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[bookmark: _Toc95068544][bookmark: _Toc95070339]Glossary of terms 

CoP – College of Policing 
DPP – Dyfed-Powys Police 
GDP – Gross Domestic Product 
NEET - Not in education, employment, or training 
ONS – Office of National Statistics 
PCC – Police Crime Commissioner
PDR – Performance and Development Review
Smarter working – home working and working from another location in the force area 
TM – Talent Management  
VUCA – Volatile, Uncertain, Complexity, and Ambiguous 



[bookmark: _Toc95068545][bookmark: _Toc95070340]Executive Summary 
 
In the last 12 months the number of vacancies advertised has increased; now a candidate led labour market it is important that Dyfed-Powys Police ensure they fully broaden the scope of the availability of talent. 

The following report identifies how the external environment that DPP operate in directly impacts attraction and retention of talent to policing; considerations are given to attraction strategies in response to negative UK media. 

Consideration is also given to organisation culture, structure, and availability of technology. 

Analysis of the HR talent management systems, practices, and procedures is provided with consideration given for future ways of working based on workforce demographics, diversity, and inclusion.  

Creative recommendations are given in the context of improving attraction, selection, and retention strategies at a local and national level. 
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1. [bookmark: _Toc95070342]Introduction  

There is not just one approach to broadening the talent pool; organisations need to consider data-informed strategic approaches to attraction, selection, and retention (CIPD, 2021a and CIPD, 2020).  

This report aims to consider the impact of broadening the pool of candidates on talent management activities at Dyfed-Powys Police (DPP). 

[bookmark: _Toc95070343]1.1 Brief overview of DPP  

DPP has a hierarchical corporate structure consisting of several departments and a vertical chain of command. Policies are embedded into processes to ensure talent management activities are fair and transparent. 

The Police Crime Commissioner (PCC) has published the 'Police and Crime Plan 2021-2025' setting the direction for the next four years, identifying a clear vision of keeping communities safe, underpinned with three priorities:  

1. Victims are supported 
2. Harm is prevented 
3. Our justice system is more effective 

The plan highlights clear objectives and accountabilities for DPP to meet the strategic aims. Appendix 1 contains an overview of the PCC plan. 
Unless defined, police officers and staff are referred to collectively in this report.

Consideration is given to how DPP talent management activities can broaden the talent pool contributing to achieving these strategic aims; reaction and evaluation to the external and internal environment is crucial. 

[bookmark: _Toc95070344]1.2 What is talent management?  

Talent management (TM) is defined broadly as “the systematic attraction, identification, development, engagement, retention, and deployment of individuals who are of particular value to an organisation” (CIPD, 2021). Whilst Bethke-Langenegger (2011) considers TM as a process of gaining a competitive advantage by focusing only on high-potential individuals. 

It is sensible to suggest that TM is not just of a narrow set of activities but a combination of HR activities that add value to an organisation; regularly reviewing policies and procedures and adapting to the external and internal environment ensures that TM contributes to organisational success (Taylor, 2019 p.22). 
2. [bookmark: _Toc95070345]External Influences on Talent Management 

Without argument, organisations are operating within a VUCA environment; globalisation, instant communication and innovation have escalated adjacencies, outliners, and disruptions (Arkenberg, 2019); with an increased demand for versatile candidates with larger skills sets to fill current skills gaps (Goudsmit, 2017). 

A PESTLE analysis for DPP can be found in Appendix 2 and would not be complete without reference to the global pandemic which impacts all macro-factors. HR must craft durable talent strategies for a post-pandemic world (Hancock and Schaninger, 2020). 

The social environment is impacting most on TM at DPP. 

[bookmark: _Toc95070346]2.1 Social Environment 

[bookmark: _Toc95070347]2.1.1 Local population 

DPP serves Carmarthenshire, Ceredigion, Pembrokeshire, and Powys and this local population makeup has an impact on attraction and retention at DPP.  
The below table shows a comparison to the DPP area to Wales and the UK clearly showing difference to the local population makeup. 

[bookmark: _Toc95070265]Table 1: Local population (Source : StatsWales, 2019).
	 
	Age (years) 
	Total 

	
	0-15 
	16 - 64 
	65 & over 
	

	
	Count 
	% 
	Count 
	% 
	Count 
	% 
	

	Local area 
	86,362 
	16.52 
	302,056 
	57.78 
	134,331 
	25.70 
	522,749 

	Wales 
	562,730 
	17.75 
	1,938,266 
	61.15 
	668,590 
	21.09 
	3,169,586 

	UK  
	12,727,569 
	18.97 
	41,845,027 
	62.38 
	12,508,638 
	18.65 
	67,081,234 



DPP must consider long-term attraction strategies to broaden the availability of talent; remote working initiatives are key as the physical location cannot be changed. 

[bookmark: _Toc95070348]2.1.2 Remote working 

Accelerated during the pandemic, the number of individuals home working has been rising since 2004, driven by changes to technology and lengthy commutes but historically associated with specific industries and highly skilled or managerial roles (CIPD, 2020d). 

The pandemic has escalated remote working at DPP with formal arrangements yet to be finalised; currently competing for talent against organisations with less bureaucracy who have implemented remote working opportunities quicker than DPP can.  Remote working initiatives will assist with broadening the availability of talent and assisting with retaining individuals in the workplace for longer. 

[bookmark: _Toc95070349]2.1.3 Ageing workforce 

Globally there is an ageing workforce and by 2050 it is predicted there will only be two working individuals to support one retired person (PwC 2021). Table 1 shows that the DPP area has a larger percentage of over 65s than nationally. Organisations need to find a way to empower this generation as increasing employment rates could potentially boost the UK GDP by an estimated £182bn (PwC, 2018).  

Whilst UK governments consider approaches to support individuals and delay exiting the workforce; organisation policies, practices, and procedures must ensure age discrimination does not exist (Krekula & Vickerstaff, 2019). DPP is driven by performance-related outcomes, making efficiencies where possible; equality impact assessments should be undertaken to include age. 

It would be prudent not to consider the wider societal impact of why the older generation exits organisations earlier than expected; 40% of UK grandparents over the age of 50, provide regular free childcare (AgeUK, 2017) reducing the financial burden on parents allowing them to continue working. Around 9% of the DPP workforce are aged 55 years and over and 41% are aged 41 – 55 (DPP, 2021); flexible working opportunities need to be implemented to retain employees.

Driven by the availability of improved healthcare and better lifestyles, the 2015 police pension reform increased the pension age to 60 (GOV, 2015). Lengthening the retirement age organically causes DPP to retain employees with specific skillsets for longer; without robust succession planning activities, a loss of talent is inevitable. 

Exploration of strategies to retain talent after retirement age should be considered. The ‘retire and return’ scheme for NHS workers provides opportunities for supplementary income on top of pension payments (Department of Health, 2017).

[bookmark: _Toc95070350]2.1.4 Future workforce 

In the UK, 10.1% of individuals aged 16-24 were not in education, employment, or training (NEET), an increase on the previous quarter (ONS, 2021). A government-funded initiative to employ individuals of this age, ‘Kickstarter’, ended in December 2021 which might be the cause for the recent rise in NEET individuals; the full impact of this scheme will be revealed in September 2022 when it expires (GOV, 2021).  This should concern DPP as most roles expect individuals to have qualifications or comparable experience. 

A rise in full-time students, early retirements, and long-term ill-health individuals, categorised as economically inactive, has reduced the talent pool further; the government have intervened by adjusting the parameters of universal credit for jobseekers with job centres responsible for the overall success (Plummer, 2022).

The impact of the pandemic and a shift to home learning is yet to be realised; research suggests that current school-age children will acquire lower skills and forecasted future earnings 3% lower (Coughlan, 2020). DPP can broaden their talent pool by upskilling employees, creating career pathways by identifying and developing high-potential performers based on performance and engagement matrix rather than longevity in role, a robust supportive mentoring scheme and a timetable of learning opportunities (Sher, 2020).  

Newly appointed police officers are subject to a professional training framework (PEQF) implemented by the College of Policing (CoP) based on operational training and underpinned by academic theory (CoP, 2020). Research suggests that the academic element has not been a barrier to entry and students having an overall positive experience shown by national retention of around 95% (CoP, 2020a). Arguably, DPP student officers’ attrition has increased, sickness levels have risen, and negative feedback received about balancing employment with a university timetable causing wellbeing concerns. Potential candidates are no longer considering policing as a viable career due to academic pressure and initial low wages. 

One aim of PEQF was to increase engagement with ethnic minority groups but cultural perceptions are harder to change as opinions are driven by community leaders' and historic events where policing has been deemed unfair such as unlawful stop and search (CoP, 2020b). 

To fully broaden the talent pool, HR-positive action must engage with DPP diverse communities and implement diversity and inclusion strategies.

[bookmark: _Toc95070351]2.1.5 Females in the workplace 

The pandemic, in some ways, has heightened the inequalities for women in the workplace. It has intensified work and home pressures with a quarter of women considering exiting the workplace (Masterson, 2020); with tech industries reporting 57% of females are predicted to leave their employer due to work-life balance (Crossan, 2022).  

Unexpectedly, the UK and Wales has a higher percentage of women with dependants in the workforce than without (ONS, 2019); arguably caused by government initiatives such as thirty-hours free childcare. It would be wise to consider the limitations of this data as reported pre-pandemic.  

If women choose to exit organisations, the pay gap will widen. 63% of survey respondents stated they would not consider employment with a company that had a large pay gap for similar work (Schell, 2018); this has an indirect impact on attraction.  

DPP should use the pandemic as a catalyst to reduce gender equalities; a global survey suggests that organisations must craft inclusive workplaces, committing to building female representation at senior levels, normalising flexible working, and offering rewarding development opportunities (Deloitte, 2021). Due to a lack of menopausal support, around one million women may exit their organisation (Hill, 2022). Aster Group implemented workshops for male colleagues extending this further to include discussion groups including webinars, and workshops for females on nutrition and HRT (Gough, 2022). DPP has implemented menopause support for females and managers; more work is needed to ensure these were not just one-time events. 

The attraction of females to policing is a national issue. It would be shrewd not to consider how the increased negative media has impacted the political environment that DPP is operating within.  

[bookmark: _Toc95070352]2.2 Political environment 

In 2019 the UK Prime Minister launched a police officer recruitment drive to recruit 20,000 additional officers over the next three years (GOV, 2019). At face value increased policing efforts cause increased public trust but there are political comparisons to the Thatcher era where an increase in riots meant the need for police to be on their side (Paterson, 2019).  

Despite best efforts to increase public confidence by recruiting more police officers, what would transpire over the next two years could not be predicted.

[bookmark: _Toc95070353]2.2.1 Public perception of policing  

Since a Metropolitan police officer, utilised policing powers to kidnap and murder a woman, policing has been under the microscope by UK media. The failings of one police force are impacting public confidence and legitimacy (Dodd, 2021). Controlling an organisations reputation is a challenge; negative reviews on social media can immediately taint a prospective candidate (Farrand, 2018). Long-term strategies need to create a culture that promotes reporting colleagues for inappropriate behaviours increasing public confidence; HR must lead this culture transition (BaMaung, 2021). 

Since the #BlackLivesMatter movement, only a third of ethnic minority Britons have trust in the police; with more than half reporting police brutality as an issue (Abraham, 2021). 

In 2019, even before these events, people in the UK searching for police jobs on Indeed had fallen by 19% since 2017, suggesting that jobseekers would need to be convinced to undertake the challenging role with anti-social hours (Baska, 2019).  

Low public confidence will have an impact on attraction and retention at DPP, but this is yet to be fully recognised.  

[bookmark: _Toc95070354]2.2.2 Leaving the EU 

Brexit has reduced the talent pool for recruitment, creating staff shortages in roles typically occupied by lower-skilled EU Nationals (Ali, 2021); Despite Brexit national vetting policing rules stipulate individuals joining DPP must have resided in the UK continuously for three years immediately reducing the talent pool available to recruit from. Being able to recruit from a UK only talent pool, not only reduces the availability of talent but can impact diversity.

[bookmark: _Toc95070355]2.2.3 Diversity and inclusion 

There is external pressure and internal demand to increase the workforce representation to parallel the communities DPP serve. 

Diversity is about acknowledging differences and inclusion is ensuring individual differences are valued, creating a sense of belonging (CIPD, 2021c). The business case for diversity and inclusion (D&I) is more than a legal case; outcomes from D&I include improved resourcing of talent, enhanced employer brand, and increased trust with stakeholders (Rohwerder, 2017). Barriers to equality still exist; changes to attraction and selection of candidates, access to flexible working and organisational culture and policies change is needed (CIPD, 2018). 

Invitae, a genetics company, have amplified their D&I strategy creating internal communities and allyship extending this to foster relationships with the community (Fluker, 2021). DPP have six staff support networks providing a community for employees but there is little connection with the external community. There is an opportunity to enhance this to foster relationships as part of an attraction strategy. 

It is hard to dispute the positive impact of D&I but there is little data to suggest that increased diversity improves organisational effectiveness, profits, or innovation (Ely and Thomas, 2020). Organisations need to think wider with an application of people-centric growth strategies, developing innovative leaders, and D&I initiatives that encourage respect not just recognition (Llopis, 2017). 

Even with suitable D&I initiatives; the rising cost of living will have an impact on their success rates.

[bookmark: _Toc95070356]2.3 Economic Environment 

It would be prudent not to consider current UK macroeconomic factors. ONS (2022) reported the highest inflation rates in nearly thirty years, grocery prices have risen by 3.8% in comparison to the same period last year (Inman, 2022) and the price cap on gas and electricity will rise by 54% in April 2022 (Ofgem, 2022). 

The Bank of England predicts that the squeeze on wages will be the worst since 1990, raising interest rates to slow down soaring prices (Chan, 2022). 

Public sector wages grew by 2.7% whilst in some private sectors, wages grew at a considerably higher rate of 5.4% (Hatchett, 2022). Job vacancies have reached a record high (ONS, 2022a) and some organisations are increasing wages to attract skilled workers. Due to a shortage of skilled lawyers' salaries have risen by 131% compared to last year (BBC, 2022). Even supermarkets have increased wages above the national minimum wage; Sainsbury's have invested £100m on staff pay and benefits for frontline staff (BBC, 2022a). To maintain current standards of living, it is predicted that individuals will need to experience a wage growth of 7.1% in April 2022 (Faragher, 2022).

Due to national pay scales, robust job evaluation processes and budgetary constraints, DPP are unable to react to labour market demands by increasing wages. In addition, current employees may view private sector wages as more attractive and exit the organisation. Without the extreme rise in the cost of living, other non-monetary benefits may increase retention but with wages being squeezed, organically individuals are going to look at ways to earn more money. 

The employer brand bridges organisation values, people policies and strategies to compete effectively in the labour market and will exist without intervention from HR due to perceptions of others (CIPD, 2020c). Catalysts in the external environment have given DPP an opportunity to interrogate the perceived employer branding and re-align. 

For maximum impact on talent management, the evaluation of the external environment needs to be contextualised with internal factors.

3. [bookmark: _Toc95070357]Internal Influences on Talent Management 

Funded by taxation and the policing precept, finances must be managed internally to provide an efficient service to the public.  

With a lack of revenue-generating opportunities, organisational design, culture, and climate are key to achieving strategic business aims. HR must oversee and coordinate the workforce within the confines of budgetary constraints.

[bookmark: _Toc95070358]3.1 Organisational Culture 

Organisation culture is simply ‘the way we do things around here' (Schein, 2004) providing a way for an employee to understand the organisation, develop connections for a common purpose, and voice their views (CIPD, 2020a). Although the link between culture and performance is weak, arguably if the culture creates an unengaged and unmotivated workforce, productivity will decrease affecting organisational performance. Although DPP has a clear governance structure of policies and procedures, there is a strong perception of how things are done which sometimes contradicts the rules; HR must influence others to be compliant to maintain fairness and transparency. 

Culture can develop a competitive advantage as employees have a shared sense of belonging becoming the reason individuals go to work (Sundberg, nodate) assuming high job quality exists. Culture is sculpted by incentives and underpinned by a combination of values and beliefs, moulding individuals together to reinforce the narrative (Watkins, 2013). DPP employees are bound to a code of ethics which identifies specified parameters for behaviours and decisions making; some DPP employees also wear a uniform indirectly creating a sense of belonging.  

Bad organisational habits are taught; managers need to set good examples and have an honest, open onboarding process (Richardson, 2021). LinkedIn has adapted to a virtual five-day programme providing short bursts of training twinned with networking opportunities (Trevor, 2021) whilst Wrike provide a welcome pack containing socks and coffee to all new employees to make them feel at home (Chabanova, 2019). 

DPP has a recognised trade union with seventeen representatives (DPP, 2021). Despite the value in collective bargaining, there is a rise in individualism; as professional and personal lives blend, growing humanisation of the workforce allows people to be more confident and willing to question what matters to them (McCulloch, 2022). Individuals follow their feelings rather than logic, want to change careers and leave where they grew up (Olsen, 2021). Individualism is an opportunity for organisations to define a clear attraction and retention strategy. 

[bookmark: _Toc95070359]3.2 Organisational Structure 

As expected from a police force, a tall hierarchical structure exists with a strong chain of command. Due to the large geographical area, there are elements of a functional structure as each area is given autonomy to move resources to meet demand in that area (Indeed, 2021). This type of structure reduces the ability to cross-train employees and the ability to take a holistic view of all DPP employee’s skills. Upskilling and training without consideration to other individuals who may have the skills required is a costly strategy; strict policies restrict DPP ability to move employees for organisational benefit. 

DPP are characteristically unable to enact change quickly. People-centred decisions require long consultation periods causing resistance from individuals to raise innovative ideas due to the time and resource it can take to implement, diminishing the employee voice and causing decreased morale impacting retention.  

Rank-ordering of people creates greater competition between employees, engaging in upward comparisons assuming higher ranks equals higher status and wellbeing (Fath and Kay, 2018). The rise in competition increases unethical behaviour; HR practices must be inclusive and fair, challenging senior leaders when needed. The perception at DPP is that there are more opportunities in other geographical areas which causes resentfulness; top-level decisions need to combat decisions being made in a silo without consideration to the wider organisational need. Technology initiatives implemented could reduce this.

[bookmark: _Toc95070360]3.3 Technology 

The fourth revolution is blurring the lines between technology and people redefining future ways of working; employees must be supported through this transition (World Economic Forum, 2019). 

TM is a combination of HR activities, which at DPP typically happen without interaction. Technology can be used to bring these activities together to enhance organisational performance. Research suggests that not everyone would be confident that automation improves their work; consultation and communication is vital for success, by listening to the employee voice and advocating for individuals at the senior level (CIPD, 2020b). Overconsumption of technology can impair employees' wellbeing causing physical disconnection, poor sleep, anxiety, and depression (Joyce et al, 2018). Successful implementation of technology can have a positive impact on engagement by increasing communication channels, reducing inaccuracies, and aiding people with disabilities. 

DPP have an IT department with the capability to build and develop systems in-house. Due to the increased pressures to find technological outcomes to increase performance and reduce costs, this resource is scarce, and departments look for external IT solutions or create quick fixes where budgetary constraints cause systems to meet only half the requirements. 

4. [bookmark: _Toc95070361]Findings

The pandemic and government-enforced regulations drove a move to remote working. Although overall engagement rates have remained constant, some employees have experienced a lack of managerial support whilst others have felt micro-managed with little trust or autonomy. This inconsistent approach has escalated a smarter working project to provide strategic oversight and parameters for the future ways of working at DPP; each role will be categorised based on responsibility and duties performed rather than individual or managers preference.  Before the pandemic, the categorisation of roles would have been a lengthy bureaucratic process of influencing senior leaders who mistake presenteeism with high performance. As employees have been working from home for the last twenty-three months, there is little disagreement in who needs to attend an office environment to undertake a role. The move to smarter working will be welcomed, but employees will require social interactions, and if not manufactured online, flexibility needs to be afforded to employees to attend a physical space to achieve this. 

Internal communication has been integral at DPP to managing the recent pandemic. Employees have been forced to move away from ‘corridor conversations’ and refer to formal communication channels positively impacting employee engagement, as the correct information is being received.  Consideration needs to be given to how DPP control communication channels as they transition to a smarter working regime; employees should not revert to informal channels as these can contribute to reducing motivation and employee engagement.   

Before the pandemic, it was evident that the induction process at DPP was not fit for purpose and remote working has exacerbated this. A successful onboarding process should have a positive effect on performance, providing a seamless transfer from recruitment, impacting retention. DPP organisational, governance structure and limited resources mean creation and implementation of a new induction process will take a considerable amount of time to complete. Currently, line managers are responsible for onboarding new starters and there is no consistency on what is provided other than a formal probationary checklist, which lacks an individualist or departmental approach.  

Substantial investment has been made in the procurement of an Applicant Tracking System (ATS) in collaboration with other Welsh police forces. For some roles, the outcome from a submitted application has been reduced from eight weeks to instant notification; this is due to the integration and use of online behaviour/situational testing, impacting the candidates journey positively. On the other hand, the ATS has increased completion time for internal candidates due to the inability to integrate data across internal HR systems. Further development of the ATS is required to fully maximise benefits with internal integration of officer promotion processes and talent bank functionality. Investment has been made to fund a temporary ATS system development team however to continuously adapt to a VUCA environment, this team should be permanent allowing recruiters to implement strategic attraction strategies rather than concentrating on labour-intensive system updates.  

Historically, DPP has relied on organic attraction to vacancies advertised. This is because DPP was a perceived employer of choice because of the salary/benefits of working within the public sector and lack of other opportunities in the local area. Although TM activities are being conducted, there is no formal attraction strategy that brings together an overall successful toolkit, driven by key HR metrics. The VUCA environment and a move to individualism means that it is no longer possible to rely on organic attraction.  

There is a clear path of promotion for police officers (rank structure) with only internal competition for the vacancies. The opposite exists for police staff; staff are subject to recruitment processes competing against external candidates, lack of formal career pathways and opportunities dependent on employee turnover in senior roles. For police staff to progress, they quietly assume that they would have to exit the organisation.  

Performance management policies, processes and systems exist to support and drive individual performance. Managers are not consistent in dealing with under-performance potentially causing conflict within teams, erosion of employee engagement and loss of talent. With the inability to manage poor performers, it would be difficult for DPP to implement career pathways routes based on high-potential talent as inconsistencies would arise in achieving this fairly across the breadth of the organisation; leaders would need to be equipped with further skills. 

A DPP PDR system has been created in-house but has been negatively received due to not being effectively communicated when launched and time-consuming to complete; now being considered as a tick box exercise for promotion purposes. The PDR system lacks clear guidance and how it can be used by all and not just individuals who wish to progress their careers. 

Workforce and succession planning activities are conducted both by HR and departmentally, typically concentrated on retiring officers exiting ensuring specific skillsets are not lost by developing another officer the same way. This is a narrow approach and lacks a long-term strategic vision. It does not consider the VUCA environment, future skillsets required, or future generational needs. There is a lack of transparency or process for retaining employees with a specific skill set who have been highly invested in. Creation of infrastructure to support the retention of staff after retirement age is needed, with formal utilisation of temporary and zero-hour contracts like the NHS. 

It should be noted that the PCC has recently appointed a new Chief Constable, and at the time of this report, DPP is transitioning to a new leadership approach. Feedback is being obtained to finalise the priorities which will feed the PCC strategic aims. 

5. [bookmark: _Toc95070362]Conclusion

DPP undertake TM activities typically in a silo across departments; there are pockets of good TM activity, but in some areas, full realisation, and communication is needed to ensure they are fair, ethical, and transparent.

Robust processes and policies are in place, and sometimes these are followed to the detriment of high-potential talent and organisation performance.  

To fully maximise return on investment and contribute to the employer brand, the investment in the ATS system needs to be catapulted to the next level. 

Attraction to DPP is no longer organic. More must be done to react to the tight labour market and negative perception of policing to offset the inability to raise wages to match the private sector; reviewing the employer brand is significant to this.

Change is needed to increase the opportunities that strong TM strategies can achieve. 
 
6. [bookmark: _Toc95070363]Recommendations 

Creative recommendations are given on ways to broaden the talent pool at DPP; consideration is given to how they contribute to achieving the PCC strategic aims. 

[bookmark: _Toc95070364]6.1 Recommendation One: Improve Onboarding process 

Rejuvenate the onboarding process to transition new employees to DPP ways of working and values. Combine current induction and probationary processes to one place, individualising the process where possible. Concentration should be given to embedding small training opportunities rather than a day of intense transition as this may cause unachievable expectations between new starters and managers. 

Costs associated with this implementation include technology upgrades (direct link to ATS), HR practitioners and learning and development resources. Senior leadership support is required to ensure success. Improving this process will allow employees to become productive, integrated and aligned to DPP values quicker. 

DPP should create a ‘welcome pack’ within the boundaries of public sector funding including an access card, car parking permit and a personalised letter from the head of department; not all onboarding is about training and therefore should encompass networking opportunities manufactured using technology already used at DPP.

[bookmark: _Toc95070365]6.2 Recommendation Two: Attraction to policing strategy

The societal perception and increased media attention is anticipated to reduce the number of females and ethnic minorities attracted to policing. To enact change, individuals must demand change from inside the policing environment. The message communicated nationally needs to change, with the CoP and Home Office taking ownership for this; DPP senior managers must communicate this message upwards. 

On a local level, HR needs to orchestrate opportunities to link in with schools at a younger age to prove policing is a viable career choice. Dedicated resources from HR including positive action, staff support networks and police officers are needed. 

If DPP does nothing and females/ethnic minorities do not become police officers, it will be harder to attract individuals to the role when there is little workforce representation internally, the gender pay gap will widen and DPP will not represent the communities served, which could dent public trust and confidence further.

[bookmark: _Toc95070366]6.3 Recommendation Three: Improve Employer Brand 

DPP has historically relied on organic attraction which is no longer a viable option due to changes in the external environment. 

A review of the current employer brand should be undertaken. Identification of limitations both internally and externally, being mindful that some of the perceptions placed may be due to a national view of policing. 

Driven by the data collected during the review, a joint approach should be taken between HR and the communications team to ensure the right message is being delivered and understood by potential candidates. Where possible, the message communicated should form an individualist approach, concentrating on what DPP can offer as an employer in the form of learning and development, flexible working, and additional leave such as maternity, paternity etc. 

It is also beneficial to renew the internal employer brand by communicating what non-monetary rewards are available to engage, motivate and retain talent. 

Without taking time to understand the perceived employer brand and amend the message being communicated, candidates applying for roles, may not be successful during the selection process as they will not align to organisational values (which form part of the interview process), or they may exit the organisation quickly; all of which is costly and time-consuming.

[bookmark: _Toc95070367]6.4 Recommendation Four: Retirement Retention Strategy

With a younger pension age than statutory, DPP should introduce a formal process to retain individuals who retire.  The current process is messy and can be perceived as ‘favouritism’. 

The new process should be ratified through internal governance and consultation framework. Communication afterwards is key, so the workforce has a clear understanding. DPP invest highly in the workforce, therefore a successful retention process is key to increasing the return on investment. If nothing is done, DPP will continue to haemorrhage costs through training workforce members to meet immediate skill shortages. 
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	External Factors 
	Effect on DPP 

	Political  
	BREXIT 
 
 
Welsh devolution 
 
Biden Administration 
 

COVID regulations 


Media portraying of policing

	Typically, would expect staff shortages due to reduced talent pool– but Policing has rules which stipulate residency to the UK already
 
Different rules in Wales to other UK nations = talent relocating to area which aligns most to their beliefs
 
Biden is committed to the Good Friday agreement and no ‘hard border’ in Ireland = putting pressure on the government. End to peace in Ireland may bring further negative perspective on policing = attraction issues
 
Current dismay with ministers at number 10 breaking rules with ‘having parties’ = how much were police officers at downing street aware? = negative impact on policing

Recent murder case where a police officer was convicted, poor policing perception at a vigil and violence against women and girls’ movement = low trust in policing/reduced attraction to the role. How does DPP turn this into a time for change? Attract females to the role and lead from inside?
  

	Economic 
	Cost of living/fuel poverty/high inflation rates 
 
Home Office funding/council tax precept
 

Rise in local house prices 
	Not competitive with private sector roles = especially in specialised areas. 
Initial police officer salary is low = not attractive for workers to make a career change
 

Negative impact on policing if council tax is raised for policing purposes in the local area
Need to more strategic with how departments work together and remove waste in improve how money is spent. 
 
Rise in home working means more affluent people could buyer cheaper property in the force area and drive-up prices. 

	Social 
 
	Diversity of Staff 
 
 
Millennials  
 

Population demographic 



The ‘Great resignation’ 
	DPP do not exhibit a strong attraction tool kit for females/BAME = loss of talent 
Not reflective of the community served = hard to show how DPP support BAME in the workforce after attraction
 
Stereotypically ‘Job hoppers’ = a change to attraction techniques = change to retention strategies to reduce turnover and training/recruitment costs 
 
Population of the local geographical area. Over 45/retired population = Ageing workforce
Less other opportunities in the area causing unhappy individuals to stay in the organisation longer. 
Younger generation may leave the area for better employment prospects as limited opportunities in area

What are the drivers for this? Has this impacted DPP? 

	Technological 
 
	Home/agile working 
 


Recruitment process

Automation 
 

Social media  
	Key part to attraction a larger talent pool, could have negative impact on a current workforce who already lack career advancements
Increased work / life balance = lower turnover

Easy to use applicant application portal – mobile friendly – as little ‘clicks’ as possible. 

Automated on-boarding process 
Increased role satisfaction by removing transaction tasks = Opportunity for staff to be more innovative/creative/strategic

Attraction tool - improving employer brand & becoming an employer of choice. Show how DPP aligns to individuals values


	Legal 
	Coronavirus regulation 2020

 



Positive Discrimination  
 

Increase in demand for agile working
	Caused a negative perception on policing as some fines issued in arguable circumstances. Some individuals are against lockdowns and ‘freedoms’ being taken away = higher negativity against policing. 
Reduced talent pool due to this = lower attraction in the role. 
Pressures on current workforce to be seen always following the rules – hard to do when rules kept changing. Causing additional anxiety when this was already heightened due to a pandemic = rise in turnover as individuals saw the grey area appear between work and home life. 
Increasing diversity through attraction and selection strategies = mindful to equality act 2010 (section 158/159). A positive discrimination case = high cost and PR nightmare (case Cheshire Police)  
 
 Agile working policies / processes etc already work on-going accelerated due to Covid 19 

	Environmental 
 
	Geography 

CSR / Sustainability 

	Large force area – hard to create one marketing approach for attraction

Big driver from the younger workforce. When looking for employment focus on what DPP does for the environment
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