from People Directorate, Corporate Communications, the Learning and 

Professional Development Team, Local Policing Team, Strategic Independent Advisory 

Group, Professional Standards Department, Contact Management, Finance, Governance and 

Service Improvement Department.     

Attendance 

Individuals with particular expertise/interest may be invited to attend the board meeting on 

invitation.   

Aims and objectives 

 To provide the strategic direction to ensure that equality, diversity and inclusion is 

embedded and actively promoted within the Force and also with our external partners, 

public and key stakeholders. 

 To ensure that Thames Valley Police is meeting its statutory obligations for equality 

and diversity including adherence to the Equality Act 2010, Public Sector Equality Duty, 

Code of Ethics. 

 To disseminate information to the board members which is of national interest and 

discuss how this needs to be developed and embedded into Thames Valley Police. 

 To focus work on key priorities at any given time, to ensure activity is taking place to 

deliver the requirements 

 To facilitate discussion, debate and dialogue at a strategic and operational level on all 

issues relating to equality, diversity and inclusion 

 Utilise the knowledge and experience of the board members to find practical solutions 

to any barriers which contribute to equality, diversity and inclusion for example, what 

are the barriers and challenges to achieving a more representative workforce. 

 To communicate and share good practice, celebrate success and support continuous 

improvement and development of work in relation to equality, diversity and inclusion 

 To review and discuss diversity and equality management data and highlight any 

trends or concerns which the Board needs to focus on 

 We are guided by the College of Policing who work with us to support the delivery of 

effective and responsive policing to the diverse communities we serve and equality of 

opportunity for the people we employ,  

 Critically challenge policies and practices with a view to embracing organisational 

learning and continuous improvement 

 

Roles and responsibilities of members 

Representatives are expected to participate fully in the following: 

 Attend the Equality and Diversity Board or send an appropriate deputy 

 Actively contribute and support the work of the Equality and Diversity board  

 To undertake any actions assigned by the board 

 To act as advocates of the Equality and Diversity Board,  ensuring that the work of the 

Board is communicated widely and promoted within their specific areas of work 

Reporting procedures 

 The minutes of the Equality and Diversity board will be published on the Knowzone 

Review of Terms of reference 

The review of the Terms of Reference will be monitored on an annual basis. 

Date approved:       Next Review Date: 
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TVP Springboard Survey 2016  
 
How long ago did you complete the Springboard Course? 

 Answered Survey                                                                                    214  
Percent Count 

Less than 12 months 23.80% 51 

12 to 18 months 19.60% 42 

Over 18 months 56.50% 121 

 
What is your job role?  

Percent Count 

Police officer 36.90% 79 

Police staff 63.10% 135 

 
Since attending Springboard has there been a change in your motivation?  
 

Percent Count 

None 16.80% 36 

Some 49.50% 106 

Significant 28.00% 60 

Greatly changed 5.60% 12 

 
Since attending Springboard, has there been a change in your confidence? 
 

Percent Count 

None 17.30% 37 

Some 48.10% 103 

Significant 28.50% 61 

Greatly changed 6.10% 13 

 
Since attending Springboard has there been a change in your goal setting? 

 
Percent Count 

None 22.40% 48 

Some 45.30% 97 

Significant 27.10% 58 

Greatly changed 5.10% 11 

 
Have you considered opportunities for promotion or career progression since 
attending Springboard?  

Percent Count 

Yes 53.50% 114 

No 46.50% 99 

If yes, were you successful? 

 
Percent Count 

Yes 57.60% 68 

No 42.40% 50 



 
If yes, what factors contributed to your seeking promotion or career progression? 
Please tick all that apply.  

Percent Count 

Springboard 60.20% 59 

Career Interview 15.30% 15 

Mentor 29.60% 29 

Other 55.10% 54 

 
Have you attended any other developmental courses or completed any qualifications 
since attending Springboard?  

Percent Count 

Yes 43.40% 92 

No 56.60% 120 

 
Comments from the survey included: 

If it wasn't for Springboard I would not be in the job I am in today. I am truly grateful for all the 
confidence it gave me to branch out.  
 
I most benefitted in confidence from Springboard, I feel I always was a motivated individual; 
but was 'in awe' of others capability. Springboard allowed me to see my own capabilities 
and that it is good to share expertise.  
 
It was really useful and I would strongly recommend it.  
 
Great course, gave me the confidence to develop myself. 
 
Springboard is an excellent opportunity for women to build confidence in themselves helping them 
to achieve beyond their normal boundaries of work. Springboard challenges behaviour, work style, 
lifestyle balance and enables reasonable goals to be set and achieved, giving the participant a 
sense of worth. I believe this course needs to be built upon and expanded, because it has an 
excellent success rate.  
 
Springboard made me realise that I was a confident person and could be bold and do things 
I may not have considered before. I had already moved into a DI position without any 
Specialist investigative background, and with some trepidation, but Springboard helped me 
to understand my potential and I moved into a more challenging positions. Springboard 
also helped me to recognise that promotion was not the only way to develop and as a result 
I have continued my lateral development ever since, embarking on new challenges with real 
confidence and motivation.  
 
I attended the course whilst working part time. It made me re focus my career plan and I have 
subsequently gone back full time and changed job roles within TVP. 
 
I found Springboard a great opportunity to learn things about myself that I wasn't aware of, 
this helped me deal with a lot of my frustrations in the work place and become more 
confident both at work and home. It really helped me and I completed the course over 7 
years ago and still use aspects of the session every day. I would recommend this course to 
everyone.  
 
Springboard has given me the opportunity to refocus my life both from a professional and personal 
perspective. It has given me the confidence in myself to strive for promotion. Definitely motivated 
me to be where I am today.  

 



                AGENDA ITEM 13 
TVP Change Programmes and Benefits Overview 

 
1. Which change programmes are currently underway? 
TVP has a number of change programmes currently underway as part of the ongoing transformation of the force and collaborative work with Hampshire 
Constabulary, regionally and nationally. The most significant ongoing programmes of work and their benefits are detailed below: 
 

Programme Description Implementation Governance Benefits 

Governance and 
Service Improvement 
Programme 

Organisational restructure 
bringing together 
Governance, Strategy, 
Change Delivery and 
Service Improvement 
functions across the force. 

Launched 3rd April 2017 
(currently transitioning to 
business as usual) 

Thames Valley 
Police 

 Single source of Governance and Strategic co-ordination 

 Greater compliance enforcement (under DCC portfolio) 

 Better identification and sharing of best practice 

 More standardisation and co-ordination of critical functions 

 Improved ability to identify and resolve organisational risk 

 Improve objectivity in relation to strategies and policies 

 Improved strategic scanning and planning 

 Closer links between strategy and operational delivery 

 Better co-ordinated engagement with key partners 
 

Operating Model  Implementation of a new 
resource allocation model, 
process and team 
structure for local policing 

Launched 1st June 2017 
(currently transitioning to 
business as usual) 

Thames Valley 
Police 

 More efficient use of resources to meet response times 

 Better management of appointments and LPA unallocated 
workload 

 Streamline processes and delivery of services 

 Improve quality of service to all victims and witnesses 

 Better understanding of demand and demand reduction 

 Better outcomes for victims 

 Improvements in workforce productivity and welfare 
 

Contact 
Management 
Platform 

Development of an 
integrated platform for the 
management of public 
contact from initial call to 
response and dispatch. 

Thames Valley – 
phased from October 
2017 

Thames Valley 
Police + 
Hampshire 
Constabulary 

 Deployment and control savings 

 Officer reported crime savings 

 Handle time savings 

 Channel shift savings 

 TVP ICT decommissioning savings 
 

ERP (Enterprise 
Resource Planning) 
 

Delivery of a single, 
integrated system for the 
management of HR, 
Payroll, Finance, Duties 
and Fleet. 

Currently re-planning  Thames Valley 
Police + 
Surrey/Sussex 
Police 

 Access for frontline officers and staff to HR, finance and 
duties systems on mobile devices  

 Interface with CMP will show officer skills during dispatch 

 Alignment and centralisation of all staff data in one place 

 Alignment of processes and systems with regional partners 

 Cost savings to be made around back-office functions  



 Remove the requirement for multiple entry of data between 
systems that currently don’t interact 

ESMCP (Emergency 
Services Mobile 
Communications 
Programme) 

Part of the national 
programme to implement 
a new Emergency 
Services Network and 
replacement of Airwave 
radio devices. 

Currently awaiting 
revised national timeline 

South East 
Regional 

 Improved voice coverage and data services 

 Managed service reduction in cost to keep up to date 

 Improved interoperability 

 Improved tailoring of apps 

 Reduced number of devices per officer 

 Better value for money 

 Improved live-time management of data 

 Improved collaborative opportunities 
 

RMS Niche TVP Major upgrade and 
development to our core 
system for policing 
records and operational 
management. 

Currently in re-planning Thames Valley 
Police + 
Hampshire 
Constabulary 

 Alignment with national mental health recording 

 Intelligence, Stop and search, and custody process 
compliance 

 Improved management of missing persons, voluntary 
attendance, road traffic collisions, Foreign Conviction 
Checks and public protection risk assessments 

 More streamlined user experience 

 PSN compliance 
 

Digital Frontline Deployment of new 
hardware and apps to 
digitally enable frontline 
officers and staff. 

Smartphone 
Deployment – January 
2017 onwards 
 
Laptop Deployment – in 
progress 
 
Body Worn Video 
Central Storage – 
September 2017 
 

Thames Valley 
Police + 
Hampshire 
Constabulary 

Smartphone Deployment 

 Improve officers access to real time information 

 Stop and search  

 PSN compliance 
 
Laptop Deployment 

 Increased functionality for officers while mobile 

 Officer time saved in not having to travel back to the local 
station to use key systems 

 Supports operating model roles and processes 
 
Body Worn Video Central Storage 

 Prevent risk of data loss 

 Support operational capability for Body Worn Video use 

 Increase capability for sharing data 
 

ICT2020 
 
 
 
 

ICT transformation 
programme including ICT 
system rationalisation, 
infrastructure upgrades 

Windows 8.1 Upgrade – 
May 2017 
 
 
 

Thames Valley 
Police + 
Hampshire 
Constabulary 

Windows 8.1 Upgrade 

 PSN compliance 

 Reduced number of applications to be supported 

 Siraview implemented as CCTV viewing solution 
 



 
 
ICT 2020 cont… 

and development of key 
technical enablers. 

 
Shared Infrastructure – 
ARK – June 2017 
 
SEPSNA phone system 
– July 2017 
 
Police Services Network 
(PSN)– December 2017 
 
ICT Rationalisation – 
Dec 2019 

 
 
Shared Infrastructure – ARK 

 Reduce requirement on systems admin overheads 

 Streamline admin toolsets, management and reporting 

 Increase flexibility to support other business programmes 
 

SEPSNA Phone System 

 Improved stability and flexibility of telephony infrastructure 

 Cost savings 

 PSN compliance 
 
Police Services Network (PSN) 

 Security enhancements 

 Improved confidence in infrastructure 

 Improved system performance 

 Reduced cost of support systems 
 
ICT Rationalisation 

 Cost savings through reducing number of applications 

 Fewer supported data centres 

 Better scalability and supportability 

 Ability to host services in new ways and rationalise between 
forces 

 

 
 
 
2) How are programmes monitored and audited? 

 Each programme reports into its own Programme Board which includes the Senior Responsible Officer and other senior stakeholder representatives 

 Force Change Review (Part 2) Board meets monthly with programme managers and key representatives from enabling departments to review 
dependencies and resourcing issues across all programmes 

 Transformation Board meets bi-monthly and reviews all programmes with Senior Responsible Officers. Representation includes the PCC’s office 
and Louis Lee 

 The Chief Constable’s Management Team (CCMT) meet monthly and receive an update on all of the above programme 

 Programmes are periodically audited by the Joint Internal Audit Team – TVP and OPCC 

 Collaborative programmes are considered by exception at the Joint Chief Officers Group (JCOG) and Collaboration Board 

 ICT projects within significant change programmes are assured by the ICT Project Management Office (PMO) 
 
 
 



 
 
3) How are programme benefits tracked and evaluated? 

 Expected benefits and outcomes are required to be defined as part of the project proposal and business case stages 

 The initiation stage requires updating benefits based on the original business case 

 Programme managers are responsible for the ongoing tracking and management of benefits during planning and delivery 

 Senior Responsible Officers are ultimately responsible for realisation of programme benefits both during the programme and after closure 

 Force Change Review Part 2, Transformation Board, CCMT and the joint boards are all opportunities for programme benefit realisation and 
ongoing validity of business cases to be challenged on a programme by programme basis 

 Audits from the Joint Independent Audit Team include scrutiny of programme benefits 

 As part of the transition to business as usual stage, programme managers are responsible for: 
o Collating feedback from stakeholders and end users on benefits achieved during the lifetime of the programme 
o Liaising with the Service Improvement Team to ensure a benefits realisation plan is agreed  
o Completing an end of project/programme report which includes lessons learnt and benefits realisation 

 Projects can only be closed via Force Change Review Part 2 and programmes can only be closed via Transformation Board. These gateways require 
and agreed and resourced benefits realisation plan 

 Long term benefits are tracked and reported on via the Service Improvement team and Service Improvement Reviews 
 
 
 4) How do we manage programme risks? 

 Programme risks are required to be assessed and recorded as part of the project proposal and business case stages 

 The initiation stage requires updating risk assessment and scoring based on the original business case 

 Programme managers are responsible for the logging, management and escalation of risks during planning and delivery 

 Senior Responsible Officers are responsible for ensuring that  programme risks are scored, owned, managed and escalated where appropriate  

 Programme risks are periodically reviewed for any that need to be included on the Force Risk Register  

 Force Change Review Part 2, Transformation Board, CCMT and the joint boards include consideration of the management and escalation of risks 

 Audits from the Joint Independent Audit team include scrutiny of programme risks 
 

 
5) What are our plans for improving the way we manage change programmes moving forwards? 

1. Alignment of our project and programme management processes more closely across TVP, HC and ICT including: 
a. further embedding the standardised and prioritised change request process 
b. align high level change delivery process and the formal gateways between project stages 
c. standardise all programme documentation + templates 
d. standardise approach to project and programme risk management 

2. Alignment of all of our digital projects under a new Digital Transformation Portfolio and smaller non-digital projects and programmes together 
under more clearly defined programmes/portfolios  

3. Increase visibility of change delivery and the change process across the force and with partners 
4. Development and review of a new senior manager change leader network 
5. Develop greater capacity for change management and change leadership within the change delivery team and within the wider force  
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