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Question 1

I met with my Line Manager to discuss employee engagement within our organisation.  The organisation has high employment engagement levels and carries our regular internal surveys and also an annual Staff survey which is conducted by Durham University.  
Communication within the organisation is excellent with weekly Film Fridays carried out by the Chief Officers.  This ensures that all employees are aware of the latest news and updates within the organisation.  Internal communication is consistent and truthful.  We have recently introduced a new intranet which has ensure that all employees have full access to information, even when home working.  The organisation has added two new sections to the intranet including a ‘Nice to Know’ and a ‘Need to Know’ section.  This also ensure that employees do not miss out on any information or updates.
At the start of the pandemic a team was developed called ‘Op Tala’.  The team deal with any enquiries surround covid restrictions etc and update staff regularly on changes in relation to the pandemic.  This gave employees reassurance if they were unsure of any situations that they may be facing whilst dealing with the public and also doing their day to day work.
We also have access to various discounts and incentives including Vectis, Blue Light card and also various schemes such as ‘cycle to work’.  We hold an annual awards ceremony where police staff and officers are recognised for their good work.  The nominations are made by the workforce and the public.  During the pandemic the awards ceremony was cancelled but once it could be re-organised the awards were reinstated and carried out remotely.
Within the organisation we have various support groups including LGBT, Churk (Church at work), Welsh Language society, Women at work and these are increasing.  We also have an ethics committee which meet quarterly and any concerns from employees can be raised anonymously.
We also have an ‘Ask the Chief’ forum where employees can ask any questions or raise any concerns/complaints with the Chief Constable.  This is an online forum and submissions can be anonymous. This allows employees to have a two-way communication. The Chief Constable also holds a ‘road show’ where he travels around the various police stations and offices and holds a Q&A session – this has also moved to remote dial-ins due to the pandemic.  In the latest ‘dial in’ the new Chief Constable told the employees that ‘as long as decisions can be justified that he will support them’ – this gives employees a clear sign of empowerment in doing their roles.
Wellbeing provision in Dyfed Powys Police is a major priority and all employees have access to occupational health provision.  We also have health and wellbeing fayres but again due to covid these have been postponed as they are unable to be carried out remotely.  We also have access to Care First which is a 24/7 employee assistance programme (EAP) that can be accessed – this is especially important for Police Officers that may need access to a health expert following a traumatic experience.
The organisation has high levels of employee engagement due to the autonomy and trust that it has in its employees.  Over 90% of the office-based employees have now moved to remote working.  The organisation ensured that we were provided with the resources needed to make the change.  Extra staff were recruited to the IT department to ensure that all employees felt supported.
Since we started remote working, we have introduced daily check-ins with Line Managers and encouraged increased team meetings. We also share any good news stories and successes at these meetings which can help to raise morale with the team working remotely. We have started having regular 1:1 meetings where informal discussions take place around performance. Research has shown that regular meetings to discuss priorities and objectives are encouraging improved employee engagement even though teams are currently away from the workplace.
Within Dyfed Powys, we use a traditional performance management system called the DAP process (Development and Assessment profile). Our organisation objective is set by the Chief Constable at the start of the year and departmental objectives set by the Head of HR, with personal objectives chosen by the employee. The result of the organisational goals being tied to our departmental and personal objectives boosts employee engagement as was shown in research carried out by both (Gallup,2016) and (Deloitte,2015). 
I recently attended the Independent Advisory Group meeting and have included a copy of the actions in Appendix 1.  This meeting is chaired by our Equality and Diversity Manager and I have also been invited to attend the Embracing Diversity Group meeting in late February and also the next Gender Equality meeting.



Question 2

Following the pandemic organisations need to focus on re-connecting employees by showing empathy, understanding and increased personality in their communications and interactions. (Yohn, 2020). Within Dyfed Powys the weekly bulletin which is designed by the Chief Officer team.  Every week a chief officer records a Film Friday as part of the bulletin.  I feel that this engages employees on topics that matter to them and makes it very personal.  The Chief Constable also takes part in the films and always ends his recording with a message for the employees – he comes across very sincere and I feel that this engages the employees and makes them feel part of the organisation.  The bulletins are interactive and easy to read. I have attached screenshots of the bulletins in Appendix 2.
The new intranet DPPi2 includes various information for employees which can be accessed easily – this includes policies, guidance and advice, translation service, information about different departments, newsfeeds etc.  It also has a platform that employees can use for putting notifications ie. upcoming events, retirements, celebrations and also has a selling platform.
We also have a weekly online magazine called ‘Routine Orders’ where all promotions, transfers, retirements, resignations and recruitment personnel are listed.  I feel that this also keeps the employees engaged as it gives them access to the changes within the organisation in relation to staffing.
We are currently developing ‘meet the team’ profiles for all employees.  Due to the move to remote working we felt that it was important that our colleagues in differing departments could look on the intranet and find out who we are and what we look like as we don’t get to meet up face to face like we did prior to remote working.  A bulletin was put out recently to submit our profiles and I feel that this will be of benefit – especially when new employees join the organisation.  There is also a structure diagram which is interactive and employees will be able to click on each staff member and access their details easily including what areas of work they deal with eg. For my profile it reads ‘talk to me about police officer recruitment, expression of interest processes, interview training and any promotion queries’.  This will signpost employees to the correct person to deal with their queries and yet again help them feel supported.






Question 3


I have met with my Line Manager to discuss my development needs.  After our meeting to discuss employee engagement I feel that I have a very good understanding.  I feel that the organisation listens to the employees and provides transparent and truthful communications.
I am going to be involved in the delivery of the new Transformational Leadership programme and feel that this will help my development.  The relationship between an employee and their Line Manager can have an extremely positive impact on employee engagement but can also have a negative impact and it is therefore important that our Managers have the necessary skills.
I have also identified that the onboarding process for our police staff members is inadequate and have arranged with my Line Manager to carry out benchmarking practice on the process in various organisations.  I will then be involved in the design and implementation of the new onboarding system.
Our employee relations department updates our company policies.  My Line Manager has tasked me to update our Recruitment and Selection policy due to changes in our Expression of Interest process.  Employees are unaware of the rules around this process as they are not detailed in our policy and this is an action I will take from our meeting.
Within Dyfed Powys Police we have a communications department and I am going to arrange a meeting with the Lead to discuss future communications for our recruitment campaigns.  I am also arranging to send a survey to our recently recruited officers and staff to gain an understanding of their impression of the force in the early stages of their career, and plan to continue this throughout their employment.  This will help us to identify any areas that we need to improve on as an organisation.
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Appendix 1ACTIONS OF PREVIOUS MEETING

Name of meeting: Independent Advisory Group 
Date: 14th January 2022           
Time: 10:30am
Venue: Skype

Meeting Chaired by: 
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	Attendees:-
	XXXXxxxxxxxx, xxxxxxxxxxxxxxxxx,XXXXXXXXXXX, XXXXXXXXXXXXXX, XXXXXXXXXXXXX



	[bookmark: _Hlk85189114]Apologies:-
	XXXXXXXXXXXXXXXXXXXXXXXXXXX



	Action Plan Colours:
	Green = Complete
Amber = In Progress
Red = Not Completed






	No.
	Action/Key Decision


	Owner
	Timescale
	Status
	Update

	



IAG/001/100621/A




	RB to seek the views of the National Independent Advisory Group in respect of the accessibility of the BSL Option and provide an update at the next IAG meeting.
	XX
	Next Meeting
	In Progress
	Sian Davies to chase XX on an update.

	




IAG/002/141021/A





	Engagement to be made with youth in communities, to strengthen their confidence with the Police. Emphasising they aren’t there to scare people but to help.

Suggestions made to particularly strengthen officer visit in West Wales Islamic Cultural Association. 
	 Sian Davies / Teleri Williams
	Next Meeting
	In Progress
	Sian Davies liaising with Bethan James to assign more suited officers to youth communities such as school liaison officers.

Update – Sian D emailed Bethan on 

Sian Davies to liaise with Teleri Williams and Nia Rees to remind PCEO’s to visit and engage more with the younger people in small communities.

	


IAG/003/141021/I



	Linda Elias presented her SIP (Safeguarding Investigation Prevention) Vulnerability document to the group.
All group members thought highly of the document, all positive comments were made.
This document will be available to all officers in force.
	----
	---
	----
	
For information of the group


	


IAG/004/141021/A


	IAG member raised an issue whereby they percieved an officer’s behaviour towards them wasn’t professional.
Queries were raised on what training is given to officers on communications skills & what training is provided for unconscious bias.
	Sian Davies
	Next Meeting
	Completed
	Sian Davies to check with Simon Tudor what training is provided to student officers in regards to communicating respectfully and efficiently to the public.

Update – 10.11.21, Sian had a meeting with Simon Tudor. He confirmed both communication and unconscious bias training are given in students in initial training. They do get taught to communicate to people with disabilities and generic diversity.

They also hold scenario days in initial training where they test student’s communication skills. Simon did suggest that external members can come in and role play again soon.

	

IAG/005/141021/A



	
A member shared that our Positive Action officer could visit the West Wales Islamic Cultural Association, to provide information about Police recruitment.
	Sian Davies
	Next Meeting
	Completed
	Sian Davies to provide Nia Rees (Positive Action) with appropriate contact details.

	

IAG/006/141021/A


	Discussion took place around Body Camera to be shown again in the IAG meetings.
	Sian Davies / Ch Insp Tom Sharville
	Next Meeting
	In Progress
	Sian Davies to contact IT to see if we can access the footage again.

Update from TS - 05/11/2021:

[bookmark: _Hlk91072694]Ahead of the next IAG TS will request the BWV footage to go alongside any Stop and Search incidents that are being reviewed.

	

IAG/007/141021/I



	Inspectors are now given access to view officers body cameras, to ensure they are being activated at every Stop and Search scene.
Also, some officers lacked confidence around the Stop and Search process. Therefore, new mentoring schemes have been put in place to help strengthen the quality of officers Stop and Search cases. 
	----
	----
	----
	For information of the group


	
IAG/008/141021/I&A



	Group were satisfied with the Terms of Reference for the IAG.

	Sian Davies
	Next Meeting
	In Progress
	Sian Davies will upload the new ToR to the force website and internal intranet.

Sian has uploaded TOR to internal intranet, Teleri Williams advised to hold off posting them on force website.

	
IAG/009/141021/I


	DPP are working hard to improve diversity in force by:
· Having a Positive Action Officer
· Having Community Engagement officers.
· An app has now been created so officers can take people details down instantly if they are interested in becoming a PC. This information gets dialled straight through to the force’s positive action officer to follow up on.
· PCSO’s & PCEO’s target recruitment advertisement in the diverse communities.
	----
	----
	----
	For information of the group


	
IAG/010/141021/A


	Figures requested by the group of how many Ethnic Minority Group individuals get Stopped and Searched.
	Ch Insp Thomas Sharville
	Next Meeting
	Completed
	Ch Insp Tom Sharville to research the figures and share them in the next meeting.

Update from TS - 05/11/2021:

TS will present BAME S&S data at the next IAG meeting.

National Data:

Attached is a document that shows our S&S rates compared to all other forces in England and Wales.
The Welsh forces are highlighted:



In addition to this our disproportionality rates for BAME searches are as follows when compared to most similar forces:

1. Lincolnshire – 3.2
1. Norfolk – 2.9
1. Dyfed Powys – 1.3
1. Cumbria – 1.1

Meaning that BAME people are 1.3 times as likely to be stopped in Dyfed Powys than a white person.



	
IAG/011/141021/A

	The Equality, Diversity & Welsh Language Manager is creating a cultural awareness video for our staff and officers to educate and improve understanding of our communities. We are looking for willing volunteers to participate in the video.
Information regarding the video to be circulated to IAG members.
	Teleri Williams / Sian Davies
	Next Meeting
	Completed 
	Sian Davies to share cultural awareness video information.

	

IAG/012/141021/I


	The Equality and Diversity team contact the Business Support Unit prior to every IAG meeting to query if we are able to hold the meetings at HQ or if we need to continue holding them virtually due to Covid19 restrictions. Sian Davies will continue to query with HR – BSU prior to future meetings.
	----
	----
	----
	For information of the group


	
IAG/013/141021/I&A

	With great pleasure we announced that the IAG Group had been nominated in our annual force awards for ‘Volunteer of the year’.
Details of the award ceremony will be provided to the group.
	Sian Davies
	Next Meeting
	Completed
	Sian Davies to circulate award ceremony details to the IAG group.

	
IAG/014/141021/A

	One IAG member usually attends the Strategic Mental Health meetings, however the members has not received an invitation for quite some time. 
	 Sian Davies
	Next Meeting
	In Progress
	Sian Davies to contact the Mental Health Co-Ordinator to ask if an invitation can be sent to future meetings.

22.12.21 – Sian liaised with Ross Evans, and he advised me this meeting has merged into another one which Derek’s boss already attends, However, he is going to look into including Derek again.

	
IAG/015/141021/I

	 A member shared that Interpreter now no longer exists and a Sign Video is now available, 24/7. 
	----
	----
	----
	For information of the group




Next Meeting:
18th March, 2022












Appendix 2

[image: ][image: ][image: ]








Stop and search rate per population.docx
		Stop and search rate per 1,000 people, by ethnicity and area



		Police force area

		All

		Asian

		Black

		Mixed

		White

		Other



		

		Rate per 1,000

		Rate per 1,000

		Rate per 1,000

		Rate per 1,000

		Rate per 1,000

		Rate per 1,000



		All - including BTP and excluding Greater Manchester

		11

		15

		54

		16

		6

		18



		Avon & Somerset

		5

		4

		24

		8

		3

		7



		Bedfordshire

		5

		6

		10

		10

		3

		4



		British Transport Police

		N/A*

		N/A*

		N/A*

		N/A*

		N/A*

		N/A*



		Cambridgeshire

		3

		3

		17

		4

		2

		7



		Cheshire

		4

		2

		23

		5

		3

		7



		Cleveland

		3

		4

		13

		6

		3

		8



		Cumbria

		4

		4

		17

		2

		4

		0



		Derbyshire

		2

		3

		7

		4

		1

		0



		Devon & Cornwall

		3

		3

		31

		4

		3

		5



		Dorset

		3

		2

		48

		6

		2

		5



		Durham

		3

		4

		11

		4

		3

		14



		Dyfed-Powys

		6

		6

		22

		8

		6

		0



		Essex

		12

		14

		47

		17

		9

		9



		Gloucestershire

		4

		3

		21

		14

		3

		5



		Greater Manchester

		N/A*

		N/A*

		N/A*

		N/A*

		N/A*

		N/A*



		Gwent

		5

		17

		40

		15

		4

		15



		Hampshire

		5

		6

		39

		9

		4

		5



		Hertfordshire

		7

		6

		24

		16

		5

		16



		Humberside

		3

		4

		15

		3

		3

		3



		Kent

		6

		4

		36

		9

		4

		43



		Lancashire

		6

		9

		19

		7

		4

		7



		Leicestershire

		4

		3

		14

		4

		3

		2



		Lincolnshire

		4

		6

		34

		8

		4

		10



		London, City of

		N/A*

		N/A*

		N/A*

		N/A*

		N/A*

		N/A*



		Merseyside

		25

		14

		65

		24

		21

		19



		Metropolitan Police

		34

		26

		71

		24

		18

		27



		Norfolk

		6

		4

		48

		10

		5

		13



		North Wales

		7

		5

		13

		8

		7

		0



		North Yorkshire

		3

		5

		14

		6

		3

		5



		Northamptonshire

		3

		4

		18

		6

		3

		1



		Northumbria

		4

		5

		14

		4

		4

		1



		Nottinghamshire

		5

		6

		17

		8

		3

		8



		South Wales

		10

		16

		55

		18

		8

		11



		South Yorkshire

		11

		13

		22

		12

		9

		9



		Staffordshire

		5

		15

		34

		13

		4

		14



		Suffolk

		5

		4

		26

		12

		4

		33



		Surrey

		5

		7

		34

		8

		4

		6



		Sussex

		5

		5

		47

		6

		4

		9



		Thames Valley

		6

		8

		17

		10

		3

		4



		Warwickshire

		3

		4

		31

		7

		2

		8



		West Mercia

		4

		14

		41

		8

		3

		13



		West Midlands

		8

		13

		22

		20

		5

		1



		West Yorkshire

		6

		11

		15

		9

		4

		5



		Wiltshire

		2

		4

		16

		4

		2

		2





* Not applicable

Download table data for ‘By ethnicity and area’(CSV) Source data for ‘By ethnicity and area’(CSV)

Summary of Stop and search By ethnicity and areaSummary

The data excludes Greater Manchester Police.

The data shows that, in the year ending March 2020:

· the Metropolitan Police in London made almost half (49%) of all stop and searches in England and Wales

· there were 34 stop and searches for every 1,000 people in London, compared with 6 per 1,000 people in the rest of England and Wales

· there were 71 stop and searches for every 1,000 Black people in London, compared with 28 per 1,000 Black people in the rest of England and Wales

· London had the highest rates for all ethnic groups except for the Other ethnic group (where the rate was highest in Kent) and the White ethnic group (Merseyside)

· Black people in Dorset were stopped and searched at a rate 23 times higher than White people – the biggest relative difference between White people and another ethnic group

· Black people in West Mercia were stopped and searched at a rate 14 times higher than White people in West Mercia, and 13 times higher in Warwickshire

· the rate for Asian people was 5 times higher than the rate for White people in West Mercia

· the rate for people with Mixed ethnicity was 4 times the rate for White people in Gloucestershire, West Midlands and Gwent

· Derbyshire and Wiltshire had the lowest overall rates




image4.png
Levelling the playing field through Positive Action

We're supporting a national campaign from the NPCC Police Uplift Team called ‘All Together Better’. The campaign aims to raise
awareness around the benefits of a diverse workforce and to explain why the use of Positive Action is vital to achieving this.

A recent survey revealed that 56% of our current national workforce don't fully understand what Positive Action is, and illustrated
that there are still many misconceptions within forces around both its existence and purpose.

The role of All. Together. Better is to help change that - by highlighting the important role of Positive Action in helping us recruit
and support officers from a broader base to forge and maintain good relationships with the people we serve.

More >>>

See all of this week’s news >>>
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BULLETIN

Rounding up our week at Heddlu Dyfed-Powys Police

If you're able to work from home, it's now the law that you do so.

Please get your booster jab to disrupt the transmission of Covid-19.
Remember, it's still your responsibility to:

¥ Social distance — maintain a two metre distance.

¥ Wear your face masks at all times when in work buildings and vehicles.

¥ If you are in a situation where you can't maintain a distance, don't stop to talk, keep moving.
v Wash your hands often.

Together, we'll keep each other safe.
If you believe you have coronavirus, you should access internal Test, Trace, Protect facilities.
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FILM FRIDAY | Deputy Chief Constable Claire Parmenter

Click here to watch this week’s Film Friday from Deputy Chief Constable Claire Parmenter.

NEWSFEED | Organisational Highlights:

Neighbourhood Policing Week of Action 17 - 23 January

Following the success of the Response Policing Wellbeing and Recognition Week of Action in March 2021, Neighbourhood Policing
asa discipline will be holding their own commencing on Monday January 17.

This is the first time such a week of action has been developed to recognise and celebrate the vital work that all our Neighbourhood
Policing officers, PCSOs and volunteers perform.

A series of wellbeing materials and events will be available to you during the week.

More >>>
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