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4 December 2020 
 

 
 
 
 
John Finnie MSP  
Convener 
Justice Sub-Committee on Policing 
The Scottish Parliament 
EDINBURGH  
EH99 1SP 
 
 
 
 

 
Dear John,  

Thank you for your letter dated 4 November 2020. Please find below, the recommendations raised and 
subsequent answers to the Justice Sub-Committee on Policing from its pre-budget scrutiny. 

The Sub-Committee welcomes the SPA’s review of the changes to working practices, policies 
and the culture of Police Scotland. The Sub-Committee asks the SPA to provide details of how 
more efficient and beneficial ways of working are to be captured and implemented, the 
involvement of staff and officers, and of any plans to adapt current strategies in light of the 
review. 

All UK employees have had the right, by law, to request flexible working since June 2014, although 
carers and parents have had the right to request flexible hours to care for dependents since 1996. Police 
Officers have this right under regulation 14 of the Police Service of Scotland Regulations 2013, Annex 
21: ‘Flexible Working and Variable Shift Arrangements’. 

In the last financial year 5.48% of our workforce applied to work flexibly with 89% of all applications 
approved at the end of March 2020.  Childcare (in advance of COVID-19 response) and work-life 
balance made up 64% of all applications and the most requested forms of flexibility were: 

• Varied shift patterns (27%) 

• Reduced hours (26%); and 

• Compressed hours (23%) 

The government’s message during the COVID-19 pandemic continues to be stay at home and work 
there where possible, has required the organisation to rapidly adapt and introduce further practices in 
support of the official measures to curb the spread of Coronavirus.  

While remote working only represents 0.2% of flexible working applications before COVID-19, the 
number of people informally working at home has rapidly increased significantly to ensure that crucial 
services could be maintained and to enable appropriate  physical distancing can be achieved and 
maintained in the workplace; this supports infection control measures needed to contain virus 
transmission. This is more important than ever as failure to be able to implement good practices in the 
workplace because of the number of workers will result in the potential of more workplace extractions 
through track and trace. 

 

Police Scotland  
Corporate Services  

Police Scotland Headquarters 
Tulliallan 

Kincardine 
FK10 4BE 

            
 



OFFICIAL 

 

2 
 

Since 2004 there have been a number of worldwide pandemics including SARS, MERS-Cov (Middle 
East Respiratory Syndrome), Swine Flu, and COVID-19. The frequency of pandemics has increased in 
the 21st century due to globalisation, and the modern workplace has to have sustainable working 
practices that promote infection control to ensure business continuity is maintained. Therefore, we 
recognise that reviewing our practices is not a nice to do, it is a requirement in order to ensure a 
sustainable workforce is available to Police Scotland. 

We are developing a strategy that seeks to assess what is possible and uses tangible information to 
inform new ways of working in a sustainable way that will allow the Service to respond positively to this 
opportunity. By establishing, supporting and developing smarter working principles we will have 
increased potential to strengthen the diversity of the workforce, improve the wellbeing of our people and 
develop a more flexible organisation that can respond to future threats.   

We also recognise that other organisations are adapting rapidly and to remain attractive as an employer 
we must create a new norm that balances individual need with the organisations need giving workers 
flexibility, while delivering our service to the public. 

It is important to recognise that smarter working is not a synonym for homeworking. Homeworking may, 
in some circumstances, be a smarter working option but smarter working practices also include: 

• Using technology to reduce travel; 

• Working patterns that reflect demand; 

• Hot desking to reduce Estate requirements; 

• Working from a partner/ Police Scotland location that is not the contractual / normal working 
location; 

• Setting collaborative working hours for the purposes of creative or administrative tasks 

• Working from a vehicle / mobile facility rather than an office location. 

The above is not an exhaustive list but a set of examples that represent what smarter working can be. 

Since 2013 Police Scotland has built capability to allow for the above. The delivery of ADELE by ICT 
enables a significant proportion of the workforce to be able to work from alternative Police Scotland sites 
supporting sustainability and business continuity objectives. 

The introduction of MS Teams has seen the first real progress toward reducing travel costs, in line with 
the Business Travel SOP. We have seen during this period a reduction in travel expenses and car hire 
costs. 

The introduction of mobile devices for Officers has and will continue to reduce the time required to be 
spent in the office. 

Holistically the Service has made incremental progress towards smarter working supported by capital 
investments and the corporate change programme. Smarter working, however, has been as a default 
benefit rather than a tool that should be used to design and enable improvement.  

The strategic and targeted use of smarter working will allow the organisation to progress further strategic 
goals including the sustainable rationalisation of Estate. We have already endorsed and published the 
Smarter Working Toolkit, which supports the immediate requirements of COVID-19, giving simple advice 
and guidance to managers and the workforce. 

A Role Profile Analysis has been developed through a Short Life Working Group (SLWG) which has 
been established to explore smarter working and will be rolled out shortly across the organisation to 
capture role specific information that will enable the organisation to better understand what potential 
each role has for alternative working practices to be applied. 
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The SLWG have also worked with the Improvement Team and with their support are in the process of 
progressing engagement sessions with the workforce. The engagement sessions will give us an 
evidence base from within policing in respect to what is and isn’t working related to our current direct 
experience of the pandemic. 

It is anticipate that further work will be identified as necessary from the analysis of the aforementioned 
analytical pieces of work. These are critical in order to inform the next steps and allow the organisation to 
consider these. 

It is currently anticipated that workshops will run through October and November, and role analysis will 
progress at the same time. Following this the data will be analysed and the results, insight and potential 
next steps considered by the SLWG – and progressed to the relevant Executive fora for consideration. 

A Homeworking Procedure in support of Smarter Working is also in draft format and is progressing 
through the consultation process related to people policies. 

The Sub-Committee asks Police Scotland and the SPA to consider how the findings of the review 
of the impact of COVID-19 can be used to inform investment in technology that supports mobile 
and online working, and to inform the ICT strategy.  

Both the initial response to COVID-19 and the lasting impact had similar themes and traits. The impacts 
or requirement due to COVID-19 presents both a challenge and an opportunity to consider what we use 
technology for but also how we use it & embed it in our day to day activities. 

From the immediate need for remote digital collaboration capability internally due to the necessity for 
physical distancing/remote working – to offering a wider range of ways to engage with members of the 
public – we have had to reconsider where technology fits within the organisation and how we go about 
‘designing’ its use. 

In the immediate response phase to the demands of Covid19 we focused on building rapid remote virtual 
capability to enable Police Scotland to continue to operate safely in what was a new and very 
challenging environment both in the context of maintaining the high standards of operational policing 
delivery and in ensuring that our officers and staff had access to technology that would enable them to 
continue to operate in as safe and efficient a way as possible. 

The lessons learned from this rapid transition to new ways of working and using technology are being  
fed into our Digital & ICT strategy ensuring we maximise the opportunities learnt during this period so 
that it informs our future modernised operating model and core capability. 

As part of the response to the organisational challenges posed by COVID19 the Police Scotland ICT 
function; 

• Implemented and deployed Microsoft Teams to support audio and video conferencing and 
collaboration. As at 16/11/20 we have over 6,600 on the new platform and plans to increase this 
to 12,600 by early 2021.  

• We have actively designed and deployed Digital Contact Solutions in multiple business functions 
including C3 Public Contact, P&D, Committee and Board Meetings 

• Supported the delivery of 32 virtual courts within our custody facilities. 

• Delivered changes to our core crime application estate in line with the Revised Police Powers 
through several updates to account for the changing nature of the restrictions and legislation. 

• Processed over 3,500 ICT Service Requests relating to ICT requirements resulting from 
increased use of technology. 

• Issued over 4,847 devices to officers and staff to support mobile working 

• Brought 4,900 users online via our secure network in support of remote working. 
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Reflecting on the impact of COVID19 on our Data, Digital and ICT Strategy we have; 
 

• Accelerated the Full Business Case for Microsoft Teams to enable access to modern digital 
contact solutions to 14,000 colleagues.  
 

• Triggered a redesign and appetite to accelerate our planned migration to Microsoft Office365 this 
is in support of improved digital collaboration capability to match our developing video/audio 
capability delivered via Teams.  

 

• Development of a new end user computing strategy to align with the changed hardware and 
equipment needs of a more mobile/remote workforce. 

 

• Creation of a Modernised Contact & Engagement Group tasked with the development of more 
modern contact and engagement capability covering people, process, data and technology within 
which we will look to replace ageing solutions with capability that is better suited to the needs of a 
modern national force as defined within our DDICT Strategy. 
 

• Developed and approved our full business case for Mobile Phase 2, which seeks to deploy 
mobile devices to a further 7,000 officers across the organisation and build on the successful 
delivery of Mobile Phase 1 – which was found to offer great benefit when operating within 
COVID-19 times. 
 

• Renewed our focus and commitment to existing in-flight technology enabled programmes, all of 
which will further improve access to modern data and systems. This includes but is not limited to 
our Core Operational Systems (COS), Data Drives Digital, Cyber, Transforming Corporate 
Support Services and Digital Evidence Sharing Capability programmes. 
 

In addition to the above we are also seeking to review our Digital, Data and ICT Strategy (published in 
April 2018) and revision will take cognisance of the impact of COVID19. 

All of these developments will support improved collaboration, access to critical data and the 
development of digital systems and processes .All of the above are proposed for progression in 21/22 
subject to the final financial settlement. 

The Sub-Committee notes Police Scotland’s evidence that the funding profile has delayed critical 
projects such as the introduction of body worn video. In previous correspondence, Police 
Scotland confirmed that they had not begun work to mitigate the risks identified by Dame Elish 
Angiolini in her preliminary report on police complaints handling, such as the violation of the 
privacy of third parties who are not the subject of interaction. The Sub-Committee believes that 
any decisions on the purchase of body worn videos for use by police officers would be 
premature prior to Police Scotland demonstrating that these risks have been mitigated. However, 
given the importance which Police Scotland places on the introduction of these cameras, the 
Sub-Committee would welcome Police Scotland action to address the issues raised by Dame 
Elish Angiolini as soon as practicable. 

The introduction of a National Body Worn Video capability by Police Scotland has been 
delayed/postponed historically due to funding not being made available. 

The purchase of the equipment is the second last step before roll out/implementation. Prior to this there 
is substantial consultation, design and procurement activities to take place which will require investment 
in time and resource to execute. 

As detailed within the Police Scotland DDICT Strategy there are also extensive dependency issues 
between existing systems and processes but also supporting and evolving platforms such as digital 
evidence management.  Additionally, collaboration with wider CJ partners is required to ensure that they 
are engaged and ready to consume and receive digital evidence with all the associated data governance 
and storage considerations etc. 
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At the current time, the full National roll out of Body Worn Video across all divisions is estimated at 27 
months with key deliverables covering Public Consultation/Engagement, Business Cases and supplier 
procurement, hardware, data asset management, supporting software, technical infrastructure, testing, 
business change including training and communications, policies and creation of standard operating 
procedures. The required resources will need to be in place to support the estimated timeline from 
initiation. 

As a multi-year project, there is also the corresponding requirement for funding to be planned and 
allocated across 3 financial years to enable successful delivery.   

17 of the estimated 27 months are expected to support the public consultation/engagement and 
complete exercise to identify a preferred vendor and complete the full business case. 

It is currently planned subject to available reform funding to stand the project team up from early 2021 to 
enable the consultation and preparatory work to start and move through governance into delivery in 
2021/2022 and 2022/2023. 

It’s currently estimated over a 6 year period the implementation and operation nationally of a Body Worn 
Video Capability will create a demand of up to £17.9m Revenue and £6.8m Capital. Estimated revenue 
run rate costs is estimated at £3.9M per year which covers storage and solution licensing. The full 
business case will solidify the funding needs after procurement and design work. 

Alongside National Rollout we will consider that there may be bespoke and more urgent specialist 
operational needs for areas such as Authorised firearms officers as well as capability for specific high 
profile events such as UN Climate Change Conference (COP26) being held in Nov 2021. 

As the Chief Constable outlined at the SPA Board on 25 November, Police Scotland strongly supports 
the expanded use of body worn videos, however it has implications and requires responsibility beyond 
policing, necessitating active commitment and engagement from the Scottish Government, entire justice 
system and wider society. 

It is essential that appropriate and ongoing funding is made available and that implementation of body-
worn video has wider benefits for the justice system and, ultimately, the public. Technology which is fully 
owned and integrated by prosecutors, courts, the PIRC, and others, can not only bring benefits to police 
complaints, but value to the public purse, better protection for victims of crime and, ultimately, broader 
improvements to public service. 

To fully achieve these benefits collaborative work and support, not least to provide significant funding, is 
required. 

The Sub-Committee asks Police Scotland to address the issue raised by the Scottish Police 
Federation regarding 2,500 response officers being unable to undertake response driving due to 
a lack of training capacity. The Sub-Committee also asks Police Scotland to confirm whether 
there is a legal requirement to provide police driver refresher training and, if so, when it is to 
come into force, and to provide details of the planning done to meet that requirement. The Sub-
Committee believes that investment in new vehicles is premature if police officers are unable to 
drive them. 

Police Scotland have 13,575 officers trained to drive response vehicles, although only around 6 300 
occupy a response policing role. Each year circa 900 officers are trained to Standard Response Driving 
standard, aligned to the current priority training projection for 2021. There are 2,825 other Police 
Scotland officers and police staff that are awaiting this training, however they are not in frontline 
emergency response roles therefore are not being treated as a priority at this juncture. These officers will 
receive the training when they move into a frontline response role.  

A training delivery plan has recently been created to address training demand at each of the Force’s 
driver training sites. Driving course allocation is based on local demand and where required training 
resources are flexed to address specific needs.  
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Furthermore, Section 19 of the Road Safety Act 2006 is expected to be enacted in 2021.  This places a 
legal requirement on all emergency service personnel who utilise blue lights/sirens to be re-authorised 
every five years. Within Police Scotland this High Speed Driving Assessment re-authorisation is carried 
out by an authorised police driving instructors and has been delivered nationally as good practice for the 
previous five years. The projected demand for this re-accreditation is in excess of 5,000 officers. A 
training delivery plan has been created to address this.  

The COVID-19 pandemic has impacted on driver training delivery in 2020 with the implementation of a 4 
month training suspension between April and August. The ongoing impact of health and safety measures 
is a reduction in driver training output in some courses. 

The Sub-Committee is disappointed that work on the police estate remains largely reactive, and 
that some of the safety critical works highlighted by the Scottish Police Federation over a year 
ago have not been implemented. The Sub-Committee asks the SPA to consider whether safety 
critical issues are being addressed? 

We can confirm there remains one critical action outstanding identified within SPF's Deep Dive report of 
April 2019. This refers to issues raised with regards to 3 cells within the Oban Custody Suite. The issues 
relate to ligature points within the cell walls caused by major defects within wall coverings dating back to 
the 1960's. Many attempts to resolve the issue have been attempted over the years and all have failed, 
with tiles being added at some point to conceal the defects. During the course of the last 12 months a 
number of solutions have been attempted and all the tiles being stripped off and various wall coverings 
applied which all failed. Samples of the original wall coverings were taken and sent for analysis and 
eventually an alternative solution and process was identified and implemented. Work to complete the 
cells commenced February 2020 but paused during the CV19 restrictions. Work was eventually restarted 
in August and has now been completed. 

All other safety critical works outlined by the SPF report have been resolved. 

In terms of the broader question regarding safety critical issues being addressed, there are known and 
unknown H&S risks. In terms of all known H&S risks, these are prioritised and dealt with in order of their 
risk. These risks span a multitude of areas including; fire, asbestos, electrical, water hygiene, heating 
and ventilation etc. The risks are reviewed on a regular basis and expenditure is directed to deal with the 
highest and most critical risks first.  

The management of building systems and fabric related health and safety is a business as usual function 
of the estates department, we take a risk based approach to the management of identified issues with 
are managed in line with the available budgets some examples of that approach are listed below: 

1. Fire risks 

The Estates team work closely with colleagues from H&S to ensure the Police Estate meets its statutory 
Health and Safety requirements of Fire Management by facilitating a programme of fire risk 
assessments.  The results from theses risk assessments are categorised as; very high (safety critical), 
high, medium, low and very low.  For information, there have been 10 very high fire risks raised through 
Fire Risk assessments process during the last 24 months. All very high fire risks are treated as critical 
safety concerns and resolved immediately or as soon as practicable. We can confirm all 10 have been 
successfully resolved. 

2. Electrical fixed wire testing (FWT) 

Police Scotland's Maintenance Contractor (Mitie) undertake electrical fixed wire testing in all buildings, 
each property is tested once every 5 years as required by the IET (Institution of Engineering and 
technology) Wiring Regulations. This testing ensures the buildings comply with UK electrical fixed wire 
regulations and remain safe for occupation. The results of these tests are categorised as; C1 (safety 
critical), C2, and F1. All C1 categories items are resolved immediately. Normally this resolution takes 
place during the testing whilst the engineers are on site. We can confirm all buildings are tested on a 
rotational basis every five years and there have been 20 C1's identified during the last 24 months and all 
C1's have been immediately resolved. 
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3. Reactive maintenance  

Mitie also provide reactive maintenance services throughout the estate via their in house and sub 
contracted teams. These services cover all aspects of reactive maintenance prioritised depending on the 
level of risk to H&S, building security, impact on operational Policing and compliance to statutory building 
regulations. The prioritisation of this work is categorised into; P1 (safety critical), P2, P3, P4 and P5. In 
October, Mitie carried out 76 priority 1 (safety critical) reported jobs, and we can confirm all have been 
resolved. 

4. Planned preventative maintenance 

In addition, Mitie are contractually employed to ensure Police Scotland meet its statutory maintenance 
obligations throughout the entire estate. This work covers essential maintenance, testing and certification 
requirements to ensure the estate is fully compliant with both British and European building standards 
and regulations. The latest compliance data which covers October 2020 demonstrates Police Scotland’s 
estate is 99.5% compliant with these requirements. This maintenance covers areas such as heating 
systems, emergency lighting, and fire alarms, pressure systems and lifting equipment. 

5. Inspections of Custody suites 

In addition, a series of inspections are also undertaken of all Custody suites within the estate.  These 
inspections are carried out jointly between colleagues from Estates, Scottish Police Federation, Unison, 
Unite, H&S, and CJSD. The findings of these joint inspections are prioritised considering H&S and 
compliance to statutory building regulations. This prioritisation is carried out by Estates, H&S and the 
relevant business area. The outcome of this work helps ensure we capture all known areas of H&S risk 
and develop plans to address the issues prioritised within the available budgetary and operational 
constraints.  

In terms of unknown H&S risks,  it is important to first point out we’ve inherited an ageing estate which 
has suffered from significant under investment over many years. This has resulted in a very high number 
of emergency breakdowns and callouts to rectify H&S issues. The daily average of calls to the Mitie help 
desk for the highest category (P1&P2) emergency call is extremely high when compared to other public 
sector services. For example, Scottish Fire and Rescue Service is c10% of all calls compared to Police 
Scotland which is on average double this volume. This clearly shows there is a growing risk of unknown 
H&S issues occurring due to the age and under investment to effectively maintain the estate over many 
years. 

To begin to address this, DCO Page commissioned a condition survey of the estate which will identify all 
immediate H&S concerns and key areas of investment required to mitigate these. The work to procure 
these condition surveys was completed earlier this year and the surveys are currently taking place 
throughout the estate and planned to be completed by the end of 20/21 financial year. The results of the 
surveys will provide a more detailed and up to date analysis of issues to inform our spending 
requirements and our priorities in terms of dealing with the most critical Health and Safety issues. This 
work has already identified 8 immediate critical safety issues and we can confirm all have been resolved. 
 We will share the results of these surveys during the latter part of the financial year. 

The Sub-Committee welcomes confirmation that the estate condition survey is to be completed 
by the end of this financial year 

As mentioned above, we confirm the estate condition survey will be completed by the end of this 
financial year. 
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The Sub-Committee asks the SPA and Police Scotland to review the estate strategy to determine 
whether it requires to be revised to reflect changes to working practices as a result of policing 
during COVID-19. This exercise should include seeking the views of officers and staff. 

Police Scotland's estates strategy 2019, sets out our strategic ambition and includes key overarching 
principals of how we plan to deliver it. The strategy aims to transform our estate into one which is fit for 
purpose, is of the right size and scale, is in the right locations to support local communities & keep 
people safe, as well as providing appropriate working environments for our people.  In terms of the 
impact CV19 has had on the long term aims and objectives of the strategy, we believe these to be 
minimal. However, clearly the new ways of working currently deployed have enabled a far greater level 
of agility of our workforce, particularly Police Staff and this may result in the longer term in a requirement 
for less office space.  

We believe this new agility will have a positive impact as we implement the strategy and we’ll review 
each individual project on its own merits, be it a new build, co-location or refurbishment of an existing 
property, to ensure we maximise these changes to working practices and where possible, minimise the 
space we require whilst being fully cognisant of COVID-19 impact and protocols prevailing at the time. 
 We don't believe these new ways of working change our long term strategic ambitions and principals 
laid out to deliver properties which are fit for future operational requirements and which provide new, 
modern working environments to enhance the wellbeing and morale of our officers and staff. As the 
Estates strategy highlighted it will be implemented by the development of individual business cases 
which reflect the local demands of operational policing taking into account the needs of communities in 
which we are operating in and will involve active consultation with staff and office representatives. 

A strategic workforce plan is a key requirement for the medium to long-term financial planning 
for the police service, and to determine the size and mix of Police Scotland’s workforce. It needs 
to be evidence based.  

The Sub-Committee asks Police Scotland to confirm whether the workforce plan to be presented 
to the SPA by November 2020 will be evidence-based and informed by up-to-date data. 

The Strategic Workforce Plan (SWP) for Police Scotland has been developed maximising use of all 
relevant and current data available.  It will be delivered to the SPA Resources Committee on 18 
December 2020 in line with the agreed project plan and thereafter to SPA Board on  22 January 2021. 
This first iteration of Police Scotland’s SWP has been designed to conform to the guidance and good 
practice issued across Scotland’s public sector. It has detailed the work undertaken to understand the 
demands placed on Police Scotland, not only in crime and law enforcement but the wider Policing role in 
maintaining community cohesion, welfare and wellbeing.  

A number of work streams have been identified as necessary to move Police Scotland forward in 
attempting to better manage the demands placed on the service. Additionally, 19 local level workforce 
plans that form the basis of this Service wide plan have identified timelines to develop their local 
workforces to prepare for the future.  
 
The development of the plan has been a significant piece of work across all of Police Scotland and this 
plan is a significant landmark in identifying how Police Scotland will change moving forward. It should be 
acknowledged however that workforce planning is an iterative process, and this plan will be reviewed 
should significant changes arise in either Police Scotland’s strategic priorities or wider operating 
environment.  
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The Sub-Committee asks Police Scotland to confirm how often staff surveys are to be carried 
out, and how the feedback from the survey planned in February 2021 will be used to inform the 
content of, and investment in, any future People Strategy. 

Police Scotland is committed to seeking feedback from Officers and Staff on a more regular basis.  The 
Wellbeing & Engagement survey, in partnership with Durham University Business School (DUBS) will 
launch in March 2021 with results expected in July 2021. Over the last six years, DUBS has worked with 
over 30 forces across the UK, which will allow a degree of benchmarking and the potential for mutually 
beneficial organisational learning. They are well respected in their field of academic research and are 
regarded as experts in understanding wellbeing and engagement in policing.  DUBS also work with the 
NPCC on broader issues, including diversity and inclusion. The contractual partnership with DUBS 
includes two survey cycles and it is anticipated that there will a second survey undertaken within 18 
months to enable the tracking of progress and to inform decision making and focus, including investment 
decisions.  Thereafter, it is intended that this forms part of the business as usual cycle. The People 
Strategy will be further developed over the first half of next year and the results from the survey will also 
inform this work. 

The Sub-Committee asks Police Scotland and the SPA to provide details of how they will 
implement the findings in the HMICS Thematic Inspection of Police Scotland Training and 
Development - Phase 1 report to inform future investment in leadership, training, development 
and wellbeing of Police Scotland’s workforce, and the timescale for doing so. 

Following on from the publication of HMICS Thematic Inspection of Police Scotland Training and 
Development – Phase 1, Police Scotland has engaged internal key stakeholders with Governance, Audit 
and Assurance, and assigned an Audit Management Officer to the process. 

Extensive work has been completed to create an Action Plan, intended to address individually each of 
the 17 recommendations, while acknowledging the progress that has already been made.  This plan 
remains in draft at present and is a continually evolving document, as progress continues.  The plan is 
currently undergoing internal governance processes, with a view to reporting back to HMICS in 
December 2020.  

HMICS have been consulted during the formation of this plan, to ensure it is appropriately addressing 
HMICS’ findings.  Evidence can already be provided to HMICS in support of this progress.   

A clear governance structure is in place with the Head of Leadership, Training and Development leading 
on this, and reporting into the Director of People and Development and the Deputy Chief Constable of 
People and Professionalism.  Weekly meetings are in place monitoring progress against each of the 
recommendations.  It has been acknowledged that a number of the recommendations are complex and 
while the plan will be reported to HMICS in December 2020, full delivery will take time to implement. 

Finally, a report has already been presented to SPA Succession, Planning and Appointments 
Committee, where it was agreed that the Action Plan will be shared, once internal governance processes 
have been concluded.  This will be following the report to HMICS. 

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       


