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1.
I met with my Line Manager to discuss my knowledge, skills and ability in relation to change management.  I recently identified that we were losing a high number of police student officers either during training or within the first year of service.  After analysing data from the last five years, it became clear that our attrition rate was increasing.  Change is needed in the recruitment process to ensure that we are attracting suitable people to become officers.  We need to ensure that the L&D department are on board as we will need their assistance in order to change our process.  I feel that the change will be accepted though we will have hurdles but I am hoping my change plan will alleviate any concerns they may have. We have agreed that my Line Manager will oversee the development of my change plan.  I propose using Lewin’s change management model as a framework.  
Unfreeze – We will draw up a timeline of how the process currently works.  Set up meetings with L&D and Senior Manager to discuss our ideas and to consider further suggestions to improve the process.
Change – This is where we will remove and add certain elements to the recruitment process keeping all parties informed.
Refreeze – Although it will take at least twelve months to see the impact of the change we will develop new surveys and analyse data to establish if we have reached our goal.
We have discussed any development needs for myself in relation to the above and I am meeting with the change team involved with our recent End To End project to discuss any obstacles that I might come across in implementing the change.  As this is the first change process I am involved in, I will reflect after the process on any development needed.
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2.
	DYFED POWYS POLICE – POLICE OFFICER RECRUITMENT PROCESS

	STRENGTHS
	WEAKNESSES

	Reputation as family force
Fast, precise, and transparent recruitment 
Flexible and remote working to assist work/homelife environment for staff
Location – attractive to recruits
Appointed officers will have the required knowledge and capability after training 
Opportunities for advancement
Training provided
Officers can select their preferred location of posting whereas other forces select stations
Personal contact with recruitment team compared with other welsh forces
	Reduced applications as other forces may be more attractive with no ‘conflict’ exercise.
Lower pay scales for new recruits than other forces
Beaurocratic and slow decision making
Government Funding dictates our intake numbers
Recruitment process taking longer due to extra element
Financial implication - degree for student officers then leaving force
Geographical area that we cover – with some hard to recruit areas


	OPPORTUNITIES
	THREATS

	Extra training for staff involved in new process
Attend more recruitment fairs and communicate new process making our force attractive
Improved coaching and mentoring of staff
Increase diversity of Force
Retain officers for longer periods
Introduce tenure of post


	Increased demand for services affecting interview panels and assessment teams – unknown major incidents could affect planning
Home office budget cuts
Covid 19 impact affecting face to face provision
Changes to national element of recruitment process
Timespan of PC training from intake to being increased
Inconsistent data on tracker returns – need to ensure data is accurate
Extra resources needed to run new process


As mentioned above we have to address the attrition rate of student officers.  One of the areas identified for the higher rate of exits during training/probation is inability to deal with ‘conflict’.  Our existing selection process for police officers includes a formal interview with a presentation.  We have identified that some candidates are scoring highly with their presentation skills but are not able to deal with any conflict situations. By introducing a ‘conflict assessment’ as part of the recruitment process, this will allow us to identify any students that may be unable to deal with confrontation, which is a major element of the role of the police officer.   The change will have an impact on both the HR Recruitment team and our Learning and Development department.  The recruitment team will have to set up and co-ordinate the assessment days, sourcing interview panel members and assessors.  All panel members will need to be CVF trained so this will also need to be arranged.  The HR Recruitment team will need to quality assure the new process prior to our first session and I propose that we use current student officers in training to assess the process on – this will allow us to timetable the sessions effectively and make any necessary amendments.  A marking guide will need to be developed to ensure transparency in the assessment.  The careers page of our website will also need to be updated to ensure that any potential candidates are aware of the amended recruitment process, prior to applying.  It is vital that we keep all members of staff that will be involved in the process updated throughout the planning stage and up until the event date.  Our change team will include members of both the recruitment team and learning and development, to ensure that we can exchange ideas and any possible issues that we may face.  
Another change that we discussed in our meeting was the introduction of a tenure of post for student officers.  All student officers are required to complete a qualification which is provided by University of South Wales.  There is a cost implication of approximately £9,000/year/student which the force has to cover.  We discussed that student officers may be more committed to the role if they had a tenure of post – suggestions were that if they leave within the first five years of service they would have to repay the university fee.  This would have to be included in their contract of employment, and we have decided to benchmark with other forces to establish if any forces have already introduced this process.
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3.

Dyfed Powys Police – Police Officer recruitment process change
Stakeholder Mapping Worksheet

	Influence
	High
	Keep Satisfied
	Key Players

	
	Low
	Minimal Effort
	Keep Informed

	Low
	High

	Level of Interest



Stakeholder Grouping
Using the Stakeholder Influence/Interest Matrix, complete the table below. This will help determine stakeholder’s grouping for change communications. 

	Stakeholder Name
	Influence Level
	Level of Interest
	Stakeholder Grouping

	Chief Officers
	High
	Low
	Keep Satisfied

	Recruitment Senior Manager
	High
	High
	Key Players

	L&D Senior Manager
	High
	High
	Key Players

	Recruitment Lead
	High
	High
	Key Players

	L&D Lead
	High
	High
	Key Players

	Recruitment Team
	Low
	High
	Keep Informed

	L&D Team
	Low
	High
	Keep Informed

	All Wales PC Recruitment Lead
	Low
	Low
	Minimal Effort




