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1. The Official Side wishes to work with the staff associations to create a 
human resources environment in the police service, which is 
conducive to high performance and increasing professionalism.  We 
want to build on the very significant developments that have taken 
place since 2002 in PDR systems, the development of the integrated 
competency framework and in the accreditation of qualifications.  
Taken together, these are the bases for making the police service into a 
learning organisation dedicated to continuous improvement in 
performance and professionalism through the acquisition of skills.  
Our pay, performance and development systems should be aligned in 
order to reward and incentivise the workforce to acquire and use 
professional skills. 

 
2. Principles for further pay reform were set out in the White Paper 

“Building communities, beating crime”.  In line with these principles 
we propose the future pay arrangements for police officers should 
more closely reflect the professional nature of the job, access to 
additional pay points to reflect skills and, where it is right for the 
business, annualised hours and rostering arrangements which best meet 
the needs of service delivery whilst allowing officers a health work/life 
balance to enable them to sustain performance and to develop their 
skills. 

 
3. In implementing these principles, we wish to learn from the experience 

of major pay reform in 2002, taking into account the views of all the 
parties to PNB of the success of those elements. 

 
4. In this paper, the Official Side presents a series of proposals with a 

view to agreement in early 2006 but for implementation over a longer 
period.  This reflects the scope and affordability of individual 
proposals and the dependency of several of them on the development 
of other systems as part of the police reform programme.  It is the wish 
of the Official Side however that once an agreement is reached, 
including a timetable for implementation, there is clarity that the issues 
covered by the agreement should not be reopened for a period of 3 
years after the date of the agreement, unless there is consent from all 
parties to the agreement to do so sooner. 

 



5. We wish therefore to engage in detailed discussion with the staff side 
on a range of issues with a view to reaching agreement by May 2006 
and for implementation from September 2006.  We wish to invite the 
staff side to identify those issues that they would wish to be included 
in these discussions.  The areas that we would like to discuss and the 
aims that we wish to pursue under each, are set out below. 

 
6. In these discussions, we also wish to allow for special consideration of 

issues, which reflect the particular circumstances of Scotland and 
Northern Ireland. 

 
Rewarding skills acquisition 
 

7. The Official Side wishes to provide rewards for those officers who 
acquire externally accredited policing skills and who deploy them in 
posts where they are valuable. 

 
Constables 
 

8. For constables, we propose that this should be by the introduction of a 
new advanced constables’ threshold which gives access to a payment 
above the current maximum salary for constables. 

 
9. The payment would be dependant on the acquisition of appropriate 

accredited qualifications as well as appointment to a post designated 
by the force as requiring that level of competence.  Continuing access 
to the higher level of pay would be dependent on continued 
employment in such a role.  The Official Side will propose a basis for 
identifying advanced constable posts to a technical working party. 

 
10. Access to the advanced constable threshold would not be dependent on 

time served. 
 

11. The advanced constable scale may overlap the starting rate for 
sergeants.  Arrangements for pay on promotion would therefore be for 
discussion. 

 
12. We wish to discuss the impact of these proposals on the arrangements 

for promotion to inspector and in particular whether continued 
development of the skills of an advanced constable could be a basis for 
direct promotion to inspector. 

 



13. We propose that these new incentives should in time supersede 
competence related threshold payments and will wish to discuss 
transitional arrangements. 

 
Sergeants 
 

14. The role of sergeant is a key role for the delivery of effective policing 
and the first line management of constables and policing teams.  The 
pay arrangements for sergeants should reflect and recognise the 
requirements of this role. 

 
15. We therefore wish to discuss how sergeants should be rewarded, 

recognising the increasing responsibility of many constables’ roles, the 
creation of the advanced constable threshold and increasing 
expectation that sergeants are managers with responsibility for 
directing performance, improving service levels, and coaching and 
developing staff.  In particular we would like to consider how the 
acquisition and use of accredited management skills should be 
recognised through pay. 

 
Inspectors and Chief Inspectors 
 

16. The Official Side is of the view that the current arrangements for 
inspectors’ pay do not sufficiently recognise the pivotal management 
role which inspectors and chief inspectors perform.  We wish to 
explore how best to recognise the differing operational and strategic 
management roles of officers in these ranks. 

 
17. We wish therefore to develop proposals which align the system of 

rewards for inspectors more closely with the arrangements for 
superintending ranks, including the recognition of especially heavily 
loaded posts.  We would put forward proposals in the technical 
working group on job sizing.  We wish also to explore how promotion 
from Inspector to Chief Inspector might be linked to the acquisition of 
accredited skills. 

 
 
 
 
 
 
 



Rewarding performance and job weight 
 

18. We believe that the aims of the SPP scheme in respect of job weight 
and recruitment and retention may in future be met by our proposals 
on advanced constables, new skills thresholds for sergeants, job sizing 
for inspectors and local pay flexibility.  We therefore propose to phase 
out the SPP scheme and to discuss transitional arrangements as these 
new pay structures are implemented.  We propose that the 2% of pay 
bill, which is currently available for SPPs should be redistributed in 
order to support the new pay elements described here. 

 
Local pay and local flexibilities 
 

19. We do not propose to extend arrangements for local pay allowances to 
forces other than those in the south east of England where they are 
already payable.  However, we wish to explore more flexible 
arrangements within the SE forces so that forces can target local pay 
additions more precisely on those areas where local market conditions 
are particularly pressing. 

 
20. We also propose that it should be open to forces and police authorities 

in all parts of the country to negotiate local agreements to vary some 
aspects of terms and conditions of employment, for example to address 
particular recruitment and retention needs, which are not otherwise 
provided for in these new pay arrangements.  These will be developed 
with regard to overall budgetary constraints and the interests of the 
police service as a whole. 

 
21. These proposals will need to be considered in the light of the 

development and changes to force structures recently announced. 
 
Revised pay scales 
 

22. We believe that, despite shortening the scale in 2002, the existing 
constables scale is too long.  We wish to move progressively to an 
arrangement by which fully competent and high performing officers 
can move relatively quickly to the rate for the job, which should be 
reflected by the top point of the scale.  We will put forward proposals 
for further shortening, taking into account affordability. 

 
  
 
 



23. We note that the very high level of applications to join the police 
service, and the low levels of resignations in comparison with most 
other public sector employment, is an indication that general levels of 
pay are sufficient to meet the needs of recruitment and retention.  We 
note also that the current starting salary for probationary constables 
should reflect the high training input which all forces will make as part 
of the Initial Police Learning and Development Programme, the 
attainment of the necessary accredited qualifications either before 
joining the service or as part of the IDLDP and be attractive to those 
wishing to join the police as a second career.  Progression should be by 
qualification and not by time served. 

 
Working time and work life balance 
 

24. We wish to continue the work begun in the 2002 agreement to take 
into account work life balance in the pay and conditions of service of 
police officers.  As part of these proposals we would therefore wish to 
consider amongst other things the removal of regulatory barriers to 
effective management of police officer deployment, to explore the 
possibility of annualised hours systems for certain posts and 
arrangements for consolidated payments in lieu of overtime.  We will 
wish to open discussion on removing anomalies in the rules for 
overtime such as those which lead to extended double time working at 
bank holidays and discuss the Service’s flexible working arrangements 
and approach to those in the workforce with caring responsibilities. 

 
Diversity 
 

25. In reducing the length of pay scales and making skills thresholds 
available without regard to time served, we believe that these 
proposals will have a positive impact on gender pay equality.  As well 
as pay we will wish to consider other areas to ensure they reflect the 
requirements of a diverse workforce i.e. faith specific bank holiday 
arrangements.  In considering the detailed implementation of any of 
these proposals, we will wish to carry out race equality and diversity 
impact assessments to ensure that the principles of equal pay are fully 
incorporated in any new settlement and that pay arrangements support 
the Police Service as a diverse and representative organisation. 

 
 
 
 



Other issues 
 

26. We wish to invite the staff side to consider what other issues they 
would want to be included as part of these discussions.  Below are 3 
issues that we would like to include 

 
•  In order to provide a basis for greater integration of HR systems in the 

police service, we will explore the agreement of common dates for 
increments and PDRs. 

•  Developing an agreed and consistent approach to the payment of 
allowances in particular circumstances. 

•  We will continue to pursue the goal of expressing regulations in language 
and a form, which is clear and easy to use. 

 
Indexation arrangements 
 

We wish to agree a basis for future uprating of police pay, which is 
affordable.  Within the limits set by what is affordable, we wish to 
maximise the elements of police pay, which give incentives for skills 
acquisition and performance and give due recognition to the different of 
posts. 

 
Funding 
 
27. The proposals here will need to be taken forward in the context of overall 

government policy for public sector pay, with a view to reducing any 
inherently inflationary elements in the arrangements for police pay.  
Funding for the new elements proposed here, including the reduction of 
the length of scales, will be derived in the first instance form the 
redistribution of discretionary elements in the present system and from 
efficiency savings. 

 
Implementation 
 
28. The elements of this agreement will be phased in over a number of years 

for reasons of affordability and to enable effective preparation for the 
changes through the development of underlying HR systems such as PDR.  
We wish to agree that there should be no further discussion of the issues 
covered by this agreement for three years from the date of the agreement, 
unless both sides agree to do so. 

 


