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Candidate name:  Catherine Evans CIPD Membership/registration 

No.: 49835269 
 

Qualification title: CIPD Diploma in Applied Human Resources Unique Learner No. (ULN): 
1919841 
 

Unit 
code 

Unit title Assessm
ent 
criteria 
no. 

Evidence description Evidence 
reference 
number 

Assesso
r 
initials 

I/V initials 
if 
sampled 

5ARTP Contributing to Resourcing and 
Talent Planning 

1.1 Intranet bulletin regarding Skills Audit Survey EV1   

5ARTP Contributing to Resourcing and 
Talent Planning 

1.1 Screenshot from workforce planning report – 
predictive modelling 

EV2   

5ARTP Contributing to Resourcing and 
Talent Planning 

1.1 Screenshot from workforce planning report of 
our predicted future establishment 

EV3   

5ARTP Contributing to Resourcing and 
Talent Planning 

1.1 All User email sent to all staff detailing 
changes in the workforce plan structure  

EV4   

5ARTP Contributing to Resourcing and 
Talent Planning 

1.1 Email from Manager confirming requirement 
for an extra intake of police officers 

EV5   

5ARTP Contributing to Resourcing and 
Talent Planning 

1.1 Covid Pre Screening questionnaire EV6   

5ARTP Contributing to Resourcing and 
Talent Planning 

1.2 Screenshot of Peoples Board Data report EV7   

5ARTP Contributing to Resourcing and 
Talent Planning 

1.2 Screenshot of establishment data spreadsheet EV8   

5ARTP Contributing to Resourcing and 
Talent Planning 

1.2 New developed role profile EV9   

5ARTP Contributing to Resourcing and 
Talent Planning 

1.2 Screenshot of Development and Assessment 
Profile 

EV10   

5ARTP Contributing to Resourcing and 
Talent Planning 

1.3 Police and Crime Plan EV11   
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5ARTP Contributing to Resourcing and 
Talent Planning 

1.3 Twitter screenshot of attendance at Careers 
Fair 

EV12   

5ARTP Contributing to Resourcing and 
Talent Planning 

1.3 Twitter screenshot from our recruitment site EV13   

5ARTP Contributing to Resourcing and 
Talent Planning 

2.1 Leaver data EV14   

5ARTP Contributing to Resourcing and 
Talent Planning 

2.1 Apprentice application spreadsheet EV15   

5ARTP Contributing to Resourcing and 
Talent Planning 

3.1 Recruitment Timeline EV16   

5ARTP Contributing to Resourcing and 
Talent Planning 

3.1 July recruit spreadsheet of recruits EV17   

5ARTP Contributing to Resourcing and 
Talent Planning 

3.2 Biometric testing arrangements email EV18   

5ARTP Contributing to Resourcing and 
Talent Planning 

3.2 Fitness testing thanks EV19   

5ARTP Contributing to Resourcing and 
Talent Planning 

3.2 Email with arrangements to drug testing 
company 

EV20   

5ARTP Contributing to Resourcing and 
Talent Planning 

3.2 Amendment to diary appointment as colleague 
assisting testing 

EV21   

5ARTP Contributing to Resourcing and 
Talent Planning 

3.3 Recruitment and Selection Policy extract EV22   

5ARTP Contributing to Resourcing and 
Talent Planning 

3.3 Screenshot of Positive Action page EV23   

5ARTP Contributing to Resourcing and 
Talent Planning 

3.3 Screenshot from Twitter of workshop  EV24   

5ARTP Contributing to Resourcing and 
Talent Planning 

3.4 Email to departments regarding resources for 
new recruits 

EV25   

5ARTP Contributing to Resourcing and 
Talent Planning 

3.4 Recruitment update spreadsheet EV26   

5ARTP Contributing to Resourcing and 
Talent Planning 

3.4 Background history of applicants spreadsheet EV27   

5ARTP Contributing to Resourcing and 
Talent Planning 

3.5 Email from Manager confirming my 
involvement 

EV28   
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5ARTP Contributing to Resourcing and 
Talent Planning 

3.6 Two emails from new recruits EV29   

Candidate declaration: 

• I confirm that the work/evidence presented for assessment is my own unaided work.  

• I have read the assessment regulations and understand that if I am found to have ‘copied’ from published work without acknowledgement, or from other candidate’s 
work, this may be regarded as plagiarism which is an offence against the assessment regulations and leads to failure in the relevant unit and formal disciplinary action. 

• I agree to this work being subjected to scrutiny by textual analysis software if required. 

• I understand that my work may be used for future academic/quality assurance purposes in accordance with the provisions of the Data Protection Act 1998. 

• I understand that the work/evidence submitted for assessment may not be returned to me and that I have retained a copy for my records. 

• I understand that until such time as the assessment grade has been ratified through internal and external quality assurance processes it is not final. 

Signature:    C. A. Evans 

D
a
t
e
: 

08/09/2020 
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Be able to review and evaluate an organisation’s approach to talent planning. 
 
1.1 Assess how and to what extent the organisation undertakes workforce and talent planning 
 
As a Force we have a designated Workforce Planning department.  I work closely with the Workforce Planning 
Manager and assist with the preparation of many documents relating to our plan.  Our plan ensures that the 
Force has an understanding of future operational Policing capability requirements and also the skills and 
capabilities of our existing staff, in order to fulfil our strategic objectives.  Our plan is updated throughout the 
term to keep up with unexpected changes that may occur, using the below workforce plan model. 
 

 
 
 
 
 
 
 
 
 
 
 
 
 
 

According to the CIPD (2020), a greater focus on developing internal talent leading to retaining rather than 
recruiting talent needs to be incorporated and as a department we developed a Skills Survey to ensure that 
we are aware of the skills of our existing staff (EV1), and therefore allowing us to develop ‘pools of talent’ 
which will therefore allow us to source internal replacements. Taylor & Woodhams (2016) 
 
CIPD (2018) tells us that scenario planning can show how differing futures may affect sourcing of people 
requirements to needs and this is something we do frequently (EV2). Due to our type of organisation we have 
a relatively accurate forecast of how many people are due to retire or be promoted and this is documented in 
frequent workforce planning reports (EV3).  We also ensure that we update all staff on any changes in the 
workforce plan structure (EV4) 
 
As recruiters we have to be prepared for changes to the workforce plan which can be triggered by specific 
events (CIPD 2018). This was highlighted recently when I was given three weeks’ notice to achieve an extra 
intake of 22 police officers.  (EV5) As we are currently in the Covid pandemic this made the process difficult.  
This was achieved with extra restrictions in place due to the Covid pandemic (EV6) 
 
 
1.2 Analyse internal and external information relating to the organisation’s future people and skills needs and 

the availability of talent. 
 
Within the policing world new forms of crime emerge constantly due to demographic, social and technological 
changes and we as a Force need to ensure that we develop our workforce along with these changes. 
 
As a Force we hold ‘People’s Board’ meetings to analyse areas that affect our staff.  The report covers 
workforce planning, recruitment and selection, positive action and other relevant ‘people’ areas (EV7). 
 

Capability Requirement  

Skills, Numbers, Ranks etc. 

Strategic Policing Requirement

Priorities 

Future Demand  

Fluctuations

Establishment Changes 

Trent (skills) 

Limited Duties

Recruitment 
Transferee
Training 
Promotions 
Personal Development
Futures Innovation
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When our workforce plan was developed in 2017 there were areas identified that needed additional 
resources.  Emerging issues in these areas were likely to grow and an increase in staff numbers required was 
identified.  We developed an establishment data spreadsheet to monitor these areas. (EV8). 
After analysing this report it is evident that due to our increase in police officer recruitment we have high 
numbers of young officers who are still within their probation period and are therefore unable to train in the 
specialised areas that need resourcing.   
 
PWC (nd) describes forces segmenting police roles by ‘differentiating job descriptions in order to find suitable 
personnel based on specific tasks’.  I have recently been involved in developing new police officer role profiles 
following a similar system, allowing us to have generic as well as specialised constable roles. (EV9)  
 
According to CIPD (2019) employee performance has been shown to improve when there are goals set – we 
recently developed a new annual review platform called DAP (Development Assessment Profile) – this system 
has proved beneficial as we identified individuals that were interested in developing their skills and are also 
using these for our promotion processes.  The DAP’s are reviewed during the promotion board process so 
employees are more enthusiastic around achieving a good review as it will enable them to reach their goal 
(EV10). 
 
 
1.3 Assess the extent to which the current organisational planning activities are addressing potential needs 
 

Having the number and mix of people available for deployment, with the right skills to meet our policing 
priorities, has never been more important. We have invested considerable effort in analysing the capabilities 
of the workforce against current and future demand and I feel that we are currently addressing our potential 
needs. 

Dyfed Powys Police has systems and processes in place to enable identification of emerging trends. We are 
one of 11 Police Forces that piloted the Force Management Statement methodology, looking at demand and 
resource issues holistically.  

All organisational planning activities are developed to support and reflect the agreed strategic objectives for 
the Force as detailed in the Police and Crime Delivery Plan 2017-2021 (EV11).  The plan is constantly being 
updated and amended taking account of operational impact in respect to the threats and risks associated with 
crime, disorder and emerging issues within the Force, and the demands these place on the workforce.  

The Force is becoming more innovative responding to changes within policing, we are constantly developing 
new roles which are being offered to our existing staff.  We are attending Career events and running 
recruitment workshops to ensure we are in a strong position to attract, develop, reward and also retain the 
people and skills required to meet future demands and challenges in an economic way (EV12).  

We have adapted well in the recruiting department during the recent pandemic with adaptations to our 
processes. Our staff recruiting processes were suspended apart from critical roles such as Call Handlers.  We 
identified that this area would be receiving high demand and therefore fast-tracked the recruitment process 
to ensure resilience.  We have now restarted all recruiting with interviews being carried out over skype to 
ensure that our future resilience needs are met (EV13). 

As quoted by CIPD (2020) one of the most effective evaluations of talent management can be evidenced by 
organisational success, Dyfed Powys Police continues to meet the criteria set by the Home Office which is 
evidence of our talent management. 
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EV3 

Predicted Future Establishment - 31/03/2021 

Police Officers 

 

Police Staff 

 
 

EV4 
 

 
 

POLICE OFFICERS (FTE)

Rank

Actual       

Strength

Authorised 

Estab

Actual       

Strength

Authorised 

Estab

Actual       

Strength

Authorised 

Estab

Actual       

Strength

Authorised 

Estab

Actual       

Strength

Authorised 

Estab

Actual       

Strength

Authorised 

Estab

Actual       

Strength

Authorised 

Estab

Actual       

Strength

Authorised 

Estab

Actual       

Strength

Authorised 

Estab

Actual       

Strength

Authorised 

Estab

Actual       

Strength

Authorised 

Estab

Chief Officers 3.00 3.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 3.00 3.00 0.00 0.00 1.00 0.00 4.00 3.00

Chief Superintendents 3.00 2.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 1.00 1.00 4.00 3.00 1.00 0.00 0.00 0.00 5.00 3.00

Superintendents 2.00 2.00 1.00 1.00 1.00 1.00 1.00 1.00 1.00 1.00 1.00 1.00 3.00 3.00 10.00 10.00 0.00 0.00 1.00 0.00 11.00 10.00

Chief Inspectors 4.00 3.00 2.00 2.00 2.00 2.00 2.00 2.00 2.00 2.00 4.00 3.00 3.00 5.00 19.00 19.00 1.00 0.00 3.00 0.00 23.00 19.00

Inspectors 3.00 2.00 6.00 7.00 6.80 6.00 4.00 6.00 6.00 6.00 10.00 10.00 18.00 19.00 53.80 56.00 2.00 0.00 0.00 0.00 55.80 56.00

Sergeants 13.60 12.00 31.00 32.00 22.00 21.00 29.87 29.00 30.90 32.00 18.00 18.00 50.00 46.00 195.37 190.00 3.00 0.00 0.00 0.00 198.37 190.00

Constables 59.58 20.78 150.82 167.77 71.57 80.20 99.18 110.65 116.79 126.60 159.49 172.00 192.40 201.08 849.83 879.08 12.00 0.00 5.00 0.00 866.83 879.08

TOTAL 88.18 44.78 190.82 209.77 103.37 110.20 136.05 148.65 156.69 167.60 192.49 204.00 267.40 275.08 1135.00 1160.08 19.00 0.00 10.00 0.00 1164.00 1160.08

Headquarters Business 

Area

Carmarthenshire 

Territorial Policing Area

Ceredigion Territorial 

Policing Area

Pembrokeshire 

Territorial Policing Area
Total

Powys Territorial 

Policing Area
Operations Dept

Criminal Investigation 

Dept
Sub - Total Collaboration Area Secondment Area

POLICE STAFF (FTE)

Rank

Actual       

Strength

Authorised 

Estab

Actual       

Strength

Authorised 

Estab

Actual       

Strength

Authorised 

Estab

Actual       

Strength

Authorised 

Estab

Actual       

Strength

Authorised 

Estab

Actual       

Strength

Authorised 

Estab

Actual       

Strength

Authorised 

Estab

Actual       

Strength

Authorised 

Estab

Actual       

Strength

Authorised 

Estab

Actual       

Strength

Authorised 

Estab

Actual       

Strength

Authorised 

Estab

Police Staff 307.96 323.73 7.10 7.10 5.41 6.55 5.59 5.60 9.64 10.20 135.55 136.98 143.65 147.65 614.90 637.81 1.00 0.00 3.80 0.00 619.70 637.81

PCSOs 1.00 0.00 53.98 54.70 22.54 24.00 33.53 35.80 30.46 33.50 0.00 0.00 0.00 0.00 141.51 148.00 0.00 0.00 0.00 0.00 141.51 148.00

Police Staff - Custody Detention Officer0.00 0.00 9.80 10.00 6.00 6.00 9.00 9.00 12.00 12.00 0.00 0.00 0.00 0.00 36.80 37.00 0.00 0.00 0.00 0.00 36.80 37.00

OPCC - Police Staff 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00

0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00

0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00

0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00

TOTAL 308.96 323.73 70.88 71.80 33.95 36.55 48.12 50.40 52.10 55.70 135.55 136.98 143.65 147.65 793.21 822.81 1.00 0.00 3.80 0.00 798.01 822.81

Headquarters Business 

Area

Carmarthenshire 

Territorial Policing Area

Ceredigion Territorial 

Policing Area

Pembrokeshire 

Territorial Policing Area

Powys Territorial 

Policing Area
Operations Dept Secondment Area

Criminal Investigation 

Dept
Sub - Total Collaboration Area Total
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EV5 
From: To: Cc: Subject: [SWYDDOGOL OFFICIAL] PC RECRUITS Date: 02 June 2020 
10:37:59 Importance: High  

SWYDDOGOL OFFICIAL  

  Hi Cath 

The Chief Officers have advised this morning that we need to bring in 22 of the PC recruits by the end of July 
instead of September. I have managed to secure new medical dates with OHU. Obviously these timelines are now 
very tight.  

How many do we have vetting cleared without biometrics at present? We only now have another 3 weeks to 
issue unconditional offers.  

Kind regards  

Senior Manager 
Recruitment, Selection & 
Apprenticeships / Uwch 
Reolwr Recriwtio, Dethol 
a Phrentisiaethau  

 

EV6 

 
DYFED POWYS POLICE RECRUITMENT 

Coronavirus - COVID-19 - Pre-screening questionnaire: 
Introduction to the call: 
With the spread of Covid-19 (Coronavirus) continuing, and transmission sources remaining difficult to identify and predict, Dyfed 

Powys Police is taking precautions to protect our Staff and Officers, their families, our visitors and our business. As you are scheduled 

to commence your new role, we will need to go over a few questions with you before you commence post.   

SURNAME  FIRST NAME  

COLLAR NO. 
(where applicable) 

 

PIN. 

(where 

applicable) 

 DOB 

 

STATION/DEPT (if 

applicable) 
 

JOB TITLE (where 

applicable) 
 

DIVISION (where 
applicable) 

 
LINE MANAGER 
(where applicable) 

 

 

 YES NO 
*Have you been in close contact with a confirmed case of Coronavirus within the last 14 days?   

In the last 24 - 48 hours, have you, or a close contact who lives with you developed the onset of symptoms such as: 

 *a fever, where you  / your close contact feel hot to touch on the chest or back, and / or  

 *a new and persistent cough 

  

Have you, either due to the onset of symptoms, or for precautionary measures been advised to self-isolate within 

the last 14 days? 

  

Do you have any other health symptoms or concerns that you think may be related to the Coronavirus?   

If the new employee has answered NO to the above, the Recruitment Officer must advise the employee that should any information 

change between the date of call and the commencement of their role date, they have a responsibility to contact the Occupational Health 

department to seek further advice BEFORE attending. 

 

(Note: Make sure they have the relevant telephone and email contact details for Recruitment and OHU.) 
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If the attendee has answered YES to ANY of the above questions, please inform them that at this time that their appointment will need to 

be postponed until ALL symptoms have cleared. They will need to re contact recruitment to re confirm their start date. If the attendee is in 

self-isolation, check the end date of the self-isolation period; if it is before their role commencement date and they are asymptotic, and 

they have no concerns, their start date does not need to be postponed.  

Note: In line with Public Health guidance, Recruitment MUST inform anyone who has any of the above * symptoms that we are obliged 

to advise them to follow the Public Health guidance on self-isolation at home, seeking further medical advice via NHS online / NHS 111, 

if necessary. 

Further advice is available from Occupational Health team if required.  Please note that Occupational Health will pass on any relevant 

information to the named line manager / area of the business, and record this information on the Coronavirus spreadsheet set up on the OH 

W drive.  

NAME & 

SIGNATURE OF 

ASSESSOR 

 DATE  
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EV7 
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EV8 
 

 
 
EV9 
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EV10 
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EV11 
 

 
 
EV12 
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EV13 
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Be able to recommend ways to improve an organisation’s approach to talent planning. 
 
2.1 Make reasoned recommendations for how the organisation can maintain an appropriate 
number of people with the skills required by the organisation. 
 
Retention rates at Dyfed Powys Police are high (EV14) and this is down to the type of 
organisation.  It is not only public sector organisation which is attractive to many 
employees, but has an excellent reputation and has a friendly family type atmosphere.  We 
also have leaders that value their employees and make you feel like they appreciate 
everything we do.  We have core values that all employees adhere to and we recruit based 
on these values.  As detailed in Select One (2019) Clif Bar & Company is an example of an 
organisation with extremely high retention rates of 97%. They attribute this to focusing on 
its core value, they share their mission with their employees as Dyfed Powys Police also do, 
and because of this the employees feel a shared sense of ownership in their objectives. 
According to Honestly (2017) Clif Bar have earned numerous awards and recognitions 
including “Best Place to Work” becoming an excellent Employer of Choice.  At Dyfed Powys 
we always have a high number of applicants for external vacancies but since the pandemic 
we are experiencing four times the number of applicants – this could be due to people 
wanting to get into a reputable organisation within the public sector. 
 
There are areas that were identified in our 2017 Workforce Plan that are still struggling with 
resilience – the most urgent being Armed Response and Detective Constables.  The other 
area of concern was our gender gap and I have detailed below the recommendations that I 
would have in these areas. 
 
With regard to Armed Response Officers my recommendation to increase our number of 
officers would be to introduce a ‘Transferee’ scheme to attract already trained officers from 
other forces to relocate to our area.  Dorset Police Force detail ‘Transferee Stories’ on their 
website to attract applicants to transfer to their area.  Dyfed Powys Police recruitment 
website quotes ‘We are proud to be one of the safest areas to live and work in the UK, and 
arguably the most attractive too’ – this, along with an attractive relocation package could 
ensure that we achieve our required numbers. 
 
In order to address the shortfall of Detective Constables I would recommend that we 
consider adopting the ‘Direct Entry’ scheme. This type of scheme has already been 
incorporated for the ranks of Inspector at Dyfed Powys Police where an internal Manager 
joined the scheme and is now an Inspector. 
 
The Detective direct entry scheme takes two years, whereas our existing police recruits 
would need to complete their promotion period of 2/3 years, then gain considerable 
experience before being considered for promotion to a Detective role. If as a Force it was 
agreed to go down this route we would have qualified Detective Constables within two 
years. 
Also after 12 months on division the Detective Constables would then have the opportunity 
to move into other roles on specialist teams, including cyber crime, child protection etc.  
which would also help us in our other areas that require specialist officers. 
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Another area that needs developing within the Force would be our gender gap. Our Chief 
Officer group has primarily been made up of males but following the example led by other 
organisations we now have two female Chief Officers.  IBM didn’t follow the tradition of 
choosing their leader based on the qualities of their existing leader, which is common in 
succession planning as stated in Technology Advice (2018) - instead they nurtured an 
existing staff member who had climbed through the ranks and proved her worth. This is an 
excellent example of internal succession planning and we are incorporating this into Dyfed 
Powys with higher female officers moving their way through the ranks and we now have 
females in both the Deputy Chief Constable and Assistant Chief Constable roles. 
 
Our threat from terrorism is always ongoing and has an impact on demand for specialist 
resources ie Counter Terrorism Officers so we are always required to be in a state of 
preparedness.  Roles within these departments have traditionally been male dominated so 
we could look at holding positive action events to encourage more female applicants, as 
well as encouraging applicants from across all the other protected characteristic groups. 
The Guardian (2018) informed us that the Met launched its first ever female specific 
recruitment drive as they had the lowest proportions of female officers amongst the Welsh 
and English forces.  They coincided this recruitment campaign with their centenary of 
women being allowed to join the Met so this is a consideration that we could look at if our 
female recruitment ratio remains low. 
 
We currently offer work placements for 25 Year 11 & 12 school children annually.  The 
students attend Headquarters for 5 days where we provide them with taster sessions from 
various different departments including Roads Policing, Dog Section, CID, Scientific Support 
etc.  The students learn how to take fingerprints, complete interviews, check CCTV, call 
handling etc. and they leave the placement with a real interest in joining the police force.  I 
think this is something we should build and nurture as I have seen many of these students 
coming back to us after completing their education with an interest in joining as police 
officers or PCSO’s.  We could look at offering more places on the course to school and 
college students as we have over 200 applications every year for the small number of places 
from local comprehensive school alone.  This would allow us to build up good relationships 
with the local schools and colleges.  We have recently introduced our staff apprenticeship 
scheme and received over 140 applications – we hope to nurture these apprentices and that 
they will stay and grow within the organisation. (EV15) 
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Be able to contribute to people resourcing activities. 
 
 
3.1 Identify and explain the rationale for a specific resourcing activity within the organisation 
 
Police constable campaigns at Dyfed Powys Police open annually in January and we would 
usually achieve two intakes from each campaign.  Due to ‘Operation Uplift’ which was the 
governments campaign to increase police officers nationally by £20,000 our intakes 
increased from two per year to four. 
We opened the campaign in January 2020 with the intention of a March, June, September 
and March 2021 intake.  We achieved our March intake just as the pandemic hit but our 
June intake was cancelled with a plan to merge the June intake onto the September intake. 
In June the Chief Officers decided that due to budget we needed to bring in a July intake.  
This obviously placed pressure on me as a recruiting officer as I now had three weeks to 
complete all pre-employment checks and issue unconditional offers.  I had already 
developed a recruitment timeline to work towards and we were reaching our target dates – 
this had to be amended to reach the new target date (EV16).  I liaised with all departments 
ie. vetting, testing, occupational health and our outcome was met. 
According to CIPD (2020), length and complexity of recruitment processes can vary, 
and this has shown that we have to be ready for changes to the process.  However, many 
challenges were met during this time and we achieved our goal of recruiting the officers 
(EV17) 
 
 
3.2 Agree roles and responsibilities with other contributors to the activity 
 
I contacted the relevant departments to ask for assistance in the testing stages (EV18) 
Our Specialist Ops section agreed to undertake the fitness testing in the car park in groups 
of 3 to adhere to social distancing instead of usual procedure of using the gymnasium 
(EV19). 
I also arranged for room bookings for drug testing and biometrics which needed to be split 
due to restrictions (EV20) 
My colleagues offered assistance which I accepted as I was unavailable to complete all 
testing days (EV21). 
 
 
3.3  Identify organisational procedures and legislative requirements which underpin the 
activity 
The police service is unique in that we adhere to rules set by the Home Office and the 
College of Policing. 
We have many tools at our disposal including our own Occupational Health department to 
ensure the health and wellbeing of our staff, this gives us access to medical services if 
required including counselling, physiotherapy etc. 
We have a recruitment and selection policy in place which we adhere to at all times (EV22).  
The CIPD (2020) states that a key part of resourcing is attracting a wide range of candidates 
and Dyfed Powys Police is committed to recruiting more people from our diverse 
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communities in order to be fully representative of the communities we serve.  We have a 
positive action plan and a progression strategy in place (EV23). 
We also hold recruitment and positive action workshops prior to the interview stage of the 
recruitment process for police constables. These events allow any applicants that require 
positive action to work with us from the beginning of the process enabling us to assist them 
in any way possible (EV24). 
We adhere to the Equality Act 2010 at all stages of the recruitment process including the 
online application form, health questionnaires, interviews, assessment centres and testing 
stages.  Reasonable adjustments are offered throughout the recruitment process as advised 
on the ACAS Recruting Staff Guide 2019. 
The Act places a duty on us to eliminate discrimination, harassment and victimisation in the 
workplace. Gov.uk (nd)  Police Forces have historically held a ‘boys club’ culture which was 
also prevalent in recruitment and promotions – this is no longer an issue due to our 
processes which are fair and transparent. 
I am not sure what the future holds for the police force with regard to Brexit which seems to 
have been forgotten with the impact of Covid.  This could have some dramatic impacts 
especially around the working time and right to work directives.  The results of this currently 
remain to be seen but we are aware that changes may be imminent. 
 
 
3.4 Plan and prepare for agreed role, ensuring the availability of any materials or resources 
required 
Due the fact that the intake was brought forward it was necessary for me to contact 
relevant departments to inform them of the change of plan.  It was imperative that 
resources were in place to ensure that the recruits would have airwave radios, uniforms, 
equipment available prior to the intake (EV25). It was also essential that the divisions were 
aware and could plan for station locations, tutor constables (mentors). I also developed a 
spreadsheet to follow the progress of each applicant to ensure that we were advancing the 
relevant candidate as the test results came in (EV26).The division Superintendent wanted 
background information on each candidate prior to allocating stations so I prepared a 
spreadsheet with applicant history which I extracted from their initial application, this 
allowed the divisions to match applicants to the stations (EV27).  
 
3.5 Undertake agreed role in a timely and accurate manner, in line with organisational 
procedures and legislative requirements. 
Witness testimony from Karyn Howells, Senior Manager for Recruitment and Selection on 
my performance (EV28). 
 
3.6 Reflect on the effectiveness of the resourcing activity in meeting required objectives 
 
The recruitment of police constables can be a demanding role with deadlines to be met and 
accuracy and attention to detail essential.  The recent developments in the recruitment 
process have taught me to be resilient and open to change, due to the Covid pandemic I 
have had to make amendments to the processes.  However, I met the challenge and 
enabled the applicants to have the best possible recruitment experience.   I ensured that all 
applicants were kept informed throughout the process, and feel that this assists in building 
up a relationship of trust between the recruiter and the applicant.  Due to the Covid 
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situation I was required to contact each applicant a few days before their commencement 
date to go through a pre-screen questionnaire.  I also ensured that I asked each recruit if 
they had any concerns or questions prior to their start which alleviated any worries that 
they may have had.  Going forward I have recommended that this is a process we carry out 
prior to each intake as it is a final handover from recruitment to the training department.  
The Chief Officers were kept updated throughout the process and were satisfied that we 
achieved our intake.  According to CIPD (2020), First impressions matter and efforts should 
be made to ensure that the process is transparent, timely and fair, and this is something 
that I ensure that I adhere to as a Recruiting Officer at all times (EV29).  
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EV16 
 
 

Police Constable Recruitment Campaign 2020 

Recruitment Timeline 

Task 
Proposed 

Date 
Completed 

Recruitment Workshops 09.12.19 Yes 

Recruitment campaign opens 06.01.20 Yes 

Check and sift 20.01.20 Yes 

Assessment centre familiarisation event 15.02.20 Yes 

Applicants attend assessment centre 17-21.02.20 Yes 

Interviews 23-27.03.20 Yes amended to skype 

Vetting and referencing 30.03.20 Ongoing 

Fitness Testing 01-03.06.20 Socially distanced 

Drug Testing 01-03.06.20 Socially distanced 

Biometric Testing 01-03.06.20 
Yes - date changed to 15.06.20 due to Covid 
restrictions 

Medicals 03-16.07.20 
Yes - dates amended 23.06-16.07.20 due to July 
intake requirement 

Intake of recruits 28.09.20 Yes - also achieved July intake on 27.07.20 
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