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1.Development in the area of Change Management
As a change professional with 15 years’ experience of planning, implementing and reviewing change, the level considered within the CIPD profession map was that of Chartered Fellow Level as I am able to understand how to build a case for change which is benefits-led, identifying the benefits for each stakeholder group and how these will be achieved through the profiling of benefits to ensure they are managed in the most effective way.  
I have been instrumental in the governance of change sitting on the Change Board in my previous role to present challenge to the change programme ensuring that the change is planned and delivered effectively, as well as working with Business Change Managers to ensure the change is embedded to become ‘business as usual’. 
Within Dyfed Powys Police (DPP) I am a Continuous Improvement Champion and, along with the CI team, have been working to improve the processes within HR so that they are streamlined which builds capacity to undertake work that adds value.
Having reviewed a significant number of areas across a large police force within my previous position I am able to communicate effectively with all stakeholders across DPP to identify areas required for improvement and work with those to problem-solve taking the best approach to change, using the most appropriate tools/methods to enact change.
Managing the benefits across large pieces of change has given me the experience to identify where change is not on track to deliver the benefits and the interventions that are needed to reduce the level of risk to the various programmes, using an evidence-based approach for creating an argument for change in direction. 
Given my skills, qualifications (MBA/MSP/Prince 2/LEAN/Systems Thinking) and experience it was deemed that no further development was required in this area.














2.
SWOT ANALYSIS OF THE END-TO-END PROJECT
	STRENGTHS

Greater opportunities to specialise in file building 

Increase in quality of files

Ensuring all officers are in a position where they are fully utilised

No restricted officers on response teams

Response officers are no longer tied to the station


	WEAKNESSES

Retention of officers in the CIH and LIUs

Lack of officer numbers to ensure the project succeeds 

Commitment of restricted officers

Information lost through handovers

Lack of continuity in terms of OIC




	OPPORTUNTIES

An increase in officer response times

Increase in police officer visibility

Reduction in crime due to police presence

Increase in public confidence in the police service to respond
	THREATS

Risk of increased sickness levels due to high workloads

Officers pulled off response teams to backfill those absent from the specialist hubs

Poor satisfaction rates amongst victims

Poor conviction rates 

Decrease in victim engagement and support



I completed a SWOT analysis (please see above) for the E2E project prior to meeting with my line manager so I could discuss my thoughts on the Strengths, Weaknesses, Opportunities and Threats having reflected on the potential benefits and the risks and issues that it is likely to attract. 
We agreed that the main risk to success was the number of officers involved and the engagement of the various groups, with those who had no choice about transferring creating the biggest amount of work for HR ie managing the levels of sickness likely following implementation, identifying measures to help them adapt to the new workplace, advising line managers on their approach in managing their restrictions and supporting the line managers with performance issues.  
It was recognised that prior to implementation there would be an increase in demand for HR Services as all officers are involved in the change and would need to be moved within the systems to report to different line managers and, in some cases, even moving stations.  We have had to push back on the timeframes as insufficient consultation had been provided initially.   Changes were also needed to the structure in Ceredigion as the operating model would not work alongside this new model.  This needed to be reflected in the structure within the system.  HR would be responsible for ensuring that these changes were made accurately and would report when and where issues arose.  
A great deal of this project’s success relies on the involvement of HR as they are the only one’s who have the definitive list of establishment figures, vacancies, attachments, restrictions etc.  The data has been provided by the HR officer and calculations made by the project team have had to be checked by HR to ensure the information being worked on is correct. 
As expected, officers varied in their responses to the changes communicated and have approached me for further clarity in terms of their working patterns, flexible working applications and guidance on HR activity ie performance reviews to ensure everything is order before moving across to their new teams.  

3. Stakeholder Mapping Worksheet
Stakeholder Influence/Interest Matrix
For each key stakeholder, characterize them using the following stakeholder influence grid.

	Influence
	High
	Keep Satisfied
	Key Players

	
	Low
	Minimal Effort
	Keep Informed

	Low
	High

	Level of Interest







Stakeholder Grouping for the DPP E2E Project
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 Constable
	High
	High
	Key Player

	Chief Officers
	High 
	High
	Key Player

	BCU Commanders
	High
	High
	Key Player

	Chief Inspectors
	High
	High
	Key Player

	Detective Chief Inspectors
	Low
	High
	Keep Informed

	Designated CIH Officers
	Low
	Low
	Minimal Effort

	Designated LIU Officers
	Low
	High
	Keep Informed

	HR 
	High
	High
	Key Player

	Communications
	Low
	Low
	Minimal Effort

	IT
	Low
	High
	Keep Informed

	Local Criminal Justice Unit
	Low
	High
	Keep Informed

	Crime Prosecution Service
	Low 
	High
	Keep Informed

	Staff Representation (Unison/Federation
	High
	Low
	Keep Satisfied




