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Executive Summary
This Report evaluates the environmental factors affecting South Wales Police (SWP) and its HR Strategy, through the investigation of a PESTLE analysis. Whilst several environmental factors emerged from the analysis, this report focuses upon economic (financial) and technological influences. 
A brief analysis of the literature surrounding the impact of Brexit and budget constraints and the new digitalised world of policing is examined, alongside how HR can influence and support these factors, to secure SWP’s competitive advantage and future. To that end, this Report concludes with recommendations for consideration and implementation.
Introduction
SWP is the largest police force in Wales, servicing 42 per cent of the Welsh population and providing policing services to 1.3 million people. Its biggest resource is its workforce, comprising 2,943 officers and 2,183 civilian staff (SWP, 2017).
To maintain an efficient and effective service, regular assessments of external (and internal) factors are imperative, including evaluating how the workforce needs to change to meet shifting demands, and securing resource management in a best practice way (HMICFRS, 2017, p. 3). 
HR’s function has evolved, playing a core business and strategic business partner function within SWP, demonstrating a significant transformation in HR professional practice (Ulrich, 2015).
HR leaders within SWP are spotting opportunities, they are flexible to changing situations, and so remain relevant and at the centre and success of SWP (Brook, 2017). Deloitte identifies 10 key capital trends (Appendix 4) in relation to how organisations and its leadership can be redesigned for the future. Digital technology and artificial intelligence (AI) feature predominantly (Deloitte, 2017):
[image: ] [image: ]
HR Strategy and Organisational Strategy
In order to meet its visions and values, SWP works towards a Crime Reduction Plan (Appendix 6) a Delivery Plan and a HR focussed People Strategy. SWP’s workforce features heavily within all of these strategies. 
SWP’s HR (“HR”) is flexible to meet organisational requirements. It will adopt and develop strategy in various ways depending upon fluctuating internal and/or external environments – it will adopt an outside/inside approach; vertical or horizontal integration, and even adjust between ‘best practice’ or ‘best fit’ models (Farnham, 2015):-
[image: ]
As identified by the CIPD, it is essential for HR practitioners to have a clear understanding of external factors, as it better informs strategic planning decisions (CIPD, 2017). 
A recent national inspection of police forces identified the importance of internal structures and processes to support an efficient and effective workforce, as well as skill development and improvement for the future (HMICFRS, 2017, pp. 4-5).
HR’s challenge in the short (and long) term will be investing in a skilled workforce, embracing new innovative methods of working, and doing so within the confines of an increasingly squeezed budget.
HR has good systems in place to understand the skills, capabilities and gaps of its workforce, which enables the direction of resources to meet demand, and allow for longer-term planning (HMICFRS, 2017, p. 6). 
However, HR cannot be complacent especially given the ‘VUCA’ environment (Woodward, 2017) within which it operates. The looming fiscal uncertainty in light of economic downturn and Brexit could affect future staffing budgets, which could equally compete against SWP’s desire to pursue ambitious technology strategies (HMICFRS, 2017, p. 17). 
Notwithstanding the speculation, recent forecast planning by SWP suggests there will be increased expenditure and investment in staff by the year 2020/21:  
               [image: ]          [image: ]

(HMICFRS, 2017, p. 5)

Several HRM function models exist and co-exist. SWP’s HR strategy falls within various classificatory roles, evolving and responding to changing internal and external circumstances on both strategic and operational levels. HR is flexible, innovative and professional in its approach, acting as problem solver, change agent, adviser, regulator and strategic partner; adopting a myriad of models at any given time (Appendix 2). It is arguable that there is no universal model of HRM (Farnham, 2015).
Given that ‘people’ are SWP’s key asset, HR’s focus is on all organisational activity and management functions, per Pfeffer’s analysis (Farnham, 2015). HR Business Partners are assigned to individual departments force wide, providing proactive guidance and support to management, data analytics, performance measuring, and adding significant value in shaping SWP’s strategies. HR support SWP in transforming visions into realities per Ulrich’s model (Farnham, 2015). HR also horizon scan external and internal factors; and have built strong alliances with senior leaders, adopting a mixture of stereotypical relational and transactional psychological contracts: 
[image: ]
 (Farnham, 2010, p131)
PESTLE Analysis
Several models can be used to assess the internal and external factors which impact upon organisations, such as PESTLE or SWOT analyses, Porter’s Five Forces (Farnham, 2015) or E-V-R congruence which focus on environment, resources and values (Kew, 2010, p. 30).
CIPD provides that a PESTLE analysis is one of the most effective frameworks for understanding the ‘big picture’ and helps organisations to fully understand the broader environment and its challenges (CIPD, 2017).  
This Report focusses on a PESTLE analysis conducted upon external factors’ affecting SWP (Appendix 1). There are, however, limitations in using PESTLE:
[image: ]
(CIPD, 2017)
All environmental factors set out within Appendix 1 are important both to SWP as an organisation and, in turn, its HR strategy. However, given competing economic constraints and demands for further technological advancements within the police service, these specific factors are discussed below.
LITERATURE REVIEW
Brexit and economic impact
Brexit will no doubt affect the future policing landscape and recent analysis focuses on how policing and security will be affected (Her Majesty's Government , 2017), (House of Lords European Union Committee, 2016). 
Police governance experts, CoPaCC, suggest Brexit costs will affect policing since resources may need to be diverted to fund local, national and international negotiations, and a national steering group or joint working party of senior leaders would be required in the short term. HR’s involvement in discussions would be crucial given resourcing influences (PolicingInsight, 2016).


Budget
Between 2010/11 and 2015/16, central government funding for the police service in England and Wales fell by 19 percent (£1.7 billion), requiring SWP to meet its budget reduction. In November 2015, the government announced the protection of overall police spending from further cuts to enable the police to continue to adapt to emerging crime threats while taking further steps to improve efficiency (HMICFRS, 2017, p. 3). 
However, budget challenges in light of continued economic downturn and Brexit unknowns will affect how SWP meets its plans and priorities, influencing in turn HR strategy and resource management in the short term.
In order to meet contingencies for identified shortfall in SWP’s current 2017/18 budget gap and to meet its savings plan (HMICFRS, 2017, p. 7 & 31), HR will need to invest further in collaborative and technological ventures, staffing restructures, change management programmes and agile working practices to access additional revenue. HR’s challenge will be to attract and retain skilled workforce to meet operational demands, and investment in technology will be key to meet efficiencies notwithstanding the economic challenges.
Technological enhancements within policing
Royal United Services Institute suggests that the use of big data technology for policing has so far been limited, particularly in the UK, despite the police collecting a vast amount of digital data on a daily basis (Babuta, 2017).  CoPaCC indicates that police need to use technology better (PolicingInsight, 2016, p. 33). 
Workforce changes will be required to meet digital demand:
[image: ]
 (Hitchcock, et al., 2017)
However, SWP has prioritised investment in technology and the development of its workforce. It is already collaborating with Gwent Police to introduce greater efficiency savings in the way it manages workforce and finances (HMICFRS, 2017, pp. 11-12). It is also using social media, similarly to other private organisations, to scan for candidate screening and plug essential skills gaps (Roufa, 2017). 
IT breakthroughs such as body worn cameras, mobile data devices, tablets and Smartphones, hand held translation services, surveillance drones and facial recognition capabilities, to name but a few, currently  allow for proactive reallocation of resources (Millman, 2016) and increased partnership working in the short and potentially long term could boost technical efficiencies and cut annual running costs (Boeing, 2016). This, in turn, could free up funds allowing HR’s further investment in its people strategy and future management resourcing plans. 
Recently, SWP trialled a computer system which reviews algorithms to piece crime scene events, analysing data within seconds meaning that analysts can drill down into the actual detail and “call the shots” much quicker (Revell, 2017). If this trial is successful, HR can rethink the structure of its workforce, potentially removing lower skilled jobs and, for example, focus on higher skilled analysts’ roles. HR’s function will play a major part in focussing on upskilling and scanning the talent pipeline in light of the technological advancements (Appendix 5). 
In the short and long term, the ‘internet of things’, artificial intelligence and robots could produce big changes in policing (Joh, 2016), (Marr, 2017) along with Robocop-type policing techniques (Hope, 2017). 
Nationally, forces are already using AI, such as Scotland Yard, Durham Constabulary and Thames Valley Police (Hope, 2017). Globally, China are trialling unmanned police stations powered by AI (Greene, 2017) and Dubai has a 100% robot ‘officer' who can speak six languages and read facial expressions. Whilst Dubai estimate that by 2030 a quarter of their force will be robotic officers, they will still need human officers to make arrests (Marr, 2017). It is clear therefore that in policing especially, the inherent value of a human driven experience is still as important as embracing the advanced technology (Stokes, 2017). 
Crucially, with evolving technology within SWP, HR will need to manage individual or collective resistance to change, emphasising the importance of agility and knowledge management, and connecting with the psychological contract. In positively communicating with the workforce, HR can end any ‘Luddite’ attitudes (Farnham, 2015).
Communication with the workforce to alleviate resistance is therefore vital. HMICFRS identifies that forces can do this by identifying and eliminating inefficient processes and by encouraging officers and staff to suggest new and better ways of doing their jobs” (HMICFRS, 2017, p. 12).
With an ever-increasing ageing workforce within policing (Buckle, 2015), upskilling the workforce and its leaders must be an item top on HR’s agenda. HMRIC identified that the generation of children are digital, but senior leaders in the police are at least two generations behind (HMICFRS, 2017, p. 23). 
Internal Staffing / Digital HR
SWP recently implemented a fully integrated resource management system (FIRMS) which includes an integrated global resourcing system (GRS) and a commercial software package that collates information on workforce training, leave and pay. This has enabled many business and HR capabilities, such as rostering and planning, skills and capability recording of the current workforce and/or skills gaps, current and in the future. It can analyse other various management information such as service profile, length of service and establishment numbers to facilitate succession planning in every area of the business. SWP estimates that FIRMS has saved time equivalent to six full-time posts, savings that can be injected elsewhere within the business.
Recommendations
HR has an integral role in pushing forward recommendations for short term (and long term) efficiency gains, both from a financial and resource management perspective: 
1. Adopting continuous and proactive assessments of the environmental factors.
2. Continuing to upskill, improve knowledge and awareness amongst the workforce (PoliceICT, 2017). 
3. Investing in ‘force-wide’ training regarding technological advancements and attendance at key conferences and summits (Appendix 7).
4. Improved communication and inclusion with the workforce to identify their requirements, and to alleviate concerns about technological advancements. 
5. Nurturing a supportive, transparent environment will harness engagement and retention of skilled staff in times of economic uncertainty. 
6. Embracing agile working and flexible working practices to free up resources and gain costs efficiencies.
7. Implementing digital internships/programmes and apprenticeships to attract new talent and plug identified skills gaps.	
8. Staff surveys to assist future change management programmes, and to inform digital HR, analytics and data evaluation.
A recent reform paper evaluating the police service for the digital age has also identified 10 key recommendations, as follows (Hitchcock, et al., 2017):
[image: ]

Conclusion
The HR function is a recognised, valued and key player within SWP in anticipating changes to align the workforce agenda and strategies with organisational vision, values and priorities. However, given the unchartered territory surrounding Brexit, the future budget uncertainties, and in turn the growing landscape and impact of digitalisation, SWP’s HR needs to stay ahead of the game. Implementing the recommendations outlined above could seek to nurture positive outcomes for SWP’s future sustainable organisational performance, ensuring a pipeline of a multi-skilled, performance-driven and engaged workforce, to mirror its future HR strategic and organisational delivery plans. 
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APPENDIX 1 
PESTLE ANALYSIS - SOUTH WALES POLICE
	Political
· Brexit
· Government changes / instability
· Devolution
· Chief Constable / Police and Crime Commissioner changes
· European / Global influences
	Economic
· Brexit 
· Police Budgets (Precept setting)
· Downturn in the economy/recession
· Work culture/work hours
· Employment rates/Ageing workforce
· Economic growth
· Inflation rates
· Pensions / Tax

	Social
· Ageing workforce
· Agile working practices
· Diversity
· Work/Life balance
· Health & Wellbeing
· Talent & Skills shortages

	Technological
· Digitalisation:
· Digital HR
· Digital Workforce
· Digital Workplace
· Security
· Social networking
· Big data
· Operational digitalisation
· Artificial Intelligence / Robotics
· Information sharing / intelligence sharing
· Upgrades 
· Upskilling/talent

	Legal
· Changes in Employment law (UK)
· Changes in Employment Law (EU)
· Police Regulation / Independent Police Complaints Commission & other regulatory bodies
· Human Rights
	Environmental
· Regulatory restrictions
· Sustainable resources
· Ethical sourcing
· Corporate Social Responsibility
· Procurement







APPENDIX 2
HRM STRATEGY MODELS 
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(Farnham, 2015)











APPENDIX 3
 Summary of Key Recommendations 
	Recommendation

	Lead Responsibility 
	Timescale for Completion
	Cost Estimate

	1
	Upskilling leaders and workforce; 

Force-wide training and attendance at technological & digital conferences / summits
	Each Division/Dept
	Ongoing / Ad hoc attendance at conferences /
Summits
	£750K - £1.5m

	2
	Improved Communication with workforce re technological advancements & job security 
	Corporate Communications Dept

Office of Police and Crime Commissioner re budget setting
	Ongoing
	Departmental Budget costs

	3
	Enhancing collaboration / partnership working
	Chief Officers/Police and Crime Commissioner’s Office
Legal Services (to draft Section 22 Agreements to recoup expenditure from other forces/sectors)
	Specific to Projects 
	 £8million+ 

	4
	Adoption of agile/flexible working practices 
	Head of HR / Estates / ICT
	Within 12 months
	£3 million

	5
	Digital Internships / Programmes / Apprenticeships
	Head of HR / Head of Corporate Development
	Annually
	£100K+

	6
	Staff surveys to assist change management programmes & inform HR analytics and data evaluation
	HR Business Partner(s) dealing with change programme

Analysts
	Ongoing – as and when proposed transformation is to take place
	£6K




APPENDIX 4
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(Deloitte, 2017)




APPENDIX 5
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[Source: South Wales Police Intranet, 6th December 2017]


APPENDIX 6
CHIEF CONSTABLE’S DELIVRY PLAN 2017-2018 & POLICE & CRIME REDUCTION PLAN PRIORITIES 2017-2021
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[Source: South Wales Police Intranet, 6th December 2017]

APPENDIX 7
CYBER SECURITY SUMMIT – EXAMPLE INVITATION NOVEMBER 2017
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Figure 3: South Wales Police’s planned full-time equivalent workforce (FTE) as on 31 March
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Source: Home Office Police workforce statistics and HMICFRS spring data collection

The number of staff working in South Wales Police is projected to increase by 141.3
FTE (8 percent) from 1,690 to 1,831 between March 2017 and March 2021. Staff
numbers across England and Wales, however, are projected to decrease by 2
percent. The number of PCSOs in South Wales is projected to decrease by 7.1 FTE
(2 percent) from 413 to 406 over the same period, whereas, for England and Wales
as a whole, PCSOs are projected to increase by 0.2 percent.
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Advantages:

* It's a simple framework.

« It facilitates an understanding of the wider business environment.

* It encourages the development of external and strategic thinking.

« It can enable an organisation to anticipate future business threats and take action to avoid or minimise their
impact.

* It can enable an organisation to spot business opportunities and exploit them fully.

Disadvantages:

* Some users (of a PESTLE analysis) oversimplify the amount of data used for decisions - it's easy to use a limited
selection of data.

* The risk of capturing too much data may lead to ‘paralysis by analysis’.

* The process needs to be undertaken on a regular basis to be effective.

* The pace of change makes it increasingly difficult to anticipate developments that may affect an organisation in
the future.

* The data used may be based on assumptions that subsequently prove to be unfounded.
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Figure 4. Rewriting the rules for the digital age
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Virtual Reality becomes more of a reality for SWp

6th Dec 2017

$ &

Virtual Reality tested
for the first ime in.L.DS





image13.png
The recent acquisition of hardware from our friends at Samsung and the development skills of Phil Sanders and Ryan
Dear led by Adam Reeves as the lead designer, have seen the production of the first Virtual Reality Crime Prevention
package which was recently piloted on new PCSOs.

Students received a learning input on conducting a property survey in the morning, followed by a virtual trip to a
property in the afternoon. The property had been filmed and the app developed prior to the session. Officers were then
immersed in the environment to conduct the survey. After the session, students were asked what they felt about the
experience; the response was one of overwhelming success.

The team is also producing a number of other packages for future delivery, such as initial custody training for new
officers, and a more long term effort is the development of a Taser VR project which (if successful) will realise significant
savings.
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The Cyber Security Summit, Manchester <conference@dodsgroup.com>
1 week to go | Secure your complimentary place | Cyber Security Summit Manchester

To Stevens,Helen swp54795

SECURITY

SUMMIT =

Dear Helen,

With unceasing reports of mass cyberattacks across all sectors and Government investment of £1.9bn in cybersecurity capabilities,
cybersecurity remains a key focus for government, as well as, businesses and individuals alike. Join the NCA, Crown Commercial

Service and Federation of Small Businesses at The Cyber Security Summit, Manchester.

With one week to go, and a limited amount of complimentary places, secure your place today by registering here.
You'll be in fantastic company, join our confirmed speakers including:

+ Mike Hulett, Head of Operations, National Cyber Crime Unit, NCA
+ Detective Chief Inspector Vanessa Smith, Head of Yorkshire and Humber Regional Cyber Crime Unit
« Prof Chris Hankin, Director, Institute for Security Science & Technology, Imperial College London
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Key topics include:

Defending, deterring & developing UK cyberspace: The New National Cyber Security Strategy 2016-2021
Security Solutions vs People: Where should our attention and future investment lie?

A balancing act: Convenience vs Security vs Innovation

Using Local Government System with Confidence

The future of cyber: AI, Automation & Biometrics

Discover our full agenda and speaker line-up here>>
Registration and further information:

Date & location: 7th December 2017, Manchester

How to register: Please use our online registration system.
Website: Discover our website here.

CPD: This conference event is CPD certified.

For further information please contact us on:

conference.admin@dodsgroup.com | Tel: 020 7593 5556
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Figure 2. What is really happening
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In figure 2, curve 11llustrates the exponential rate of
technological change. More than 50 years after the
formulation of Moore’s law—which holds that com-
puting power doubles in capability every 18 to 24
months—mobile devices, sensors, AL and robotics
affect our lives more quickly and more pervasively
than ever before.




