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Dyfed Powys Police Approach to Succession Planning

Dyfed-Powys Police has a keen eye on succession planning and workforce planning, with a Senior Manager, Working Planning position in existence, supported by an HR Support Officer responsible for establishment management. These individuals are tasked with the monitoring and management of succession planning, which is a key task within a policing environment, given the requirement for specialist skilled police officers and police staff to be in positions to allow policing responsibilities to be met.
The process of workforce and succession planning takes place in Dyfed-Powys Police in several different areas. This is initially managed within each territorial area through groups known as Resource Management Groups or RMGs. These are also replicated in Headquarters for all Headquarter based departments. These groups are tasked in monitoring staffing levels and skill requirements across their particular geographical areas and do so supported by HR Support Officers for their particular areas. These groups then feed their requirements into a force wide group called the Force Resource Board, who assess this impact on a more strategic level. This Board will assess future gaps in skills and resources, linking in with recruitment strategies and intake levels, as well as feeding into the organisational ‘Costed Training Plan’, which will plan what courses are required over the coming year so that all staff and officers are trained as required in their relevant skill areas. In addition, this board assesses the potential future demand and skill requirements, based on information collated by internal assessments and external factors (Taylor, 2020).
Over the last 12-24 months, the nature of policing has altered and with the technological improvements, this has resulted in a far greater risk of cyber and digital enabled crime occurring. This change has prompted a shift in the way the police must respond and the skills that are required to do so. This has altered the way that succession and workforce planning takes place and the type of skills which are assessed. It also has led the organisation to look to private industry to recruit individuals with a more digital background, something which would not have previously been required. This is an approach recognised as being best practice to identify what an organisation needs for the future (CIPD, 2020). This has also impacted in the training requirements for the organisation, with a far greater need for more desktop digital investigation skills, which has resulted in a shift in the training provision. In addition, the organisation also assesses a range of external information which is used to forecast demand levels and particular skill requirements, such as information from Her Majesties Inspectorate of Constabulary (HMIC), Police Federation and Government, all of which impact the way that services are delivered. These requirements alter the type of roles that Dyfed-Powys Police requires, with a need to recruit individuals with new skill sets. This is something which is likely to continue to change over the coming 12-24 month, as the organisation recovers from the COVID pandemic and with the results from HMIC inspections and horizon scanning work.
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Leaver Analysis
Having reviewed the number of individuals who have left Dyfed-Powys Police between January 2020 and May 2021 (171 individuals), I note that these relate to a number of different reasons, however the majority of these fall into one of two categories; Resigned and Retired. In addition to these categories there were some smaller groups of individuals who left the organisation for other reasons such as career break (n=4), transferring to another police force (n=10) and dismissal (n=4). 
The largest proportion of the total leavers were retirees with the majority of these being police officer retirees who have reached either retirement age or 30 years pensionable service (either with Dyfed-Powys Police or another Force), allowing them to release a full pension. Of the 20 police staff who retired during this period, 10 of these had 15 years or more service with Dyfed-Powys Police, with 6 of those having more than 20 years’ service. 
Whilst the resignation data shows that individuals resign for many different reasons and at different times in their career, there were a large proportion of individuals who retired from positions within the Force Communication Centre (FCC), with 4 of these being young in service, with less than a year spent in their role. This is something which requires additional investigation to understand the reasons behind these leavers and to identify any correlation between them. 
Dyfed-Powys Police currently offers a range of retention strategies in place, with competitive salary and annual leave entitlements to police staff, increasing with their length of service. Whilst, not available in all departments, the Force Communication also offers a robust career pathway scheme which offers the opportunity to develop into other roles within the department. Additionally, the rota pattern tends to allow for multiple rest days together to ensure that this is family friendly and supports a work-life balance. It would be of benefit for the FCC to return to a position of offering ‘taster sessions’ for staff looking to join the department, as this showed the reality of what the role entails, however had to cease due to COVID-19 and social distancing requirements. I feel that this would reduce the level of leavers from the department.
As is in place in the FCC, Dyfed-Powys Police as a whole would benefit from a much more robust career pathway for police staff, as this is currently only seen in small pockets of the organisation. This is shown to have a positive impact on retention and should be developed across the entire organisation to aid retention across police staff roles (Chamberlain, 2017). 

Development Needs
Within my current role as Business Support Officer HR, the majority of my role involves recruitment and selection process, so I have a good understanding of these areas. In addition to this, I work closely with both Senior Managers for People Services; for Workforce Planning and Recruitment and Selection, so I have an overall understanding of the approach to Workforce and Succession Planning for Dyfed-Powys Police and what work is undertaken to ensure that demand in anticipated and reacted to. 
Whilst I am heavily involved in some areas of this field, I would personally benefit from having a greater involvement in these tasks from start to finish, as I currently do not become involved in all aspects due to my role in the organisation. Currently, HR Support Officer play an integral part of the Resource Management process within their respective territorial areas, and whilst I understand these processes, I am not wholly involved. 
Having assessed my ability against the CIPD Profession Map (2018), I would be comfortable that my abilities lie within the Foundation to Associate level, with my understanding of these areas being relatively competent. There are some areas where I would benefit from improving in, focusing on the links with academic providers such as the local colleges and universities to attract work place students as well as working more closely with the Workforce Planning Team to better understand the impact that workforce planning and succession planning has on our external police officer recruitment processes, something that I am not currently wholly involved in. My increasing my exposure to these areas will assist my development in these areas which is something my line manager and other People Services Managers are supportive of.


Bibliography

CIPD (2018). ‘New Profession Map’. Accessed at: Resourcing | CIPD Profession Map. Accessed on: 27/05/2021
CIPD (2020). ‘Workforce Planning’. Accessed at: Workforce Planning | Factsheets | CIPD Accessed on: 27/05/2021
Chamberlain A (2017). ‘Why Do Employees Stay? A Clear Career Path and Good Pay for Starters’. Harvard Business Review. Accessed at: Why Do Employees Stay? A Clear Career Path and Good Pay, for Starters (hbr.org). Accessed on 27/05/2021.
Taylor A (2020). ‘What is Workforce Planning? Strategy, Benefits and Tools’. Accessed at: What Is Workforce Planning? Strategy, Benefits & Tools (peoplemanagingpeople.com). Accessed on 28/05/2021.




