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ITEM 4 – ACTIONS

OFFICIAL

PEOPLE AND CULTURE COMMITTEE

No. Date Topic Action/Paper Owner Due Date Outcome

1/2022 9 March 

2022

Institutional 

Racism and 

Policing 

Force’s reading list on institutional racism to be shared 

with Members. 

Head of 

Governance 

and 

Compliance

NLT 8 June 

2022

Recommended for 

Closure

Reading list circulated 

to Members by email 

on 18 March 2022 at 

1.16pm. 
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OFFICIAL

Draft People Strategy

Rachael Etebar
Director of People and Culture

Purpose of the Paper

• The current people strategy runs until 2022. It is therefore timely to 
revise this and ensure that it aligns with the delivery of the BTPA 
strategy and ‘A Force on the Move.’

• This is the first draft of the strategy and it remains to be socialised 
within BTP and will therefore likely change. 

• Please note this is a word document at present, but the final version will 
reflect the BTP house style.

• The finalised strategy will come to the next PCC for approval

Outcome Sought
• PCC ‘s comments, feedback and suggestions are welcome
 

People Committee 8 June 2022
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OFFICIAL

“Speak Up” Campaign 

DCI Gary F Williams

Purpose of the Paper

• We launched our ‘trust your gut: speak up’ campaign on 14 February 2022, to encourage 
our people to report things that did not feel right.

• This was supported by renaming our anonymous reporting line as ‘Speak Up’ to make clear 
its purpose. This is available through an app available on desktop devices and phones.

• The campaign was accompanied by a virtual road tour by PSD to reinforce that we will 
believe you if you speak up, and an emphasis on the support and wellbeing care provided 
for internal witnesses and victims.

• This paper highlights the impact that the Speak Up campaign has already had by comparing 
quarterly data from pre and post campaign on reports of complaints and subsequent PSD 
action taken.

Outcome Sought
PCC are aware of the impact of this important internal communications campaign, in light of:

a. our commitment to inclusion and diversity as part of the FoTM strategy
b. our values (particularly ‘we do the right thing’)
c. the ongoing public scrutiny of the legitimacy of policing. 

People & Culture Committee 8 June 2022
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OFFICIAL

Financial Wellbeing

Rachael Etebar

Purpose of the Paper

• The attached paper summarises the current economic climate, its impact on our 
employees and the approaches to financial wellbeing we are taking to support 
our people.

• The paper notes that we plan to review some allowances and the spine points 
for entry as PC’s and PCSO’s, but we are not currently at the maturity to 
understand potential cost.

People & Culture Committee 8 June 2022

Outcome Sought

• PCC are aware of the impact of the increase in the cost of living upon our 
employees, many of who are low paid and the effect increasing financial stress 
might have on employee wellbeing.

• PCC are aware of the steps we are taking to mitigate potential risk of  vetting 
failures, fraud and corruption as a result of employees in difficult financial 
circumstances.
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Report to: People and Culture Committee

Date of meeting: 8 June 2022

Subject: Discussion Paper - 2022/23 Financial Crisis: Implications for Employee 

Financial Wellbeing

COG Sponsor: Rachael Etebar, Director of People & Culture

For: Discussion 

1. PURPOSE OF PAPER 
1.1 The economic situation in the UK has been dramatically impacted by the perfect storm of the exit 

from the EU, end of Covid-19 restrictions and the sanctions imposed on Russia as a result of the 
invasion of Ukraine coinciding. This paper considers the implications of the economic position for 
the financial wellbeing of our people. 

2. BACKGROUND
2.1 A recent YouGov survey1 found that 1:10 employees are not paid enough to cover basic 

necessities without going into debt. One quarter of respondents said that their current level of pay 
was not enough to cope with a £300 emergency without having to dip into savings. 28% reported 
that financial worries affected their job performance.

2.2 The Joseph Rowntree Foundation2 has predicted that typical working-age household incomes are to 
set to fall by 4% in real-terms in the 2022/23 financial year, a loss of £1,100. The biggest falls will be 
for the poorest quarter of households where incomes will drop by 6%.  A median earner on a £27,000 
salary will be £360 worse off in the next financial year. 

2.3 Meanwhile the average annual grocery bill is expected to rise by £180 this year3, a 3.8% rise at the 
start of this year compared to the same period last year. This is on top of fuel and national insurance 
increases. The Governor of the Bank of England has called increases in food prices due to the 
Ukrainian Russian war ‘apocalyptic.’4

2.4 The increase in housing fuel costs when the price cap is removed in autumn 2022 is expected to 
push 40% of the UK population into fuel poverty (from the current 10%), with prices expected to 
increase by £600 per household.5 

2.5 Rising energy, goods and food prices have already pushed inflation to 6.2% in the 12 months to 
February - a 30-year high. The OBR is forecast inflation hitting 8.7% in Q4 2022. The ONS has 
announced CPI hit 9% in April and RPI 11.1%.

2.6 Demand on foodbanks has shown exponential increases year on year,6 with foodbanks seeing 
soaring demand in 2022 as costs rise, making food insecurity increase for many families.7 At the 
Police Federation Conference on 17 May, the chair informed the Home Secretary of increasing 
numbers of police officers relying on food banks to feed their families.8

2.7 These factors combined will have a huge impact on household disposable income for many years 
to come (see Fig. 10 table below) and may particularly impact our people as 31% are paid £30,000 

1 https://www.peoplemanagement.co.uk/article/1751850/one-10-employees-dont-earn-enough-pay-food-bills-cipd-poll-finds 
2 Cost of living crisis: Average UK worker is £11,500 worse off a year | Daily Mail Online
3 Kantar research 
4 https://www.theguardian.com/business/2022/may/16/apocalyptic-food-prices-will-be-disastrous-for-worlds-poor-says-bank-governor 
5 Energy chiefs fear 40% of Britons could fall into fuel poverty in ‘truly horrific winter’ | Energy industry | The Guardian
6 https://www.trusselltrust.org/news-and-blog/latest-stats/end-year-stats/ 
7 https://www.theguardian.com/society/2022/feb/06/food-bank-donor-to-to-user-soaring-demand-for-aid 
8 https://www.independent.co.uk/news/uk/home-news/priti-patel-food-banks-cost-of-living-b2080956.html 
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or below (including allowances). Lower income households are predicted to experience the 
greatest income falls in the coming year (see Fig. 12).

2.8 Research by Police Mutual in 2020 found that policing was the third most likely profession to use 
pay day loans. BTP was found to have a higher number of people than the average force in 
financial distress (high indebtedness). This is only likely to become worse during the current 
financial crisis.

3. PREDICTED PAY GROWTH FOR 2022/23
3.1 The UK median pay award in Q3 2022 was 3%, up 1% on the previous year.9 However, pay 

awards are not distributed equally across the economy. In some shortage industries, experiencing 
difficulties in filling vacancies or high turnover, such as digital and retail, awards were higher. In 
other areas, particularly public sector, awards have remained lower, on average 2.1% (see chart 
below). 48% of employers are not planning to make any increase in pay this year,10 due to higher 
prices for materials, supply chain issues and higher production costs, impacting profitability.

9 XpertHR: Biggest increase in pay awards for a decade - Personnel Today
10 No pay rise plans for almost half of businesses despite cost of living crisis, research shows (peoplemanagement.co.uk)
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3.2 In the recent budget, there were strong indications from HM Treasury that public sector pay 
awards will continue to be curbed. Treasury Chief Secretary Simon Clarke has said it is 'wildly 
unrealistic' to ask for public sector salaries to keep pace with inflation11. Following a 2% pay offer12, 
80.7% of civil servants have voted for strike action if their demand for a 10% pay award is not met.13 
This was before the announcement of 91,000 civil service job cuts to fund the Government’s 
response to the financial crisis.14 Similarly RMT are balloting for strike action over a proposed pay 
freeze, due to the perilous state of rail finances15. Therefore, it is likely to be a fractious summer 
across the public sector over pay. 

4. WHAT DOES THIS MEAN FOR OUR PEOPLE? - FINANCIAL, LEGAL & EQUALITY IMPACT 
4.1 We had a 0% pay award last year. The Government’s recent evidence to the PRRB suggested that 

the police pay award should be a minimum of 2%. The NPCC response was to submit evidence 
calling for a 3 year pay deal for police, front loaded with a 3.5% award for 2022/23. The PRRB 
response is awaited. Our current MTFP budget is for a 2% award. Therefore, any increase above 
this percentage would need to be found through other savings. As an employer, we have little 
opportunity to influence the award, other than through the evidence submitted by the NPCC for 
consideration. Whatever the award percentage, it is unlikely to keep up with inflation and we should 
therefore expect to have more people in financial distress. Indeed, the Federation has informed us 
that they have seen a rise in requests for help from their hardship fund in recent months. Money 
advice is the fourth most popular topic researched on the BTP Help Employee Assistance site:

11 Cost of living crisis: Average UK worker is £11,500 worse off a year | Daily Mail Online
12 https://www.civilserviceworld.com/professions/article/guidance-sets-out-average-2-pay-rise-for-most-civil-
servants#:~:text=Under%20the%20pay%20remit%20guidance,retention%2C%20productivity%20or%20other%20priorities. 
13 Civil servants show ‘strong’ support for strike action over 10% pay demand (civilserviceworld.com)
14 https://www.bbc.co.uk/news/uk-politics-61432498 
15 https://www.rmt.org.uk/news/rmt-launch-strike-ballot-over-pay-freeze/ 
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4.2 Annex A makes clear that we have a large proportion of our people classed as low to medium earners 
and therefore more likely to be disproportionally impacted by the increase in the cost of living. Our 
equality data also tells us that our ethnic minority and female employees are more likely to be in junior 
grades and may, therefore, also be disproportionally impacted by financial difficulties.

4.3 Police staff face further pressure, as the police staff pension contributions increase by 0.62% from 1 
April. This was in addition to the 1.25% national insurance increase for all employees. 

4.3 The Joseph Rowntree Foundation advises that employers should focus on providing financial 
education to “allow people to plan, to know what their income will be in advance, and to know how 
they would meet an unexpected cost”16. The Financial Wellbeing Strategy, launched in November 
2021, makes clear our commitment to supporting our people.17 We have partnered with Police 
Mutual, Met Friendly and others to run a series of Financial Wellbeing seminars18 which are 
heavily over-subscribed. We will continue to run these sessions during the year. We are also 
publicising the salary sacrifice benefits and cashback schemes that can save money available 
through our Choices Benefits Portal. 

4.4 We raised our officer spine point for appointment from 0 to 1 in 2020 at a cost of £184K per annum, 
in order to be competitive, given the launch of Operation Uplift in Home Office forces. This is the 
maximum spine point allowed under NPCC pay policy for recruits. As a non-Home Office force, 
we could consider moving to spine point 2 for new joiners and we will undertake modelling of what 
this might cost for further consideration. This might also address push back from existing longer 
serving PCSOs who wish to become officers but would face a pay cut to do so. The top of the 
PCSO pay scale is £25,408.29 (spine point 7) versus £24,780 for officers at spine point 1.

4.5 We are currently advertising for PCSOs. The starting salary is £21,808.98 (plus £2700.10 LW and 
a 20% shift allowance) and there has been negative feedback on social media regarding this 
salary in the current economic times. We will therefore review whether we increase the spine point 
at which we start PCSOs.

4.6 Although the decision on the annual pay award lies with the Home Office, we could consider 
whether we increase discretionary allowances, for example incidental expenses or meal 
allowances. We pay slightly below the HMRC recommend rate on both of these, which has been 
raised by the Federation as an area to consider (Annex B). C/Superintendent Martin Fry has also 
asked that we review South East allowances, as some competitor Home Office forces have 
increased their payments. There would of course be a financial cost associated with any of these 
options and BTPA PCC Committee endorsement would be required.

16 . Cost of living crisis: Average UK worker is £11,500 worse off a year | Daily Mail Online
17 http://btp-one/news/Pages/BTP-Financial-Wel being-Strategy.aspx 
18 http://btp-one/news/Pages/Understand-and-improve-your-financial-wellbeing.aspx 
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5. RISKS
5.1 Vetting requires financial probity and undeclared debts, attachment of earnings orders or 

bankruptcy filings may impact vetting status. We should therefore expect to see more vetting 
failures of potential recruits over financial matters. Vetting refreshes for existing employees may 
lead to increased vetting failures due to financial matters. Debt is hugely embarrassing for many 
of our people, but we need to encourage them to come forward and declare if they have 
agreements set up around debt management. If an employee is upfront this is viewed favourably 
as being honest and open and we can mitigate any potential organisational or individual risk. If an 
employee hides the issue, this can become an ethical problem for vetting consideration.

5.2 Increased debt may leave employees vulnerable to exploitation or corruption, for example in the 
misuse of overtime, abuse of expenses etc.  

5.3 Employee wellbeing, mental health, and productivity are likely to be impacted by worries over 
unresolved debt. 

5.4 Lower paid police staff may seek to work from home more to reduce commuting costs, where free 
travel is not provided, although they do then face increased home energy bills.

5.5 Staff working from home may be inclined to reduce paid childcare and this could impact on 
productivity if they attempt to juggle childcare with work.

6. ENGAGEMENT 
6.1 We are working closely with the Staff Associations, police charities and others on supporting our 

employees with financial concerns. PSD contributed to the risk section of this paper.
6.2 Allan Gregory is talking with the TOCs and Lucy D’Orsi with TfL about possible travel concessions. 

This would both increase our visibility on the railway and reduce home to work commuting costs 
for our people.

7. RECOMMENDATIONS  
7.1 We will continue to offer workshops on money management through the wellbeing hub. Leaders 

are requested to ensure their people are signposted to these and given duty time to participate. 
Line managers are encouraged to speak with their people in regular 1 to 1’s about financial 
wellbeing and encouraging them to declare concerns about debt early to avoid a negative vetting 
position.

7.2 That we review: incidental expenses, meal allowance thresholds (including for PCSOs where 
there is a differential paid to new recruits against student officers which conflicts with our One BTP 
value – see Annex B), starting salaries for officers and PCSOs and south east allowances and 
return with costed recommendations for consideration.
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Annex A

Salary Bands of Our Employees, with and without allowances

Base Salary     

Salary Band Officer Staff PCSO TOTAL %

£0-£24,999 275 280 183 738 15.25%

£25,000-£29,999 588 458 52 1098 22.69%

£30,000-£34,999 378 302 0 680 14.05%

£35,000-£49,999 1711 288 0 1999 41.30%

£50,000-£69,999 179 87 0 266 5.50%

£70,000+ 29 30 0 59 1.22%

Base Salary + Allowances

Salary Band Officer Staff PCSO TOTAL %

£0-£24,999 99 171 17 287 5.93%

£25,000-£29,999 304 248 167 719 14.86%

£30,000-£34,999 599 392 51 1042 21.53%

£35,000-£49,999 1701 456 0 2157 44.57%

£50,000-£69,999 425 132 0 557 11.51%

£70,000+ 32 46 0 78 1.61%
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Annex B

Current Allowance Values

Allowance name Current value Spend 19/20 Spend 20/21 Spend 21/22 HMRC max 
value 

Breakfast £7.50 N/A

Lunch £7.50 N/A

Dinner overnight 
stay (M25 
corridor)

£25.00 N/A

Dinner overnight 
stay (outside 
M25)

£20.00

No separate 
data as 
Pre-dates     
E-Expenses

£346,403.29 £463,924.55

N/A

Incidental 
expenses – 
officers only 

£4.43 £21,872.43 £12,807.56   £16,231.87 £5.00 (before 
becomes 
taxable)

Student officer 
meal allowance 
per day

£22.50 
(£112.50 pw)

N/A

Student PCSO 
meal allowance 
per day

£15.00 (£75 
pw)

N/A

Mileage 
(commuting)

18p per mile 45p per mile 
(taxed)

Mileage 
(business)

40p per mile 

£32,948.03 £529,471.01 
(Covid impact, 
as mileage 
paid when 
trains 
reduced)

 £54,787.96

45p per mile 
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RM3 Health and Safety Risk 
Management Maturity Model 
report

Megan Taylor
Deputy Director, People and 
Culture, Wellbeing, Health and 
Safety

Purpose of the Paper
• RM3 is a health and safety risk management maturity model commonly 

used across the rail industry.
• We have conducted an assessment across the force to map our H&S 

risk management maturity against this model. 
• This paper contains the high level findings and actions we will be 

taking to improve our management of health and safety risk. 
• The maturity model will be rerun on a regular basis and progress 

monitored. 
• The full report is attached in the background papers.

Outcome Sought
• PCC to note the finding that health and safety risk is ‘managed’ in BTP.
• PCC to note the delivery of the report recommendations will be 

overseen by the Central Health and Safety Committee (BTPA attend).
• To note our thanks to Andy Cooper, who has sponsored our introduction 

of RM3 and provided advice and guidance to the H&S team

People Committee 8 June 2022
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Recommendations
• Senior leader H&S training
• H&S introduce a ‘business partner’ model
• Communication of policy & arrangements
• Formalise H&S consultation/feedback
• Formal H&S governance communications throughout BTP
• Job description for leaders includes H&S responsibilities
• Targeted internal H&S auditing (RM3 & Culture)
• Improve employee representation at H&S boards
• Wider roll out of ‘BowTie’ risk assessment methodology
• Set pragmatic H&S goals for the organisation
• Review of contractor management
• Develop top level management H&S reviews

Key Findings
• Overall grading of ‘Managed’
• Senior leadership understand gravity of H&S
• Well defined policy, but poor awareness of it
• Centralised management of H&S risk
• Poor feedback to significant H&S initiatives
• Improving divisional H&S culture 
• Sporadic safety support due to team structure
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People and Culture Committee

Committee Workplan 2022/23

8 June 2022 6 September 2022 16 November 2022 TBC

Items for recommendation

• RM3/Annual H&S Board 

Report 

Items for recommendation

• Final People Strategy

• I&D Strategy

Items for recommendation Items for recommendation

Items for discussion

• Draft People Strategy 

• Internal Communications

• Speak Up campaign 

• 2022/23 Financial Crisis: 

Implications for Employee 

Financial Wellbeing

Items for discussion

• PDR outcomes for performance 

year 2021/22

• Promotion processes review

Items for discussion

• Exit payments policy position

• Private medical cover – business 

case for final decision 

Items for discussion

•

Items for information

• People report

• Direct Entry Detectives 

Programme – Update at 

application closure stage

• Briefing Note:  Current UK 

Employment Market

Items for information

• People Report

Items for information

• People report

Items for information

• People report

Note:

We are awaiting the PRRB report and Home Secretary response to know the recommended pay award for 2022/23. When known, we will need to consult 

with the staff associations and TSSA and then bring the recommended pay award to PCC/Remuneration Committee. The police staff pay award date is 1 July 

and the police officer date 1 September. 
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People and Culture Committee

Purpose

On behalf of the Authority, oversee and appraise BTP’s approach towards matters pertaining 

to people, culture, leadership and behaviours. 

Reporting

A digest of key issues arising at each meeting will be circulated to the Full Authority for 

information. The minutes of each committee meeting will be reported to the next meeting 

of the Full Authority, with any reports or issues requiring the attention of the Full Authority 

highlighted by the Chair of the committee. 

Responsibilities

• To be proactive in providing advice and guidance on the strategic direction of the overall 

People Strategy and the policies designed to achieve it. Including advice on the 

effective management of the key risks BTP is seeking to manage in the context of 

realising its People Strategy.

• To oversee, provide advice and guidance on the strategic direction of the Reward 

Strategy, ensuring that it remains effective at attracting and retaining a high-quality 

workforce which is also affordable.      

• To review annual pay claims for officers and staff taking account of how these fit with 

the wider Reward Strategy and to recommend any pay awards for approval by the 

Appointments, Remuneration and Appraisal Committee.

• To consider and approve all changes to terms and conditions that fall under the Police 

Regulations 2003 and all departures from the Police Regulations, including changes 

made to the Police Regulations that the organisation chooses not to adopt.

• To encourage innovation with respect to employment matters whilst satisfying itself as 

the legal employer of police staff and officers, of compliance with relevant 

employment legislation; 

• To receive advice from and provide support to the Director of People and Culture in 

relation to matters of Authority interest and provide a forum for input, discussion and 

feedback on contemporary people practice;

• To consider external and internal developments and drivers which are relevant to the 

success of, and which inform, the strategic people priorities, including but not limited 

to outputs from arrangements for sentiment testing employee attitudes and opinions;

• To monitor BTP’s key performance indicators with regard to agreed strategic People 

objectives, including but not limited to recruitment, retention, progression, training 
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and management of attendance. 

• To receive the high-level outputs from the annual talent management process.

• To have oversight of legitimacy with respect to the representation, equality and 

diversity of BTP’s workforce; 

• To have oversight of the implementation of the Wellbeing, Health and Safety Strategy 

and policy compliance; including review of an annual assurance report; reporting by 

exception, including but not restricted to, resourcing, availability of competent 

advice, risk assessments, and training; and quarterly trend/statistical reporting on 

wellbeing, health and safety; 

• To consider reputational, cultural and financial implications of professionalism matters 

reported by exception, including from the perspective of a public lens. This may 

include high profile complaints, appeals/reviews, grievances, employment tribunals 

and civil claim cases. 

• Deep dive(s) of any risks referred to from the Audit and Risk Assurance Committee. 

Milestones

Staff & Officer pay award recommendations in July.

Meetings 

The People and Culture Committee will meet at least four times a year. The Chair of the 

Committee may convene additional meetings, as they deem necessary.

Chair and Deputy Chair 

The Chair, Deputy Chair and members of the Committee shall be appointed by the Chair of the 

Authority. 

Quorum

Half of the committee membership (where overall membership is an odd number, the 

quorum is rounded up e.g. membership of five = quorum of three). 

Membership 

Four Members of the Full Authority. 
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4.
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6.

7.
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10.
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