Appendix F — KPl Measures Table (August 2022 update)

Workstream Overview of activity Success measures
Community Increasing our legitimacy & confidence within | 1.Community confidence & satisfaction measures through
Engagement communities through active engagement surveying victims of crime & the wider community

with all communities. Increasing confidence
by effective response to hate crime & scrutiny
of police power such as stop and search

2. Sampling of stop & search & use of force incidents by
our independent Advisory Scrutiny Group % graded as good &
excellent v those requiring improvement

3. Number & breadth of community events attended
each month and proactive communications out to
communities

Recruitment
Development &
Progression

Building a diverse workforce in tune with
London including people from black &
minority communities, women, and LGBT.
Ensuring we develop our workforce to
achieve their potential and be the very best
for the community. We will strive to
improve our representation of
underrepresented groups at all levels of the
organisation & in specialist roles.

1.To recruit 40% of visible ethnic minority student officers in
each new intake

2.Per year we improve our representation of visible ethic
minority employees by 3.23%

3. Increasing number of employees from a black minority
background successful at promotion processes

4.The total number of new joiners to The Force each year is at
least 51% female to achieve an overall increase of 2.6% per
year of female representation across the service

5. Per year to improve 0.35% employees from a LGBT
background

Culture & Leadership

Work to build leadership capability across the
force and build a workforce culture that it is
truly inclusive & embeds our diversity &
inclusion ambitions at all levels of the force.
A workplace which people are proud of &
one where the force is an employer of
choice.

1.0ur staff engagement score through surveying over the next
3 years increases

Scores specifically relating to feelings of inclusion, leadership &
culture related responses

2. 100% of eligible workforce having attended annual
values, standards & ethics inputs by 03/23
3. No of staff members engaged in external

attachments & CPD events/ support to voluntary organisations
(+ direction of travel)

Wellbeing

Taking a proactive and preventative approach
to workforce wellbeing, as well as intervening
at the earliest opportunity to help protect our
people & increase productivity

1. Specific staff survey questions in relation to feelings
of well-being to improve over the 3 years.
2. Op Hampshire 75% outcome rate for assaults and

hate crime committed towards staff.

Retention & Exiting

Ensuring that the service retains talent
particularly from under-represented groups.
Exploit opportunities for entry & re-entry at
different levels & specialisms into the service.
Understand why staff are exiting the service
& use insight & data to improve retention.

1. Line managers to offer an exit interview to all those
intending to leave — Target of 100%
2. The % exit interviews completed officers and staff 3.

Retention rates over the next 3 years (excluding retirements,
transferees & ill health) are improved against the 2021
baseline

4, % of leavers that are contacted by the force within 12
months in respect of opportunities to re-join
5. Retention — Black, Asian and Minority staff Black,

Asian & minority ethnic attrition rates for voluntary leavers are
equal to or better than the rates for non-Black, Asian and
Minority Ethnic colleagues (xx% the baseline figure now)

6. Retention female staff - female attrition rates for
voluntary leavers are equal to or better than the rates for male
leavers (xx% baseline)




