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Learners Guide to HR: Exploring People Management 
Introduction 
Throughout my Level 7 CIPD journey, I have faced a range of situations within the course and the workplace that have allowed me to expand on my professional development in HR (Watson and Reissner, 2014, p.6). These situations will be reflected on in the following scenarios using Gibbs Reflective Cycle (Gibbs, 1988). Gibbs Reflective Cycle (Gibbs, 1988) is a model which will allow me to reflect on my experiences, the good and the bad, in order to demonstrate learning or where further development may be needed. My learning has been supported by G D Harries & Sons Ltd (GDH), who are a leading aggregate, asphalt and concrete supplier and transportation company within the West Wales which currently employs around 220 employees (G D Harries & Sons Ltd, no date). 
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An Uphill Struggle: Implementing Structure 
The lack of structure in the process of absence monitoring/notification left us in a position where we were unable to track absences across the organisation as the communication was not dripping down from line management when they have an important role to play in HR practices (CIPD, 2022). The issues that this would create could be that we had employees off for long period of absence with no communication or support from their line manager or that when management wanted to pursue disciplinary action the records would not reflect the issue. When faced with this dilemma one idea at the forefront of my mind was to implement a long-term and short-term sickness absence and attendance management policy (See Figure 1) that could be filtered down to all levels of management for them to take an element of responsibility for absence within their teams and to push for employee wellbeing to improve Company culture (The Healthy Worker Ltd, 2014). HR have pushed for greater wellbeing support by implementing EAP (see Figure 2) and training management to be mental health first aiders in our vision of valuing people (CIPD, no date), which we believe this policy would complement. The end goal for us would be to have a greater understanding of who is absent, for how long and why to help us to provide support for the employees and manage the associated costs (Whitaker, 2001). I believe the process of implementing this policy has demonstrated my ability to lead and influence others more effectively and to manage interpersonal relationships at work more effectively.  
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Figure 1 Section of Absence and Attendance Management Policy (GDH, 2022) 
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Figure 2 Employee Assistance Programme (GDH, 2021) 
Managers felt that this was an added task that would put strain on their current workload, but this was up to us to explain that this will manage the impact on the business and support their employees which creates better interpersonal work relationships. HR can also stress that investing in this initiative can improve their own personal development (Trullen et al, 2016). After the implementation I feel confident that management will be open to adopting any additional policies/procedures as they have experienced the benefits such as clearer communication and employees feeding back that they feel they have greater support from management and HR (see Figure 3) which is helping us to positively change the Company culture (Purcell, 2019). 
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Figure 3 Email Relating to Feedback from Wellbeing Call (GDH, 2022) 
Looking back on the experience the positives did outweigh the negatives but we can’t ignore the fact that HR still needs to hold close communication with management to lead and influence them by providing direction and facilitating change. I did face the odd set back, one manager failed to notify us that an employee had suffered from a stroke and who then returned to work the next day which could have left the employee and the business in a vulnerable position. This required us to utilise our professional courage and influence (CIPD, no date) to drill the business case and the benefits to employee wellbeing and safety into management for them to understand the potential costs to the business (see Figure 4) to help us instil this mindset change into management (Cohen, 2016) to help them make sound decisions. 
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Figure 4 Email Explaining Duty of Care to an Employee (GDH, 2022) 
When reflecting on what did go well, such as an increased level of absence notification and improved communication for employee wellbeing which helped us build stronger interpersonal relationships, this would come down to management investing into the process as they developed people skills such as building good working relationships and emotional intelligence (Moss, 2018). Thinking about what didn’t go to plan, I think it’s important for us to reflect as a HR department on what we can do to further support managers who may not take to people management as naturally, and to work more inclusively (CIPD, no date) across these departments to break down any communication barriers that may impact future initiatives and to ensure that values are aligned throughout the business (Watson and Reissner, 2014, p.134) as this may improve my ability to lead and influence effectively. 
This situation has shown me that you need to collaborate across the workforce to ensure managers understand the business need for the implementation of a new policy/process to ensure they are buying in to it as without this the procedure will never be fully effective across the organisation (Sirkin et al, 2005). I think in terms of benefits for the employees in support and wellbeing, if at the time HR were more active in liaising with management about the policy contents then it would have meant employees received the appropriate care/support at the first point of absence if needed which can be something for me to reflect on to enable me to be more influential to management from the outset. 
In future, if trying to enforce a change in procedure I would take the time to liaise with management to ensure understanding and if they show any signs of dis-engagement with the procedure to explain the process to show how this will benefit both themselves and the business by using my professional courage and influence (CIPD, no date). Reflecting on this experience I can see room for personal development in terms of working inclusively across the organisation and to break down communication barriers identified to ensure implementation of policies in ensure I am leading and influencing others effectively. I also need to engage directly with employees through employee surveys to assess whether the changes have had a positive impact to enable me to better manage interpersonal relationships within the workplace (Przystanski, 2020). 
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The Beginners Guide to Linking Reward to Performance Management 
GDH recognised the need to implement a controlled way to manage performance across the company, with some departments receiving no feedback on their performance which can leave a grey area of how to improve moving forward to meet our strategic objectives (Carpi et al, 2017). I had created an initiative to link remuneration with performance management to allow managers to better manage their interpersonal relationships with their team and for HR to be able to feedback to managers on the appropriate steps to take (See Figure 1 below). This was to encourage communication between management and lower-level workers, for us in HR to use our specialist knowledge surrounding reward (CIPD, no date) to praise those who are championing our values and to provide constructive feedback/goals for those who may not be performing/conducting themselves to the standard the company would expect as we hope this would drive higher performance (CIPD, 2022). I believe that this initiative has allowed me to improve and reflect on my ability to manage myself more effectively at work and to make sound and justifiable decisions and solve problems more effectively. 
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Figure 1 Weekly Pay Reviews Feb 2022 (GDH, 2022) 
The initial feeling towards the initiative from a management point of view for some was reluctance as they realised that rating the individual would mean that they may be faced with difficult conversations if a negative rating were to impact an individual's pay, however, this was an opportunity for HR to push for management to better their employee relations (CIPD, no date). From HR’s point of view there were some concerns that there could be some form of bias from management where they may have formed close relationships with some of their team which could impact company culture (Fleischman, 2015). However, these worries faded over time as by the end of the data collection I felt that the managers had engaged with this initiative and that they were prepared to address any issues as we received all of the spreadsheets back without too much prompting. 
I did experience a last-minute barrier in the implementation of this initiative, with the increase in economic pressure such as the increase in national insurance (Reuben and Edgington, 2022) and the rise of the national minimum wage (Lewis, 2021) our situational decision-making (CIPD, no date) had to come into practice as we had to prioritise the roles which we needed to retain such as the HGV drivers due to increased competition (BBC News, 2021) when initiating pay rises. This caused frustration due to the time taken to create the resources to measure employee performance and although performance will still be monitored by line managers through an employee performance review process (see Figure 2), I felt this initiative would motivate individuals to reflect our values to enable us to work towards our strategic objectives (Brown and Armstrong, 2019, p.34).
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Figure 2 Employee Performance Review (GDH, 2022) 
Although for this year’s remuneration review this was not be seen as a priority, with the positive engagement from line management this is an initiative that HR will implement as a part of our HR strategy to better manage reward and performance management as we need greater structure for performance reviews. This has just shown us the impact that we see from external influences and how priorities can shift as the company tries to manage situations that are directly out of their control (Indeed, 2021), an effective external analysis will lead us to make sound and justifiable decisions. 
I need to be more aware of the impact that external factors can play in the strategic decisions in order to predict future business direction (CIPD, no date) to manage myself more effectively make decisions towards HR strategies which can be justified. I feel that we identified an effective process for performance management and has allowed myself and management to manage the process more effectively by ensuring everyone is following the same process to ensure we are working towards our strategic objectives as a collective (Cappelli and Tavis, 2016). I feel that the idea in itself allowed me to better manage myself to ensure that as a HR professional I am aligning our people strategy and values to work alongside our organisational strategy as with an increase in performance or productivity we can show our value within the company (Simms, 2018). 
I need to ensure that in future the external environment is being consistently monitored for changes before launching HR initiatives to ensure they fit in with business need and strategy as change becomes more frequent (Brauns, 2015). This would require consistent efforts to improve my business acumen in order to identify future business implications (CIPD, no date) and once improved this will allow me to develop my skills further in relation to making sound and justifiable decision and to solve problems more effectively.  
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Turning Team Leaders into Team HR 
Throughout my experience of dealing with line management here at GDH I recognised that some line managers would adopt people practices more easily than others. This presented us with a need for development for the managers who needed to understand the processes they would need to take in situations such as dealing with a grievance or disciplinary matter. Following this I conducted some research and decided to utilise Acas training course due to them being a free resource that would provide out line managers with concise information (Acas, no date). To support line managers further, most particularly for those who are less IT proficient, I created a video (see Figure 1 below) that provides them with support on how to navigate the Acas training website and access the training modules which I feel has demonstrated my ability in IT proficiency and competence in my postgraduate study skills. Following the implementation of this resource I had requested feedback in order to promote our development opportunities (see figure 2 below).
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Figure 1 Accessing ACAS Learning Online (GDH, 2021) 
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Figure 2 Email Requesting Feedback from L&D Initiative (GDH, 2021) 
I felt as though the creation of this resource would eventually help to take away the pressure from the HR department to manage all people related functions by being able to delegate some HR practices to line managers as their confidence grows through training and they feel that they can support their teams more independently (CIPD, 2022). I believe that managers who did invest their time into the training felt supported by us and believed that GDH were interested in helping with their personal development (see Figure 3) which created a more collaborative relationship between HR and line management on defining responsibilities (Brassey et al, 2019). This increase in communication through using this resource I believe demonstrates my ability in IT proficiency and to improve performance through increasing collaboration through technology (CIPD, no date). 
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Figure 3 Feedback from Site Manager (GDH, 2021) 
Since the implementation of this resource which was made available for managers at all levels, I have seen an uptake from line managers in taking accountability for some HR processes for them to better lead their teams (Carucci, 2022), however, they do still receive advice and support from HR as and when they require it. This suggests that the resources created and used throughout my postgraduate studies have benefited myself and the organisation when implemented within the workplace and I feel that this has enhanced my passion for learning (CIPD, no date) as engaging with management has allowed me to create a change in responsibility throughout the organisation and build management capabilities in relation to people practice.  
Ultimately, I feel that imbedding learning and development into our company values has created a positive culture for management and employees who are looking to develop their existing skills which has created a healthier working environment (Agarwal, 2018). Management adopting this training has provided us with greater opportunity to achieve our HR strategy as management become invested in our processes as they begin to understand the importance of effective communication to increase employee productivity (Neves and Eisenberger, 2012, p.452). 
From this experience it has highlighted the benefits of providing the workforce with learning and development opportunities and embedding this into our values as a way to motivate, increase performance as well as making it easier for us to achieve our HR/organisational strategy as leaders begin to think more strategically (Komm et al, 2021; Moon and Ruona, 2015, p.668). These resources were directly targeted towards management due to them being delegated certain HR duties regularly but we need to offer learning opportunities across the organisation to help employees feel motivated as I recognise the importance of learning and development to increase job satisfaction (Watson and Reissner, 2014, p.29) and the need for effective strategic planning to meet organisational goals as a result of my postgraduate studies. Utilising resources such as this Acas walkthrough video resources help to provide our employees with the skills required for our future workforce to ensure we are capable of achieving our aims and objectives (Brassey et al, 2019). 
In future I need to ensure that GDH are providing these learning and development opportunities across the board not just for management or supervisory roles to motivate our employees as well as ensuring our workforce have the necessary skills to meet our strategic objectives as it can provide us with a competitive advantage (Kadhim et al, 2018, p.903). I feel that a learning and development strategy should be prioritised to identify key skill gaps throughout the entire organisation to prioritise where we need to provide learning opportunities as this could help us with areas such as succession planning if done effectively and ensure that I regularly review the strategy (SHRM, no date). I feel that this experience has highlighted the importance of utilising IT resources as a way of informing and developing employees as well as the importance of strategy and providing opportunities which has been highlighted throughout my postgraduate studies.  
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Taking Accountability for Cost
In recent months I recognised that there needed to more robust control over costs per department such as the approval process for ordering equipment for individuals and hours worked per department. The reason why I decided to link this to line management was to create a cost centre through a payroll matrix to allow us to create a report to assess where costs may be higher than usual that may need addressing or explaining. The main purpose for the organisation to be able to have a greater understanding of this would be to ensure there are no unnecessary spends as payroll is a large re-occurring cost to the organisation (Iris, 2017) and GDH look to expand the organisation and maximise profit. The cost centres have been created (see Figure 1 below) and it has been made clear to management of which departments they are responsible for and this is overseen by HR to ensure aspects such as overtime are being approved beforehand. The implementation and upkeep of this cost centre analysis I feel demonstrates my ability to interpret financial information and manage financial information and essential people management skill set. 
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Figure 1: Cost Centres for GDH Employees (GDH, 2022) 
From a HR point of view, I felt this was positive as we could report on costs saved through initiating the cost centre analysis which would allow us to show our value and that our strategy is aligning with organisational strategy (Myler, 2013). Ultimately, there were some situations which had arisen from this initiative which left some people frustrated as previous agreements made by previous management such as unnecessary expenses being claimed being revoked which helped to limit spends. 
For management I think they felt that this provided them with a better structure for managing their workforce as they had a greater idea of departmental spends such as how much overtime they were approving to be able to be accountable for their spend, this could also allow HR to manage management performance and can allow them to make better decisions for the company (Gohil, 2020). I developed my people management skill set as the issues were dealt with professionally from both HR and management which helped maintain good working relationships with those who had to go through changes such as an employee had been told that they were allowed to clock their hours to travel to their workplace which we had to revoke due to this not being the case across the business and this had been unofficially agreed with a previous manager (see Figure 2).  The situation was resolved through explaining our position and being transparent about our need to manage our financial resources which allowed us to maintain a positive employee relationship (Rawlins, 2008, p.16). 
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Figure 2 Email Containing Meeting Summary to Address Timesheet Issue (GDH, 2022) 
This experience has highlighted the need for both HR and line management to have a closer grasp on costs relating to human capital as these errors would have cost the business a significant amount over time. I feel that putting the onus on line managers to be accountable for their costs in relation to their employees has allowed them to have greater collaboration with those they manage as they have gained more of an understanding of employee performance and they have greater communication with their teams through managing their costings can provide us with greater opportunity to reward good performance (Carpi et al, 2017). 
I recognise the importance of reporting in order to assess data to pick out any abnormalities and as a way for HR to show value within the organisation as I work towards reducing costs throughout the organisation to show efforts of working towards organisational goals (CIPD, 2021). I believe that being transparent with employees in instances such as this allows us to improve our culture (CIPD, no date; Corporate Rebels, 2020; Graton and Erickson, 2007) as we encourage open communication for employees to openly discuss any concerns and vice versa which can improve our employee relations.
In future instances where I need to handle situations surrounding data and costs, I feel that with the information I collected this was an appropriate way of formulating and grouping the information to make it easily visible to line managers and HR/payroll but I would like to continue my development in relation to interpreting and managing financial resources. I do believe that there should be effective handovers where a line manager is taking over responsibility of personnel to ensure that any agreements or abnormalities in terms of costing for employees can be discussed to ensure that they are accounted for and agreed through the appropriate process which can be managed by HR as part of the onboarding/leaver process as effective onboarding can promote greater productivity and engagement (SHRM, no date). 
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	What do I want/need to learn?
	What will I do to achieve this?
	What resources or support will I need?
	What will my success criteria be?
	Target dates for review and completion

	How to integrate wellbeing further into people practices to ensure employees feel supported by the company to manage interpersonal relationships at work more effectively 
	Utilise employee assistance programmes, private medical health care benefits, mental health first aiders and create wellbeing initiatives throughout the organisation to raise awareness.
Add to existing these benefits into applicable existing policies.
	Time set aside to dedicate to the initiative.
Support from line management.
Funding from the company to create resources.
	Increase in engagement with any of our wellbeing initiatives.
Positive feedback from employees regarding support.
	I believe this should be continuously reviewed (every quarter preferably) but can be incorporated into all relevant existing policies by the end of June 2022 

	To work more inclusively and break down communication barriers across the organisation in order to enable me to lead and influence others more effectively 
	Have regular communications with management to ensure implementation of policies and procedures.
Conduct employee surveys to gather data on whether initiatives have a positive impact on employees.
	For employees to engage with the surveys. 
Funds to implement the survey across the organisation.
Time set aside by myself and management to ensure implementation. 
	Response rate from the surveys, ideally, we could receive responses from at least a quarter of the workforce.
Positive feedback from employees on our initiatives to be able to show our departments value.
	I would like to launch the survey initiative by July 2022, which we can issue out every quarter or following a significant initiative

	To have a greater understanding of the impact of external factors, how this affects different aspects of the organisation and how this would impact on HR strategy/initiatives in order to make sound and justifiable decisions and solve problems effectively 
	Set time aside to analyse the external environment and evaluate what impact that is or could potentially have on our workforce and from this analysis, initiatives can be created that support the HR and organisational strategy 
	Time set aside to focus on external analysis, HR initiatives and strategy and support from senior management
	If initiatives can be implemented without failing due to the circumstances of the external environment. 
If we can prove our value through risk mitigation and strategy alignment. 
	Continuous revision with changes (long-term change) but can be reviewed during our monthly HR strategy meetings

	How to create a successful learning and development strategy to manage myself more effectively at work as next steps will be made clearer
	Set time aside to review the different avenues for development/career progression in the organisation and scan the options of how we can address any future needs 
	Gather different sources of learning and development options.
Support from senior/line managers to make learning and development a priority.  
	How many employees begin a course/development programme within the year and their feedback on how the course has impacted their career

	May 2023 

	How to further demonstrate that HR add value to an organisation through reducing costs to further develop my ability to interpret financial information and manage financial resources  
	Continue to analyse the payroll matrix and create reports to see where there may be unnecessary costs relating to personnel such as equipment/PPE or how budgets are distributed across the organisation   
	Access to payroll information (already acquired).
Compliance from management or other departments to provide accurate information. 
Effective communication regarding any changes to payroll. 
	Savings accomplished within the tax year 

	Review in April 2023 

	How to create multiple types of learning resources to ensure employees with different preferred methods of learning can utilise them which can help me develop my enhanced IT proficiency 
	Take on learning and development projects such as managerial training on disciplinaries/grievances and use a variety of different resources to create the training such as Canva and Prezzo
	Time set aside to create resources 
Management commitment to the training 

	Feedback from managers on completion of the training 
	August 2022 

	How to incorporate my skills into a more challenging role such as HR business partner to demonstrate competence in my postgraduate studies 
	Become chartered, continue to take on projects that would typically fall under a business partner and be more actively involved in strategic HR 
	Continuous reading surrounding HR strategy
Support from the company to take on new projects

	Getting my Chartered CIPD qualification 
Successfully moving into a HR business partner role 
	Looking to achieve within 2-3 years 

	How to provide structure on performance management to motivate employees besides performance related pay in to demonstrate an essential people management skill set through being able to assess alternative options 
	Complete training through webinars conducted by organisations such as Acas, Morgan LaRoche or CIPD relating to performance management 
	Time away from day-to-day activities for training purposes
Support from the organisation to implement in changes in relation to performance management 
	Implementation of a structure surrounding performance management before April 2023  
	By the end of July 2022
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1 don't want to cause " \any further upset, but it is important we abide by our duty of care and be certain he is it to be on site, given the
seriousness of the matter. Recovery from a stroke can take days to weeks, or months to years and while he may think h to be in work, we have
a responsibility to get this checked. He told me he has residual symptoms in that he has a weakness in his arm. He is z\sc&wh\ch
potentially could have further implications, and only a medical expert will be able to clarify this

If he does not consent to occ health, we have little option but to medically suspend him until we have clearance that he can work.
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W

We are putting together some material for us to take to events with colleges/schools to show our success stories throughout the organisation where
we have provided development opportunities and we thought you would be a good example if you wouldn’t mind helping us!

I you have time, could you please fill out the attached and provide brief descriptions of how you have found the experience and where you see your
career further developing. Just to make you aware as long as you were happy with this, we would use your name just to put alongside the
information, it s likely that we would put this onto leaflets for potential applicants to keep if they wish to.

We do have an event next Wednesday so if you did want to take part could you try and get this back to as soon as you can.

Thank you in advance! @

Lisa Allen

HR Officer
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How has your experience been so far & how do you feel you've progressed?

My experience so far has been great, | have almost reached 2 years full-time at GDH and | feel like | have come a long way since | first started
and have enjoyed every moment. | have experienced many different schemes which has enabled me to develop a wider understanding of civil
engineering and gained many skills whilst doing so. During my time | have also met many people which have given me guidance and advice
during my experience which I'm very grateful of. | am now responsible for running sites, carrying out all setting out activities whilst also
assisting the contract managers with monthly costs which | produce for labour, plant and materials. Furthermore, | also produce as-built
drawings and the quantification of quantities using specialist surveying software to produce digital terrain models.
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‘summary below.

Meeting held with (0 and 0 @17.2002.02.22

« Meeting to discuss hours claimed on timesheet

 explained that it was agreed with /" that he could claim hours from time from leaving his home until arrival back to home

" explained that this had not been agreed with him and that he had discussed this with " an¢’ i had not agreed these additional
hours

o | disagreed with this in regard to/

Following discussions it was agreed that . would only book from time of arrival at "/ and leaving " no travel time would be paid

o Business miles return journey would remain the same

It was agreed by that we would not go back historically and this would start from Thursday 03.02.22

B
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ABSENCE AND ATTENDANCE MANAGEMENT POLICY GUIDANCE WITH EFFECT FROM JAN 2022

introduction

This guide is designed to help managers monitor absenteeism and to manage their people with a
sensible balance between concern for the wellbeing of their employees and the managing
iiduals with a record of persistent absence i.e, irregular attending.

> Monitoring Sickness and Absence guidance

‘The onus should be on the employee to make contact by 10 am on the first day of absence.

Managers: Receiving an absence call from an employee

The line manager should:

A Establish the reason for the absence
B Find out how long the absence is likely to last for
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Free 24 Hour Confidential Helpline

0800 047 4097
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Lisa Allen
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1just had a wellbeing call with: He's doing okay he mentioned that he's just worried about his wife, he said that he received the leaflet from you
and | explained to him that he or his wife could use it, that it doesn’t cost him and that it's completely confidential for him to use. He's really happy

with the support he's received from us, in particular you and (50 that's really nice to hear. If he needs anything he'll either come to see you
orgveusacall.

Thanks,

Lisa




