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PEOPLE STRATEGY – 2015 UPDATE 

 
 
PURPOSE OF THE REPORT 

 
1.  This report seeks to inform Members regarding the Force’s People Strategy 2010-

2014, in particular it’s relevance in current form to the Force priorities (Corporate 
Plan) as well as highlighting the key challenges, risks and opportunities over the 
longer term moving towards 2015, and taking into account the changing Policing 
landscape. 

 
 
 BACKGROUND 
 
2. The People Strategy was initially developed and reported to the Police Authority HR 

Committee during 2009.  The People Strategy describes the Force’s vision towards 
 its current and future staff, structured as 9 Strategic Areas that are broadly linked to 
 the 4 strategic goals of the Force Corporate Plan. See Appendix 1. 

 
3. The People Strategy is underpinned by the HRD Branch Delivery plan, which is 

used by senior managers in the function, as the plan for prioritising and monitoring 
workstreams and achievements for the next 12 months, in line with the overall 
People Strategy and Force Corporate Plan.  

 
 

OPTIONS, RISKS AND OPPORTUNITIES 
 
4. The current People Strategy broadly reflects the original professional intent of the 
 ACO (HR), and the important links with the Force’s priorities.  However, there is 
 now recognition from within the HR function that the content of this document 
 requires further refinement to more accurately reflect the future challenges 
 presented by the dynamic policing environment.    
 
5. The period to which the People Strategy applies should now be amended to cover 
 the period from 2011-2015 in line with the Force’s CSR 2015 Change Programme 
 and the Policing Plan and the 5 Strategic Aims. 

 
6. Also, in light of the complexity and ambiguity of the policing landscape, particularly 

the changes associated with Police & Crime Commissioners, the NPIA, NCA and 
the Hutton and Winsor reviews, it is recommended that the document is consulted 
on, updated and reported to the Business Development Committee on an annual 
basis to maintain it’s relevance. 

 
7. With these factors in mind, any People Strategy for 2011-2015 should be viewed as 
 a dynamic document, that should inform the priorities and the focus of HR services, 
 in support of achieving the Force’s aims and objectives, ultimately linked to the 
 Policing Plan 2011-15.  
 



8. Previous discussions at the Business Development Committee centred on the 
consideration of a Workforce Development Strategy for 2011-2015.   

 
9. The ‘workforce development’ aspects of the People Strategy primarily relate to the 

following strategic areas; Learning & Development, Workforce Planning & 
Modernisation, Career Development and Technology. 

 
 Learning & Development 
 
10. The L & D function embracing Leadership will continue to deliver management 

training and professional development for line managers and HR staff.  Clearly, the 
future impact of the Neyroud review will be closely monitored, including the potential 
impact of a Police Initial Qualification and a Senior Management in Policing 
Qualification.  The L & D team will continue to work closely with Workforce Planning 
and Career Development colleagues in delivering a joined up service, linked to 
future workforce, operational priorities and recruitment plans. The scoping of a 
single L & D function for Humberside and South Yorkshire Police, including 
leadership delivery solutions is currently being scoped by both Humberside and 
South Yorkshire Police.   

 
 Workforce Planning & Modernisation  
 

11. The Workforce Planning team continues to monitor and refine the 5 year rolling 
workforce planning model, in parallel with CSR 2015, (establishment and 
budgets/savings), as well as the resilience planning project, regularly reviewing the 
rationale and assumptions that underpin future changes to the establishment, 
recruitment and resilience demands.  

 
12. ‘Headroom’ projections for police officers and staff will continue to be a key 

responsibility of the team to inform the timing of any future police officer and staff 
recruitment.  The workforce planning assumptions, projections and performance 
against plan are regularly reviewed in-Force by the team and presented and 
discussed in the IBM cycle. 

 
13. Resilience planning work previously undertaken by the CSR Programme Support 

Office will now be taken forward by the Workforce Planning team within HR.  Linked 
closely to the workforce planning projections for police officers and staff, this work 
will include scoping of: 

 
 Improved resilience information to inform strategic and operational decisions; 
 multi and secondary skilling of police staff, to reflect the projected police 

officer/staff composition of the Force;  
 resilience work with SYP with regard to workforce plans, succession planning 

demands and the potential for joined up solutions e.g. promotion demands, 
specialist/key risk post planning. 

 
Career Development 

 
14. The Career Development team will build on existing links with the Workforce 

Planning team, using HR intelligence to inform the design and development of 
future promotions and succession planning solutions to meet future leadership, 
recruitment and key risk post demands.   



 
15. The Career Services team are currently scoping the adoption of the National PDR 

framework and the opportunity for a common solution potentially linked to ORIGIN 
and the Police Professional Framework. This is being undertaken jointly with South 
Yorkshire Police.  It is anticipated that the implications of the Neyroud review and 
professionalising the service will bring new challenges to the career development 
team, working closely with the Leadership team, although it isn’t possible to quantify 
these at this stage. 

 
 Technology 
 
16. The aim of the HR function is to continue to harness technology to ensure that day 

to day queries and support are delivered through self service functionality which 
empowers managers. We will continue to utilise the ORIGIN portal workflow 
capabilities in order to support process redesign and host the knowledge database 
which, in turn, will support the new simplified policy framework.  This element of the 
strategy may be developed through any joint working opportunities with South 
Yorkshire Police following ISB function join up and a common adoption of ORIGIN 
for core HR processes and potentially the PDR process. 

 
 
 POLICING PLAN & PERFORMANCE 
 
17. The People Strategy will continue to reflect the aims and priorities outlined in the 

Police Authority’s Policing Plan 2011-15.  Of course the inception of the Police & 
Crime Commissioners during 2012, could significantly impact on the Policing Plan, 
where any changes would have a knock-on effect on the People Strategy intent, 
priorities and focus. 

 
 
 IMPACTS ON OR LINKS TO COLLABORATION 

 
18. In light of scoping activity and developments in the Operational and HR 

regional/sub-regional collaboration agenda, it is important that the development of a 
People Strategy for 2011-15 should also reflect the partnership approach to HR 
working between Humberside and South Yorkshire Police.  A workstream has 
recently been established, led by the new Head of Strategy and Change, Lorraine 
Booth (SYP) to develop and bring forward a new People/Workforce Strategy that 
will more accurately reflect the emerging policing landscape. 

 
19. With this in mind it is proposed that the existing Humberside People Strategy is 

refined at this stage, rather than overhauled and the future shape and content of the 
strategy is considered as part of the current partnership scoping review led by the 
Head of HR Strategy (SYP), under the direction of the ACO (HR). 

 
 
 FINANCIAL IMPLICATIONS 
 
20. The People Strategy will need to be amended to more appropriately reflect the 

greater emphasis on ‘value for money’ going forward to 2015.  Through regional 
collaboration opportunities the potential to achieve significant value for money and 
financial savings are self evident.   Whilst in practice the existing People Strategy 



very much supports CSR 2015, explicit reference to this should also be 
incorporated in any revised document. 

 
 
 LEGAL IMPLICATIONS 
 

21. None identified at this stage. 
 

EQUALITY AND DIVERSITY AND HUMAN RIGHTS  
 

22. None identified at this stage. 
 
 
 CONCLUSION 

 
23. Given the changes and continued ambiguities regarding the emerging policing 

landscape, it is recommended that no significant overhaul of the People Strategy 
takes place at this stage.  However, there is a requirement to update the existing 
document to take into account existing plans regarding CSR 2015 and also to 
greater reflect the developments in regional collaboration/partnership with SYP.  

 
24. Consideration of a revised People Strategy should take place during Spring 2012, 

following the outcome of Winsor stage 2 reports, further developments in regional 
collaboration opportunities and linked into the appointment of Police & Crime 
Commissioners.  At that time the Force and Members should be in a better position 
to understand the risks, options and opportunities that lie ahead. 

 
 
 RECOMMENDATIONS 
 

25. It is recommended that Members: 
 

(i) discuss the content and relevance of the People Strategy (Appendix 1) 
 
(ii) endorse the requirement to refine the existing Humberside People 

Strategy aligned to the Policing Plan for 2011-15 and the 5 Strategic aims 
and submit to the November Business Development Committee; 

 
(iii) revisit the future shape and content of the People Strategy during Spring 

2012, following the outcome of the scoping review being undertaken in 
partnership with SYP, and following the outcome of the Winsor review 
Stage 2. 

 
 
       TIM S HOLLIS      

         Chief Constable 
 
 

Contact Officer: Aleks Stojkovic     
Telephone:  Extension 5087 
 
Background documents:  Corporate Plan  (Appendix 1) 
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