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Independent Review of Police Officer and
Staff Remuneration and Conditions

To: The Right Honourable Theresa May MP
Secretary of State for the Home Department

Dear Home Secretary

I was appointed by you on 1 October 2010 to review the remuneration and conditions of service of
police officers and staff in England and Wales, and to make recommendations which will enable the
police service to manage its resources to serve the public more cost effectively, taking account of the
current state of the public finances.

In particular, I was directed to make recommendations as to:

e the use of remuneration and conditions of service to maximise officer and staff deployment to
frontline roles where their powers and skills are required;

¢ the establishment of remuneration and conditions of service which are fair to and reasonable for
both the taxpayer and police officers and staff; and

e the means of facilitating the introduction and use of modern management practices in the police in
line with practices elsewhere in the public sector and the wider economy.

Your terms of reference directed me to cost my recommendations in sufficient detail to enable
effective implementation.

As directed, I have given my attention first to those reforms which may be implemented in the short
term. I have pleasure in submitting to you my report on them.

My second report will deal with reforms of a longer-term nature.
Yours faithfully,
Tom Winsor (sgd.)

THOMAS P WINSOR

March 2011
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Foreword and principles

Foreword and principles

The first duty of the institutions of the state is the protection and safety of the people.

The police and security services, together with the armed forces, are the most important
instruments by which this objective is attained. In the internal affairs of the state, the lack of
efficient and effective policing — visible and otherwise — would deny public safety, and anarchy
or something dangerously close to it would prevail. The police are therefore one of the most
essential of our public services.

It follows that the resources of the police, and the uses to which they are put, are of the highest
importance. Those resources are, predominantly, the service’s human capital. In most police
forces in England and Wales, more than 80% of expenditure is on pay. It is therefore of the
greatest importance that, especially at a time of considerable national financial restraint, the
police service secures the most efficient and effective policing.

The terms of reference of this review require me to make recommendations in two parts.
The first set of recommendations concern reforms which deal with the need to establish
an improved system of pay and conditions for police officers and police staff when the
present three-year pay settlement ends in September 2011. This report contains those
recommendations. My second report will deal with reforms of a longer-term nature.

In my view, these sets of reforms, if implemented, will materially and beneficially affect

the police service — and so the public interest — for many years to come. They will affect the
types and calibre of people who wish to join the police, the structures and rewards of their
careers, and the efficiency and effectiveness of policing. They should endure because they
will equip police forces to take the steps necessary to provide the highest possible quality of
public protection using the resources provided by taxpayers, and in so doing provide a system
of remuneration and conditions for police officers and staff which fully respect and value the
unique nature of policing and the commitment, risks, demands and sacrifices which it entails.

The last two major inquiries into police pay which have been implemented led to very
significant increases for officers. They were the Royal Commission on the Police in 1960
(interim report) and 1962 (final report), chaired by the Rt Hon Sir Henry Willink QC, and the
Committee of Inquiry on the Police in 1978, chaired by the Rt Hon Lord Edmund-Davies,

a Lord of Appeal in Ordinary. The Royal Commission’s proposals were for a 40 per cent
increase in pay, whilst Edmund-Davies recommended a rise of 45 per cent. However, these
were inquiries which took place against — and indeed were largely prompted by — a background
of police pay at levels which were disgracefully low, and which had caused severe problems
with recruitment and retention of police officers.

In 1993, Sir Patrick Sheehy — an industrialist — chaired the Inquiry into Police Responsibilities
and Rewards. He produced proposals which provoked such severe opposition from police officers
that the Government at the time decided that, since its higher priority was the reduction of crime,
the most controversial of Sheehy’s recommendations should not be implemented, although a
number of important changes did follow.

Since the Edmund-Davies report, police pay has not only kept pace with average rates of pay in
the wider economy, but has moved ahead faster. Police officers are now, in relative terms, paid
perhaps the best they have ever been. Overall, the calibre of police officers is also probably at its
highest point. This review has taken considerable steps to ensure that nothing is recommended
which could jeopardise the quality of policing, and indeed that it should be improved by
directing resources to police officers and police staff who do the most onerous jobs and employ
the most valuable and highest skills.

Having recommended reforms which can be implemented from September 2011, some of
which are interim measures, Part 2 of the review will continue consideration of matters such
as the means of evaluating the relative weights of jobs, and paying accordingly, and the case
in the longer-term for attaching remuneration to the performance of an individual and a team.
I shall welcome representations on these and all other matters which are within the scope of
my terms of reference.
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There are many material differences between this review and the others which have preceded
it. I have mentioned the 1960 and 1978 reviews, which were provoked by low pay and
undermanning. The Sheehy recommendations in 1993 were of a different character, and
demonstrated a lack of sensitivity to and understanding of modern policing, the motivation
and professionalism of police officers, and the world they faced. The Sheehy report appeared
not to have a sound appreciation, or to give proper weight to the importance, of the office

of constable, which is an essential feature and safeguard of the independence of the police.
Sheehy also insisted upon a move to a system of remuneration and conditions for which

the police were then quite unprepared and which could not have been implemented without
considerable risk.

In contrast, the reforms I have proposed begin at a very different point, of relatively high police
pay, considerable national financial pressures, and a system of remuneration and conditions
which was designed for a police service and a society neither of which any longer exists.

In carrying out this part of the review, I have been greatly assisted by the extensive discussions
I have held with very many police officers and police staff throughout the country, who have
told me of their frustrations with a system which is fit for a different era of policing, and with
the inefficiencies and blockages of a criminal justice system which is in need of considerable
reform if it is to be properly and fully effective.

The most difficult thing to do in management is to change the culture of an organisation. In the
police, some things should change, and some must not.

The culture of the police has many great strengths. It is a culture of determination, courage,
hard work and achievement, of facing any challenge or danger and confronting it in full measure.
There is a considerable degree of goodwill in the police, in making sacrifices — personal and
otherwise — to protect the public, deter crime, disrupt criminal networks, apprehend criminals
and so make communities safer. Nothing should be done which might jeopardise that. There are
many rewards in policing; indeed I believe it may be one of the occupations with the highest
potential for job satisfaction of any. Not only is the variety of work in policing exciting and
stimulating, but most people can only imagine the reward of securing the conviction of a person
who has committed a crime of a serious nature, or someone who presents a great threat to
children, or a person who has made life almost unbearable for the members of a community.
And so must be the knowledge that a threat of a catastrophic nature has been averted and those
who presented the greatest danger to innocent people have been taken out of society. These are
not satisfactions which are available in most other kinds of work.

There are aspects of police culture which are less worthy of admiration. Weaknesses in the ways
in which police officers and police staff are managed need to be corrected. More professional
and objective appraisal and assessment processes would be of considerable benefit to the
effectiveness of police forces and to the people who are subject to them. The notion that every
police officer does work of equal value, irrespective of his hours of work and the duties he
performs, is unsustainable and should be discarded. For the greatest part, police officers are not
motivated by money, but they do want to be treated fairly, with full respect and
acknowledgement of their hard work and professionalism.

That is why my recommendations provide not only for a proper recognition of the most demanding
jobs and the more highly skilled and harder workers, but also for a phased introduction of a
system which will more fully provide them with a career structure and a system of remuneration
which embeds a culture of contribution, professionalism, team-working and high achievement.
The police may not be ready for such a system in full measure in the immediate future. That is
why [ intend to develop a system under which these more far-reaching reforms can be introduced
over time, with substantial checks and balances which ensure that any new regime comes into
effect only to the extent that and at the times which will ensure its successful implementation
without the risks associated with inadequate preparation or training of management.

Police staff play essential roles in modern police forces. Despite this, in too many respects
they consider themselves to be undervalued and unjustly treated. Their system of pay and
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Foreword and principles

conditions is quite different from that of police officers, and, for the reasons given in this
report, is in need of substantially less reform. However, it is desirable that, over time, the
status and value of police staff are acknowledged to be equal to those of police officers, whilst
recognising the different nature and risks of the jobs they do. As far as possible, in time police
forces should operate as single organisations with a single culture. The present conditions of
financial restraint and the rigidities of the system of unique conditions which apply to police
officers place the burden of job losses unduly on police staff. The reforms proposed in this
report are designed to alleviate, although they cannot in the short term remove, that inequity.

The history of police pay reform is a long one, usually provoked by crises and sometimes
marred by hesitation. The reforms I have proposed in this part of the review, together with the
reforms which will be considered in its second part, are and will be designed to put the systems
of police officer and staff pay and conditions on a sound basis, fit for the modern conditions

of policing and public protection, and so ensure that the efficiency and effectiveness of police
forces are enhanced.

In concluding this introduction, I desire to express my sense of the deep obligation I am under
to my adviser Sir Edward Crew, whose wise and generous advice in relation to the nature and
work of the police, the dynamics of policing, and every other aspect of the work of the review
has been of the highest order and the greatest value.

I also owe a great debt of gratitude to Professor Richard Disney for his outstanding work on
the labour market dimension of the report, which has proved invaluable in so many respects,
particularly in understanding the relative positions of police officers in the pay markets of the
British economy.

I wish to record also my obligation to the Secretary to the review, Mr Paul Wylie of the
Home Office, without whose industry and conspicuous ability it would have been impossible
for me to have issued this report. My great thanks also go to the Deputy Secretary to the
review, Ms Elizabeth Allen, the review secretariat Dr Elizabeth Wright, Mr Cameron Styles,
Miss Joanne Keefe, Ms Zoe Paxton and Mrs Raksha Savla, all of the Home Office,

Mr David Williams of PriceWaterhouseCoopers, who assisted with technical advice to the
review, and Mr Gordon McAllister and Miss Anna Bryant of White & Case LLP who helped
in the preparation of the report for the press.

I should also place on record my appreciation of the allowances and latitudes afforded to me
by my partners at White & Case LLP in relation to the considerable amount of time which this
work has taken.

Finally, I wish to thank all of the police officers and members of police staff who gave so
generously of their time during my visits to police forces in England, Wales, Scotland and
Northern Ireland. I found these visits, and the opportunity to spend so much time speaking
to police officers and police staff, of very considerable assistance in understanding policing
and in formulating my recommendations.

11
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Context

The last fully implemented review of police pay was carried out by a Committee of Inquiry
chaired by Lord Edmund-Davies in 1978, against a background of chronic under-payment

of police officers and significant and rapid rises in the cost of living. The Edmund-Davies
committee agreed that police officers were significantly underpaid, and recommended a basic
pay increase of up to 45% for police constables'. To ensure that their level of pay did not drop
to unacceptable levels in the future, Edmund-Davies recommended that police pay should be
annually uprated in accordance with an index of private sector non-manual worker pay.

Thanks to the Edmund-Davies reforms, police officers in 2011 are no longer underpaid in
comparison with average private sector or public sector workers. Indeed, their pay scale rates
are typically 10 to 15% higher than some other public sector workers?, and, in some regions
of England and Wales, police officers are paid approximately 60% more than the median
local earnings®.

In 2011, police officer pay remains based on a scheme devised 33 years ago. In the period
since 1978, the society in which police forces operate and from which they draw their
personnel has changed dramatically, as has the nature of policing, and the way it is performed:

*  Workforce — in 1978, over 93% of police officers were men, few having undertaken
higher education*. By 2010, 31% of new recruits were women and 27% were graduates.
Black and minority ethnic officers now account for 4.6% of the police service, and efforts
continue to make forces more reflective of the society they serve. Furthermore, in the 1970s
police staff — members of the workforce who are not police officers — were an insignificant
minority; today, they make up 36% of all police forces, and in some individual forces the
proportion is as high as 50%. Such a significant proportion of police forces made up of
police staff of course enables more warranted police officers to carry out more frontline
roles that require the skills and powers which only they have. It also allows forces quickly
to bring in specialisms when needed, such as in forensics, crime scene investigation,
human resources and finance. The introduction in 2002 of approximately 16,000 Police
Community Support Officers (PCSOs), who patrol alongside, or in support of, dedicated
neighbourhood policing officers, has also made an appreciable positive difference to the
internal dynamics of the police force, and the efficiency and effectiveness of the service;

* Greater scrutiny — a significant proportion of British society has become appreciably less
deferential to authority over the past 30 years, and drunkenness and antisocial behaviour
have continued to contribute significantly to disorder and crime. The public also demands
more of their public services than ever before. Since Edmund-Davies, Parliament has
passed very significant amounts of new, highly prescriptive and complex criminal
legislation with which police officers need to be familiar. Police officers face much
higher levels of public scrutiny of their actions, in particular from the Independent Police
Complaints Commission, Her Majesty’s Inspectorate of Constabulary, the courts and other
tribunals, and the media;

Edmund-Davies, report II, pages 31 and 76. Based on a 15 year service provincial police constable
Appendix 4

Appendix 4

Edmund-Davies, report II, page 94
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e Unsocial hours — in 1978, almost all police officers worked and were expected to work
unsociable hours; in that respect, a 9% shift allowance was incorporated into the basic pay
of all Federated officers’. In 2011, in sharp contrast, data indicate that only 57% of the
Federated ranks now regularly work unsociable hours, even though their basic pay still
contains a significant element which compensates them for the disruption which working
regular unsocial hours causes to their health and family life;

* Increasing specialisation — the 21* century has also seen a huge expansion in the role
of policing. The numbers of specialist roles which focus on particular crimes, such as
counter-terrorism, serious and organised crime, domestic violence, public protection and
fraud have significantly increased. For example, Kent Constabulary now recognises 529
different police officer roles®. By comparison, what much of the public would still consider
to be core policing, namely the more visible 24-hour response and neighbourhood policing,
accounts for only 43% of the police officer workforce.

These changes in policing have coincided with, and contributed to, some significant
achievements. For example, the British Crime Survey indicates that crime has fallen by 50%
since 19957. The aim of this review is to ensure that the pay structures of the police service
facilitate and assist in, rather than hinder, the continuation of this success in circumstances
which are radically different to those of the 1970s and 1980s.

The challenge

The police service has enjoyed a sustained period of increased funding since 2001. This will
not continue. The United Kingdom faces a severe economic crisis and the Government has
announced a reduction in overall public spending, which will bring it back down to the 2007
percentage of Gross Domestic Product by 2014.

The ability of the police service to absorb these savings without reducing its effectiveness,

in particular in frontline services, is a major challenge facing Chief Constables and Police
Authorities. Over 80% of police force budgets is spent on pay, which means that the ability
of forces to achieve further efficiency savings from infrastructure reform and collaboration
between police forces has its limits. Figure S1 demonstrates that the police service has
already delivered significant efficiency savings over the past eight years. Whilst there are
clearly savings still to be made, not least in much-needed improvements in information
technology and how it is used, and reforms to the efficiency of the criminal justice system
and the processes which the police service follow, the police service must take immediate and
substantial steps to reduce its biggest category of cost, namely pay.

‘Federated officers’ include constables, sergeants, inspectors and chief inspectors.

Figures correct as of 18 November 2010.

Crime in England and Wales 2009/10, Home Office Statistical Bulletin 12/10, Ed. J. Flatley, C. Kershaw, K. Smith,
R. Chaplin & D. Moon, London, Home Office, July 2010
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Figure S1

Police service cash gains delivered in-year, 2004/05 to 2008/09
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On 22 June 2010, the Government announced a two-year public sector pay freeze, with the
expectation that police officers and staff will not receive increases in their pay from September
2011 to September 2013 (although a final decision has not yet been taken, pending any
recommendation of the Police Negotiating Board). However, this does not mean that total
wage costs are frozen for this period. Figure S2 shows that despite the pay freeze, costs will
continue to rise at a time when total police budgets are falling.

Figure S2

Total police paybill and central Government allocations to Police Authorities 2010/11 to 2014/15
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Source: Home Office Written Ministerial Statement on allocations of grant to Police Authorities in England and Wales, 13 December 2010.
Projected police officer basic pay including employer national insurance and pension contributions, 2009/10 CIPFA police
staff expenditure and projected staff progression costs. CIPFA data and projected values may not be comparable
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Total pay costs will continue to rise because each year police officers and some police staff
automatically progress up the pay scale for their particular ranks or posts. For example, if pay
progression were to continue, a police constable with seven years’ service would cumulatively
receive an additional £4,143 between September 2011 and 2013, irrespective of the pay
freeze®. It is estimated that this factor alone would cost the police service approximately
£257m from September 2011 to 2013. As Figure S2 demonstrates, this continued increase in
the pay bill would make it even more difficult for police forces to find the necessary savings,
and increase the likelihood that jobs will be lost.

Given that such a high proportion of their budgets is spent on pays, it is striking that Chief
Constables and Police Authorities do not possess some of the most important instruments
of management control and intervention which are almost invariably available in other
organisations in relation to their workforces.

The review

Most of the police pay reviews which took place in the 20th century were prompted by crises
in the recruitment and retention of police officers, or severe discontent and unrest within

the police service in relation to what was usually disgracefully low levels of remuneration.

In several cases, both reasons applied. This review, by contrast, has been initiated not only
because of the present necessity for the Government to reduce the national budget deficit, but
also because police pay and conditions have developed a degree of rigidity and a distance from
modern management instruments and practices. These inhibit the ability of the police service
to adapt to the changing needs of the public and the demands properly made of the police.

If the objectives of the Government had been to reduce pay for police officers and staff, it
would have been a simple matter for that to be achieved using administrative means, without
an independent reviewer making recommendations after detailed enquiry. The terms of
reference of this review make it clear that what is needed is far greater, and the objective

is to establish a system of pay and conditions for police officers and police staff which will
endure, and which will be sufficient to enable the police service efficiently, economically and
effectively to do its job.

My terms of reference required this review to make recommendations as to the means by
which the police service might acquire the necessary management flexibility to structure,
incentivise and remunerate their workforce in a way which will ensure the greatest efficiency,
economy and effectiveness, providing value for money for the taxpayer. After extensive
discussion within and outside the police service, and based on the review’s own research,

I devised the following principles which have been applied in the development of my
recommendations:

* Fairness is an essential part of any new system of pay and conditions — in procedure
and conduct of this review, in its analysis and in arriving at its recommendations, the
overriding consideration has been fairness, to the public, to police officers and police staff,
and to the police service in its short-, medium- and long-term interests;

* Office of constable is the bedrock of British policing — the office of constable,
whereby a police officer has an original and not a delegated jurisdiction, and is himself
directly answerable to the law for his actions, is far from an historical adornment; it is
a fundamental part of what makes British policing an essential and extremely powerful
protection of the citizen in his relationship with the state and its agencies, and ensures that
our country could never become a police state. A system under which senior police officers
and management make decisions as to the efficient and effective deployment of police
officers, and evaluate those officers in the ways in which they work and the jobs they do so
as to ensure they always meet the needs of the public they serve, is entirely consistent with
the integrity of the office of constable;

Police constable on rates commencing September 2010: £32,703 for seven years’ service, rising to £33,753 in year eight
and £35,796 in year nine.
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e The demands of policing — full and proper weight must be given to the particular and
onerous demands which their occupation places on police officers and their families and
the ways in which they live their lives, including the risks of personal injury and death, and
public responsibility and scrutiny if things go wrong. The need to work unsocial hours and
the absence of the ability of police officers in a disciplined service to withdraw their labour
or to refuse to work to meet the exigencies of the service must also be taken into account;

* People should be paid for what they do, the skills they have and are applying in their
work, and the weights of the jobs they do — the structure and diversity of tasks and
expertise in the modern police service is now very different from how it used to be. All
police officers have a set of core skills, but the omni-competent constable no longer exists.
Specialist skills and more demanding posts should be recognised;

*  People should be paid for how well they work — progression up national or local pay
scales based purely on length of service is unfair. High performers should be paid more
than those who perform adequately, and higher again than those who perform poorly;

* Asingle police service — distinctions in pay and other conditions of service between police
officers and police staff should be objectively justified having regard to the conditions
which exist today, not on the basis of history or tradition; on that basis, the two systems
should be brought into an appropriate degree of harmony;

* Simple to implement and administer — the review’s recommendations should not
unjustifiably add to the bureaucratic burden on individuals and police forces;

* Phased introduction — some reforms should be introduced over time, so that police
officers and police staff do not feel threatened and the system has time to adjust. Cultural
and historical blockages need to be dissolved, management needs time to learn and
demonstrate its ability to operate new systems before they are brought fully into effect;
people need to have confidence that the system will treat them fairly.

These principles apply to both my short- and long-term recommendations. This report focuses
on the short-term measures which I recommend the police service implements quickly to
ensure that it can manage its reduced budget, whilst being fair to both officers and police staff.
Part 2 of the review considers matters of a longer-term nature and importance.

General findings

This review makes recommendations which, if implemented, will concentrate the highest pay
on the front line and more demanding roles in the police service. They concern the abolition of
malfunctioning and discredited allowances and supplements, and the reduction of police pay
budgets which will enable police forces to avoid job losses which would otherwise take place,
and the focus of resources in areas where they will have the greatest effect in the interests of
the public which they serve.

Accordingly, these recommendations are directed towards the concentration of pay on frontline
shift workers, and police officers who acquire and use professional skills of a high order. These
changes, if implemented, will affect police officers in different ways, depending on the work
they presently do, and the changes they may make in their roles and how they work.

In short, some skilled police officers working unsocial shifts in response roles will receive up
to approximately £2,000 more in cash terms per year than at present, whereas those in what are
sometimes called middle- and back-office roles will not receive any additional pay and may
experience a reduction of up to £3,000 in their allowances. Case studies which illustrate the
effects of these recommendations are included the Chapter 8. One of the consequences of these
changes should be the encouragement of long-serving, experienced officers back to the front
line of policing. Although some officers remain in response teams or neighbourhood policing
for a substantial part of, or even their entire, careers, most move relatively quickly to specialist
or middle- or back-office roles. The public have a right to expect the best and most experienced
officers on the front line.

17
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If accepted, my recommendations will enable the police service to live within its reduced
means for the short-term, whilst introducing some important reforms for the longer term.
The overall savings are estimated to be £217m by April 2014. A full breakdown

of the costs and savings from these recommendations can be found in Chapter 8.

The review covers both police officers and police staff. In the longer term, there is a strong
case for bringing the two groups closer together, whilst retaining the office of constable.
However, over the next few years, police staff will be disproportionately adversely affected by
the need to make compulsory redundancies, since police officers cannot be made redundant,
and Police Community Support Officers have had their central funding ringfenced until 2012.
This factor, along with their lower basic pay, has tempered my approach to police staff in the
short-term.

Deployment
In 1978, the report of the Edmund-Davies’ Committee report stated that:

“At present, police pay is complicated by the fact that there is an element additional

to basic pay. This is called ‘supplementary pay’ and was originally paid in September
1974 in recognition of the unsocial hours worked by police officers. Currently this

is almost 9 per cent of total pay on September 1977 scales for the constable. ... The
amount does not reckon for overtime. There is an unquantified element for unsocial
hours in the basic pay of superintendents and chief superintendents, which are not
overtime grades. ... We think supplementary pay should be consolidated into the basic
pay of the Federated ranks, and we recommend accordingly. ... Although consolidation
does remove from pay a specific identifiable element for working unsocial hours, it
should not be forgotten in the future that police pay does contain such an element®.”

Thirty-three years later, that fact has been forgotten by most police officers and some of

their staff associations. The review’s consultations with police officers and police staff have
conspicuously demonstrated significant resentments within police forces between those who
work 24-hour shifts in all weathers, and those who can perform their tasks in offices, during
normal office hours, sometimes without any interaction with the public. Data returns from
forces indicate 43% of the Federated ranks of officer are in that latter category. The logical —
but quite brutal — step would therefore be to cut basic pay by 9% to remove the supplementary
pay component from those police officers not working regular shifts. This would result in:

* along serving, back-office police constable’s salary reduced by £3,286 per year (falling
from £36,519 to £33,232); and

e across England and Wales, a saving of approximately £410m.

Such a radical reform would have the effect of re-introducing a shift allowance, as only those
who work regular unsocial hours would be unaffected. Throughout this part of the review,

I have become acutely aware that police officers and police staff have, in good faith, built
their lives and made their financial arrangements on the basis of a particular level of basic
pay which, through disuse or neglect, has gradually ceased to be recognised as making that
distinction. Indeed the current generation of police officers are quite unaware that 9% of their
basic pay constitutes an unsocial hours allowance. For these reasons I believe it would be
wrong for such a large proportion of basic pay to be removed without a substantial amount
of time allowed for police officers to adapt. I therefore do not recommend the removal of the
Edmund-Davies 9% component from officers who do not work shifts.

However, I believe it is appropriate to recognise that officers working unsocial hours,
whether occasionally, or on a regular basis, are doing something which is more onerous —
for themselves and their families — than those who work normal office hours. It is therefore
recommended that officers in the Federated ranks (that is, including inspectors and chief

Edmund-Davies report 11, page 29
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inspectors) who work unsocial hours receive a 10% supplement on their basic pay for those
hours falling between 8:00pm and 6:00am on any day of the week.

Chapter 2 also deals with the use of shift arrangements, shift disturbance, overtime and special
payments for officers who are required to work away from their home force areas (under

an arrangement called ‘mutual aid’ between forces). In principle, officers and police staff
should be paid for the time they work. Accordingly, the existing regime involving payment

for a specified minimum number of hours, irrespective of the actual hours worked, should be
brought to an end. Furthermore, in a disciplined and essential service, the deployment of police
officers should be a decision for senior officers in the command structure, not one in which any
staff association should have a veto.

Overtime is a valuable and efficient instrument of management, if correctly calibrated and
properly used. I do not recommend its abolition.

The principal recommendations concerning deployment include:

* Recommendation 2 — Police constables, sergeants, inspectors and chief inspectors should
receive an additional 10% of their basic pay, on an hourly basis, for hours worked between
8:00pm and 6:00am (non-pensionable).

e Recommendation 3 — Police staff should not receive additional shift premium (time and a
half or double time) for weekend day working if it is part of their normal contracted hours.
The rate for routinely working a public holiday should be reduced to double time only.
This should be agreed in the Police Staff Council and incorporated into individual contracts
of employment using the established mechanisms for doing so. In the case of police forces
outside the PSC arrangements, these changes should be agreed in the usual manner with
the relevant unions.

* Recommendation 4 — Determination Annex E, made under Regulation 22 of the Police
Regulations 2003, should be amended to require the chief officer to consult, rather than
agree, with the local joint branch board and individual officers in connection with the
bringing into operation of a variable shift arrangement. That consultation should take
place over a period of at least 30 days. Before making his decision, the chief officer
should be required to consult the affected officers and take full account of their individual
circumstances, including the likely effects of the new arrangement on their personal
circumstances. New shift arrangements should not be brought into effect earlier than 30
days after the communication of the decision of the chief officer.

e Recommendation 5 — Determination Annex G, made under Regulation 25 of the Police
Regulations 2003, should be amended to replace time and a third premium pay for casual
overtime with plain time. Also the minimum hours for being recalled between duty should
be abolished and instead paid at plain time for the hours worked, with travelling time.

e Recommendation 6 — Determination Annex H, made under Regulation 26 of the Police
Regulations 2003, should be amended to remove double time premium pay and the notice
period of five days for working on a rostered rest day. Therefore time and a half premium
pay is applicable for working on a rostered rest day with fewer than 15 days’ notice.

* Recommendation 7 — Determination Annex H, made under Regulation 26 of the Police
Regulations 2003, should be amended to allow double time for 25 December and seven
other days chosen by the officer before 31 January for the next financial year. Cancellation
with fewer than 15 days’ notice needs ACC authority

* Recommendation 14 — The Special Constables (Amendment) Regulations 2002 should
continue to be used in connection with the provision of financial rewards for special
constables, where police forces consider that they will be effective and represent value for
money, but the role of the Home Secretary in approving those schemes should be removed.
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Rewarding contribution

In the 2003 pay negotiations, performance-related pay was reintroduced to some parts of the
police service. Provision was made for the payment of bonuses of up to 15% of chief police
officers’ pensionable pay. A system was established under which superintendents could move
up their pay scales more quickly, if their performance was considered to warrant it. A regime
was introduced under which police constables who have been at the top of their pay scale for at
least a year, and who can demonstrate higher professional competence, can be paid an additional
£1,212 per annum (an amount called the ‘Competence Related Threshold Payment’).

In too many respects, the police service has not been successful in establishing and operating
a sound, non-bureaucratic, objective and fair system of appraisal of the performance of
individual police officers. Properly defining and measuring police productivity has never
been easy, and the target culture of recent years has, in an appreciable number of respects,
tended to distort rather than facilitate sound assessments. In the case of the Competence
Related Threshold Payment, for example, at the time of its introduction it was expected that
75% of those eligible would receive it'. In reality, approximately 98% of constables who
have applied for it have been successful. In my view, such a high acceptance rate is unlikely
to be a reliable reflection of the almost universal outstanding competence of police officers,
and is more likely to be a reflection of a degree of management timidity or neglect in the
assessment of performance. With the exception of the superintendents’ pay increments (which
appear to have been operating reasonably satisfactorily), these attempts at the establishment
of a sound performance-related pay system have not been sufficiently successful to justify
their continuation. In the interests also of economy, I have recommended that they should be
terminated in the short-term.

As noted above, the police service’s pay bill will continue to rise despite the two-year

public sector pay freeze because, under the existing regime, police officers and police staff
automatically progress up their pay scales each year. In the case of constables, there are ten
points on the scale, ranging from £23,259 to £36,519. Automatic annual pay progression for
the police was introduced in 1919 and has not been materially disturbed since then. Such

a long progression span, involving a pay differential within a single rank of over £13,000,
creates distortions and resentments which are not justifiable. There are better, fairer and more
sophisticated ways of recognising the acquisition and use of additional professional skills

in policing.

My conclusion is that the system of pay within ranks, or job categories for police staff, is in
need of fundamental reform. In the short-term, I recommend that police officers and police
staff should remain on their present increments for the next two years. After that, a new system
of determining differential pay within a single rank, or job category, should be established and
introduced. This suspension of the operation of the system of automatic annual progression
will have the material benefit of going a significant way towards enabling police forces to
keep police officers and police staff who might otherwise have been compelled to leave police
forces. This approach to preserve employment has been used, with some success, in many
private sector companies over the past three years. In cash terms, the suspension will ensure
that officers and police staff will not have their present levels of basic pay reduced, although it
should be noted that police officers at the tops of their pay scales, who have been in receipt of
a Competence Related Threshold Payment and who do not work unsocial hours, will sustain a
reduction in their pensionable take-home pay.

My Part 2 report in this review will make recommendations in connection with the possible
introduction of entirely different, shorter pay scales, with pay increments that can go down as
well as up.

10 PNB Circular 2/17
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The principal recommendations concerning the recognition and reward of contribution include:

* Recommendation 20 — Police officers and all members of police staff below the top of
their pay scale should be frozen at that increment for a two-year period commencing
September 2011.

* Recommendation 23 — The chief officer bonus scheme should be suspended for a two-year
period commencing September 2011.

* Recommendation 25 — The bonus scheme for superintendents and chief superintendents
should be suspended for a two-year period commencing September 2011.

* Recommendation 27 — Competence Related Threshold Payments should be abolished from
31 August 2011 and all outstanding CRTP payments up to that date should be paid on a
pro-rated basis.

* Recommendation 29 — Chief officers should recognise whole teams, both officers and
staff, with a Team Recognition Award payment of £50 to £100 each for outstandingly
demanding, unpleasant or important work, or outstanding work for the public.

e Recommendation 30 — ACPO and the Police Federation of England and Wales, along
with other interested parties, should convene a working group to establish a series of new
national policing awards.

Allowances, Posts and Skills

The system of pay in the police service contains a number of additional non-pensionable
allowances to compensate officers and police staff for particular expenses and to retain skills.
These range from the housing replacement allowance (between £1,777.66 per officer in
Northumbria and £5,126.70 in the Metropolitan Police) to minor payments such as allowances
for meals taken at unusual times.

The most recent addition to this range of additional payments has been the Special Priority
Payment introduced in 2003. Special Priority Payments can be as high as £5,000 per annum for
a police officer, and cost approximately £84m in England and Wales. They are to be targeted at
between 20% and 40% of police officer posts, which must be one which carriers significantly
higher responsibility than normal for the rank, present particular difficulties in recruitment

and retention, or have specially demanding working conditions or working environments. The
system was to be focused on front-line operational posts in particular.

Since its introduction, the Special Priority Payments regime has been controversial. Both

the Police Federation and ACPO have criticised it for being divisive, since at least 60% of
posts must be ruled ineligible for the payment, creating resentment on the part of some police
officers who disagree with the decision of senior officers as to the determination of which
posts should qualify for the payment. In addition, it is apparent that the variable and sometimes
inadequately explained criteria for the application and operation of the regime have led to the
discredit of the system. Since the payments are attached to posts rather than individual officers,
and in relative terms the individual cost is high, there has been a tendency for them to be paid
to small, specialised teams, rather than police officers in the types of job on which the system
was designed to concentrate. This is certainly the case with 24-hour response officers.

The significant shortcomings of the Special Priority Payments regime do not mean that a
system of paying more to the holders of especially demanding posts, or those with higher
responsibilities is wrong. The contrary is the case. A properly designed, competently operated
system of that kind is to be desired. Accordingly, I have recommended the abolition of the
Special Priority Payments regime, and its replacement with a new payment which recognises
the acquisition, and use, of advanced professional skills in policing. This would be an interim
allowance, pending the establishment of a more developed regime under which the relative
weight, including responsibility and professional demands, of a role can be assessed and
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valued. The interim expertise and professional accreditation allowance should be paid at the
rate of £1,200 per annum.

I recommend that the particular skills which should attract this allowance over the next few
years are:

* investigation (police officers who have attained Level 2 of the Professionalising
Investigation Programme);

* public order (police officers who have attained Level 2 public order accreditation);
* special operations (firearms); and

* neighbourhood policing, where an officer has remained in a neighbourhood policing team
in the same community for more than three years (in the absence of any established system
of professional accreditation in this area).

The principal recommendations concerning allowances, posts and skills include:

* Recommendation 31 — Special Priority Payments should be abolished from 31 August 2011
and all outstanding SPPs up to that date should be paid on a pro-rated basis.

* Recommendation 32 — An interim Expertise and Professional Accreditation Allowance
of £1,200 per annum should be introduced from September 2011 for officers meeting the
skills or length of service criteria in the four stated priority functions. It should be paid
monthly and pro-rated where an officer works part-time. It should be removed when an
officer leaves the role where it is required.

e Recommendation 33 — the Expertise Professional Accreditation Allowance should be
expanded or replaced when a more sophisticated system of job banding or professional
accreditation is established and has been introduced.

* Recommendation 37 — Chief officers should provide receipts for all expenses and
information as to expenses above £50 paid to chief officers should be published quarterly
on the Police Authority’s website.

* Recommendation 42 — A national on-call allowance for the Federated ranks should be
introduced from September 2011. The amount of the allowance should be £15 for each
occasion of on-call after the officer in question has undertaken 12 on-call sessions in the
year beginning on 1 September. An on-call occasion should be defined as the requirement
to be on-call within any 24-hour period related to the start-of-the-police-day.

* Recommendation 44 — The link between the Motor Vehicle Allowance for police officers
and that for local authorities should be re-established from September 2011.

* Recommendation 46 — Officers’ maternity entitlement should increase from 13 weeks at
full pay to 18 weeks at full pay, with officers having the option, with the agreement of their
chief officer, to spread the final five weeks of maternity pay over 10 weeks at reduced rate.

Managing the workforce and exit routes

The police service lacks some of the most important instruments which every organisation with
a workforce needs to manage its people. In particular, it has no right analogous to compulsory
redundancy, under which it could require a police officer with fewer than 30 years’ service to
leave the force on the grounds of the needs of the service and the efficiency of the force.

Although police officers are not employees, there is no inconsistency between the office of
constable and a police force having the right to require a police officer to leave because the
workforce has to be reduced, for example for budgetary reasons. Indeed, just such a regime
applies to police officers with over 30 years’ service. Although for many years the police
service has been increasing in size, and therefore there has been no need for a right analogous
to redundancy, the present conditions of national financial pressure mean that police forces are
having to contemplate reductions in their sizes.
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In the short term, I do not believe that Chief Constables would wish to use a power analogous
to compulsory redundancy for police officers, even if it were available, if they are able to
reduce costs in other ways. For example, there are substantial savings to be obtained by

the suspension of automatic annual pay progression, the abolition of Competence Related
Threshold Payments and the suspension of bonus payments for superintendents and chief
officers. In the circumstances, I believe it is likely that the most that is necessary, at least in

the short term, is the ability of a police force to devise a voluntary exit scheme for police
officers, under which they could retire from the police force on payment of a lump sum by way
of compensation. If such a system were established and used, it should result in fewer police
staff members being made compulsorily redundant, as police forces will be able to change the
mix of people in their early exit scheme. As for the longer term, in Part 2 of this review I shall
consult on the creation of a new career model for police officers and staff which better matches
the needs of the public and the police service.

The principal recommendations concerning the management of the workforce and ill-health include:

* Recommendation 52 — The Police (Performance) Regulations 2008 should be amended to
provide that if a police officer has had two or more adverse determinations made against
him, on substantive (rather than procedural) grounds, in concluded UPP proceedings within
the past five years, subsequent UPP proceedings should begin at Stage 3.

* Recommendation 55 — The criteria for the use of the powers in Regulation A19 should be
amended, with service-critical skills and performance being explicit considerations.

e Recommendation 56 — As quickly as possible, police forces should be provided with the
ability to offer voluntary exit terms to police officers, substantially on the terms contained
in the Civil Service Compensation Scheme 2010.

Next steps

If accepted, most of my recommendations will require referral by the Home Secretary to the
Police Negotiating Board and the Police Staff Council, as well as those forces that negotiate
police staff pay and conditions separately from the PSC arrangements.

The following issues will be examined and expanded upon in Part 2 of the review:
* entry routes into the police service;

* the career of officers and police staff — including the future of pay scales, progression
increments and performance appraisal; and

* the pay negotiating mechanisms themselves.
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Glossary and abbreviations

Glossary and abbreviations

accelerated progression

ACPO

Association of Chief Police Officers

ACPO ranks

APA

Association of Police Authorities

bonus

branch board; joint branch board

chief officer
CPOSA

Chief Police Officers’ Staff
Association

the case where a police officer or police staff member
moves up the applicable pay scale faster than one
increment each year

Association of Chief Police Officers

the body which collectively represents the chief police
officers of England, Wales and Northern Ireland in
relation to policy and national functions; ACPO has no
statutory provenance, but is mentioned in legislation
as a body with which certain consultations should

take place

in county police forces: Assistant Chief Constable,
Deputy Chief Constable and Chief Constable; in the
Metropolitan Police: Commander, Deputy Assistant
Commissioner, Assistant Commissioner, Deputy
Commissioner and Commissioner; in the City of
London Police: Commander, Assistant Commissioner,
Commissioner

Association of Police Authorities

the body which collectively represents the Police
Authorities of England and Wales, as well as the
Northern Ireland Policing Board; the APA has no
statutory provenance, but is mentioned in legislation
as a body with which certain consultations should
take place

a payment additional to salary, usually awarded for
the achievement of objectives beyond those ordinarily
required of the rank or post of the recipient

a board consisting of elected representatives of the
members of a branch of the Police Federation holding the
relevant rank; there is a constables’, a sergeants’ and an
inspectors’ branch board for each branch; the three
branch boards sit together as a joint branch board to
discuss matters of common interest; in the Metropolitan
Police there is no joint branch board, but each branch
board establishes an executive committee and the three
committees sit together as the Joint Executive Committee

the holder of an ACPO rank
Chief Police Officers’ Staff Association

the representative body of chief officers, concerned with
pay and conditions
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Desborough

determination

differential

double accrual

double increment

Edmund-Davies

Federated ranks

26

the Committee on the Police Service of England,
Wales and Scotland, under the chairmanship of Lord
Desborough, set up in March 1919 in response to
severe discontent amongst police officers at their rates
of pay and conditions of service, and their ability to
make representations on these subjects; police pay had
not kept up with the rise in the cost of living, which
had doubled during the 1914-18 war, and tensions
were very high; the Desborough report was published
in two parts, on 1 July 1919 and 1 January 1920, and
recommended rises of the order of 230% in constables’
pay, and the establishment of the Police Federation

as a representative body and the Police Council as a
consultative body; it also recommended that it be made
a criminal offence for a police officer to join a trade
union or to strike

a decision of the Home Secretary on a matter provided
for in police regulations; the regulations give the Home
Secretary the power to determine various matters,

such as rates of pay; the detail of these matters is set

out in the determinations rather than in the regulations
themselves; the determinations are set out in the form of
Annexes entitled AAto W

the gap between the salary of one rank or post and the next

in relation to police pensions, over a 30-year period the
rate of accrual in the last ten years which is twice the
rate in the first 20 years

the case where a superintendent or chief superintendent
moves up two annual increments of his pay scale in a
single year, as a result of being rated as exceptional in
his PDR

the Committee of Inquiry on the Police under the
chairmanship of Lord Edmund-Davies; it was
established in conditions of considerable tension
involving the police, whose pay in the 1970s had

fallen significantly behind comparable occupations; it
reported in July 1978 (Cmnd 7283) recommending a
substantial increase (of the order of 45%) in police pay,
and also a pay formula which would increase police
pay in accordance with a combination of changes in the
index of average earnings and changes elsewhere in the
community in subsequent years

the police ranks represented by the Police Federation,
namely constable, sergeant, inspector and chief inspector



Federation

he / him / his
housing allowance

ill-health retirement

increment

job evaluation

London allowance

London weighting

Metropolitan Police

mutual aid

National Policing Improvement
Agency

NPIA

Glossary and abbreviations

the Police Federation of England and Wales, the
statutory body established by the Police Act 1919

on the recommendation of Desborough to represent
police officers in all matters affecting their welfare
and efficiency except for questions of promotion or
discipline affecting individuals; in 2011, the Police
Federation had approximately 140,000 members; it is
part of the staff side of the Police Negotiating Board

she / her
see replacement allowance

early retirement on the ground that the police officer
in question is permanently disabled in relation to the
performance of duty

a point on a pay scale, through which a police officer or
police staff member moves by means of progression

a system of assessing the weight of a particular job,
including the skills and abilities required for it, for
the purposes of determining what is the appropriate
remuneration for it

an allowance payable to all officers of the Metropolitan
Police and City of London Police; the rate of the
allowance in 2011 varies depending on when the officer
joined the police in London

an uplift to the pay of all officers of the Metropolitan
Police and City of London Police; in 2010/11, its value
is £2277 p.a.

the police force for Greater London; it is by far the
largest police force in the UK, with 52,190 officers and
police staff members (including PCSOs) in March 2010

the provision of police officers or other assistance by
one police force to another for the purpose of meeting
any special demand, either on the application of the
chief officer of the force receiving the assistance, or at
the direction of the Home Secretary; the system was
recommended by Desborough

a body corporate established under the Police and
Justice Act 2006; it replaced the Central Police Training
and Development Authority and the Police Information
Technology Organisation; its objects include the
promotion of good practice in policing, the provision

to police forces of expert advice and assistance in
connection with operational and policing matters, the
identification of opportunities for and threats to police
forces, assistance with information technology and
procurement and training and personnel matters

National Policing Improvement Agency
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new police pension scheme

Oaksey

Official Side

old police pension scheme

overtime

pay scale

pay spine
PDR
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the pension scheme for police officers provided for in
the Police Pensions Regulations 2006; the scheme has
been open to new entrants since 6 April 2006; it allows
officers to earn a pension equal to one 70th of final
salary for each year’s service, over 35 years; it provides
a target pension of half final salary; officers also earn
four 70ths of final salary for each year’s service over
35 years, to provide a target lump sum of twice final
salary; officers in the NPPS currently pay contributions
of 9.5% of their pensionable pay; Police Authorities
pay the employer contribution of 24.2%; the normal
minimum pension age under the NPPS is 55; the scheme
also provides a range of benefits, including survivor
pensions for nominated unmarried partners

an independent inquiry into police pay, pensions,
promotions, methods of representation and negotiation,
and other conditions of service, set up in 1948 under

the chairmanship of Lord Oaksey, in response to
considerable discontent with the levels of police pay
after the 1939-45 war and a severe manpower shortage;
Oaksey recommended a 15% increase in police pay with
effect from 1 July 1949

one of the two sides of the Police Negotiating Board (the
other being the Staff Side), consisting of representatives
of Police Authorities, chief officers and the Home Office

the Police Pension Scheme 1987; it allows officers to
earn one 60th of final salary for each of the first 20 years’
service, and two 60ths of final salary for each of the
subsequent 10 years’ service; this provides a target
pension of two-thirds of final salary; no lump sum

is automatically payable, but an officer can elect to

take a lump sum in exchange for a lower pension; this
typically leaves the officer with a pension of half final
salary; officers in the PPS currently pay contributions of
11% of their pensionable pay; Police Authorities pay the
employer contribution of 24.2%; because many officers
began their police service at age 18%, some become
entitled to draw their pensions as early as age 48'2; the
scheme was closed to new members with effect from

6 April 2006

payment for work which is additional to the normal
working hours of a police officer or police staff
member; in the case of police officers, the rates and
conditions vary according to the amount of notice which
is given; overtime is explained more fully in Chapter 2

a scale of pay rising by (usually) annual increments
pay scale

Performance & Development Review; an assessment of
an officer’s performance by his line manager, usually an
officer of the immediately superior rank



performance-related pay

Police Advisory Board for England
and Wales

Police Arbitration Tribunal

Police Authority

Police Negotiating Board

police regulations

Police Regulations 2003

police staff

Glossary and abbreviations

a system of pay which links part of a worker’s
remuneration to his performance, usually after appraisal
by a line manager as part of the PDR process

a statutory body established under the Police Act 1996
to advise the Home Secretary on general questions
affecting the police

the tribunal which resolves a failure of the two

sides of the Police Negotiating Board to agree on a
recommendation to be made to the Home Secretary;
a decision of the Tribunal has effect as an agreed
recommendation of the Board and must be taken into
consideration by the Home Secretary before making
police regulations, or a determination under them;
provision for the Tribunal is made in the constitution
of the Board

a body corporate established for every police area

in England and Wales; each Police Authority has a
statutory duty to secure the maintenance of an efficient
and effective police force for its area; however, it is
prohibited from giving directions to chief officers or
members of police forces concerning the exercise of
their powers or discretions by virtue of their offices

a statutory body originally established under the Police
Negotiating Board Act 1980 and maintained under the
Police Act 1996; it is concerned with questions relating
to hours of duty, leave, pay and allowances, pensions
and connected matters; before making regulations under
the Police Act 1996 in these areas, the Home Secretary
is required to take into consideration the Board’s
recommendations and give the Board a draft of the
regulations; the same requirements apply to the making
by the Home Secretary of a determination under the
regulations

regulations made by the Home Secretary under the
Police Act 1996 as to the government, administration
and conditions of service of police forces; regulations
may make provision with respect to ranks, promotion,
probation, voluntary retirement, the conduct, efficiency
and effectiveness of police officers and the maintenance
of discipline, the suspension of police officers, and the
duties, hours of work, leave, pay and allowances of
police officers

regulations made under the Police Act 1996 concerning
matters such as police officers’ duty, pay, leave,
allowances and expenses, the reckoning of their service,
and their uniform and equipment

a person employed by a police force and who is not a
police officer; a description of some of the roles carried
out by police staff is in Appendix 3
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Police Staff Council

post-related allowance

PRA

progression

rent allowance

replacement allowance

restricted duties

Royal Commission

the Police Staff Council negotiates national agreements
on pay and conditions of service for 75,000 police
staff and PCSOs in England and Wales, excluding the
Metropolitan Police

a non-pensionable allowance for chief superintendents
to reflect particularly onerous responsibilities

post-related allowance

the usually automatic movement of the pay of a police
officer or police staff member up a pay scale (by annual
increments)

see replacement allowance

an allowance introduced in 2003 to replace rent and
housing allowances, on their abolition; those allowances
supplemented the pay of police officers who did not
occupy free housing provided by a Police Authority or
police force; their purpose was to put a police officer
who provided his own accommodation in broadly

the same position as one who was provided with free
accommodation; they began at a time when police
officers were required to live in houses provided by
the Police Authority; replacement allowance is only
available to officers who were already in the service
on 31 August 1994; as an allowance, it is not part of
police pay

duties assigned to a police officer of a nature which
place on him physical demands which are lower than
those required for the full duties of a police officer;
the decision to place an officer on restricted duties is
taken after an assessment of the officer’s condition
by a medical practitioner or an occupational health
professional

the Royal Commission on the Police, chaired by

Sir Henry Willink QC; set up to consider primarily

the accountability of the police and the constitutional
position of the police in the state; its terms of reference
included a review of police pay; the Royal Commission
published its interim report in November 1960

(Cmnd 1222) and its final report in May 1962

(Cmnd 1728); it recommended a 30% rise in the
maximum of the constable’s pay, with two long-service
supplements taking the increase to 40%



Sheehy

south-east allowance

Staff Side

Superintendents’ Association

Unison

UPP regulations

variable shift arrangement

Glossary and abbreviations

the report of the Inquiry into Police Responsibilities and
Rewards under the chairmanship of Sir Patrick Sheehy;
published in June 1993 (Cmnd 2280), it made very
wide-ranging and radical recommendations, including
the abolition of certain ranks, the abolition of police
regulations concerning pay in favour of a new pay
matrix reliant on the scope of a role, the responsibilities
attaching to it and its scale, and specialist requirements,
the nature of the policing environment, the experience
and skills of an individual and his performance in the
role; it also recommended a change to a lower index for
police pay, the abolition of casual overtime, and the end
of secure tenure for police officers; it made proposals
for radical reform of police pensions; many of the
Sheehy reforms were not implemented

an allowance payable to police officers in forces in the
south-east of England; for police officers in the Essex,
Hertfordshire, Kent, Surrey and Thames Valley forces,
its rate in 2010 was £2,000 p.a.; in the case of the
Bedfordshire, Hampshire and Sussex forces, the rate
is £1,000 p.a.

one of the two sides of the Police Negotiating Board
(the other being the Official Side), consisting of
representatives of the police officer staff associations

Police Superintendents’ Association of England and
Wales, the staff association for police officers at
superintendent and chief superintendent ranks

the largest of the trade unions representing police
staff in England, Scotland and Wales; Unison has
approximately 44,000 police staff members

unsatisfactory performance procedure regulations
made under the Police Act 1996 containing procedures
for dealing with unsatisfactory performance by police
officers between the ranks of constable and chief
superintendent (but not probationary constables)

an arrangement made by a chief officer, with the
agreement of the local joint branch board of the Police
Federation, for all or a particular class of officers in the
force to work shifts of a different length to the normal
eight-hour tour of duty

Attention is drawn particularly to the use of the male gender when both sexes are or either sex
is meant. This approach has been used only to simplify the drafting of this report. The review
is of course conscious of the significant numbers of police officers and police staff who are
female; they are, as explained above, included in every such reference.
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In this report, a number of documents are frequently cited. For ease of reference, those
citations have been abbreviated as follows:

ACPO submission

APA submission

CPOSA submission (1)

CPOSA submission (2)

Deployment seminar

Desborough report

Edmund-Davies report

Exits and pensions seminar

Police Federation submission (1)

Police Federation submission (2)

Police Superintendents’ Association
submission (1)

Police Superintendents’ Association
submission (2)

Post and performance-related
pay seminar

ACPO Submission: Independent Review of Police
Officers and Staff Remuneration and Conditions,
Association of Chief Police Officers, October 2010

APA Response to the Review of Remuneration and
Conditions of Service for Police Officers and Staff,
Association of Police Authorities, November 2010

Chief Police Officers’ Staff Association Initial
Submission to the Independent Review of Police
Officers’ and Staff Remuneration and Conditions Chief
Police Officers’ Staff Association, November 2010

CPOSA Supplementary Submission to the Independent
Review of Police Officers’ and Staff Remuneration and
Conditions, Chief Police Officers’ Staff Association,
December 2010

Transcript of the pay review seminar on deployment,
review.police.uk, 9 November 2010

Report of the Committee on the Police Service of England,
Wales and Scotland (Chairman: Lord Desborough),
HMSO, London, July 1919 and January 1920

Report of the Committee of Inquiry on the Police
(Chairman: Lord Edmund-Davies), Cmnd 7283,
July 1978

Transcript of the pay review seminar on exits and
pensions, review.police.uk, 10 November 2010

PFEW Submission to the Independent Review of Police
Officers’ and Staff Remuneration and Conditions, Police
Federation of England and Wales, November 2010

PFEW Supplementary Submission to the Independent
Review of Police Officers’ and Staff Remuneration and
Conditions, Police Federation of England and Wales,
December 2010

Submission: Review of Remuneration and Conditions
of Service for Police Officers and Staff, the Police
Superintendents’ Association of England and Wales,
November 2010

Police Superintendents’ Association of England and
Wales: Critique of Submissions to Winsor Review

of Other Interested Parties, Police Superintendents’
Association of England and Wales, December 2010

Transcript of the pay review seminar on post
and performance-related pay, review.police.uk
11 November 2010



Glossary and abbreviations

Royal Commission report Interim Report of the Royal Commission on the Police
(Chairman: Sir Henry Willink QC), Cmnd 1222,
November 1960

Unison submission Unison Pay and Conditions Strategy to Improve Police
Performance — Unison Submission to the Independent
Review of Police Officers’ and Staff Remuneration and
Conditions, Unison, November 2010

The documents in question and the transcripts of the seminars are available on the
review’s website.
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1

1 Context

Context

The police service has changed very significantly since the Committee of Inquiry into the
Police, chaired by Lord Edmund-Davies, published its report on police pay in 1978. The
composition of the workforce, the variety of different jobs — including highly specialised

ones — which police officers now do, and the level of public scrutiny they receive is markedly
different. This Chapter discusses each of these areas to provide a contextual background to the
recommendations in this report. It also considers how total police officer and staff pay compare
with pay in other occupations, including the variance in regional employment markets.

Workforce changes

Since 1978, the size of the police service increased by an additional 35,500 police officers to
a total of 143,734 in March 2010. These officers have also received increasing support from
police staff, who have more than doubled in numbers in this period, to a total of 77,900 and
a further 16,915 Police Community Support Officers'. Indeed, the only reduction in resources
has occurred in the special constabulary (volunteer police officers), which has reduced from
16,952 officers in 1978 to 15,555 in March 2010, although it should be noted that recruitment
and retention of special constables has been increasing in recent years.

These national figures must be considered with an appreciation of the very substantial variation
in the sizes of the workforces of the 43 territorial police forces in England and Wales. These
range from 52,190 police officers and staff (including PCSOs) in the Metropolitan Police
Service, to 1,214 officers and staff in the City of London Police and 1,876 in Warwickshire
Police. Figure 1.1 shows the range in size of officer and staff workforces in England and Wales.

Figure 1.1

Police workforce by force 31st March 2010
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These recruits have contributed to a significant change in the composition of the police
workforce. In 1978, over 93% of police officers were male; female officers now comprise 26%

Home Office Statistical Bulletin 1410: Supplementary tables, Home Office, 31 March 2010
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of all police officers. There has been an increase in the number of black and minority ethnic
officers, who now make up 4.6% of the service®. There are now many more people joining the
police service with higher-level educational qualifications; 27% of new recruits possess a first
degree or higher. Sixty-four per cent of police staff (including PCSOs) are female and 7% are
black or from minority ethnic backgrounds, which demonstrates that the police service has an
increasingly mixed workforce?®.

The nature of policing has also changed since the Edmund-Davies report, with the police
service becoming increasingly specialised in terms of roles and skills. For example, Kent
Police has 529 different police officer roles and 752 different police staff roles*. Several
policing-specific accreditation schemes have also been introduced, particularly the
Professionalising Investigation Programme (PIP) which has marked out detectives as carrying
out an even more specialised role. The largest proportion of police officers still remain in
24-hour response and neighbourhood policing roles. Figure 1.2 demonstrates the variety of
specialist functions in the police.

Figure 1.2

Police officer functions in 2009/10
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In relation to police staff, the largest proportion is in neighbourhood policing (predominantly
PCSOs), call-handling and criminal justice units. However, there are a number of more
specialised roles for police staff, including in intelligence and scenes of crime, and as detention
officers in custody suites. In these cases, police staff members contribute significantly to the
police service, not only through their specialist skills and experience, but also by freeing up

Data provided by Kent Police in November 2010



1 Context

police officers to perform duties which require the power of search and arrest. Figure 1.3
illustrates the variety of police staff functions.

Figure 1.3

Police staff functions in 2009/10

30,000 —
25,000 —
20,000
15,000

10,000 —

Proportion of Staff full time equivalents

5,000 —

1

2 =~ B = 0 =

es

o - 5

nt
ic

= 2 8
8 5 5 =

Fraud
Other

Neighbourhood:
Intelligenc:
Scenes of Crime
Custody
Enquiry/Station
Response
Hate Crim
Probationers Year

Firearms/Explosives
Firearms - Tactic:

Control Room (Call Handlers
Criminal Justice Unit:
Other Admin/Clerical
Corporate Developmen
IT/Communications/Audio
Child/Sex/Domest
CID - Specialist Crime Unit

Personnel/Human Resour

&
2
B
5
3
2
g
£
£
8
o

Crime Investigation Departm

Special Branch/ Protection/ Immigration/ Nationality

Source: Annual Data Requirement 601: 2009/10

107 The police service has also had to respond and adapt to a number of different external changes
in this period. Society has become less respectful of and deferential to authority, and the
public expect and demand much more from their public services. In particular, there has been
an increase in the statutory scrutiny of policing functions, most notably under the Police and
Criminal Evidence Act 1984, the Freedom of Information Act 2000, the Police Reform Act
2002 (which created the Independent Police Complaints Commission) and the Police (Health
and Safety) Act 1997 which applies relevant health and safety legislation to the police.

1.1 Policing in the wider labour market

111 Police officer pay increases have been closely linked to pay movements in the wider labour
market since the 1960s. The Royal Commission on the Police in 1960 recommended an
updating system based on the wages of some skilled manual workers, although this was not
implemented®. Instead, police officer pay continued to be related to the wages of manual
workers. By 1978, Lord Edmund-Davies’ committee found that police officers were
significantly underpaid, and recommended a basic pay increase for all police officers; for a
long-service police constable this led to a rise of approximately 45%°. To ensure that police
officer pay was kept up to date, his review recommended linking police pay with an index of

5 Royal Commission
6  Edmund-Davies, Report I, pages 31 and 76; based on a 15-year service provincial police constable
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the average earnings of all employees during the previous 12 months’. Police pay would
therefore rise in line with pay movements in the wider employment market. This figure was
derived from the average monthly earnings of all employees using the ‘New Earnings Survey’
(which has since become the Annual Survey of Hours and Earnings or ‘ASHE’). In doing so,
the Edmund-Davies committee sought to ensure that police officers should neither financially
benefit nor suffer, in comparison with the community that they police.

The index was changed in 1994 to replace average earnings with average settlements in the
private sector. Average earnings take account of all aspects of changes in pay, such as overtime
and allowances, whereas average settlements refer only to the annual uplift of the pay scales®.
However, Professor Richard Disney found that this did not have a material effect on police
officer pay settlements, in comparison with other public services. Taking 1993 as a base,
Figure 1.4 shows that police officers broadly kept pace with NHS staff and the armed forces
during this period, with school teachers lagging slightly behind by 2010.

Figure 1.4

Pay uplifts awarded to selected public sector groups 1993 to 2010
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Source: Appendix 4 of this report.

Professor Disney provides a caveat to these findings when he states that the comparison is

only based on annual pay uplifts and does not take into account wider changes in pay over this
period, such as the NHS’s ‘Agenda for Change’ reforms, which put all NHS staff onto a single
national pay banding system. However, such an analysis on its own does not establish whether
police officers are paid too much or too little in comparison with other workers. For that
reason, Professor Disney also compared the pay scale rates of police constables and sergeants
with paramedics in the NHS, fire officers and members of the armed forces. His findings in this
respect are summarised in Table 1.1.

Edmund-Davies, Report 11, page 65 (para 261)
The difference between pay settlements and earnings growth, S. Miller, Incomes Data Services, 2005, page 2



1 Context

Table 1.1: Comparison with other scale rates in selected public sector occupations

Police Ambulance Firefighters Armed Forces
Agenda for Change
Sept 2010 scale rates: April July 2009 2010-11 scale rates including

scale rates

2010

scale rates

‘x-factor’

Police Band 5: Range 1 e.g. Private/Able rating/
constable paramedic Firefighter Aircraftman
0  £23259 16 £21,176 Trainee £21,157 | 1 £17,015
1 £25962 17 £21,798 Development  £22,038 | 2 min/max | £17,486 | £18,432
2 £27471 18  £22,663 Competent £28,199 | 3 min/max | £17,957 | £20,420
3 £29,148 19 £23,563 4 min/max | £19,529 | £21,773
4 £30,066 20  £24,554 Crew Manager 5 min/max | £20,582 | £24,075
5 £31,032 21  £25472 Development £29,971 | 6 min/max | £21,442 | £25,246
6  £31917 22 £26,843 Competent £31,263 | 7 min/max | £22,359 | £26,405
7 £32703 23 £27534 8 min/max | £23,383 | £27,592
8  £33753 9 min/max | £24,230 | £28,940
9  £35,796
Range 2: e.g. Leading rate/
10 £36,519 Corporal
1 min/max | £26,405 | £27,592
2 min/max | £27,592 | £28,940
3 min/max | £28,940 | £30,357
4 min/max | £29,161 | £31,065
5 min/max | £29,390 | £31,814
6 min/max | £29,624 | £32.474
7 min/max | £29,840 | £33,182
Band 6:
Ambulance
practitioner
advanced, to
Police emergency
sergeant team leader Watch Manager Range 3: Petty Office/Sergeant
0 £36,519 21  £25472 Development £31,940 | 1 min/max £30,103 £32.756
1 £37767 22 £26483 Competent A £32,827 | 2 min/max £30,799 £33,604
2 £39,033 23 £27,534 Competent B £34,961 | 3 min/max £31,573 £34,456
3 £39.867 24 £28,470 4 min/max £31,892 £34,890
4  £41,040 25 £29464 5 min/max £32,723  £35,570
26 £30,460 6 min/max £33,854 £36,249
27  £31454 7 min/max £34,112  £36,929
28  £32,573
£34,189
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Drawing on this evidence, Professor Disney concluded that:

“police officer scale rates are generally 10 to 15% higher than those of the other
emergency services and for similar ranks in the armed forces®.”

An examination of the weekly earnings of police officers provides an alternative method of
comparison. To achieve this, Professor Disney used the Office of National Statistics’ Annual
Survey of Hours and Earnings, which is the most comprehensive survey of earnings across all
occupations. The ONS have chosen to place police constables and sergeants in a single group,
with the ranks of inspector to chief officer classed as a separate group.

Table 1.2 shows that the median weekly earnings of the male police constables and sergeants
group were £743.40 in 2009, slightly above what Professor Disney has described as “white
collar occupations”, such as quantity surveyors, some legal professionals, veterinary surgeons
and accountants. It is notable that all of these professions have significantly higher pre-entry
qualifications than does the police service. For example, a police officer on recruitment does
not require any formal academic qualifications, whereas to become a veterinary surgeon

it is necessary first to obtain a five-year undergraduate degree for which the admission
requirements are amongst the highest of all university courses. Yet, on average, employed
veterinary surgeons earn less than police officers.

see Appendix 5



1 Context

6002 ‘wop3ury pajun

3se3[RI 60T ‘B1 1 AIGEL ‘HHSV 29108
Sl S'L8S £66¢ 90 YIS 0 1'LTS i% 14533 (195yJ0 [edourid M0[aq) SIAIYJO AOIAIIS UOSLI]
X X 08ty 7’6 9'CSS 80 |N4SS L v SI901JO uoneqold
Sl 8719 €9y 9'0- 8IS S'I- 6'CSS 9 elee (M0[oq pUE I9OYJO A1y SUIPEI]) SIAIYJO IAIS AL
7'l Y89 O'LLY V'L 8'C8¢ oL 8'08S 8L 3143 SISINN
X ¥'SI8 X (3% SevL 0¢C C0IL Cl €1ce sorpawreled
Sl 1'0C6 €'L79 4 8168 1'0 €CEL 61 eLIT SODIAIAS PAje[al pue UosLId ‘QdUB[NQUIL I UT SISO JOTUDS
61 8086 ¥7'90S 8¢ LLyL 61 6'CEL 8¢ eeve s10£oamns Aynueng)
X X Secy S'L 1'998 I'L- SLEL 9 61T (Pas1I039)ed AIOYMIS[d Jou) s[euorssajord [e3a]
X X X T'868 1'8¢€L X 91¢CC SUBLIBULIOIOA
X X S019 8'6 G'88L 8'8 8'6¢L 8 e SJUBJUNODIIE JUSWATRUBIA
7'l <098 'ST9 €0 6'69L L0 PEvL €61 (455 (M0[3q pue JULIZIIS) SIIIYJO MN[0
61 $620°1 6'61S 6'1- 0'6v8 ¥0- 8'evL ¥TC GI1 SIOTRUBW AOYJO PUE UOHMNSUT [BIOULUL]
9l T'ST6 879¢ €y 9°S9L I'c 6 VL 4% It SIOQUISUD [BITUBYIIIA
9’1 £'6C6 L'L9S 6C S'68L LE V'LyL |53 1eve SJUBJUNOOSE PAYNIa0 pue palajeyn
1'C 8v0I°1 8'8¢S c0- C'To Sl 6'v9L LTV’ I S[BIOLJO JOTUSS PUE SIOTRUBA
¢l 8'6C6 Y9 8°0- €08 ST L99L LT €Clc SIOQUITUD [eILNOS[H
LT 6’656 G'CLS 1'9 6908 %3 8'LI9L 14 811 SIOTRUR SAITAISS [RID0S PUE [I[LAH
I'1 €708 L'9SL 6'¢ V8L Sy 6'89L ¥C 14553 SIOALIp UTBl],
6'1 €01l ¥'CLY 70" 8180°1 70 1'€T6 898 €1l sIogeuew [BUONOUN]
[ Tees’T 0889 ¥'C €8Il I'C 6'LS6 €S 17C sfeuorssojoid [e3o]
(e €95G°1 8'9IL 43 TYLI'T % 9966 14 11T SIOUOIOD pue sAZPN[ ‘SIOAME] pUE SIONII0S
€1 6'PIT'1 9°LS6 (43 TITI'T | LT 0°920°T €1 CLIT (9A0qe pue s1030adsur) s139Y4Jo NI
€C €008°T 999L I'c A4S Le LLOTT 0¢ (4533 sIayoIg
X X X €e 101’1 [N 99PI°T 9 13183 SIS[[ONUODS dhjen Iy
X X X 9°0- 00ST'1 8L €0SI°T 8 IT11 JUSWIUIDAOS [RUOTIRU UT S[RIDYJO JOTUSS
I'C €L99°1 0¢ls 07¢ L09€1 07¢ TYLI'T 70T 1€11 SOLIBJOIOS PAISMEYD PUE SIOFRUBW [BIOULUL]
€C €VLOT 7’888 A% 7'9ES’l €0 9¥8E’l 801 11¢e sxouonnoeid [edrpajy
(44 LI9IL L0€E 6’0 £°68S 'l 016V 6vTTI saakodumd [y
onelx agueyd ued Agueyd uesno uondiiosd
m.M 0) S/ th =t owuﬁ“.o._oa " om@ﬁ“ﬁoa UEIPIN Mﬂc_. Jo v Po) Hd
AOI SI[IUIJ [enuuy [enuuy JdquInN

:sqof d3Lo1dwd dpew 10 — () SS0a5) — Aed APPIAA 7T dqEL

41



Independent Review of Police Officer and Staff Remuneration and Conditions — Part 1 Report

1.1.7

1.1.10

From this, Professor Disney stated that the median weekly pay of male constables and sergeants:

“exceeds those of paramedics by around £30 per week, nurses by around £160 per
week, firefighters (below senior level) by around £190 per week, and prison service
officers by around £210 per week'?.”

On this basis, it is clear that police officers receive substantially higher weekly median
earnings than some other public sector employees. However, it should be noted that by
merging constables and sergeants, it is difficult to make like for like comparisons. A separate
category of male ‘senior officers in fire, ambulance, prison and related services’ has median
weekly earnings of £732.30, £11 less than the median for constables and sergeants. It could be
argued that these manager roles are more comparable with the sergeant rank, although account
should also be taken of the autonomy and discretion of a police constable. However, the
combined median weekly pay of constables and sergeants is still higher. Constables’ earnings
will have lowered the median of police officer pay for sergeants, which means that the median
of sergeants’ weekly earnings will be considerably higher than those senior ranks in other
public services.

Male police officers at the ranks of inspector to chief officer received median weekly earnings
of £1,026 in 2009, which Professor Disney said was “just over double the median average
earnings for men as a whole!'.” This amount puts them alongside professions such as brokers,
solicitors and judges in terms of their weekly earnings. Unfortunately, the ASHE data do not
allow for more specific comparisons, such as how the superintendent and chief officer ranks
compare in the wider employment market.

Table 1.3 sets out the position for female police officers. Professor Disney found that female
constables’ and sergeants’ median weekly earnings are £624.90, which are approximately £120 a
week less than their male equivalents. There may be several reasons for this potential inequality,
including the pay scales themselves, which are discussed more fully in the Chapter 3.

10 ibid.
11 ibid.
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Despite this, female police constables’ and sergeants’ weekly median earnings were broadly
comparable with employee groups such as secondary school teachers, production managers
and psychologists. Again, some of these professions have substantially higher pre-entry
qualifications. In comparison with other public sector employees, Professor Disney found that:

“As with male police officers, female police officers earn significantly more than
female firefighters, nurses and prison officers, although considerably less than female
train drivers and slightly less than female paramedics'’.”

For female police officers at the ranks of inspector to chief officer, Professor Disney was
unable to produce a complete statistical analysis because there are so few senior women
officers'®. However, he did comment that their weekly median earnings of £1,108.50 are
higher than those of their male police officer equivalents, and the second highest identifiable
occupation, below ‘Directors and chief executives of major organisations’.

Taken together, Professor Disney’s analysis of the pay scales and earnings have identified that
police officers’ pay is markedly higher than the pay of other public-sector employees, and at
a comparable level to private-sector professionals who require significantly higher pre-entry
qualifications.

Regional and international comparisons

Police officers have national scale rates. This means that a constable will receive the same
basic salary no matter where he works or lives in England and Wales. The only exceptions

to this are the London weighting and allowances and the south-east allowances, which are
discussed in more detail in Chapter 5. Professor Disney compared the average male police
officer’s weekly pay with the average pay of all occupations in each region. The average weekly
pay for each region is calibrated at 1.0, so any figure which is higher than 1.0 establishes that
police officers are better paid than the regional average. Figure 2.5 sets this out.

12 ibid.
13 It will of course take time for the highest ranks in the police to be attained by significant numbers of women, although
there are presently substantially more female chief officers than ever before.

44



122

1.3

131

132

1 Context

Figure 1.5

Ratio of police pay medians to medians for all occupations, by region:
for weekly pay of male officers, 2009
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Source: Appendix 4.

As Professor Disney noted, police officers are paid more than the average worker in every
region of the country. However, some officers receive a greater level of reward than others
because the cost of living and the average wage in some regions are substantially lower than in
others. For example, a constable in Wales or the north-east of England receives approximately
60% more than the average regional wage. By comparison, the lowest ratio is understandably
in London, where police officers are still better paid than the average occupation, but receive
only approximately 25% more than the average pay. Officers across the country will perform
similar roles, but the level of reward is markedly different. This variance is inherently unfair on
police officers in London and the south-east of England, and Part 2 of the review will consider
whether there is a case for moving the police service back to a system of regional pay, something
it had in the first part of the 20th century before national rates of pay were introduced.

Recruitment and retention

An analysis of recruitment and retention data indicates that the role of a police officer is an
attractive career and, once in the police service, police officers rarely leave before they attain
their full pension entitlements.

Data from 2003 onwards indicate that the national number of applications for police officer
roles has fluctuated between a low of 14,869 in 2007/8 and a high of 40,808 in 2008/9'4.
Therefore there is no shortage of interest in the police, which means that the remuneration and
conditions package is not deterring applicants. However, it is not possible to establish from this
data whether the police service is attracting the right calibre of applicant. Not everyone who
applies to join the police is suitable to be a police officer. Part 2 of the review will consider this

14 Data are provisional and have not been verified by forces. The numbers of applications sent out exclude applications
made on the www.policecouldyou.co.uk website and a growing use of recruitment events instead of applications, which
might explain the relatively recent drop in applications in this data. The figures exclude applications made by transferees
from other forces and the applications-received totals refer to formal application forms and do not include informal
expressions of interest.
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issue in more detail, including whether basic pay is set at the right level to recruit and retain
the best candidates.

Financial Year Applications sent out Applications received
2003/04 129,113 39,264
2004/05 86,178 24478
2005/06 70,469 34,862
2006/07 28,137 14,869
2007/08 61,456 40,823
2008/09 41,809 40,808
2009/10 13,779 17,586

In relation to retention, Professor Disney found that the average ‘wastage rate’ of police
officers (the numbers of officers who leave the service each year, including retirements) was
approximately 4.7% of a police force’s strength in 2009/10. He compared this figure with
voluntary turnover rates in the private sector, which were approximately 13% in 2008/09,
although he noted that that was a particularly low figure because of the prevailing condition
of the economy. Despite this, it is clear that the police officers’ wastage rate is comparatively
low, which indicates that the total remuneration package, including the pension, is sufficient to
retain most police officers.

X-factor

It should be noted that both the Royal Commission and the Edmund-Davies committee
concluded that the role of a police officer cannot be compared with precision with any single
group of workers. Edmund-Davies concluded that:

“the unique nature of the police service and the work they do makes [comparison]

impossible™.”

It is certainly true that there are elements of police officer terms and conditions which are
unique. In particular, the Police Federation argued that the particular constraints on the
freedoms of police officers in some aspects of their and their families’ private lives should be
reflected in the remuneration of police officers'®. Part 2 of the review will endeavour to define
and quantify what could be called the ‘x-factor’ which is present as an element in a police
officer’s basic pay. Such an exercise was carried out by the Armed Forces Pay Review Body in
2009". Interestingly, they balanced compensation for factors such as the liability for duty at all
times and danger, with some of the advantages of the role such as job variety and adventure.

A similar balancing approach could be applied to police officers. In the interim, a number of
these issues are worthy of brief comment in relation to the short-term recommendations in

this report.

The particular constraints relating to police officers include:

* A duty to prevent and detect crime and uphold The Queen’s peace, even when off
duty (Police Act 1996, section 29 and Schedule 4). This is an important responsibility and
one which directly benefits the wider community;

*  Prohibition from belonging to any trade union or withholding services in the form
of strikes or other industrial action, for the purposes of pay, pensions or conditions

15 Edmund-Davies, Report 11, (1978), para 27, paragraph 102
16 Police Federation submission (1), page 1
17 Armed Forces Pay Review Body, 37th Report (2008), page 32
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of service (Police Act 1996, sections 64 and 91). Police officer pay should reflect this
restriction, but there are also precedents elsewhere in the public sector, notably for
members of the security services and the armed forces, as well as prison officers. Professor
Disney directly compared the latter two employee groups with police officers, yet found
that police officer scale rates and earnings are still appreciably higher;

* Restrictions on the ability of officers to belong to organisations, such as the British
National Party, Combat 18 or the National Front (Annex AA of the Home Secretary’s
determinations made under Police Regulations 2003, Regulation 6 and Schedule 1). In
principle, I am unconvinced that any responsible police officer would want to join such a
group and therefore see no reason why they should be compensated for being prevented
from doing so;

* Prevented from taking an active part in politics (Police Regulations 2003, Regulation 6
and Schedule 1). Although the police must be and be seen always to be neutral in matters
of political controversy, I believe that in a free democra