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COVID-19 and Dyfed-Powys Police’s Response

Since the 23rd of March 2020, the United Kingdom has been in a state of lock-down due to the current world-wide pandemic – COVID-19, also known as the Coronavirus. This has impacted all organisations and has had a major impact on employers and employees, resulting in them making quick, life-changing decisions.
In order to assist employers and employees through this period, there has been several pieces of guidance and legislation created, which are aimed at offering support to organisations and employees. This includes guidance from the Government on Coronavirus Job Retention Scheme (Furlough); a Government backed scheme which allows individuals who are not able to continue to work to receive 80% of their wages, up to a cap of £2,500 per month (Gov.uk, 2020). This scheme is focused at protecting the economy by supporting employees not able to work, without the need for them to be made redundant. Additionally, Government guidance has been created to enforce social distancing measures in the workplace. This is another measure aimed at protecting employees and supporting them back into the workplace in as safe a manner as possible (Gov.UK, 2020). This scheme bases itself of 5 steps to working safely, which include:
1. Carry out a COVID-19 risk assessment
2. Develop cleaning, handwashing and hygiene procedures
3. Help people to work from home
4. Maintain 2m social distancing, where possible
5. Where 2m distance cannot be maintained, manage transmission risk
Source: (https://www.gov.uk/guidance/working-safely-during-coronavirus-covid-19/5-steps-to-working-safely)

As well as central government, organisations such as the CIPD has also produced guidance documents (CIPD, 2020) to help employees integrate back into the workplace after a period of lock-down or Furlough. This provides practical guidance on returning to work and provides three main questions for employers to follow, when considering a return to work for their employees. This is:
· Is it essential?
· Is it sufficiently safe?
· Is it mutually agreed?
The document also makes reference to personal protective equipment (PPE), how technology can be used to assist with team communications, as well as how to support individual’s mental health as well as their physical health.
Similar to the CIPD, the Advisory, Conciliation and Arbitration Service (ACAS) has produced advice on how to manage the COVID-19 pandemic. This, similar to the CIPD guidance, provides practical guidance to employers and employees, however also offers guidance on avoiding discrimination, where employees may be singled out for any matters which are out of their control (ACAS, 2020).
Within Dyfed-Powys Police the lock-down restrictions have prompted a change to the way our business is conducted, particularly given the contact with members of the public. On March 23rd, all non-essential staff were instructed to work from home if possible, with all other non-essential staff asked to remain at home. Laptop provision across Dyfed-Powys Police does not allow for all staff to work from home, coupled with the requirement for certain business areas to be staffed from Police HQ site, including the Force’s Communication Centre. Staff here have been required to continue to come into work, however, in an effort to reduce any potential transmission issues, the team has been split into two separate rooms. This has been done to ensure that business is able to function with contingencies in place should an outbreak affect staff within this department. In addition, all reception areas and any department which would normally have an interaction with members of the public, has ceased to operate in this way. Also, all recruitment for Dyfed-Powys was temporarily put on hold after the initial Prime Minister’s announcement. This has recently started to commence again; however, it has prompted considerations on how this should be delivered in the future. The main change here has been the introduction of Skype interviews rather than face to face interviews. This has allowed individuals to continue to be interviewed without the need for them to come to a police premises to do so. It has also resulted in a reduction in the need for panel members and candidates to travel to a police site to carry out an interview. Whilst this has clear benefits, it has also prompted Dyfed-Powys Police to question the process as to whether this is a viable option for all interviews to be conducted this way moving forward. This exact topic was discussed in HR Magazine in 2015 (Beagrie 2015), where the general consensus was that there were more benefits to Skype and video interviewing, than there were negatives. One of the main concerns being access to technology, with those who are less confident with IT being disadvantaged. Whilst the article rebuts this theory, this would have to be carefully considered, particularly given the ever-ageing workforce and the rurality of the Dyfed-Powys landscape and access to reliable internet connections.
Dyfed-Powys Police has worked closely with Trade Unions and HR in an effort to support all employees, particularly those with underlying health concerns, or those who have caring responsibilities; particularly given the school closures in the UK. This has been done with a number of amendments to policy and practice. This has included a number of people policies being adapted to allow for 7 day working arrangements, an increase in the flexible working bandwidth – to allow for earlier or later shifts to enable more flexible working. Additionally, the government increase in the number of annual leave days that employees are able to carry from one leave year to another has proved beneficial to staff across the organisation.
Lastly, there has also been a focus from departments on what their core business delivery requirements are, as well as their minimal staffing to carry these out. This allows business areas to be able to map their needs against their current staffing levels and to be able to flex resources across the organisation as and where needed. This is something which continues to be monitored.
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