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Convener of the Justice Sub-Committee on Policing 
The Scottish Parliament  
Edinburgh 
EH99 1SP 
           

Police Scotland 
           Corporate Services 
           Scottish Police College 
           Tulliallan 
           Kincardine 
           FK10 4BE 

            
                                
 
 

JUSTICE SUB-COMMITTEE ON POLICING 17 SEPTEMBER – FOLLOW UP INFORMATION FROM 

DCO PAGE 

Dear Convener,  

Thank you for your email dated 17 September 2020 requesting further information following the Sub-

Committee on Policing evidence session. Please find below the questions raised and subsequent 

answers. 

Details of the income reduction for this financial year as a result of loss of income due to policing 

fewer events. This should include how much has been generated this year, as well as details of 

how much is normally generated, including the figures for the previous financial year. These 

figures should also detail the costs for policing events. Also, any savings Police Scotland has 

made as a result of policing during COVID-19, such as any reduction in backfilling of staff posts 

by police officers. 

Prior to the Covid-19 outbreak, the proposed SPA full income budget for 2020/21 was £40.7m, 
compared to a budget of £40.6m in 2019/20. This overall budget includes income from sources such as 
specific grant funding, mutual aid income, seconded officers and services of policing, which is cost 
recovery primarily for funded officers, the policing of airports and events such as football, other sporting 
events or concerts.  There was a reduction in the Services of Police element of the income budget from 
2019/20 to 2020/21 of £1.5m prior to the impact of Covid-19. This was driven by factors including a 
reduction in income as a result of an operation ending in November 2019, fewer large scale events 
during the financial year and notable reductions in local authority funding.  
 
As a result of the Covid-19 outbreak it was apparent that the restrictions applied would have the effect of 
requiring a number of planned events to be cancelled, there would be a reduction in administrative 
activity and businesses such as airports would see significantly reduced demand. Taking this into 
consideration, it was clear that an assessment of the estimated likely reduction in income which would 
be received by the SPA in the 2020/21 financial year was required. 
 
An exercise to capture the anticipated lost income as a result of Covid-19 was completed at the end of 
March 2020 to look at the short term impact. This identified that the achievement of income targets 
proposed in the original 2020/21 SPA budget were no longer achievable and that at that point in time, 
the reduction in income was estimated to be in the region of ~£8m.  
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The table below outlines the breakdown of the estimated reduced income of ~£8m, which was removed 
from the SPA budget for 2020/21.  
 
 
Table 1: Breakdown of reductions to 2020/21 income budget 
 

Services of Police 

Income 
Detail 

Reduction to 2020/21 budget 

£m 

Airports Aberdeen, Edinburgh, Glasgow, Prestwick 4.1 

Events Football, local, national and sporting events 1.8 

Other 
Admin fees, additional income target, training 

and CPD 
2.1 

Total   8.0 

 
At quarter one (June 2020), the full year forecast for Services of Police was £2.8m on the basis of events 

beginning again in January, February and March. The position is likely to worsen considerably given the 

recently announced renewed Covid-19 restrictions and the impact they will have on services of policing 

type activities. As a result, it is unlikely that achieving this £2.8m forecast is now likely. These 

assumptions will be reviewed and are likely to crystalize as part of the ongoing forecasting process. 

The impact of Covid-19 on the Services of Police budget can be seen from the below comparison of 

2019/20 and the current financial year. 

Table 2 - Comparison of Services of Police budget 2020/21 and 2019/20 

 Budget Actual Variance 

 £m £m £m 

2020/21 – P5 -0.1 -0.5 0.4 

2019/20 – P5 -6.1 -6.3 0.2 

 -6.0 -5.8  

    

 Budget 
Forecast 2020/21 

Actual 2019/20 
Variance 

 £m £m £m 

2020/21 – full year -2.5 -2.8 0.3 

2019/20 – full year -12.0 -13.3 1.3 

Variance  -9.5 -10.5  
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Service of Police activities are either undertaken by police officers during their core day or through the 

use of non-core overtime.  The salaries of officers are paid regardless of whether these activities take 

place or not, and therefore the reductions in these type of activities as a result of Covid-19 does not 

result in a saving on police officer salary costs.  

The comparison of the non-core overtime budget for 2020/21 and 2019/20 is set out below. 

Table 3 - Comparison of Non-core Overtime budget 2020/21 and 2019/20 

 Budget Actual Variance 

 £m £m £m 

2020/21 – P5 1.1 0.4 0.7 

2019/20 – P5 1.4 1.1 0.3 

 0.3 0.7  

    

 Budget 
Forecast 2020/21 

Actual 2019/20  
Variance 

 £m £m £m 

2020/21 – full year 2.6 1.3 1.3 

2019/20 – full year 3.1 3.0 0.1 

Variance  0.5 1.7  

 

While the table above shows that the year-to-date costs of Non-core Overtime are £0.7m lower that they 

were at the end of August last year, it must be noted that the reduction in non-core overtime in the 

current financial year is offset by the additional core overtime that has been required to provide the 

required policing response to Covid-19, meaning that an overall saving on overtime has not been 

achieved. 

Whilst operating in a Covid-19 environment has led to reduction in expenditure in areas like travel costs 

due to lockdown restrictions and increased working from home, these reductions are offset by additional 

expenditure that has been incurred, for example in areas such PPE and hygiene supplies, as well as 

pressures from areas such as reduced staff attrition. At quarter one, it was forecast that the SPA will 

have a full year revenue overspend of £1m.  

There has been no impact on backfilling of staff posts by police officers as a result of policing during 

Covid-19. 

 

Details of the technology contracts published in the last year and any additional information on 

ICT requirements for the next financial year .  

Police Scotland’s technology estate features substantial gaps and is lacking the aligned, digital first 

capability that is required by a modern Police Force due to the legacy systems based estate. 
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We have continued to provide an excellent service to the people of Scotland while implementing 

packages of transformation and capability improvements – but the funding constrains seen in recent 

years has forced us to not be as efficient or effective in our transformation journey as we could have 

been.  

The proposed digital, data & ICT strategy (approved by the SPA Board in 2017 and thereafter submitted 

to SG) and outline business case sought funding to consolidate legacy policing applications, introduce 

mobile (handheld and body worn) technology, improve our approach to using data as an asset (ensuring 

legislative compliance), storing and processing digital evidence, updating our core incident response 

system and advancing our approach to tackling cybercrime.  

The DDICT strategy set out a requirement of £293m of capital and reform funding over 10 years.  By the 

end of FY20/21, during the first three years of implementation, £71m will have been spent on DDICT 

projects, 38% less than was set out in the plan.   

In 20/21, due to lack of funding, no new change projects informed by DDICT were able to be 

progressed.  Only existing projects running from previous years were able to be continued. If the same 

level of funding is available over the next 3 years (£71m), there is an anticipated funding shortfall of 

£117m over the course of the investment phase of the strategy (years 1 to 6), equating to an average 

gap of £39m per year. 

We are currently building our profile of technology enabled transformation for 21/22 and this will be 

based on a continuation of multi-year in-flight projects including our Core Operational Systems (COS) 

and Data Drives Digital Programmes. Additionally we are progressing our business case development 

work in relation to Body Worn Video and Mobile Working Phase 2. The progress of these programmes 

will be subject to the final financial and funding settlement. In addition we continue to be a key partner 

within the Scottish Government DESC (Digital Evidence Sharing Capability) Programme, which we 

expect to progress with partners in 21/22 subject to continued SG funding of this critical Criminal Justice 

Programme. 

We will be able to furnish the Justice Sub-Committee with full details of our technology and 

transformation funding request as soon as we have completed planning of next phase of the 

transformation roadmap as informed by our strategies, ambition and demand - which forms part of 

standard planning exercises.  

  

Capital Reform 

TOTAL 

2019 2020 

2021 

(Forecast) 2019 2020 

2021 

(Forecast) 

Maintaining Core Infrastructure 6.0  5.5  6.7  

  

  18.2  

COS (Core Operation Solutions) 3.2  4.8  6.3  0.6  1.0  0.4  16.3  

MW (Mobile Working) 1.4  9.9  0.2  0.7  0.4  0.1  12.7  

ADEL (Active Directory, Exchange and 

Lync) 3.6  1.3  0.0  0.0  0.0    4.9  

ANPR (Automatic Number Plate 

Recognition) 0.3  0.3  0.1  0.0  0.0    0.7  

National ICCS (Integrated 
2.1  0.6  1.2  0.0  0.0  0.0  3.9  
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Communications Control System) 

Natnet (National Network) 0.5  3.3  0.0  0.0  1.1    4.9  

PSN (Public Services Network)   

 

0.5  

  

  0.5  

Cybercrime 0.1  0.7  0.5  0.6  0.2  0.1  2.2  

Cyber Resilience   0.0  0.4  

 

0.0  0.2  0.5  

DESC (Digital Evidence Sharing 

Capability)   

 

  

 

0.1  0.2  0.3  

Workflow Management 0.2  

 

  0.0  0.0    0.2  

Data Governance   

 

  0.2  0.2    0.4  

GDPR (General Data Protection 

Regulation)   

 

  0.0  0.1    0.1  

Force Wide Analytics   

 

0.5  

  

  0.5  

Other Data Projects   

 

0.3  

  

  0.3  

TCSS (Transforming Corporate 

Support Services) 0.0  

 

  1.2  0.2  1.2  2.6  

UCCP (Unified Communications and 

Contact Platform)   0.0  1.6  

  

  1.6  

TOTAL 17.4  26.4  18.2  3.4  3.3  2.1  70.8  

 

Spend to date on the People Strategy 2018-2021, broken down by year. 

In 2018, the Chief Constable presented the Police Scotland People Strategy for 2018 to 2021, 
representing our commitment to achieving our objective to empower, enable and develop our people. It 
set out our ambitious plans to support our people to deliver ‘excellence in service and protection’ and 
build a modern workforce that will meet the future demands placed on Scottish policing. 
 
We recognise that our people continue to be the most important driver of success for Police Scotland.  
We acknowledge their continuing and consistent professionalism and hard work, dedication and 
commitment to quality policing and we have worked tirelessly to support and develop our people to be 
highly skilled, professional leaders, delivering for the communities of Scotland. 
 
Our strategic priorities for our people were clearly established from the outset within the People Strategy: 
 

• Inspiring leadership – winning hearts and minds to drive success 

• Positive environment – creating great environments for our people to perform 

• Organisational health – our people and services are flexible, innovative and agile 
 
At the beginning of each of the three years to which our Strategy relates, we created and secured 
Scottish Police Authority endorsement of a robust and ambitious annual delivery plan which we worked 
hard to deliver set against a fiscally challenging back-drop. 
 
Beginning this journey in 2018 saw us establish a framework for leadership development at all levels 
within our organisation, conduct a review of opportunities for modernisation and thereafter the 



OFFICIAL 

 

 

 

OFFICIAL 

 
 

 

commencement of the design, build and testing of the core training programmes for our leaders at all 
levels within Police Scotland. 
 
Critically for our staff, by the end of year one we had implemented SPRM.  Having previously worked 
with eight sets of salaries, terms and conditions this achievement meant we had eliminated contractual 
and salary anomalies, ensured fairness of reward and parity in terms of employment conditions and 
employee benefits.   
 
Supporting the wellbeing of our workforce was also a key focus in our year one delivery plan.  In addition 
to our core Employee Assistance Programme and Occupational Health provision, in our first year we 
revitalised our 200-strong network of local Wellbeing Champions, introduced our Mobile Wellbeing Unit 
which was deployed to a large number of high profile public events, and commenced work on a mobile 
Wellbeing app – ‘Back Up Buddy’ - for our workforce. 
 
In support of the organisational People Strategy we worked locally across our organisation to develop 
local People Plans to ensure the local action in support of the Strategy was identified and delivered by 
senior management teams. 
 
In this year we also commenced work to modernise our recruitment processes and our document 
management system and processes.  Lack of funding meant these activities had to be deferred until year 
3 of the People Strategy. 
 
In year two of our three-year strategy we continued to build the component parts of our leadership 
framework, with a strong emphasis on ‘Leadership for All’:  launching our successful on-line interactive 
self-development portal, delivering a range of CPD events, commencing delivery of a Coaching pilot for 
new FLM’s and Sergeants.   
 
We made further strides in the second year by securing approval for our ‘MyCareer’ and Pathways 
programmes, each of which are complementary, modern and holistic processes designed to support our 
leaders develop from the outset of their career with Police Scotland all of which is supported by our new 
Competency Values Framework.   
 
To support those identified as having high potential, we implemented our Accelerated Leadership 
Promotion process as well as a number of support tools such as mentoring programmes; our support 
programme for officers and staff aspiring to become Executive leaders; and for those wishing to apply for 
the Strategic Police National Assessment Centre. 
 
In our plans to ensure we provide a positive environment for our workforce, we recognised that we need 
to move beyond our current recruitment practices to ensure we recruit the best individuals who are 
genuinely reflective of the communities of Scotland.  To this end we delivered a comprehensive Positive 
Action programme to lay the foundations for a numeric shift the in diversity of applicants and recruits. 
 
Despite not securing funding for a modern e-recruitment system for the second year, we designed and 
delivered new courses and assessment centres for our promotion processes realising process 
improvements and greater experiences and success for applicants. 
 
For the wellbeing of our workforce, we have revised the way in which our Resilience Assessments 
programme is delivered, and we launched ‘Back-Up Buddy’. 
 
To continue our theme of updating our organisational practices to provide a modern and agile workplace, 

we launched our People Hub and have simplified well over half of our policy and procedural document 

set to date. 

In spite of service interruptions caused by COVID-19 from March 2020, in Year Three we have set our 

plan to deliver our first Strategic Workforce Plan, launch and pilot our ‘MyCareer’ and Pathways 

programmes, finalise the SPRM project, and implement our e-recruitment and EDRMS digital solutions. 
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The People and Development (P&D) Department have worked together to support the delivery of the 

People Strategy. The costs associated with delivering the People Strategy, over and above the cost of 

the P&D function, are not easily identifiable as the costs are not captured using an activity based 

methodology. However, the table below details spend against the specific key initiatives referred to 

earlier in this report. It shows that there has been significant growth in crucial areas of spend such as 

Leadership and Wellbeing, with year-on -year growth of £0.9m and £0.7m respectively in the current 

financial year. In 2020/21, £1.2m has been allocated to P&D via the Transforming Corporate Support 

Services (TCSS) project which includes the-afore mentioned procurement of e-recruitment and EDRMS. 

Table 1: Breakdown of People Strategy costs from 2018/19 to 2020/21 
 

P&D Initiative 

2018/19 

Full 

Year 

Spend  

(£m) 

2019/20 

Full 

Year 

Spend  

(£m) 

2020/21 

August 

YTD 

Spend  

(£m) 

Total 

Spend 

to date          

(£m) 

2020/21 

Full 

Year 

Budget 

(£m) 

Comments 

Leadership & 

Talent Team 
1.6 1.4 0.7 3.7 2.1 

£ 0.6m year-on-year increase in 

2020/21 budget  largely relates to the 

cost of assessment for DPSLM for circa 

302 officers, provision of 360 degree 

assessment, provision of First line 

managers course and other key 

elements.  

 

MyCareer 0.0 0.0 0.0 0.0 0.2 

MyCareer’ and Pathways programmes, 

each of which are complementary, 

modern and holistic processes designed 

to support our leaders develop from the 

outset of their career with Police 

Scotland.  

Leadership 

Assessment 

Centre 

0.0 0.2 0.2 0.4 0.3 

Essential element of Leadership 

Pathways, new promotion process up to 

and including Superintendent rank. 

Total 

Leadership 

Spend 

1.6 1.6 0.8 4.1 2.5  

Wellbeing 

Team 
3.4 3.6 1.6 8.6 3.9 

£ 0.4m year-on- year increase in 

2020/21 Budget due additional 

resources required to focus on 

wellbeing activities. 

Proactive 

Wellbeing 
0.0 0.0 0.0 0.0 0.3 

Transformation to proactive Wellbeing 

management: Educational and 

mainstreaming programme driving a 

shift in identifying and dealing with 

mental health and wellbeing issues. 
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TRiM 0.0 0.0 0.0 0.0 0.1 

Migration of TRiM delivery and 

management to Optima - Addressing 

single points of failure in current 

service provision and unification of end 

to end data/case management. 

Total 

Wellbeing 

Spend 

3.4 3.6 1.6 8.6 4.3  

Staff Pay & 

Reward 

Modernisation 

0.2 0.4 0.3 1.0 0.8  

Transforming 

Corporate 

Support 

Services -

Process 

Improvements 

0.0 0.0 0.0 0.0 0.5  

Transforming 

Corporate 

Support 

Services -        

E-recruitment 

0.0 0.0 0.0 0.0 0.4 Purchase of an E- Recruitment  

Transforming 

Corporate 

Support 

Services -

EDRMS 

0.0 0.0 0.0 0.0 0.3 
Purchase of an Electronic Document 

Records Management System   

Total  

Transforming 

Corporate 

Support 

Services 

Spend 

0.0 0.0 0.0 0.0 1.2  

 

 

In addition to the activities undertaken as part of the People Strategy, Police Scotland also provide 

specialist operational training and due to the increasing complexity of police work, a further £0.8m has 

been allocated to increase the total budget to £1.9m in the current financial year. 
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Table 2: Breakdown of operational training costs from 2018/19 to 2020/21 
 

2018/19                  

Full Year Spend  

(£m) 

2019/20                  

Full Year Spend  

(£m) 

2020/21                 

August YTD 

Spend (£m) 

Total Spend to date                     

(£m) 

2020/21                 

Full Year Budget             

(£m) 

1.0 1.1 0.2 2.3 1.9 

 

In relation to my comment “If you look at policing across the UK no-one has actually cracked this nut”,   

this does not indicate that there are no policing forces in the UK who have generated workforce plans. A 

number of English and Welsh forces including South Yorkshire, Durham Constabulary, Gwent and the 

Met have all produced workforce plans. Rather, the comment reinforces previous statements made by 

the Chief Constable that workforce planning is a complex activity, particularly for any large organisation 

which deals with wide-ranging and unpredictable demand. Indeed, Audit Scotland have indicated that it 

is a discipline that is currently not practised 100% effectively by any single body in the Scottish public 

sector.  

As such, we would encourage the Sub-Committee both to be reassured that our ongoing workforce 

planning exercise remains on track to deliver the first Police Scotland Strategic Workforce Plan in 

November 2020, and to recognise that this is the first plan in an iterative and ongoing process that Police 

Scotland intends to develop and grow into as it matures and embeds into the organisation. 

I hope the above information is helpful, but please do not hesitate to contact me if you require anything 

further.   

Yours sincerely, 
 

 
 
David Page 
Deputy Chief Officer  


