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30th of October

TO:	The Police and Crime Commissioner, Chief Constable, Deputy Chief Constable, Assistant Chief Constable, Director of Finance and Chief Finance Officer

Copy to:	Senior Officers/Staff
		OPCC Staff
		Press 

Dear Sir/Madam,
A meeting of the Dyfed-Powys Policing Accountability Board will be held on Tuesday the 6th of November at 12:30 at Ysgol y Preseli, Crymych, Pembrokeshire for the transaction of the business on the attached agenda. Members of the Press and Public may attend this meeting.  Those wishing to do so are asked to contact the OPCC in advance to inform us of any requirements, or if they wish to contribute to the meeting through the medium of Welsh.  


Yours sincerely
[image: ]
Carys Morgans
Chief of Staff





Policing Accountability Board Agenda 
Date: 06/11/2018

Time: 12:30 – 15:30

Location: Ysgol Preseli, Crymych, Pembrokeshire

Meeting Chaired by PCC Dafydd Llywelyn

Outcomes for this meeting:
1. To hold the Chief Constable to account
2. To review updates from Policing Board’s monthly themes to ensure progress is being made.
3. To ensure the Force’s priorities are in keeping with the Police and Crime Plan 2017-21.










OPEN SESSION
Administrative Matters
1. Apologies and Introductions (Chair)

2. Update on actions from previous meetings (Chair)…………..…………15 mins (discussion on ongoing actions only)

3. Force Performance Report Quarter 2	     …………………………….50 mins                          

4. Financial Performance during Quarter 2	     …………………………….30 mins  
                 
5. Update on the Police and Crime Delivery Plan………………………….30 mins  
a. Victim Satisfaction


b. Public Confidence






c. Organisational Health and Wellbeing

[bookmark: _MON_1602587946]                  
d. HMICFRS


e. IPCC


6. Action and risk summary from meeting ………………………………….5 mins  
[bookmark: _GoBack]
7.  AoB    				……………………………………….10 mins  

Next meeting: 10:00 – 13:00, February the 12th in Ysgol Dyffryn Aman, Margaret Street, Ammanford.
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		Date of meeting:

		6th November 2018



		Author:

		Irene Davies Jones               Assistant Director CJD 

		



		Outcome (please tick the outcome  you are reporting on)

		



		Public confidence

		



		Victim satisfaction

		· Rating





		Organisational health and well-being

		



		HMIC

		



		Office of Police Conduct

		







Inadequate		Requires improvement		   Good		          	Outstanding



		What is working well? How will we build on this?



		Her Majesty’s Government launched the National Victim Strategy on 10 September 2018. This cross-government Victims Strategy sets out a criminal justice system wide response to improving the support offered to victims of crime, making criminal justice agencies more accountable. Goleudy Victim and Witness service was acknowledged within report as best practice and this has received favourable coverage in the local press. The OPCC have compiled a briefing report.



PCC Dafydd Llywelyn hosted a conference in July 2018, to raise awareness of all the commissioned services, including a presentation from Goleudy. Attendees included Local Authorities, Assembly Members, Members of Parliament and Members of the Police and Crime Panel and senior leaders of Dyfed Powys Police.    



Goleudy attended the Force Open Day in September 2018, and welcomed members of the public to discuss the services available alongside other service providers of domestic abuse and sexual abuse.



Goleudy attended the Merched y Wawr National Conference in Lampeter.  This was an opportunity to promote Goleudy’s roles and also to consider ideas on how to engage more effectively with communities.  Feedback was received in respect of the Welsh Language information leaflet which is being reviewed.



West Mercia Police are considering introducing an in-house Victim and Witness Service and visited Goleudy in September 2018.  Positive feedback was received in respect of the Goleudy model.



A podcast was launched on 3 October 2018, promoting the management of medium and high risk victims of Anti-Social Behaviour.  The podcast was purposefully designed to be short and concise in answering and discussing the main questions officers have surrounding ASB.  The ‘Mastermind’ quiz show template was used, in order to offer a different, light hearted approach to encourage further learning. 



Dyfed Powys Police continue to retain a high level of consistency in regards to Magistrates’ Courts guilty plea at first hearing rates.  The financial year to date figure is 77.5% which is higher than Wales and the national average.  An early guilty plea rate shortens the victim’s journey and avoids victims and witnesses having to attend court to give evidence.  Compliance with the offering of a victim personal statement prior to first hearing was 94.2% in September 2018, with just over 46% of victims going on to make a victim personal statement.  Special measure applications were correctly identified in all but four applicable cases in September 2018.  Where the necessary documentation is not submitted by the officer but the Case Progression Unit deemed it appropriate, the appropriate amendments are made prior to submission to CPS.



Outcomes assigned within 30 days.



Dyfed Powys Police strive to ensure that all cases are investigated thoroughly and that an outcome is reached. An outcome can result in a disposal granted or closure to case, as no suspect identified for example.
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The above chart shows the percentage of crimes that are assigned an outcome within 30 days. 

· 61% of crimes are assigned an outcome within 30 days. 

· Arson & Criminal damage (75%), Drug offences (73%), Public Order offences (70%) and Violence against the person (70%) have the highest proportion of crimes assigned an outcome within 30 days.

·  Sexual offences (39%), Burglary-business & the community (47%), Burglary-residential (54%) and Robbery (52%) have the lowest proportion of crimes assigned an outcome within 30 days, however this would be  due to the complexities of the case.

The below table demonstrates the percentage of crimes that are assigned an outcome within 30 days and the change to that figure over time. Over the last 17 months since Goleudy was launched all crime types have improved the percentage assigned an outcome within 30 days. Miscellaneous crimes against society (71%) and Sexual offences (70%) have seen the largest increases. 
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Referral volume to Goleudy 

The below chart shows referral volumes since Goleudy victim and witness service was launched on the 1st April 2017. Following an overall decrease between October 2017 and February 2018 a month on month increase in referrals to August 2018 has been experienced.  
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The table below demonstrates the differences between referal volumes for the 5 month periods analysed in 2017 & 2018. April-August 2018 has seen an increase in referral volumes in every month of at least 10% (apart from May May 2018 which incurred a 1% increase). Overall during this 5 month period referrals have increased by 13%, with August 2018 seeing the biggest increase of 21% when compared to the same period last year.
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What is not working well? How will we manage this? 

User Satisfaction
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The above graph illustrates the results drawn from the User Satisfaction Survey; the User Satisfaction Survey is a monthly telephone survey that monitors satisfaction from victims of crime and the data informs service improvements locally.

The kept informed satisfaction rate for surveyed victims is substantialy lower than all other aspects of their experience. August 2018 gives a recording of 57%, however 12 months prior August 2017 gave a much more positive result of 80%.

Ease of contact currently stands as the highest scoring satisfaction rate at 96% and over the last 12 months the satisfaction rate has remained above 90%.

[image: ]Over the last 24 months the five different aspects of the user satisfaction survey have an average score of-













The Crime Survey for England & Wales (CSEW) currently interviews over 51,000 people aged 16+ nationwide every year, equating to a rolling total of around 650-1,000 interviews per annum in Dyfed-Powys Police (DPP).  The victims’ satisfaction survey sample for year ending Sept 18 is 1168.  If comparing the most recent confidence CSEW figures (Mar-18) against the User Satisfaction results, it appears as though similar inferences can be drawn with regards to two aspects of the survey



· CSEW question: ‘Percentage who think their police do a good or excellent job’ 71% & User sat survey ‘Whole Experience’ 77%.



· CSEW: ‘The Police would treat you with respect if you had contact with them’ 86.3% & User Sat ‘Treatment’ 90.8%.



The whole experience satisfaction rate for the year ending August 2018 currently stands at (77.1%), with some variation seen amongst crime types. Victims of vehicle offences currently ascertain the highest ‘Whole Experience’ satisfaction rate (84.2%), while victims of violent offences issue the lowest rate of (73.2%).  It is worth noting that while ‘Robbery’ emphasises a lower satisfaction rate than victims of violent offences (66.7%), the small sample size (3 surveys) significantly skews interpretation of the result. 



Whilst it is pleasing to note the consistency the force is achieving with regard to ‘ease of contact’ and ‘treatment’ (both above 90%), the other stand out figure is that of the ‘kept informed’ category. There are a variety of factors which contribute to this lower figure but clearly Dyfed Powys Police need to make improvements.  In April 2018 the force reintroduced a senior manager led programme of crime auditing. The qualitative themes being identified during audits are being fed into bulletins, briefings and training packages. This feedback loop should start to bring benefits in local performance. The Force Performance Team have been commissioned to prepare spotlight slides on victim updates for the November round of county tasking meetings. This geographical data will provide additional depth and focus for managers to help reaffirm the Force commitment to providing the best possible service to victims of crime.

























































		













		What are our opportunities?  How will we exploit them?



The OPCC has approved an increase of staff to support Medium Risk Domestic abuse victims, this will enable Goleudy to provide end to end case management to victims across the force area. Interviews have taken place with commencement dates established.



Throughout October 2018, Goleudy are undertaking a volunteer recruitment drive across the Force area.



In August 2018 Dyfed-Powys Police became an accredited White Ribbon organisation. There was a joint launch with Carmarthen County Council and Mid and West Fire and Rescue Service on the 26th October, 2018. The White Ribbon workplace accreditation programme recognises those workplaces, who are taking active steps to stop violence against women. Dyfed Powys Police will be working in close partnership with statutory and non-statutory agencies to promote White Ribbon, and the sixteen days of action that will commence on the 25 November 2018. 

  





		What are our threats?  How will we manage them?



		The current Telephone Researcher occupies 0.5fte post, and the 0.5fte remaining post is vacant at the moment, this will change once a decision is made as to the future direction of the survey depending on the option chosen from the review of the survey arrangements.



Due to issues with some victims contacted not being suitable for surveying, the screening process has been increased which impacts on current resources in the Continuous Improvement Team.  The recording of incorrect telephone numbers of victims is still causing concern.













		Resource implications



		Finance – revenue funding, capital investment, external funding, commissioning, collaboration opportunities etc.

		



		Assets – estates, facilities, IT etc.



		



		Staff - knowledge & skills, capacity, capability, training etc.



		Ongoing recruitment issues regarding telephone researcher post to undertake the Victim Satisfaction survey.  There is a high turnover in the post as staff see it as a stepping stone into the organisation and look for other posts on joining.





		Timescales



		





		Leadership



		



		Partners



		







		Impact considerations

		



		Risk

		





		Legal

		





		Police and Crime Plan



		



		Demand

		





		Governance



		





		Equality



		



		Reputation – confidence and satisfaction

		



		Environmental and sustainability

		





		Media, communication and engagement

		







Senior officer approval



Name:			

		

Signature:	
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Crime Category

April 2016 to Aug 2017

April-2017 to Aug-2018

% Change

Arson & Criminal Damage 62% 75% 21%
Burglary - Business and Co 34% 47% 38%
Burglary - Residential 35% 54% 54%
Drug Offences 69% 73% 6%
Miscellaneous Crimes Agai 35% 60% 71%
Possession of Weapons 62% 69% 11%
Public Order Offences 57% 70% 23%
Robbery 45% 52% 16%
Sexual Offences 2% 39% 70%
Theft 55% 67% 22%
Vehicle Offences 48% 59% 23%
Violence Against the Perso 52% 70% 35%
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Month Total Month  Total Volume changePercentage change


Apr 2017 1719 Apr 2018 1954


235 14%


May 2017 1969 May 2018 1982


13 1%


Jun 2017 1957 Jun 2018 2179


222 11%


Jul 2017 2035 Jul 2018 2378


343 17%


Aug 2017 1946 Aug 2018 2355


409 21%


Total 9626 Total 10848


1222 13%
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Category 2016-17 | 2017-18 |% change
Ease of contact 93% 95% 2%
Actions 78% 2% -9%
Kept informed 73% 67% -8%
Treatment 92% 92% 0%
Whole experience 81% 71% -5%
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		Date of meeting:

		



		Author:

		Emma Northcote

		



		Outcome (please tick the outcome  you are reporting on)

		



		Public confidence

		



		Victim satisfaction

		Rating





		Organisational health and well-being

		



		HMIC

		[image: ]



		Office of Police Conduct

		







Inadequate		Requires improvement		   Good		          	Outstanding



		What is working well? How will we build on this?



		Analysis of news cuttings continue to demonstrate we are achieving the headlines we are aiming for when proactively issuing news and, are achieving our desired mix of crime and appeal related articles vs information promoting engagement. We are also seeing consistent reinforcement of our primary key messages, and that of being a service of our communities and for our communities.



We continue to see an increase in followers to social media.  With crime and incident based appeals courting good engagement leading to positive outcomes. 



· Our total number of Facebook followers mid-July is 54,251 – an increase of approx.6% (3,111 people) in the last quarter, with significant spike in followers (706 new) on Saturday 13th October (the worst day of the floods).



· Total number of Twitter followers to mid-October is 43,704 – an increase of 927 during the last quarter, with 137 of these followers joining us and remaining during the weekend of the floods. 



The social media figures for the last quarter include significant increase in follower numbers during the floods. Across numerous social media platforms and in media commentary, there has been a significant amount of praise and thanks for the work undertaken by Dyfed-Powys Police, to protect people and property, as well as the work undertaken to keep people informed about the disruption.



We recently undertook a piece of work to look in depth at most engaged-with posts on our social media accounts.  We know that the crime and incident appeals are by far the most popular with our followers, but we wanted to understand how we could maximise on our strong social media following, without increasing demand on the Corporate Communications team.  We could see very quickly that video content was popular amongst our followers (as is the trend globally), but the videos leading the most engagement and biggest reach were the videos of others, shared by us in conjunction with our messaging. This presented an opportunity for us to break some demand in reducing the amount of video we produce and instead look to piggy back on other content, in line with our own messaging. 



An example of where we have used this successfully since undertaking this research is the 2018 Freshers campaign, aimed at raising awareness amongst students about personal safety, with the consent message being the dominant theme. Our campaign made use of the ‘cup of tea’ video commissioned by Thames Valley Police a number of years ago, with our whole strategy built around asking people if they’d heard the tea story and introducing them to it. This campaign was well supported by the universities in our area and interest has been shown by other universities in Wales. It was a multimedia campaign, with a clear engagement steer for NPT, which feedback has told us was very welcome. This campaign cost very little financially and was not resource intensive for us as a team. 



Another success during this quarter was the use of Facebook Live - In September we ran a live question and answer session with Supt Robyn Mason, answering questions about rural crime.  The chat lasted half an hour and throughout this time we had in excess of 100 live viewers at any one time, with many engaging and asking questions. The post itself has reached 25k people, with the video being viewed after the ‘live’, 10,898 times. The accompanying post generated 333 reactions.



We have recently been joined by our new Digital Communications Officer and we have taken up a place on the national Digital Policing Programme, giving Dyfed-Powys Police a voice in the national developments around social media as both an engagement and contact channel. 



		What is not working well? How will we manage this?



		We are seeing growing demand upon Corporate Communications, inc. a 20% year on year increase in calls to press desk. This impacts on the ability of the team to service all INTERNAL requests. Following a recent continuous improvement exercise, the team are developing a new tasking mechanism to manage demand and enable a focus on the messaging that adds value to Dyfed-Powys Police and the communities we serve.



		What are our opportunities?  How will we exploit them?



		The national conversation in relation to police budgets and pressures is growing.  We should add our voice to this conversation to ensure that the budget situation is not seen as a metropolitan issue only, and to be honest and transparent with our communities in relation to the difficult decisions we need to make in light of the ongoing, tightening picture. 

A Digital Communications Officer is now in-post and is making in-roads to maximise on digital opportunities for communication and engagement. He is developing a new digital communications strategy, which includes maximising on the new and much improved platform for community messaging and integrating the force website with activity across social media.



		What are our threats?  How will we manage them?



		Changes to local media structure is increasing demand on Corporate Communications .i.e. there is growing demand to support online outlets, but we are not seeing the decline in print media as other forces nationally are, meaning already stretched resources are being called on more and more. 



Corporate Communications has seen a 40% increase in call volumes to Press Desk in two years. This does not include proactive demand figures.



Mechanisms to try and manage demand have been considered and further work is being undertaken to understand what other forces are experiencing and how they are servicing reactive demand while working to be more proactive. It’s thought that this may be more of an issues for rural forces, where printed press remains stronger than more urban areas.







		Resource implications



		Finance – revenue funding, capital investment, external funding, commissioning, collaboration opportunities etc.

		Corporate Communications is currently operating beyond capacity (carrying high numbers of hours) and are looking at what we can stop doing to further support NPTs and meet Chief Officer priorities.   



		Assets – estates, facilities, IT etc.



		None.



		Staff - knowledge & skills, capacity, capability, training etc.



		Corporate Communications is prioritising a piece of work to explore further any opportunities for the Force Contact Centre to play a role in a customer service aspect of response as Corporate Communications does not have the resources to staff the customer contact element of our social media channels.



		Timescales



		The priority, incident based work will always be serviced. Prioritising non-incident work is becoming very challenging.





		Leadership



		None.





		Partners



		Partnership working will be key to improving community confidence.  PSB relationships is being maximised to achieve this.







		Impact considerations

		



		Risk

		Historic reports (HMIC, IPCC), not of now. PSD issues relating to individuals.



		Legal

		Welsh Language Standards. GDPR.



		Police and Crime Plan

		None.



		Demand

		The demand of reactive incidents upon scheduled work.



		Governance



		None.



		Equality

		We are working hard to deliver the bilingual service as required of us under our obligations to comply with the Welsh Language Standards and our organisational commitment to the language. It is a challenge to maintain our spontaneity in communication (particularly on social media), but is one we are managing on the corporate channels to date (2.5 FTE fluent Welsh speaking staff with varying confidence in writing in Welsh accurately).



		Reputation – confidence and satisfaction

		Historic reports (HMIC, IPCC), not of now; Large scale incidents not of our control (response is within our control).



		Environmental and sustainability

		None.







		Media, communication and engagement



		The demand of reactive incidents upon scheduled work.









Senior officer approval

Name:						Signature:					Date:
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		Date of meeting:

		6th November 2018



		Author:

		Steve Cadenne De Lannoy

		



		Outcome (please tick the outcome  you are reporting on)

		



		Public confidence

		



		Victim satisfaction

		Rating





		Organisational health and well-being

		



		HMIC

		



		Office of Police Conduct

		







Inadequate		Requires improvement		   Good		          	Outstanding



		What is working well? How will we build on this?



		

· The roll out of a Transformational Leadership Programme (TLP) to line managers and leaders not included in the initial senior leader’s cohort has been designed. This is aimed at Sergeants and Inspectors, along with the support staff equivalents. The 1 week course, the design of which was approved by the Calon ‘Leadership’ work stream leads, commenced on the 17th September 2018, with ten delegates positively receiving the learning outcomes set. A further course was delivered on Monday 8th October and further courses are programmed before the Christmas break. In all, a total of 68 supervisors and managers will have received the programme by this time. Courses have now been scheduled for 2019, this being aimed at delivering to the remaining target group containing around 290 supervisors and managers. These will be grouped as a mixed cohort to enhance the cross-fertilisation of shared experiences as they undergo the programme. The original figure quoted of 450 supervisors and managers forming the target audience of the TLP has now been amended to 358, this being as a result of removing technical posts and grades with no managerial responsibility. 



· Due to operational commitments in early October 2018, the second evaluation day for senior leaders who participated in the original Transformational Leadership programme was postponed. A date in early 2019 will be rescheduled and communicated to the top 60 senior leaders.



· The police officer intake of new recruits took place as planned in September 2018, this intake was however reduced from 22 to 15 recruits. A further intake of 22 recruits is scheduled for March 2019 and thereafter intakes of 22 recruits will take place every March and September in line with our PEQF plan. Projected establishment taking into account leavers and new starters, is shown below:



		

		July 2018

		23rd October 2018



		Authorised Establishment

		1163.08

		1164.08



		Actual Establishment

		1159.52

		1168.89



		Vacancy Factor

		-3.56

		+4.81







It should be noted that the actual establishment will reduce to 1155.60 by the end of October 2018.  This is attributed to a large number of leavers, both retirements and officers leaving on voluntary exit. 



Over the course of the next two months a further  14  officers will leave the force as part of the Voluntary Exit Scheme, in addition to approximately 15 officers who are due to retire or transfer. This will mean that our authorised establishment will steadily reduce over the coming months, before increasing again in March when we have our next new recruit intake.



It should be noted however that the budgeted establishment will also reduce to 1162.08 by the 31st October with a reduction of one Inspector and one Sergeant post off the authorised establishment.



· The Fast track programme for 2019 has been publicised in force and is open to applications from Monday 1st October to Monday 29th October 2018. This programme is aimed at serving Police Constables who can demonstrate their operational credibility to reach the rank of Inspector within two years and show potential to reach the rank of superintendent throughout their career.  



· 6 Police staff apprentices (Business Administration level 2) have been appointed and will commence on Monday 5th November 2018.  The apprentices will be working in the following business areas on 2 year contracts:

1. Procurement

1. Health & Safety

1. I S & T

1. People Services

1. Business Support Unit

1. Collaboration & Efficiency



Unfortunately we have been unable to appoint to the Mechanic Apprenticeship for Fleet Services to date. 



· Implementation of an All Wales Recruitment Platform – Oleeo. The initial Police recruit process has been used in a live environment by South Wales and North Wales. The initial evaluation has identified significant efficiency savings for the recruitment teams and improved candidate experience for applicants. From a Dyfed Powys perspective we will be implementing this initial police recruit process when we next advertise for Police officer recruits in January 2019. For us the automatic online assessment of applications within Oleeo will replace the manual marking of applications. This will provide a time saving for the recruiting team and a cost saving as this marking is currently outsourced. 



Development of police staff and internal police officer recruit processes is ongoing with testing of the product by forces planned for November 2018. 



· HR Support Officers based on divisions and Headquarters continue broaden their areas of work. In recent months they have delivered the CVF inputs as part of the DAP workshops (referred to in more detail below) and have been involved in the sergeant promotion processes on divisions.  They continue to focus on attendance and performance issues relating to officers and staff in their areas, are an integral part of the Resource Management Group (RMG) processes and produce abstraction data to inform force decision making at Force RMG.  



· The data presented below details the proportion of duty time lost on a monthly basis. The data is shown for officers and staff separately aswell as a combined total. The monthly data is shown from April 2017 to offer comparison between years.



		

		Apr-17

		May-17

		Jun-17

		Jul-17

		Aug-17

		Sep-17

		Oct-17

		Nov-17

		Dec-17

		Jan-18

		Feb-18

		Mar-18

		Total For year



		% Duty Time Lost Police Officer

		3.59

		3.15

		4.52

		4.63

		4.41

		4.47

		4.65

		5.29

		5.41

		5.92

		4.51

		3.76

		4.54



		% Duty Time Lost Police Staff

		5.64

		5.78

		4.48

		5.72

		5.24

		5.13

		4.57

		5.57

		7.8

		6.78

		6.31

		6.25

		5.73



		% Total Duty Time Lost

		4.22

		3.97

		4.51

		4.90

		4.63

		4.64

		4.62

		5.37

		6.04

		6.16

		5.00

		4.45

		4.88



		 

		 

		 

		 

		 

		 

		 

		 

		 

		 

		 

		 

		 

		 



		 

		Apr-18

		May-18

		Jun-18

		Jul-18

		Aug-18

		Sept-18

		Total YTD

		 

		 

		 

		 

		 

		 



		% Duty Time Lost Police Officer

		3.32

		2.85

		3.69

		4.63

		4.72

		4.33 

		3.20

		 

		 

		 

		 

		 

		 



		% Duty Time Lost Police Staff

		5.02

		4.62

		5.11

		5.84

		4.18

		 4.01

		4.13

		 

		 

		 

		 

		 

		 



		% Total Duty Time Lost

		3.76

		3.34

		4.08

		4.96

		4.20

		 4.01

		3.39

		 

		 

		 

		 

		 

		 







The data below evidences that rates of sickness absence are reducing. The most prevalent reasons for sickness absence continue to be psychological disorders (28.57% of those absent on 17th October) and Musculoskeletal (26.37% of those absent on 17th October). This is a national as well as a force trend.



Health announcements referring to D&V outbreaks throughout the force area recently is reflected in a rise in the number of people reporting sick due to digestive disorders. 



The effective management of attendance and performance continues to be a priority for the Force with management information provided to Chief Officers and senior managers on a weekly basis. This data details all officer and staff off sick; whether any trigger points have been hit and if a supportive plan is in place. 



The HMAB process ensures long term and complex cases are reviewed and managed consistently. HR Support Officers on division are focused on this area providing line managers with support, advice and guidance on dealing with cases. Sickness Absence data is to be included in the monthly force performance data.  



· Further work is ongoing within OHU to identify the requirement and benefits for mandatory welfare checks (MWCs) as well as the overall psychological provision for the force.  This work will form part of the overall psychological report which is anticipated to be completed by the end of 2018. An Occupational Health Advisor with a specialism in mental health has also now commenced work providing additional expertise and resilience in this specialist field.  



· OHU staff have been more visible educating staff and other agencies (such as the chaplains and the external counsellors) on the role of OH and the importance of timely and appropriate referrals and promoting an integrated approach to health and well-being. A review of training inputs provided on health and wellbeing is being undertaken to ensure consistency and avoid duplication. This work will be undertaken will a view to incorporating any learning that can be taken from the ACE project.



· The force continues to seek ways of engaging with staff and seeking their views including using a staff survey. This year for the first time we have engaged Durham University to carry out the survey and analysis for us. The survey is bespoke to policing and aims to establish key measures for workplace factors, staff attitudes, motivation and wellbeing. Durham University is already working with over 20 forces across the country, and are committed to helping us adapt and respond to staff feedback. The survey closed on the 15th October with 62% of the workforce completing it. The response rate in itself indicates a good level of staff engagement (response rate in 2016 was 36%, and 53% in 2017). The survey responses are currently being analysed and should be reported on in December.





		What is not working well? How will we manage this?



		· As described above sickness absence attributed to psychological disorders continues to be a worrying trend both in force and nationally. A snapshot of sickness absence on 17th October however shows 28.57% of absences were recorded as psychological disorder. This is lower than the 38.82% of absences recorded as psychological disorder on the 23rd July but remains the highest proportion of absences. We have started to engage with the ACE project team to explore opportunities for analysis of our data with the aim of identifying causation and potential funding of additional interventions/support for staff. 



· The new Development Assessment Profile (DAP) – was launched on the 1st October 2018, and replaces the previous iTRENT Performance Development Review (PDR) process.  This change has been referred to in some detail in previous PAB updates and is in response to the previous system, despite significant development, still being considered by many to be “not fit for purpose” and a barrier for people trying to engage with the process.  



The DAP process for 2018/2019 will run for 6 months until 31st March 2019. The new DAP is accessible via the intranet home paged and linked to the iTRENT database.  



Drop in workshops for the new Competency Value Framework & the Development Assessment Profile started in September 2018 and will run until 15th November 2018, to date 563 people have attended these workshops.  Attendance at the workshops has been encouraging and due to the request for additional sessions, these will be communicated in late October to enable staff to drop-in and familiarise themselves with the new processes. The Objective setting stage of the new DAP was set to close on the 31st October 2018, however to allow staff time to become acquainted with the new system, this will be extended.



The DAP includes the following new features :-



· A new “reflective journal” for individuals to use to record weekly/monthly evidence of their work.

· An evidence basket to store evidence of any feedback

· The Competency Value Framework, (CVF) with 6 new competency areas, to align the evidence gathered in the reflective journal to the behavioural indicators.  

· A section entitled “one to one meetings”. 

· A Training Needs Analysis (TNA) page, so that managers can formally record and justify requests for training and or development opportunities. 

· A new section entitled “Talent Management” for managers to endorse if they consider an individual to be suitable for future development e.g. promotion to the next rank or grade. 

· Career Pathways 

· Accessible via mobile devices, to makes it easier for individuals to access remotely. 

· In-built and continuous skills audit



As of the 23.10.18, 801 individuals have completed the personal details stage (40% within first 3 weeks) of the new DAP process and 105 have completed the objective setting. 



Feedback received on the new process will allow dynamic changes to be facilitated before the 2019/20 reporting year commences in earnest on the 1st April 2019. Development of key stages within the new DAP continues with the active engagement of a technical working team consisting of key IS&T personnel, overseen by the Head of Training Supt Peter Roderick and Meriel Lewis (Senior HR Manager).





		What are our opportunities?  How will we exploit them?



		

· Workforce Transformation – the force continues to work on a broad range of national initiatives supporting workforce transformation in policing.  The programmes include: 



Entry Routes - Reform of initial recruitment systems and processes, Apprenticeships.

Role Definition and Comparison – Competency Value Framework (CVF), Role Profiles

Professional Development - PDR & CPD, PEQF

Linking pay to recognition of skills, competence and contribution - Foundation ARC (Assessment & Recognition of Competence), Advanced Practitioner and License to Practise (underpinned by ARC)



Each of these initiatives can contribute towards a professional framework which unlock people’s full potential and enables them to provide the best service to the public. We are working on an All Wales basis particularly in the areas of initial recruitment, PEQF and role profiles.



· With the HR Support Officers on division now established there is an opportunity to expand the support provided to line managers. Aswell as looking to provide CPD events on People Management related topics locally we are looking at how this form of delivery can support the line manager course planned for 2019. 



· Dyfed Powys, South Wales and Gwent are drafting a joint specification and contract for Selected Medical Practitioner (SMP) services. This has the potential to provide reassurance on the cost effectiveness of provision and provide individual forces with resilience for SMP services. 



· The comprehensive on-line Skills Audit Questionnaire was released to the entire workforce on Wednesday 8th August 2018, with a closing date of Monday 17th September. It was stressed to staff that the questionnaire was a mandated requirement for ‘All Staff’ in the organisation to complete. Disappointingly, it was noted that on the closing date, only a total of 728 staff had completed the questionnaire. Following further efforts to increase the completion rate, direct communication to those who had not completed their questionnaire was sent by Supt. Peter Roderick, the Head of Training with an extended closing date provided, this being the 29th October. On the 19th October 2018, a count of the returned questionnaires totalled 1,500, this representing 75% completion. Further engagement will be facilitated with the remaining staff over the remaining days to ensure a 100% completion rate. The L&DS Department will critically analyse the volume of responses to the 48 questions contained on the questionnaire, identifying any skill gaps that are evident and creating a prioritised ‘Training Action Plan’ to areas of development, incorporating these into a series of development activities that will be actioned over the 2019/20 costed training plan period. A natural consequence of the skills audit process will be the updating of the existing information contained in the iTrent training and personnel database, thus better informing the organisation as to the ‘capabilities and capacity’ of the workforce. Leadership questions form part of the overall skills audit questionnaire with a specific question allowing the leader to self-assess whether or not they consider themselves to be confident and competent in leading their teams. 





		What are our threats?  How will we manage them?



		· Grievance/Fairness at Work – a Grievance Review carried out by HMIC has come out ‘poor’ and is an area that will be focused on in the HMIC Inspection during October 2018. This area has previously been highlighted by HMIC and links to staff survey and IiP feedback on how staff issues are dealt with. 



A number of changes to policy and process have been implemented with a new policy being published in early October. Force communications have been published and inputs provided at force meetings to raise awareness. 



· Workforce Transformation – the programmes included in workforce transformation are extensive in their scope. In particular areas that are less was advanced from a force implementation perspective are: 



Role Definition and Comparison – Competency Value Framework (CVF), Role Profiles

Linking pay to recognition of skills, competence and contribution - Foundation ARC (Assessment & Recognition of Competence), Advanced Practitioner and License to Practise (underpinned by ARC)

We are collaborating with other forces where the sharing of resources and expertise makes sense. We are also prioritising areas of work to balance competing demands. 



· If iTrent Skills profiling is not completed this will impact on the use of this data for both succession and workforce planning and the training plan for 2018/19 and 2019/20. 



· If the PDR process and its relevance to staff isn’t developed as described above it won’t contribute towards workforce transformation as is hoped. This will negatively impact on the ability of the force to manage talent and influence performance through development. 









		Resource implications



		Finance – revenue funding, capital investment, external funding, commissioning, collaboration opportunities etc.

		With the exception of 1 position to be advertised next week all permanent funded posts in the People Services structure are staffed. 



This level of resource requires us to prioritise the significant new work programs as we do not have the capacity to develop these areas simultaneously. The force recognises this constraint and we are collaborating where this makes sense.



		Assets – estates, facilities, IT etc.



		Implementing the PEQF programme requires additional assets. These requirements have already been highlighted.





		Staff - knowledge & skills, capacity, capability, training etc.



		We have staff with the skills knowledge and capability to  implement our objectives but capacity is limited.



		Timescales



		Covered above as applicable







		Leadership



		Covered above







		Partners



		Some of this work does involve partners, but the arrangements are covered either through existing working arrangements or through specific project plans for new initiatives







		Impact considerations

		



		Risk

		Governance issue covered above







		Legal

		Nil







		Police and Crime Plan





		Key outcome area, at the heart of delivering an effective Policing Service



		Demand

		

No additional points to raise





		Governance



		Covered above







		Equality



		Working closely with Force equality and diversity colleagues on positive action 



		Reputation – confidence and satisfaction



		Covered above



		Environmental and sustainability

		

Nil





		Media, communication and engagement



		The Comms team are engaged with the launch of new Appraisal system and Fairness at Work process. 







Senior officer approval

Name:	Steve Cadenne De Lannoy			Signature:	[image: cid:image003.jpg@01D11269.F1E77940]			



Date: 25th October 2018
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		Date of meeting:

		6 November 2018



		Author:

		Insp Stuart Bell

		



		Outcome (please tick the outcome  you are reporting on)

		



		Public confidence

		



		Victim satisfaction

		Rating





		Organisational health and well-being

		



		HMICFRS

		



		Office of Police Conduct

		







Inadequate		Requires improvement		   Good		          	Outstanding



		What is working well? How will we build on this?





		The force has well embedded practices in place to deal with the various types of HMICFRS related work: preparation for inspections, response to HMICFRS requests/publications, HMICFRS governance etc.



As part of the annual PEEL process, HMICFRS inspect all forces in England and Wales with regard to their Effectiveness, Efficiency, Legitimacy and Leadership. 



All areas, with the exception of Leadership are subject to graded judgments. Forces are awarded one of four grades: Inadequate, Requires Improvement, Good or Outstanding.



In 2017  the force was graded as follows:



Effectiveness		Good

Efficiency		Requires Improvement

Legitimacy		Good



The Effectiveness and Legitimacy grades represent the first awards of Good received against these categories. Although graded as Requires Improvement for Efficiency, the report outlines a marked improvement on the 2016 report and makes it clear that the direction of travel is positive.



HMICFRS governance is working well in the force. Each of our recommendations and AFIs are fed into a board within the new governance structure, where they are overseen and progressed accordingly; updates are fed into the HMIC governance group, at which AFIs and recommendations are signed off or tasked out for further work.



Most outstanding AFIs and recommendations are to be captured on the HMICFRS ‘recommendations register.’ The register is available for forces to review and it is expected that the register will be open to public view by the end of 2018.





		What is not working well? How will we manage this?





		Areas For Improvement (AFIs) and recommendations made by HMIC can be regarded as areas ‘not working well.’ They are captured and progressed within the governance structure with senior leads assigned to ensure ownership and progression.





		What are our opportunities?  How will we exploit them?





		The aforementioned AFIs are exactly that – areas for improvement. They each represent an opportunity for improved performance for the force. They are being prioritised and progressed appropriately.



In May 2018 the force submitted its first official Force Management Statement (FMS), also having taken part in the HMICFRS pilot in 2017.



The process highlighted 14 priority actions to taken forward to better prepare the force for the future. Each of these has been captured in a plan with individual actions fed into the most appropriate governance group for ownership and progression.



The FMS represents an opportunity for the force to build the demand analysis work into the annual planning cycle to enhance preparedness for the future. 



A debrief session was held in September to capture learning from the process and to enhance preparedness ahead of FMS 2019.



The deadline for the next FMS is 31 May 2019; work is underway to build on FMS 2018 to ensure that the process is used as an opportunity to better understand current and future demand and the resources available to meet these challenges.





		What are our threats?  How will we manage them?





		PEEL



HMICFRS’s PEEL process has changed for 2018. In previous years the inspection regime was split into two tranches: the spring tranche focussed on efficiency and legitimacy whereas the autumn tranche focussed on effectiveness.



Under the new Integrated PEEL Assessment (IPA) approach, each force will be subject to one, larger inspection which will focus on all areas of PEEL. The inspections will take place in three tranches: 



Tranche 1:  3 September 2018 to 14 December 2018

Tranche 2:  14 January 2019 to 12 April 2019

Tranche 3:  29 April 2019 to 19 July 2019



Dyfed-Powys featured in Tranche 1, with other Welsh forces featuring in tranches 2 (South Wales) and 3 (North Wales and Gwent). Our inspection ran from 22 October to 2 November. 



The force hosted the strategic briefing to HMI Wendy Williams and the Dyfed-Powys inspection team on 18 October. The presentation was very well received by HMI Williams and Force Liaison Lead, Sarah Cooper.



At the time of writing this report, the inspection was ongoing. Force Liaison Officer, Inspector Stuart Bell maintained contact with the team throughout to ensure that all necessary information was available to them.



The hot-debrief session is scheduled for 6 November with the final reports – efficiency, effectiveness, legitimacy and leadership –  due in the New Year (February or March).



Counter Terrorism – CT4



CT4 is the fourth and final tranche of the national CT inspection regime. All 43 forces will be visited, the focus being on the Prevent strategy. Specifically, capability, consistency, communication and Prevent duty obligations.



Dyfed Powys will be inspected during the week commencing 21 January 2019. Preparation is underway, led by Special Branch.



Cyber-Dependent Crime



This inspection will examine whether police and the NCA have a well-coordinated and adequately resourced structure to deal with the threats of cyber-dependent crime, with sufficient capability and capacity to tackle those crimes, and those that commit them.



All forces will be required to complete a data return, and subject to the findings thereof, 11 forces will be inspected between April and June of 2019. The results will inform a national thematic report.

 







		Resource implications



		Finance – revenue funding, capital investment, external funding, commissioning, collaboration opportunities etc.

		The Force Inspection and Review Team comprises of 1.75FTE members of staff. The team is led by an Inspector (1.0FTE) and supported by a member of admin staff (0.75FTE).





		Assets – estates, facilities, IT etc.



		The FIRT shares an office at police HQ with the Assistant Director of Collaboration and Efficiency and his team.





		Staff - knowledge & skills, capacity, capability, training etc.



		Although the FIRT have the requisite skills and experiences, due consideration should be given to the appointment of the successor to the FIRT Inspector. Although no date has been set for his departure from the team, it would be of benefit if a handover period was allowed to ensure that the gains made in the last year are not undermined.



		Timescales



		Key pieces of work in the calendar are:



The annual PEEL inspection – the aforementioned IPA – will next take place in autumn 2018. This will test all pillars of the process: Effectiveness, Efficiency, Legitimacy and Leadership. 



Force Management Statements: FMS 2019 is due for submission 31 May 2019.

 



		Leadership



		Leadership is a key theme of the HMICFRS analysis of forces. Every force receives an annual report on its leadership performance. 



Feedback in 2017 suggests that we have made great improvements since the 2016 inspection.



It is anticipated that HMICFRS will acknowledge this continued direction of travel for 2018.



		Partners



		The FIRT liaises with HMICFRS and other forces on a regular basis. Wider partnership work, although crucial to force performance, is not routinely undertaken by the FIRT.







		Impact considerations

		



		Risk

		HMICFRS performance is subject to public scrutiny and so there are reputational risks involved regarding force performance.



Post every inspection, HMICFRS publishes a report and an accompanying press release, which if unfavorable can damage the reputation of the force.



The manner in which the force progresses AFIs carries a degree of risk. 



They need to be progressed effectively and in a timely manner to mitigate risks to the force and to individuals.



The FIRT and the Governance Group work together to progress AFIs in a proportionate manner; AFIs carrying the greatest degree of risk are prioritized.



HMICFRS are in the final stages of developing their ‘recommendations register’ – a summary of how many recommendations are outstanding for each of the 43 forces in England and Wales. Whereas prior to the establishment of the FIRT the force was in a vulnerable position, the number of outstanding recommendations is now far lower.



Every FMS produced in 2018 has been subject to an FOI request. It is expected that public scrutiny of the FMS is set to increase.





		Legal

		HMICFRS have the power to inspect forces to secure information, but no powers to give orders for change. AFIs and COCs are recommendations, not orders.



Chief Constables and Police and Crime Commissioners are given the responsibility by HMICFRS to take any necessary action regarding AFIs and COCs.



Police and Crime Commissioners are required to publish their comments on each HMICFRS report within 56 days of its publication, and must include an explanation of the steps to be taken in response to each HMICFRS recommendation or an explanation why no action has been or is to be taken in that respect.





		Police and Crime Plan





		HMICFRS activity and the work undertaken by the FIRT is relevant to all four of the Police and Crime Plan priorities.



		Demand

		As outlined above, the compilation of the Force Management Statement will aid the force’s understanding of demand.







		Governance



		The HMICFRS Governance Group is chaired by DCC Davies.







		Equality



		



		Reputation – confidence and satisfaction



		



		Environmental and sustainability

		







		Media, communication and engagement



		Press releases are arranged post publication of all HMICFRS reports relevant to the force.







Senior officer approval

Name:						Signature:					Date:
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		Date of meeting:

		6th November 2018



		Author:

		Det Supt. David Guiney

		



		Outcome (please tick the outcome  you are reporting on)

		



		Public confidence

		



		Victim satisfaction

		Rating





		Organisational health and well-being

		



		HMIC

		



		Office of Police Conduct

		







Inadequate		Requires improvement		   Good		          	Outstanding



		What is working well? How will we build on this?





		

What is working well?



Complaints Performance - Timeliness



The latest performance figures from the IOPC for Q1 (Apr – Jun 2018) make very pleasing reading and the below are some key highlights:



· The percentage of complaint cases recorded within 10 working days is now 98%. It is notably higher than the national result of 92%, and above the MSF average of 94%. It is also higher than the SPLY (94%).



· The average number of days to finalise allegations by way of local resolution is 58 days. This is notably better than both the national average of 67 days and the MSF average of 72 days. It is also an improvement on the SPLY (97 days).



· The average number of days to finalise allegations by way of local investigation is 95 days.  This is significantly better than both the national average of 151 days and the MSF average of 185 days. It is also a significant improvement on the SPLY (218 days). 



Clearly therefore, the Department has made considerable progress in respect of timeliness overall and this is the consequence of significant improvements in complaint handling over the last few years such as:

· A more effective departmental structure (there was a significant restructure of the Department in 2014)

· The introduction of improved administration practices (including moving to a paper free system)

· Consistency in the decision making function

· The introduction of a performance monitoring framework

· The introduction of a rolling training programme for Sergeants and Inspectors dealing with complaints

· The development of excellent working relationships between the Department and its BCU SPOCs.  



The timeliness of local investigations has always been the ‘Achilles Heel’ of the Department with performance in this area consistently seeing the Force amongst the worst performing in the country. It is worth highlighting that performance in respect of the timeliness of local investigations for Q1 shows Dyfed-Powys as the 8th best performing Force out of 44. The Force has never performed so well in respect of timeliness and so this is extremely positive and is a reflection of the level of effort that the Department has put into improving complaint handling in recent years.







How will we build on this?



One of the key problems the Department has faced in respect of timeliness has been the build-up of ‘legacy cases’ which have distorted the overall performance of the Department. A number of legacy cases have recently been finalised and consequently a future dip in the above performance is anticipated. The reason for this is that when a case is finalised, that statistic is then added to the overall total which has a short term negative impact on our performance figures. Clearly, there is no way around this as there will always be a percentage of complaint investigations that are of necessity delayed due to subjudice issues and the eventual finalising of such cases will (in the short term) negatively impact on timeliness performance data.



However, one way in which we will build on the excellent performance set out above will be the regular production of a summary report to OPCC that identifies local resolution and local investigation cases that fall outside the scope of what is considered to be a normal or acceptable range for complaint handling timeliness – i.e. – local resolution cases over 90 days and local investigation cases over 155 days. This will facilitate meaningful scrutiny by the OPCC to ensure that local resolution cases and local investigation cases which exceed the above time limits and which are not constrained by subjudice issues are dealt with as expeditiously as possible.    







		What is not working well? How will we manage this?





		What is not working well? 



1) Vetting –



There remains a backlog of checks to address the percentage of the workforce that do not hold an up to date vetting status and which are therefore non-compliant with national standards. 



At the time of the last PAB update in July, the Vetting Unit comprised 3.5 FTE.  2.0 FTE related to permanent posts whilst the remaining 1.0 FTE and 0.5 FTE were temporary posts expiring at the end of September 2018 and March 2019 respectively.  



Since July 2018, two staff members (comprising 1.5. FTE) have left the organisation which has reduced the Vetting Unit to its original permanent staffing levels of 2.0 FTE.  Due to ongoing financial pressures, the organisation is not currently in a position to extend the lost 1.0 FTE temporary post beyond September 2018. Whilst the funding for the 0.5. FTE temporary post does not expire until March 2019; it is particularly challenging to fill a 0.5 temporary post that will expire in 5 months’ time. 



How will we manage this?



In order to ensure that the Force continues to make determined strides towards eradicating the vetting backlog, PSD SMT identified two officers on restricted duties who commenced work with the Vetting Unit on 9th July and 8th August respectively. Unfortunately, one of these officers is due to leave the organisation on 10th January 2019 under the Voluntary Exit Scheme. 



The latest vetting backlog figures are encouraging in that the Vetting Unit has maintained steady progress in reducing the number of officers and staff without vetting despite recent setbacks in terms of staffing levels.  



The current figures (calculated on 17th October) are as follows -   



5 PCSOs without vetting = 3.31%

73 Police Staff without vetting = 10.25%

231 Police Officers without vetting =19.67%



Total staff without vetting = 309 and equates to 15.16% - an excellent performance given the staffing challenges and competing demands experienced by the Vetting Unit.



At the time of writing, PSD SMT is actively seeking out suitable officers / staff on restricted duties to augment the Vetting Unit’s current staffing levels with a view to maintaining the positive momentum towards eradicating the vetting backlog by the end of 2018.



What is not working well? 



2) Proactive Random Drug Testing –



As mentioned in the PAB update in July, proactive random drug testing had not taken place in DPP for some time. 



How will we manage this?



The Force’s Substance Abuse (Drugs and Alcohol) Policy was formally ratified by the Chief Officer Group in July and placed on the ‘Force Policies’ intranet site. An intranet bulletin was circulated referencing the publication of the policy and the circumstances under which Police officers and staff could be tested. PSD consulted with the staff associations to raise awareness of the imminent implementation of this policy. People Services are in the process of reviewing Police staff contracts to include drug testing for those roles as agreed by Unison. In the last PAB update, reference was made to PSD having taken part in a joint drug testing exercise with South Wales and Gwent in respect of regional staff. 



Since the last PAB update, the Anti-Corruption Unit has undertaken routine random drug testing in HQ in September with a negative result. A second round of random drug testing took place in Aberystwyth on 17th October – awaiting results. Further random drug testing activity is planned before the year’s end. 





		What are our opportunities?  How will we exploit them?





		What are our opportunities?  How will we exploit them?



1) Public Service Bureau



The last PAB update alluded to a number of improvements that had been made to the Public Service Bureau and to its service recovery process in order to increase its efficiency and effectiveness. 



The July PAB update also signalled a formal review of the Public Service Bureau to ensure that its staffing structure and processes within PSD optimised the potential for the effective service recovery of low level Dissatisfaction. This review has just been completed and DCC Davies is happy with the direction of travel and proposals contained within the covering report.



In the coming weeks, PSD will engage with OPCC and brief them on the review’s findings and recommendations. 



  



2) Staff Development



The July PAB update made reference to PSD providing numerous inputs to various courses including ‘new starters’, Sergeant and Inspector Courses, transferees and ‘Custody Refreshers’ – allowing the Department to play more of a preventative role - raising awareness of the standards expected and cascading organisational learning. This will continue during the coming months with PSD staff presenting numerous inputs on ‘Abuse of Position for Sexual Gain’ to BCU staff on designated training days. 



PSD is also organising a bespoke PSD training week for Professional Standards staff from across the Region – currently scheduled to take place in early December. This will cover a wide range of PSD subject matter including ‘Death Serious Injury following Police Contact’, ‘Post-Incident Management’, an overview of the key changes to Police Regulations and a day’s input from Mr John Beggs QC comprising ‘Ten Top Tips for PSD staff’. Invitations will be extended to our PSD colleagues across Wales and to the IOPC. Apart from the obvious benefits in terms investing in staff development and striving for continuous improvement, this course will provide an excellent opportunity for PSD staff from across Wales to network and ‘compare notes’ in the context of both ‘day to day challenges’ and new emerging threats.      







		What are our threats?  How will we manage them?





		

What are our threats?  How will we manage them?



1) Vetting Backlog 



As mentioned earlier, one of the most significant current threats to the Professional Standards Department relates to the vetting backlog.  The ongoing Force response to the management of this threat has been set out earlier in this report. 



Another potential threat is the current lack of ACU capacity to proactively research and develop initial intelligence in a timely manner. Based on the HMIC Inspection of the Anti-Corruption Unit in July, this may feature as a recommendation or AFI in their final report. 



2) Capacity within Vetting Unit and Anti-Corruption Unit



The ongoing capacity issues in both the Vetting Unit and Anti-Corruption Unit have been highlighted in PSD’s recent submission to Finance which will inform Force decision-making around key high level priorities for resource investment and / or reshaping over the next 1, 3 and 5 years. 













		Resource implications



		

Finance – revenue funding, capital investment, external funding, commissioning, collaboration opportunities etc.

		

As highlighted above, business cases are being considered for increased staffing levels in both the Anti-Corruption and Vetting Units. 







		Assets – estates, facilities, IT etc.



		



		Staff - knowledge & skills, capacity, capability, training etc.



		The forthcoming Regional PSD Training Week will go some way to addressing these concerns. 



		Timescales



		







		Leadership



		As mentioned earlier, PSD continues to provide a range of inputs to various courses.



Det Supt Guiney and Complaints and Misconduct Officer James Lewis are currently responsible for the ‘O’ in Calon which covers ‘Operating with Fairness, Values and Trust’.



		Partners



		Engagement with a variety of Partners to raise awareness of ‘Abuse of Authority for Sexual Gain’ as part of the Op Mars. 







		Impact considerations

		



		Risk

		





		Legal

		







		Police and Crime Plan





		Priority 4 – connecting with communities

Providing a professional response to dealing with complaints



		Demand

		







		Governance



		







		Equality



		



		Reputation – confidence and satisfaction



		



		Environmental and sustainability

		







		Media, communication and engagement

		









Name:		Detective Superintendent Dave Guiney	

		

[image: ]Signature:					Date: 23/10/2018
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