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Context


Population served by the Force 1,614,220


Number of police officers 3123


Number of police staff 2180


Number of special constables 350


Budget for training for the financial year: Financial Value Percentage of Overall Force budget 


2003/04 not asked 2.08%


2004/05 £5.5m 2.4%


Performance


A baseline assessment of the Force was undertaken between September and December 2003.


The findings of HMIC relating specifically to the HR area can be found at:


www.homeoffice.gov.uk/hmic/essebaseline0604.pdf 


Further details of the Force performance can be found at www.essex.police.uk 


For details of the rationale and methodology for the Best Value Reviews and inspection of police


training visit www.homeoffice.gov.uk/hmic/training.htm 
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Findings


The vast majority of Essex training is captured in the plan,


however, HM Inspector was made aware that divisional training


(being provided by divisional personnel), some dog training and


health and safety training continue to be omitted. HM Inspector


acknowledges that ACPO has identified that the future plan will


need to reflect all Force training.


TRAINING NOT


INCLUDED IN THE


COSTED TRAINING


PLAN


The Training Planning and Coordination Group (TPCG) monitors


the plan every six weeks and regular updates are provided to


the PA as part of the Essex Best Value regime.


There is a dedicated PA member to oversee the output of the


CTP.


MONITORING COSTED


TRAINING PLAN


THROUGHOUT THE


YEAR


The CTP supports the NCM costing methodology and


requirements. Although there are some areas of training across


the Force that have not been included in the plan it has been


acknowledged that next year’s plan will aim to capture all


training in Force, under the direction of the ACC (personnel


and training).


HM Inspector was concerned to see that currently there is no


resilience to produce the plan. Staffing has been drawn from


within the HR Department. HM Inspector encourages the


planned involvement of the Finance Department to produce


next year’s plan.


QUALITY OF COSTED


TRAINING PLAN


The planning process for training is intrinsically linked with the


Force planning process and is led by an ACC dedicated to


personnel and training. The training strategy is compliant with


HOC 53/2003 but the links with the HR plan or with the


achievement of wider Force objectives are not clearly defined. 


TRAINING STRATEGY


Area Examined Findings
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Best Value Review of Police Training


The PA has ensured that the IP reflects the priorities within


training, has clear targets, owners and milestones. 


CURRENT


IMPROVEMENT PLAN


HM Inspector was encouraged to see clear and evidenced


knowledge of the recommendations from Managing Learning,


Training Matters, Diversity Matters and the FfC within the


Training Department, each supported by an audit trail of


achievement to date. The Training Centre Manager chairs the


development of the FfC across the eastern region.


There is a Diversity Training Board that oversees the diversity


training across the Force, also ensuring integration with other


strategic priorities. A comprehensive training matrix for the


Diversity Matters recommendations illustrates identified action


managers and details progress to date. 


IMPLEMENTATION OF:


• Managing Learning 


• Training Matters 


• Diversity Matters 


• Foundations for


Change


The Head of Personnel and Training has overall responsibility for


training. He is reported to by the Superintendent Training and


Development, who in turn manages the Training Centre Manager. 


The Superintendent is the appointed Head of Training but also


has other demanding HR responsibilities which mean he can


only give 30 per cent of his time to the training function. In


reality the ‘de facto’ Head of Training is the Training Centre


Manager who is professionally qualified and effectively runs the


training function. 


Whilst the Head of Training has full responsibility for all training


conducted within the Force some specialist training (dogs,


marine and air support) remains outside the professional


management of the Head of Training. In addition, health and


safety training, now with dedicated training resources within HR,


also remains outside of the training management arrangements


and is not included in the CTP.


MANAGEMENT


ARRANGEMENTS


FOR TRAINING


There is a clearly defined client/contractor structure in place


within the Force that is managed by the TPCG, with an ACPO


representative to act as a final arbiter. The training providers


appear to have a clear understanding of their role as the


contractor and there are clear terms of reference.


BCUs get the support and guidance of the Training Department


to help identify the training requirement, so reinforcing the


responsibilities of BCUs. 


CLIENT/CONTRACTOR


ARRANGEMENTS


Area Examined Findings
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Best Value Review of Police Training


There is sound evidence that collaborative arrangements within


the Essex region are in place across public and private sector


organisations. These involve collaborative partnerships across


many of the training departments.


COLLABORATION


– EXTERNAL


ORGANISATIONS


Good examples of community contact were found within crime


and probationer training where there are established links with


the community and victim groups.


Although there are no formal plans HM Inspector was


encouraged to hear ideas around the inclusion of the


community in a future probationer modernisation programme


and the development of an IAG which, in the longer term, will


be consulted on training issues.


COMMUNITY


INVOLVEMENT IN


TRAINING


There is a sound and workable training evaluation strategy in


place and a useful matrix for assessment of the required level of


evaluation used at the training design stage. However, there are


independence issues around the position of the evaluator. HM


Inspector recommends that, in the longer term, the evaluation


function should be placed outside of the Training Department.


Furthermore, strong consideration should be given to reinforcing


the evaluation resource.


Other than Level 1 evaluation there is little evidence of higher


level evaluation or audit trail of resulting actions.


EVALUATION OF


TRAINING


HM Inspector was encouraged to see a comprehensive suite of


performance indicators that have been developed across the


region. However, QA across the training function is disparate


and not defined in the training strategy or plan.


There is a staff development process in place but the


assessment of trainers has effectively stopped over the past


year. HM Inspector encourages the Head of Training to


reconsider the issue of trainer development time. 


HM Inspector was concerned to find no QA in place for the


areas of training that remain outside the central training function.


HM Inspector acknowledges that a full IiP assessment for the


Force is planned in July 2004. 


QUALITY ASSURANCE


PROCESSES


The IP is effectively monitored through HR Policy and


Programme Board, Police Authority Best Value Joint Board and


Police Authority Planning and Performance Committee. 


MONITORING THE


IMPROVEMENT PLAN


Area Examined Findings
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Best Value Review of Police Training


On a monthly basis divisions and departments are required to


provide statistical returns on PDRs completed.


Support managers are required to dip sample divisional and


departmental PDRs to check quality.


Completion of PDRs is now part of the Force inspection


process where divisions are held to account on both numbers


completed and quality. 


MONITORING


PROCESS


AND COMPLETION OF


PERSONAL


DEVELOPMENT


REVIEWS FOR POLICE


OFFICERS AND POLICE


STAFF 


The ICF has been fully integrated into the Force PDR process


since early 2004 and there are clear plans to develop effective


connections with training planning. 


IMPLEMENTATION OF


THE INTEGRATED


COMPETENCY


FRAMEWORK


Existing training courses are subject to a scrutiny process that applies


the Best Value principles and a relevance test. Initiated by the Training


Department, the process requires the client side/sponsor to


reconsider the value of the training course to current priorities. 


APPLICATION OF THE


4Cs SINCE THE


REVIEW


Divisional training remains outside of the training management


and QA arrangements. This is a significant issue because of the


emerging probationer modernisation programme and the need


to develop professional development units.


To ensure that all training is captured in the training plan.


Succession planning of the trainer resource is a weak area.


Two–way communication within the Training Department,


particularly across the training teams.


MAIN AREAS FOR


IMPROVEMENT FROM


THE PERSPECTIVE OF


THE FORCE


The national guidance has been adopted within Force but HM


Inspector was concerned with the level of frustration amongst


training staff who do not get the development time fully to


implement the guidance.


Regional work is under way to produce a collaborative


approach to TNA, delivery and evaluation. 


ADOPTION OF


NATIONAL GUIDANCE


There is a good exchange of information at regional level around


TNA, design and evaluation. In addition, there has been good


stewardship of the FfC which are being managed by Essex


across the region. 


Intra-Force collaboration is not particularly strong but has been


identified as an area for improvement.


COLLABORATION –


OTHER POLICE


ORGANISATIONS


Area Examined Findings
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Best Value Review of Police Training


There is a strategic prioritisation model for training that engages


both the client and contractor sides. A weighting is attached to


the key Force objectives enabling decisions to be made that will


support Force priorities.


PRIORITISATION


MODEL FOR TRAINING


The training management cycle in Force illustrates the


structured and systematic business planning process for


training. There are sound connections with the corporate


planning cycle at the strategic level. However, HM Inspector


was concerned that divisional training is not currently being


engaged. HM Inspector acknowledges that senior training


management have identified this as a priority area for


improvement.


BUSINESS PLANNING


FOR THE


MANAGEMENT


OF TRAINING


Area Examined Findings







Recommendation 5


HM Inspector recommends that better communication processes are established
within the Training Department to ensure a two-way process that has the
confidence of staff. Furthermore, Assistant Chief Constable (Personnel and
Training) should improve the interaction between senior managers and the
training practitioners to improve the opportunity to debate training issues


Recommendation 4


HM Inspector recommends that the Police Authority considers the position of
health and safety training within the Force to ensure that it does not remain
outside of the training management arrangements


Recommendation 3


HM Inspector recommends that the Police Authority reconsiders the value to the
Force of having a superintendent Head of Training post that can only give 30 per
cent of time to the training function but whose role is effectively being done by
the Training Centre Manager


Recommendation 2


HM Inspector recommends that the Force develops a comprehensive Quality
Assurance process for all training, irrespective of where or by whom it is
provided. The Quality Assurance process should be regularly monitored


Recommendation 1


HM Inspector recommends that the Force develops a costed training plan that
is aligned to the guidance given in relevant Home Office Circulars
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Recommendations







Recommendation 8


HM Inspector recommends that the Force ensures that current divisional
training resources come under the direction of the training function. This will
ensure a consistency and introduce the flexibility required to meet changing
demands across the Basic Command Units


Recommendation 7


HM Inspector recommends that the Force reviews the effectiveness of
succession planning processes across the training function, particularly where
they impact high risk areas for the Force


Recommendation 6


HM Inspector recommends that the Head of Training reviews how development
time for trainers is built into the planning arrangements
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Best Value Review of Police Training


 







Judgement 1:


There is a great deal of change underway within the training function and HM Inspector


acknowledges that at the time of the inspection, many of these changes had yet to be embedded.


However, it is clear that there is a commitment at all levels within the Force to drive performance


through training. Clear regional activity, led by the Force, is ensuring that best practice is being


identified and adopted in Force. Succession planning for the trainer resource remains a weak area. 


HM Inspector concludes therefore that the quality of the service is ‘good’


Judgement 2: 


HM Inspector considers that the Best Value Review process was undertaken in line with national


guidance and there is clear evidence that the improvement plan has been regularly monitored,


implemented and seeks to impact on performance in the workplace. The Police Authority has been,


and continues to be, actively engaged in the process. Future intentions are well documented with


supporting monitoring processes. 


HM Inspector concludes therefore that the prospects for improvement are ‘promising’


For further information on the judgement criteria refer to Appendix H/Annexe A of the


below document.


BEST VALUE AND PLANNING GUIDANCE FOR POLICE AUTHORITIES AND FORCES
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Judgements
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Summary of Findings


The Adult Learning Inspectorate undertook an assessment of several training sessions alongside


the HMIC (P&T) inspection. A summary of their findings is shown below:


Achievement and Standards


• There is good attainment of skills and knowledge. Pass rates were high with most courses


achieving figures better than 95 per cent of learners either passing the examinations or


achieving the required level of competency. In observed sessions learners showed good


attainment. They demonstrated a clear understanding of their subjects and all participated


fully in recap sessions. Active learning, where learners research topics and present to the


other members of their class, is used to good effect. 


Quality of Education and Training


• Training is very good. There were no unsatisfactory lessons and 70 per cent were good or


better. A variety of types of training is used, and a good variety of teaching styles maintain


learners’ interest. Questions are used well to develop, and check, learners’ understanding. 


• A wide range of teaching aids are used effectively to reinforce teaching points and help


learners develop a good understanding of the subject. For example, in one lesson the


teacher alternated between a clear powerpoint presentation and a flipchart, to involve the


learners. The practical lessons are very well planned and executed with good, in one case


outstanding, debriefs to ensure the learners are able to reflect effectively on their


performance. 


• There are very good working relationships with teachers and learners. In the best lessons


teachers work very well with learners to establish a highly effective learning experience.


Lesson plans are clear and detailed. Teacher to learner ratios are high. Teachers make good


use of their experience to emphasise learning points and to identify practical examples of


issues being discussed. They also effectively encourage learners to share their own


experiences and debate the issues.
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Adult Learning Inspectorate 


 







• Most classrooms are equipped with a good range of teaching aids and are well laid out.


Many of the computers used are new and learners have adequate space for documentation


etc. The resources used for practical sessions are well laid out and there is a good range of


equipment to monitor learner’s performance in role playing and simulation. A few lessons


are in poor accommodation. Some teaching is in Portakabins with high levels of noise.


A few of the rooms used are not suitably arranged for training. For example, in one the


image from the overhead projector was projected onto a wall and a filing cabinet obscured


some of the image. Staff are well qualified and all have undertaken trainer training. They


have suitable vocational qualifications and experience. Several of them hold teaching


qualifications. Others are working towards qualifications such as certificate in education.


• The monitoring of learner’s progress is satisfactory. Some courses have pass or fail


examinations. However, most are based on learners’ achieving competency which is


assessed by the teacher. In lessons, learners’ progress is effectively monitored with good


use of questions and answers to check understanding. Feedback to learners during lessons


is good, particularly in practical and group work situations. Some learners are given


inadequate feedback on their overall performance at the end of a course or period of training. 


• Some initial assessment is poor. The training centre receives very little information about


learners, prior to them attending a course, particularly whether they have any specific


additional learning needs. In some cases learners are substituted at short notice and training


staff are not aware until the start of the course. The training centre is aware of this


weakness and is introducing local arrangements to address it. In some courses there is an


introductory session where learners and teachers discuss needs objectives and concerns.


These are then displayed on classroom walls. There is a trial of an individual initial


assessment document for learners to identify any specific issues.


• Most of the training is to meet corporate need. However, teaching staff make adequate


reference to individual learner’s situations to ensure that, where possible, the lessons cover


the particular needs of the learner. There is a very good summary of courses available on


the intranet. This summary gives a clear outline of the course, including objectives and


pre-entry requirements. It also gives details of when the courses are being run. However,


it does not indicate whether there are places available.


• The support provided during lessons is good. In workshop sessions tutors are attentive to


all learners. The ratio of teachers to learners contributes to a good level of support. Learners


on some courses are able to ask for residential accommodation. This is usually available;


however there have been occasions where there has not been sufficient space. Options for


refreshment in the evening are limited and there is no provision for an evening meal for


learners who are in the residential accommodation. 
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