
APPENDIX C 
Thames Valley Police Retention Project 

 
 
The Retention Project aims to create an environment and culture within TVP where police 
officers and staff feel valued and supported, achieve and maintain an affordable and 
sustainable establishment, and ensure that the force has sufficient available resources to 
maintain public safety and confidence.  It aims to do this by: empowering line-managers to 
provide their teams with the supervision and support that will allow them to thrive in their 
roles; Making the working environment suit the needs of officers and staff; and providing 
conditions of employment which meet the needs of a modern and changing workforce, 
including clear pathways for progression through the organisation for police staff.   
 
The Retention Project has sought to develop and deliver activities and products that will 
improve wider wellbeing in the workplace linked to the project’s four key focus areas.  In the 
past 10 months, the project has developed and delivered tools to support line managers and 
improve the manager/team relationship including tools for: supporting remote teams; putting 
team member strengths to work; having 1-2-1 conversations; having challenging 
conversations; and discussing retirement.  These and a range of other resources have been 
made available to the force via a Managers Development Toolkit available on the force’s 
Knowzone.  A ‘Leadership Self-Assessment’ tool to support PDR and the promotion process 
has also been developed and released.  A recruitment skills filter has been added to the 
force’s internal job shop to help internal job seekers identify roles which meet their skills 
sets.   
 
Over the next 6 months, the project plans to:  

 Host a Personal Development Week to support police staff develop their careers and 
wellbeing within the force.  This has been agreed with stakeholders and is to be held 
as the force’s COVID-19 response allows;  

 Provide staff and officers with access to the force’s Job Descriptions, to enable 
individuals to undertake better career planning; 

 Deliver a peer support program for line managers to provide greater support to front-
line leaders - with 3 LPAs having been secured as test sites (Reading, Slough, Milton 
Keynes).   

 Make recommendations to the Chief Constable’s Management Team regarding 
changes to employment terms and conditions to provide officers and staff with 
improved maternity leave, paternity leave, adoption leave and time off for 
dependents.  

 
Work continues on activities to improve the physical working environment, such as the re-
introduction of water coolers.  However, this activity and others have been delayed due to 
resource availability resulting from the force’s response to the COVID-19 pandemic. 
 


