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1.1
According to the CIPD (2021), organisation change is a constant within organisations and can be driven by many forces.  Police Officer recruitment changed in 2019 when the Police Degree Apprenticeship Scheme and the Degree Holder Entry Programme were introduced.  This changed the way applicants progressed to becoming police officers as it introduced an academic element to the process.  Research is ongoing to establish the impact of the change in process and the full results won’t be available until at least 2023 when the first cohort of recruits complete their first year out of probation. (EV.1)
Since the implementation of the new entry routes, we have identified that our attrition rate is increasing and there is a need for change in the process.  We complete monthly tracker details to the Home Office, after analysing the data we identified a 2% increase in leavers during the training period. (EV.2) After analysis of the exit data (EV.3) the main reasons for leaving were:

	Conflict management

	Academic

	‘Wasn’t what I thought the job was’/’Wasn’t for me’

	Personal reasons



Effective communication during a change process is essential (Forbes, 2020) I met with Senior Managers, the L&D team and colleagues (EV.4) to discuss potential changes to the recruitment process, including holding the event over a weekend, as poor communication can lead to greater resistance.  Both departments needed to be on board with the change. (CIPD, 2021) 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. Introducing a ‘conflict assessment’ as part of the recruitment process 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.  By identifying and removing these applicants from the process our attrition rate will hopefully decrease.

1.2
Potential applicants will be affected by the change, especially if they have been through the process previously, and we must provide information relating to the amended recruitment process on our careers page. (EV.5) Following receipt of an online application I ensured that applicants were updated with dates and details for the next stage of the recruitment process, with contact details included if they had any queries. (EV.6)
(CIPD, 2021) tells us that change is complex and that solutions will vary in organisations, however key areas of focus are:
Designing the change – overcoming obstacles including sourcing panels/assessors
Align strategy and culture – use new goals as a starting point – attrition rate improvement
Build understanding – by communicating change to applicants and team
Manage transformation – continuous feedback on the change in process, review and amend as required for future intakes, analysis of data going forward.

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 coordinate the assessment days, sourcing interview panel members and assessors. (EV.7) It is a requirement that all panel members are CVF trained – an email was sent to the CVF training team for an updated list of trained officers. (EV.8) 
1.3
(Havard Business Review, 2017) tells us that finding the right resources to manage change is not just about money but it is also important to allocate the correct people who have the correct experience and skills to work on the change.  Our change team includes 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. We must keep all members of staff that will be involved in the process updated throughout the planning stage and up until the event date.  
The HR Recruitment team will need to quality assure the new process before our first session and I propose that we use current student officers in training to assess the process – this will allow us to timetable the sessions effectively and make any necessary amendments.  Marking guides have been developed to ensure transparency in the assessment and interview.  (EV.9) 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, before applying. 
We will carry out the interviews and role-based assessments on a weekend.  This will benefit the applicants who may have work commitments and also assist with room allocations in HQ as they are not used on weekends.
1.4
(Havard Business School, 2020) tells us that organisations should develop a realistic and thorough plan – our change plan had clear objectives, benefits and timescales to work to. (EV.10) The change plan included:
· Goals and objectives to show how the change would help our recruitment process and attrition rates.
· Key Performance Indicators to show how we will measure the success of the change process.
· Stakeholders and change team to show who is responsible for each area of change.
· Any barriers that may arise during the change process.

I also developed a tracker to ensure that we kept on track with the timeline needed to implement the change. (EV.11)

1.5
Whilst it is always important within organisations to keep people informed, it is even more important during times of change. (Havard Business Review, 2017) According to Deloitte, 70% of change processes fail for various reasons but communication and acceptance is the predictor of success. (Inside HR, 2018) In 1981, the new CEO Lord King introduced a major restructure which turned the organisation around, but before the changes, he explained to the entire company the reasons for the restructure therefore preparing them to embrace the change.

The L&D team needed to be on board with the changes that were needed, and to assist this I developed a business paper for the Senior Management team to highlight the reasons for the change which was discussed at our monthly Management meeting. (EV.12)
Within the paper I highlighted:
· Why we needed to change and why now 
· The full extent of the change that was needed
· How we will measure the success of the change

Confirmation was gained from the Senior Management Team to confirm that the proposed changes were effective. (EV.13)
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2.1 
(ACAS, 2010) tells us to manage change effectively organisations need to communicate and consult, I did this by setting up a meeting with the L&D lead to discuss a timetable for the recruitment process. (EV.14)  After our meeting, I developed a proposed timetable which was distributed to the L&D management team and my Senior Manager for approval, with a follow up after a week to allow them time to review. (EV.15) I also developed a stakeholder map (EV.16)
Visual workflow charts date back to the 1800s but the most popular was designed n 1910 by Henry Gantt and is still used widely today in project/change management.  They are used to help us keep on schedule and clearly show whether we are working ahead of schedule, on schedule or behind.  (Mindtools, nd). I used a YouTube tutorial to increase my knowledge of Gantt charts and developed a chart to be used in our change process. (EV.17) This enabled me to ensure that tasks were completed on time to complete the change process within the required timescale.

2.2
As we have decided to run the process on a weekend we needed to relay the reasons behind our decision to the panel members. (EV.18) (HBR, 2005) tell us that it is important to calculate how much extra work teams will experience during the change process and I ensured that members of the Recruitment and L&D team were afforded time off to cover the weekend working.  (EV.19)
I also drafted the amendments for the recruitment website and sent them to our translation department. (EV.20)

2.3
I developed a CVF presentation to allow all interview panel members/assessors to refresh their skills before the weekend. (EV.21)  I will also ensure that all interview panel members receive a briefing each day before the interview start to reinforce marking guides and answer any queries they may have.
Throughout the various stages of the change process, I ensured that all stakeholders were kept informed – this included the recruitment team, Senior Managers, the L&D team and also the applicants. (EV.22)
Lewin’s change management model was used as a framework, as this change is relevant to only the recruitment and L&D team rather than the organisation to which Lewin’s model is suited. (Dawson, 1994)
Unfreeze – We drew 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 removed and added certain elements to the recruitment process keeping all parties constantly informed of the changes.
Refreeze – Although it will take at least twelve months to see the impact of the change we will develop feedback forms following the process and introduce surveys and analyse data to establish if we have reached our goal.
As our change process does not affect existing employees and only potential new employees, we do not expect to face any resistance.  During a change process, all stakeholders need to be able to ask questions to gain clarity on areas that they may be unclear of (Human Resources Today, nd) and any questions raised by applicants will be dealt with promptly, providing as much guidance as possible by members of the recruitment team that all fully updated on the changes.  I have prepared an email of thanks that will be sent to all assessors and interview panel members after the event, along with emails to the recruitment and L&D team that gave up their weekends to assist with the smooth running of the change in the recruitment process. (EV.23)
2.4
The initial timetable prepared required amendments due to timings.  I met again with the L&D Lead to discuss preferences around the timings to allow the assessors time at the end of the day for consulting on results.  I distributed the revised timetable to the relevant stakeholders to ensure continued communication. (EV.24)
(Forbes, 2015) tells us that only organisations that reflect on success and failure get smarter and therefore soliciting feedback during a change process is important. (HBR, 2018) We have developed feedback forms that will be developed and distributed at the end of each session. (EV.25) The feedback will allow us to analyse quantitative data but will also have a free text section for qualitative data to be analysed and allow us to review and adapt the process for the next recruitment campaign.  The forms will be anonymous and this will allow applicants to feel confident to provide us with an honest analysis of how they perceived the interview/assessment, without feeling that their honesty may have an implication on their progression in the recruitment process.  (EV.26) As the interview/assessment weekend is to be held during early December and my assignment will be submitted we have agreed to hold a ‘lessons learnt’ session to discuss the effectiveness during late December to discuss whether any adaptations need to be made before the next recruitment process which is scheduled to be held in March 2022.


2.5
I have prepared a spreadsheet to allow the recruitment team to update the results throughout the weekend, showing clearly the scores awarded for each section of the interview/evaluation.  (EV.27)
All unsuccessful candidate data will be destroyed in accordance with the Data Protection Act 2018 guidelines.  Data on successful candidates will be kept in accordance with GDPR guidelines and sensitive information is only accessible by authorised members of the recruitment team.
Confirmation was received from my Line Manager that the plan and timetable were followed and all necessary required resources put in place. (EV.13)
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EV.16


	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

	Applicants
	Low
	High
	Keep Informed
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3
As the final stages of the change process are not scheduled until early December this outcome is based on actions that I propose to take over the next 1-24 months.

3.1
The recent pandemic has highlighted how organisations can change rapidly when required and (Cheese, 2021) tells us that when organisations face a crisis that represents danger and opportunity, adaptation and change are accelerated.  After analysing the leaver data (EV.28) I realised that we were reaching a crisis point and change was needed by learning from the data, responding quickly and adjusting our processes. (Sage, 2020).
The effectiveness of our change process will be measured over the next 12-24 months where we will hopefully see a reduction in recruit’s exiting the organisation.  In a report by (Sage, 2020) we are told that data analytics allow us to identify patterns and make decisions, and this is what we will use by analysing our exit and leaver data to adapt the change process going forward.  Our attrition rate will be carefully monitored over the next 24 months. (CIPD,2021) advises that during the change process, levels of energy and momentum must be maintained and the recruitment and L&D team will continue to work together to make any amendments to the process to allow us to meet our objectives.
Correspondence has been prepared which will be forwarded to all stakeholders after the interview/assessment to update them on the effectiveness of the process and to thank them for their assistance and support. (EV.23)

3.2
Following the interview/assessment weekend, I will arrange a joint meeting between all teams, assessors and interview panel members to discuss the structure and process and any changes that may be needed to improve the process.  I have prepared a proposed agenda which may be extended after the weekend. (EV.29)
As we work in collaboration with the three other welsh forces I intend to invite the recruitment leads and the All-Wales lead to a meeting where we can discuss the changes we have made and the reasons behind it.  During this meeting we can benchmark and discuss their processes and hopefully learn from each other – my overall aim is that the four welsh forces use an aligned recruitment process to ensure consistency for police officer recruitment. 
Another change that I will look at in the New Year is the introduction of an organisational learning agreement which may also improve our attrition rates.  As Dyfed Powys Police pay for the student’s degrees the cost implication when they exit the organisation is considerable. There is however a vast amount of work to be done in this area, and I plan to start by contacting the College of Policing to gain access to their attrition rates for all police forces.  This would have to be a national agreement and therefore will take time to implement but would also have an impact on us achieving our objectives over the longer term.



3.3
(McKinsey, 2016) tells us that it is important for organisations to invest effort and time to change the mindsets and behaviour of the employees involved in the change process to ensure buy-in.  We did this by explaining to all panel members and assessors the reason for the change in the process. (EV.18) As most of the panels were either based on division with recruits or were part of the L&D team that teach the recruits in their first 6-month training period, they appreciated the changes that we were making.  Following the process, we will keep the divisions updated on the impact of our change process.
We need to ensure that any potential student officers are knowledgeable about the career path that they are taking, and as millennials are predicted to hold between 15-20 different roles over their working lives (McKinsey, 2016) we have introduced an input from the training department at the start of the evaluation on the requirements of the role.  This is an area of concern that has been identified, as many recruits state they were unaware of the requirements of the role – especially concerning dealing with conflict and shift working.  We are hoping that by receiving this input the applicants will consider carefully if they are making the right decision in becoming officers.  






3.4
The CIPD Profession map tells us that as people professionals it is our role to drive change for the good of the organisation and its employees, by implementing our change process I feel that we are achieving this for the future police officers.  I have evaluated the effectiveness of my performance in this change process and feel that I have used the behaviours required by using data to identify the need for a change, planning and delivering a change process using feedback to amend and improve the process as required, and by ensuring that everyone is kept informed throughout the process.  Confirmation from the L&D lead was received to reinforce that my contribution towards the change process was effective and we will work together going forward to ensure that our objectives are achieved. (EV.30)

As with the Netflix organisation who changed their process after many years of renting films to digital streaming (HR Today, 2020), by staying flexible and adapting they now have over 180 million subscribers.  Although our change process is a minor change within the organisation, I am confident that it will allow us to reach our objectives and improve our future police officers. 
Success today requires the agility and drive to constantly rethink, reinvigorate, react and reinvent.  (Bill Gates, Apple nd)
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125 |Recruitment Attrition (Police Officer) Dyfed-Powys Jul-21 Number who attended Assessment Centre 97 headcount - Number of new assessment centre attendees (all candidates passed and failed) during July 2021 - ***Exclude candi
126 |Recruitment Attrition (Police Officer) Dyfed-Powys Jul-21 Number passed Assessment Centre in month 69 headcount - Number of new assessment centre attendees that passed during July-2021
127 |Recruitment Attrition (Police Officer) Dyfed-Powys Jul-21 Number of applicants waiting to be booked on to assessment centre 0 headcount - Number of applicants awaiting assessment centre booking, cumulative total as of 31 Jul 2021
128 |Recruitment Attrition (Police Officer) Dyfed-Powys Jul-21 Number booked on to Assessment Centre - yet to attend 0 headcount - Number of applicants booked on to assessment centre but yet to attend, cumulative total as of 31 Jul 2021
129 |Recruitment Attrition (Police Officer) Dyfed-Powys Jul-21 Number awaiting outcome of Assessment Centre 8 headcount - Number of applicants awaiting results, cumulative total as of 31 Jul 2021
130 |Recruitment Attrition (Police Officer) Dyfed-Powys Jul-21 Number awaiting second interview (the assessment centre includes the first interview) 19 headcount - Number of applicants awaiting an in-force interview *after assessment centre”, cumulative total as of 31 Jul 2021
131 |Recruitment Attrition (Police Officer) Dyfed-Powys Jul-21 Total number awaiting vefling/medicalfitnesstest 17 headcount - Number of applicants awaiting either vetting and/or medical and/or fitness test, cumulative total as of 31 Jul 2021
132 |Recruitment Attrition (Police Officer) Dyfed-Powys Jul-21 Number awaiting Vetting 16 headcount - Number of applicants awaiting vetting, cumulative total as of 31 Jul 2021
133 |Recruitment Attrition (Police Officer) Dyfed-Powys Jul-21 Number awaiting Medical 17 headcount - Number of applicants awaiting medical, cumulative total as of 31 Jul 2021
134 |Recruitment Attrition (Police Officer) Dyfed-Powys Jul-21 Number awaiting Fitness Test 17 headcount - Number of applicants awaiting fitness test, cumulative total as of 31 Jul 2021
135 |Recruitment Attrition (Police Officer) Dyfed-Powys Jul-21 Number offered job (conditional offer) 0 headcount - Number of applicants with conditional offer (excludes numbers with an unconditional offer or awaiting vetting/medic
136 |Recruitment Attrition (Police Officer) Dyfed-Powys Jul-21 Number with start date (unconditional offer) 0 headcount - Number of applicants with unconditional offer, cumulative total as of 31 Jul 2021

DC |Police| Pre

37| Total | PCDA |IPLDP | DHEP DHEP | Now | Join
38 |New starters - demographics Dyfed-Powys Jul-21 Number of new police officer recruits started within month - headcount 0 headcount - total of new recruits that have actually commenced employment withi
139 |New starters - demographics Dyfed-Powys Jul-21 Latest monthly new recruits by ethnicity (White - English / Welsh / Scottish / Northern Irish / British) - headcount 0| Latest monthly new recruits by ethnicity (White - English / Welsh / Scottish / Northe
40 |New starters - demographics Dyfed-Powys Jul-21 Latest monthly new recruits by ethnicity (White - Irish) - headcount 0| Latest monthly new recruits by ethnicity (White - Irish)
41 |New starters - demographics Dyfed-Powys Jul-21 Latest monthly new recruits by ethnicity (White - Gypsy or Irish Traveller) - headcount 0| Latest monthly new recruits by ethnicity (White - Gypsy or Irish Traveller)
42 |New starters - demographics Dyfed-Powys Jul-21 Latest monthly new recruits by ethnicity (White - Any other White background) - headcount 0| Latest monthly new recruits by ethnicity (White - Any other White background)
43 |New starters - demographics Dyfed-Powys Jul-21 Latest monthly new recruits by ethnicity (Mixed - White and Black Caribbean) - headcount 0] Latest monthly new recruits by ethnicity (Mixed - White and Black Caribbean)

 Monthly Rewrn SN I

<«
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Sent: 15 September 2021 13:58

@ Dyfed-Powys.police.uk>; Evans Catherine

Subject: [SWYDDOGOL OFFICIAL]_ December

SWYDDOGOL OFFICIAL
Dear all,

Cath and | have had a brief discussion re the interviews and assessments set for 2nd and 3rd
December. There have been 6 rooms booked, however this is not enough for the interviews and

assessments. We need 2 minimum of 9 rooms.

On these dates we have 2 PEQF courses running, and a PCSO course with a pass out on the Friday in
the SCC. | am also aware that the Sgts promotion boards are running that week.

A suggestion would be that we run the interviews and assessments on the weekend of 4™ and 5t
where we can utlise all the rooms in the SCC. It also enables those who struggle to get time off work
to attend.

| am sure we would have support from colleagues.

Please let me know whether you think this is a feasible alternative,
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Heddlu Police

-~ DYFED-POWYS How can we help you?

Report Tell us about Apply or register Request Feedback

A > Careers > Police officer > New recruits

The recruitment process

Please note the recruitment cycle can take some time to complete.

At the end of each stage of the recruitment and selection process you will be notified whether
or not you have been successful and therefore eligible to proceed to the next stage.

Stage 1: Complete the online application form

The application process consists of three areas:

e Eligibility criteria including confirmation of your qualifications. If you do not have a Level
3 qualification you will be required to complete a test which will test your academic
ability to work at Level 3.

e Situational Judgement Test and a Behavioural Style Questionnaire. You must pass both
these tests in order to continue to the application process.
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fTicer Cam,

Assessment Centre Is not Required 27 September 2021 at 121119 BST

VInvite to Interview X Fail Assessment Centre  Fail [National Pass)  Force Withdrawal

Summary | Comments | Forms (3) Other Applications (1) References

Destinatio GG

Sub‘E(( tion tion of intervie
Status
Content

04:44
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HiAlex

Can you send the below to CVF trained Sgts and Inspectors please — | will ring you about it this morning
to explain prior to you sending

Thanks

Cath

Good Morning

Our police constable recruit interviews are scheduled for the weekend of 4™ and 5* December and
‘we are looking for assistance on the panels. We are returning to face-to-face interviews and they will
be held at HO, Carmarthen. Theres will 3lso be 3 ‘role based evaluation assessment’ a5 part of the
process but there will be separate panels from the L&D team assessing this element.

Approximate timetable 3z below:

Saturday &5 December

Start: 9.00am

Finish:16.15pm

Sunday 5% December

Start: 9.00am

Finish: 14.00pm

If you are able to offer any assistance on either or both days, please let us know as soon as possible.

Kind Regards

Catherine Evans

HR Officer — Recruitment
Recriwtio Swyddog Adnoddau Dynol

o
.\ Heddu Dyfed Powys Poice
Fion Mewnol/intemal- 23080

y Himan Resourcos Rhf AlanolExtemal : 01267 226360
4 Ehnet | Eoamailr cratharnine suancchdad -nossne nnn nolics uk
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From: Evans Catherine catherine.evans@dyfed-powys.police.uk &
Subject: CVF trained
Date: 14 November 2021 at 13:29
To:

Hi Heather
Thank you for sending the list over to me so quickly. Can you also confirm if the
below are CVF trained as they have offered us assistance for our panel:

PS 505 Phillip
PS 268 Kaamil
Ch Insp Louise
DCI Chris
PCSO Stacy
PS 422 Jane

Many thanks for your assistance yet again.

Kind Regards

Catherine Evans

HR Officer — Recruitment

Recriwtio Swyddog Adnoddau Dynol

e

o oo
‘v Adnoddau Dynol on Mewnolfinternal:

V e s Rhif Allanol/External : 01267 226360
) A

E-bost / E-mail: catherine.evans@dyfed-powys.pnn.police.uk
>

Pie Serd*"
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In order to be pass the interview the Candidate must score at least 2 on each Value being
assessed, and at least a 2 on each of the Competency Clusters. Where a Competency
Cluster is assessed twice, the candidate must have an average score of 2.

Com Cluster Value
Question 1 I I
Question 2 n /
Question 3 I 1
Question 4 I I
TOTAL 116 16
OVERALL TOTAL SCORE 132

Interview Conclusion Lead interviewer:

o Thankthem for attending

o Askthe candidate f there is anything they would like to say, ifthere is anything they feel we
have missed or any answers they would like to dlarify.

o Remind the candidate that f successful they will be required to email documentation to
support any qualifications that form part of the essential attainments for the role and ID to
the recruitment team.

o Theresultsfrom this Interview process will be communicated to you ***+**++++++*, do you
have a contact number | can have to inform you.

Contact Number:

Before notifying the candidate of the of their interview, please contact a
member of the HR BSU team or Workforce Planning team to verify the scores = Thank you.

Interviewer Name:

. I have scored with openness, honesty and professionalism

.1 have scored in accordance with the evidence

. I have scored fairly and without bias

.| confirm that | have completed the feedback boxes for each question.

.| confirm that there were no connection issues during the interview that caused the candidate
concern

e e oo

Signature: Date:
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Definition

Very High

The candidate has provided substantial evidence that directly relates to
the criteria being assessed. The evidence clearly explains their role and
what they did in relation to the questions asked / aim of the task.

High
The candidate has provided evidence that relates to the criteria being
assessed. The evidence explains their role and what they did in relation
to the questions asked / aim of the task.

Medium

The candidate has provided evidence that mostly relates to the criteria
being assessed. In the main the evidence explains their role and what
they did in relation to some of the questions asked / they have met
some of the aims of the task.

Low

The candidate has provided acceptable evidence that relates to some of
the criteria being assessed. The evidence may explain their role and
what they did in relation to some of the questions asked / aim of the
task, but this may not be clear.

Very Low
The candidate has provided little or no evidence that relates to the
criteria being assessed. The evidence does not clearly explain their role
and what they did in relation to the questions asked / aim of the task.
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Delivery: Content: Transparency:
1. Gave introduction of self and [ 9. Discussion 1. Decision-making rationale is clear and considered so that
provided framework for the contained accurate itis easily understood by others.
scenario. information. 2. Individual is clear and comprehensive when
2. Information was presented | 10. Candidate was communicating withothers.
in a logical and structured confident providing | 3. Individualis open and honest about areas for
sequence. the information. development and strives to improve.
3. Candidate maintained good | 11. Depthofcontent | 4. An accurate representation of actions andrecords is
eye contact with the role was appropriate to provided.
actor. the audience/ role | 5. Indvidualrecognises the value of feedbackand actsonit.
4. Candidate spoke clearly in an player. 6. Indvidual gves constructive and accurate feedback.
audible voice. 12. Summarised key 7. Individual represents the opinions of others accurately
5. Delivery was poised, points at the close and consistently.
controlled and smooth of the role play. 8. Individualis consistent and truthful n their
6. Good language skills and 13. Answered any communications.
pronunciation was used. questions with ease | 9. Individual maintains confidentialityappropriately
7. Scenario was well paced and confidence.
/time given to explanation.
8. Displayed energy and
enthusiasm.
OO@e® OORE®
Assessors notes:
Performance Criteria (6C10.1)  (Evidenced through Assessor Observation) v

1 | Gathered information In order to make threat assessment

2 | Communicate with people in a way that :-

«  showed respect for them, their property and their rights

« was appropriate to them

+  was free from discrimination and oppressive behaviour

Explained what their role was and what was expected of them, where possible

Ensured own actions and words signal non-aggression at the appropriate times

Remained alert {o verbal and non-verbal communication pertaining to danger cues

ola[s]w

Took action to defuse confiict that :-

 did not make the situation worse & promoted calmness & reassurance
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Change Plan - Recruitment Process - Interview and Role Based Evaluation

Created by Catherine Evans
Date 4th October 2021
Version 1

Vision and Objectives

Due to an increased attrition rate of student officers during the training and probation period we
identified that a change was needed to ensure that we attract suitable candidates to develop into
police officers.

After carrying out exit interviews we have identified that a number of officers are unable to deal
with speaking to the public and a high number unable to deal with conflict. As this is a major
responsibiliy in the role of police afficer we needed to identify how we could identify candidates
that may not be suitable at an early stage of the recruitment process.

We also need to add a tenure of post to the unconditional offer letters due to the high.cast.
implication involved in student officers resigning

By introducing the above changes we hope that we will retain our student officers and allow them
toflourish in their new roles.

‘Activities to achieve objectives (attach Gantt chart)

Introduction of additional elements to the recruitment process in order to identify any potential
unsitable candidates.

Amendment to conditional offer leter - this change to be discussed in Force Resource meeting
scheduled for February 2022

Business case (evidence-based - Include data, benefits of change, gap analysis — difference
between current and future states, issues and risks)

‘Analysis of leaver data to identify reasons for student officers exiting the organisation.

People affected (stakeholders —employees, particular employees, customers, shareholders)

Chief Officers
Head of People Services and Organisational Development
Recruitment Lead

Recruitment Team

Learning and Development Lead

Learning and Development Team

Candidates

Scope of change (ggone site, one product group]

Change to recruitment process
Change to offer correspondence

“Communication strategy (attach communication plan, st of change champions)

Emailed timeline to HR and L&D team
Correspondence sent to applicants regarding process
Website updated

Support to be offered (advice, counselling, coaching, mentoring, representation, training - attach,
for example, a training plan)

CVF Training for all assessors and interview panel

Timings and milestones (see Gantt chart]

"Amended recruitment process to be carried out 4% & 5% December which s on a weekend to
assist candidates.

Resources required, including cost (equipment, time, people, materials, guidance]

Recruitment Team - working weekend
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Project Name :
PC Recruitment Process Change

Objectives

Catherine Evans

Owner

Scope
What's in

Proiect Status:

Statu:

To change our recruitment process by removing the presentation
element of the interview and introducing a role based evaluation'. By
introducing this element to the process we hope to improve our attrition
rates which are steadily increasing.

Role Based Evaluation

What's out

Presentation

Benefits Team Members

Decrease attrition rates and also benefit students and L&D department by

dentifying applicants that are not suitable for the role at an early stage.

[ This will reduce University costs.

Catherine Evans HR
Katherine Hobbs. R
Karyn Howalls R
[Atex Jones HR
Katy King )
Rob Gravelle )
Houlwen Aston )

Increaing attrition rates - loss of income due to University fees

Timeline Plan
What

Who

PC Student Officer Attrition

50

A m B EmBN

LA I

mNo.onintake  mNo. ofleavers

PC Leavers

N

« Corfict ma

houghe e
tor me'

Comments/Areas of Concern

‘Short Torm Tasks - Weoks

[Meet with L&D Team to discuss current process and potential amendments Both teams
Meet with L&D Lead to dscuss timelne CE/KK.

[Source panel and assessment team CE/KHIKK ‘Sufficient volunteers weekend working

Update website CE/KH

[Send communciation to appicants. 3 ‘Comms 10 be sent after AC - consider prior 1o alow more time
Prepare and distrbute timeline CE/AJ

Book HQ rooms CE/AJ

[Prepare feedback forms for team and applcants

[ongoing tasks

CE

Coliate feedback

[Analyse gata

[Arrange tessons learnt session for Recruitment and L&D Team

Review atiton rates

Prepare for forthcoming recrutment sessions
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Proposed Change to Recruitment Process

Over the past 24 months we have been in discussions and consultation regarding proposed
changes to the police officer recruitment process. Due to Covid the changes initially discussed |
were halted as all police officer recruitment was amended to virtual interviews carried out initially |
over skype and then teams. We were unable to include any assessments as part of the process |
and we have identified that our attrition rate has been steadily increasing. Over the last 16 |
months we have lost 9 officers in comparison to 3 officers in the 12 months prior to this period.

Discussions have taken place between the recruitment team and the L&D team and a decision was
made to implement the changes in our next recruitment process scheduled for later this year.

|« Removal of presentation element of the process as no benefit from this as a police officer
|« Inclusion of a ‘3 minute’ introduction where the applicant has to stand in front of the |
| group and speak about themselves — communication has been highlighted as a concern |
| with some of our existing recruits |
|« Inclusion of a scenarin hased assessment — recruits will face various customer service
| based scenarios to assess their competence in dealing with situations and assess their

communication skills.

recruits are failing at the RST stage of their training period and are unable to work as a
team — as this is a major part of the role of a police officer this is an important element.

« L&D team have agreed to hold a 10.minute talk prior to the role based evaluation section
of the process to talk about the role of a police officer and what is expected of recruits —
again it has been highlighted that some recruits ‘did not tgalise,what the job entailed" and |
this may allow them to assess whether this s the role for them prior to progressing any |

o Inclusion of a team building exercise ~ it has been highlighted by the Ops team that some |

further in the recruitment process.
o It was suggested that we hold the assessment over a weekend rather than on week days |
as some applicants struggle to get time off work or do not feel comfortable letting their |

employer know that they are thinking of progressing as a police officer.

| It was also decided that the interview panel would benefit from a member of the L&D team on |
| each panel along with a serving officer of a minimum sergeant level  this will allow for |
| consistency on panel decisions and will also assist the recruitment team in sourcing interview |
| panel members.
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From: | Karyn
e

To:
Subject: [SWYDDOGOL OFFICIAL] Evidence
Date: 10 November 2021 17:03:50
SWYDDOGOL OFFICIAL
Hi Cath

With regards to the implementation of the changes to the PC recruitment process:

| can confirm that you have communicated the changes to include the Assessment Process to all
applicants so that they are fully aware of what is expected of them. You have also updated the
recruitment page on the force website to ensure that prospective and current applicants have a
clear understanding of the change to process. You have communicated fully with Learning &
Development throughout, and have prepared a clear plan of the whole process, together with
timetables for separate assessments.

The change in the recruitment process has involved additional staffing and resources, and you
have ensured that all of these requirements are covered.

Kind regards

Karyn -, Chartered MCIPD
Senior Manager Recruitment, Selection & Apprenticeships / Uwch Reolwr

Recriwtio, Dethol a Phrentisiaethau
/"'\\ Heddlu Dyfed Powys Police

Q.

Adnidan Dyrol
Muman Resources

E-bost / -mail: [ nowelis@dyfed-powys.pnn. police.uk
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Subject  FW: Catch-Up

When 22 October 2021 13:30-14:00

Location  Microsoft Teams Meeting
From Evans Catherine
Hi Katy

Can you invite any relevant team members to join this meeting to allow us to discuss the proposed changes in the recruitment process. We are open to any ideas your team may have to assist s in
improving the process so if you want to brief them prior to the meeting this would be great|

Thanks

Cath

Microsoft Teams meeting

Join on your computer or mobile app
Click here to join the meeting

Learn More | Meeting options
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From: Evans Catherine

To: -'. Katy A/PS 272
Sll'i'pd: Al

Date: 22 October 2021 16:56:16
Attachments: Draft timetable for PC interview and evaluation.xisx

Hi Katy
As discussed | have prepared a draft timetable for the weekend of interviews/evaluations. As the
numbers are not going to be finalised until after the assessment centre results are received it may
change slightly but | don’t think we will need the two full days after all.

Thanks

Cath

Kind Regards

Catherine Evans

HR Officer — Recruitment

Recriwtio Swyddog Adnoddau Dynol

i
\' Heddlu Dyfed Powys Police
* Ffon Mewnol/Internal: 23060

Human Resources Rhif Allanol/External : 01267 226360
. “4 E-bost / E-mail: catherine evans@dyfed-powys.pnn.police.uk
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From: Evans Catherine

To: - Katy A/PS 272

Subject: Interview/Role Based Assessment
Date: 02 November 2021 10:04:49

Hi Katy

Hope you are well. Did you have time to have a look at the proposed timetable for our
interview/evaluation weekend? Let me know if you think we need to make any amendments. | was
hoping to invite the candidates that have already attended previously so that they have sufficient
notice, and also send an email to the candidates that are currently at AC to let them know the details
of the next stage of the recruitment process if they are successful — just to ensure that they are being
kept informed throughout the process.

| am available all day today (apart from between 12-2) if you want a quick catch up to discuss any
amendments.

Thanks

Cath

Kind Regards

Catherine Evans
HR Officer — Recruitment
Recriwtio Swyddog Adnoddau Dynol

i

% Heddlu Dyfed Powys Police
‘* i Dynol Ffon Mewnol/Internal: 23060

Human Resources Rhif Allanol/External : 01267 226360
‘\.’“ , E-bost / E-mail: catherine evans@dyfed-powys pnn police uk
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Change to Police Officer recruitment process
16-0ct. 26-0ct. 05-Nov. 15Nov 25Nov. 05-Dec 15-Dec 25-Dec

Meet with L&D Teamto dscuss curent pocess and potential amendmerts
Mest vith L&D Lead to dscuss timeline and prepare timetaties

Source panel and asessmen team

Updatewebste

Send commundationto applicants

W Start Date.
Prepare and disrbutetimeline

= Daysto complete
Bock HQrooms
Prepare feedback forms for team and agplicants
Collte feedback

Analyse data

Arrange 'lessors learnt’ session for Recruitment and L&D Team
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From: Evans Catherine.
o T
‘Subject: n process
Date:

14 November 2021 14:01:04

Good Afternoon All
Thank you for kindly offering your assistance for our forthcoming police officer recruitment process.
As you are aware we are running the interview and role based evaluation over a weekend. We have
decided to introduce this change from interviews being carried out on a weekday to hopefully assist
the applicants who quite often find it awkward to take time off from their current workplaces.
Obviously this will not suit all of the applicants and we may well have to run a ‘mop up’ session for any
applicants that cannot make the proposed date — failing this, we will move them to our next
recruitment process which is scheduled to take place in March 2022.
You will notice that we have also changed the schedule to include a2 ‘role based evaluation’ — this will
comprise of the below:

* 3 minute talk where the applicant will have to stand and speak in front of a group about

themselves

* Arole based scenario — customer service based to assess communication skills

* Team building exercise — to ensure applicants have good teamwork skills
The reason for these changes are because of increased leavers of student officers during their training
or probation period. The reasons for the increase have been highlighted because officers cannot deal
with conflict and have poor communication skills. We are hopeful that by introducing the above
changes to the recruitment process that we can eliminate these issues. The L&D team will also be
giving all applicants a briefing prior to the role based evaluation to give them some insights and
requirements into the role of a police officer.
‘We hope the above clarifies the changes but if you have any questions or concerns, please do not
hesitate to contact me at any time.

Kind Regards
Catherine Evans
HR Officer — Recruitment

Recriwtio Swyddog Adnoddau Dynol
/“‘r - Heddlu Dyfed Powys Police

Ffon Mewnol/Intemal: 23060
Rhif Allanol/External : 01267 226360
E-bost/ E-mail: catherine evans@dyfed-powys pnn.police.uk
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From: Evans Catherine
To:

o .
Date:

14 November 2021 14:08:22

Good Afternoon Alex

Thank you for agreeing to give up your weekend to assist us with the recruitment process for the
police officer campaign. Can you please ensure that you book two days leave in the week
prior/following the weekend that you work as it is important that you get your time worked returned
to you. | also don't want you to work too many days in a row so if you can split the two days that
would be great. | also want to thank you for your assistance in sourcing panel members as it is very
much appreciated.

| will brief you the week before the interviews as to what we will need you to do as part of the
recruitment team and on the day | will do the panel briefing and also the introduction for the first
batch of applicants. If you feel confident, perhaps you could then do the second briefing but we can
discuss this further on the day.

Thanks again.

Cath

Kind Regards
Catherine Evans
HR Officer — Recruitment

Recriwtio Swyddog Adnoddau Dynol

iz
/‘N\ Heddlu Dyfed Powys Police

Ffon Mewnol/Intemal: 23060
Humn Resouross Rhif Allanol/External : 01267 226360
"4 E-bost / E-mail: catherine evans@dyfed-powys pnn.police uk
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Competency Values Framework (CVF) Guidance

Since August 2019, Dyfed Powys Police have introduced the Competency
Values Framework (CVF) into all role profiles. The recruitment and selection
process within Dyfed Powys Police is based on this. The framework has:

« A set of six relevant and future looking competencies

« Competencies divided into three distinct levels to reflect different levels of
responsibility and role complexity (the appropriate level will be linked to the role
profile)

« Four defined and measurable core values

Applicants will need to have a good understanding of the role requirements and
prepare themselves for the interview, however it is not necessary for applicants
to rehearse or recite the competencies or values, as simply mentioning the
words will not be enough to score, you will have to ensure you answer the
question.

Being aware of the new CVF competency definitions will help you prepare to
select relevant examples that best evidence the CVF values and competencies.
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2021

Subject: Application Update - informing of interview date SeeLess Catherine Evans

Destination

Subject Application Update - informing of interview
Status Message has been sent

Content

Application 1D 82327

Vacancy Title: Police Officer Campaign September 2021
Good Afternoon Naomi

Thank you for completing the online assessment centre. We are currently awaiting the results from the College of Policing and will update you once received. The next stage of the process will be the interview and role based evaluation
which is scheduled to take place at Police Headquarters, Liangunnor, Carmarthen on 4th and 5th December. If your online assessment centre result is success?ul, you will be invited to book a three hour slot on one of these dates

Should you have any further queries, please contact WorkforcePlanningTeam@dyfed-powys pnn police uk

Regards,

Recruitment Team

ITHIS IS AN AUTOMATED MESSAGE - PLEASE DO NOT REDLY DIRECTLY TO THIS EMAILY
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TEMPLATES PREPARED FOR POST INTERVIEW/ASSESSMENT

FOR PANELS/ASSESSORS

On behalf of the recruitment team, | would like to take this opportunity to thank you all for
supporting us with our recent police officer recruitment process. With your assistance we
were able to complete XX interviews/assessments with XX applicants progressing to the
next stage of the process.

Due to the extra elements of the recruitment process that we introduced it made the two
days longer than usual and we really appreciate the time that you gave us. We are
confident that by adding these elements to the process that we will see an improvement in
the student officers being recruited, and as most of you are serving officers on division we
hope that you will see the benefits first hand.

Once again thank you for your help and we will be in contact in the New Year to check your
availability for our March 2022 process.

FOR MY TEAM

After an extremely busy weekend, | just wanted to send you a quick email to thank you all
for your support and assistance in ensuring that the weekend went according to plan. As
usual you were all excellent and did not hesitate to offer me your assistance, even though
this process was run over the weekend. | know that you all have busy home lives and with
Christmas so close | am very appreciative for all your support.

We will have a catch up later this week to discuss the weekend.
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1 have moved the timetables around a bi as below. This way both days are a bit snorter. We could start 3t 9.00am and remove.
‘the lunch break on the Sunday (a5 per the timetable below) which would mean that the interview panels finish by 13.00pm and
‘the asessors 14.30pm, not sure if this would be 00 long without a break for the assessment team — unless we had extra panels
‘that could swap?
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1030am  12000m  Evaluation
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Interview panel lunch break 12.00pm - 13.000m
Evaluation panel lunch break 13.30pm - 14.00pm
1300pm  1400pm  Interview
1400pm  1530pm  Evaluation s
1400pm  1500pm  incerview only for candicates that failed assessment previously s

‘sunday s5th December 2021
Starttime  End time Candidates
930am  1030am  Intenview

1100am  12000m  Interview

Interview pane! lunch break 12.00pm - 13.00pm
Evaluation panel lunch bresk 13.30pm - 14.00pm
13.00pm 1400pm  Interview
14.00pm 1530pm  Evaluation L]

‘sunday alternative timetable

S00am  1000am  interview

1000am 1130am  Evaluation B
1030am 1130am  intenview

1130am 1300pm  Evaluation s
1200pm 1300pm  interview
1300pm 1430pm  Evaluation 5
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Dyfed Powys Police Officer Final Interview
Candidate's Feedback

As part of the quality assurance and review of the interview process we welcorme your feedback as a
way of improving our selection decision. The form is completed anonymously and is mainly a series of
statements where we would like you to indicate, with a +" how strongly you agree or disagree wih the
following statements about your experience of the selection interview.

to make the appointment decision

! By gl 813 3¢

H HH - g5 <
H LRI § F: =
it I found the candidate briefing document received prior to O oo/oooo
£ today useful in helping me prepare for the process

2 I was satisfied with the organisation of the arrangementsfor O 0O O O 0O O 0O
| my interview

|3 el that the questions | was asked in interview tappedthe 0 O O O O O 0O
| key attributes required for this role.

{4 Theinterviewers put me at ease before the interview (== = N = = [ = R
j started

15 Theinterviewers paid full attention to my answers Oo0DOoooaoao
1®  Ieltthat | had afair chance to putacross my relevantand 0 O O O O O 0O
{ personal attributes during my interview to make my case for

| appointment

{7 lfeel that averall the interview was a fair way of selecting 0 O O O O O 0O
b people to be appointed

18 Overall, | was satisfied with the faimess of my interview Oo0DOoooaoao
1 process

19 Ifeltthe mle hased assessment was a fairway of helping O O O O O O O

“The space below 1s fer-ay comment you would ke to ke or feedback you would ke o give DPP about
‘any aspect of the interview process.

Dyfed Powys Police want a diverse workforce wi s the communities we serve
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As part of the quality assurance and review of the interview pracess we welcome your feedback as a
way of improving our selection decision. The form is completed anonymously and is mainly a series of
statements where we would like you to indicate, with a v how strongly you agree or disagree with the
following statements about your experience of the selection interview.
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POLICE OFFICER RECRUITMENT CAMPAIGN RESULTS
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ADR 501 - Reconciliation (Half Yearly)
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PROPOSED AGENDA

RECRUITMENT CHANGE PROCESS FOR INTERVIEW/ASSESSMENT

Apologies of absence

Overview of process

Role Based Evaluation feedback

Interview feedback

What worked well/What didn’t work well?

Future improvements ie. timings/structure
Organisation learning agreement implementation

Date of next meeting
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From:

To: Evans Catherine
Subject: HI
Date: 02 December 2021 11:58:55

| can confirm that Mrs Catherine Evans of the Workforce Planning team at Dyfed Powys Police
has fully embraced change in relation to the new assessment process implemented. Catherine
has made a positive contribution to the process which has been aided by her understanding of
the qualities and skills that are necessary to be a successful police officer. Catherine is a highly
valued member of the team who has assisted in implementing the necessary changes in order to
achieve our objectives of recruiting and retaining the best candidates for the PC role.

Aps 272 Katy |}
Learning and Development Dept,

Police Headquarters.




