On the Job Training
1. Talk to your line manager or other relevant person to thoroughly understand how your organisation’s approach to recruitment has changed due to the pandemic. Evaluate what has changed and your role in these changes.
(Total word count: 500 words approximately).  Use academic references to support your points. 
Dyfed Powys Police (DPP) sits within the public sector and is thus government funded. The pandemic has had a huge detrimental impact on the economy. As individuals were required to stay or work from home, the furlough scheme had to be introduced to keep the public alive and safe with an ongoing income. Consequently, there have been cut backs in the police budget and DPP must be clever in how they recruit and retain staff more than ever. 
Part of my role requires me to carry out the workforce planning check when a department lead submits a Vacancy Request Form (VRF). When a gap emerges and/or the department is looking to increase their establishment, they have to complete this form. This is then sent to myself who ensures all of the relevant information is included and then I send it to the relevant forums to make a decision as to whether they will authorise the request. Due to cut backs, less and less VRFs are being approved and most of what is being approved, is being advertised internally only. This is to avoid on-boarding costs such as the vetting process which takes up to 8 weeks and is expensive to carry out. The actual form has also been amended to ensure certain criteria is met in order to send the form in the first place, this reduces the number of requests coming through. Examples of this criteria include: there having a direct detrimental impact on frontline officers, domestic abuse victims and considerable service impacts on the community. 
As opposed to other police forces across Britain, DPP only takes on transferees at specific points of the year. This is because transferees are extremely expensive to on-board and therefore doing it in bulk reduces some of this cost e.g. training. Similarly, police officer recruitment occurs in bulk, during certain points of the year. During the height of the pandemic the interviews were conducted online, face to face interviews have recently returned. Again, the vetting, training, medical checks etc. is completed all in one hit. Though there have been cut backs due to the pandemic, DPP still has set police officer figures to hit as part of the governments, “Uplift” campaign. Therefore there has been much work carried out in reviewing attrition rates and the flow in officers which are required. As well as considering how many student officers the Learning and Development team can train at one point. 
Departments are also being actively encouraged to develop their existing teams and upskill where possible to build resilience within the team as best practice recommends (Thomas and Hatcher, 2018, p.3). This also keeps employees pleased and improves retention rates (CIPD, 2021). I was authorised to complete this course for example as well as internal training such a CVF recruitment, excel and job evaluation training. 
1. Review the statistics for recent leavers within your organisation to see if there are any trends such as reasons for leaving, business areas, demographic of leavers. Use this information to suggest retention initiatives relevant to your organisation. 
(Total word count 500 words).  Use academic references to support your views.
Specific figures regarding attrition rates cannot be provided due to it being sensitive in nature. However trends and explanations of initiatives which have been adopted can be provided to paint a picture of DPP’s strategy. 
Every month, the workforce planning team provides data on police officer leavers and joiners for the previous month as well as forecasted leavers and joiners until April 2023 (when Uplift target needs to be met). When reporting on the leavers, the force indicates their entry route of that individual, whether they are still within their probationary period and their length of service etc. 
When forecasting leavers, we include:
· Forecasted retirements – officers can retire at either 55 or 60 years depending on when they joined and via which pension, or after 30 years’ service. This information is updated and maintained by the Senior Workforce Planning Manager. 
· Ill health retirements – based off previous years’ data.
· Unexpected leavers – based off previous years’ data. 
The government set a police officer target by April 2023. We then proceed to forecast our leavers and calculate how many new recruits the force requires to hit the target. 
There are a number of things to consider should we not have a significant buffer.
· Are the eligible retirees prepared to stay on longer?
· How can we ensure new recruits are retained?
· Are there any ongoing cases with professional standards/ HR which may result in a dismissal?
· How can we create a culture where we can easily retain staff and officers? (Lindor, 2018).
When we recruit, we look at where the pool of candidates live and how far they would have to travel to the nearest station to dictate where they are posted. I would suggest that the recruitment team revert to the way they used to determine postings and base this off utilization rates in divisions rather than where the candidate wants to go. This will ensure a more effective use of resources and should balance those forecasted leavers. 
Most police officers leave due to retirements or transfer to another force. Police staff leave for a wider range of reasons such as salary and career opportunities. These are communicated mainly via the exit questionnaire. As there is a rank structure within the police, the ladder for promotion is clear and opportunities come up at least annually. This is not straightforward for police staff as opportunities to progress are not so readily available. Therefore the force is mindful to ensure there are lateral opportunities such as secondments to other roles, courses etc. 
1. Discuss your development needs with your line manager in relation to resourcing and talent planning using the CIPD Profession Map as a basis for your discussion.  You will need to consider whether or not your skills in this area require improvement.  To assist with this you could use the self-assessment via the CIPD website. Record your discussion (300 words approximately)
I think there are two areas I could develop further in:
1. CVF interviewing 
[bookmark: _GoBack]Carrying out more interviews to gain confidence in determining whether a candidate demonstrates the competencies and values the organisation requires. This will become easier to identify with more experience. Typically my role has included providing advice and guidance once employees are recruited and looking at the workforce plan, providing data on the flow in and out of officers over a set period of time, as well as capturing the current figures of officers and staff. In a previous organisation, I did a lot of interviewing, however the point based system was not so clear as in the force so I would like more experience in scoring in quite a rigid system.
2. Data analytic skills 
My skills lie more in communication and problem solving as opposed to acquiring and presenting data. I have done more of this in the workforce planning team over the last 9 months which has demanded that I improve my excel abilities and data analysis. Every month I have to analyse a set of data and present it in a way the home office desires to see it. This gets easier with each month. 
In looking at the CIPD profession map (CIPD), there are a number of areas where I could develop:
· “How to work with social media resources and channels to lead campaigns” – I did this with my previous employer but not DPP. This is more complex in that they have to liaise with other police forces and specialist bodies as applicable whilst recruiting. As I sit in workforce planning and not recruitment I am not involved in this, but by being involved, I would gain a more rounded understanding of resourcing.
· “How to work with education providers to deliver work experience programmes” – In my previous roles I worked closely with local schools and colleges, whether that be at recruitment fayres or direct contact to advertise roles. I have done none of this with DPP.
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