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1. PURPOSE AND RECOMMENDATION

1.1 The purpose of this report is for monitoring.

1.2 There are no recommendations requiring a decision.

2. INTRODUCTION & BACKGROUND 

2.1 This report provides information on the delivery of the People Services strategic objectives for 2022/2023. The three-year strategy (2022-2025) was agreed at the start of April 2022 for People Services. (Appendix 2)

2.2 Since the People Services strategy being implemented there have been some structural changes. Learning and Development now reports to Continuous Improvement and Human Resources is now a stand-alone function which includes HR (Human Resources) Operations, Recruitment, Engagement, Positive Action, Wellbeing, Occupational Health and Health and Safety. 

2.3 Some of leadership pillar of the People Services plan now aligns in Learning and Development.

2.4 This outturn report focuses on the HR function rather than People Services as the structure has changed.

2.5 The objectives of the people plan for 2022/25 are outlined in six pillars.

2.6 Underpinning all the objectives for the department are equality, diversity, inclusion, and wellbeing. These themes run throughout the pillars. 

2.7 Below are the pillars and focus for the department. 


[image: ]


3. ISSUES FOR CONSIDERATION

3.1 Employee Branding 


In 2022/23 HR Operations implemented several strategies to improve knowledge around the HR lifecycle of our people and use that knowledge to improve the culture and policies to maintain a happy and healthy workforce. The team have supported all departments at all ranks with the management of sickness absence, performance issues, grievances, strategic workforce planning, analysis of exit interviews, workforce representation, recruitment, and promotion processes. 

HR Business Partners have spent considerable time upskilling line managers on policies and procedures in particular absence management training. 

Employee Opinion Survey 

[bookmark: _Int_b9XQed1g][bookmark: _Int_y63dBQoV]The Employee Opinion Survey concluded at the end of the financial year and had a good completion rate of 37 (highest ever completion rate). Follow up meetings were held with Heads of Departments to action further analysis of results at team level. This work will be ongoing into 2023/24 with focus on follow up actions and improvements. This survey was completed via Microsoft365 which can monitor results, and easily categorise areas for address and action. The expected effects are to improve on areas where we need to improve most, and cascade what action has been taken to promote positive workplace culture.

Employee Induction Programme  

During 2022/23 we have developed the police staff induction programme from a two day to a three-day programme to enhance the introduction to the police service and ensure a professional and thorough programme is undertaken focusing on values, policies, and ethics. The additional day includes a focus on the code of ethics and ethical dilemmas to ensure culture and ethics is embedded at the start of their career. There is ongoing development to embed the leadership training as part of this induction and ensure line managers embark on the first line leader’s programme. We have initiated 6 weekly and 6 monthly new starter questionnaires for all new starters and results are presented through the people and culture board. Themes and development are then taken forward to improve the employee on boarding and training programme.

Policies and procedures 

During 2022/23 there has been a review of the flexible working process and procedure, career break procedure, review of the Dignity at Work procedure and a review of the Working Hours procedure. Updates in these procedures have supported our mission of being an employer of choice.

Pay Progression Standard

We have successfully rolled out the pay progression standard for officers and staff. Line manager briefings and communication was rolled out across the force by HR. The compliance and ‘buy in’ has been good to ensure a smooth process for increments in line with the pay progression standards. 

Branding  

In 2022/23 we have developed a career prospectus outlining the different routes to policing and positive action support. We have worked with Corporate Communications in enhancing diversity through our branding to ensure inclusivity. This has been sent to all educational establishments and community places across Gwent. We have continued our partnership working within the community and engaged in partnership working with the local colleges, access to policing courses and English for Speakers of Other languages (ESOL).

3.2 Strategic Workforce Planning 

Development of Qlikview

Development of Qlikview as a strategic workforce planning tool has been completed and fully rolled out across the force. This tool scrutinises areas such as sickness, deployment, abstractions such as maternity, career break and suspensions, and restricted/recuperative individuals at the click of a button. This tool is used by Chief Officers and local command teams to assess workforce capability. This tool will be developed to enhance and improve our strategic workforce planning capability for the force.

Workforce planning  

Development of strategic plans for business areas are underway to ensure strategic long-term plans are in place for key areas for the workforce. A clear recruitment plan for police officers and detective constables is in place for the next three years to ensure we improve capability and capacity of our workforce.

Retention 

A retention strategy has started to be developed; data from the employee opinion survey, exit interviews and promotion processes validates the effectiveness of the Strategy. This will be an area of focus for 23/24. During 2022/23, 172 exit interviews were completed by HR which produced themes and areas for improvements across the force. Stay interviews are planned for 2023/24 with a focus on improving retention across the force. 

Recruitment 
[bookmark: _Int_qXcHetiF]At the end of operation uplift (March 2023), we increased our police officer numbers by 206 FTE (Full Time Equivalent) and achieved the uplift target of 1506 and stretched target of 1521. The force’s police officer establishment was 33 over the 1506 as at 31st March 2023. This was a great achievement for the recruitment team.
By the end of March 2023, we have recruited 523 new police officers since the start of uplift. 
In 2002/23, 175 officers were recruited through the PEQF (Policing Education Qualifications Framework) route, BSc professional policing degree, Direct Entry Detectives and Detective Police Now. Additionally, 13 police officer transferees were recruited. 
During 2022/23, 52 community support officers (CSO’s) were recruited to maintain establishment. 
[bookmark: _Int_3SnRDcoY]Our recruitment of police staff has been considerably high with 132 new police staff recruited this year in a range of roles including force control room and custody detention officers. During 2022/23 the police staff in the control room did not fall below the establishment numbers. 
We have endeavoured to grow our special constabulary and have an ongoing plan to bring in three intakes a year. In 2022/23 we have had 20 new special constables recruited. Recruitment of specials has been difficult over the last twelve months, but we have an ambitious plan to recruit 60 a year over the next couple of years.
Gwent Police embarked on their first Fast Track Detective programme and had 8 Fast Track Detectives commencing with us in January 2023. We also embarked on another cohort of Detective now and we had 10 Detective Now officers start with us in March 2023

The detective route has provided benefits in relation to attracting females. The direct entry detective route was 75% female and the Detective Now route was 50% female.

We have developed a three-year detective plan to build our detective capability and have an intake of 20 direct entry detectives planned for January 2024 and a cohort of 10 Detective Now for January 2024.

During 2022/23 we have continued to develop our 15 police staff apprentices across a range of departments in force. The apprentices joined Gwent police on a 22-month contract obtaining NVQ qualifications throughout this period. The programme has been a tremendous success with all apprentices been successful in obtaining other roles within Gwent Police

Diversity and Inclusion 

During 2022/23 we have continued to align our priorities against the Joint Strategic Action Plan, Black Race Action plan and the VAWG (Violence Against Women and Girls). We have a three-year positive action plan and have developed our representation across the force.

The new census data has been published which has increased the percentage of ethnic minorities from 3.9% to 5.6% for Gwent which presents a significant challenge.

Since the start of uplift, we have made the following improvements in diversity for police officers.

[image: Table describing figures]

Although the number of ethnic minority police staff and officers within the force is below the national ethnic minority representation of the Gwent area, we have made significant inroads in attracting a more diverse workforce. 

The upward trend of new starters from ethnic minorities has continued to grow and as at the 31.03.23, 3.7% of police officers are from an ethnic minority background. 

We have increased our female representation and will continue to drive this through positive action. We have held several Women in Policing sessions and now offer positive action to females through each stage of the police officer recruitment. 

During 2022/23 we have maintained our status as a Disability confident employer and look to continually improve in being an accessible employer. We have worked closely with our disability support network (ENABLE) to ensure we offer and a range of reasonable adjustments during the recruitment and on boarding process. To support neurodiversity, we offer dyslexia screening to all new starters and offer a range of supportive measures. We have trained over 8 people to be dyslexia assessors and have plans to develop more training over 2023/24.

We have employed several candidates with visual and nonvisual disabilities and adjustments made in the workplace to support these candidates achieve their potential. The number of officers and staff declaring a disability has significantly increased over recent years.
Promotions/progression for underrepresented groups 

We have run several promotion processes for all ranks and have developed support to improve our workforce representation at all ranks.
We are continuously improving processes for professional development for ethnic minority and females within the workforce. We have been successful in three ethnic minority officers/staff enrolling on the PALS (Professional Action Learning Sets) programme specifically aimed at ethnic minority development in collaboration with South Wales and North Wales Police.

We have recently rolled out representative workforce sessions for those going for promotion and officer ‘checks ins’ for ethnic minority new starters at month 1, 6 and 12 with the positive action team.

Over the next 12 months the focus will be on the following areas:
· A whole scale review of retention.
· Develop enhanced strategic workforce plans.
· Continue to strive to improve diversity across the force and strive to ensure development and talent management amongst under representative groups.
· Reducing absence levels across the force.

3.3 Wellbeing 


In 2022 – 2023 Wellbeing implemented a range of initiatives and programs aiming to improve the culture and target areas to make our Force more of a Trauma informed organisation. We increased presence in stations and departments delivering wellbeing inputs, dog visits and drop-in sessions. As a new team, it was crucial to achieve buy in to the service and making the team accessible. As per the year prior, we are continuing to hold the following initiatives. 
ReTrain (Resilience to Traumatic Incidents)
Endometriosis, menopause, and Gwent babies support groups
Wellbeing Dog drop ins
Psychological monitoring assessments 
Departmental wellbeing input upon request.
TRiM 
Ambassador support 

As a result of the implementation of our plans and initiatives, Wellbeing won the Oscar Kilo 2023 award from Mental Health 

From analysis of the employee opinion survey, 73.7% of respondents said the agreed or strongly agreed that they knew how to access support and tools to improve wellbeing, and 65.6% said that Gwent offered a range of initiatives to meet their needs. As a result, wellbeing has continued to attend stations and departments to discuss what is offered and how to access support. 58 new ambassadors have been trained and Mental Health First aid training offered. 
With only 65.6% of individuals feeling that the initiatives met their needs the programme of initiatives have been reviewed in line with the sickness absence data and psychological screening. Stress has been the leading cause of sickness absence for the past 3 years and the levels of sickness increasing. The Psychological monitoring feedback showed that 79% of clinical referrals had elements of anxiety, depression, and burnout. Wellbeing have been holding focus groups with the force to determine reasons of stress and the wellbeing Lead and Mental Health Nurse have put together and is disseminating a stress resilience package. 60% of the psychological referrals also had a secondary trauma element and therefor the Secondary Trauma, Compassion Fatigue and counter transference inputs have been pulled forward to begin October 2023. Those departments with the most elevated scores will be prioritised in the first instance. 
Engagement (completion rate) of the psychological monitoring system increased in 2023 to 78%. This was significantly higher than 2022 (52%) and above the programme benchmark (73%) Fitness notes issued from online screening also increased to 80% (vs 70% 2022). Prior to screening all department managers were met with to discuss reasons for the screening and to alleviate any causes of concern. Following screening, Managers were again contacted to inform of completion rates and areas of concern within the departments. 
The wellbeing financial roadshow in Spring 2023 went successfully with over 280 individuals contacted over the roadshow. With the ongoing cost of living crisis, these will be run every Spring for the near future. Feedback on the wellbeing events were positive and will now be held every autumn, with 5 smaller scale events so every area in the force can be seen, giving individual a fairer chance to attend.
Gwent Babies was launched and has had good attendance. The aim of the group is to support those expecting and new parents with changes they may experience, including coming back to work and how mindsets may have changed. There are also external speakers that attend to let parents know of their rights.
Occupational Health 
 An audit of the department by the Nationwide Lead OHA in 2022 with a positive outcome on the service with just one Occupational Health Advisor (OHA) in post and no other permanent clinical staff. Recommendations from the report are 80% complete. A visit to the department by the Chief Constable resulted in her praise for delivering such an excellent service to the force and that she had received accolades from other departments and staff.
 
Occupational Health’s profile has changed within the past 12 months. Upon commencement of post, the current OH Manager was recruited initially as a Senior Occupational Health Nurse and was the only qualified OH Nurse in post. Clinical work was the basis of the role, undertaking all the clinical requirements for the service. Over the past 9 months the team has grown to include 3 additional permanent members of staff – one Occupational Health Advisor (OHA), one Registered Mental Health Nurse (RMN) and one Occupational Health Technician (OHT). The Senior OH Nurse was also promoted to Clinical Manager (OHCM). As the RMN and OHA were new to Occupational Health, there has been extensive training delivered by the OHCM, internal and external agencies resulting in them both now firmly embedded in the service and delivering a service based on best practice. In addition to this we have a practice lead and two administrators.
 
Statistical analysis for occupational health data has been developed and is provided for reports each month which are included in the senior officer monthly meetings. The force has recently implemented and gone live with a new patient management system G2. This is now in daily use; however, we are still awaiting the HR data import to utilise the referral and pre-employment section of the system. This is a tri force procurement and we have been instrumental in providing support to South Wales and Dyfed Powys as they also commence training on the system. 
 
A total of 4680 occupational health and counselling appointments have been undertaken from 01/04/22 to 31/03/23. This included 1080 new management referrals and subsequent reviews, 249 internal counselling sessions, 553 recruitment medicals, 489 role-related medicals, in addition to health surveillance medicals, vaccinations, injury on duty consultations and follow ups, annual adjustment reviews and ill health retirement consultations. 
 
We continue to liaise with other Welsh forces and have reviewed best practice within other occupational health units, actively participating in benchmarking requests wherever required. We have forged helpful links with Oscar Kilo the National Wellbeing Framework and are members of OHNAPS. 
 
Clinicians have undergone statutory training events and the clinical manager and OHA attended the national OH conference in March 2023.
Our RMN works closely with our Wellbeing Team to provide mental health support to the force and for their excellent service they were recognised with a national award in July 2023. 
 
We have standard operating procedures and policies in line with Clinical Governance for clinical processes in addition to process guides for all administration functions. 
 
The department monitors fitness to work reports and updates the forces HR system for restricted officers and staff and this is reported on monthly. 
  
As at 31/03/23 208 officers and 51 police staff were on adjusted or recuperative duties. Of this, 54 officers were unable to undertake their role 100% (these are permanent adjustments), 40 were in a permanent role and 14 were in temporary posts. An additional 154 Officers were on adjusted and restricted roles including pregnancy. In respect of police staff, 4 were on permanent adjustments and 47 were on temporary adjustments including pregnancy. The force continues to support officers and staff with reviews conducted in line with clinician’s recommendations. 
 
Of those officers and staff who have permanent restrictions they are reviewed annually and are posted into roles commensurate with their restrictions, skills, abilities, and force requirements. This information is provided by OH monthly for review by HR and senior management. 
 
Our service is continuously reviewed to ensure best practice and we have close links with our neighbouring Welsh forces. An example of which is the recently started collection of data to identify improvements in our psychological referrals (PHQ9 scores) on commencement and completion of treatment or to highlight areas where there is a need for a different approach.
 
We are currently in the process of identifying a new Occupational Health Services provider via a tri-force procurement process with South Wales Police and Dyfed Powys Police. Whilst this takes place, we continue to utilise a Force Medical Advisor Provision via local contract plus a further provider for ad hoc OHA cover.
 
A new Employee Assistance Provider VivUp has been identified and it is anticipated this will come online from September 2023. They will provide a 24/7 ‘in the moment’ telephone support for force members with the ability to continue to 6 sessions of remote or in person local counselling. They can also refer to OH if more specialist services are recommended or to request extension of sessions should the treating counsellor feel this is necessary. 
 
We are actively working with our wellbeing, human resources and health and safety colleagues to provide a holistic, evidence-based quality service. This will ensure that occupational health resources are being utilised in the most beneficial way and in line with the People Services Strategic Plan.
  
Our Clinical lead and OHA reviews and monitors Public Health Wales for any local/global health concerns which may impact on the force’s resources. 

3.4 Celebrating Success

Organisational justice and fairness have been at the heart of the HR Strategy, and we have sought to ensure a feedback culture. Employee Opinion Survey results will help inform our focus for 2023/24 for continually improving our culture and supporting our staff.

We have also rolled out promotion feedback questionnaires to give those going for promotion a voice. Feedback from this has been overall positive with all candidates stating that they thought the process was fair. We have already taken on board some suggestions for change and will continue to develop future processes and make some changes to the promotion policy because of this feedback.

We have invited our Independent Advisory Group to attend promotion boards to enhance transparency and community involvement. 

Embedding Perform and improving compliance of end of year reviews through perform has been a priority. The compliance for Perform was 85% which is the highest it has ever been.

We have ensured that perform was embedded in the recruitment process and formed a key part of the promotion process. Additionally with the pay progression standard consistent and correct use of Perform has also improved. 

3.5 Culture and Communication 

As part of the positive action strategy, we have continued engagement and partnership working within the community. We have continued to develop partnership working in collaboration with diversity and inclusion and the community engagement officers, endeavouring to foster links with hard-to-reach groups. We have engaged with places of worship and minority groups to enhance relationships. We hold surgeries and events frequently in our most diverse areas of the force.

We have a close working relationship with College Gwent, Universities and the Department of work and pensions and provide career advice and support to these organisations. We work closely with Careers Wales supporting their services and promoting Gwent Police as a ‘employer of choice.’ 

We have worked closely with force networks to listen to views and feedback to assist the workplace in being more inclusive. We have worked closely with ENABLE to provide a suite of reasonable adjustments throughout the recruitment process. We have received positive feedback from these adjustments from those who went through the promotion process. 

3.6 Leadership

The leadership framework is now well established with the Introduction to Management Course, First Line Leaders Programme and follow up modules now available. The Mid-line Leaders Programme will be offered from Autumn 2023, and we use COP (College of Policing) products for our senior leaders.

There has been positive feedback from participants attending the leadership programme and places the force in an advantageous position to be ready for the new promotion process for Sergeants and Inspectors.

HR have been integral in the First line leaders programme in upskilling line managers on HR processes and procedures. There has been particular focus on absence management and wellbeing training delivered by the HR team.

We have embedded Perform into the promotion and pay progression standards to enhance compliance and development of staff and officers and have had the highest compliance rate for Perform this year. (Over 85% for 2022/23 cycle)


3.5    Welsh Language

[bookmark: _Int_csf1w7Zb]Please see Welsh Language Standards Annual Monitoring Report attached as Annexe 1.

4. COLLABORATION

4.1 Current collaborations are referenced above.

5. NEXT STEPS

5.1 None, this report is for information only.

6. FINANCIAL CONSIDERATIONS

6.1 None, this is a retrospective report in respect of the reporting period 2022/2023.

7. PERSONNEL CONSIDERATIONS

7.1 None

8. LEGAL CONSIDERATIONS

8.1 None

9. EQUALITIES & HUMAN RIGHTS CONSIDERATIONS

9.1 [bookmark: _Int_H4wmO84B]This report has been considered against the general duty to promote equality, as stipulated under the Joint Strategic Equality Plan and has been assessed not to discriminate against any particular group.

9.2 In preparing this report, consideration has been given to requirements of the Articles contained in the European Convention on Human Rights and the Human Rights Act 1998.

10. RISK

10.1 None, this is a retrospective report in respect of People Services business conducted during the reporting period 2022/2023.

11. PUBLIC INTEREST

11.1 In producing this report, has consideration been given to ‘public confidence’? Yes 

11.2 Are the contents of this report, observations, and appendices necessary and suitable for the public domain? No 

11.3 If you consider this report to be exempt from the public domain, please state the reasons: Due to nature of content. TBC.

11.4 Media, Stakeholder and Community Impacts:

11.4.1 This information is suitable for the public domain.

12. REPORT AUTHOR

Head of Human Resources


13. LEAD CHIEF OFFICER

13.1 Assistant Chief Constable

14. ANNEXES

14.1 Welsh Language Standards Annual Monitoring Report
14.2 People Services Strategy 2022 -2025



 
15. GOVERNANCE BOARD AND CHIEF OFFICER APPROVAL

15.1 This report has been presented to the following board:
People and Culture Board

Meeting chaired by:
Ch/Supt Vicki Townsend

Meeting date:
21.07.23

Actions and amendments arising from meeting:
N/A


15.2 This report has been presented to the following oversight board:
Scrutiny Executive Board

Meeting chaired by:
DCC Rachel Williams

Meeting date:
01.08.23

Actions and amendments arising from meeting:

15.3 I confirm this report has been discussed and approved at a formal Chief Officers’ meeting.

Meeting chaired by:
[bookmark: _Int_qQcH3rDM]CC Pam Kelly

Meeting date:
15.08.23

15.4 I confirm this report is not suitable for the public domain due to the reasons stated in 11.3.

Signature:  [image: ]                 Date: 24.08.2023
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| very much hope that this Annual Monitoring
Report demonstrates our ongoing
commitment to the Welsh Language
Standards, but also to developing sustainable
improvements in the availability of our service
in Welsh and in the opportunities to learn
Welsh in an organisation.

| am delighted that there is a continual
growth in the number of employees that have
developed their Welsh language skills, as a
result of our mandatory training and other
opportunities.

Although there are sustained improvements

and a continued focus in our approach to meeting the Welsh language
standards, we acknowledge that there is still much to do during the year
ahead. We will continue to commit to doing our very best to ensure that the
Welsh language is a part of and embedded into, all aspects of our work.

Ay

PAM KELLY

WELSH LANGUAGE IN CUSTODY TRAINING

During this reporting period Gwent Police has introduced bespoke Welsh language

skills training for Welsh speaking police officers. The sessions have been designed and
delivered by the Welsh Language Policy Officer and an Inspector working in Custody.

8 sessions were held during the period February — March. The aim of the training was to
give our Welsh speaking police officers an opportunity to practice dealing with Welsh
speaking members of the public who are being booked into Custody. Our Welsh speaking
officers may be called upon at any time to assist colleagues in Custody who are not
Welsh speakers.

The Custody procedures involve use of language which is not generally used in everyday
conversation so the benefit of the raining for our Welsh speaking officers and members
of the pubilic is that officers will now be familiar with the terminology used and how that
terminology can be conveyed in terms that are easy to understand.

Feedback from officers who have received the training is that it has been very beneficial,
increasing their confidence to assist when called upon.

STDAVID'S DAY LUNCH AND LEARN

On 1st March 2023 the Chief Constable hosted a lunch and learn session which was a

live Teams event involving the Welsh Language Commissioner and the Police and Crime
Commissioner. The Teams event was also recorded and made available as a resource for
all employees to view at any time.





Gwent Police and the Office of the Police and Crime Commissioner have published a
new Joint Welsh Language Strategy 2021 - 2025. This Strategy builds on the collaborative
working between the two organisations in respect of promoting and delivering Welsh
language services.

The three key pledges in the new joint Strategy are:

» Engage effectively with Welsh speakers within our communities in order to shape the
service we provide.

* Increase the number of Welsh speakers and learners that we employ across both
organisations.

« Collect data that we can use to improve the quality of our Welsh language services.

To enable closer working relationships and maximise efficiencies, Gwent Police and
the Office of the Police and Crime Commissioner continue to share the posts of Welsh
Language Policy Officer and Welsh Language Translator.

During the reporting period 1st April 2022 to 31st March 2023, no complaints regarding lack
of Welsh language service were received.

\

In the reporting period 1st April 2022 to 31st March 2023 a total of 384 posts were
advertised:

375 posts were advertised as Welsh desirable (Level ).

2 posts were advertised as Welsh desirable (Level 2 or above).

1 post was advertised as Welsh essential (Level 4).

3 posts (internal secondments) were advertised as Welsh language skills not
applicable .

3 posts were incorrectly advertised as Welsh not required. It is organisational policy
to advertise all posts as Welsh essential (Level 1), unless there is a need for a higher

level of Welsh language skills due to the duties which are required of the role.



https://www.gwent.police.uk/cy-GB/heddluoedd/heddlu-gwent/ardaloedd/amdanom-ni/amdanom-ni/Safonau-r-Gymraeg/



- iV

.-'r-

Gwent Police and the Office of the Police and Crime Commissioner provide Welsh Below is a table to show the level of Welsh language skills currently recorded on our
Language Awareness and Level 1 Skills training to all employees as a mandatory course. Human Resources system. Since 2017, we have seen a sustained growth in Level 1 skills
The training is delivered by our Welsh Language Policy Officer. due to the mandatory training.

Between Ist April 2021 and 31st March 2022 100% of all new recruits received this training
as part of their Induction course. As of 31st March 2023, 183 employees (7%) have yet to WELSH LANGUAGE SKILLS OF EMPLOYEES

receive the training. Those existing employees, who have yet to attend, will receive the
- . . . . , NUMBER OF EMPLOYEES
training by attending the Level 1 Welsh session delivered on one of the regular induction LEVEL
courses during 2023/24, until all employees have attended. 2020/21 2021/22 2022/23
Opportunities are available for employees to enrol on Welsh for Adults courses that are 1 1912 2034 2257
provided by Coleg Gwent. Where possible, employees attend during work time. During the
reporting period, the number of employees enrolled on these courses was: 2 4] 68 97
« Mynediad 1. 6 students enrolled 3 22 34 30
« Mynediad 2: 1student enrolled
4 37 47 51
« Sylfaen1: 1student enrolled
5 27 42 39
TOTAL 2039 2225 2225
TOTAL NUMBER OF
EMPLOYEES 2447 2543 2574

Welsh Police Forces agreed level of Welsh definitions (verbal skills only):

LEVEL1
Can say place names, personal names, can use greetings appropriately in person or on
the telephone, can open and close meetings bilingually.

LEVEL 2

Can understand a basic conversation and can convey simple information, can respond
to simple requests, can understand requests for assistance, can use Welsh to transfer
telephone calls, can introduce oneself and others.





LEVEL 3

Can take and pass on messages likely to require attention during a working day,
can converse partly in Welsh but turns to English in discussion and to give detailed
information, can describe people and locations, can respond to general enquiries
over the telephone and face to face, can take details or make a note from a Welsh
conversation.

LEVEL 4

Can contribute effectively in meetings within own area of work, can argue a case for or
against an ideq, can converse in Welsh in most situations but turns to English when using
policing or technical terminology, can deal with enquiries effectively, can understand
dialect differences, can chair a meeting and respond to questions in Welsh, can describe
a situation or event in Welsh.

LEVEL 5

Can interview applicants for Welsh speaking posts and assess their suitability, can deal
effectively with complex enquiries or confrontations in Welsh, can interview and question
in Welsh in the course of an investigation, can deal with complex or sensitive enquiries,
complaints and hostile questions to the extent of their specialist knowledge, can deliver
presentations in Welsh.

L
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The Deputy Chief Constable has responsibility for monitoring and overseeing compliance
with regard to Gwent Police’s Welsh Language Standards, scrutiny is undertaken by the Police
and Crime Commissioner and Her Majesty’s Inspectorate of Constabulary and Fire and
Rescue Services.

Gwent Police has a well-established system of regular meetings and “boards” that monitor
how we are meeting all our legal requirements to provide the best possible quality of

policing services for the people of Gwent. To enable us to monitor how we comply with Welsh
Language Standards in all areas of policing business, we hold quarterly Welsh Language
Meetings which are chaired by the Head of Human Resources. The Head of Human Resources
holds delegated responsibility for Welsh Language matters on behalf of the Deputy Chief
Constable.

Highlight reports from the Welsh Language Meetings go forward to the next level of internal
scrutiny which is a high-level meeting known as the People Strategy Board, which is also
chaired by the Assistant Chief Officer - Resources. Many senior police officers and staff
attend these board meetings so that they can assist in problem solving where difficulties or
questions arise, gather information that is of relevance to their own teams and ensure that
they are aware of Welsh language developments outside their own areas of business as well
as within them.

Any significant matters raised at People Services Board meetings are taken forward to
meetings of the Chief Officers Team, this is the highest level of monitoring and governance
meeting held by Gwent Police internally. At least one representative from the Office of the
Police and Crime Commissioner will attend the Welsh Language meeting and the People
Strategy Board and a representative from Her Majesty’s Inspectorate of Constabulary and Fire
and Rescue Services will sometimes attend to provide additional scrutiny. A Welsh-speaking
member of the Gwent Police Independent Advisory Group is also invited to attend each
People Strategy Board meeting.

Welsh Language Meetings took place in April 2022, July 2022, October 2022 and January
2023. Performance data was scrutinised from across all areas of business. Every department
has continued to report against its own bespoke Welsh Language Action Plan, matters

of service improvement have been identified. Through these Action Plans we continue to
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actively monitor business processes across the whole organisation to make sure that we are
complying with the Welsh Language Standards that apply to policing business. Number of
business processes/practices where actions have been identified to improve the quality of
Welsh language services: 33, down from 54 in 2022. Number of business processes/practices
where actions to improve are already underway or partially completed: 133, up from 108

in 2022. This is because scrutiny has identified more opportunities to improve on current
business practices.

Number of business processes/practices where Welsh language services are successfully
embedded: 693, up from 598 in 2022. The internal Welsh language translation service has
been monitored in more detail during this reporting period, this has enabled us to identify a
decrease in translation demand of 60% as compared with demand in 2021/22. Any translation
requests that cannot be serviced by our in-house Welsh Translator are sent to external
translators.

~.

COMMUNICATIONS WITH THE PUBLIC

Guidance for staff has been published on Gwent Police’s intranet “The Beat [ Y Bit". This
guidance clearly and simply explains the requirements of the Service Delivery Standards.
During the mandatory Welsh Level 1 Skills training, staff are made aware of the guidance
and how to use it.

RECRUITMENT

During the reporting period, we have continued to work with Careers Wales, local schools
and colleges and Mentrau laith to promote our vacancies and stress the importance of
Welsh language skills.

WEBSITE AND SOCIAL MEDIA

Gwent Police now has around 469 followers of our Welsh medium Facebook page, a
decrease of 15% compared to last year’s figure, and 557 followers of our Welsh medium
Twitter account, an increase of 31% compared to last year’s figure. Members of the public
are also welcome able to contact Gwent Police’s Social Media desk in Welsh or English.

RECEPTION SERVICES

All of our Station Enquiry Officers and one member of staff at our main reception in
headquarters have received bespoke training to enable them to provide a basic Welsh
language reception service.

PROCUREMENT
No requests for tenders or contracts have been issued in Welsh, and none have been
received in Welsh during this reporting period.

For relevant contracts (where the subject matter of the contract suggests it should be in
Welsh) tender documents will be published in Welsh. The tender document states “The
Commissioner welcomes tender responses in Welsh” and the Welsh Language Checklist
has been embedded within the tender process to ensure due consideration is given to
the Welsh Language at all stages. Access to professional translation services ensures

the content of Welsh Language submissions is accurately reflected, and the evaluation
process will run parallel to the evaluation of submissions in English (if relevant). The same
closing date will apply for submissions in Welsh and English and simultaneous translation
services will be offered and arranged for relevant contracts should an organisation wish
to complete an interview in Welsh.

EDUCATIONAL COURSES

Gwent Police has a dedicated Welsh Language School Community Police Officer who
delivers educational input to school pupils across the Gwent area. Subject topics include
drug and substance misuse and safeguarding. The sessions delivered are fully supported
by a bilingual website — www.schoolbeat.org which contains further information and
guidance for teachers, pupils and parents.
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We have met our Policy Making Standards by using our Equality Impact Assessment (EIA)
process to identify and address any impacts arising from Welsh Language Standards.
EIAs are a compulsory part of our policy-making procedure, and guide policy writers and
decision makers in considering adverse or positive impact on people that share Protected
Characteristics as defined by the Equality Act 2010.

Although Welsh language is not a Protected Characteristic under Section 4 of the Equality
Act 2010, we have amended our EIA template to now include a number of questions
which mean any impact on our treatment of the Welsh language in relation to English, or
opportunities for people to use the Welsh language are identified.

All new policies and procedures, and proposed revisions to existing policies and
procedures, are sent to the Welsh Language Policy Officer as a matter of course during
the internal consultation phase. The Welsh Language Policy Officer provides bespoke
advice and guidance on how to ensure that the Welsh language is treated no less
favourably than the English language (apart from where legal exemptions apply).
Including the Welsh Language Policy Officer in all policy consultations also helps to ensure
that all opportunities to promote and increase use of the Welsh language are identified.

As part of the policy consultation process, a record is kept of all advice and guidance
issued by the Welsh Language Policy Officer. During 2022/23, the Welsh Language Policy
Officer has made positive contributions to 66 policies and procedures, including, for
example, Child Protection Policy, Police and Civil Proceedings Policy, Recruitment Selection
Policy, Community Resolution and Restorative Justice Policy and Roadside Breath Test
Procedure.

STAFF SUPPORT

Comprehensive Welsh Language Standards guidance for staff is published on the Gwent
Police intranet “The Beat / Y Bit” on the “Welsh Language” page. The page also includes
support and resources for staff wishing to practice their Welsh language or consider Welsh
medium education for their children.

Welsh templates for out of office responses and personal signatures are provided, alongside
virtual badges that colleagues can add to their emails indicating that they are either learning
Welsh or are a Welsh speaker. All known Welsh speakers and learners across the force have
been issued with an appropriate badge or lanyard to wear.

WELSH ESSENTIAL POSTS

Due to a number of competing priorities within the People Services department, it has not
been possible to complete the review of Welsh essential and Welsh desirable posts during
this reporting period. We recognise this as an area for improvement and will take steps to
address the outstanding work within the next reporting period.

Externally, posts are advertised in Welsh as well as English, and our on-line recruitment
software allows for candidates to make applications in Welsh or English. Candidates
are asked to indicate their level of Welsh ability and note whether they would like to be
interviewed in Welsh should they reach that stage of the process.

During this reporting period, all colleagues have received an automated message when
logging onto their work computers. This message has asked them to take time to ensure
that they have recorded their Welsh language skill level appropriately on their personnel
record. As of 3Ist March 2022, 33 colleagues had yet to enter a level on their personnel
record as compared with 339 on March 31st 2021.

All staff joining Heddlu Gwent Police receive Level 1 Welsh language skills and awareness
training as part of induction. This ensures that everyone in our workforce knows and the
responsibility we have to offer non-emergency services in both Welsh and English and
understands their personal role in enabling language choice.





TRAINING COURSES PROVIDED IN WELSH Gwent Police does not have any outstanding challenges lodged with the Welsh Language
No training courses have been provided in Welsh during this reporting period. Commissioner.

SIGNAGE

It is Gwent Police policy that all new or replacement signage is produced bilingually with
the Welsh positioned so that it is likely to be read first.

For further information on how Gwent Police complies with Welsh Language Standards,
or to provide feedback on how Gwent Police can engage more effectively with Welsh
speakers and learners in the communities it serves, please contact our Welsh Language
Policy Officer, Cath Baldwin:

We welcome correspondence in Welsh and English - we will respond equally to both and
will reply in your language of choice without delay.
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FOREWARD

:.Ef:sfs _= The Heddlu Gwent Police mission statement clearly sets out
(0 W our primary objective as protecting and serving our

& T communities. Our organisational values are at the heart of
PER | everything we do and it’s important that our workforce family
" . embodies those values.

S .\, As we strive to deliver the highest quality services to members
DD\‘ ® of the public, we rely upon having the right people with the right
training, skills, knowledge and equipment in order to do so.

3 S
O ? This Strategy sets out the foundations of how we will ensure
that our workforce family is ready and able to meet the &
challenges of modern policing that are reflected within the
Office of the Police and Crime Commissioner’s Police and Sandra Connolly
Crime Plan and the Chief Constable’s Delivery Plan. Head of People Services

The People Services Team and | look forward to working with
you to deliver the positive outcomes outlined in the People
Services Strategy 2022-2025.





THE PCC’S POLICE & CRIME PLAN

Keep
neighbourhoods
safe

SRR
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N
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e : Drive
[ sustainable
policing

Combat serious
crime

People
Services Strategy
2022 - 2025

IEEeEE Support victims

and protect the
vulnerable

community
confidence in
policing





THE CHIEF CONSTABLE’S DELIVERY PLAN

Equality,
Operation Uplift diversity and
inclusion

People Services
Strategy 2022 - 2025

: Public
Wellbeing confidence






HEDDLU GWENT POLICE MISSION & VALUES

Everything we do is rooted in our organisational values and mission statement.

BOD YN DOSTURIOL
BE COMPASSIONATE

BOD YN FALCH
BE PROUD

PARHAU IDDYSGU
KEEP LEARNING

AMDDIFFYN A THAWELU MEDDWL
PROTECTING AND REASSURING





PEOPLE SERVICES MISSION STATEMENT

We will:

Create a positive culture that attracts and retains the right people to deliver high
performance

Strive to provide an energetic, healthy workforce that shares our values and is
representative of our communities
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PEOPLE SERVICES AIMS & OBJECTIVES

BOD YN DOSTURIOL
Igii BE COMPASSIONATE
DRIVE CULTURE & COMMUNICATION

Provide the right environment for the force to be successful.

Provide the right for the force to be successful.

(EEP LEARNING
OPTIMISE ORGANISATIONAL EFFICIENCY

Provide the right structure for the force to be successful.






THE CONCEPT & CULTURE OF THE STRATEGY

l;fiﬂ BOD YN DOSTURIOL
* s BE COMPASSIONATE

[-_§1 BOD YN FALCH
=+!¥ BE PROUD

PARHAU IDDYSGU
KEEP LEARNING

i |

We are committed to equality, diversity, inclusion and wellbeing in

everything we do. &

i ~
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We deliver our role with professionalism and our behaviour is ¥
ethical. P A\
- \ | \
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We deliver excellence by continually learning b ) R





THE EMPLOYEE VALUE PROPOSITION

Alongside the concept and culture of the Strategy, another key element is the new employee
value proposition.

The Chartered Institute of Personnel and Development defines an employee value proposition
as follows:

“The ‘employee value proposition’ describes what an organisation stands for, requires and
offers as an employer.”

It is essentially the psychological contract between employers and workers which addresses
and sets the expectations, beliefs and obligations of the employment relationship between the
employer and employee.
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EMPLOYEE VALUE PROPOSITION

R ]

pcjo~ =

agy‘-"i ENGAGE | Be open, be honest, keep listening, give
i | feedback.
_(“:.'.,,, 3

=y EMPOWER | Behave with integrity and respect, keep

““
SIS

'&ED/D\\L\ learning.

| Be positive, be flexible, play your part.






THE SIX PILLARS OF THE STRATEGY

Employer Branding

Establish a brand in the labour market that attracts
people who share our values, and are motivated to

Celebrating Success

Offer a range of recognition
options that reward and retain the
most capable employees and
accelerates individual
performance.

serve our communities.

Celebrating
Success

Employer
Branding

People

Services
Mission

Communication

Culture
(Compassionate &
Ethical Leadership)

Communication

Ensure positive and inspiring
internal and external
communications.

Culture

Offering a dynamic, safe,
bilingual environment that
delivers high performance
founded in our core beliefs of
equality, diversity, inclusion and
wellbeing, that creates a sense of
belonging.
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THE FOUNDATION & PILLARS OF THE STRATEGY

A high performing
representative,
engaged, healthy, workforce

Employer branding
Communication
Culture
(Compassionate & Ethical
Leadership)

Celebrating Success

Equality | Diversity | Inclusion | Wellbeing





EMPLOYER BRANDING

We will:

Enable high performance by having family friendly, welfare, career progressive policies and procedures
expected of an employer of choice.

Ensure an effective induction and probation program.

Empower our workforce family through the Employee Value Proposition (EVP), Empower, Engage, Enable,
(EEE) in order to achieve a high performing healthy workforce.

Align all internal and external People Services communication to our Employer Brand and EVP.

Establish excellence based on performance indicators, internal and external best practice and benchmarking.

How we will measure success:

Data from our Employee Opinion Survey (EOS) reflects the success of these policies.

Data from the survey for probationers and new starters evaluates and informs the process for incoming
talent.

Our Employee Value Proposition is referenced throughout organisational communications, policies and
procedures.

The integrity section of our EOS shows evidence of internal and external best practice.

Data from performance indicators and benchmarking confirms best practice.
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CULTURE & COMMUNICATION

P
e~ N We will:
*s LA * Engage with internal and external stakeholders to undertake programs of activity which enrich the diversity
R -'q, " of our workforce family and promote our organisational values.
P » Deliver the Leadership Strategy to create compassionate, ethical, skilled leaders at all levels of the
(" g . organisation who embody the organisational mission and values and actively inspire public confidence.
b « Enable an inclusive workplace environment by promoting business practices and procedures based on
i organisational procedural justice and ethical behaviours.
TS\ « Enable impactful partnerships in the community and within force, e.qg. staff support networks.
‘ - D\ \ « Empower others by strengthening positive and inspiring internal communication that tells the stories of our
m)/\ values.
—1 \(
S
) O\ ’ How we will measure success:
; * Monitoring data from our Joint Strategic Equality Action Plan, Confidence and Culture Strategy and Welsh

Language Standards Action Plans will evidence where activity has been successful and where improvements
are necessatry.

« Data from our Employee Opinion Survey (EOS) shows that leaders are effective, make ethical decisions and
achieve buy-in.

« Data from the EOS shows high satisfaction with regard to organisational procedural justice amongst
employees and we would expect to see an increase in the number of disciplinary processes conducted.

« Data from our EOS shows confidence in professional and ethical leadership, culture, policies and procedures.

» Positive feedback is generated from various sources, e.g. organisational recognition mechanisms, partnership
working, public engagement activity.

« Internal and external People Services communications showcase diversity, inclusion and organisational values
as well as operational success.





TALENT MANAGEMENT

We will:

Enable our workforce family to achieve their potential by ensuring that we have enough skilled, well-prepared
successors to fill leadership, expert and manager positions.

Empower and enable the workforce family to share and develop their talents by promoting opportunities to
contribute to strategic assignments across the organisation.

Enable and empower leaders to lead by providing them with high quality, dynamic leadership skills training
and personal development opportunities.

Establish an environment that delivers growth of our workforce family to reach their potential through key
talent management and development programmes.

Provide the structure that enables and empowers our workforce family to identify career path opportunities.

How we will measure success:

Each department has a succession plan for key leadership roles.

Personal Development Reviews (PDRs) evidence mobility across the organisation and diversity of
opportunities.

Leaders have a bespoke development plan that tracks their progress.

Data from our Employee Opinion Survey shows that career development leadership is visible and understood
across all business areas.

Data shows participants from across the workforce family attending talent management programmes to
achieve future senior leaders, high performing practitioners and under-represented groups.
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STRATEGIC WORKFORCE DEVELOPMENT

We will:

Enable our workforce family to become more reflective of the communities we serve by implementing the Joint Strategic
Equality Plan.
Develop an effective Retention Strategy that has the most effective ways in which we retain highly effective and valuable
corporate knowledge and key skills within the organisation through:

* Our EVP

»  Career Path development

* Recognition and reward system
Empower our workforce family and potential employees to understand their opportunities to progress and develop themselves
by creating job family structures that consistently reflect skills, knowledge experience and level of responsibility.
Implement the People Services digitisation program.
Embrace innovation and creativity through workforce family engagement by holding regular team and individual meetings.

How we will measure success:

All JSEP actions are implemented and workforce equality monitoring data demonstrates an increase in diversity across the
workforce.

A Retention Strategy has been developed and is in place; data from the EOS, exit interviews and promotion processes
validates the effectiveness of the Strategy.

Job family structure is consistent across the whole organisation, reflects specific service delivery requirements and
demonstrates clear career path opportunities for all.

Data from our Employee Opinion Survey shows how digitisation has improved the user experience across a range of People
Services systems, e.g. Be Safe, new learning management system, talent management system and new patient management
system.

Smart reporting utilising available systems to deliver real-time information at the click of a button will be used for strategic
analysis and forecasting.

Data from the EOS shows that individuals feel engaged with the organisation and its objectives and feel valued by their line
managers.





CELEBRATING SUCCESS

We will:

Consider the feasibility of introducing an appropriate reward system.

Engage with our workforce family and others towards building a recognition program that builds on existing
provisions.

Ensure organisational justice through recognition processes.

Engage with our workforce family to further develop and promote a feedback culture that systematically
acknowledges great behaviour, effort and accomplishment.

Engage with our workforce family to ensure the consistent and correct use of Perform, the personal
development review process.

How we will measure success:

A feasibility study and employee engagement data will allow us to decide if an appropriate reward system
can be implemented.
Our Employee Opinion Survey and other staff engagement exercises provide data to establish the perception
of:

* organisational justice through recognition processes

« afeedback culture that systematically acknowledges great behaviour, effort and accomplishment

« the regularity and consistency of team meetings (whole team and individual)
Data collection confirms the consistent and correct use of Perform.
Data collection shows a sustained increase in the number of teams and individuals being recognised for
good work.
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WELLBEING

e o We will:
(A TS + Engage with and enable our workforce family to promote self-care by designing and implementing annual
\ ’ plans of effective activity through meaningful wellbeing education and preventative programmes.
4, » Enable our workforce family to access the most relevant support packages available which meet their
(" . S personal needs by expanding and promoting the range of employee support initiatives across the
—1 organisation.
‘ « Enable our workforce family to receive the most up to date wellbeing services by transferring the researched
-\, approach into other wellbeing activities.
ED\ .\ . Engage with our workforce family and other stakeholders to conduct an annual review of digital wellbeing tool
3 Its.
% « Engage with a range of internal and external partners to embed wellbeing within organisation practices and
® O\) v procedures.
A

How we will measure success:

» Data collection shows that sickness absence levels are reduced across the whole organisation and peer
review evidence shows good practice.

« Data from the Employee Opinion Survey shows that colleagues know where to find help and support for their
wellbeing.

« Data collection shows that wellbeing programmes and facilities are fully utilised.

« Data from the Management Pack will evidence that Wellbeing and Occupational Health Key Performance
Indicators and Occupational Health Standards have been met.

« Evidence of engagement with internal and external partners is present in the range of wellbeing support
initiatives available and visible within organisational policies and procedures.
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