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1.1

Employee engagement within organisations was traditionally measured with annual staff surveys although these can quickly become outdated.  HR Magazine (2015) tells us that organisations are increasingly using technology-based tools to measure engagement due to this being real-time data rather than annual. For my assignment I have identified the below tools that can be used:

	Type
	Pros
	Cons

	Annual Survey
	Confidential so may have higher response rate
Allows for benchmarking against other organisations
Can be outsourced

	Can be lengthy and time-consuming 
Data outdates quickly
Could be too late to implement outcomes of data
Costly

	Pulse Survey
	Fast and frequent – weekly or bi-weekly
Short and specific
Instant real-time data
	Employees expect immediate change 
Increased cost
Can lead to negative grapevine if based around certain areas ie. leadership

	Online Survey
	Quick and easy
Can be customised to drivers of engagement
Real-time data
Cost-effective
	Employees can suffer survey fatigue
Low confidentiality perception



	Exit questionnaire
	Can identify departmental or manager issues including bullying
Identifies trends in leavers
	Small percentage of workforce data and already decided to leave so can be negative
Too late to address issues


											(Glint, nd)


Within Dyfed Powys, we carry out an annual survey which is conducted by Durham University (EV.1), and although this has been successful for the organisation, I have decided to use an online survey based on the Gallup Q12 survey.  Gallup has carried out over 30 years of research with over 17 million employees and has identified 12 core elements that can predict employee and workgroup performance. (Gallup, 2021) (EV.2). I will use the survey as a base but adapt the questions to suit our organisation.  I do not feel that pulse surveys will provide the data set I am looking for, although they could be used for tracking specifics over some time such as my recruitment onboarding experience or current emotional feelings within the organisation. (EV.3) We currently use our exit questionnaire data extensively but I feel that by this time it is too late to address engagement issues within the organisation. (EV.4)

1.2

I arranged a meeting with the Senior Manager team to discuss the employee engagement survey and it was agreed that we focus on the force control centre department. (EV.5) Staff within this department deal with 101 and 999 calls which can be extremely stressful and need to feel supported by the organisation.  In research carried out by the Investors in People in 2019 one of the most common reasons for employees exiting organisations was due to not feeling valued and supported.  Within the force control centre, there are 104 employees and we felt that this would be an appropriate number to assess employee engagement providing we achieve a good response.  During the meeting (EV.6) it was suggested that focus groups or interviews may be useful, however, we felt that due to the current demand on the department due to absences, mainly relating to covid, the timescales around this method would be too time-consuming.  It was also felt that employees may be hesitant to participate with honest feedback amongst their colleagues. 
It was decided that my suggestion to design a questionnaire based on the Q12 survey would be the preferred option with variations to the questions mainly around retention. The revised survey questions will be circulated to the senior management team for their review before circulation.  Confirmation of our agreed survey was received from the Head of Organisation Development and People Services. (EV.7)

1.3
The agreed sample pool of employees based in the force control centre provides us with a good cross-section of male to female, full to part-time, remote working to office-based and also employees with differing levels of length of service. (EV.8) As can be seen by the data extracted from our Trent establishment system there is a high number of employees with a service record of less than 5 years – this is mainly due to employees progressing to become police officers after a few years of service, although there is also a high number that exit the organisation and we are hoping that the survey will identify any underlying issues within the department.  There are also six employees on performance plans and three grievances currently logged.
Duong (2016) stated that employee surveys fail due to not asking the right questions so it was important to ensure that we asked the correct questions to get helpful feedback.  I developed my survey on google forms as this would allow for easy analysis of the data. (EV.9)
The survey was circulated to the senior managers and agreed upon and it was decided that the survey would have a seven-day opening period. (EV.7) This was mainly due to the tight timescales of this assignment but we are hoping for a good response of at least 70%.
1.4
The survey was generated on google forms (EV.10) and circulated to 104 employees of different grades within the force control centre to ensure a greater insight. (Perkins & Woodhams, 2016) I ensured that employees were aware that their responses were anonymous, and that the survey was confidential and non-mandatory. (EV.11)
I downloaded the data from the google forms platform to an excel document (EV.12) and then pivot tabled the data to allow for easy analysis.  The data was then downloaded to bar charts for ease of interpretation in our team meeting.  (EV.13) We achieved an excellent response rate of over 73% over the seven days and if I had time to extend, I am confident we would have received over 90% as due to the shift pattern some staff members would not have received the survey in time to complete.  
	95% of respondents knew what was expected from the in the workplace

	81% of respondents felt that they had the materials required to do their job and had been allowed to learn and grow

	81% felt valued with a similar percentage recommending their job to friends and family

	Less than 20% of respondents hadn’t received recognition or praise

	Only 25% of respondents saw themselves working here in twelve months

	34% of respondents didn’t feel respected by their co-workers



The overall results of the survey were extremely positive with the main negative being the question relating to the staff seeing themselves working here in twelve months, where 75% answered negatively.  I have reviewed this percentage and because a high number of employees working within the FCC are also in our PCSO and PC recruitment campaigns this number is not a true reflection as they are remaining in our employment but changing roles.  As 61 employees would re-apply for their role, I feel that if the question around the twelve months was amended to ‘do you see yourself working for the organisation in this role or another role’ then this percentage would then reduce and reflect more positively on the organisation.  Questions based around feeling valued and supported to learn had a high percentage of positive responses but respect between co-workers was low - this is an area of concern and further investigation could be made into why this is so low.
The data shows that there are high engagement levels within the FCC which is encouraging as this is one of the departments with the highest demand and pressure.  I have also reviewed their low sickness levels – another indicator of high engagement levels.  Staff have access to our Care First online wellbeing provision which is available to provide support 24/7. (EV.14) We are currently recruiting for 10 more call handlers which will ease pressure on the current staff and afford managers more resources, which will hopefully allow for the development of existing staff from 101 to 999 call handling.
I prepared a power-point slide with full details of the data which will be presented to the senior management team for further discussion in our next People’s board meeting scheduled for March (EV.15). We will discuss how the results will be circulated to the FCC and what actions will follow.  In a case study in Engaging for Success, Serco distributed a survey that provided critical data on employee engagement and where improvements were required.  Following the survey action plans were created and Managers discussed the results and decided with their teams how to improve engagement.  Carrying out engagement surveys should not be considered as ‘doing engagement’ – they are an indicator and results need to be analysed, distributed and acted upon. (CIPD, 2021)
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1. I know what is expected of me at work.
Yes
No

2. I have the materials and equipment I need to do my work right.
True
False

3. Do you feel valued at work?
Yes
No

4. In the last seven days, I have received recognition or praise for doing good work.
True
False

5. Would you recommend your job to friends and family?
Yes
No

6. Do you feel your co-workers respect each other?
Yes
No

7. At work, my opinions seem to count.
True
False

8. The mission or purpose of my company makes me feel my job is important.
True
False

9. If given the chance to re-apply for your job, would you?
Yes
No
Maybe

10. I have a best friend at work.
Yes
No

11. In the last twelve months, I have been given opportunities at work to learn and grow
True
False

12. I can see myself working here twelve months from now
True
False
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2.1

Employee engagement within Dyfed Powys is high and is increasing with the introduction of changes made by our new Chief Constable.  He has introduced a 100-day plan to find out about the organisation - speaking to staff and officers through focus groups, visits to stations and also monthly dial-ins (EV.16) where the Chief and staff/officers can ask questions of each other.  He follows the principle of Laszlo Block where he looks at us all as equals and often says ‘what can I learn from you’, it is also important to bring yourself and not who you think you should be and he reinforces this, and is searching for a balance that will allow everyone to be creative, self-sufficient, and productive.  
Marks and Spencer is an organisation that consults with staff via their Business Involvement Group (BIG) – giving employees a chance to share ideas to improve the organisation which has saved over £4 million. (Engaging in Success, 2019) In the latest ‘dial in’ the new Chief Constable told employees that ‘as long as decisions can be justified he will support them’ – giving employees a clear sign of empowerment.
We have an online ‘Ask the Chief’ forum where employees can ask questions or raise concerns/complaints with the Chief – submissions can be anonymous. (EV.17)  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). We have a weekly bulletin which is designed by the Chief Officer team.  Every week a chief officer records a Film Friday (EV.18), engaging employees on topics that matter to them making it personal.  The Chief Constable also takes part in the films and always ends his recording with a message for the employees – coming over as sincere - I feel  this engages employees and makes them feel part of the organisation.  
Although Purcell (2010) advises that there is not a ‘one size fits all’ concept of drivers of engagement, we have excellent leadership and communication with increasing collaboration and sharing of ideas.  We also have a Learning and Development department with many courses to encourage development and growth.
We have a diverse workforce and have recently introduced a positive action team. (EV.19) The team target and support candidates from underrepresented groups throughout the recruitment process and during their employment to provide a positive, progressive and modern working environment with equal opportunities for all ensuring that no one is disadvantaged in any way.  The team have recently introduced:
Coaching and mentoring, application assistance, visiting local cultural events, familiarisation events and introduction of staff support networks.  We ensure that all new employees are provided with the staff support network booklet. (EV.20)
Staff and officers were supported from the start of the pandemic with the introduction of the ‘Op Tala’ team.  The team deal with any enquiries surrounding covid restrictions etc and update staff regularly on restrictions – keeping us informed and assisting with enquiries as can be seen in the email. (EV.21)
Although only 25% of staff within the FCC saw themselves as working here in twelve months as can be seen on the data below, I do not feel that this is indicative of the workforce as this department is a specific area that attracts applicants that would like to progress to Police Constable or PCSO.   As employee engagement is high in the department, I do not feel that we can improve on this situation.












Xpert HR (nd) tells us that public sector workers feel less pride in their workplace but this is not the case in Dyfed Powys as our annual survey identified over 80% of employees who felt proud to work here, due to the supportive culture.

2.2 
Employee engagement is high within our organisation but we have to ensure that behaviours which can hinder this are prevented.  
Havard Business Review (2016) identified that employees can be pushed into burnout.  Engaged employees are so involved in their work that they can suffer from burnout which can affect performance.  Emotional and physical energy is drained and this can lead to increased sickness levels.  This report also identifies employees who are positive, emotionally stable and extravert are likely to have higher engagement levels, however, introverted employees mustn't be overlooked.  Within our organisation personal Performance reviews called DAP are reviewed when employees are being looked at for promotion (EV.22) and this overcomes this barrier and also allows employees to feel confident in the process.
The pandemic has brought many challenges to the force but we have overcome them effectively and efficiently to allow departments to function.  80% of office-based staff moved to remote working and a team of IT assistants were employed to assist with the transition.  Any employees that were experiencing IT issues or were not confident were provided with online training courses to allow them to up-skill.  Home-working has made it difficult for some employees to balance home/work life as it is harder to switch off from work when your office is your home.  However, in a report by CIPD in 2020 they revealed that over 61% of employees felt they had an improved work-life balance from home working.
Within my team, we are under increased pressure which can affect engagement levels.  With the introduction of Boris Johnson’s 20,000 police officers our annual intakes increased from 48 to over 100. (EV.23) Our team increased by only one person due to tight budgets and getting the numbers in became more important than the quality of officers recruited as we were penalised if targets were not met – this has ultimately led to the team being overworked and our attrition rate increasing as can be seen on our leaver data. (EV.24) The increased workload has at times affected our engagement levels but as a team, we have worked together and the supportive culture of the organisation has come through.
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3.1
Johnson (2004) wrote that ‘the ability to engage employees is going to be one of the greatest organisational battles over the next 10 years’.  Nearly 20 years later employee engagement is still a hot topic. Maslow’s Hierarchy of Needs written in the 1950s is still the model that many refer to understand employee engagement.
The academic research on employee engagement was mainly inspired by Khan’s (1990) definition of ‘harnessing organisation members’ selves to their work roles; in engagement, people employ and express themselves physically, cognitively and emotionally’
Khan’s qualitative study on staff at a summer camp and an architectural company identified engagement and disengagement within the workplaces. He identified three questions that employees were asking themselves:
How meaningful is my role?
How safe is my role?
How available am I to do my role?
Situations within the workplace that offered more meaningfulness allowing staff to express and fully immerse their sense of self led to higher engaged employees.
Organisations such as Google continue to carry out extensive research on employee engagement.  They analysed performance reviews, surveys and recognition nominations to identify the traits of highly effective managers.  They implemented existing research from Carol Dweck and encouraged a growth mindset and self-awareness for their managers.  The research identified that coaching was the number one quality of an effective manager and implemented a coaching program for managers as coaching is more than a skill – it is an experience created by the manager for the employee. (Forbes, 2022). This was also identified in research carried out by MacLeod and Clarke for their Engaging for Success report (EV.25) which identified that engaging managers are essential within organisations. They reported that enablers of effective engagement were employees knowing where the organisation has come from and where it is heading, employee voice and integrity.
Gallup research has discovered that an engaged workforce allows organisations to recover, rebound and regrow during times of economic crisis.  The recent pandemic was evident in this where some organisations’ excelled and others created lasting damage to their brand.
	Heroes
	Villains

	Timpson – Over 5,500 employees retained on full pay whilst shops closed.
	JD Weatherspoon - pushed employees to look for new jobs and refused to pay for beer that was provided.

	Morrisons – Provided £10m of food to the food banks after employees worked an extra hour daily 
	FTSE 100 – 18 companies used furlough for wages despite paying executives £3.6m during the pandemic

	Admiral – gave all customers £25 cash-back due to reduced driving and claims also LV Insurance provided free business cover to allow members to volunteer for covid.
	Cunard – continued to sell cruises to countries that had closed its borders.




The CIPD Good Work Index and UK working lives survey (EV.26) is used by many organisations as it benchmarks over the previous year the good work carried out in the UK and how things have changed, also giving employer’s direction on how to improve job quality.  The 2021 report was dominated by the pandemic and its resulting impact, however, it encourages embracing improving jobs, fairness at work and positive outcomes for employees’ post-pandemic.
The Gallup Workplace Audit Q12 survey (EV.27) includes 12 questions used to measure employee engagement and at a macro level, they say that over 87% of the UK workforce is unengaged.


3.2
MacLeod and Clarke (2009) tell us that employees that are listened to will recognise that their opinions are valued and can make a difference to organisational outcomes.  It is important that we continue with the communications to ensure continued buy-in from the employees.  The Chief has been carrying out his ‘100 day discussions’ (EV.28) and I have emailed the Chief Officers to enquire as to their plans going forward as this is an invaluable platform allowing employees to participate. (EV.29)
Sinclair (2021) tells us that although remote working offers employees flexibility, many can feel cut off from the workplace, rewards and general verbal praise that may have been a daily occurrence.  Within the Welsh police forces, the Chief Officers decided to send out a ‘thank you’ to all staff and officers for their contribution during covid. (EV.30) As a force we are battling against budget cuts and many  felt that this was a waste of resources as they were printed and sent via post to over 2000 employees – instead of being positive this action turned into a negative.  Although I felt that it was appreciated by many, I have sent my views to the Comms team with suggestions of how future messages would be better communicated. (EV.31)
In a report carried out by Bloomberg in 2020, they revealed that 45% of employees were suffering from burnout, stress and felt overworked.  The uncertainty of our future work lives can cause dis-engagement.  Within our organisation, it was recognised that we needed a plan going forward to ensure that our employees had a good work-life balance – the smarter working group was set up and their plan is due to be implemented by May.  I have emailed the Lead and asked if I can be involved in any meetings or workshops that they may hold and have been invited to their next meeting. (EV.32). It is important to understand that employees have become accustomed to remote working and we will need to ensure buy-in from all employees for our planned return. In our meeting I will recommend using the ‘Smarter Working Reflective Change Book’ (EV.33) as detailed in a report by Gov.Uk (nd) this can be circulated to all departments to reflect on what worked well before and after covid and this can then be fed into their smarter working plans to create a positive culture.  Gov Uk (nd) details research by two organisations where smarter working has been implemented – Ofwat and Ofgem – and they show that over 75% of employees felt that their smarter working plans helped increase productivity.  



3.3 
Perkbox (2021) reports that organisations with boosted employee engagement achieve 18% higher productivity and 12% profitability whereas organisations with disengaged employees cost up to £70 billion in lost productivity.
The CIPD (2021) tells us that an employee’s first impression can have a significant impact on employee engagement.  Following on from my research carried out for my qualification, (EV.34) I identified that our induction process needed improvement and have been working with members of the Learning and Development team. Organisations such as Google provide welcome emails to new employees (Zavvy, 2022) and I have prepared a paper for our next meeting (EV. 35) to suggest that the Line Manager contacts the new employee a few days before their start to welcome them as this would be more personal and all new employees get assigned a ‘work buddy’ to help and support them through the first few months of their new role. Another idea is a ‘welcome pack’ for all new starters.  Although we are currently trying to reduce our spending, I have carried out research and many of the items I am suggesting would have minimal if any cost implication which was highlighted in my paper.  Admiral is regularly in the top 5 organisations to work for as identified by the Sunday Times and new employees use an online portal for induction where they can ask the induction trainers questions to help them to integrate into the organisation.  Being on the online forum has helped them to meet other new employees before their start and has resulted in them setting up Facebook groups.  Being met by the CEO and the ‘don’t be shy, ask why’ scheme has made Admiral an ‘employer of choice’.
Research carried out by Gallup showed that employees that do not feel that they are being recognised for their contribution are twice as likely to exit organisations.  Although employees received their certificate of thanks from the Chief Constable, Gallup (2016) tells us that regular, honest and individualised feedback is the most effective to increase engagement.  We need to ensure that our Line Managers are promoting a recognition-rich environment, with frequent feedback to ensure the employees know their contribution is recognised.  Our intranet includes a ‘Be Proud’ page where various notices to recognise good results can be advertised.  (EV.36) Our annual awards ceremony recognises staff and officers for their good work with nominations made by colleagues and members of the public.  We also have various support groups including LGBT, Churk (Church at work), Welsh Language society and Women at work with regular dial-ins and events advertised on our intranet to ensure all employees are aware of the support available. (EV.37) We have an ethics committee that meets quarterly and any concerns from employees can be raised anonymously.  Our workforce has access to various discounts and incentives including Vectis, Blue Light card and also various schemes such as ‘cycle to work’ and the Rewards team are always looking at new schemes to attract the workforce.


The surveys from the Force Control Centre identified that employees were receiving regular feedback but I will extend this survey to other departments to see if the results correlate.








Within the Force Control Centre employees have opportunities to develop via their internal expression of interest processes and over 60% had been given opportunities over the last twelve months as can be seen below.  

Forbes (2017) tells us to increase engagement managers need to ensure they develop existing talent by getting the right employees onto the bus and ensuring they are in the right seats.  I have recently been updating our recruitment policy to ensure that our internal expression of interest processes are used by all departments when appropriate short term vacancies arise to give development opportunities to our existing employees. (EV.38)

In a study detailed in People Management magazine (2022) it was identified that having meaningful work, good relationships and adequate resources and time were the most important factors in determining employee wellbeing.  As a force, we are working towards achieving this and have recently been awarded the Investors in People Gold award following
Interviews/surveys – as this award is only achieved by 7% of organisations within the UK it highlights the high engagement of our workforce
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Force Control Centre - Gender - Jan 22

Female	Male	46	58	

Force Control Centre - Ethnic Origin - Jan 22 

White British	Other White Background	Black	Indian	Mixed Asian	Mixed other	88	9	1	1	2	3	

Force Control Centre - Contracted hours - Jan 22

37 hours	29.6 hours	22.2 hours	14.8 hours	72	8	20	4	

Force Control Centre - Work location - Jan 22

Office Based	Remote Worker	85	19	

Force Control Centre - Length of Service - Jan 22

10+ years	5-9 Years	1-4 Years	Less than 1 year	9	19	39	37	

I have the materials and equipment I need to do my work efficiently and effectively






Total	FALSE	TRUE	14	62	


In the last seven days, I have received recognition or praise for doing good work




Total	FALSE	TRUE	15	61	


I Know what is expected of me at work




Total	No	Yes	(blank)	4	72	


Do you feel valued at work?




Total	No	Yes	14	62	


Would you recommend your job to friends and family?




Total	No	Yes	15	61	


Do you feel your co-workers respect each other?




Total	No	Yes	26	50	


I can see myself working here in twelve months from now




Total	FALSE	TRUE	57	19	


In the last twelve months, I have been given opportunities at work to learn and grow




Total	FALSE	TRUE	14	62	


I have a best friend at work




Total	FALSE	TRUE	15	61	


If given the chance to re-apply for your job, would you?




Total	Maybe	No	Yes	13	2	61	


The mission or purpose of my company makes me feel my job is important.




Total	FALSE	TRUE	15	61	


At work, my opinions seem to count




Total	FALSE	TRUE	15	61	


I can see myself working here in twelve months from now




Total	FALSE	TRUE	57	19	


In the last seven days, I have received recognition or praise for doing good work




Total	FALSE	TRUE	15	61	


In the last twelve months, I have been given opportunities at work to learn and grow




Total	FALSE	TRUE	14	62	
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STAFF SURVEY: Now available on your mobile device
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“Please do take the time, whether at work or at home, it should only take around 20 minutes to complete, it is totally anonymous, and submissions go
safely and securely to Durham University who will analyse the data once the survey closes.

“You complete the survey electronically, via a link which will be circulated via email, or will be accessible via your local force intranet.”
Video message from CC Rhodes and CC Hopkins:
https://www.youtube.com/watch?v=UvaTB2bZS_4

Access the survey here:
https://www snapsurveys com/wh/s. asp?k=157303711543
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I know what is expected of me at work.

| have the materials and equipment | need to do my work right.

At work, | have the opportunity to do what | do best every day.

In the last seven days, | have received recognition or praise for
doing good work.

My supervisor, or someone at work, seems to care about me as a
person.

There is someone at work who encourages my development.

At work, my opinions seem to count.

The mission or purpose of my company makes me feel my job is
important.

My associates or fellow employees are committed to doing quality
work.

| have a best friend at work.

In the last six months, someone at work has talked to me about my
progress.

This last year, | have had opportunities at work to learn and grow.
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Further to our discussion in this morning’s team meeting | have scheduled this meeting to discuss suitable methods for the employee engagement survey
discussed. | have scheduled it for an hour but hopefully we wil be finished by 4.45pm as we have already covered some ideas this morning.

Thanks

Cath
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From: atherine Evans

To:

Subject: Re: FW: Advert wording

Date: 28 January 2022 12:58:15

Attachments: image001.png
image003.png

Hi Cath

Further to our meeting to discuss the employee engagement survey I can confirm that as agreed,
the most effective method would be to use a survey as due to the current situation with regard to
resourcing and your timescales, interviews would not be achievable. The department we decided
on was the FCC and I have spoken to Gareth-who has confirmed his support for this

exercise.

If you want to send me the questions once prepared I will review.

Thanks

Pennaeth Pobl a Datblygu Sefydliad/

Head of People & Organisation Development

Heddlu Dyfed Powys Police

Ffon Symudol/Mobile: | I
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Date: 28 January 2022 13:28:20
Attachments: image001.png

Hi Cath

Survey questions look great - maybe change question 5 to say 'friends and family' so it
sounds more personal. I think the 7 day period should suffice for this survey but
remember to put the return cut off date.

Pennaeth Pobl a Datblygu Sefydliad/

Head of People & Organisation Development

Heddlu Dyfed Powys Police

Ffon Symudol/Mobile: _
E-bost/Email: _@dyf:d;mg&mmmlmﬂk

Heddlu

DYFED-POWYS
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Dyfed Powys Police Employee Engagement
Survey

This survey is to gain an understanding of how you feel as an employee working in the Force Control Centre.
Your responses will be confidential and anonymous, you can decline to respond and can end participation at any

point during the questionnaire.
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Google Forms

I've invited you to fill out a form:

Dyfed Powys Police Employee Engagement Survey
This survey is to gain an understanding of how you feel as an employee working in the Force Control Centre.

Your responses will be confidential and anonymous, you can decline to respond and can end participation at
any point during the questionnaire.

FILL OUT FORM
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Message

Good Afternoon

I am currently completing my CIPD Level 5 qualification in Human Resource
Management and as part of my course | am carrying out research on employee
engagement within the organisation. | have prepared the attached survey and would
appreciate your assistance.

There is no obligation to complete the survey but if you have a few minutes to
complete it | would really appreciate it, and it would allow me to use your feedback
as part of my review which may mean that we change and improve the way we do
things, depending on the feedback received.

Just to reassure you all of your answers are anonymous so you won't be identifiable,
there are no questions relating to any personal data and all data will be treated
confidentially.

By completing and submitting the questionnaire you will be giving your consent for
the information to be used in my research.

Any questions please contact me at any time.

Thank you for your time!
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Care first provides confidential, impartial
advice and support 24 hours a day, 365 days a
year. The service is free for you  access whenever
you need, You don't need to ask permission from
your manager or organisation before contacting
Care first.

Through Care first you can access a number of services.

Our Information and Advice specialists are here to help
you find practical ways forward when you feel over
Whelmed by p imes, having the in

to make a sensible plan, and some support in doing so, is
all it takes to feel better.

Our advisars are highly trained to quickly find what you
peed and belp you get back in control of you life.

Common subjects include -
Family and Personal: Relationships, Divorce, Child
Support, Domestic Violence, Childcare, Eldercare,
Community Care, Changing a Name

Debt: Credit, Debit, Banks, Loans, Consolidation

Workplace: Bullying and Harassment, Maternity
Rights/Pay, Sick Pay, Health and Safety at Work.

| o)

Online services

Care first 2001 website and mobile app is your free,
interactive health and personal fitness. Log on today
and register for access to _

= Personalised Training Programme - Improve
Cardio, Strength, Conditioning and Flexibility.
Personal progress is tracked graphically and
programmes are automatically updated as you
progress

Tailored Weight Management Programme -
Calorie controlled programme which interacts
dynamically with your fitness programme

Interactive Food and Exercise Diary -
Records foods consumed and activities
ompleted on a daily basis. The interactive food
cupboard allows you to create balanced meals,
menus and food lists

Set Your Own Goals - Complete your
confidential assesment and select the goals that

are important to you and your wellbeing

Care First /{fau2y/e is an online resource containing
information, advice and articles on issues from relationships,
childcare and consumer rights, through to stress, health
and fitness.

You can search for advice on issues affecting you -
+ At Home - Debt, Finances, Relationships, Family, Your
Home, Bereavement, Childcare

Counselling service

All our counsellors are members of, and Accredited to, the
British Association for Counselling and Psychotherapy
(BACP), with extensive experience and expertise.

Discuss anything that is troubling you, whether itis
personal difficulties - for example relationships, family
‘matters, stress, loss or bereavement, or work-related issues
such as feeling pressure, work-load, changes at work,
bullying or harassment.

‘Whakever your situation you can be sure of a supportive and
constructive response. You are not alone.

Confidentiality

Although provided by your employer, Care first services are
completely independent and your call is treated in confidence
in accordance with the BACP Ethical Framework. When
you make contact you will be asked toidentify your employer
‘nd you may be asked for other information - this purely
for statistical use.

Care first
Counselling and Information
Tel: 0800174319
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Force Control Centre Survey Results February 2022
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From:

Sent: 24 January 2022 09:35
To: [N

Subject: FW: Chief Constable's 100 day conversation -I

Morning All,

Please be aware that the 3™ of the Chief Constable’s 100 day Conversation - I is today, between 3.30pm and 4.30pm. Other
dates for your diaries for the remaining 2 are 28" February at 11am, and the final one is on the 18" March at 11.30am. It is
encouraged that you do make effort to attend if you have availability. Can you please share these dates with your wider teams.
Click on the blow link for access to the meetings:

Our Conversation | DPPi2

Kind Regards
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ask the
Chief

@ 292 & [N}

Promotion process

Good afternoon Sir, | am currently in a
specialist post and attempting to
undertake the promotion process from
Constable to Sergeant. At present there
is one process open for Operational
Sergeants...

10 February 2022
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'BULLETIN

Rounding up our week at Heddlu Dyfed-Powys Police

Read this week’s edition in Microsoft Sway by clicking here.

Did you know?
You can view The Bulletin on your MDT, and now also watch Film Friday on the Stream app on your MDT.

If you have problems accessing this link please log a call with the IT Service Desk.




image21.png
Need further information?

Dyfed-Powys Police are also proud to have a number of staff networks which support the
force in providing support to under-represented groups by positive action recruitment and
retention initiatives

« Ability Support Network

« LGBT+ Support Network

« Gender Equality Network

« Christian Police Association

« Ethnic Minority Support Network

Should you have any queries in relation to the above, or wish to seek further information with
regards to positive action and how you can get involved then contact the Positive Action Team
by emailing PositiveActionTeam@dyfed-powys.pnn.police.uk
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From: Pandemic Planning <PandemicPlanning@dyfed-powys.police.uk>

Sent: 15 February 2022 15:26

To: Evans Catherine <catherine.evans@dyfed-powys.police.uk>
Subject: RE: Query

Good afternoon Catherine
Providing the officer continues to test negative via LFT, he can attend the fitness test on Thursday.

I believe SWP are operating the same processes as us — all work close contacts of positive cases can continue to attend work as long as they are not symptomatic and return negative LFTs for 7 days after the close contact date.
The officer should already be aware of this.

The only thing I'd double check is if he has received at least 2 vaccinations 14 days prior the close contact date.

Warm regards

Pandemic Plan:

Op Talla TTP
Emaillebost: pandemicplanning@dyfed-powys.police.uk

Do not use a rapid lateral flow test if you have COVID-19 symptoms. Get a PCR test as soon as possible and self-isolate, even if symptoms are mild.

Heddlu P

DYFED-POWYS
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Current Recruitment Plan
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Engaging
for Success:

enhancing performance
through employee engagement
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Understanding the levels of the Q"2

Meeting the needs in the three foundational levels creates an
environment of trust and support that enables managers and
employees to get the most out of the top level, personal
growth.

These levels provide a road map for managers to motivate and
develop their team members and improve team members'
Teamwork performance, with each level building on the previous one.

The levels do not represent phases. Managers do not 'finish"

Individual Contribution level one and then move on to level two. They must ensure
that employees’ needs are met on level one first, then continue
@ @ to deliver on that while meeting their needs on the second,

Basic Needs third and fourth levels. Without meeting basic needs, the other

levels will not follow suit.
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From: Catherine Evans

To:
Subject: Fwd: Dial Ins
Date: 22 February 2022 19:24:45

Good Afternoon Sir

Hope you are keeping well. I just wanted to send you and the Chief Officer Team a quick
message to say how much myself and the rest of the recruitment team have found your ‘dial-in
sessions of benefit. It has been interesting to see how other departments have managed under
the pressure of the last two years and what the Force are doing to move forward. I am aware
that the ‘dial-ins’ were originally set up for 100 days but was enquiring as to whether there are
any plans to continue with something similar going forward. We have new members of the
team who have recently joined the organisation and also have new employees due to start over
the next two months. The sessions are a great way for new employees to get to know ‘who is
who’ and to put a face to a name.

>

Thank you for allowing us to take part in the sessions and to ask any questions that we feel we
need answers to !

Kind Regards
Catherine Evans

Recriwtio Swyddog AD/Recruiting HR Officer
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Evans Catherine 9:23 AM (6 hours ago) Yy 4

Good Morning

Further to our recent conversation surrounding the commendation award certificates that were issued to all officers and staff, concern has been
raised within the force as to the cost implication of this correspondence. Whilst we appreciate the gesture and it was a boost to many employees
to receive it, concern has been raised as the certificates were printed on high quality card and then posted first class to over 2000 staff
members. At a time when we are in a serious financial state and not being permitted to advertise critical roles or spend any budget this is a cost
that has been deemed as unnecessary by many. The certificates could have been emailed to all staff and officers and this would have had the
same impact. | am aware that other forces emailed the commendations and one force placed it on an All User so both viable options moving
forward.

I hope that my suggestion for future communications with the workforce could be considered and thank you for all your work.

Kind Regards
Catherine Evans
Recriwtio Swyddog AD/Recruiting HR Officer

G

ﬂ#r\ Heddlu Dyfed Powys Police
@  Adnoa

-~ - Ffon Mewnol/Internal: 23060

. uman Resources

4 Rhif Allanol/External : 01267 226360
Sonra e

E-bost / E-mail: catherine.evans@dyfed-powys.pnn.police.uk
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From:

To: Evans Catherine

Subject: Smarter Working

Date: 26 February 2022 15:33:33

Attachments: image003.png
image004.png

Hi Cath

It was great to catch up with you last week in HQ. As discussed our next meeting is scheduled for

Monday 11th April at 15.00hrs and is currently planned to be in Room SCC001 — obviously this is
subject to change. Let me know if the date works for you and | can ask Alex to add you to the

calendar invite.

Kind Regards

Learning and Development Team Leader

e

,""'”"0 Heddlu Dyfed Powys Police
* P a—— Ffon Mewnolllnternal:-

Human Resources Rhif Allanol/External :
E-bost / E-mail: @dyfed-powys pnn.police.uk

ﬂl. s-

Hapus | gyfathrebu'n Gymraeg neu'n Saesneg

Happy to communicate in Welsh or in English

BUDDSODDWYR MEWN POBL

Rydyn ni'n buddsoddi mewn pobl A
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Using a Research Approach in Human Resources

Report Title: The influence of an effective induction programme on employee
engagement

Name: Catherine Evans

CIPD Membership Number: 1919841

Word count - 2497

By signing below, | confirm that the work/evidence presented is my own,
unaided work. | understand the regulations pertaining to candidate
malpractice and the action that may be taken as a result.

Signed: Catherine Evans
Date: 30 July 2021
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Memo

Frol

cc I

atherine Evans

‘Welcome/Induction Pack

I would like to raise the following for discussion in the resourcing meeting scheduled for 31 March
2022.

Ithas been identified by the CIPD that the first impression that an employee gets of an organization
can have a significant impact on employee engagement. During my research on induction in Dyfed
Rows | identified that our induction process needed significant improvement and have been looking
at ways to improve our onboarding. | am aware that we are currently under financial restraints and
have therefore sourced ideas for a welcome pack that would not have significant costing. The below
items could be included in the pack and distributed prior to start date:

« Welcome to the organization letter from Chief Officers

o First day information — where to go, what to wear, who to ask for on arrival.

o Department structure

o Police rank structure

« Glossary of acronyms

o Employee handbook

« Dyfed Rouys Police mug — costed at 89p printed with logo (minimum purchase 100)

« Dyfed Rouys Police water bottle — costed at 59p printed with logo (minimum purchase 100)
o Dyfed Rowys Police lanyard — ready for ID card on first day

I would also like to implement a telephone call the week prior to the new starter ~ ideally made by
the Line Manager and also the introduction of a ‘work buddy’ to assist with any questions the new
employee may have once in role. I you would like to discuss any of the above or need further
dlarification prior to the meeting please contact me.
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Catch-up on the dial-in with PSD about Sexual harassment and concerning behaviour in
the workplace

In case you missed the virtual event on Thursday, 21 October, you can catch up now.

Need to know

COVID-19 Chat: Your questions answered on Wednesday 20.01.2012 @ 4pm
Dial in to ask Supt. Craig (NSNS your questions.

Nice to know

Today at 1pm - Interfaith Week dial-in reminder!

Fr. _ are hosting a virtual cafe today and you are invited to come and discuss faith matters, and ask

guestions about faith and the force's Chaplaincy service and the support available to you.

Nice to know

Interfaith Week Dial In!
Father || I ! 1ot = cial in on Friday the 19th of November at 1pm to highlight Interfaith Week

2021.
Need to know
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4.2.7 Internal staff applying for externally advertised C Grade vacancies will be given priority over
external applicants in_order_to ensure lateral development opportunities and provide

temporary staff with an opportunity to remain in the grganisation.
43 Expression of Interest Process

Where the available post is of short duration the ‘Expression of Interest’ process can be ytilised by
submission of a vacancy request form. This process applies to vacancies arising from:

Matemity cover and shared parental leave
Development opportunities

Planned long term sickness absence jg, surgery
Restructure/change process

Exceptional needs i.e. large restructure

This process will be conducted by Strategic HR Recruitment and Selection and allows for fair and
transparent opportunities for all. Where an expression of interest application is unable to clearly identify a
successful candidate, an interview process will be conducted.

It should be noted however that if an individual is appointed through an expression of interest process, and
the post subsequently becomes available on a permanent basis, there will still be a requirement for a full
recruitment process to be undertaken. The “Temporary Appointment” rule, as detailed in paragraph 4.6.2 of _
Dvfed Powys Police’ Staff Terms and Conditions of Service Handbook does not apply to appointments made
through an Expression of Interest process.

5.0 EQUAL OPPORTUNITIES
51  As part of its Equal Opportunities Policy the Force is committed to a programme of positive action,

hirm il sl
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