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[bookmark: _Toc97503319]LO1 Explanation of selection, agreement and application of diagnostic tools.
1.1 Identify, and justify selection of, suitable diagnostic tools for measuring employee engagement in the organisation.
The Head of People and Organisational Development for Dyfed Powys Police was approached at the start of this module as it was known that two recent staff surveys have been conducted which would provide the data required to assess the level of employee engagement across the Force, one survey of which concentrated on the impact of the pandemic, however, I was informed that it would not be possible to use these for a number of reasons (EV1) so it was agreed to just use the information available to me to gauge this.  
Conducting a Force-wide survey was also not permitted due to survey fatigue.  I was, however, able to use a survey within Ceredigion Division (EV25,EV26,EV27) to help inform the DPPi2 Project which will see a new intranet site for HR as I am the lead for this project.   I supported this with semi-structured interviews (EV29) which were conducted in the performance of my role as HR Officer for Ceredigion, asking questions specifically relating to employee engagement.
Dewar (2021) suggests there are 4 KPIs for measuring employee engagement, one of which is absenteeism and turnover rate. It was agreed that this would be measured by running reports from the Force systems.
Another KPI which I was able to measure (limited to Ceredigion Division only) was the Employee Net Provider Score (NPS) which can be achieved by asking questions that Drexler (2022) sees helps to identify three players similar to the promoter score: the detractors; the passives and the promoters.  The aim would be to have as many promoters within the organisation as possible as they would be considered to be the most engaged.  To identify the players, the following scoring would be used:
· Detractors score between 1 and 6 
· Passives score 7 and 8 
· Promoters scoring 9 and 10
The questions Dewar (2021) suggests to ask to help calculate the NPS and therefore identify these players are:
· How likely is it that you would recommend your company to friends or colleagues?
· How valued do you feel
· How satisfied are you with your work-life balance
· How do you feel about your career prospects
Achieving a score for these questions alone would have identified the NPS, however, it would have not provided the primary qualitative data needed to achieve a full understanding of the reasons for the scores which Punch (1998) considers  the main purpose of primary qualitative data, hence my decision to include these within the interviews (EV29) and not to attach these to the survey distributed to all staff within Ceredigion Division.   

1.2 Liaise with key people to plan and agree the application of diagnostic tools
In order to access the relevant systems I needed to liaise with the HR Officer responsible for providing data to the Home Office.  I specifically needed to know the current numbers of officers and staff employed by Dyfed Powys Police in order to calculate the percentages for absenteeism and staff turnover.   I also needed access to the exit interviews in order to provide qualitative data to explore the reasons given for leaving the organisation in more detail.    Due to the nature of the organisation I am restricted to what I can include within this assignment. 
A survey to help improve employee engagement within the organisation was sent out to all staff and officers within Ceredigion Division, following agreement at the Senior Leadership Team meeting for the LPA (EV2).
1.3 Apply diagnostic tools accurately and to an appropriate sample of employees to give meaningful results.

To gather sufficient information in order to make meaningful comparisons, I ran three separate reports for sickness absence (EV3), each for a full year (1st April to 31st March) for the whole of the force.  These reports covered 2018-19, 2019-20 and 2020-21.  It was decided not to run a report for 2021-2022 as a true comparison could not be made as a full year was not available.

The same time periods were selected to calculate the turnover rate (EV4).

These reports were imported into Excel in order that the data could be interrogated so that meaningful data could extracted to help inform the level of employee engagement within the organisation.

The number of staff/officers interviewed was relatively low when compared to the overall force figure of 2193 but accounted for approximately 10% of those employed within Ceredigion Division.  Travers (2008) considers that by using qualitative data, it is possible to learn a lot from very little data and certainly can indicate where an organisation could improve which was the main purpose for conducting the interviews. 

In respect of the HR Intranet survey, all 123 officers and 24 members of staff of various rank/grade were sent the survey, the results of which were captured within Excel.

1.4 Analyse resulting data and draw reasoned conclusions about levels of employee engagement in the organisation
To ascertain the level of engagement within the organisation I analysed the level of sickness to give the absenteeism rate (EV3).  Given that the we are currently in a pandemic which has extended across the majority of the timescales analysed,  I also wanted to look at the number of occurrancies to see if this would give an indication as whether this had an impact on that rate.
According to Vulpan (2019) a ‘healthy’ absenteeism rate is typically considered 1.5% although reported that within the public sector in Europe in 2018 this was figure was calculated to be 3.3% which would appear to be a good comparison to make with that of Dyfed Powys Police.  
	Absenteeism Rate for Dyfed Powys Police
	

	
	1/04/2018 – 31/03/19
	1/04/19 – 31/03/20
	1/04/20 – 31/03/21

	Police Officers
	2.2
	2.9
	3.0

	Police Staff
	2.4
	2.6
	2.4



As can be seen from the table above, all of the absenteeism rates, for both and officers and staff, come below the rate of 3.3% (EV5 – EV10)given for the public sector in Europe.  However, none meet the ‘healthy’ rate which is used as a rule of thumb and suggests that further improvements could be made to reduce this further. 
Certainly the lowest rates are seen for the period 2018/19 with 2.2% for officers which would indicate that the pandemic did have an impact on the absence of police officers as they would still be required to have contact with members of the public and therefore be exposed to the virus given that this figure rose to 2.9 % in 2019/20 and 3% in 2020/21.  This pattern was not replicated amongst police staff with both 2018/19 and 2020/21 attracting a 2.4% absenteeism rate and only seeing  slight increase (2.6%) for the first year of the pandemic.  This is likely to be as a direct result of the Welsh Government’s instruction to ‘Stay at Home’ and work from home if able to do so.  The majority of support staff were able to do this.  
When looking at the number of absences over the short, medium and long-term (EV3) it was surprising to find that although the absenteeism rate had either increased or remained the same for 2020/2021, the number of short-term (1 to 7 days) absences had reduced considerably as can be seen in the table below- from 652 to 356 for Police Officers and from 561 to 345 for Police Staff.

  




For the medium sickness (from 7 – 28 days) there was very little change.





The number of absences over the long-term (greater than 28 days) have been steadily increasing, particularly amongst officers – rising from 77 to 119.  When looking into the reason for this, it could indeed be directly attributed to the pandemic as they related to the NHS’s inability to provide the services which would normally have been delivered, thus having an impact on officers ability to return to work.  These typically related to musculoskeletal or psychological conditions (diagnosis, operations, physiotherapy, psychotherapy etc).  
It is therefore realistic to assume that the absenteeism rate for 2018/2019 is a reliable figure to work with.
According to Monster (no date), the recruitment giant, the turnover rate should ideally be below 10% as this is considered a healthy rate although it also states that the average employee turnover rate is 15%.  
[image: ]
Having calculated the rates for the last four years, at no point does Dyfed Powys Police attract this, however, it does get close in 2019 (EV4) as can be seen in the chart above.  Having reviewed some of the data in relation to this, it would appear that 2018 would seem a realistic figure as this is not impacted by the pandemic.  There is little doubt that the subsequent years have been impacted where, at the start, employees were getting to grips with the changes that the pandemic was having on their lives and then the realistic that what was important before the pandemic was no longer relevant.  This resulted in employees searching for a greater work-life balance and the real need for quality of life.

Having looked at the data and reviewing some of the exit interviews, there was a clear need to make the most of life with long serving members of staff reassessing their lives and opting to retire to enjoy life when the pandemic allowed.  Many staff indicated their intention to retire but wanted to remain in work until restrictions were eased so they could start their retirement with a certain amount of freedom, hence the jump to 15.5% in 2021.  Others reassessed their careers and left to pursue their dreams. 

The turnover rate for Dyfed Powys Police could therefore be described as good in 2018 as it showed then that staff were happy to stay.  It will be interesting to see whether this pattern that has emerged since the pandemic will continue.  Certainly, vacancies that have been advertised since the pandemic have become increasingly more difficult to fill.  Recruitment drives typically provided an excess number of suitable candidates to fill cohorts of new recruits, however, in the last 2 years these cohorts are under-resourced. 
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[bookmark: _Toc97503321]EV1 - Email – Requesting Access to Staff Surveys
Hi Angela
Durham don’t share the survey or even the actual results with us they just provide a presentation to Chief Officers so it won’t assist with the assignment. 
The Post Pandemic Survey is an MS Forms document – due to no analytical resource we haven’t yet summarised the results in a shareable format so I can’t share until they have been released to Chief Officers and all other stakeholders and Anna James is working towards a March date for that.  I’ve had to explain this to the Nia as the Representative Groups were keen to see it too.
If you share the assignment brief/question I can work out how best to assist which is what I did for Dave Harris.  He created a survey for our team to capture information that I wanted at the time.  We can’t launch any surveys to assist assignments pan organisation due to survey fatigue needing to be carefully managed.
Perhaps you could use the output of the current People & OD workshops for example – they are engaging the whole team in shaping the future using 3 questions?
Thanks
Linda 
Linda Williams
Pennaeth Pobl a Datblygu Sefydliad/
Head of People & Organisation Development
Heddlu Dyfed Powys Police
Ffon Symudol/Mobile: 07815 912033
E-bost/Email:  linda.williams@dyfed-powys.pnn.police.uk
 SWYDDOGOL OFFICIAL 
From: Procter Angela <Angela.Procter@dyfed-powys.police.uk>
Sent: 02 February 2022 11:26
To: Williams Linda <Linda.Williams@dyfed-powys.police.uk>
Subject: Re: Staff Surveys
Good morning Linda, 
I am currently working on the Employee Engagement module for my CIPD and wondered if it was possible to have access to the Post Covid Staff Survey and the Durham staff survey undertaken in 2020 please? 
 Kind regards/Cofion cynnes
 Angela Procter MBA

[bookmark: _Toc97503322]EV2 - Intranet and Team Meeting
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[bookmark: _Toc97503323]EV3 - Sickness – Absenteeism Rates
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[bookmark: _Toc97503324]EV4 - Turnover Rate
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[bookmark: _Toc97503325]EV5 Police Officer Absenteeism Rate – 1st April 2018 to 31st March 2019
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[bookmark: _Toc97503326]EV6 Police Staff Absenteeism Rate 1st April 2018 to 31st March 2019
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[bookmark: _Toc97503327]EV7 Police Officer Absenteeism 1st April 2019 to 31st March 2020
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[bookmark: _Toc97503328]EV8 Police Staff Absenteeism 1st April 2019 to 31st March 2020
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[bookmark: _Toc97503329]EV9 Police Officer Absenteeism 1st April 2020 to 31st March 2021
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[bookmark: _Toc97503330]EV10 Police Staff Absenteeism 1st April 2020 to 31st March 2021
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[bookmark: _Toc97503331]LO2 Written evaluation of current organisational approach
2.1 Analyse the principal ‘drivers’ for employee engagement in the organisation.
When considering employment engagement within Dyfed Powys Police, one of the principle drivers has to be the feeling of a ‘family force’ where everyone is considered to be an important cog in the wheel which allows the organisation to meet its strategic objectives through inclusion.  The feeling of camaraderie is tangible with many officers being proud of the nicknames given to them which reinforces that sense of belonging.  Staff welfare is important and officers will typically communicate outside of work, even when that person is off work on sick leave to ensure they are well looked after and all their needs catered for.  This was very evident throughout the pandemic when the majority of officers and staff pulled together to continue to deliver a service to the public despite being short of resources due to the need to self-isolate.  
The level of goodwill within the organisation is also tangible with staff agreeing to short notice duty changes to accommodate the organisations’ ability to function in the most effective way despite Federation Regulations requiring three months’ notice for any changes. 
The organisation has recently got a new Chief Constable who is a Welsh speaker and very highly respected serving police officer having progressed through the ranks within Dyfed Powys Police, only leaving to secure the position of Chief Constable for a Northern Force and returning to bring that experience back to the organisation to help it improve further.  The Chief Constable refused to set the priorities for the Force for the first 100 days in order to obtain the views of all of the Force’s officers and staff which reinforces that feeling of inclusion.  
There is a great deal of flexibility within the organisation with flexible working practices established that help to support working parents and those with caring responsibilities.  The opportunity for promotion is also good for officers within the organisation although this is limited for police staff with staff having to apply for other positions as opposed to being promoted.  There is no career structure for police staff. 
The Performance and Development System – the DAP, has been designed around coaching with reflection being built into the system.  There is, however, no performance related pay so this is more about developing in their role than actual performance per se.
2.2 Assess aspects of organisational behaviour which are most likely to hinder employee engagement.
In contrast to the drivers for employee engagement, there are many that impede this starting with the policies and processes which are often unclear and confusing which, although should be designed to provide a structure in which to work, often lead to frustration as they waste officer and staff time in trying to determine who does what when and how.  This is typical of a bureaucratic organisation that requires staff to dance to the beat of a drum as opposed to doing the ‘right thing’ Seddon, (2008).
An example of this is sickness management.  Although staff welfare is important within the organisation, the management of this takes up an unnecessary amount of the manager’s time with triggers being supported by an insurmountable number of actions, some of which do not relate to policy and appear to ignore the nature of the organisation and how managers need to work (EV11)
Accessibility to informative documentation is also another barrier to successful employee engagement as the documentation is not easily found as there is no formal document management process in place resulting in old documents sitting alongside the current ones which makes it difficult to understand which one is the correct one to use.  The route to the documentation is also not intuitive and takes time to find with some templates not being on the intranet at all (EV12).
A lack of training is a big issue which starts from the point an individual joins the organisation with the focus of the Induction Programme (EV13) being placed on compliance as opposed to providing all of the benefits open to that employee in order to get complete buy-in to the organisation and to signpost to different staff representatives, departments and specialisms to help them to settle into the business so they could be as fully effective as soon as possible.
With the combination of lack of understanding, lack of accessibility to information and lack of training this often results in line management not having the correct tools to provide effective management to their teams.  The SoGoSurvey (2021) reported that 70% of problems with employee engagement relates to the manager who needs to act as a role model and lead by example, with an understanding of the possible impact of their actions on their staff. Robinson and Hayday (2009) concluded from their studies that honesty, openness, empathy and understanding were essential qualities to display as an engaging manager, however, these do need to be supported by providing the skills need to ‘coach’ their team members.  Generally, managers within Dyfed Powys Police are not given any leadership training and can move from a constable role on a Friday and commence as a sergeant on the Monday and still be expected to know exactly what you need to do. 
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[bookmark: _Toc97503334]EV11 Indicator not Linked to Policy

Hi Angela
The HMAB Terms of Reference outlines that following:
Referral to the Health Management and Attendance Board Level 2 will take place in the following situations:
1. Where an individual’s sickness absence lasts over 56 days;

The email will be an automated email that has been sent from SMS. The rationale behind this was that it was felt that an absence was becoming protracted and action should be considered. Any absence greater than 28 days is classified as a long-term absence so greater review should be undertaken. As an organisation, we need to be actively looking to provide support to our staff and HMAB provides a force-wide overview.
Obviously there maybe circumstances whereby a referral may not be appropriate – for example the person is scheduled to resume and doesn’t need an extension to their recuperation. The line manager will need to apply their discretion and be prepared to give a rationale should it be queried why a case hasn’t been discussed in a timely manner. 
Should you require anything further clarification, please don’t hesitate to contact me
Kind Regards
Shelley
Shelley Upton-Boorman
HR Specialist – Attendance and Performance Management

[bookmark: _Toc97503335]From: Procter Angela <Angela.Procter@dyfed-powys.police.uk> 
Sent: 14 February 2022 10:36
To: Upton-Boorman Shelley <shelley.upton-boorman@Dyfed-Powys.police.uk>
Subject: Re: Name Redacted
Good morning Shelley,
I’ve just received an email from DS Name Redacted in relation to an email that has been sent requesting that a referral be made to HMAB in order to discuss  Name Redacted given that Name Redacted has been absent from work for 8 weeks. 
I’ve just taken a look at the policy and cannot see where it says that this must happen.  Would you be able to point me in the right direction please as I need this to be able to answer his question.  
As yet we haven’t received an OHU report for Name Redacted which is a pre-requisite to HMAB.
Kind regards/Cofion cynnes

Angela Procter MBA
HR Officer (Ceredigion)
Swyddog Adnoddau Dynol (Ceredigion)


[bookmark: _Toc97503336]EV12 Template Not on Intranet

Hi Angela
The templates were removed from the intranet pages as it was deemed that HR should have oversight of all UPP processes. This decision was supported at the time by Federation and Unison as it ensured consistency of approach across the force area, as there was no performance platform where this oversight could happen. We are able to ensure consistency with Attendance due to SMS and HMAB. A Performance Management Hub has been identified as a system the force would like to have developed – work had started with IT but due to Niche it has been put on hold. 
As per my previous email, the templates for performance are available on the w:drive:
W:\HQ\HR_Performance_Management\Performance\~TEMPLATES
As a HR team we are able to share the documentation but it is recommended that we hold discussions with the supervisors regarding the underperformance concerns and to quality assure the plans prior to them being issued. 
Kind Regards
Shelley
Shelley Upton-Boorman
HR Specialist – Attendance and Performance Management





[bookmark: _Toc97503337]EV13 Invitation to Staff Induction

Dear colleagues,
The Police Staff Induction will be delivered via Skype. The following is the schedule for the day:
0915–0930 - Guest Speaker
0930-1030 - Code of Ethics
1030-1045 - Break 
1045-1115 - Unison
1115-1230 - GDPR 
1230-1315 - Lunch 
1315-1415 - Professional Standards 
1415-1515 - Equality, Diversity and Welsh Language Standards
If you are working from home this invite can be forwarded to a personal email address if you do not have access to a Force laptop.
Kind regards,
Nicky













[bookmark: _Toc97503338]LO3  Information re/examples of external studies reviewed.
3.1 Review external studies of employee engagement to identify relevant best practice.
External studies show that employee recognition for high performers has a direct impact on employee engagement, with strategic objectives and vision being clearly communicated via a number of communication strategies to enable this and reinforced by the line managers who have an important role to play in employee engagement.  
Rob Markey, Head of Global Customer Strategy and Marketing Practice for Bain & Company considers using the NPS as a good measurement for employee engagement as already identified in the first section of this assignment as this can be linked to individual performance and provide further motivation due to an increase in customer satisfaction.
Generally speaking engaged employees “have a physically and emotionally safe work environment, are given good training, and are being valued and compensated fairly” (Markey, 2015) but need to be fully supported in order to achieve their full potential along with a practice of continual reflection.
Staff surveys have been a method used to gauge the level of employee engagement within an organisation for a considerable time now but Armstrong (2018) reports that the value of this is now being challenged given the dynamic and ever changing work environment and suggests that qualitative data should be collected by asking, listening and acting on this on a regularly basis. 
This is certainly supported by Systems Thinking (Seddon, 2008) which views continual service improvement from a customer centric aspect with a holistic view of the organisation ie through the eyes of the customer. 
The NHS has adopted ‘compassionate leadership’ (West et al, 2020) recognising that staff need autonomy, belonging and contribution to ensure workplace welfare and motivation is maintained and stress kept to a minimum. This is consistent with Markey’s (2015) view.
3.2 Identify potential barriers to acceptance of employee engagement strategies and liaise with relevant people regarding how these may be overcome or minimised.
There is currently a requirement to undertake Employment Engagement Surveys by both the Welsh Government and the Home Office as this provides the data on which to rate various public sector bodies so there would be no possibility to cease these until such a time the governing bodies change their view.  The value of such surveys have been in question for a considerable time and has not contributed to improving employee engagement, often having a negative impact as the wrong measures are often put in place.
One obvious strategy to improve employee engagement would be to link performance with financial reward, however, given the restrictions placed upon the public purse this is unlikely to be a viable option.  Even within Thames Valley Police where performance-related pay was introduced in 2006, it often had an adverse effect as they were unable to suitably reward those who exceeded in their role.  The view was it’s not worth the extra effort’.
Providing staff and officers with the tools needed in order to succeed and managers with the skills to become ‘engaging’ managers appears to be most sensible option as this should already be in place but isn’t.  There is unlikely to be an resistance to those receiving the tools or skills and those who were interviewed within Ceredigion Division welcomed this idea. However, there is likely to be some resistance within the People and Organisational Development as it relies on relinquishing some control and trusting staff and officers to use the information appropriately.  Relating back to purpose is always the best policy and providing the time for the individuals to reflect on this is probably the best approach as it allows long-serving staff time to get used to the proposed change.   Selling the benefits is a useful tool to use to secure buy-in particularly as this should result in reduced demand and increased capacity to do the right thing which should be appealing as it will have a direct impact on the individuals’ workload. 

3.3 Propose strategies to raise levels of employee engagement, based on analysis of the organisation and external reviews of best practice, to key decision-makers.
The proposed strategy for raising levels of employee engagement presented to the Head of People and Organisational Development was the introduction of a new intranet site for HR which would be more intuitive, easily accessible and allow officers and staff to pull the information when needed which would reduce demand and increase capacity within the department.  This was presented in a Change Plan (EV14) with detail around the benefits that it will achieve. More importantly, this was a cost-neutral project which would be relatively easy to implement once approval was sought.  I also created a project plan (EV15) to provide the timescales that this project would take to deliver.  There was pressure on the department to improve the HR Intranet Site as complaints had been received so my proposals were agreed.
There was some varying views on how this should look, however, after a few meetings(EV21,EV22, EV23, EV24) and representations made at team meetings (EV16, EV17,EV18, EV19, EV20). I was able to provide a design that would fully meet purpose.  I also used the outcome of the survey conducted and semi-structured interviews (EV28, EV29) to demonstrate that the proposal would meet their needs.
The following survey results were presented:
	Employee Engagement – DPPi2 HR Intranet Site 
	% Who Responded ‘No’

		Have you generally been able to find the information you need on HR matters?




	78%

	What methods have you used to find this information?
	Searched the intranet ☐

	Made contact with my Divisional HR Officer ☐

	Asked a colleague ☐

	Made contact with my Federation Rep ☐

	Made contact with my Unison Rep ☐

	Other ☐




	
	4

	9

	15

	21

	28

	6




	Has the information that you have managed to access been helpful?

	68%

	Have you been able to find the information quickly?

	84%

	Would you prefer the guidance to be provided in one comprehensive document or several smaller documents?
	84%

	Would you know who to go to if you were unable to find the information on the intranet site?
	78%

	Do you know who your HR Officer is?

	71%

	Have you had any contact with your HR officer?

	75%

	Do you have all of the skills and knowledge to be able to perform your role well?

	53%

	Have you ever experienced discrimination, bullying or unfairness at work?

	87%

	Would you know what to do if you were to experience discrimination, bullying or unfairness at work?
	90%

	Would you have confidence that you would be supported at work if you put in a claim for discrimination, bullying or unfairness at work?
	100%



The NPS score supports the other findings within this assessment that the organisation is relatively good at employee engagement as the majority of those who took part in the semi-structured interviews were Promoters.  This helped to strengthen the case to invest in a new HR intranet site which would provide greater accessibility to necessary informaiton.  As can be seen in the evidence provided, progress has already been made in that regard.  
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Change Plan for HR DPPi2 Project
	Created by
	Angela Procter

	Date
	21st December 2021

	Version
	0001



	Vision and Objectives

	To provide a customer focused HR intranet site for Officers, Staff and Line Managers so that they have the right tools, information and guidance in effective HR practice.  This will be achieved by the following objectives:

· To increase the ability for officers and staff to find information easily
· To increase the knowledge of HR processes across the Force
· To improve compliance of policy and procedure amongst staff
· To store all documents in one place in order to reduce the risk of outdated documents being shared
· To provide greater confidence for line managers with the management of their teams
· To help improve the development and professionalism of officers and staff







	Activities to achieve objectives (attach Gantt chart)

	
Gantt Chart Attached


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

	
Not required – DPP has introduced a new intranet site and currently the People Services intranet site remains on the old system and needs to be brought in line with the rest of the organisation.



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

	Chief Officers
Divisional commanders
Officers/staff forcewide
Support Depts – HR, IT and Comms

	Scope of change (eg one site, one product group)

	Forcewide 



	Roles (project manager, sponsor, team members)

	SRO DPPi2 Project – Director of Finance
SRO DPPi2 (HR)– Head of People and Organisation Development
Project Manager – HR Officer (Ceredigion)
Business Change Manager – Attendance and Performance Specialist
SPOCs – HR Officers



	Communication strategy (attach communication plan, list of change champions)

	Four groups of stakeholders were identified within the Stakeholder map and outlines the HR officers, the 2 SROs, IT and Comms as the key players to the successful implementation of the project.  However, the officers and staff are the key players when consideration is given to full realisation of the benefits as they will be the ones accessing and using the information contained wthin the HR intranet pages.


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

	In addition to this project, a set of training courses is to be provided to Line Managers which will help to realise the benefits as a greater awareness of the HR processes will be taught.  It is therefore important that the project manager is involved in these training sessions to ensure what is being delivered is consistent with the information published on the internet as currently there are various discrepancies.  
The training to be delivered to the Line Managers is designed to promote greater use of the intranet thereby allowing staff and officers to develop themselves through self service.
 



	Timings and milestones (see Gantt chart)

	The original timeframe was set to span a period of 6 weeks, however, given the level of conflicting/incorrect information and the time available to work on the project, this has been extended with the understanding that priority is to get the information right.  A project plan has been completed to outline the timings and milestones and is attached to this Change Plan.



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

	This is a cost neutral project as no additional resource is available and has to be run in parallel with the project manager’s substantive role as HR Officer (Ceredigion) which is why the deadline of 6 weeks has been extended.



	Monitoring activities

	Contained within the Benefit Profiles – working documents which are updated as/when the information becomes available and amended where necessary



	Success Measures

	Contained within the Benefit Profiles – working documents which are updated as/when the information becomes available and amended where necessary. Figures are currently being calculated.
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[bookmark: _Toc97503343]EV16 Document Record Management
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[bookmark: _Toc97503344]EV17 Illustration of Proposed New Structure for HR Team Meeting

           Human Resources (HR)
	NavigationHuman Resources Organisational Structure
Documents and Forms
Guidance, Information and Resources
Meet the Senior Management Team
Staff Benefits and Allowances
Performance Management 
Sickness Management
Fairness at Work (previously known as Grievances)
Leave and Time Off
Flexible Working

Home
Meet the Senior Management Team
Guidance, Information and Resources
Documents and Forms
Leave and Time Off
Flexible Working
Fairness at Work
Sickness Management
Performance Management
Staff Benefits and Allowances
Workforce Planning
Recruitment, Selection and Promotion
Employee Relations
 














[bookmark: _Toc97503345]EV18 Email Team Profiles Instruction
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[bookmark: _Toc97503346]EV19 Email Profiles Challenge
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[bookmark: _Toc97503347]EV20 Meet the Team Profiles (Amended)

Meet the Team

Employee Relations
Angela Procter – HR Officer for Ceredigion Division
 [image: ]

As the HR Officer for Ceredigion I am here to answer any HR queries, provide advice on attendance and performance matters, and guidance on HMAB, Limited Duties and Flexible Working Applications.
In addition, I manage the establishment figures, abstraction data and postings for the Division. 
I am currently studying for my CIPD and am a Continuous Improvement SPOC for HR. 

[bookmark: _Toc97503348]EV21 Email Confirmation of Meeting with LW and SC
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[bookmark: _Toc97503351]EV23 Email - Apologies for Possible Delay in Attending Meeting
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A meeting was arranged 20th January 2022 to discuss further the detail around the introduction of a new HR Intranet site as although this had been agreed along with the relevant timescales, there appeared to be a difference of opinion on the contents. 
Having briefly discussed this in a team meeting it was important to go into greater detail, hence this meeting.  Initially, it was agreed that a profile be provided for all team members along with a current photo which would list a number of activities, however, this did not meet purpose as it would not signpost officers and staff  to the correct person if they were unable to find the information they needed on the intranet site.  Also, there was a plan to move everything over to the new intranet site from the old one.  I contested that this should not take place as it would be as user unfriendly as the current one which defeats the object of the exercise.
I had sent my example of what I felt the profile should look like to the HPOD having reflected on their comments of my original suggestion.  Having had a lengthy conversation around this, she agreed that this was a good profile.  She also agreed with my stance that only documentation that was fit for purpose was moved across to the new intranet site.

[bookmark: _Toc97503353]EV25 Survey Questions

The Twelve Questions are: 
1. Have you been able to find the information you need on HR matters?
2. What methods have you used to find this information?
3. Has the information that you have managed to access been helpful?
4. Have you been able to find the information quickly?
5. Would you prefer the guidance to be provided in one comprehensive document or several smaller documents?
6. Would you know who to go to if you were unable to find the information on the intranet site?
7. Do you know who your HR Officer is?
8. Have you had any contact with your HR officer?
9. Do you have all of the skills and knowledge to be able to perform your role well?
10. Have you ever experienced discrimination, bullying or unfairness at work?
11. Would you know what to do if you were to experience discrimination, bullying or unfairness at work?
12. Would you have confidence that you would be supported at work if you put in a claim for discrimination, bullying or unfairness at work?
Based on Gallup.com

[bookmark: _Toc97503354]EV26 Email Request to Complete Employee Engagement Survey

I would be grateful if you could all complete the attached Employee Engagement Survey, the responses of which are designed to help with my work on creating a new HR intranet site which, in turn, will help support you better within your role within DPP.
If you could complete this prior to 28th January 2022 then I would be extremely grateful.
[bookmark: _MailAutoSig]Kind regards/Cofion cynnes

Angela Procter MBA
HR Officer (Ceredigion)
Swyddog Adnoddau Dynol (Ceredigion)
Dysgu Cymraeg

[bookmark: _Toc97503355]EV27 Survey – DPPi2 HR Intranet Site Project

	
EMPLOYEE ENGAGEMENT SURVEY



	1. 
	Have you been able to find the information you need on HR matters?

	Choose an item.
	2. 
	What methods have you used to find this information?
Searched the intranet ☐
Made contact with my Divisional HR Officer ☐
Asked a colleague ☐
Made contact with my Federation Rep ☐
Made contact with my Unison Rep ☐
Other ☐
Select all that apply
	

	3. 
	Has the information that you have managed to access been helpful?
If not helpful please explain why below:

	Choose an item.
	4. 
	Have you been able to find the information quickly?

	Choose an item.
	5. 
	Would you prefer the guidance to be provided in one comprehensive document or several smaller documents?

	Choose an item.
	6. 
	Would you know who to go to if you were unable to find the information on the intranet site?
	Choose an item.
	7. 
	Do you know who your HR Officer is?
Please provide name of HR Officer below:

	Choose an item.
	8. 
	Have you had any contact with your HR officer?
	Choose an item.
	9. 
	Do you have all of the skills and knowledge to be able to perform your role well?
	Choose an item.
	10. 
	Have you ever experienced discrimination, bullying or unfairness at work?
	Choose an item.
	11. 
	Would you know what to do if you were to experience discrimination, bullying or unfairness at work?
	Choose an item.
	12. 
	Would you have confidence that you would be supported at work if you put in a claim for discrimination, bullying or unfairness at work?
If not, please explain why below:

	Choose an item.
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Intranet Meet the Team section

K
Williams Linda € Reply | ) ReplyAll | —> Forward
To © Procter Angela Tue 14/12/202119:55

(@) You forwarded this message on 20/12/2021 10:04,
Hi Angela
Ahead of your update at tomorrow’s team meeting, | want to just outline the senior management team’s view about the Meet the Team section to you privately.
This section has to be very user friendly and provide “at a glance” information about team members’ roles to enable the right team member to be contacted first time. This is exactly what we use other functions “meet the teams” sections for.
We are very happy that everyone has the opportunity to provide a photo they prefer as an alternative to their id photo.

However, the commentary needs to be that provided in the 5 bullet points already agreed with each team member and endorsed as a great customer service tool by COG. In addition as you will recall this took several months in the summer to
achieve so we are unnecessarily duplicating effort by revisiting this when time and resource could be better deployed populating the other aspects of our web pages as per the original project brief.

Consequently, we cannot endorse your suggestion of a profile giving a synopsis of experience, skills and qualifications and specialisms. This is more befitting for Linked-in and internal job applications for those team members who are seeking a role
outside of HR. The purpose of our intranet pages is to provide great customer service not market individual team members to other teams and indeed it could be construed as discriminating against younger or less experienced members of the team
who may not yet possess many qualifications particularly in HR or have yet gained much role relevant experience.

I hope you understand the above rationale and I and the senior management team remain very grateful to you for leading this important customer service project.

If you could update the team tomorrow that following reflection and feedback profiles are no longer required that would be very helpful.

Many thanks

Linda

Linda Williams h
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RE: DPPi2 lllustration

Procter Angela € Reply | % ReplyAll | —> Forward

fo 1O © Williams Linda Fri 19/11/2021 13:34

(@ Follow up. Start by 06 March 2022. Due by 06 March 2022

i Linda,

Would you be able to send me the link you've shared with Chief Officers, C/Supts and Supts please as | don’t seem to have a copy of this. The only thing | have is the People Services Structure which is out of date (March 2021) and doesn’t include the
role summaries.

1along with others are keen to use a flattering photo for my profile especially as | was recovering from a black eye when the photo was taken! In relation to that, would you be happy to have ‘fun’ photos of members of your team taken in their own

time (ie with a pet, Christmas antlers, woolly hat etc) as along it was a good head shot or did you want them to be semi-professional? | have asked Comms and they would be happy with that but said the decision is very much for the Head of
Department.

In terms of your title, | will ensure that you are referred to as Head of People and Organisation Development moving forward.

Kind regards/Cofion cynnes

Angela Procter MBA

HR Officer (Ceredigion)

Swyddog Adnoddau Dynol (Ceredigion)
Dysgu Cymraeg

Mg‘;;"-u‘ Adnoddau Dynol | Human Resources

Heddlu Dyfed Powys Police

Ffon Mevnol | Intemal: 35500

Rhif Allanol | Extemal : 01267 226443

Ffon Symudol | Mobile: 07814 897223

E-bost | E-mail: angela procter@dyfed-powys pnn police uk
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RE: Intranet Meet the Team section
Williams Linda € Reply | % ReplyAll | —> Forward
To @ Procter Angela Wed 12/01/2022 18:09
Cc Cadenne Steve
i Angela
Hope you did manage to get your assignments in on time.

1 will put some time in the diary for Steve and I to discuss the project with you next week — whilst it is desirable to update documents before uploading if this means other team members need to find time to assist this may not be possible due to other
more pressing priorities, new projects we have been tasked with today and current resource challenges across the whole People & OD team

Once we have met and agreed the scope of the project, we will have a better understanding of how much time it will take and | will update Robyn accordingly at that point.

Thanks
Linda

Linda Williams
Pennaeth Pobl a Datblygu Sefydliad/
Head of People & Organisation Development

Heddlu Dyfed Powys Police
Ffon Symudol/Mobile: 07815 912033
E-bost/Email: linda.williams@dyfed-powys.pnn.police.uk

Heddlu

DYFED-POWYS
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Internet project

K
Williams Linda € Reply | ) ReplyAll | —> Forward
To © Procter Angela; C Cadenne Steve Thu 20/01/2022 09:14

Both I may be delayed due to the need to meet urgently with the ACC and FD but Steve and I have met and are aligned so do meet as planned as | have no other diary slots til Feb
Thanks

Linda

Linda Williams

Pennaeth Pobl a Datblygu Sefydliad/

Head of People & Organisation Development

Heddlu Dyfed Powys Police

Ffon Symudol/Mobile: 07815 912033
E-bost/Email: linda.williams@dyfed-powys.pnn.police.uk

Heddlu

DYFED-POWYS
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