AC 1.1

In HR as People Practioners, as well as departments such as L&D, the CIPD Profession Map sets the standard for our profession – it guides us with better decision making and confidence to act on these decisions and to drive change in our organisations as well as helping us to progress further in our careers. It defines our purpose – to champion better work and working lives in our organisations.

Our work as People Professionals in the Police Force means that we interact with two groups of employees– officers, who have a unique employment status as officers of the crown rather than employees; and staff. A lot of the terms and conditions for officers are based on the Police (National) Regulations. There is a national framework of negotiated t&cs of employment for police staff which Forces supplement at a local level. We also have contact with our volunteer workers such as Special Constables and other volunteer roles. (CIPD HR-inform, 2023)
Working in the Force is varied and rewarding but does presents a number of challenges for HR. We play a significant role in the development of a positive culture in the Force, in improving employee engagement, productivity and retention. Through our recruitment processes built around the Code of Ethics we are able to ensure that we select candidates who value our principles, and who are committed to public service. I hope that we are viewed as a point of support in a world that is so tough at times.  I am just beginning to learn the Employee relations side of HR, but am very experienced in our recruitment processes.
With our processes designed in accordance with the Profession Map we can be prepared to adapt to different contexts and changes so that our day-to-day work is based on solid foundations. The map sets out the purpose, values, core knowledge, behaviours and specialist knowledge that make a positive impact on our workforce. (CIPD, 2022)
The role of HR working in the Force is to ensure we deliver a fair, responsive service that engages effectively with our people, our communities, and builds on our organisational values and culture. (NPCC, 2025)


AC 1.2 

The College of Policing’s (CofP) Code of Ethics sets out how we work together in policing and with the public to keep people safe. The principles are: “Courage – to demonstrate integrity and transparency in all our decisions, leading by example and challenging anything that could bring our profession into disrepute. Respect and empathy – listening to and understanding the needs of the public, trying to recognise and respond to the physical, mental and emotional challenges that both colleagues and members of the public face. Public service – the commitment to work in the public interest, communicate clearly and openly, and take pride in providing an excellent service to the public.” (CofP, 2024).

To apply an ethical value to my work and home, I would look to Deontology – focus on duty and obligation. Responsibility: Deontology is about fulfilling our duties and obligations. This could mean meeting work deadlines, keeping promises, or helping others when it's within my power to do so. Respecting rules - Deontologists believe in following rules, laws, and ethical guidelines, and this is reflected within both my organisation and self-beliefs. (BBC, n.d)

As both a team member and an individual I am supportive and mindful of diversity and fairness in my life - in all communication methods, to ensure clarity and understanding.  In recruitment I am mindful of bias when reviewing applications after a vacancy closes to careful examine the eligibility criteria and any right-to-work evidence – treating applicants equally, fairly, without bias. We are aware of diversity and always do our best to help with interpretation to ensure understanding to ensure that the process is clear and transparent to all.

I am aware of the issues in society and how our service as a Force is directly involved, how we have a duty to provide an appropriate and professional service to all people regardless of their race, colour, and culture. As a Force we actively encourage and embrace diversity, inclusivity and equality and the decisions that we make day to day need to be in alignment with our mission, values and the Code of Ethics.

AC 1.3 
HR Director of BAE systems, Alex Lewis, stated that "Employees aren't just looking for a job anymore they are looking at a company to have a relationship with, and a relationship isn't a mute thing, a relationship involves having a voice from both parties, that for me is really critical.. It is up to HR to champion voice in the organisation." (Newcombe, 2024)
Why is it important that People Practitioners speak up about issues and process improvements, and what happens if we don’t? To not challenge poor decisions made by senior leaders can result in a toxic workplace environment.  We need to champion the importance and value of people in our organisation and celebrate their uniqueness.  

As staff in the Force we all have a pay-reference or job-family that is referred to, and our Officers are referred to by their titles - PC, DC, DS, DI, but we should not lose sight of individuals within our organisation.

Effective communication can increase productivity while preventing misunderstandings. Senior leaders who can explain the benefits of policies and projects, for example, are more likely to cultivate employee buy-in - this point is important because employee support is critical to ensuring that employees use the HR services available to them. 

Andrews, A (2024) reflects that there is a business case for integrating people into discussions and decisions at Senior Leadership level and as People Practioners we need to be aware to have that business case at our fingertips – because all we do in HR should be contributing to the continued growth and success of bour organisations.

How do we make sure that HR influence the workplace?  Diagram 1 – illustrates the Drama triangle in the context of a workplace:
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Rescuer – People Practitioner, Victim – the employee, Persecutor – the line manager.


This illustrates why it is important to speak-up, speak-out when there is a problem and what happens when we don’t - but at the same time we need to break this drama triangle and to properly address different perspectives of the problem in a managed ethical manner. 
The Victim – how can they break this cycle – for example, keeping a log of positive daily outcomes / achievements, building confidence in themselves. 
The Perpetrator – managing communication more effectively – having one-to-ones with their employee to discussing and reach solutions – perhaps to involving HR, the Rescuer – whose role it is to not rescue, but to communicate in a clear and confident manner, to put in place sensible and practical suggestions to manage and motivate both the victim and the perpetrator.


AC 1.4

In the Force, we all work to the Code of Ethics. This consists of two parts, both of which are non-statutory: ethical policing principles and guidance for ethical and professional behaviour in policing. The College of Policing outlines the ethical principles as selflessness, integrity, objectivity, accountability, openness, honesty and leadership. When it was written, two further principles were added to that to make the nine policing principles – these being fairness and respect. (Code of Ethics, 2024)
As policing professionals and People Practioners, we have a positive obligation for challenging or reporting behaviour that is unprofessional and/or unethical.  Relatively minor failures may be simply and effectively dealt with through challenging our peers or team, normal day-to-day line management and learning through reflecting on what has happened.  
It is important to step back and reflect on what is considered to be an unethical action – for example, taking credit for other's work is not illegal, although it could be viewed as unethical in that it shows a lack of integrity. Vetting checks in the Force will examine undisclosed information or misinformation, and a conditional offer may be withdrawn if a panel considers there to be a lack of integrity and honesty from a candidate.
Many but not all organisations have a Whistleblowing policy, and the existence of a whistleblowing policy shows an employer’s commitment to listen to the concerns of workers. The policy allows workers to report on perceived unethical and more serious illegal matters and where there is a Trade Union to support, members will be able to raise concerns with their representative if they do not trust their manager.
“Whistleblowing is the term used when a worker passes on information concerning wrongdoing. In this (Gov.UK) guidance, we call that “making a disclosure” or “blowing the whistle”. The wrongdoing will typically (although not necessarily) be something they have witnessed at work. To be covered by whistleblowing law, a worker who makes a disclosure must reasonably believe two things. The first is that they are acting in the public interest. This means in particular that personal grievances and complaints are not usually covered by whistleblowing law.” (Department for Business, E.& I.S. 2015)
(Whitman et al., 2019) lists the main three categories of unethical and illegal behaviour to be – ignorance, accident and intent – intent being a kind of unethical behaviour which occurs due to the individual's mindset to do so. It is therefore essential to prove that the accused person has acted intentionally which will cause damage or harm. F
Fraudulent activity in the workplace falls under intent – as it is unlikely to be done repeatedly by accident. If I was witness to, or suspect this kind of activity, I believe I would have to consider carefully what I had seen and most likely confide to a colleague about my concerns. Although if the illegal action was a witnessed sexual assault on a colleague or person, I would not be able to stand by and assess, bystander intervention would be necessary – it would depend on the nature of the illegal activity I was witnessing – possibly because one could be perceived whereas the other is directly witnessed.


AC 2.1

Ethical people practices, which prioritise inclusiveness, fairness, and respect for all employees, are critical for the success of any organisation (Gibson, 2022).
It is important to feel included, valued and be fairly-treated at work -we all want to be part of a workplace that promotes inclusion, values, and fairness towards all employees. Taking steps to ensure that your organisation follows principles to promote these values can positively impact the business and the employees significantly. 
Understanding what motivates people is key to creating a thriving workplace. Maslow's Hierarchy of Needs can be used to diagnose motivational issues - if an employee is disengaged, we can consider whether their lower-level needs are being met - are they feeling secure in their job, do they feel like part of the team? Addressing these basic needs can allow them to focus on higher-level goals.
Table 3
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Maslow’s concept is that lower-level needs must be satisfied before higher-level needs can become motivators. As an example, if someone is struggling to put food on the table and support their family on the wages/conditions they received in their workplace, they're less likely to be focused on gaining recognition at work.
When these needs are met, employees experience better mental health and well-being, they feel a stronger connection to their teams and leaders and are more likely to be motivated, confident, and fulfilled in their work. (as cited in Parsons, 2025).
(Deci, Olafsen & Ryan, 2017) wrote in their Self-Determination Theory (SDT) that having workers be more self-motivated turns out to be better not just for employees but for organisational profitability and effectiveness as well. Although it is not yet the norm around the world, effective modern organisations are gradually being reshaped to foster more autonomously motivated workers. 
SDT is based on the idea that human beings are motivated by three basic psychological needs - Autonomy - the power to act freely. Competence - the assurance of success.  Relatedness - the need for affiliation. The need for connection with others highlights the importance of interpersonal relationships and the feeling of belonging in a team or group/community.
SDT enhances the concepts from Maslow’s theory and emphasises the importance of informed-choice and self-management, placing the individual at the centre of their decisions as leading their own personal growth.  It can be applied in many areas such as improving employee engagement in organisations, promoting healthy behaviours and increasing training outcomes. 
How can we foster lasting engagement, fulfilment, and job performance at work? Organisations can apply SDT by providing employees with decision-making autonomy, offering opportunities for skills-development and in creating a workplace culture that encourages collaboration and belonging.  If we consider that lost productivity, absenteeism, and employee-turnover costs organisations in lost revenue every year; applying the principles of SDT and work motivation is essential to combine high-performance and well-being within organisations. (Oliveira, 2025)
Work is possibly the biggest part of our lives, yet we all have differing experiences – some love their jobs and find them fulfilling and rewarding - work not only represents a source of income for survival; it is also a form of self-realisation and personal satisfaction. We search for careers that have meaning.  However, many find work to be something to be endured and dreaded - a drain and a burden and something which they dream of being released from.  
SDT principles appear  to be most applicable for organisations in our current climate – fostering positivity and motivation in employees, providing them with the tools to make a difference to themselves as well as their team.


AC 2.2:

As employees we need to understand our own roles and values. When a change is being considered it is vital to consult and engage these employees in the process to ensure engagement and understanding of the changes and how this may affect their roles day-to-day.
How do we do this?  In this example I will look at introducing a new supervisor role to our HR/Recruitment team.  The current structure sits at C-grades performing the support functions, and HR Recruitment Officers (HROs) E-grades performing the higher-level functions, with a Senior Manager sitting above.  The implementation would mean that the role of a D-grade supervisor is created to liaise between the support staff and HROs. To see how this would work within the current structure, it has initially been approved as a 12-month temporary role.
We already know who would be affected by the changes – directly it would be the team members.
Firstly, organise a face-to-face team meeting to discuss the new temporary role and what this means for the team.  Ensure we emphasise the positive outcomes - the role would be open for all eligible staff to apply for. Training would be provided to help any team-member further their prospects within the team or organisation, even if they were not interested in this role.
An open discussion would be encouraged for staff to air views and concerns on how the new role would impact the workload of the team. To explain that it would enhance the approvals process within both employee relations and recruitment, making processes more efficient, and emphasise the point that this will not impact the C or E-Grade roles. Explain that it is a temporary initiative to find out if the introduction of a supervisory role will make a positive change for all members of the team, as well as our wider colleagues and external candidates.
Explain timelines for the change and share the new role-profile and application process with the team and encourage one-to-one conversations with the Senior Manager and the involvement Unison representative if required.
Seek feedback from the team – what needs to be included in this role – how can they see this working alongside them – what obstacles can they see?
After the team-meeting, follow this up with an email to all team members and a group message on Teams to explain the internal application process, and ask staff to come forward for support if needed. Encourage open-dialogue within the team during the application process – and ensure all staff who wish to apply are being supported, in case they are not confident with writing an application.

[image: ](CIPD, 2023)
When applications have been reviewed, ensure that outcomes are clearly recorded and that staff who are not successful are given the opportunity to sit-down and be given clear constructive feedback on how they can move forwards and are offered opportunities with training or projects to enhance their skills in particular areas. Ensure that the outcome of the process is handled sensitively among the team, and communication is clearly handled.
Implementation of the new role would be carefully planned – who/how would this role support, what support they will provide?  Levels of responsibility to support the HR and recruitment processes should be clear to all staff as well as the new post-holder.
Feedback should be sought at regular intervals following implementation –via teams messages, meetings,use a pulse survey to the staff to seek feedback. Ensure that staff know their opinions are valued to ensure that the new role is performing as it should/could be. Implement useful suggestions and communicate these actions, praising staff for their input.
Quarterly reviews of how the new role is supporting the team and enhancing efficiency of the processes should be measured through timelines / quantitative data.



AC 2.3:

Inclusivity is adopting a habit or policy to include all people, and an inclusive workplace welcomes and supports people with all kinds of differences. It’s vital to ensure everyone feels part of a team and feels accepted to build strong relationships and offer opinions freely without worry of being criticised.
I love my role in our team and take pride in helping others, whether external candidates or internal colleagues. It is crucial to build a positive image of HR.
I received my diagnosis of autism 3 years ago, and this, as well as having a neurodiverse daughter, has given me a wide- perspective of the need for inclusivity, and recognising and dealing with bias in both my life and in our organisation. 
Bias is an easy trap to fall into – in recruitment when we are closing applications – names, country origins, history with right-to-work checks – we must keep an open mind and not make assumptions, I will often remind myself about the effects of bias. As an outsider moving to Wales and not speaking Welsh, I have found it difficult at times in my workplace feeling left out of conversations. I embrace the Welsh language and culture but wish that some of my colleagues would be more inclusive at times.  
I show gratitude for any assistance a colleague gives me, however small - these foster positive relationships between us, both individually and as a team.  It’s great to get positive reflections from my colleagues – however it is important to also weigh this up and have balanced feedback. What am I doing well?  What could I do better?
In the Force, our DAP questions in our Reflective Journals reflect the Appreciative Inquiry Model (AIM) - which is a strengths-based approach to creating change – so rather than identify a problem and to look how to solve it, AIM explores what is already working and how to build on that. 
AIM explores this using positive questions focused on four themes, known as the ‘4Ds’: Discover, Dream, Design and Destiny, and asking questions with these themes is used to generate positive change.   AIM can be applied to training new employees – in the Police Force we can use the example of FCC Operators, who all have 7 weeks initial training before they commence their roles. 
This approach is useful to use when trainees are dealing with challenges where some positively focused creative thinking could be helpful - where a challenge has been around for some time, or where a trainee is feeling anxious about a situation. It could also be used with groups of trainees to explore something together. It is an approach that can empower individuals, teams and organisations to make sustainable positive change.  We can ask these trainees to consider and answer the following questions 
Discover- Tell me about a time when you felt at your best? What was happening? How did you feel? 
Dream - Imagine things are working exactly as you’d like them to - what would you be saying? What would others be saying?
Design - What can you take from your previous experiences that might be useful here? 
Destiny - Now you’ve created some possible ways forward, which step(s) feel most useful to you? Where could taking that step take you? Who could you work with on this?
Moore, 2024) and (Lewis et al., 2016)
The below screenshot (Table 6) illustrates the application of AIM in our DAP reviews:
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AC 3.1:

Covid-19 was a catalyst for change in the majority of workplaces. Agile working policies were implemented giving a number of employees as well as a new generation of employees the opportunity to work from home, home-based and flexible working became the norm, and in 2025 many companies such as Amazon are attempting to force a change on employees to majority of office working. But the world of work has moved on now – technology has moved on– family-friendly policies, diversity and inclusion are part of our strategic plans.
CIPD People Profession 2030 looks at a collaborative view of future trends and explores how they shape the People Profession (CIPD, 2023).
How do we make ourselves fit for the new world with AI developments endangering our job roles? With the increasing capabilities of AI being introduced into our workplaces, it is a concern how it could affect people practioners. I recognise that workplaces need to be ready for the inevitable changes that AI applications will bring - however, to examine Core behaviours in the Profession Map, we see which areas AI would have a tough job to replicate or replace. 
 Valuing people – being human is about compassion, empathy, understanding, being able to relate to others, not just following rules and procedures – though admittedly these are aspects which AI can assist with, and potentially reduce the size of a team by automating procedures to complete tasks. 
We need to ensure that People Practice roles remains to be people-centred, strive to maintain the elements of human judgement and empathy, personal choice and understanding and but demonstrate this to be an essential irreplaceable value.  Training could be replaced in part or whole by AI technology – one element certainly which could be replaced, but again this depends on which training the programme is for - services such as mental health, counselling/therapy, surely cannot be replaced?  Sadly, though we are looking at the new generation who prefer to speak through technology than to a human being, so this as well is questionable.
In the report (p.21) Hackathon reported that senior leadership participants thought ‘Digital transformation initiatives need to be balanced. The people professional will need to drive the human connection element and consideration of people needs: ‘We still need to recognise the importance of people: is it how people want to work?’.
Ultimately it will come down to cost of people-versus-cost-of-new-technology, and how dependable that technology is, but I hope we never lose sight of the relevance of the human aspect of People Practitioners.
Table 7 shows my development plan and how important to me learning, understand and confidently being able to assist our employees is, to build my confidence to support them when they need assistance. It is crucial to review and examine our current processes to see if we can enhance them for more positive/timely outcomes.
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AC 3.2:

From the CIPD Profession Map I have selected 2 core-behaviours.  The following tables show the standards for the associate level for each behaviour:

Table 5A: [image: ]
Table 5B:
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In our team new staff have joined, and as the most experienced team-member I am asked to mentor and provide training on all aspects of our processes, from advertising of vacancies, supporting applicants, closing applications, shortlisting, interviews, to pre-employment checks and onboarding. It is a complicated process and differs across vacancies and candidates.
I always seek opinions from staff about how they find learning, adapting further training to suit their needs, addressing any concerns.
It is vital to be patient, inclusive and demonstrate an understanding of diversity. I believe that the compassion we show others will foster positive relationships with internal and external stakeholders and is vital to both nurture and uphold a positive reputation for the Force.
Table 1 shows feedback I have been given by a team member:
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In my role I have become very involved with recruitment for Forensic roles and have worked hard to build positive relationships with my colleagues in these departments:
Table 2 feedback from the Senior Manager of Forensics, CID:
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Table 3 feedback from the Senior Manager - Digital Forensics:
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Table 4 - a self-evaluation exercise – what I believe to be my strengths and weaknesses and noting those in both categories, and the reason why I believe them to be both a strength and a weakness.
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Conflict resolution is an area that I am not confident in, one to study and seek advice with – I find conflict difficult and emotive situations challenging – this is behaviour learnt through years of a difficult relationship and childhood trauma. It is an area I am working on, and since I have started to work in the People side of our team, I am confident that this will help me to improve my skills.
One aspect my colleagues will agree with me on is my occasional lacking confidence - which is both a strength and a weakness.  I will admit if a mistake is made, take ownership and strive to correct it, but this creates doubt in my mind.  Although my lack of self-confidence stems from wanting to always achieve perfection, and from a positive place, it holds me back from what I want to achieve and slows me down with learning. I am aware that I need to set goals, and for this I could utilise the Gibbs’ Reflective Cycle model. This will allow me to journal any progress, to create an action plan and identify areas to improve (Adeani et al., 2020).



AC 3.3:

Table 8 – this is my personal development plan for the next 12 months – these contain a mix of informal and formal development activities I would like to look at.  
The formal activity is the first on my plan (Employee relations processes) as I have been moved into the HR People side of our team (as well as maintaining my recruitment responsibilities for interns, Apprentices and DEO candidates). This development is vital for my learning, and I am very keen to learn quickly, but am aware I need to be trained and have experience in dealing with a variety of these queries and being able to advise our staff and officers confidently.
The second item is both formal and informal but is not something that will be included on my DAP review.  In order to feel confident about our recruitment application closing process, I would like to know more about eligibility criteria and qualifications.
The third item is informal as I feel there is the need for a review, and we as support staff feel that it would be beneficial to streamline our processes where possible and spot any quick-wins.
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AC 3.4:

Table 9 shows my development record and development activities I have undertaken.

The first – training and mentoring new members of the team has been brilliant in increasing my awareness of the need for inclusivity and recognising diversity, as well as adapting training plan - methods and speed to suit the person I am training or mentoring.

The second and third entries on the record - improve my knowledge of recruitment processes for our Police Constables bulk recruitment, as well as our internal promotion boards for Inspectors. Both helped me with my confidence levels in speaking to people that I don't usually communicate with face-to-face and speak to groups of candidates about the Force and our processes, and what to expect from the day, and the recruitment process as a whole.
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wellbeing
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Working inclusively

Inclusivity Get to know people as individuals so you can work together more
effectively

Valuing ‘Actively seek and listen to diverse views and opinions

diver:

Building Build purposeful working relationships with and collaborate with
relationships | wider colleagues

Collaborative | N/A

working

Sharing Readily share your knowledge and expertise with others to solve
knowledge problems

Conflict Support others to resolve conflict and build trust before issues
resolution escalate

Psychological | Encourage others to recognise when they need help, to admit

safety

mistakes, and share concerns and ideas
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From: Hughes Debbie <debbie.hughes1@dyfed-powys police.uk>
Sent: Friday, April 11, 2025 8:48 AM

To: Whitmarsh Emma <emma.whitmarsh1@dyfed-powys.police.uk>

‘Subject: Emma - Feedback for CIPD .

OFFICIAL / SWYDDOGOL

Hi
Hope the below is ok for you —any issues, then let me know:
Be able to work inclusively with others and build positive working relationships. Can you email me something please? Thanks

Emma has been an excellent support to me since | joined the recruitment team at Dyfed Powys Police. Emma has a positive energy that is infectious, and | really enjoy working closely with her. Afthough handling her own heavy workload, she took time to show me many aspects of the recruitment
processes and answer my many questions about the systems; Emma supports me when we need to look at workarounds and adjustments to standard processes as and when required. Emma works hard to ensure her candidates are kept informed of how their applications are progressing and it has
been great to see the work she has been undertaking in our early year career candidates (Interns and Apprentices); Emma is working with our managers to help build a strong community support network for them that should help them throughout their careers with us at DPP. Emma demonstrates
the true values at DPP of respect and empathy — caring about each candidate and also ensuring reasonable adjustments are made for any candidates that requires it. Emma speaks out if she sees any part of our processes that could be improved and is involved in our continuous improvement journey
at DPP. | believe Emma uses her skills of being emotionally aware, working collaboratively, being supportive and open-minded well in her current role, and she is a great asset to our team and also helps raise the positive energy in the team which is needed at times when workloads are extremely busy.
I'hope Emma continues to develop her career at DPP, as she naturally demonstrates the qualities needed to work inclusively with others and works hard each day to continue working on her positive working relationships with her colleagues and senior managers at DPP.

Kind regards

Debbie

Recruitment Team / Tim Recruiwtio
People Services / Gwasanaethau Pobl
E~bost/E*mail: Recruitment@dyfed-powys.
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From: Watkins Sharlene <sharlene watkins@dyfed-powys.police.uk>
Sent: Tuesday, March 25, 2025 3:53 PM

To: Whitmarsh Emma <emma.whitmarsh1@dyfed-powys.police.uk>
Subject: RE: CIPD Level 5 Course - Feedback please

OFFICIAL / SWYDDOGOL

HiEmma,
You have been an essential aid to myself and the Cs| department over the last couple of years due to high turnover of staff with people leaving o retiring.

You have assisted us with actioning vacancy requests by gathering all of the required information to advertise the post, shortlisting due to the high number of applicants, arranging for candidates to attend internal tests and subsequent interviews. When the interviews have been completed you have
carried out all of the required actions to process the successful applicant through vetting and HR policies and procedures. You have offered advice for me to make justified decisions when solving any issues that arise regarding HR matters for new and current staff, always being approachable and
helpful, responding efficiently and effectively. You are someone who, through your actions, has earned the utmost respect, as you can be relied upon to provide accurate and up to date information, building excellent working relationships working as a team to resolve any issues or process any
requirements,

You understand the demands on the department to recruit new members of the team quickly, due to the time it takes to train and mentor them to become fully operational, with the latest candidate from time of interview to start date being only three months, which is probably the most efficient
time frame possible due to the number of checks and processes that have to be completed, there is no opportunity to cut corners. This is very much appreciated by myself and the team to ease their demands and workload by having more operational staff to share scene examinations and ISO
procedures. Assisting each other, effective communication and understanding the requirements from the perspective of both your department and mine helps us find the most efficient ways of working to achieve the end goals.

Sincere appreciation for always listening and responding efficiently and effectively to my enquiries, | couldn't do what I need to without your knowledge, advice and assistance.

Thank you
sharlene

Uwch Reolwr Gweithrediadau Fforensig ~ Senior Manager Forensic Operafions.
Adran Archwilio Troseddfannau ~ Crime Scene Investigation Depariment
Gwasanaethau Fforensig ~ Forensic Services,

Pencadlys yr Heddlu ~ Police Headquarters,

Heddlu Dyfed-Powys Police

Liangynnwr ~ Liangunnor,

Caerlyrddin ~ Carmarthen.

SA31 2PF.

107976060927

e-bost/e-mail: sharlene watkins@dyfed-powys.police.uk

1 work from home the majority of time, thus please contact me via teams or my mobile phone.
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From: Evans Aled (DFU) <aled.evans1@dyfed-powys polce.uk>
Sent: Thursday, March 27, 2025 10:13 A

To: Whitmarsh Emma <emma whitmarsh1@dyfed-powys.police.ulc
Subject: RE: CIPD Level 5 Course - Feedback please.

(OFFICIAL / SWYDDOGOL

Good morning,
Of course, | would be more than happy to provide feedback.

Your support for ll aspects of human resource and recruitment to myself and the DFU
has beentop class. Your approach is highly inclusive, ensuring that communication is
maintained building a very strong working relationship. Your approachabilty and
professionalism have made a significant positive impact on our frequent recruitment
processes which has ultimately helped us find the right people for our department.

Thank you for your continued support, we are extremely grateful.

Regards,
Aled

Aled Evans
Senior Manager - Uwch Rheolwr
Digital Forensics Unit - Uned Florensig Digidol

Heddlu Dyfed-Powys Polics
Police Headquarters
Liangunnor Road, Carmarthen, SA31 2PF
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STRENGTH WEAKNESS CROSS-OVER NOTES

Empathetic

Good listener Listening I can listen to others well, but emotive listening can be an
issue with recall.

Supportive

Patient of others.

Patience with

Thold myself to a high standard and have little patience with

myself my own limitations
Self-Critical
Persistent Persistence There s a fine line to cross with persistence.
Flexible Flexible I can stray too far from my own workload when offering to
help others, learning to say no, not right now.
Rejection
Impulsive Impulsive Quick to step in and defend decisions and others in the firing
(Courage) (Courage) line, but need to process a situation more first before
stepping in.
Inclusive
Team Player Team Player Tam a good team player but can feel like | lose my voice
somewhat in a group — though | cannot accept silence and
have to step in and lead if this s lacking,
Independence | Independence Ienjoy a challenge and working alone but sometimes I must

bring myself back to pull teamwork into the mix as it can be
more effective to bring a project to a conclusion.
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Development plan

NAWE: Emma Whitmarsh MEMBERSHIP | 2405996
NUMBER:

COVERING THE | April 2025 TO. Aprii 2026

PERIOD FROM:

This record sheet is for your guidance only ~ you may present your development plan in any other format.

Planned outcome

at do | want to be doing? (This may be evolutionary or ‘more of the sam:

)

Where do | want to be by the end of this period?

What do Twarineed o leam? | VWhat il do o achieve 77 |  VWhal resources of supportwil || Whal willmy Success citenia be? | Target aates for review and
need? completion

Empiojee relations - Gne 0 one raining flom a feam | Enhanced knowiedge of Confidence i tis area and Reviev: — September 2075

matemity and patemnity, | member, DPP poicies and Employment Lav and the Equalty | greater understanding of howto | Completion - Apr 2025

variatin of contracts and | process manuals Act beneft my role and the People

flexibe working processes. The opportunityto vork alongside | and OD team - and more.

an experienced team member. Tiem | importanty, our employees. Being
in'my diaryTor raining and do review | able o confidently,discuss
and understand our current people | queries wih our taffand offcers

policis. and being abe to put them at ease

and have confdence vilhin our

tea
Tntermsiip and Apprentice | Research of qualficaions and | Gov UK vebsite,online guidance, | Confidenty being abe 1o assess | Revievi — Seplermber 2025
recnutment — further indepth | eigiity DPP Poicy, Colege of Polcing appications understanding their | Completion - Aprl 2026
knouiedge about ‘gquidance. Equalty DS team qualications and stages. Deeper
qualicatons and efigbilty understanding of VISA rles and
creria specfcall how his afiects our

recauiment poicy.
Tooking at he feam siructure | Discuss wilh my feam members | Infermal progress sheefs — Tooking ai how 1o enhance and | Review — Sepfomber 2025
and how vie can potentialy | —look atthe processes we all | recritment. Team members make current approval processes | Completion - Aprl 2026
enhance our processes n our | follow novi for simiary Look | discussion and feedback Force | more efficient and streamlines.
admiristrative function into he data we hold an our | deparimental siuclure and Being in the position to confidenty
together ightour support | progress sheets for timelines. | comparison wih staf gradings in | presentideas to my Senior

sructure above (HROS, SH) other adminisraive teams. Manager.
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Development recor

NAWE: Emma Whitmarsh MEMBERSHIP | 2405996
NUMBER:

COVERING THE | July 2024 TO. July 2025

PERIOD FROM:

This record sheet is for your guidance only ~ you may present your development record in any other format.

Koy dates What G you 67 Why? What id you leam from ts? Fiow havenl you Use This?
Ay furher action?
Undertake training and merforing | Out infemal processes and systems | 11earmt fhat | had real abify 1o be a | 1 use this constanty - we are all able
iy 2024 to Juy 2025 | actviies for new staff members in | are complicated and need thorough | mentor and create a great working | 1o remind each ofher of processes (1
the team. raining forthe whole recruftment | relaionship with new Staf, ensuring | we haven't used the for a whi)
process — ffom advertising understanding and buiding knoviedge | and train and guide each ofher.

vacancy on our recrutment systems | attheir own pace.
through to onboarcing a candidate at
the uncondifonal contract stage

September 2024 Provide recrulment assistance for | To creale a vider knowledge of he | Tiearmt hat | am empaiheic and emjoy | 1can apply s experience to uture
the Inspector Boards - meet and | offcer recruitment process, gain | communicating with staf and oficers | boards as well as
gree candidates, expiain confidence in my abilty o manage | atallevels - am confident enoughto | inferview/assessment processes.
presentaton brefs, iniroducing | ihis aspect on behalfof the feam. | manage the presentation aspect of the.
them o the inferview panes, out interview and haise wih the panel

them at ease, manage timings and
documentation, obtaining

feedoack.
otober 2024 Frovide recrufiment assistance for | To suppor and assisl e HROS bul | TTeami hal | am empaihelic and enoy | 1can apply s expenence To ufure
our Police Constable recrutment | greet candidate groups, proviing | communicating with our candidates. | PC inake weekends as wel as
weekend where e candidales | hese groups wih a ielcome and a | and panel members - the briefiigs | inerview/assessmen processes.
who have passed the assessment | biiefng of the process, geting their | vere inally nerve-vracking, but| | This vl lso help me with public
stages of the process are asked fo_ | 1D and qualffcation documents. became used o them and more spealdngin fron of the team if| am
Gome to Headguarters for a formal | Ensur they are taken o the pane! | confdent required fo o s0
interview and role-play exercises | fooms for nferview, met afterviaris
wilh he L&D team] and de-briefed before they move.

onto their ol play exercises:





image1.png
DRAMA TRIANGLE

Rescuer Persecutor
“Let me help you" “It's all your fault”
Drama
Triangle
Victim

“Poor me”
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hiel‘arch deepest desire for self-actualisation - to become the most
of nwis fundamentals taken care of, we're free to act as we choose,

Acassic psychological
framework from Abraham
Masiow:

Once we're secure in our social needs, our primal desires for
ing status and self esteem come into play. We want to feel not only
“part of the group' - but an admired and respected part,

BiteSize Learr

If we feel safe, then our social needs for love and belonging
come into play. We feel secure when we're part of a tribe we can
trust and unworried about rejection or alienation.

1f we feel OK in this exact moment, we then also
Safety want to feel safe: confident we can avoid pain,
hunger and other dangers for the immediate future.

At the very least, we don't want to be hungry,

Physiological thirsty, exhausted, freezing, overheating, sick,
orin pain.
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Involve all employees in
inclusion

Builda InClLISIOn Evaluate

senior policies
commitment and practices
to inclusion

Examine organisational culture,
climate and values
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Journal Title

What Happened? Describe the
circumstances / incident /context

What specifically did you do? What
behaviours from the list below do you
think you have evidenced?

In what way has your action
contributed to achievi
objective(s)?

What went well? How do you feel about
it?

Reflective Journal

Process Improvement

As part of the new starter process we email forms to successful candidates to
be completed and returned. One of these forms was in PDF format and had to
be wet-signed and returned, often causing a delay in forms being returned and
therefore a delay in the new starter being set up on the Trent system, which

impacted on the length of time it took to get systems set up by ICT department.

1 asked that we improve and update this process by providing aweb linkto &
the Gov.uk webpage for the candidate to complete the form online and ]

download to email to our team, saving time and making the process much
easier and less frustrating for the candidates and saving time at our end. -
I believe that | have evidenced that | am emotionally aware of the frustration

The suggestion was forwarded by my colleague to my line manager who raised
it with the Payroll manager, who agree on the process change. This has now
been formally approved and will be consolidated into out new starter process.

I'm really happy that it has been taken on board and feel like my idea has been
listened to as a positive improvement.





