ON THE JOB TRAINING
1. Meet with your line manager or other relevant person to thoroughly understand your organisation’s approach to employee engagement. If possible, attend an internal employee communications briefing/ employee representative meeting. 

The police are a unique organisation in that to become a Police Officer, most of these individuals have their own motives and drives to join the force. It is a vocation which generates a substantive amount of discretionary effort. Some past victims for example, may be inclined to join the organisation to make a difference and help others who are experiencing similar circumstances. There is an emotional commitment to the role, as it is part of the emergency services group, these officers run towards the problem whereas others would run away. A police officer cannot necessarily clock off when their shift is due to end as an urgent situation may arise which would require them to stay on. For the police, they are victim focused and this motive is what engages them and pushes them to be the best they can be. Furthermore, in order to pass the probationary period, student police officers are required to pass a qualification. For degree holders, a two-year DHEP course, for those without, a year PCDA course. Therefore, a considerable amount of work and dedication is required from these officers before they pass probation. 
As a public sector body, funded by the British taxpayer, there is a high level of scrutiny and expectations from the force. Our officers need to engage with the organisation to reach positive outcomes and exceed expectations. The underpinning motive behind this of course, being victims. The line manager will have a huge part to play here. Whilst police officers look after the public, the line manager has a duty of care to their team. Offering support and guidance increases trust between the individual and line manager. Whilst that trust exists, the role the two parties play in providing their service runs a lot smoother. The individual is more engaged with their line manager in this scenario and this engagement is likely to extend to their job. On the other hand, if the officer has an issue with their line manager, they are likely to feel disengaged and less willing to perform for the organisation. A good line manager, will give their employees a voice, giving them a say in how things are done. This is also a method to increase engagement. If an individual feels they have contributed/ built a process, they are more likely to engage with it. HR encourage line managers and provide the tools for them to do this with their teams: with the use of supportive plans, occupation health, development assessment profiles etc. 
Performance is not as easy to measure for the police as opposed to someone in the manufacturing industry. Thus, it can be harder to notice if an officer is disengaged. Furthermore, as mentioned before, often officers may have to work on when responding to urgent calls, and so it is harder to achieve a work life balance. Consequently, the force must work harder at this. Force policy has recently amended to allow all individuals within the organisation to submit a flexible working request, regardless of length of service. In addition to this, whereas previously an individual could only submit one request every year, the force is now willing to consider more than one as they appreciate that individual circumstances may change. 
· There are other ways to keep force employees engaged, such as the below and their examples:
· Effective communication – through all user emails, blogs and line manager meetings
· Leadership from the top down – leaders making important decisions
· Senior officers acting as role models – following policies and process and setting the standards
· Equal Opportunities – fair recruitment processes.


2. Examine the employee handbook and any internal staff bulletins within your organisation and make some notes as to whether you think the content engages employees on topics that matter to them.

There is no one set employee handbook in Dyfed Powys Police. There is a mix of officers (servants of the crown) and staff. Staff have their own Pay and Conditions Handbook, but this would only be applicable for the engagement of a third of the workforce. 
However, every Friday a member from the Chief Officer Group posts a short video. In this, they will update from key meetings and/or decisions that have been made, whether it’s a themed week e.g. the recent Domestic Abuse Awareness Week, or recognition of outstanding work. They will also summarise any key events upcoming for the next week. This helps keep the workforce engaged because it ensures effective communication of all key issues, it keeps the relationship (although virtually) between chief officers and the rest of the force. 
Chief officers also give employees a voice with the COG (Chief Office Group) Blog function on the force intranet page. This allows any individual in the force to submit a question and/or query straight to COG who directly respond on the intranet page. This helps boost employee engagement because it gives everyone a voice and the feeling of being heard, recognised and of contributing. This generates greater commitment to the organisation and greater performance.
In addition to this, the force has just welcomed a new Chief Constable who is due to outline his priorities and expectations over the coming years. He has been hosting a teams meeting whereby all officers and staff within the force have been invited to attend. He has asked for feedback as to what works well in the force and what needs improving. He has taken direct actions from this meeting, answered questions and actively listened to those brave enough to speak up. This is all part of his 100 days consultation, where he has been travelling around the force, meeting individuals, working response shifts, and gaining a feel for what the force needs moving forward. This has been excellent for engagement. The Chief has been seen actively listening, acting and putting himself in other people’s shoes. Again, this gives individuals a voice which is likely to encourage more commitment and eagerness to perform.


3. Discuss your development needs with your line manager as a result of the above activities, using the CIPD Profession Map as a basis for your discussion. Consider whether or not your skills in this area require improvement (for example delivering training on the topic/coaching line managers). Record your discussion.

As a HR advisor, my main role is concerned with engaging with line managers by providing advice and guidance. I am to provide support to them, so they know how best to support their teams. By supporting their teams, they are then able to maximise their potential. We identified that this is something that I have done well since the organisation. Furthermore, as my knowledge of the force continues to grow, I feel more confident every day in answering queries and providing the right advice. I coach line managers to follow process correctly and resolve any issues quickly to avoid disengagement. For example, when an individual is absent from work with sickness, I ensure the line manager keeps regular contact and offers OH support where necessary. If they were to fail in doing this, an individual may feel undervalued, and therefore will disengage from the organisation. 
I have not delivered training on this topic specifically; however, I have assisted in delivering line management training on performance and attendance matters. I could develop further in this area by leading this training next time. In order to feel confident in doing this, I feel I require more experience in formal processes not just the informal stages of performance/ attendance issues. In addressing these two specific topics, the organisation can continue to promote good relationships between line managers and teams to maintain an engaged workforce. 
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