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Executive Summary 

The UK has now entered the “recovery” phase of the Covid 19 pandemic following two years of disruption to all organisations and its employees, however new challenges such as the cost of living rises and pressure on emergency services requires South Wales Police to continue to adapt to the external environment.

SWP has put employee wellbeing at the forefront of its people strategy for some time, however now, due to the lasting effects of the pandemic and the new pressures emerging, it is important to ensure the workforce is able to adapt to this and continue to provide the service to the communities of South Wales. Sickness rates and demand on Occupational Health has also risen, therefore there are signs that SWP employees may be experiencing signs of burnout.

This report therefore identifies a need for a learning resource that aims to improve employee resilience and looks at how this need can be addressed, with a critical analysis of contemporary methods of learning and emerging trends including references to changes in how people learn and how advances in technology can also enhance the learning experience. This is then followed by recommendations for SWP to consider when creating a resource, ensuring that it meets both the organisation and employee needs.
























Contents 

Executive Summary………………………………………………………… 2

Introduction…………………………………………………………………... 4

Literature Review

· PESTLE Key Findings………………………………………………. 5
· SWOT Key Findings…………………………………………………. 6
· Learning Need………………………………………………………... 6
· Creating a Learning Resource……………………………………… 6-7
· Audience………………………………………………………………  7
· Learning Methods……………………………………………………. 8-10
· Digital Learning………………………………………………………. 10-11

Conclusion……………………………………………………………………...11

Recommendations…………………………………………………………….12-13

References……………………………………………………………………..14-19

Appendix A – PESTLE Analysis……………………………………………..20

Appendix B – SWOT Analysis………………………………………………..21






















[bookmark: _Hlk103290033]Introduction 

South Wales Police (SWP) delivers a service to around 42% of the total population of Wales which includes the capital city, Cardiff. SWP has around 5,200 employees which includes both Officers and Staff (SWP, 2022).

This report aims to inform senior management of an identified learning need that has arisen as a result of the external environment and also analyse how contemporary learning methods can be developed to create a solution to the need. 

Investigating crime and protecting those who are most vulnerable in society creates a challenging environment for SWP employees which has been impacted further by recent events such as the Covid 19 pandemic, increased poverty due to rises in the cost of living and high demand on front line services.

The pressure that these events have on society will inevitably impact on SWP employees themselves, therefore in order for SWP to continue to deliver on their priorities, it is vital that employees are supported by the organisation so that they can navigate through both current and future challenges.
The importance of employee wellbeing has been recognised within the Chief Constable’s Delivery Plan for 2021-2025 with “People” being an element of strategic focus (SWP, 2021).

Although SWP has many resources to assist with employee wellbeing, this report highlights a need for a learning solution which will utilise these existing resources and also take a proactive approach in enhancing employee wellbeing. This will not only benefit employees of SWP but also reduce risks to the organisation such as increased sickness absence, high turnover of staff and difficulties in recruiting to vacancies. 





















Literature Review 

To identify the learning need, a PESTLE analysis has been completed to look at external factors currently having an impact on SWP (Appendix A), this was followed by a SWOT analysis based on the findings of the PESTLE (Appendix B). 

PESTLE Key Findings 

The PESTLE findings indicate the Covid-19 pandemic has had a major impact on all aspects of life and has been a catalyst for many of the external factors impacting SWP today. As the UK begins to recover from the pandemic, economic pressures are starting to take hold, with consumer inflation in March 2022 rising by 6.2% in 12 months, the highest increase since February 1992 (ONS,2022). In comparison, the Government has recently announced a 2% pay increase for Police Officers (McCulloch,2022) which has followed a pay freeze implemented in the Spending Review 2020 (Gov.uk, 2020). 
A recent survey conducted by the Police Federation has found that actions by the government had impacted negatively on the morale of 95% of respondents and that there has been a 50% increase in the number of respondents who are “never or almost never able to cover their monthly essentials” (Chandler, 2021)

There also appears to have been a shift in what employees value in work, with employee wellbeing and work/life balance being on the high on the agenda (Wood, 2022; Sharma 2021; Ranstad 2021). 
Due to SWP being a 24/7 emergency service, it is sometimes challenging for the organisation to create the type of flexibility in roles that other organisations can offer. The nature of the work that SWP does, in particular during the pandemic can also test the personal resilience of employees. 
In the Police Federation Survey, 73% of Police Officers who are considering leaving the service were doing so due to “the impact of the job on psychological health and wellbeing” (Chandler, 2021). The CIPD (2020) Good Work Index also states that key workers’ mental health has been more negatively affected by work in comparison to non-key workers.
Employment rates within the UK, despite the pandemic remains high at 75.5% as at February 2022 (ONS, April 2022), however vacancies in the same time period have also raised to a record high (ONS, April 2022) meaning the market currently favours candidates, this is something that could potentially impact on staff retention in SWP, particularly if employees are looking for higher salaries and more flexibility, therefore SWP need to consider how else they can invest in employees.

In summary, the PESTLE identifies that although the UK is now in the pandemic recovery phase, the external environment can be defined by using the “VUCA” model of Volatility, Uncertainty, Complexity and Ambiguity (Kraaijenbrink,2018) and that the factors identified can all have an impact on employee wellbeing. 







SWOT Key Findings

The SWOT analysis found that there were many resources available to assist with employee wellbeing such as an internal Occupational Health function (OH) and a 24/7 Employee Assistance Programme, however despite these being in place, sickness absence as of 4th May 2022 remains higher than it was at the same time in 2020 and 2021 with the top cause of sickness absence being due to mental health (SWP, 2022). 
This data appears to reflect national trends discovered by Mental Health UK who found that “46% of workers felt more prone to extreme levels of stress” in 2021 than they did in 2020 (UK Mental Health, 2021) and Lime who found that 40% of workers they surveyed in 2021 felt less resilient than they did pre pandemic (People Management, 2021).
Demand on OH has also risen with referrals up by 25% in the first quarter of 2022 than the whole of 2021 (SWP, 2022) which results in employees having to wait longer for assistance, it is therefore important that other available resources are also utilised to try reduce the demand on OH. Another key factor in determining the learning need for SWP is the opportunity to communicate the importance wellbeing at all times rather than it being something that is considered at a time when employees may start to feel either physically or mentally unwell. 

Learning Need

As a result of the PESTLE and SWOT analysis, this report will explore the creation of a learning resource that focuses on employee resilience. Employee resilience “helps employees adapt, cope, gain resources, and respond positively to stressors in the workplace” (CIPD,2021). 
Studies by (Robertson, Cooper, Sarkar & Curran, 2015) and (Cleary, Kornhaber, Thapa, West et al, 2018) found that resilience training in the workplace can improve job satisfaction, employee mental health and reduce staff burnout.
This resource will be to assist employees with the pressures identified both in and out of work with the aim of preventing sickness absences, the cost of working days lost, reducing demand on OH, and promoting a culture within the organisation of proactive wellbeing which is supported by strategic plans set out in the Chief Constable’s Delivery Plan (SWP,2021).

Creating a Learning Resource 

The role of Learning and Development (L&D) has changed significantly in recent years and has expanded from purely delivering training to providing a service that is integrated with organisational strategy (CIPD, 2014). The pandemic has instigated a large change to the approach to learning with L&D changing at a rapid pace to adapt to the changing environment. Continuous professional development and upskilling has become an emerging trend as organisations try to retain talent and remain competitive (Dineen 2020; CIPD, 2021). 




Modern design process models for creating a learning resource have also moved to a more human centred approach with the ability to adapt and improve in order for resources to stay relevant. The 5DI Learning Design Model (Shackleton- Jones,2019) looks at the following steps “Define, Discover, Design, Develop, Deploy and Improve” which is a process that SWP can utilise when designing the resource. A drawback of this model is that the resource will be created around an already identified issue by the organisation whereas, the Design Thinking Model of “Empathise, Define, Ideate, Prototype and Test” looks to establish the learning need from stakeholders at the beginning of the process (Dam.R,2021). 

Audience 

In order to create an effective resource, it is important to identify who in the organisation the learning is intended for. Whilst the wellbeing of all employees is a priority, creating a resource for all would involve several challenges including cost and designing a solution to meet the requirements for the diverse range of roles within SWP. It is therefore important to target the learning where it will have the most impact and benefit to employees and the organisation. 

An article written by Matt Elliott, Chief People Officer for the Bank of Ireland states that following the pandemic, line managers will need to “develop their skills sets so that they are more ready, and able to care for their teams” (People Management, 2022). Walters (2021) also describes the importance of having resilient line managers who can support and increase resilience in their teams. Due to one of the learning objectives being to promote a culture of wellbeing, this requires a change in the working environment, research by CIPD has found that line manager buy in is key to driving a change in culture (CIPD, 2020). Creating supportive leadership is also part of the Chief Constable’s Delivery Plan (SWP,2021).

There are some barriers to this approach, one of which is giving line managers time out of their day jobs to spend time on their development. A study conducted by CIPD with Thames Valley Police has also found that the traditional hierarchical rank structure and style of leadership structure can cause conflict for line managers trying to balance this with allowing empowerment for teams (CIPD, 2014).
















Learning Methods 

There are many types of learning methods that can be utilised in the design of the resource, the below table demonstrates some of the options available to SWP and highlights the advantages and disadvantages. 


	Learning Method
	Advantages 
	Disadvantages 

	
Formal Learning 

-Led by an instructor
-Delivery of a specific syllabus
- Focused on a specific outcome e.g., qualification 





	
Will be delivered by an individual with skills and knowledge of the subject.

All learners will be taught a structured syllabus which provides consistency.

Accreditation or Qualification as a result may assist learners with career progression.

Results of formal learning can be analysed easily in terms of participation, pass/fail if a formal qualification.
	
One size fits all approach, does cannot meet all learning styles/preferences.

Formal learning tends to be for a specific period of time and is not ongoing.

Formal learning takes place outside of the real working environment.

	
Informal Learning 

-Coaching and Mentoring
-Webinars
-Self directed 
-Online resources such as videos, podcasts etc.

	Informal learning can be diverse and provides learners with more choice.

Provides more flexibility in terms of when and how learning is accessed.

Informal can be conducted in the real working environment, e.g., line manager coaching employee through a work challenge.
	Can be harder to evaluate and measure outcomes.

Relies on learner engagement/participation.

 

	Internal 

-Learning bespoke to SWP
-Delivered by internal employees

	Learning produced and delivered internally can be designed specifically for SWP and the needs of its employees.

Can be developed and adapted to the changes in working environment and can be ongoing.

Can be more cost effective due to not requiring to pay for external providers.

	Can take time to develop and may cost more than purchasing an “off the shelf” product.

Limits learners from experiencing knowledge/skills from outside of SWP.

	External 

-Training programmes delivered in person/online by external providers

-Tends to be formal learning methods.
	Products designed by “experts” in subject.

Quick to implement as learning has been developed.

	Not tailored to SWP specifically which may not be as effective.

Large costs restrict the number of learners.

Mainly used as a “one time” input for example, attending an external learning course.

	Face to Face
 
- Learning delivered as part of team or groups
	Leaners are able to build connects and network with others.

Communication is easier.

Social interaction can enhance learning.
	Learning will need to take place at suitable venue which can have additional costs.

Learners will need to travel to venue.

Presents a higher risk of the spread of COVID 19, therefore venue would need to be appropriately risk assessed and control measures put in place.


	Virtual 

-webinars, online conferences and meetings.
	Can be accessed by leaners in different places, no requirement for a venue or travel.

Flexibility in when learning is accessed so can’t fit around employee.

Eliminates risk of spread of COVID19
	Learners may get distracted when accessing virtual learning.

Less opportunity to build connections with other learners,

Relies on learners having access to equipment and internet.



It is important to consider each learning method in the context of the learning objective and aims, therefore when looking at resilience, it is a subject which requires personal growth and is based on individual experience. 
Resilience training requires specialist skills and knowledge; therefore, it is likely there will be a need for a formal input to ensure that the learners gain some context to the subject, formal learning can also be easily evaluated which is something SWP will require in order to gauge the impact of the learning and return on investment.
Challenges already highlighted such as time will mean the resource will need a degree of flexibility and is not considered to be a “one off” learning.

A model which contains a “blended” approach to learning methods is the 70:20:10 model which claims that learners get 70% of knowledge through experience, 20% by learning from others and 10% through formal learning (Training Industry, 2022). Whilst this seems like a practical model to utilise, challenges such as having the correct resources and the learning culture to effectively adopt this model within the organisation should be considered as this model relies heavily on self-motivated and self-directed study (McGarry,2019; Faragher 2014).

When considering external vs internal resources, research shows that external resilience training provider costs range from £50 - £306 per candidate (Clear Focus Training,2022; St John Ambulance, 2022), whilst this would be something that could quickly be implemented, the costs would mean that the number of employees who could be put forward would be reduced. 
In terms of expertise, SWP has a mental health nurse and counsellors who could be drawn on for their skills and knowledge in this subject area, other resources which could be utilised are Care First, SWP’s Employee Assistance Programme which has resources available on their website such as stress management techniques (Care First, 2022). Police Care UK also provide a “Trauma Impact Prevention Techniques workbook” a resource tailored for police workers based on research by Miller, Peart and Soffia (2019) that found skills on dealing with traumatic experiences in the line of work can be taught and has a “positive impact”. 

As a result of the pandemic, the vast majority of learning delivered by L&D was conducted virtually. SWP covers a large area of South Wales therefore virtual learning has removed the need for employees to travel to attend face to face sessions. It has also provided flexibility in terms of the location you can connect from, including from home, this would save costs in travel and also the need to find a suitable venue to hold face to face sessions. Due to the amount of work that was conducted virtually throughout the pandemic SWP should consider whether some employees may be experiencing “Zoom fatigue” which can cause exhaustion and reduced engagement (Rambhai,2021; Shoshan and Wehr, 2021).  Development of virtual technology is expanding with companies such as Meta beginning to invest in “metaverse”, a virtual world that enhances social interaction. Whilst this technology is still in its infancy, it is developing at speed, and is thought to be something that could be utilised in L&D in the future (Powell, 2022).

Research into building personal resilience suggests that the tools learners are provided with are built around self-awareness and self-care and a study in to resilience training by Cleary, Kornhaber, Thapa, West et al (2018) found that the majority of learning that they evaluated contained face to face sessions/workshops. Face to face sessions will allow employees to take time away from their normal place of work and allow them to focus on the learning without distraction, it will also create better social connections which can provide support to employees after the learning has taken place (Nichols, 2022).

Digital Learning 

Advances in technology have enabled L&D to introduce learning in to organisations through various different mediums for example, E-Learning, podcasts, videos, online forums and gamification. Digital Learning is a fast developing area, in particular as a result of the pandemic with 80% of organisations recently surveyed by CIPD stating that they planned to increase their use of digital tools within the next 12 months (CIPD, 2021). 

Digital learning has also enabled learners to access different ways to learn, for example 86% of YouTube viewers in the US state that they access YouTube to learn new things (Google,2017) and with 35.6 million UK adults actively using the platform daily (Social Films,2021), the use of multimedia may be something that could be considered to enhance the resource and allow learners to access whenever they can and on a variety of devices.

A learning model which utilises digital learning is the “Learning in the Flow of Work” model created by John Bersin (CIPD,2021). This model requires L&D to create resources that can be accessible at the point of need within the workplace to problem solve or fill a gap in knowledge, this method of learning is also supported by Shackleton-Jones (2019) who supports “resources not courses”. SWP have recently launched the “Development Hub” as a platform for learning, therefore this is something available for employees to access resources at any time which will assist with the ongoing learning process and can be utilised to host the learning resource.

Other ways in which digital learning can assist is ability to produce resources for a variety of learning styles. Theories such as Kolb’s experiential learning and Honey and Mumford’s Activist, Pragmatist, Reflector and Theorist learning styles state that learners learn better when resources are in the format that matches their preferred learning style (MindTools.com) which would suggest that the design of the learning resource should include different formats to give employees a choice on how they wish to learn.  

Finally, digital solutions can also assist with ongoing learning for example, SWP have a learning retention platform called “Cognito” that can send alerts and questions which feeds in to a leader board with the aim of reinforcing the knowledge learnt (Cognito Learning, 2022).

Conclusion

Attitudes towards learning are changing, with many organisations investing to ensure that employees are skilled to deal with the challenges of the current working environment and to assist with the retention of talent.
SWP has identified wellbeing as a strategic priority over the next 5 years, therefore the proposed learning resource will not only aim to improve the wellbeing of its employees but also work towards achieving its objective.

The fast paced changes within L&D and the working environment, accelerated by the pandemic, has caused a shift from traditional learning, to providing resources that are focussed around the needs of learners and in a format which is inclusive and easily accessible at the time of need.
This approach demonstrates that there is not a “one size fits all” solution to learning and that organisations need to modernise their approach by embracing the benefits of digital technology and the flexibility this can bring.

Time and costs remain a challenge and with SWP being a public organisation, it is important that daily business is not disrupted whilst employees take time away from their roles for personal development. Any investment in developing a learning resource should benefit both the organisation and its employees and this should be demonstrated through effective evaluation.



Recommendations

The following recommendations and next steps are advised:

Who - Due to the challenges highlighted, the learning resource should be designed and delivered to line managers, it is hoped that by providing line managers with the ability to improve resilience, they will be able to support their teams through this challenging time and achieve an objective of the Chief Constable’s Delivery Plan of creating supportive leadership. (SWP,2021).

What/How – In order to ensure the resource is based on learner needs, it is recommended that further research is conducted with the target audience as part of the “Discover” stage of the 5DI model.
To create an effective resource, it is recommended that the learning is a package with a formal face to face input supported with digital resources that can be 
accessed on the Development Hub utilising a blended method of learning.

Where – Due to SWP having buildings across the force area, conference rooms can be utilised for the face to face input. To reduce costs, it may be beneficial to hold several sessions in different parts of the force to prevent learners from travelling, sessions can also be recorded or streamed virtually if learners are unable to attend. The digital resources can be accessed from SWP devices at any time.

When – Due to creating supportive leadership and wellbeing being a strategic priority (SWP,2021), time should be set aside for line managers to attend sessions. Any formal input should be arranged at times where there is lower demand to reduce the impact to daily business and also avoid “peak” annual leave dates such as school holidays.
In order to continue the learning, after the initial input, SWP can utilise the “Cognito” system which will generate regular emails with quizzes/information based on the subject of resilience which is quick and accessible. With resources being available on the Development Hub, this will also allow for “learning in the flow of work”.

Costs – Due to resources that SWP already have including OH, Care First, L&D, and Digital Services Teams, it is anticipated that the main costs will be staff time for the design and delivery of the project, as this forms part of SWP strategic objectives, this should be factored in to budgets for all departments involved. 
Once the resource package is created, it can be reused making it a long-term investment. In order for the package to remain relevant, there will need to be a regular review of materials which may incur costs in the future.
The aim of this investment will be to reduce employee sickness rates, therefore saving money on days lost and also to reduce the demand on OH. As stated, increased resilience can also lead to better job satisfaction for employees which in turn can mean increased productivity and retention of skilled employees.




Evaluation - In order to assess the impact of the learning on both the organisation and the employees, it is recommended that an evaluation process is put in place which is also part of the 5DI design process.

For employees, a survey can be devised to assess resilience levels before and after the learning has taken place, electronic surveys can be sent out and completed anonymously to encourage participation.
Instant feedback on the formal input can be gathered and analysed by using the digital platform Sli.do (Sli.do, 2022) which SWP already has an account for, this can ask employees what they feel went well and what could be improved, this would be done as part of the session to gain as much feedback as possible.
Other methods to evaluate the wider impact of the learning would be to monitor sickness levels through reporting and the demand on OH, in addition the statistics from Cognito would show how many employees are taking part in the continuous learning.
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	External Factors 
	Potential Impact on South Wales Police

	Political
	Police Officer - 2% pay rise by Government following a pay freeze since 2020.

	Potential impact on the morale of Police Officers who have been on the front line during the pandemic and who have experienced a freeze in pay for the past two years.
Could also impact on the recruitment and retention of employees.

	Economic
	Cost of Living Increase and highest recorded inflation level since 1992 (UK Parliament, April 2022)

	Pressure on employees to pay household bills as pay rises do not match the cost of living increases.

	
Social

	Changes in employee priorities – need for better work/life balance.


	As SWP is a 24/7 service, there is a need to balance the expectations of employees and the needs of the business.
Potential impact on recruitment/retention.

	Technology
	Changes to way organisations work since pandemic – technology has allowed non-essential workers to work from home during pandemic.


Introduction of new technology to detect and tackle crime – e.g., Body Worn Video (BWV), Facial Recognition and to assist with Police Officers being able to do their duty e.g., electronic devices to take and submit statements.
	A large number of roles which had previously been considered office based can now be conducted at home, allowing greater flexibility for some SWP employees.

BWV provides is able to capture evidence whilst an officer is conducting their duties, development of electronic devices to be used whilst on jobs assists improving work processes.

Facial Recognition has come with objections/concerns from the public regarding privacy.

	Legal
	Health and Safety – Covid 19 – 
Frequent changes and development of health and safety policy in the workplace to reduce the risk of the spread of Covid -19 continue.
	Rules within SWP as an organisation remain despite the relaxation of regulations by the Welsh Government in order to try and reduce spread of Covid-19.

	Environmental
	Covid 19 – Recovery, pressure on front line workers and risk of employee “burnout”
	Whilst the has UK moved away from strict Covid restrictions, front line services continue to experience hight demand. The impact of being essential workers during the height of the pandemic caused huge pressure which could have a detrimental impact on employee wellbeing.


PESTLE – Analysis of External Factors that has an impact on South Wales Police
Appendix B				 
SWOT Analysis – Internal Factors within South Wales Police
	[bookmark: _Hlk92032915]Strengths

Chief Constable’s Delivery plan provides a strategic focus on employee wellbeing and supporting line managers.

Internal Learning and Development team that can develop and deliver training.

Internal Occupational Health Department – including a Mental Health Nurse and Counsellors that can assist South Wales Police employees.

South Wales Police has a 24/7 Employee Assistance Programme and various avenues of support such as “Blue Light Champions” who can assist employees with their mental wellbeing 


	Weaknesses 

South Wales Police is a public organisation, therefore cannot increase salaries further for employees or provide any financial rewards unless it is part of the budget provided by the Government.

South Wales Police is a 24/7 service which requires shift workers to work unsocial hours and conduct roles which are less flexible than others. Due to high demand, front line workers in the organisation are experiencing cancellation of rest days and annual leave.

Due to high demand waiting times for Occupational Health referrals as at April 2022 are at approx.12 weeks.

 

	Opportunities 

To utilise the resources that South Wales Police has to provide greater awareness/engagement in order to assist with employee wellbeing.

Look at ways to promote proactive wellbeing rather than look to assist at a time of need for example, when someone reports sick. 

To capitalise on the flexibility that technology has provided the organisation during the pandemic e.g., the introduction of Microsoft Teams.
	Threats

As highlighted in PESTLE:

Rise in sickness levels due to pressure on front line workers.

Retention of existing officers

Attraction and Recruitment to vacancies
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