ement police staff post at
puty Commissioner level
ponsible for all support
ices.

will have direct relevance
olice service nationally:
serving the office of con-
ble while bringing police
cers under the wider pro-
tion of the employment
islation.  Police  officers
uld be able to claim unfair
issal, but would not be
wed to strike;

ting rid of the Regulations
cerning complaints and
ipline and substituting a
tem based on the ACAS
Je of Practice;

ending the Code of Conduct
nclude specific reference to
es of discrimination;

aying attestation to later in
bation;

proving the experiences of
pended and investigated
cers by addressing their
Ifare needs, improving
e management, and lias-

Morris headed the inquiry

ing with the officer before

involving the media;
® Encouraging the development

of multi-point entry to the

Service.

It is clear that many of the
recommendations will be wel-
comed by the Home Office as
fitting with similar recommenda-
tions in the new Government
White Paper, Beating Crime,
Building Communities, as well as
the HMIC report on Modernising
the Police Service. However,
changing procedures will do noth-
ing to improve the situation with-
out a change in the way the pro-
cedures are operated. Managers
and supervisors need to be trained
and supported to operate any new
procedures fairly, consistently and
quickly.

The Morris Inquiry has called
for better training of officers and a
workplace culture that supports
diversity, but it is also clear that
many of their recommendations
have been made before and not
followed through at a senior level.

MORRIS INQUIRY

Jan Berry, chairman of the
Federation, welcomed the report,
saying: 'l am pleased that Sir Bill
Morris has taken on board many of
the points the Federation has
made relating to national policing
issues, especially his recommen-
dation that the office of constable
should be maintained, however, it
is unclear how many of the
report's recommendations  will
actually improve the employment
situation for police officers.

The report gives numerous
examples of poor management
practices. To dismantle the
employment protections that offi-
cers currently have under the
existing Requlatory Framework,
without first improving the expert-
ise of managers and supervisors
would be a recipe for disaster. It
would lead inevitably to more, not
fewer, employment tribunal cases.

'The Police Federation has
long fought for improved national
grievance and discipline proce-
dures and is a firm advocate of
resolving issues at an early stage.
We were instrumental in getting
together the Learning the Lessons
from  Employment  Tribunals
Toolkit. which sets out a frame-
work for resolution that can be
adopted by all forces. Regrettably,
only a few chief officers have
responded positively to the Toolkit
since its launch in May. Many of
the Toolkit's recommendations
feature in the Inquiry Report, and |
am disappointed that the Inquiry
team have not advocated its use
by all forces. The Toolkit is a valu-
able aid to resolving workplace
disputes, and its adoption by all
chief officers would greatly
improve the working lives of all
police officers.'

Mrs Berry added: "It is abun-
dantly clear that chief officers now
need to sit up and start taking
responsibility for managing a
diverse workforce, and not just pay
lip service to the wider diversity

agenda.' n
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