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From the start of the COVID-19 pandemic communication with Dyfed Powys Police has been excellent.  It was vital that both police staff and officers were aware of the restrictions that had to be adhered to, especially as we deal with the public on a daily basis.  Social distancing rules made policing extremely difficult and this added new demands and expectations on policing at a time when resources were already at their lowest.  Operational demand increased due to the pandemic and officers were naturally concerned about protecting themselves and their families from infection.
Our absence rates have increased due to employees either contracting the virus or isolating due to family members.  This has put an exponential demand on both the divisional HR Officers and the Employee Relations department with an increase in enquiries from staff and officers.  The ER department introduced an advice and guidance document for staff relating to covid absences and provided a guidance document for Managers.  They have however had to update these documents twice over the last 18 months due to changes in organisational processes.
The move to remote working was implemented almost instantly with only 15% of departments remaining in Police Headquarters – these were mainly the contact centre and critical offices that were unable to work remotely, although over the next 18 months many of these departments also moved to remote working.  The department had increased calls from staff members that were still at the workplace relating to concerns about covid and reassurance had to be provided that risk assessments were being carried out.  A full survey of all the offices in Headquarters was carried out and a ‘maximum number of people’ notice was highlighted on each office door to ensure that social distancing was adhered to.  
All staff work on a flexi basis and are permitted to carry over 14.48 hours per month.  During the pandemic the bandwidth increased to 21.72 hours and is still currently set at this, allowing employees more flexibility.  Annual leave was also extended – employees can normally carry over five days to the following year but this was increased to 15 days – however, this has recently reverted to five days as the organisation were concerned about staff needing to use up their extra days which would create an extra demand on resourcing during our busy periods.
We moved away from the long consultative processes that are usually part of the process prior to any changes – an informal consultative committee would usually meet to discuss any polices or changes and then a joint negotiating consultative committee would finalise the changes.  This move allowed our employee relations department to introduce a remote working policy over a very quick period which was essential.  The Employee Relations have also sent correspondence to all staff relating to well-being as this is a concern with home-working with some employees having mental health issues from lone working. With many staff members trying to juggle home working with home schooling, our employee relations department have also communicated with Line Managers the need to ensure they hold regular 1:1 meetings with all staff members to ensure their continued health and well-being and to address any issues they may be experiencing whilst home working.
Support was also provided via our IT department for all employees to assist their transition to home working which some found more difficult than others.  As a department we were extremely lucky as the smarter working project had been started and we were one of the teams that were trialling home working so we already had all the necessary equipment in place.  The smarter working project team were able to accelerate the process and bypass the usual consultative process.  This will be finalised in April 2022 and new processes put into place – work has already started to ensure we are able to make the right decisions about when, how and where we will be working in the future.
Within a short period of Covid-19 beginning the force set up a task force called Op-Talla which deals with all covid enquiries that the employee relations department are unable to answer.  Op-Talla co-ordinated the vaccinations to ensure that all officers had received their double vaccination and also agreed an arrangement with the NHS to allow all police officers and staff to receive their booster vaccination.  This increased engagement in the employees as they appreciate that the force are doing their upmost to ensure their protection from the virus.  Op-Talla also circulated an employee survey to ensure that employee voice was being heard and introduced regular ‘dial-ins’ to discuss important developments.
Employee relations noticed a decline in Fairness at Work reports during the start of the pandemic, however they have noted a slight increase over the last quarter.
Every Friday throughout the pandemic the Chief Officers have held ‘Film Fridays’ where they inform employees of any updates and important information that we need to be aware of, by keeping us involved it has helped employee engagement.

 









