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Executive Summary
The following report details the importance for organisations to understand and respond to the internal and external factors which affect talent management. It also highlights the approach currently taken by South Wales Police in relation to attraction, recruitment, development and retention of its workforce. 
The report highlights by embracing factors such as technology the force can continue to provide efficient service to the communities it serves.
Recommendations are made for an improvement of employee retention processes and establishing a clear succession planning strategy. 
Plus, further work to build trust and become an employer of choice. 
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[bookmark: _Toc184058422]Introduction

The importance of resourcing and talent management to an organisations service delivery is substantial.
[bookmark: _Hlk181550077]By understanding the significance of talent management an organisation can obtain a competitive advantage as statistics show there is a link between effective talent management and an organisations performance (McKinsey & Company, 2023; Baddeley, 2023). 
CIPD (2024a) resourcing and talent planning report highlights the challenges currently facing UK employers, skills shortages and retention were highlighted as pressures workforces must address. Furthermore, Mayne (2024) highlighted over 50 percent of HR professionals confirmed employee retention is or will be the biggest challenge facing their organisation moving forward.
Taylor and Woodhams (2022) highlight the key role HR perform to ensure organisations have the right people, with the right skills, working in the right areas of the organisation to develop and sustain performance.
South Wales Police (SWP) is a public sector organisation, it is the largest police force in Wales. The force has roughly 6,500 employees consisting of police officers and police staff (SWP, 2024). SWP aim is to keep South Wales safe by providing an effective service to the communities it serves (SWP, no date a).
As part of the chief constable’s delivery plan (SWP, 2021a) and SWP people strategy (SWP, 2021b) the force has committed to making best use of resources available and developing the workforce. Recognising the importance of attracting the best talent and utilising the workforce to have the skills to address the changing demand, focusing on quality service and delivering the forces objectives.
The aim of this report is to discuss and analyse both internal and external factors affecting talent management at SWP. Review the current approach at SWP to recruiting, promoting, retaining talent and make recommendations to improve talent management to overcome any challenges identified. 

[bookmark: _Hlk183462641][bookmark: _Toc184058423]Factors affecting Talent management at SWP

[bookmark: _Toc184058424]Technology 

[bookmark: _Toc184058425]Technological Advancements & Artificial Intelligence (AI)

Technology and AI has had a significant impact on how organisations are able to attract, recruit, develop and retain talent. 
Kemp et al., (2024) highlighted AI opportunities across the employee lifecycle. Deloitte (2022) reported 94 percent of business leaders feel AI will be critical for success, highlighting that AI is seen as a tool to increase productivity and streamline job processes.  
Within SWP’s chief constable delivery plan, it highlights maximising the use of technology to effectively engage with communities (SWP, 2021a).

[bookmark: _Toc184058426]Technology and workforce development

Rolanksy (2023) highlights the considerable impact AI has on how organisations work across different sectors. Discussing how workforce learning should be a core function of talent management. Chang (2023) supported this, discussing organisations should focus on learning about AI and how it can support and develop continuous learning. CIPD (2022) data showed that Learning and Development (L&D) was one of the top five areas in which organisations were planning on prioritising for investment over the next 12 months. Furthermore CIPD (2023a) survey confirmed 70% UK leaders highlighted that their L&D teams utilised technology for training.
Within SWP there has been an increased use of technology to support the development of officers and staff. Within L&D there is a team who support policing through technology, this team support delivering training courses designed to upskill the workforce with new software. Advanced technology is used to deliver training for student officers utilising immersive experiences in partnership with the University of South Wales (no date). In comparison North Wales Police are using Virtual reality headsets to improve their understanding of victim’s experiences (North Wales Police, 2024). The above highlights the investment forces are making in technology to better develop the skills of their workforces. Additionally, CIPD (2020) highlighted the positive impact of technology on professional development opportunities.

[bookmark: _Toc184058427]Attraction, recruitment and technology 

CIPD (2023b) outlined that social media, assessment tools and chatbots have transformed the way organisations look to attract and recruit talent. McCartney (2023) highlights common recruitment channels now involve employers’ websites, social media and professional networking sites. Paramita, Okwir and Nuur (2024) research highlighted that utilising technology had a vast impact on an organisational ability to deliver a quality recruitment process. However, Mahon & McFarlane (2024) identify the risks associated with the use of AI within recruitment such as discrimination with how personal data is processed. Furthermore, Haselwood (2023) highlights bias that AI can develop if it isn’t managed correctly, which could impact areas such as the diversity of the workforce. Larsson, White and Ingram-Bogusz (2024) research highlights the need for transparency and accountability with the use of AI in the recruitment process. 
However, CIPD (2024a) highlights that technology is improving users experiences and speeding up the recruitment process.
The above shows the significance that technological advances are having on organisations resourcing and talent management processes.
Police Collaboration Wales (PCW) made up of the four Welsh forces have invested in a recruitment software system called ‘Oleeo’. PCW has a strategy with the aim of collaboration to enable for success, savings and better service for customers (PCW, 2022). The Oleeo system provides an integrated online solution for end-to-end recruitment processes, offering a consistent and streamlined recruitment experience for the force and candidates. This has developed common standards and maximised the return on investment (PCW, 2023). 

[bookmark: _Toc184058428]Government Funding & Financial pressures 

As a public sector organisation SWP budget is constantly under review. Police forces are funded by a combination of taxpayers and central government grants (GOV.UK, 2023a). Budget must be managed appropriately and show value for money. Within the SWP & Crime Plan 2023-2027 it outlines a priority to ensure money from central government is utilised correctly (Police & Crime Commissioner, no date). The National Audit Office (2022) highlight funding for police forces has fallen substantially since 2010, in line with government objectives to reduce deficit. Between 2010 and 2018, police officer numbers reduced by more than 21,000. This significantly affected the force’s ability to attract and recruit talent. Following on from this the police office uplift programme was established.

[bookmark: _Toc184058429]Police officer uplift programme

In 2019 the government committed to recruit an additional 20,000 police officers in England and Wales by the end of March 2023, with the aim to increase victim outcomes and reduce crime (National Police Chiefs Council, no date). As of March 2023, 20,947 officers were recruited through the uplift programme (GOV.UK, 2023b). However, Gilder, Symonds & Agerholm (2023) highlight of the officers recruited 9% have left during their two-year probation period, they also reported concerns regarding police officer salaries and cost of living. Within SWP, 1040 officers were recruited as part of this programme. The force was able to attract and meet its target by utilising social media platforms and various outreach programmes in the communities of South Wales (SWP, 2024b).
Hesketh and Stubbs (2024) research did highlight a possible drawback with such a big recruitment drive over a short period of time, a potential generational gap within the workforce. This is something SWP will need to consider as part of its strategic workforce planning and development of new recruits. 

[bookmark: _Toc184058430]Pay and benefits

[bookmark: _Hlk182333506]Wallace (2024) outlined due to the inability to match private sector pay, the public sector must be creative to attract and retain individuals, outlining flexible working and staff benefits as two options to support bridging this gap. SWP must utilise, maximise and outline the other benefits available to the workforce alongside pay. This will be key to attract and then retain individuals within the workforce. SWP now has a dedicated section on the force website and on all adverts outlining the benefits and rewards of working for the force such as flexible working, annual leave, pension and sick pay packages (South Wales Police, no date b). This is also mirrored on other police websites such as the Metropolitan police (no date) and Gloucestershire Constabulary (no date). 
In contrast, Soliman (2024) further referenced the CIPD (2024b) survey which showed pay awards within the public sector exceeded those of the private sector for the first time since autumn 2020. This could support public sector services and SWP to bridge the gap and attract new recruits to join. Officers and staff within SWP have received a 4.75% pay increase (Local Government Association 2024 & Police Federation 2024).
However, it was highlighted there may be further pressure on the public sector to deliver an effective service, due to rising demands. This will need to be reviewed by the chief constable and senior leaders to make sure resource and demand is managed correctly.

[bookmark: _Toc184058431]Police reputation

[bookmark: _Toc184058432]Perceptions of working for the police

Over the last five years there has been numerous high-profile cases which have severely affected the reputation of police forces, this has been both globally and within the UK. Notable cases include the murder of George Floyd, which sparked fierce riots, unrest within the United States and the UK with protests (BBC News, 2020). Further to this Baroness Caseys review into the Metropolitan police force highlighted a bullying culture and comments being dismissed as banter (Baroness Casey, 2023). An inquiry following a serving police officer being charged with murder highlighted the failings by the police to spot his unsuitability to be a police officer and that a radical change was needed for vetting of officers and recruitment processes (Burns & Mackintosh, 2024). 
The HM Inspectorate of Constabulary and Fire & Rescue Services (HMICFRS) who independently inspect and report on the efficiency and effectiveness of police forces. Found SWP is doing well in relation to building, supporting and protecting the workforce. Highlighting the work of the force supporting mental health and wellbeing (HMICFRS, 2024). 
SWP regularly utilise social media as form to drive recruitment and community engagement, the force has roughly 700,000 followers across various platforms. 
The above shows the damage the police service has suffered in recent times and the work SWP have implemented to try and repair trust, but further work is needed to support the forces aim to attract the best talent and develop the workforce. By doing this the force can become an employer of choice. Jacobs (2021) indicated that one key element of becoming an employer of choice is to have a good reputation and employer branding. Peters (2023) highlights that a strong, clear employee brand will help organisations with attraction and improve employee retention through effective recruitment, engagement and retention practices.

[bookmark: _Hlk183463495][bookmark: _Toc184058433]SWP current approach to recruiting, promoting and retaining talent

[bookmark: _Toc184058434]Recruitment

[bookmark: _Toc184058435]Police staff entry routes

Crowley (2024) highlights the benefits of apprenticeship programmes, such as the ability to nurture new talent and support a long-term strategy on workforce succession planning and skills development. Campbell & Keen (2020) indicate these programmes need to align to an organisation’s strategy. 
Entry routes for police staff include placements, apprenticeships, internships and graduate programmes. These provide an opportunity to attract talent at various stages of their academic studies who may be looking to begin their career. Additionally, the placements can also help address areas of demand across SWP. 
SWP has significantly invested in developing these entry routes that bolster police staff resourcing pipelines. With a of budget of £750,000 and a further £75,000 set due to increasing demands (SWP, 2024c).  
SWP has developed these options which require differing eligibility/qualification criteria with the aim to attract a wide diversity of skills and experiences into the force, this is highlighted in the SWP people strategy with the commitment to attracting the best talent (SWP, 2021b).

[bookmark: _Toc184058436]Student officer recruitment

As previously discussed, there has been a significant push to recruit police officers. There are currently three entry routes. These are:
	Police Constable Degree Apprentice (PCDA)

	Degree Holders Entry Programme (DHEP)

	Professional Policing Degree (PPD)


	Three-year programme
	Two- year programme
	Two-year programme

	No minimum qualification requirement 
	Minimum qualification requirement: Third or above in an Undergraduate Degree.

	Applicants must have completed their degree or enrolled onto the final year of the Professional Policing Degree when applying.



Figure one: SWP police officer entry routes (SWP, no date c).
Once individuals complete their programme they gain a degree in Professional Policing. By having these entry routes individuals can apply with any academic background. SWP has published a supportive document for applicants which sets out the benefits, eligibility and application process. Providing clarity and transparency for those looking to join. 
Andrews (2024) research highlighted student officers on the PCDA pathway felt academic learning did not translate into operational policing, excessive workloads and work life balance were impacted. SWP needs to be mindful of the above and ensure student officers are fully supported, fulfil a career with the force and attrition rates remain low.

[bookmark: _Toc184058437]Hard to fill vacancies 

CIPD (2024b) report indicates that hard-to-fill vacancies remain high within the public sector at 42% versus private sector with 34%. Sriganthan (2023) discussed the skills gap within digital technology has meant employers have struggled to fill vacancies. 
This has been prevalent within the SWP ICT department. Difficulties included salary expectations and visibility of opportunities available. SWP invested in a recruitment officer to support with hard-to-fill roles within the department. There were 70 unfilled vacancies which were unable to be filled via agencies and normal recruitment processes. The department and HR re-designed the recruitment strategy and approach to recruitment. Holding familiarisations sessions on MS teams and in person to engage with potential candidates to discuss roles, the SWP brand and the benefits of working for SWP. A communications plan utilised LinkedIn to advertise and reach out to potential talent. Over the 12-month period, 35 individuals were recruited which brought the vacancy factor down from 40% to 10% (SWP, 2024d). This work shows the benefit of maximising the use of social media to support recruitment campaigns. Jorgeson (2023) highlighted this allows organisations to develop brand awareness and create engaging relationships online. In contrast, Skilbeck (2020) highlighted the damage to an organisation branding if recruitment processes are poor. SWP need to ensure all recruitment processes on social media are robust and promote a positive brand. 

[bookmark: _Toc184058438]Promotion opportunities

CIPD (2024a) report outlines how organisations are developing training to support the workforce with career pathways, which was at 31%, up from 24% in 2022. 
Furthermore, George (2024) highlighted the need to develop internal workforce talent when there is organisation-specific knowledge required, this is a key factor and applies specifically for police officer promotion processes.
Moulton (2021) outlined the benefits to both the organisation and individual. Which can create a positive workplace culture.
Within SWP, police officers and staff follow different promotion processes.

[bookmark: _Toc184058439]Police officers

Police officer promotion is clear and structured due to the ranking hierarchy.
 [image: Several insignias of the army
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Figure 2: Police officer ranks (SWP, 2021c)
For police officers to progress to a sergeant or inspector there are four steps required, this is set out by the College of Policing (2023). It follows a National Police Promotion Framework (NPPF).
1. Achieve competence in rank
2. Completing and examination in law and procedure
3. Local selection process
4. Temporary promotion (12 months) and a work-based assessment 

By having a framework, expectations and understanding of the process is clear. Officers are aware of what is required to progress through ranks. Officers who are interested in promotion need to make this clear to line management. 
Within SWP this is captured on PEFORM which is the Professional Development Review (PDR) system. SWP has invested in a team which support individuals who are looking develop and gain promotion. On the force intranet there is a dedicated page with a wealth of supportive documentation including Podcasts, PowerPoints and Videos. 
Howe (2023) highlighted the benefits of having an effective appraisal process in place such fostering high performance as well as identifying high-potential employees, contributing to succession planning and talent management. However, it also highlighted if they are not managed correctly this could lead to dis-engagement and de-motivation.

[bookmark: _Toc184058440]Police staff 

There is no set process for promotion of staff. Individuals can apply for higher graded roles when they appear as job adverts. PERFORM is a tool which police staff can use to complete their CPD and express their desire to progress, but it isn’t utilised for promotions. 
The force has invested in specific programmes to support underrepresented areas of the workforce such as gender, one programme called ‘Springboard’ allows women to enhance their skills and abilities, whilst building confidence. The programme consists of four one day workshops delivered by L&D trainers. 
Further programmes include supporting officers and staff from black and minority ethnic groups in understanding opportunities for recruitment, progression and development (SWP, 2022). The proportion of the workforce from black and minority ethnic groups in 2023 was 5.69%. The equivalent for the force area population was 9.2%. This work supports that of the SWP Strategic Equality Plan 2023 – 2027. Which has the aim of addressing challenges around disproportionality in service and representation (SWP, 2023). 
Ali (2024) outlined the benefits to organisations in promoting Equality, Diversity and Inclusion (EDI), such as recruiting and retaining talent and building an inclusive culture.  
Recently there has been the ‘Explore’ programme. This gives staff an opportunity to carrying out short term placements in various departments. The aim is to provide individuals with new experiences and gain a greater understanding and awareness of other roles (SWP, 2024e).
The above shows that whilst there is no set pathway for promotion, the force has invested to support police staff development and promotion of talent. 
SWP could benefit from developing further police staff pathways to enhance the talent pipeline.

[bookmark: _Toc184058441]Retaining Talent

Peters (2024) outlines high employee turnover can have a negative impact on organisational performance, however if organisations better understand why employees are leaving this can drive retention initiatives and support employee satisfaction and costs. Tyson & Charman (2023) reviewed police officer retention, findings included increased levels of voluntary resignations for reasons such as lack of recognition and difficulties with career progression. Understanding these resignations will allow improvements to retention and recruitment. 
National Police Chiefs Council (2024) data highlighted attrition rates for police services has reduced slightly in 2023/24 however, resignation rates have increased. Female officers have higher rates of attrition compared to male officers. Most resignations have come from officers in their first two years of service. SWP in comparison has the second lowest attrition rate across England and Wales. It was also highlighted that SWP during 2023-2024 had the fewest female resignations of any force and during 2022-2023 it had the fewest police constable resignations.
Within SWP when police officers and staff submit their resignation or retirement, they are asked to complete an exit survey and will be given the opportunity to meet with HR to discuss their exit, share their experiences and views in a range of areas including training, workload and wellbeing. This data is fed into a HR KPI data pack which is shared with chief officers to identify possible trends with those exiting the force. Since April 2024 there has been 309 leavers across the force with a return rate of 19% for exit surveys (SWP, 2024f). Furthermore, Mayne (2023) highlighted a study which indicated the lack of exit interviews was a missed opportunity for employee engagement and retention of talent. 
Further work is needed by SWP to get meaningful information from those leaving the force to support future retention and succession planning.

[bookmark: _Toc184058442]Conclusion

Organisations need to be aware of factors both internally and externally that will affect their ability to deliver an effective talent management programme. How organisations respond to these factors will have an impact on succession planning and becoming an employer of choice.
Recruitment, retention, funding pressures and resource capacity are shared challenges not only in Policing but to all volunteer-involving organisations (Police Collaboration, 2023).
The rapid growth of Technology and AI has had a substantial impact on resourcing and talent management for organisations. SWP has responded and embraced this with the use of technology within the recruitment process and workforce development. 
The reputation and perception of police forces is poor, cases have brought the integrity of the police service into disrepute. SWP will need to continue to look at various options to improvement this relationship with the communities of South Wales. 
Police staff now have various entry routes such as apprenticeships which will support with succession planning and talent management. 
SWP will also need to ensure there are further opportunities for the workforce to develop and progress with their careers, this is a key metric within the SWP people strategy (2021b) this can support the force by ensuring that employees skills are utilised, developed and retained. Police officers have a clear promotion pathway while police staff do not. A strategic workforce planning group could review promotion opportunities for police staff.
Retaining talent and keeping attrition rates low are fundamental to an organisations performance. Attrition rates are low for SWP. However, engagement with those leaving the force is minimal, which could be a missed opportunity to retain skills and identify opportunities.

[bookmark: _Toc184058443]Recommendations

Following the above report and conclusion. The below recommendations have been made.
1. Introduction of stay interviews. Currently SWP only have exit interviews when individuals submit their intention to leave. The response rate is very low. Which could be a missed opportunity highlighted by Mayne (2023). Stay interviews are an opportunity for the organisation to outline how important the employee is to the organisation’s success (Finnegan, 2018). Buckley (2024) further highlights the benefit of improving retention by promoting employee engagement. For SWP, individuals could email a specific inbox highlighting their intention to leave, which would prompt a response from HR to make contact and discuss their concerns. Cost would include time to create the inbox and then contact individuals. It would take one hour to create the inbox by ICT, this would be £30. HR advisor time would be £15 for 30 minutes of time to contact (SWP, 2024g).
2. Building trust and improving the reputation of the force within South Wales. Positive and good use of social media can support the force in becoming an employer of choice. Forbes (2022) highlighted various benefits for organisations such as delivering mission and values. Creating a ‘SWP good news’ section on social media will allow for positive stories to be shared with communities to build engagement and employer brand. Costs would include time to create the page and then post as and when required. A communication officers time to create this page would £60 for three hours (SWP, 2024g).
3. Whilst there are programmes and initiatives in SWP which encompass succession planning, currently there is no succession planning working group to review the long-term impact. Dennison (2024) outlined benefits such as fostering employee engagement and retention. A group consisting of various leaders throughout the force could provide this. Ten members (1 Chief Superintendent, 3 Chief inspectors, 1 Inspector and 5 Police staff) would cost £690 for every 3-hour meeting which could be arrangement bi-monthly. This group could identify, develop and allocate talent on a force wide basis. This would support the people strategy to ensure SWP develop and retain a positive and professional workforce (SWP, 2021b). If successful, this could be rolled out to departments and managed locally. 
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