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Strategic Workforce Plan
INSERT FORCE NAME 

Aim



The right people, with the right skills and competencies, in the right place and at the right time to deliver effective and efficient policing to the public within the funding available.
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Objectives of the workforce plan
This section sets out the high-level objectives and purpose of the plan, how it aligns with force strategies and plans, national policing and government strategies and the likely implications for the workforce at a high level. It may also include how stakeholders have been engaged and any public consultation.  

Objective 2 - Example
Optimise the allocation and deployment of the workforce to meet demand while adhering to budgetary constraints.
Objective 1 - Example
Ensure the recruitment, development, and retention of a skilled and diverse workforce.
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Stakeholder engagement
Add details 


Forecast of demand
The section sets out the assumptions in relation to service demand taking account of factors such as socio-demographic trends, forecast of crime and other demand on the workforce and any potential impact factors such as technology, AI adoption or legislation may have on service demand for the workforce requirements.
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Demand 
The Force Management Statement (FMS), an annual self-assessment prepared by the Chief Constable and submitted to HMICFRS which plays a central role in strategic, financial, and workforce planning can be used to help complete the data required in this section.
	FMS Service Area
	Sub Area
	Current and future demand 

(Taken from FMS)
	Current and comparative performance 
	Risk action and priority rating (RAG)

	Responding to the public
	999 calls
	
	999 calls answered in under 10 seconds
	
	

	
	
	
	Calls per call handler
	
	

	
	
	
	Abandoned call rates
	
	

	
	101calls
	
	101 call waiting response times 
	
	

	
	
	
	Abandoned call rates
	
	

	

	Incident response
	
	
	Average response times v target.
	
	

	
	
	
	Median response times
	
	

	

	Prevention /deterrence
	Local policing
	
	ASB data
% of stop search resulting in arrest?
	
	

	




	FMS Service Area
	Sub Area
	Current and future demand 

(Taken from FMS)
	Current and comparative performance 
	Risk action and priority rating (RAG)

	Investigations
	Crime type 1
	
	No of recorded crime and outcome rate and quartile 
	
	

	
	Crime type 2 etc
	
	No of recorded crime and outcome rate and quartile
	
	

	
	
	
	
	
	

	PVP
	DA/DV
	
	No of cases/ head of pop.
	
	

	
	CSAE
	
	As above 
	
	

	
	MFH
	
	As above
	
	

	
	Hate crime
	
	As above  
	
	

	
	
	
	
	
	

	Offender mgt
	
	
	Hmc peel report
	Offender mgt
	

	
	
	
	
	
	

	SOC
	
	
	HMIC peel report
	SOC
	

	
	
	
	
	
	

	Major events
	
	
	n/a
	Major events
	



















Assessment of the current workforce 
This section sets out the understanding of the current composition, capabilities, cost and challenges of the workforce, including the size, mix, skills and functions, diversity and location, as well as turnover, pipelines, retention trends, succession planning and cost of the workforce. This ‘as is’ may be compared where known with the national position.
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Workforce composition - functional 
	
FMS Area

	
Capacity and Capability

	
Responding to the public

	Taken from fms

	
Local policing 

	

	
Investigations

	

	
PVP

	

	
Offender management

	

	
SOC

	

	
Force wide functions
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Workforce composition - functional 
	Workforce Theme

	Force position and comparative data
	Action to address

	Attrition 
	The attrition of the force is as follows:
· Xx
· Xx
This compares to the national position of xxx
	

	Sickness 
	Long term sickness figure is xx.

This compares to the national position of xx.

Short term sickness is xx.
	

	Limited duties
	The force has xx limited duties officers as follows:
· Total xx
· Xx males 
· xx females
· Length of service analysis
This compares to the national position of xxx.
	

	DEI 

	
	

	Wellbeing

	
	











[image: A blue and black logo

AI-generated content may be incorrect.]
Workforce operational requirement 
A categorisation of all officer roles based on the following convention can produce a basic operational requirement which can be used to inform recruitment, deployment, training need and L & D need resource need:a) Fit for full duties
b) Fit for control and restraint, fit for response driving but unfit for full shifts 
c) Fit for control and restraint, unfit for response driving but fit for full shifts 
d) Fit for control and restraint but unfit for response driving and full shifts 
e) Fit for control and restraint, unfit for driving of any police vehicles but fit for full shifts 
f) Fit for control and restraint, unfit for driving of any police vehicles and unfit for full shifts 
g) Unfit for control and restraint but fit for response driving and full shifts
h) Unfit for control and restraint, fit for response driving but unfit for full shifts
i) Unfit for control and restraint, fit for driving police vehicles but not response driving and fit for full shifts
j) Unfit for control and restraint, unfit for response driving but fit to drive other police vehicles and unfit for full shifts
k) Unfit for control and restraint, unfit for driving of any police vehicles but fit for full shifts
l) Unfit for control and restraint, unfit for driving of any police vehicles and unfit for shift working
m) Unfit for any post that involves public contact – only fit for back- office role



	Role 
	Category (a to m)
	Required number of officers as at xx
	Actual Number of officers 
	Action to address

	Eg response officer
	
	
	
	

	
	
	
	
	

	
	
	
	
	

	
	
	
	
	

	
	
	
	
	

	
	
	
	
	

	
	
	
	
	

	
	
	
	
	

	
	
	
	
	

	
	
	
	
	

	
	
	
	
	





Identify gaps and skills 
This section sets out the ‘to be’ taking account of the gaps and risk and available funding.
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Training needs analysis
	Role
	Skill Requirement (core and discretionary)
	Op Requirement
	L & D Resource 

	
	Each role should have a list of core skills plus a number of discretionary ones eg not all response officers are taser trained 
	
	

	
	
	
	

	
	
	
	

	
	
	
	













Develop workforce strategies  
This section sets out the existing strategies or proposed plans to address the gaps / risks taking account of the funding e.g. recruitment strategies, development and training, workforce engagement and retention (including remuneration and career growth / internal mobility) and workforce flexibility / automation and technology adoption and contingent workforce planning (build, buy, borrow, bridge).
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 POA comparative resource analysis
The high level poa analysis (2024/5 budget data) is shown below. A more extensive analysis has been carried out and are reflected in the ‘action’ column.
	Service Area
	Resource Allocation

	MSG Comparison
	Action 

	Local policing 
	Xx officers
Xx staff
Xx pcsos
Gross cost £
Net cost £
	
	

	Dealing with the public
	Xx officers
Xx staff
Xx pcsos
Gross cost £
Net cost £
	
	

	CJ
	Xx officers
Xx staff
Gross cost £
Net cost £
	
	

	Roads/ Ops support
	Xx officers
Xx staff
Gross cost £
Net cost £
	
	

	Intelligence
	Xx officers
Xx staff
Gross cost £
Net cost £
	
	

	Investigation
	Xx officers
Xx staff
Gross cost £
Net cost £
	
	

	Public Protection
	Xx officers
Xx staff
Xx pcsos
Gross cost £
Net cost £
	
	

	Invest. Support
	Xx officers
Xx staff
Gross cost £
Net cost £
	
	

	National functions
	Xx officers
Xx staff
Gross cost £
Net cost £
	
	

	Support costs
	Xx officers
Xx staff
Xx pcsos
Gross cost £
Net cost £
Cost per FTE
% of NRE 
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Medium term financial plan
The Force medium term financial position shows the following summary, and is based on a set of common assumptions.
	
	2025/6 £m

	2026/7 £m
	2027/8 £m
	2028/9 £m

	Estimated  NRE

	
	
	
	

	Estimated  funding 

	
	
	
	

	Deficit/ Surplus

	
	
	
	

	Agreed savings

	
	
	
	

	Reserves usage

	
	
	
	

	Revised deficit / surplus 

	
	
	
	

	Deficit as a % of NRE

	
	
	
	



The force has a savings plan which will seek to close the above deficits through a combination of:
· Workforce review, supported by this workforce plan
· Third party spend review
· Income generation review









Implementation and review  
This section sets out measures to assess performance / delivery.
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Action plan 
The following plan sets out a series of specific actions over a three year period, which arises from a distillation of the above stages. It is intended to address demand pressures, ensure that resources are allocated efficiently and effectively and that that financial pressures are addressed. The cumulative impact of this is ensure that the Force maintains an efficient and effective service, as required by legislation.
	Theme
	Action examples
	Year 1
	Year 2 
	Year 3


	Recruitment / retention
	· Maintain Uplift and NPG
· Agree and deliver priority recruitment 
· Pay and reward strategy review
· Implement strategy 
	As per HO


By xx date


	As per HO




By xx date
	As per HO

	L and D
	· Produce costed training needs analysis
· Produce and deliver annual plan 
· Carry out evaluation
	By xx date

On going 
Kirkpatrick level 2
	

Ongoing
Kirkpatrick level 2
	

	Workforce
	· Produce Op Requirement
· Review sickness policy and implement changes 
· Review application of  sickness policy 
· Review workforce mix 
· Review spans of control
· Review exit routes for officers and staff
· Review abstraction rates 
	By xx date
By xx date
	


xx cases reviewed 
	

	Efficiency  and Productivity
	· Review POA analysis
· Implement changes 
· Review technology  enabled change
· Implement changes  
· Review limited duties procedures

	By xx date


By xx date

By xx date
	
By xx date
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Governance
The table below shows the lead for each action and its progress.
	Theme

	Action
	Lead 
	Progress
	R/A/G

	R & R
	See above table 
	
	
	

	L &D

	
	
	
	

	Workforce

	
	
	
	

	Efficiency and productivity 

	
	
	
	







image1.png
Skills for
Justice





image2.png
*NPCC

Nahonul Police Chiefs’ Council




image3.jpg




image4.jpeg




image5.png




image6.svg
   


image7.png




image8.svg
   


image9.png




image10.svg
        


image11.png
e,a_.




image12.svg
       


image13.png




image14.png




image15.svg
    


image16.png




image17.svg
   


image18.png




image19.png




image20.svg
           


image21.png




image22.svg
       


