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 Economic Case methodology A.1

 This section provides an overview of the methodology used to assess the costs, 
savings, qualitative benefits, and risks for each option. 

 Establishing the Baseline A.1.1

 The 15/16 payroll and non-payroll values are based on the budgets which were 
prepared by the three forces’ finance departments between February and April 2015. 
The payroll budget is based on the finance departments’ view of the approved “Full 
Time Equivalent” (fte) posts and the adjusted salary costs associated with these 
posts.  The adjusted salary costs are based on the budgeted salary associated with 
the posts plus adjustments for employer on costs, such as pension and NICs, less a 
forces wide vacancy factor. The posts include approved vacancies. 

 Baseline payroll Costs A.1.2

 Future year payroll costs are based on the fte posts required. Staff posts were 
summarised into 5 levels and an indicative cost given to each of these amalgamated 
levels based on the actual average budgeted HR and L&D costs across the 3 forces.  
These are shown in the following table: 

Level Description Beds grade Cambs grade Herts grade 
Indicative 
salary 

          £'000 

1 Admin & junior 1 to 5 1 to 5 A1 to A3 24 

2 Supervisor 6 to PO2 6 to PO2 A4 & A5 37 

3 Manager PO3 & PO4 MB1 & MB2 A6 53 

4 Senior Manager PO5 to SM2 MB3 & MB4 A7 62 

5 Function Leader SM3 & SM4 more senior A8 103 

 

 The costs of the 6 Officer ranks were given the same indicative salaries which are 
shown in the following table: 

Level Description indicative salary £'000 

PC Constable 48 

Sgnt Sergeant 55 

Insp Inspector 71 

C/Insp Chief Inspector 74 

Supt Superintendent 96 

Ch/Supt Chief Superintendent 109 

 

 Redundancy Costs A.1.3

 Redundancy costs are based on the reduction in the number of posts. 

 The phasing of the redundancy costs are based on the year that the FTEs are 
planned to be removed. 
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 Redundancy payments are dependent on 15 average employees one for each of the 
5 levels employed by each of the 3 forces.  For each of these average employees an 
average age, average length of service and average base salary was calculated.  
The source data from which these averages were calculated was the budgeted or 
actual data relating to each existing employee. 

 The average base salary was calculated using the budgeted salary costs adjusted for 
vacancy factor and employer on costs. 

 The redundancy calculation does not include pension strain costs. 

 The reduction in the number of posts is the same as the number of people that would 
be made redundant.  It is assumed that individuals will not be redeployed. 

 For each of these 15 average employees a redundancy amount was calculated at 
each date a level was forecast to have a reduction in FTE.  The HR redundancy 
calculation model was used which required, force, base salary, date of birth, date of 
start of service and date of redundancy. 

 For each of the 5 levels, the 3 forces redundancy amounts were merged into one 
value.  The merged value was based on each forces’ redundancy amount times the 
present number of FTEs at that level for that force divided by the total number of 
FTEs across all 3 forces at that level. 

 

The following table shows the average redundancy costs used in the redundancy 
calculation.  The amounts show the merged average amount assumed would be paid to 
each individual in a specific level in the year the FTE reduces. 

 

 

 Based on the reduction in the number of posts, the table shows the estimated 
number who would be made redundant.  The phasing of the redundancy costs are 
based on the year that the FTEs are planned to be removed. 

 

 

Individual redundancy costs by level by year of redundancy

2015/16 2016/17 2017/18 2018/19

£'000 £'000 £'000 £'000

Level 5 50  -  -  - 

Level 4 18  - 23  - 

Level 3  - 15 17  - 

Level 2  - 15 16  - 

Level 1 4 4 5  - 

Level

Reduction of posts by level by year

2015/16 2016/17 2017/18 2018/19

£'000 £'000 £'000 £'000

Level 5 1.00  -  -  - 

Level 4 3.50  - 4.50  - 

Level 3  - 3.00 5.00  - 

Level 2  - 29.36 15.00  - 

Level 1 7.83 9.11 20.00  - 

Level
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  Travel Protection Costs A.1.4

 Of the staff that remain an assumption has been made that 25% of all staff, excluding 
transactional staff, are entitled to travel protection costs. In addition to this, 50% of 
transactional staff that are based in Beds or Cambs posts will be entitled to travel 
protection costs. 

 It has been assumed that no officers will be entitled to an out of force allowance 

 For each fte entitled to travel protection, an average of £2,000 per annum for a 
maximum of two years has been used. 

 The costs have been phased during the year before the TOM is achieved (2017/18) 
and the year the TOM is achieved (2018/19). 

 

 Office Adaption Costs A.1.5

 Since OBC, it is now more apparent that changes in location for posts retained are 
not expected to be significant, and as such no office adaptation costs have been 
included in the implementation costs. 

 

 Pension strain (Capital) A.1.6

 Where benefits (pensions) are paid before Normal Retirement Date (NRD) they are 
paid earlier and therefore for longer. This gives rise to a shortfall in funding which is 
referred to as a “strain” on the Pension Fund.  Employers are required to make 
additional payments to meet the cost of the strain on the Pension Fund. 

 Pension strain implementation costs are shown as Capital costs.  These have been 
calculated as an additional 50% of the redundancy costs.  The phasing also matches 
the phasing of the redundancy costs. 

 When the actual pension strain is calculated it will rely on complicated assumptions 
and have variations relating to the individual.  Hence the fairly straight forward 
assumption of 50% of redundancy costs has been used when calculating a cost for 
FBC.  Due to the broad range of profiles of the individuals that are expected to be 
made redundant this averaging approach was felt to be reasonable. 

 


