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PURPOSE

The purpose of this paper is to provide a status and progress update
against ongoing activity detailed in years 1 & 2 of the People Strategy and
Strategic Workforce Plans that were presented at People Committee in

August 2025.

This paper is presented to for discussion.
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BACKGROUND

The Scottish Police Authority approved the current People Strategy
(PS) and Strategic Workforce Plan (SWP) in November 2023. In May
the following year, the SPA People Committee endorsed associated
delivery plans for 2024/25.

Later that year, the new Chief Constable published a new policing
vision for 2030: Safer Communities, Less Crime, Supported
Victims, and a Thriving Workforce. Her intention was to “"simplify
our strategic direction [and] improve how we prioritise.”

In May 2025, we reported on year one commitments across each of
these strategic plans and in our August report to SPA People
Committee members, we outlined the work undertaken to stand
behind the Chief Constable’s intentions through aligning these plans
to help simplify and prioritise what we deliver in Year 2.

We have now streamlined our deliverables and have refined our
reporting processes. Inter-departmental work to ensure People
Strategy and SWP reporting aligns to and flows from the Chief
Constable’s bi-annual assessment of policing has been undertaken.
Going forward, this will ensure we provide a clear and consistent
organisational voice and efficiency gains will reduce bureaucracy
and administrative work to focus on delivery of the service we have
prioritised.

FURTHER DETAIL ON REPORTING TOPIC

The report at Appendix A provides a summary status of People
Strategy and SWP Year 1 deliverables which have carried across
into Year 2 as well deliverables which began in Year 2.

Each deliverable has been given a RPAG (Red, Purple, Amber,
Green) status and further detail on progress is provided for
deliverables identified as Red (Not progressing and not on target to
complete this year) and Purple (Underway but not on track for
completion this year).

As with the last report to members in August 2025, we have
illustrated how each deliverable aligns with our strategic objectives
under the People Strategy and SWP as well our commitments under
the 2030 Vision. Figure 1 below explains the information captured
against each of the People Strategy and SWP milestones with
Appendix A.
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FIGURE 1

Align ment.m People Strategy People Strategy mil ne RPAG status and, where appliczble,
{P5) commitment reference to full progress update

\ \ \

ACC PROF &
PAGE b
ASSURANCE .

Alignmeant with 2030 Vision People Strategy milestone owner
milestone

Progress work to utilise conduct and performance regulations to ensure a
zero-tolerance approach to insppropriate conduct

P531 411

2.4 As we move forward, a renewed focus on strategic workforce
planning is underway following the appointments of the Director of
Transformation and Head of Organisational Development. We will be
developing a re-iterated workforce plan and anticipate that this will
be reported to Committee following conclusion of the current SWP
which runs until the end of FY 2026/27.

2.5 Members are invited to discuss the content of this report.

3. FINANCIAL IMPLICATIONS

3.1 There are no financial implications in this report.

4. PERSONNEL IMPLICATIONS

4.1 There are no personnel implications in this report.
5. LEGAL IMPLICATIONS

5.1 There are no legal implications in this report.

6. REPUTATIONAL IMPLICATIONS

6.1 There are no reputational implications in this report.
7. SOCIAL IMPLICATIONS

7.1 There are no social implications in this report.
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8. COMMUNITY IMPACT

8.1 There are no community implications in this report.

9. EQUALITIES IMPLICATIONS

9.1 There are equality implications in this report. Delivery of the
programme of work detailed in the appendices will support the
values of Police Scotland and will drive improvements to how
policing in Scotland reflects, represents and serves all our comm
unities.

10. ENVIRONMENT IMPLICATIONS

10.1 There are no environmental implications in this report.

RECOMMENDATIONS

Members are invited to discuss this report and appendix.

SPA People Committee
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People Strategy 2024-2027

Our people are supported through a positive working environment, enabling them to

Our Vision serve the public
[ Strategic Objectives
'i_
i Objective 1 Objective 2 Objective 3 N
We prioritise wellbeing and keep our We support our people to be confident Support our people to identify with and
people safe, protected and well- leaders, innovative active contributors demonstrate Police Scotland values
. equipped d and influencers and have a strong sense of belonging »

Our Commitments

)

\

D

PS 1.1 - We have a coordinated approach to health and

wellbeing which meets the full needs of our people
J

7

.

D

PS 1.2 - Our Total Reward approach is fair, transparent
and recognises achievement

-

PS 1.3 - Our people have the uniform, equipment and
skills they need to keep themselves and the
communities they serve safe

[ PS 2.1 - We support our people to be effective leaders ]

4 N
PS 2.2 - Our officers and staff have equitable access to

L career development opportunities )

( )
PS 2.3 - We have a person-centred recruitment
process

A V.

PS 2.4 - We support the delivery of the Learning &
Development Strategy

PS 2.5 - Enhanced colleague engagement and
feedback mechanisms support problem solving and
communication across the service

4 N
PS 3.1 - We are an inclusive workplace where our
policing values are demonstrated across our day-to-
day activities

Y J

a4 N
PS 3.2 - Our recruitment, induction and promotion
processes meet the needs of all under-represented

roups
group y
4 ™)

\.

PS 3.3 - We understand and can meet the needs of our
people

J

PS 3.4 - We support our people through organisational

change




SUMMARY STATUS OF PEOPLE STRATEGY (PS) YEAR ONE / YEAR TWO MILESTONES

When considering the status for each milestone the following guidance has been adhered to:

Key deliverable is not progressing and not on target for completion during
2025/26.

Key deliverable is underway but not on track for completion during 2025/26.

Key deliverable is underway and on track for completion during 2025/26.

Key deliverable is complete and now undertaken as business as usual.

Summary of PS carried forward Year One Milestones RPAG Status (as at Quarter 2):

Summary of PS carried forward Year One Milestones

10%

40%

50%

m Red m Purple Amber = Green

Summary of PS Year Two Milestones RPAG Status (as at Quarter 2):

Summary of PS Year Two Milestones

13% 4%

17%

67%

m Red m Purple Amber = Green

Detailed updates are provided on pages 3-7 for activities showing as Red or Purple status only.




PS

VISION 2030
Safer
Communities

VISION 2030
Less Crime

VISION 2030
Supported
Victims

VISION 2030
Thriving
Workforce

YEAR 1 (to March 2025)

PS3.1

PS3.1

PS1.3

PS1.3

PS1.3

PS1.3

YEAR 2 (to March 2026)

Complete the upgrade of our command and control call handling system, harnessing the
latest technology to improve our response to calls for service.

ACCLP NORTH & C3

Enhance community policing by developing a modern volunteering service that is flexible

and adaptable and meets the needs of policing challenges now and in the future. ACCLP EAST
Implement inclusive, consistent and transparent standards within recruitment, tenure and

. DIRECTOR HR
development through the Policing Together programme.
Conduct a review of processes, policy and resourcing rules to ensure a modern, fit for
purpose resourcing function that better balances operational need with welfare of officers ACC OPS SUPPORT
and staff.
Invest in capabilities outlined within our Policing in a Digital World workstreams to better
prevent, protect, prepare and pursue cyber-crime, including joining the fraud and ACC OCCTI
cybercrime reporting and analysis service.
Continue to invest in Al capability, standards and new policing Al powered products. CDIO
Pilot rollout of new Single Search capabilities to Local Policing and Specialist Crime Division cDIO
(SCD) to accelerate access to accurate and valuable data and intelligence.
Continue to rollout Digital Evidence Sharing Capability (DESC) and BWV, maximising
opportunities to capture and share best evidence at the earliest opportunity, ensuring CDIO
speedier justice for victims and reducing bureaucracy and delays in the justice system.
Continue delivery of our Core Operational Solutions (COS) programme to provide better,
joined up systems for our frontline officers and staff which reduces rekeying of information, CDIO

speeds up processes and provides higher quality national data sets.

Enhance resources for frontline officers to support victims and tackle offenders of human
trafficking and prostitution.

ACC MAJOR CRIME,
PUBLIC PROTECTION
AND LOCAL CRIME

Complete the national rollout of DESC and BWV to secure best evidence and improved

Continuously review our policies, processes and procedures to ensure that we tackle ACC POLICING

discriminatory behaviours within our organisation. TOGETHER Ps13

Provide training to support an understanding of everyday discrimination and the application ACC POLICING

of equality and inclusion within the workplace. TOGETHER PS1.3
PS3.2

Implement our Data Foundation Platform. CDIO
PS1.1

Deliver Digital Division programme, including Office 365 and criminal history system

technology refresh to address impacts of legacy technology and enable innovation in CDIO

process, service delivery and ways of working for officers and staff.
PS1.3
PS1.3
PS1.3
PS1.3
PS1.3

quk VYIth othc.er f:rlmlnal justice partners to redesign and enhance our processes, speeding ACC CISD PAGE 5

up justice for victims. PS1.3

Launch ne.w unified communlcatlon platforms to enhance resilience and further strengthen ACC LP NORTH & C3 PAGE 5

collaboration opportunities. PS1.3
PS1.3

Commence and embed new learning and development approaches, while continuing to PS1.3

maximise opportunities to reshape training, support colleague learning, improving skills and ACC PROF & ASSURANCE '

knowledge of our workforce.
PS1.3

Enhance our use of MyCareer to support positive and proactive development conversations. DIRECTOR HR
PS1.2

Establish an improved colleague engagement forum and carry out a whole workforce survey DIRECTOR STRATEGY &

annually. ANALYSIS

_ ) PS1.3

Progress wor'k to utlllsg conduct and performance regulations to ensure a zero-tolerance ACC PROF & ASSURANCE

approach to inappropriate conduct. PS11
PS1.3
PS1.3
PS1.3
PS1.3
PS1.3
PS2.1
PS3.1

outcomes for victims. cbio

Roll out of a national enquiry system creating a new national data set with advanced cDIO
features, improved resilience and allowing decommissioning of legacy solutions.

Further enhance enabling services and commence a phased implementation of new DIRECTOR
technology for back-office functions. TRANSFORMATION
Deliver an accessible and responsive system for addressing complaints against the police. ACC PROF & ASSURANCE
Deyelop a total reward framework which is fair, transparent and which recognises DIRECTOR HR
achievement.

Commence procurement of the enabling technology platform for corporate and back office DIRECTOR
support to reduce reliance on manual processes and deliver innovation and automation. TRANSFORMATION
Evaluate and provide evidence-based assessment on our wellbeing support for colleagues. DIRECTOR HR
Introduce technology to enhance our capabilities while enabling efficiency and improved cDIO
colleague welfare.

Embed digital integration of the court scheduling application. ACC CJSD
Continue investment in technology to enable automation of processes and reduction of cDIO
manual activity.

Develop a proof-of-concept generative Al solution for use by officers and staff in execution cDIO

of system activity, delivering increased productivity and enhanced ways of working.

Develop a proof-of-concept to enhance in-house capability to develop Al and other cDIO
innovative data-based technologies.

Develop and roll out the next phase of leadership development. DIRECTOR HR

Further develop our Performance Framework to include the impact of organisational culture.

DIRECTOR STRATEGY
AND ANALYSIS




VISION 2030
Safer Communities

YEAR 2 (to March 2026)

. . ACC Local
PS13 1.25 Complete the upgrade of our command and control call handling system, harnessing the Policine North
' ' latest technology to improve our response to calls for service. &C3 &

Deliver Digital Division programme, including Office 365 and criminal history system
. . L ACC Local
PS1.3 technology refresh to address impacts of legacy technology and enable innovation in process, Policing East

service delivery and ways of working for officers and staff.

Key Deliverable: Assess, agree and complete the full scope of the projects deliverables and identify the benefits and key milestones: Update not
required until Quarter 4, as per agreed timescales. Progress update provided in Quarter 1 - The initial platform has been agreed and is in the process of
being implemented however there are opportunities available through new technology that weren’t available when the scope was agreed at the start.
This is an evolving process for continuous improvement and the delivery of new functions.

Key Deliverable: Undertake a training needs analysis within Contact, Command and Control Division (C3) and the wider organisation relating to
command and control to ensure all users are ready and upskilled for the ‘go live’ date: The SmartSTORM training workstream Terms of Reference
(TOR) has been created and key members identified. The workstream will begin in November 2025 lead by the SSMP Inspector. Initial scoping has been
done and the work will include the implications and training requirements for Local Policing when the Critical Marker development work is complete. A
full Training Needs Assessment (TNA) will be done prior to February 2026.

Key Deliverable: Deliver new omni-channel contact centre solution for C3, replacing 999, 101 and Contact Us platforms: The Unified Communications
Contact Platform (UCCP) is due to go live with its platform in November 2025. Once this is complete further investigation will be done on the enabling
technology and functionality available. A bedding in period will be required to ensure all staff are proficient in the use of the technology before
additional functions are added.

Key Deliverable: Deliver new Customer Relationship Management (CRM) solution for C3 public contact handling: The Customer Relationship
Management (CRM) system is on track to be implemented in November 2025. Training across C3 is just past 50% and continues at pace. A business
readiness group has been created within C3 to plan and prepare for the 'go live'.

Key Deliverable: Add real-time demand management to new Workforce Management (WFM) solution for C3 Service Centre: This system has been
implemented already however much of the functionality is unavailable until the UCCP goes live in November 2025.

Key Deliverable: Refresh volunteering strategy and implementation plan focusing on attraction, recruitment, training and retention of volunteers:
The Strategic Volunteering Plan and related Delivery Plan has been completed and undergone formal consultation. The final draft is currently with the
Graphics Department for formatting prior to publication. An insight Day has been scheduled for 15 November 2025 which will see a number of Special
Constables and PSYV members come together at the Scottish Police College to provide assistance in shaping how the Delivery Plan will evolve. This will
assist in ensuring the Volunteer Coordination Unit (VCU) maximise the opportunities that the plan provides.

Attraction events continue across the country in relation to Special Constable recruitment with almost 200 applicants in the recruitment pipeline. VCU
are currently working with Learning, Training and Development (LTD) to develop ways to move these prospective volunteers through training to allow
them to deploy in communities.

The VCU has worked with Corporate Communications and Recruitment to update the promotional material to reflect the current recruitment strategy
which will be used nationwide. This includes new leaflets, banners, webpage and posters which are now live and available to order.

PSYVs have undertaken 10,643 volunteering hours during Quarter 1 of 2025/26 with 172 deployments.

Three Special Constables in Aviemore have been filmed as part of the BBC Highland Cops documentary. This provides an excellent opportunity to
showcase the good work and contributions that Special Constables provide to Police Scotland and also highlight the skills they bring into the organisation
from their employment.

VISION 2030
Less Crime

YEAR 1 (to March 2025)

Q1 Purple Q2 Q3 Q4

Deliver Digital Division programme, including Office 365 and criminal history system
technology refresh to address impacts of legacy technology and enable innovation in process, CDIO
service delivery and ways of working for officers and staff.

PS1.3

Key Deliverable: Delivery of 0365 project including introduction of SharePoint on line and Mailbox migration to the cloud - Q1 26/27: A Criminal
History System (CHS) tech refresh is expected to go live in March 2026. This project will continue throughout 2025/26. Progress against delivery
continues.

At the start of January 2025 as part of the 0365 project we successfully implemented the National Monitoring Centre (NMC) Service, providing us with
24/7 monitoring on Cyber Incidents through our new Security Incident and Event Monitoring solution.

Progress to moving on premise Microsoft solutions such as mailbox and SharePoint to the cloud are ongoing. Work continues and it is expected that this
will be delivered at the start of Financial Year 2026/2027.

Replanning for the introduction of the new application to support our Negotiators is ongoing.




VISION 2030
Less Crime

YEAR 2 (to March 2026)

Ql Purple Q2

Invest in capabilities outlined within our Policing in a Digital World workstreams to better
prevent, protect, prepare and pursue cyber-crime, including joining the fraud and cybercrime
reporting and analysis service.

PS1.3 ACC OCCTI

Key Deliverable: Approve Full Business Case for Fraud Strategy and Operating Model: The Initial Business Case for the Fraud Strategy and Operating
Model set out key steps to enhance Police Scotland’s response to fraud, including the appointment of ACC Stuart Houston as strategic lead.

Current efforts are focused on developing the Full Business Case, which will outline the future operating model and a new department to manage
referrals from Report Fraud. While significant work continues to support this, City of London Police have advised that, due to resourcing pressures, their
immediate priority is delivering Report Fraud for England and Wales.

As a result, some of the information needed to inform the FBC will be provided later than originally anticipated. This delay will provide the opportunity
to review the provision and make evidence-based recommendations regarding its effectiveness and suitability and consider any lessons learned from
Forces in England and Wales.

The project team continue to progress with the completion of a Full Business Case (FBC) to gain approval for joining the Fraud Cybercrime Reporting and
Analysis Service. The FBC will also outline the proposed future operating model and establishment of a new department to facilitate the dissemination of
fraud and cybercrimes from Report Fraud to provide organisational oversight, consistency, and support to frontline policing.

A significant amount of work is ongoing, with strategic oversight, and regular meetings to facilitate effective communication, and proactively address
emerging issues. Due for delivery April 2026. The implementation phase is dependent on confirmation of requirements from City of London Police and
thereafter the FBC passing appropriate governance processes within Police Scotland, Scottish Police Authority and the Scottish Government.

Key Deliverable: Delivery of Cyber Training and Capability involving preparation of training material, including specialised training and associated
planning to support roll-out: The Cyber Training and Capability Project is due to close. A briefing paper was approved at PMG on 18 September and will
go Transformation Board for final signoff for closure. The project is currently going through governance to close and now comes under LTD.

Key Deliverable: Delivery of Cyber Command structure: The Cyber and Fraud Unit (CAFU) has been delivered and will evolve in a phased approach to
meet the merging threats from Cyber and Fraud and will include the development of capacity and capabilities.

Key Deliverable: Deliver Phase 1 of Cyber Choices Scotland: Work is progressing on data protection, equality impact, process mapping, national
database integration, and a digital referral route via the Police Scotland website. Training through NPCC Prevent has been secured and due to take place
in November 2025. Further internal and external stakeholder engagement will take place in late 2025 and early 2026. A new Detective Inspector is
expected to join Cybercrime Harm Prevention in November 2025 and will look to deliver Cyber Choices for Police Scotland in 2026. It is hoped it will be
delivered by 01 April 2026 with a comms plan in place when launched.

VISION 2030
Supported Victims

YEAR 1 (to March 2025)

Ql Purple Q2

Work with other criminal justice partners to redesign and enhance our processes, speeding

- - ACC CISD
up justice for victims.

PS1.3 3.05

Q1

Launch new unified communication platforms to enhance resilience and further strengthen ACC LP North &

PS13 collaboration opportunities Cc3

Key Deliverable: Introduction of E-Warrants, Auto-weeding of productions: The development of E-warrants requires the support of Justice partners
and will be progressed in 2025/26.

There has been a delay in relation to the auto weeding of productions due to resource and capacity issues, however this commenced in October 2025.

Key Deliverable: Carried into 2025/26 to continue reporting: Once UCCP goes live in November 2025, a bedding in period is required to ensure all staff
using the system become proficient in the technology. Once this is done, then new components and functionality can be added. Currently Public Digital
Contact which is being led by the CDIO has several workstream reviewing the future capability of the platform. This however is dependent on the
delivery of UCCP, an improved website and proficiency in the use of the Storm CKS system. This is all being reviewed, designed and prioritised within
PDC.

W1




VISION 2030
Thriving Workforce

YEAR 1 (to March 2025)

Qi1 Amber Q2

Commence and embed new learning and development approaches, while continuing to
maximise opportunities to reshape training, support colleague learning, improving skills and
knowledge of our workforce.

ACC Prof &
Assurance

Director HR

PS2.2 Enhance our use of MyCareer to support positive and proactive development conversations.

Key Deliverable: Undertake a training needs analysis within probationer training which will involve: “Engaging, listening and responding to public,
community, colleague and stakeholder insights to better inform services: The TNA continues to progress with a focus on Probationer Training, albeit
work is taking place with regards to Tutor Constable Training and Probationer Governance.

The TNA is being managed in a way that is allowing for iterative changes to be made, with the following have been delivered: new definitions booklet;
one-page summaries of individual lesson content; standardisation of PowerPoint templates, with focus on neurodiversity compliance; formative
assessment of practical exercises.

Scoping work has been undertaken to potentially increase the length of the initial training course, with an aim to enhance and develop more practical
exercises, including collaboration with Detective Training to introduce a new, crime-focussed scenario, which would align to investigative mindset
training. SIPR are also supporting the work that is being undertaken in the Probationer/Tutor space.

External Kings Counsel opinion has been sought in respect of existing Regulation 9 processes, as they relate to Probationer Governance. The
Management and Development of Probationary Constables SOP will be updated to reflect some recommendations, including a Scheme of Delegated
Authority.

ensure voices are heard.

Key Deliverable: Conduct a skills gap audit using data to identify gaps and emerging needs in relation to CPD: An organisation wide Learning Needs
Analysis for CPD has commenced and it will be completed by March 2026 with support from SIPR.
This is in the early stages of planning but should start to gain momentum in October 2025 onwards.

This work was paused, whilst LTD delivered an organisation wide project, until March 2025 at the request of the Executive. Resource limitations has
restricted progress to date.

Key Deliverable: Complete pilot of Protected day for essential learning in A Division with a view to national roll out: A North East Division Pilot was
approved by the Chief Officers Team (COT) and will commence October 2025 alongside an LTD pilot. Evaluation will follow after a minimum period of
three months and a further role out considered then. All key stakeholders sighted to plan, and Staff Associations notified of the direction.

The Force Executive directed a three-month pilot period rather than six months and modified duty officers and police staff will be included in the pilots
to ensure all staff are provided the opportunity. Evaluations will include data and focus group feedback to ensure voices are heard.

Key Deliverable: Redefine the purpose and focus of performance management, and design improved tools for leaders to drive effective people
performance: With the creation of a new Organisational Development function for Police Scotland, several new appointments have been made across
the unit and within the Leadership and Talent team. As a result, some previously agreed and outlined deliverables have been shifted or removed and an
amended approach to the deliverables is proposed below.

Some previously planned activities will be stopped, altered, or combined. These were developed when there was no dedicated Organisational
Development function and were originally proposed for delivery by the Leadership and Talent team.

With the establishment of the OD unit, the approach will be iterative, joined up and strategic, delivering coherent actions, aligned to organisational
priorities. We will deliver an end-to-end research and implementation of a fit-for-purpose and accessible approach to talent management including
integration with existing and pipelined OD products, by:

* Designing and socialising a phased approach to performance and contribution conversations, integrated with My Career

* Simplifying and streamlining toolkits to support managers and staff and embed performance management conversations within the management
capabilities pathway

* Developing evaluation metrics and impact assessment approach to measure performance culture change and link with Culture Dashboard for
reporting

* Researching and implementing an accessible talent management framework linked to career conversations, pathways and role profiles Awaiting
update.

PS3.1 411 Progress work to utilise conduct and performance regulations to ensure a zero-tolerance ACC Prof &
' ; approach to inappropriate conduct. Assurance

Key Deliverable: Carried into APP 2025/26 to continue reporting: With the Police (Ethics, conduct and Scrutiny) Scotland Act 2025 (PECSS) coming into
force work is progressing to review and update Police Scotland’s Code of Ethics following the mandatory consultation required by the legislation with
the review engaging the support of Police Scotland’s Human Rights Adviser.

A Training package to ensure every officer and member of staff has read and understood the Code of Ethics is nearing readiness following approval of
the updated Code of Ethics. Other aspects of the legislation require new regulations specifically in relation to Vetting and conduct with formal
consultation by Scottish Government due to commence with the aim of the regulations coming into force early in the year 2025/26. Drafts of other
regulations required for the introduction of Barred and Advisory lists and for former officers will not be completed by Scottish Government until After
recess about September 2026.

Work continues to progress with the Scottish Government’s review of the conduct regulations and amended regulations are expected to be introduced
by April 2026. In addition, there is work on going to review the SOP for Regulation 9 with regards to probationary constables.

Professional Standards are continuing to work ongoing with HR/Legal/Associations to support appropriate use of conduct and performance regulations
and Police Scotland’s Fair Play Advisor has now been reparented into Professional Standards to support this workstream.




VISION 2030
Thriving Workforce

YEAR 2 (to March 2026)

Q1

Q1 Amber Q2

Continue investment in technology to enable automation of processes and reduction of

PS1.3 manual activity.

CDIO

PS2.1 Develop and roll out the next phase of leadership development. Director HR

Key Deliverable: Configure Enterprise Infrastructure Platform: The new cloud hybrid hosting environment is in place and configured. Work to migrate
existing RPA solutions (for NFEL, Vetting, Civic Licensing and Disclosure) to the new infrastructure is underway and expected to be completed during
Sept 2025.

Key Deliverable: Conduct Discovery, Design and Delivery of Use Cases based on agreed prioritisation: We have begun our setup and configuration of
Automation Hub and expect to begin populating new use-cases into the tool during July 2025. Currently use-cases are under development for C3 (Alams
marker audit/update/deletion) and CJSD (Standard Bail Orders).

Key Deliverable: Agree on future pipeline activity: A result of the introduction of Automation Hub will be that we can create initial prioritisation for
proposed use-cases, which then be discusses and aligned with organisational priorities via DCC Smith's Digital and Data Board.

Key Deliverable: Expansion of our existing use of Robotic Process Automation technology, creating a centre of excellence and pipeline of delivery
based on agreed use cases: The longer-term strategic objective of the organisation is to develop an RPA centre of excellence, but this will be dependent
on the successful implementation of upcoming use-cases and the demonstration of continued return on investment to justify the future investment that
will be required to enable a CoE capability.

Key Deliverable: Develop and implement leadership development opportunities to build the confidence, skills and knowledge to address issues
arising and challenge discrimination: With the creation of a new Organisational Development function for Police Scotland, several new appointments
have been made across the unit and within the Leadership and Talent team. As a result, some previously agreed and outlined deliverables have been
shifted or removed and an amended approach to the deliverables is proposed below.

Some previously planned activities will be stopped, altered, or combined. These were developed when there was no dedicated Organisational
Development function and were originally proposed for delivery by the Leadership and Talent team. With the establishment of the OD unit, the
approach will be iterative, joined up and strategic, delivering coherent actions, aligned to organisational priorities.

The next phase of leadership development will develop inclusive and future-ready leaders through an end-to-end review of existing and pipelined
leadership products and approaches (research, procurement, design, delivery, evaluation, continuous improvement), and the creation of a Management
Capabilities Pathway for Police Scotland. Specifically, we will:

* Review and continuously improve all leadership products and programmes (YLM - evaluation data and lessons learned), ELP, ALP, Newly Promoted
Supt and Ch Supt, College of Policing products) to build and inform future approaches to inclusive leadership.

* Design an integrated leadership development pathway cognisant of College of Policing leadership standards and repurposing existing products for all
levels from aspiring to senior executive using Reform funding.

e Build management capability through a tiered “Management Pathway” linked to performance, role profiles and CPD — this will include and expand on
the existing PMDP programme and integrate Effective Conversations.

*  Embed access to coaching, coaching approaches and skilled mentoring support (mentoring software, safeguarded scheme, external providers where
required) across the development provision to create opportunity for organisational learning.

Key Deliverable: Continuously deliver evaluation plan for Your Leadership Matters (YLM) programme and assessment of short, medium and long-
term programme benefits achieved through enhanced values-based leadership behaviours: As part of the longstanding programme plan an evaluation
plan will be complete by end October 2025.

This supports the move to completion of Level 3 (behavioural change) evaluation by the end of 2025 and progression of Level 4 (organisational
performance) evaluation assessing longer-term impacts through to mid 2026.

Levels 1 &2 (immediate learning and reaction) evaluation are complete following the end of core programme delivery with a broadly positive readout —
for example, 73% of all first-level leader participants assessed programme events as good or better, 74% said that they understood how to apply the
learning in their job roles, and 85% said they understood what was required of them in role modelling the behaviours themselves.

The evaluation plan builds on robust evaluation methodology and is a key part of the formal programme closure approach. All relevant learning will be
factored into the enhancement of existing or creation of any new leadership development products and activities.

Key Deliverable: Undertake review and deliver refreshed approach to Accelerated Leadership Programme (ALP): Formal review has been undertaken
and an improvement plan has been approved at P&D Leadership Board with implementation now a priority following completion of the Cohort 5
attraction and assessment window in Spring/early Summer 2025 which has been a key focus for the team.

Improvement work is planned across 2 phases. Phase 1 includes policy review, programme structure, governance, evaluation and communication, with
the second phase focusing on policy review and positive action.




Strategic Workforce Plan
20242027

qai) Plan on a page

[

Strategic Workforce Planning

]

Strategic outcomes

Outcome one:
We structure and organise our workforce to
create capacity and efficiency

Outcome two:
We are clear on the skills, capabilities and
experiences we need

Outcome three:
We attract and retain suitable talent

-
Leavers
\
~ B d : :
e Target Operating Model (TOM) - W°"kf°_" ce profile —roles and skills e Recruitment and retention
e Organisational and Service Design SEOnaIe  Employee experience
e Budget strategy e Learning y e Equality, diversity, and inclusion
e Leadership development
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[ Our ambitions ]
4 N\ N\ N
SWP 1.1 - Workforce organised to reflect our target SWP 2.1 - Workforce profile — future proofing, SWP 3.1 - Positive progress towards agreed diversity
operating model, and which adheres to design downsizing, rightsizing and trailblazing and equality outcomes and representation
principles \ /7 \\ J
J 4 N\ 7 N
4 ) | SWP 2.2 - Training and development which reflects SWP 3.2 - Create end-to-end recruitment process
SWP 1.2 - Services are prioritised, efficient and future skills needs which puts the candidate at the heart of it
affordable \ 7 J
A J [ N
SWP 2.3 - Support colleagues to acquire new skills and [ SWP 3.3 - Future proof the roles we are recruiting for ]
SWP1.3 - We work in partnership and collaboration transition to new posts
G V.

SWP1.4 - We scenario plan in line with our budget

strategy and priorities

SWP 2.4 - Leadership offering supports our leaders to
deliver our future




SUMMARY STATUS OF STRATEGIC WORKFORCE PLAN (SWP) YEAR ONE / YEAR TWO MILESTONES

When considering the status for each milestone the following guidance has been adhered to:

Key deliverable is not progressing and not on target for completion during 2025/26.

Key deliverable is underway but not on track for completion during 2025/26.

Key deliverable is underway and on track for completion during 2025/26.

Key deliverable is complete and now undertaken as business as usual.

Summary of SWP carried forward Year One Milestones RPAG Status (as at Quarter 2): Summary of SWP Year Two Milestones RPAG Status (as at Quarter 2):

RPAG Status Number .
Summary of SWP Year Two Milestones

3 0
18% 9%

Summary of SWP carried forward Year One Milestones

36%

67%
36%

m Red = Purple Amber m Green m Red m Purple Amber =m Green

Detailed updates are provided on pages 11 & 12 for activities showing as Red or Purple status only.




SWP

VISION 2030
Safer
Communities

VISION 2030
Less Crime

VISION 2030
Supported
Victims

VISION 2030
Thriving
Workforce

SWP1.3

SWP1.1

SWP1.1

SWP3.3

YEAR 1 (to March 2025)

YEAR 2 (to March 2026)

Enhance community policing by developing a modern volunteering service that

SWP1.2

SWP1.2

. . . - ACC
o pertis worlng it e s sndlocs subertessrans | pouc (AR | | swen
P P gtop pUbTic. TOGETHER
Implement an effective resource management process that supports the ACC OPS
. . . . SWP1.1
dynamic movement of staff and officers across the organisation to better align SUPPORT
to priorities
Strengthen.frontllne policing by reV|.eW|n.g .role profiles and redeploylng officers ACC CJSD SWP1.3
to roles which make best use of their training, knowledge and skills.
. . . . . . DIRECTOR
Increase capacity of police officers who are supporting the administration / c1o
. L HR PAGE 11 SWP2.1
operation of judicial processes. -
SWP2.1
SWP2.2
SWP3.2
SWP1.1
Redesign divisional back-office support to improve the service provided to DIRECTOR OF
operational policing by reducing its size, removing duplication and TRANSFORMATION SWP1.2
improving efficiency.
Review and re-design corporate functions to maximise efficiencies while DIRECTOR OF SWP2.2
delivering agreed services internally and externally TRANSFORMATION :

is flexible and adaptable and meets the needs of policing challenges now and in ACC LP EAST [:Yc ki
the future.
Implement a new operating model for criminal justice which releases officers ACC CJSD
back to the frontline through redesign of services and continuous improvement
Continue to embed and enhance mental health pathways, developing ACC
stakeholder working and relationships and being clear on our responsibilities in POLICING PAGE 11
safety and justice. TOGETHER

. T . . . ACC PROF &
Monitor and evaluate workforce modernisation in relation to staff investigators ASSURANCE
Complete the modernisation of the firearms and explosive licensing workforce ACC PROF &
mix. ASSURANCE

. - ACC

Further develop trauma informed training and mental health awareness POLICING
ensuring staff are confident, trained and empowered. TOGETHER
Implement inclusive, consistent and transparent standards within recruitment, DIRECTOR
tenure and development through the Policing Together programme. HR
Design urban, rural and remote models for local public protection which are ACC&NE’ PP
trauma informed and victim-centred.
Deliver rank ratio review findings and strip out some of the demands on ACCLP
supervisors allowing more focus on core duties and support to staff. EAST PAGE 12
Develop and roll out the next phase of leadership development DIRE(;TOR PAGE 12
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VISION 2030
Safer Communities

YEAR 1 (to March 2025)

Q1 Amber Q2

Q1

ACC Policing
Together

Improve partnership working with the NHS and local authorities and ensure data protection is

SWP1.3 prioritised while continuing to protect the public.

Strengthen frontline policing by reviewing role profiles and redeploying officers to roles which

make best use of their training, knowledge and skills. Director HR

SWP3.3 1.10

Key Deliverable: Lead on the development of business case for a Common Data Platform for Scotland to link health, justice, education and local
authority data: Work continues on the development of a business case for a Common Data Platform for Scotland with support from Service Design
team around core workstreams and timeline. Funding has been approved for fixed term project posts and recruitment process due to commence
Quarter 3/Quarter 4 which is later than planned. A Strategic Consultant is now in post. Positive engagement with Scottish Government teams in Chief
Digital Office, Public Sector Reform and Population Health exploring opportunities to maximise collaboration around joint ambitions.

Key Deliverable: Civilianisation — options for priority consideration; Review of officer and staff role profiles (subject to budget): Work for Review of
officer and staff profiles was initiated in July 2025 when the Job Evaluation and Design team took on responsibility for Officer profiles. The team have
established that we have circa 900 profiles and audit work is currently underway to see if we have the potential to reduce these numbers and clear
obsolete posts. This work should complete by June 2026. The team are also developing a new profile document for Police Officers and will develop a
suite of Police Scotland Police Officer role profiles using the College of Policing professional profiles as a credible framework. This work will define if
warranted powers are required, will look at rank suitability and the need for Police Officer training/skills/Knowledge. It is anticipated that this work will
be completed in Quarter 4 2026/27.

YEAR 2 (to March 2026)

SWP11 1.26 Enhance community policing by develgpmg a modern volunteeltlng service that is flexible and ACC LP East
adaptable and meets the needs of policing challenges now and in the future.

Q1 Amber Q2

Key Deliverable: Refresh volunteering strategy and implementation plan focusing on attraction, recruitment, training and retention of volunteers:
The Strategic Volunteering Plan and related Delivery Plan has been completed and undergone formal consultation. The final draft is currently with the
Graphics Department for formatting prior to publication. An insight Day has been scheduled for 15 November 2025 which will see a number of Special
Constables and PSYV members come together at the Scottish Police College to provide assistance in shaping how the Delivery Plan will evolve. This will
assist in ensuring the Volunteer Coordination Unit (VCU) maximise the opportunities that the plan provides.

Attraction events continue across the country in relation to Special Constable recruitment with almost 200 applicants in the recruitment pipeline. VCU
are currently working with Learning, Training and Development (LTD) to develop ways to move these prospective volunteers through training to allow
them to deploy in communities.

The VCU has worked with Corporate Communications and Recruitment to update the promotional material to reflect the current recruitment strategy
which will be used nationwide. This includes new leaflets, banners, webpage and posters which are now live and available to order.

PSYVs have undertaken 10,643 volunteering hours during Quarter 1 of 2025/26 with 172 deployments.

Three Special Constables in Aviemore have been filmed as part of the BBC Highland Cops documentary. This provides an excellent opportunity to
showcase the good work and contributions that Special Constables provide to Police Scotland and also highlight the skills they bring into the organisation
from their employment.

ACC Policing
Together

Continue to embed and enhance mental health pathways, developing stakeholder working

SWP1.3 and relationships and being clear on our responsibilities in safety and justice.

Key Deliverable: Conduct qualitative assessment of the Mental Health Index to ensure it provides the right support for officers: Police Scotland shared
initial qualitative information on the Mental Health Index with the Scottish Government. A survey has now been disseminated to frontline officers to
provide further insight into current provision of service. This will be reported directly to the Scottish Government.

Key Deliverable: Continue national rollout of Distress Brief Interventions across Scotland: The Distress Brief Intervention (DBI) national roll-out
continues aligned to available pathways. The number of officers trained is now above 2,000 with a new pathway established in Ayrshire. Work continues
to establish pathways in the remaining two policing divisions, Edinburgh and Forth Valley.

Key Deliverable: Develop and deliver a national response to high intensity users in collaboration with Scottish Government, SAS and NHS24: High
Intensity Use Emergency Service Partners Group met most recently in August 2025. Scottish Government are currently establishing a project plan with
phase 1 designed around data and academic research to understand why persons are contacting the emergency services. Phase 2 will support the next
steps in ensuring those who regularly contact emergency services are being provided the right care.

Key Deliverable: Implement continued quality assurance and improvement to Enhanced Mental Health Pathway including warm transfer of calls:
Quality assurance continues within Police Scotland and NHS 24, including discussions around capability and capacity of the Enhanced Mental Health
Pathway, ensuring numbers continue to rise in line with analysis. New telephony technology to support warm transfer to be delivered within C3 Division
in late 2025, with approval for warm transfer to commence in early 2026 once this technology is fully embedded.

\




VISION 2030
Thriving Workforce

YEAR 2 (to March 2026)

Ql Purple Q2

Qi1 Amber Q2

Deliver rank ratio review findings and strip out some of the demands on supervisors allowing

. 421 .
Sl more focus on core duties and support to staff.

ACC LP East

SWP2.2 Develop and roll out the next phase of leadership development Director HR

Key Deliverable: Deliver a detailed design of the workload of supervisors, with all ranks being provided with a revised role profile, core functions and
clear responsibilities of the services provided: On 29 September 2025 the Enhancing Community Policing Project went live in Forth Valley Division and
will be evaluated during the three month proof of concept.

The component parts of the model (Community, Response and Community Investigations Hub) have been designed to increase capacity and proactivity,
improve consistency and share good practice. For each element there is a role profile for PC and PS ranks that outlined the core functions and
responsibilities.

The introduction of the Community Investigations Hub aims to improves the effectiveness, efficiency and quality of investigations and through the
associated processes will reduce workload demands on supervisors e.g. Response Sergeants no longer managing allocation of direct crime report
reports, Local Policing Appointments and SCO7’s.

Key Deliverable: Conduct a review of analytical products such as those within Demand and Productivity Unit (DPU) and the Risk Harm Index:
Mapping exercise underway to capture existing performance reporting in line with the framework that will assist measuring benefits and measures, will
also identify any gaps to then focus on how these can be captured/recorded.

Key Deliverable: Deliver improved and relevant training packages to enable better support for supervisors: In addition to the existing training
provision by the organisation the Enhancing Community Policing Project has developed a number of products in addition to the role profile to better
support/equip officers and staff undertaking their respective roles. This includes welcomes packs, structured problem solving methodology, a
community toolbox and creation of a standard of investigation template.

Key Deliverable: Support the ongoing implementation of dependency work such as Policing Together Mental Health Task force and Missing People
demand reduction: Policing for Our Communities Programme recognise that the projected/anticipated benefits to be delivered under the three core
projects will be further enhanced/directly support all the other continuous improvement and transformational change taking place across the
organisation and this will be coordinated/prioritised accordingly through Operation Evolve. In addition to Mental Health this includes MM, Body Worn
Video, Criminal Justice Transformation, Core Operation Solution etc.

Key Deliverable: Develop and implement leadership development opportunities to build the confidence, skills and knowledge to address issues
arising and challenge discrimination: With the creation of a new Organisational Development function for Police Scotland, several new appointments
have been made across the unit and within the Leadership and Talent team. As a result, some previously agreed and outlined deliverables have been
shifted or removed and an amended approach to the deliverables is proposed below.

Some previously planned activities will be stopped, altered, or combined. These were developed when there was no dedicated Organisational
Development function and were originally proposed for delivery by the Leadership and Talent team. With the establishment of the OD unit, the
approach will be iterative, joined up and strategic, delivering coherent actions, aligned to organisational priorities.

The next phase of leadership development will develop inclusive and future-ready leaders through an end-to-end review of existing and pipelined
leadership products and approaches (research, procurement, design, delivery, evaluation, continuous improvement), and the creation of a Management
Capabilities Pathway for Police Scotland. Specifically, we will:

* Review and continuously improve all leadership products and programmes (YLM - evaluation data and lessons learned), ELP, ALP, Newly Promoted
Supt and Ch Supt, College of Policing products) to build and inform future approaches to inclusive leadership.

* Design an integrated leadership development pathway cognisant of College of Policing leadership standards and repurposing existing products for all
levels from aspiring to senior executive using Reform funding.

* Build management capability through a tiered “Management Pathway” linked to performance, role profiles and CPD — this will include and expand
on the existing PMDP programme and integrate Effective Conversations.

* Embed access to coaching, coaching approaches and skilled mentoring support (mentoring software, safeguarded scheme, external providers where
required) across the development provision to create opportunity for organisational learning.

Key Deliverable: Continuously deliver evaluation plan for Your Leadership Matters (YLM) programme and assessment of short, medium and long-
term programme benefits achieved through enhanced values-based leadership behaviours: As part of the longstanding programme plan an evaluation
plan will be complete by end October 2025.

This supports the move to completion of Level 3 (behavioural change) evaluation by the end of 2025 and progression of Level 4 (organisational
performance) evaluation assessing longer-term impacts through to mid 2026.

Levels 1 &2 (immediate learning and reaction) evaluation are complete following the end of core programme delivery with a broadly positive readout —
for example, 73% of all first-level leader participants assessed programme events as good or better, 74% said that they understood how to apply the
learning in their job roles, and 85% said they understood what was required of them in role modelling the behaviours themselves.

The evaluation plan builds on robust evaluation methodology and is a key part of the formal programme closure approach. All relevant learning will be
factored into the enhancement of existing or creation of any new leadership development products and activities.

Key Deliverable: Undertake review and deliver refreshed approach to Accelerated Leadership Programme (ALP): Formal review has been undertaken
and an improvement plan has been approved at P&D Leadership Board with implementation now a priority following completion of the Cohort 5
attraction and assessment window in Spring/early Summer 2025 which has been a key focus for the team.

Improvement work is planned across 2 phases. Phase 1 includes policy review, programme structure, governance, evaluation and communication, with
the second phase focusing on policy review and positive action.
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