ON THE JOB TRAINING

Evaluate your knowledge, skills and ability in relation to this area, using the definitions from the Profession Map and discuss any development needs with your manager. Record your discussion (273 words)
I have been involved in some small change processes but not on such a technical level as the change process discussed below. By looking at the CIPD profession map, I would identify myself as being at foundation level, aiming to be working at associate level.
My skills lie in communication and problem solving with people. This will be essential in any change process as there is a consultation session with the staff and trade unions in a unionised setting. It is vital that staff feel they are being listened to, and concerns addressed to achieve effective change. I believe this is where my ability is at its best, considering how change may impact an organisation and its staff.
Alternatively, my manager and I have identified that my development area lies in using data in change processes, as this is an area I have done little work in. Both in making a case for it and using it to identify whether the change has been effective. Using quantitative data is an area I find challenging, not helped by my lack of ability in using Excel. I have recently attended a course to improve here. To further enhance my skills, I have been tasked with some data analytic project work which should boost my ability in this area. 
I have never had to plan a change project, but I feel I have the skill and ability to do this being organised and getting work done in a timely manner. What I lack here, is the knowledge of what needs to be included within the change plan, thus I will turn to colleagues to assist me.
SWOT Analysis Dyfed Powys Police (744 words)
The change to be discussed is the method of which DPP will report on its resourcing levels. This is currently done via a excel spreadsheet, of which HR officers have to input data regarding their respective divisions on authorised and actual numbers, abstractions, student info etc. The proposed change is that this data is inputted via the iTrent HR and Payroll system whereby reports call be pulled from live data, not data which is potentially a month old. The HR team will be encouraged to update the system as and when changes occur to ensure it is accurate. The data will be presented via a ‘Dashboard’ through excel, which will draw upon data from trent, as well as the sickness management system. The aim is to automate as much data as possible and to ensure the data is as up to date as possible.
The SWOT analysis is as follows:
	STRENGTHS
	WEAKNESSES
	OPPORTUNITIES
	THREATS

	Quicker to input data, therefore saves HR team time.
	Data not able to be inputted due to the software being locked by Payroll to process pay.
	Opportunity to resource human capital more effectively within the divisions.
	Inaccurate data due to human error whilst inputting (or not at all) into trent.

	Live data.
	Reliant on one system – risk if software fails.
	Using one system to capture resource numbers and deployability.
	Data interpreted wrongly as it looks different to how it always has.

	More effective recruitment, accuracy of numbers and location to be posted.
	Data is only as reliable as the information which is fed back to the HR officers. Line management co-operation is vital.
	More effective use of resources could extend current budgets to other areas in need.
	Causing tension in the team if not communicated appropriately.
“It’s always been done this way” issue.



HR implications as follows (as discussed with manager 07/10/2021):
The change should have a positive implication on the HR team. To better explain this, it should be noted that the HR team is inclusive of divisional HR officers, workforce planning and employee relations. Though the implications of change will have wider positive implications to a variety of stakeholders including senior leaders across the force, recruitment and ultimately the police’s service users.
· Speed of inputting data for senior officers/staff to use
Rather than inputting this data on a monthly basis, whereby the data can quickly become out of date, there will be an expectation for HR officers to update the trent system (which will link to the data dashboard) as and when changes occur. It is vital that the HR officer does this, or the data being used is not accurate. The Trent system is locked towards the end of the month when Payroll process pay, therefore HR officers are not able to input certain information. It is therefore vital that the HR officer remembers to input this data ASAP.
· More accurate capture of data
HR must promote effective communication with the team to ensure they are made aware of all information that needs to be added to the trent system. This includes:
· Deployability
· Those not carrying out full duties of their roles
· Students in tutorship
· Those formally on adjusted duties through police regs
This information is only as accurate as the information given to the HR officers, so there is risk of human error here. 
The dashboard will also capture more data than previously before, e.g. short- and medium-term sickness, whereas HR officers only report on those long term. Consequently, this shorter-term cumulative absence is not being captured and thus not considered in resourcing plans. This risks the recruitment team not hiring enough officers to reach utilisation rates. Thus the HR officers must also ensure line managers are updating the sickness management system in a timely manner to make sure the data feeding in from this system, is accurately feeding into the dashboard. 
· Amalgamation of spreadsheets and boosted efficiency 
By inputting the data onto trent, this captures the deployability and establishment figures, as well as abstractions, but also of those in the limited duties process. The limited duties process is separate but links to the data HR input as an individual may be restricted and therefore not fully deployable. This reduces the workload of the HR officer, as both spreadsheets currently being used (one to show resourcing, one to show those in limited duties) in one place to capture a more accurate picture of the total resourcing across the force.



Create a stakeholder map for communicating the above change

	Influence
	High
	Keep Satisfied
	Key Players

	
	Low
	Minimal Effort
	Keep Informed

	Low
	High

	Level of Interest



	
Stakeholder Name
	Influence Level
	Level of Interest
	
Stakeholder Grouping

	HR Department
	High
	High
	Key players

	Divisional Senior Team
	High
	High
	Key players

	Chief Officers
	High
	High
	Key players

	Customers
	High
	Low
	Keep Satisfied

	Police Officers (Response)
	Low
	Low
	Minimal Effort
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